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ABSTRACT

Perceived similarities between Keirsey's Temperament Theory
and Loevinger's Ego Development Stages sparked an interest in
the exploration of how temperament and ego development
characteristics might be manifested in employee perception of
ethical business issues. The study involved analysis of case
study responses from 25 participants from two organizations.
Data was examined in responses from those in leadership
positions and those not; by ego development level; and by
temperament. Predictions about the appearance of temperament
and ego development characteristics were largely confirmed and
a model for prediction of employee responses to ethical business
issues based on temperament was developed based on study
results.
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CHARACTERISTICS OF TEMPERAMENT AND EGO DEVELOPMENT AS

REVEALED IN RESPONSES TO ETHICAL ISSUES IN BUSINESS
PREMISE

Over the past three years I have studied psychological theories of human personality
development. I saw associations between two of these theories which had potential for becoming
a meaningful and useful tool in my work, as a human resource professional. This research
project involves a study of employee perception regarding ethical issues through an analysis of
data using two of the psychological theories of interest to me, David Keirsey's temperament and
Jane Loevinger's ego development.

Eighteen years experience in the human resource profession has provided me
considerable opportunity to observe employee perceptions: the perceptions of non-supervisory
employees, and the perceptions of supervisory/managerial employees. In addition, I have
observed personality types at work through the use of psychological type and temperament
(Jung's typology and the Myers Briggs Type Indicator), with emphasis on temperament theory.
An introduction to the Loevinger Ego Development Stages fueled an interest in how the two
theories might inter-relate when applied to employee perception of ethical business issues.
Formulation of tentative relationships between the descriptions of Loevinger's stages and
temperament behavioral characteristics provided a base for the project's design.

An interesting study will result when the relationships, if any, between individual ego
development and temperament are examined in employee perceptions of ethical business issues.
One important outcome from this project would be development of a workable model for use in

predicting employee perceptions/reactions related to ethical issues.



Since temperament theory identifies individual core needs, values, favorite skills, and
behaviors, I assumed that a number of these characteristics would be reflected in an individual's
response to ethical business issues. | assumed that the level of ego development, likewise, would
be reflected in the depth of the responses to ethical issues. The underlying reason for this
assumption is that ethical issues cause employees of all levels to face deeply held systems of
belief and values. Common business issues that, on the surface appear to be routine, frequently
have an impact on a human or other living thing. Upon closer examination, many common
business management practices have ethical underpinnings. For example, sexual harassment left
unchecked is about the respect for human dignity and the loss of freedom--two closely held
ethical values for most Americans.

My interest in this project lies in finding ways to introduce the understanding and
competent handling of ethical issues into a standard management model. Such a model, if
constructed in a way that insures ease of use by managers, could become part of a required
ethics curriculum in business schools. Today, ethics is not universally taught in schools of
business.

ETHICS OVERVIEW

The term "ethics" typically has various meanings associated with it: 1) the study of
standards of conduct and moral judgment 2) the system or code of morals of a particular
philosopher, religion, group, or profession, etc. 3) the social rules that govern and limit our
conduct, especially rules concerning right and wrong and 4) individual character, what it means
to be a "good person.” (Cassel, classroom notes) The term "morality" is frequently used

interchangeably with the term "ethics." Morality is more commonly defined in relation to,
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dealing with, or capable of making the distinction between right and wrong in conduct; and, it
is used to refer to the study of human conduct and values or right from wrong. In Shaw & Barry's
Moral Issues in Business, the words "ethics" and "morality" are used in the behavioral sense to
refer to what may be right or wrong, and interchangeably (3). Interchangeable use is intended
for this project.

Certain universal ethical principles have passed the scrutiny of the philosophers of every

age. They follow in an abbreviated form:

-0 Human dignity -- valuing the intrinsic worth of every human life.
= Non-injury--not inflicting harm; preventing harm; removing causes of harm.
= Beneficence--doing good.

=0 Distributive justice--distributing goods fairly & equally.

= Fidelity--keeping one's promises and contracts.

> Gratitude--owed to others because of benefits received from them.

-0 Self-improvement-- improving our virtue, intelligence, happiness.
(Appendix A)

There are basic principles which underlie the universal values, such as honesty (fidelity) and
liberty/freedom (human dignity). Case Studies used in this project were based on the distributive
justice, human dignity, and the non-injury values.

Culture and Ethics: Organizational and/or group culture influences ethical perceptions
significantly. An example of cultural expectation is evidenced in a business ethics class

assignment by Dr. Herbert Cassel of the University of Indianapolis. Dr. Cassel assigned a
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case study to students each night of class. The assignment was to write down the most
important ethical value in the case study assigned and to state why this ethical value supersedes
another value. Students, found this task quite difficult at first. When the students brought the
assigned work into class on the prescribed 3x5 card, Dr. Cassel sorted the cards into stacks. For
the first 4-6 weeks of class there were many different "stacks" of responses and the reasoning
behind each "stack" of responses was discussed in detail, with students defending their points
of view. However, as the semester wore on, the number of "stacks" was reduced. In fact, by the
end of the semester there were usually only one or two responses that did not fall in the
"universal" pile. The reason, as Dr. Cassel, explained, was that as students become educated in
the universal ethical principles they become better equipped and able to analyze cases. Selecting
the most important ethical values and using those values to prioritize the significant principles
involved in the case became second nature for students by the end of the semester. For example,
in some cases, the principle of human dignity (the intrinsic value of a human life) must supersede
the value of fidelity (telling the truth). To further elaborate on this example, Dr. Cassel used an
example where a person had observed a victim running from an attacker. The attacker then
approached the observer, knife in hand, and asked which way the person (victim) had gone. The
observer must decide whether to be truthful and possibly cause the loss of a life, or to lie to save
a life. While this may seem a bizarre example, it was the type of reasoning that was expected
in Dr. Cassel's classroom.

Ethics and Accountability: Ethical practices above and beyond etiquette, law, and
professional codes of conduct, which do not always address underlying values, interests and

issues of common organizational life is needed. The question of who is responsible for ethical



decisions in business organizations has been greatly debated. Choice and rationality are
requirements for making an ethical decision. As individual members of an organization we are
moral agents, along with the organization. Shaw and Barry state the definition of "moral
responsibility" (or agency) as follows: 1) holding people morally accountable for some past
action 2) one's accountability for the care, welfare, or treatment of others based on the individual
social role one plays and 3) one's capacity for making moral or rational decisions on one's own.
(203) Ifa person or an organization is not capable of being morally responsible in the third sense
they cannot be held morally responsible in either of the first two. Most employees o f corporation
and corporate bodies are very capable of making moral and rational decisions on their own. OIf
we assume oral agency, then what remains to be done is to educate and establish an ethical
corporate culture.

As evidenced by the classroom experience cited above, individuals can be taught moral
and rational reasoning. A culture can be established which creates high expectations of its
members. Moral responsibility and ethical decision making should be one of those expectations.
The research conducted in this project will demonstrate, through the analysis of case study
responses, how individuals and corporations can improve the quality of their decision-making
by taking into consideration the diversity of reasoning, development, and needs within their
organization.

Avoiding the Issues: The process of ethical decision-making has not been as carefully
discussed and has not frequently been a subject of corporate training in a majority of
organizations. CEOs who lead these organizations have also had little formal ethics education

as discussed in Bassiry, "Ethics, Education, and Corporate Leadership," Journal of Business
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Ethics 799-805. "The inescapable conclusion is that over 80% of America's top CEOs are the
product of a very narrow and parochial educational experience centered on business and other
technical fields" (800). A review of educational institutions which spent time in building
character or social conscience revealed that "30% of the 119 undergraduate programs and 63%
of the 80 graduate programs did not offer a 'Business and Society' type course . . . . a mere 6%
of the surveyed schools listed Business and Society as a core course." (802) It is no wonder that
utilization of a framework for ethical decision making does not exist in most American
businesses today.

The function of ethical theories is to assist in the process of deciding what is the right
or wrong thing to do. Dr. Cassell referred to a definition of "doubt" as follows: "an uneasy state
of mind from which we seek to free ourselves" (Classroom notes). Many leaders of
corporations, at all levels, seek to free themselves from the uncomfortable burden of ethical
dilemmas in the course of every-day corporate activities. Rationalization about organizational
pressures such as career opportunities, emphasis on costs, competitive issues, and loyalty to the
corporation frequently get in the way of making a prioritized moral decision using ethical theory.

This research project looks at how individuals of each temperament and moral development
level look at ethical issues and describes what is most important for each developmental level
and temperament. This type of information can be effectively utilized to incorporate in a
decision making methodology which considers how the employee population may react and what
employees may value most.

An ethical issue occurs when one or more values come into conflict and a decision must

be made as to which value is more important. (Cassell, classroom notes) Organizations can



engage in prioritized ethical decision making instead of rushing to remove the "doubt" in
business decisions. The model which will be a product of this research can be used as a tool to
facilitate sound ethical decision making.

According to Kant, it is not enough to know the right thing to do; you must possess the
will to carry it out (Cassell, classroom notes). This concept holds true for organizations
especially. Many employees may feel they know the right thing to do but hesitate or fail to carry
it out for reasons of personal or organizational concern. Organizational culture influences an
individual's willingness and ability to address ethical issues. While strong-willed people may
courageously confront as necessary, the average person is heavily influenced by the culture of
the organization.

Issues of Human Dignity and Autonomy: The autonomous self concept (a right
much like human dignity) can be a focal point of ethical issues in the workplace (Shaw & Barry,
342-343). This terms refers to an individual concept of self as a body which has control over its
own thoughts and actions as well as control over its access to other people. The autonomous
self concept is certainly the issue in sexual harassment. An employee's ability to function in an
organization without unwanted attention, touching, communication, etc. becomes paramount,
as it was in a number of the case studies in this project.

Ethical Decision Making in Organizations:  As discussed earlier there is no reason
to believe that most educational institutions provide training for the process of ethical decision
making nor education about what societal and human needs require such a process to be used by
business. Shaw and Barry suggest that corporations can institutionalize an ethical atmosphere

and ethical behavior by taking the following actions:



1) Acknowledge the importance and necessity of conducting business
in an ethical manner as evidenced by senior management behavior and leadership.

2) Reward and encourage the efforts of organizational members who take moral

responsibilities seriously.

3) Actively solicit views from stockholders, managers, employees, customers

and society as a whole. Corporations should stop taking defensive positions in
public discussion.

4) Recognize the interrelationship between business and society--what affects one

group will affect another. (216)
The focus of this project will be on developing a model which potentially helps move toward
Steps 1, 2, and 4 of Shaw and Barry's recommendations.

In an article entitled "A Mathematical Approach to Understanding the Diversity of
Ethical Decision Making," Anita Callahan discussed the use of set theory in the engineering
profession for ethical decision making. She notes that in engineering the term "ethics" "does not
refer to only one set of behaviors and beliefs, but to a myriad of sets [values held] that are
appropriate for different individuals, organizations and societies." (8) Using set theory, Callahan
tells how engineers may work to get their professional code of conduct to at least intersect the
personal code of one or more individuals involved in making an ethical decision. "The greater
the intersection, the less conflict in decision making the individual will experience. Conversely,
the lesser the degree of intersection, the greater the conflict in ethically ambiguous decision
making until the two sets are disjoint." (11) Further Callahan notes that " . . . when the conflict

involves individuals of varying positions within the organization and compromise is not an
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alternative, the dominant player's value system many times determines the course of action." (11)
The "dominant player" should be the organization with a strong value system and not individual
leader values.

Callahan's idea of using value sets to analyze the decision making process is an excellent
example of how an organization might move toward taking a leadership position to insure ethical
decision making. For example, if the organization has clearly communicated a set of
organizational values which are enforced from the top down, the chances of individual value sets
becoming disjointed is greatly diminished. Further, if the organization holds the universal
ethical values (outlined earlier in this paper) as their own, a large majority of ethical issues would
then have a sound framework for analysis. Within the framework of the universal values would
be room for individual values in organizations, since there may be more than one ethically
correct answer or approach. In that case, individuals involved in the decision making process
may work together to reach agreement within the corporation's value system, with each
contributing insights from their own unique value system.

This project will provide a model to be used in tandem with a value-centered approach
to organizational leadership. The model which results from this research potentially predicts
employee expectations from decision making in organizations. Evaluating expectations as a part
of the decision making process up front helps insures that employee morale and productivity
remain as high as possible when difficult decisions must be made.

EMPLOYEE PERCEPTION
The case study responses utilized in this project provided a method for assessing

employee perception on ethical business issues. It was in the analysis of such perceptions that
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the characteristics of ego development and temperament were found. Perception is defined by
Luthans in Organizational Behavior as being ". . .a unique interpretation of the situation. . ." and
"...avery complex cognitive process that yields a unique picture of the world, a picture that
may be quite different from reality" (85-86). Further Luthans states that "The perceptual process
can be defined as a complicated interaction of selection, organization, and interpretation"(87).
Data gathered by the five senses and through intuitive insight has to do with the first part of the
process--cognitive selection. The raw data selected is then processed cognitively through
organization of the information and then interpreted in its newly organized form. This project
1s attempting to discern if temperament and maturity level factors influence all three phases of
this cognitive process--what types of raw data is selected for interpretation (what is paid attention
to) and how data is organized (what is the focus of the organization) and how the newly
organized information is interpreted (for further processing).

Human resource staff in an employee relations area deals with the issue of perception on
adaily basis. The old phrase "perception is reality" applies to the concerns brought to the human
resource staff on a daily basis. Using the information they have gathered and processed in their
own cognitive patterns, employees develop respect, disappointment, awe or disillusion with their
organizations, their bosses, their customers, and their co-workers. It is this web of perceptions
that I wish to understand in more detail.

LOEVINGER'S EGO DEVELOPMENT THEORY:

My research found that ego development theory (more commonly referenced as cognitive

moral development theory, as a result of Kohlberg's extensive work on the subject) has been used

to discuss the topic of business ethics. In "Assessing the Application of Cognitive Moral
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Development Theory to Business Ethics," Fraedrich et al. emphasize the importance of cognitive
moral development as a useful tool for understanding the ethical reasoning process in business:

"Many scholars . . . have proposed that the concept of cognitive moral

development [CMD] from the discipline of psychology may be useful in under-

standing the ethical reasoning process in business. Because CMD has been

included in widely accepted positive models of ethical decision making and

it has been used in empirical research, other researchers may be encouraged

to use the construct for understanding the reasoning process that individuals

use to make ethical judgments in a business context." (829)
And further in Fraedrich et al: ". .. the cognitive moral development approach can be utilized
by managers and executives to train employees in resolving ethical dilemmas. . . . | There is
general agreement that cognitive moral development is one variable that can assist in predicting
ethical decision making in business." (834 and 835) Fraedrich et al also encourage the use of
cognitive moral development theory in conjunction with other business ethic measures and
theories. This project looks at ego development theory and temperament for the first time
together as methods to assist in predicting factors which impact ethical decision making in
organizations.

Jane Loevinger authored books called Measuring Ego Development 1 and 2 in 1970.

Another book on the subject by Loevinger called Ego Development was published in 1976. Her

work is similar to the more highly recognized and utilized Kohlberg's Moral Development
Theory but it incorporates a much broader approach. Kohlberg's model looks specifically at only
moral development. Loevinger's ego development theory encompasses impulse control/character
development, interpersonal style, conscious preoccupations and cognitive style, all of which

influence moral development.
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Loevinger defines ego development as "a developmental sequence and a dimension of
individual differences in any age cohort" (13). Loevinger in Ego Development wrote, "In spite
of reservations about the structural approach, I believe that the only way to understand
development consists in conceptualizing it as a sequence of structural changes, often stimulated
by the interaction of an organism with its environment" (51). Loevinger notes that ego
development is a process, not a thing, just as life is. "The striving to master, to integrate, to
make sense of experience is not one ego function among many but the essence of the ego." (59)

Loevinger in Ego Development linked her concepts of ego development to those of other

psychologists such as Allport, Freud, and Jung (Jung's typology is partially the base for
temperament theory) and summarizes as follows:

"The conception of ego development as a sequence of stages that also

constitutes a set of personality zypes is necessarily an abstraction.

The fundamental characteristics of the ego are that it is a process,

a structure, social in origin, functioning as a whole, and guided

by purpose and meaning . . . . so the ego is not the same as
the whole personality. It is close to what the person thinks of as

his self." (67)

Loevinger Ego Development Stages and Levels:

Presocial Stage (I-1) At birth we have no ego. The development or construction of
reality begins at this stage, learning to differentiate objects and self from the outer world.

Symbiotic Stage (I-1) A symbiotic relationship continues with the mother or whoever
plays that part in his/her life while the process of differentiation progresses. Language plays a

big role in establishing the baby's concept of self as a separate person.
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Impulsive Stage (I-2) Childish impulses, such as emphatically saying "no," help
separate the child's identity. The need for other people is strong and demanding and others are
seen as someone who can "give" to the child. While the child classes people as good or bad,
largely as a value judgment, the child's orientation is almost exclusively to the present and
emotions are intense and almost physiological. External constraint is needed at this stage of

development.

Self-Protective Stage (Delta A). The child learns to control impulses through short-term

rewards and punishments. The child begins to understand that there are rules and attempts not
to get caught. Blame is externalized to others, or the situation or wrongdoing is blamed on some
part of him/her self, like the eyes, etc. A child may take pleasure in rituals at this age. Older
children or adults who remain in this stage may become deceptive, preoccupied with control and
advantage in relationships with others and may be come opportunistic.

Conformist Stage (I-3). A great step is taken when the child begins to associate it's
welfare with that of the group, typically the family. Trust is imperative in making this stage
work. Rules are obeyed because they are group-accepted rules instead of out of fear of
punishment. Sanctions are any form of disapproval. There is a perception of conforming to
socially approved norms. Differences are seen in groups, not in individuals, and people seem
pretty much alike (as they ought to be)--whatever is socially approved. The values of the
Conformist include helpfulness and cooperation with others and, at this stage, is not as
competitive as the Self-Protective Stage. Being socially accepted, having a good reputation and

appearing to belong make a person feel secure at this stage.
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Self-Aware Level: Transition from Conformist to Conscientious Stage (I-3/4):

According to Loevinger, this is probably the modal level of development for adults in our

society.  She calls this a level rather than a stage. A theoretical transition only, the
Conscientious-Conformist Level appears to be a stable position for many in adult life. There is
an increase in self-awareness and an appreciation for multiple possibilities in situations. There
is an awareness of not always living up to social norms but these are often vague feelings
described as self-conscious. The consciousness replaces group norms of the previous stage. The
person at this level sees alternatives and exceptions are made, but still largely based on
stereotypic categories.

Conscientious Stage (I-4): The elements of adult conscientiousness are present in the
form of "long-term, self-evaluated goals and ideals, differentiated self-criticism, and a sense of
responsibility." (Loevinger, Ego Development, 20). Rules are fully internalized but are
evaluated and chosen as applicable to the self. Therefore, exceptions and contingencies are
acceptable as applied to rules. At this stage the person feels responsible for other people and the
concepts of privileges, rights and fairness go along with responsibilities and obligations.
Achievement is measured by the individual's own standards and not primarily by competitive
issues or recognition. Conceptual complexity causes finer distinctions in thinking. A rich inner
life is characteristic. With a more mature conscience the person is able to have deeper
interpersonal relationships and is able to look at things from another person's viewpoint. There
is a longer time perspective and a broader social context at this stage.

Individualistic Level: Transition from Conscientious to Autonomous Stages (I-4/5):

The chief characteristic of this level is an acute sense of individuality and concern for emotional
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dependence. Acknowledgment that while physical dependence can dwindle, emotional
dependence can remain is developed. Becoming more tolerant of self and others grows out of
a greater understanding of the complexity of circumstances and a value for individuality.
Awareness of inner conflict, and that it is part of the human condition, develops at this level.
The greater conceptual complexity allows for more ambiguity and understanding of paradox and
contradiction.

Autonomous Stage (I-5): Distinctive of the Autonomous Stage is the ability to accept,
acknowledge and to cope with inner conflict regarding needs and duties. The person at this stage
deals with the conflict rather than ignoring or projecting it. Reality for the Autonomous Stage
individual is multi-faceted and there is a very high tolerance of ambiguity. The person at this
stage cherishes personal ties and recognizes the limitation to autonomy. Autonomous persons
see others and self as having motives that are driven out of past experiences. At this stage self-
fulfillment may partially surpass that of the achievement drive. The person at this stage can
express him/herself convincingly with vivid feeling and with a sense of humor regarding the
paradoxes of life. Physical experience is in the context of mutual relationship and not for
sensation alone. More abstract social ideals are held.

Integrated Stage (I-6): Reaching this stage is rare and therefore it is the hardest to
explain for lack of many studies on the subjects. Individual limitations may also influence the
description. The description of the Autonomous Stage holds true for this stage. The new

characteristic is a "consolidation of a sense of identity." (Loevinger, Ego Development, 26). An

example might be the description of Maslow's Self-Actualizing person. Loevinger also states

that in some sense there is no highest level but merely a spiraling opening to new possibilities.
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She stresses that there is no direct path through these stages but a stopping at many way-stations
throughout life. (15-26)

The level of ego development for participants in this project was determined by
administering the Loevinger Sentence Completion Test (Appendix B). The test involves having
participants finish incomplete sentences in any manner they like. The completed sentences are
then carefully evaluated by a skilled practitioner using Loevinger's detailed guidelines for
assessing ego development levels. The process is quite time-consuming and complex, involving
approximately one hour of analysis for each set of completed sentences. Loevinger's Scoring
Manual is 457 pages long, published in 1970 with the first book on measuring ego development

(Loevinger, Measuring Ego Development 2). It is most certainly the complexity of the scoring

process for her Sentence Completion Test which has caused her work to be less well known and
used by researchers and practitioners. The inclusion of her testing protocol in this project is not
intended to suggest that all organizations must test their employees in order to benefit from the
concepts of ego development theory. On the contrary, the intent is solely to incorporate the most
simple yet powerful concepts in conjunction with the more well-known theory of temperament
for applications in business.

While temperament theory has been around for centuries, its use in organizations has
primarily been apparent only since the 1980's. Knowledge of temperament theory is a powerful
way for employees and managers to better understand a framework for the dynamics of human
interaction. The temperament framework creates an easily understandable set of patterns which

explain what motivates individuals and identifies their values, skills, and behaviors.
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TEMPERAMENT THEORY

Historical Perspective: The history of temperament is ancient and many psychologists
have studied its relevance. Temperament theory has been widely used to describe patterns of
behavior for over 25 Centuries. Keirsey summarizes the history quickly in his classic best seller,
Please Understand Me:

"So the early twentieth century saw a brief revival of a view presented almost

twenty five centuries earlier by Hippocrates, who, in trying to account

for behavior, spoke of four temperaments clearly corresponding to those of

Adickes, Kretschmer, Adler and Spranger: choleric, phlegmatic, melancholic,

and sanguine." (3)
David Keirsey derived the theory from the work of Kretschmer & Spranger. Keirsey's theory
integrates the age-old descriptions and Isabel Myers' adaptation of Jung's typology in a way that

captures the archetypal or universal qualities into four behavioral patterns (Berens and Rogers

Monograph 3). In the late 1970's David Keirsey and Marilyn Bates wrote Please Understand

Me, and in it Keirsey described the four basic temperaments: Artisan, Guardian, Rational, and
Idealist (27-66). The book has been a national best seller with over one million copies sold. Dr.
Keirsey's objective in writing the book was to discourage parents and spouses from attempting
to "sculpt" children and spouses into carbon copies of themselves.

Today, temperament training typically begins with a definition of an incurable disease
that we all have . . . "Be Like Me" disease, which mirrors David Keirsey's "scuplting" concept.
We all expect others to think and behave as we do. Temperament training delivers a simple yet
rich framework for understanding and valuing differences in human behavior. The need for

understanding behavior and valuing differences in situations that call for ethical judgment or
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decision making is critical. Since ethical decision making is value based, discussion of ethical
issues touches the core needs and values of everyone involved.

Definition of temperament: Temperament is not easily defined. Keirsey defines
it as well as any in Please Understand Me: "One's temperament is that which places a signature
or thumbprint on each of one's actions, making it recognizably one's own." (27) Berens and
Rogers, of The Temperament Research Institute, describe temperament in their Monograph,
"Temperament and the Learning Organization" by explaining;"Temperament provides a map
to a very important part of the territory of the human system. . . . it gets at the 'agenda’ or the
intent.' It is a systematic way of understanding and harnessing the power of individual
differences on a team or in an organization." (7)

While full descriptions of the temperaments written by Stephanie Rogers of the
Temperament Research Institute can be found in Appendix C, a brief summary by Linda Berens,
Director of the Temperament Research Institute, appears below to focus on the primary
distinctions of the four temperaments:

= "Artisan (SP) Want the freedom to choose the next act, to have and to

act on impulses. Want to be graceful, bold and impressive,
to have impact. Generally excited and optimistic. Absorbed
in the action of the moment. Oriented toward the present.
Seek adventure and experience. Hunger for spontaneity.
Trust impulses, luck and their ability to solve any problem

they run into. Think in terms of variation, variations on a



theme. Ability to notice and describe detail. Like freedom

to move, festivities and games. Natural negotiators. Seize
opportunities. Gifted tacticians, deciding the best move to
make in the moment, the expedient thing to do. Frequently
drawn to the arts-- manual, visual and performing.
Guardian (SJ) Want to fit in, to have membership. Hunger
for responsibility and accountability. Tend to be generous,

to serve and to do their duty. Establish and maintain
institutions and standard operating procedures. Tend to
protect and preserve, to stand guard and warn. Look to

the past and tradition. Foster enculturation with ceremonies
and rules. Trust contracts and authority. Want security and
stability. Think in terms of the conventional, associations and
discrete elements. Generally serious and concerned, fatalistic.
Skilled at ensuring that things and people are in the right
place, in the right amounts, the right quality, at the right time.
Frequently gravitate towards business and commerce.
Rational (NT) Want knowledge and to be competent, to achieve.
Seek to understand how the world and things in it work.
Theory oriented. Everything is conditional and relative.

Future oriented. Trust logic and reason. Want to have a

19
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rationale for everything. Skeptical. Think in terms of
differences, delineating categories, definitions, structures and
functions. Hunger for precision, especially in thought and
language. Skilled at long-range planning, inventing, designing
and defining. Generally calm. Foster individualism. Fre-
quently gravitate toward technology and the sciences. Well

suited for engineering and devising strategy, whether in the
social or physical sciences.

=0 Idealist (NF) Want to be authentic, benevolent and empathic.
Search for identity, meaning and significance. Rela-
tionship oriented, valuing meaningful relationships.
Romantic, idealistic, wanting to make the world a
better place. Focus on developing potential, fostering
and facilitating growth through coaching, teaching,
counseling, communicating. Generally enthusiastic. Think
in terms of integration and similarities and look for universals.
Gifted in the use of metaphors to bridge different perspectives.
Diplomatic. Well suited for all manner of 'people' work "
(Temperament Report Form, Appendix D).

As was referenced in the description of the history of temperament, David Keirsey wrote the

temperament descriptions we use today based on the work of Carl Jung's typology and the work
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of Isabel Myers, author of the Myers-Briggs Type Indicator (MBTI). The MBTTI has been taken
by millions of people in organizations around the world. The MBTI, frequently mislabelled as
a "test," provides individuals an opportunity to "sort" their preferences on dichotomous scales
regarding introversion and extraversion, sensing and intuition, thinking and feeling, and judging
and perceiving. The results are explained in group or individual feedback sessions facilitated
by trained professionals. Ideally, individuals self-select their preferences before being given the
results of the MBTI, which should be used for additional confirmation or continued exploration
of preferences. A four-letter type code, for example ENTP, represents the preferences
extraversion, intuition, thinking and perceiving. The "NT" in the example's type code
corresponds with Keirsey's Rational Temperament.

The temperaments correspond with Myers-Briggs type preferences as follows: Artisan
= SP (Sensing and Perceiving); Guardian = SJ (Sensing and Judging); Rational = NT (Intuiting
and Thinking); and Idealist = NF (Intuiting and Feeling). The explanation for how these
particular psychological type preferences line up with Keirsey's theory is not obvious to the
average reader; however, for those who have learned the Myers-Briggs type preferences, those
preference characteristics are apparent in the temperament descriptions. In further explanation
of temperament and psychological type differences, Berens & Rogers explain, "Keirsey
described sociological types, based on observable interactions between people as compared to
psychological types which are based on an individual's internal processes ("Systems, Type and
the Myers-Briggs Type Indicator,” Article, 1992)

While the use of the MBTI is quite valuable in organizations, many in my experience do

not believe they can afford the time away from productive work to deliver a full-range of
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psychological type training. I have found that Temperament Theory can be taught much more
quickly and can be immediately implemented in interactive training applied to work-related
issues such as communication, conflict resolution, decision making, team building, career
planning, personal performance coaching, and management skills training, etc.

Temperament Theory describes core needs, values, naturally favored abilities and

£

behaviors (Temperament Target, Appendix D) of each temperament. Core needs are often
unknown (or unidentified) by the individual and others. When known, they provide key
information as to what motivates, increasing productivity and personal satisfaction.
Temperament values are known to the self and unknown or only inferred by others. The values
tell us what is energizing and interesting to individuals and are critical components of getting to
core needs met. Temperament abilities can be observed by others but may be unknown to self.
Abilities describe favored roles and skills, which when used, create energy and high self-esteem
for the individual. Temperament behaviors are observed by others and typically taken for
granted by the self. These behaviors are very likely to be observed in persons of a particular
temperament.

Understanding the four sets of core needs alone provides a powerful insight into human
behavior which can be put to use in productive and harmonizing ways within organizations.
Coupled with an understanding of the respective values, abilities and behaviors, temperament
then becomes a most valuable and insightful tool with a multitude of practical uses in business
and personal interactions. Forindividuals on a personal level, temperament provides a wealth
of insight regarding self-knowledge. When the knowledge of self is routinely used to understand

personal reactions and to make decisions, it becomes a powerful route to self-actualization, much
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like the application of Maslow's Hierarchy of Needs.. (A comparison of temperament and
Maslow's Hierarchy appears at Appendix E.) Therefore, temperament serves as an important
personal development tool as well as an aid to organizational development and open
communications.

Type development theory explains how individuals grow in their ability to use their
opposite psychological preferences throughout the course of a lifetime (Brownsword,

Psychological Type: An Introduction, 20). For example, a person with a thinking preference

may develop the ability to use a feeling preference when the situation calls for one versus the
other. Type development can, therefore, also be useful in the self-actualization process.
However, temperament will be used exclusively for the purposes of this project. Including full
psychological type would expand this project beyond a reasonable scope for this paper.
PROJECT DESIGN AND PREDICTIONS:

Design: The initial idea for this project was developed when I noted associations
between temperament descriptions and ego development stages or levels. The associations [
detected are outlined in the below:

=0 Artisan: The Artisan is characterized by the following related behaviors

and values: freedom to act on impulses; seizing opportunities; impact
centered, cynical, improvising; risk-taking; fast-reacting; present

orientation; impulsive; restless; excitement/stimulation and spontaneous.

and

> Stages I-1,I-2 and A  (Symbiotic, Impulsive, & Self-Protective:
Impulsive, fear of retaliation, exploitative, wary, manipulative,
opportunistic, self-protective, externalizing blame.
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-0 Guardian: The Guardian is characterized by the following related
behaviors and values: authority centered; fatalistic, standardizing, responsible,
cautious/careful, hierarchical procedures; preservation of social groups;
conformity; rules and regulations; group bonding relationships; and security.

and

oo Stages I-3 and 1-3/4 (Conscientious-Conformist and
Conscientious): Conformity to external rules; shame or guilt for
breaking the rules; belonging, superficial niceness; social
acceptability; aware of self in relations to group; helping;
and differentiation of norms.

=0 Rational: The Rational is characterized by the following related
behaviors and values: conditionals; skeptical; analytical; critiquing;
visionary, knowledge and competence; strategy; theoretical; and
autonomy.
and

=0 Stages I-4 and I-4/5 (Conscientious and Individualistic): Self-
evaluated standards, self-criticism, long-term goals and ideals; inten-
sive; differentiated feelings; achievements.

=0 Idealist: The Idealist is characterized by the following related
behaviors and values: relationship centered; empathic; inspiring;
spiritual; ethics & morality; authenticity; self-actualization and
personal relationships; meaning and significance; and unique
identity.
and

- Stages I-S and I-6 (Autonomous and Integrated): Coping
with conflicting inner needs; toleration; respect for autonomy
and interdependence; vividly conveyed feelings; integration of
physiological and psychological; role conception; self-fulfill-
ment; renunciation of the unattainable; and cherishing of
individuality.

While these comparisons are by no means exact there are indeed parallels between the pairs of

descriptions and enough similarities to warrant further exploration. While the pairing of the



25
stages/levels is also approximate, the most similarities occur as they are grouped in the
comparisons above. The exact relationship between temperament and ego development level,
if any, was not apparent at the beginning of the project. However, while it was clear from
previous research that cognitive moral development theory had been helpful in the study of
ethical decision making, it appeared as though nothing had been researched in the area of
temperament theory and ethical decision making. Pairing the two theories together, given the
perceived relationships in stages and temperaments, with the subject of ethical issues seemed a
promising way to assess the usability of the two theories when used in tandem in a business
organization.

The project involved administering the Loevinger Sentence Completion Test; circulating
and retrieving case study questions among the participants; assessing the ego development
levels; comparing temperament and ego development level characteristics to participant
responses; and logging, analyzing and summarizing results. Finally, a model for business was
constfucted based primarily on the findings of the research.

Ethical issues in business involve value-based decision making processes. This project
is concerned with analyzing the values and behaviors of employees in their perception of ethical
business issues. The results should provide insight into what organizational leaders should pay
attention to when making ethical decisions in order to retain and motivate productive employees.
The results may prove to be important if they lead to construction of a model that simplifies the
complexity of considering employees in ethical decision making. Too often leaders make
decisions without consideration of employee perceptions for no other reason than they are unable

to apply a standardized business procedure to such a complex task.
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In "Self- and Co-Worker Perceptions of Ethics and Their Relationships to Leadership and
Salary," Morgan cites four surveys of managerial populations which identify the actions and
behavior of role models as a principal influence on unethical behavior:

"In each of these surveys, the respondents identified their immediate superiors as the

primary influence on their ethical behavior and identified the behavior of peers as a

secondary influence. Clearly, managers believe that the ethical behavior of others,

especially superiors, affects their own attentiveness to the ethical aspects of

decisions and actions. Consequently, examination of those perceptions may be

fundamental to understanding and fostering ethical behavior in organizations." (200)
Morgan points to yet another reason to examine the subject of what makes up the components
of employee perceptions. Leaders have a responsibility to foster ethical behavior and yet have
little formal education as to how to accomplish such an important task. This project may provide
such an examination.

Predictions: There were primarily four predictions prior to analyzing the results of the
study. One, the developmental level of leaders would be higher than non-leaders. This
prediction was made based on an assumption that ego development level would influence who
was selected and promoted into leadership positions. Two, there would be more idealists at the
higher levels of development. This prediction was made based on the apparent close connection
with the core needs of the Idealist and that of the Autonomous and Integrated Stages. Three,
when a search for the key characteristics of temperament were applied to the responses of
participants, there would be a significant number of characteristics identified in the responses.
This prediction was based on the assumption that since temperament identifies core values,

needs, behaviors, and skills, the characteristics would appear in the analysis of a values-based

subject such as ethical issues. Four, when a search for the key characteristics of ego
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development level was applied to the responses of participants, there would be a significant
number of characteristics identified in the responses which matched the corresponding
description of developmental level. This prediction was based on the assumption that ego
developmental levels would be reflected in values-based answers to ethical business issues.

Additional "soft" predictions which may be evident in research results but which may be
valuable to readers or future researchers on the topic follows. While it is very clear that all four
temperaments have the ability to development and self-actualize, the following personal
observations about what may slow or hinder development for each temperament are thought-
provoking:

The Artisan, with his/her impulsive nature, faces an immediate need for development in
childhood in order to conform to even the most elemental of societal expectations. Impulsive
and scornful of rules and other hindrances to freedom, Artisans find it difficult to navigate in
socially traditional and restrictive institutions such as schools.  The Artisan thrives in the
moment when they are fully immersed in activity with the freedom to take risks and to reap the
rewards of impactful performance, based on impulse--not rules and regulations. However, it is
this same ability to live fully in the moment with spontaneity and recognition of the uniqueness
of this moment (and therefore, the need for cherishing individuality) that may enable the Artisan
to reach Loevinger's Integrated Stage.

The Guardian, with total respect for the security and safety that conformity and tradition
bring, meets the expectations of society most readily and with ease. Because the Guardian is
pre-disposed to value rules and regulations, hierarchial procedures, and the preservation of social

groups, he/she is acting in concert with the modal level of adult development of most adults,
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according to Loevinger. Since Guardians represent approximately 40-45% of the general
population and Artisans 30-35%, it is easy to see why I-3 and [-3/4 are the modal levels in adult
society. It may be very comfortable for many Guardians to remain at the modal level of
development.

The Rational, with the potential ability for visionary and strategic thinking, is potentially
well equipped to objectively evaluate society's expectations with an eye for the ultimate truth or
theory. Since the Rational enjoys concepts and ideas and scientific inquiry he/she may be very
comfortable with the increased complexity of the Integrated Stage. However, the core need for
a Rational is mastery & self-control, knowledge & competence. The Integrated and Autonomous
Stages require a great comfort with ambiguity, while the Integrated Stage requires the
renunciation of the unattainable. Many Rationals may be uncomfortable "not knowing"
everything they think they must know to feel competent, and they are certainly disinclined to feel
that anything is unattainable with the proper mastery.

The Idealist, with a constant eye on meaning, significance, and unique identity, is the
only temperament whose core needs correspond directly to one aspect of the Integrated Stage--
the cherishing of individuality. The Idealist's life is a perpetual journey in search of his/her
unique identity and in search of meaning and significance in all of life's activities. Idealists may
not value the role of autonomy and interdependence together. The Idealist's life is usually
inextricably intertwined with that of others and autonomy is not one of their goals. Additionally,
the Integrated Stage calls for objectivity and the reconciliation of inner conflicts. Since the

Idealist looks for meaning and not objectivity and is in a constant "search" mode rather than
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being at peace with inner feelings, the seeming match with Stage and Temperament may still

provide development challenges.

METHODOLOGY

[ constructed my research project as follows:
=0 Participants Two different groups were formed: one from EFS Services,
Inc. (the corporation where [ have worked for the last 15 years), a diversified
financial services corporation; and one from Methodist Hospital and its
Subsidiaries (this group would be composed of persons selected for
participation by a local advisor, Steven Earnest, Ed.D.
> Group Composition Each group was to be composed of 16 people with the
following characteristics:
a. Eight males
b. Eight females
c. Four persons of each temperament
d. Eight leaders (defined as people who have responsibility for
influencing the behavior of others in an effort to meet group or
organizational goals)
el Eight non-leaders (defined as people who have no leadership
responsibilities)
The Methodist Hospital group were people not known to me, and mainly accessible only by

telephone, while the EFS Group were people well known to me and readily accessible
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in person. [ planned to compare data between the EFS and the Methodist groups as well as

within the categories to be studied: responses by temperament, responses by ego development

level, and by organization. Responses categorized by sex and leader/nonleader status will be

referenced as applicable to this study.

[V

Final Group Composition The EFS Services, Inc. (EFS) Group was composed
of three groups of four participants and one group of three participants. There
were no males with an Idealist Temperament in a leadership position in the
EFS organization. This result was not surprising since there are fewer Idealists
in the general population at large (10-12%) and there are fewer persons in
leadership positions in business organizations with an Idealist Temperament
(Myers and McCaulley, The Manual 257-59). The Methodist Hospital and
Subsidiaries Group was composed of two groups of two participants, one group
of three participants, and one single individual representative of a fourth
temperament. The initial group we requested to participate turned us down based
on the time requirement and the members of the second group refused to
participate in the Loevinger Sentence Completion Test. Therefore, fewer
participants from this organization were recruited for the study and time to
identify and involve others ran out by the deadline for this paper. Ideally, two full
sets of 16-person groups with exactly four persons of each temperament in each

group would have participated.
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Participant Identification The temperament of each participant was known by
me for the EFS Group and by Steven Earnest for the Methodist Group. The
temperaments had to be known in order to construct the composition of the
groups. However, the identities of the participants were unknown to me during
the first phase of the project. Participants were assigned numbers by an
administrative assistant who also then collected responses. Therefore, the
participant responses were known to me only by number with no names
associated with the response until [ had analyzed the response and selected my
choice of temperament identification from their written response alone.
Preliminary Temperament Identification I attempted to identify the
temperament of each writer by looking for characteristics of the temperament
such as the language used, what's important to them, what they hate, the core
psychological needs, core values, favorite skills and talents, behaviors of the
temperament, etc. For example, an Artisan Temperament may be looking for a
motive or reason for the case characters' actions and may use a story telling
approach, bold description and jargon. A Rational Temperament,
correspondingly, would be looking for underlying assumptions with a
comprehensive view and would tend to use precise, scholarly and conditional
language. As a guide for this exercise I used a temperament template prepared
by Stephanie Rogers of the Temperament Research Institute for another graduate

G
student's use (Appendix F¥).



32
Participant Activities The participants were asked to respond to five case
studies in all (Appendix &). The first four studies were all related to the topic
of sexual harassment, one of the ongoing challenges and concerns of
organizations today. Each case study was selected directly from Sexual
Harassment Awareness Training by Baridon and Eyler (92, 135, 161 and 182).
The last case study was composed by me. The subject of posting jobs has long
been a source of concern and interest for me in my work within a human resource
department. I have found that managers and supervisors' views regarding the
posting of jobs during internal employee selection varies significantly from the
views of the employees whose career opportunities are impacted by job postings.
Case Study Questions and Responses The questions were different for each
case study; however, one of the questions for each case study inquired about
what the participant thought the "average person" would do in the situation. Most
of the other questions inquired whether the participant agreed that the main
character was justified in their claim or actions or inquired about what
responsibilities the company or the character should have. The participants were
asked to respond on yellow-lined paper which was attached to the case studies;
however, many chose to simply write a very brief response on the case study,
directly below the individual questions. Some elected to type their responses in
a lengthier paragraph-type response. Others wrote extensively on the attached

yellow paper.
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Personal Interviews Following the assessment for temperament, interviews
with each participant were conducted either in person or by telephone. All EFS
interviews were conducted in person and all Methodist interviews were conducted
by telephone due to time and schedule constraints. During the interview, a set
of five questions (Appendix H) was asked and the set of questions was repeated
for each case study. Additionally, two questions were asked regarding the
Loevinger Sentence Completion Test. The purpose of the interview questions
was to elicit emotional reactions to: 1) the way the case studies were presented,
2) the characters in the case studies; 3) any related personal experiences
participants may have had; 4) conflicting thoughts and feelings while answering
the questions; and 5) the way the participant may have acted if he/she were in a
situation similar to the main case study character. The interview questions were
more personal in nature than the case study questions asked of the participants
after reading each case study. The interviews with EFS participants were tape
recorded while the telephone interviews were not taped for logistical reasons.
Data Collection on Spreadsheets and Charts Following the collection of
responses to the interview questions, I plotted each case study and interview
response on a spreadsheet or chart by temperament group within each
organizational group, using standard identification categories for each
participant (Appendixf). The responses, of necessity, were abbreviated by me

in order to assist the comparative process and in order to fit the response on the
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spreadsheet. While my own temperament may have influenced my condensation
of the participant's responses, | made every effort to include the most distinctive
portions of each response--those portions the participant seemed to point out as
being of the most importance. These responses were then analyzed and summary
sheets prepared to chart similarities and results of note.

Following case study and interview response organization, analysis of
each group's composition by ego development level was completed using the
standard categories of participant identification.

Lastly, each case study and interview response was evaluated for ego
development and temperament characteristics identification. Predictions of which
characteristics would be identified (using the applicable theories) were made to
establish sorting criteria. Summaries of the characteristics were charted based on
each psychological theory.

Data Comparison Once the spreadsheets were analyzed, all results were
compared and conclusions reached about temperament and ego development
findings.

Lawrence Kohlberg Omitted in Research Design I originally intended to use
the work of Lawrence Kohlberg and his moral development assessment in the
design of the research. In the end, the research project became so time-
consuming and complex that [ was unable to work Kohlberg actively into the

research design itself. [ will, however, refer to Kohlberg through the
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interpretation of the results as applicable. Kohlberg is widely known and
frequently criticized, even by Loevinger (43-44), in his theory of moral
development. He has constructed stages of cognitive development characterized
in general by: 1) distinct or qualitative differences in the way children solve the
same problem at different ages; 2) invariant sequence, order or succession; 3)
thought forms as a structured whole or an underlying thought organization; and
4) hierarchical integrations; i.e., structures of thought found at the lower stages
are reintegrated into those at the higher stages (Kohlberg, The Psychology of
Moral Development 14). Thus his work has similarities with Loevinger on all
four general characteristics and his stages are routinely compared with hers in an
approximate alignment of concepts. Using Loevinger was essentially equivalent
to using Kohlberg's methodology with the exception of the instrument used to
measure ego development, the Sentence Completion Test.

Specific Reference to the Two Theories  Research procedures for this project

included looking for references to psychological type and temperament in
Loevinger's work. Loevinger talks briefly about Carl Jung and his typologies
of introversion, extraversion and four fundamental functions of thinking, feeling,
sensation, and intuition; however, she does not elaborate on any relationships
between his work and hers. (349-352) While she also mentions Kretschmer, upon
whose work Keirsey developed his temperament theory, there is again no

significant relevant comment (190).
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However, Loevinger does devote an entire chapter in Ego Development

(182-202) to "Issues Defining Stages and Types. She uses the word "types" to
apply to any type of psychological typology.

There were no references to ego development theory in Keirsey's work;
however, The Temperament Research Institute utilizes a comparison of
temperament to Maslow's Hierarchy of Needs in a discussion of how
temperament theory can be utilized for movement toward Maslow's self-
actualization (Appendix E).

RESEARCH FINDINGS

In Sociology by John E. Farley, Kohlberg is discussed atlength. A reference to a study

done at the University of California at Berkeley in 1964 regarding the Free Speech Movement
where Kohlberg's moral reasoning tests were used has application for the results of the current
research:

"These findings suggest that although moral reasoning is related to behavior, it is

closely related to the process by which people decide #ow to behave when

confronted with a moral dilemma . . . . Certainly, other factors, such as peer

pressures and the particular characteristics of a situation, also have important

effect on behavior. However, even if people at different stages of moral develop-

ment do not always behave differently, they do appear to reason differently

--in real life as well as the laboratory." (118)
The findings in this project, due to its construction in an uncontrolled environment, are not
empirically sound, nor do they necessarily represent what the participants would do in real
situations. Therefore, a comparison of what participants had to say specifically about each case

study is not helpful nor is it relevant to the intent of this study. However, a study of what went

into each response is representative of how "people decide sow to behave when confronted with
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amoral dilemma" as Farley has noted above. Further, the responses indicate differences in how

the participants reason about each case. The findings, therefore, do demonstrate the association

between temperament and ego development level and individual participant's responses as will

be discussed in the following summary.

Ego Development Levels (EDLs) of Participants:

The EFS Group Sentence Completion Protocols revealed a composition which
is represented in Table 1, the Methodist Hospital Group composition at Table 2 and the
combined group's results at Table 3. The EFS Group had EDLs ranging from a low of
[-3/4 to a high of [-4/5, although there was only one I-4/5 in this group. The rest of the
group consisted of five [-3/4's and nine [-4's, for a total of 15 participants. The highest
level of development was that of a female leader with Artisan temperament. Within
each temperament group the leaders had higher development levels, as predicted, than
the non-leaders with one exception: the exception was that the Idealist participants all
had the same EDL ( I-4) whether leader or nonleader.

The Methodist Hospital Group also had EDLs ranging from a low of [-3/4 to a
high of [-4/5; however, there were three participants at the [-4/5 level, all female and all
nonleaders. The balance of the group consisted of two 1-3/4's, two [-4's and one whose
EDL was not available by the end of the study, for a total of 8 participants. The leaders
in the Guardian temperament group were at a higher EDL than the nonleader Guardian,
as predicted. Since the person with an unidentifiable EDL was a leader in the Rational
group I was unable to determine if her EDL. was higher than that of the Rational

nonleader. The result of interest in this group is that the of three I-4/5 nonleaders, two
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SUMMARY OF EGO DEVELOPMENT LEVELS (EDL) BY GROUP

EFS GROUP
TEMPERAMENT PARTICIPANT # LEADER NONLEADER EDL
Artisan
15 X I-4
7 X 1-4/5
6 X 1-3/4(B)
9 X I-4
Guardian
14 X I-4
12 X -4
4 X 1-3/4
2 X 1-3/4
Rational
13 X I-4
1 I-4
8 X 1-3/4
11 X 1-3/4
Idealist
10 X I-4
3 I-4
5 X I-4




TABLE 2

SUMMARY OF EGO DEVELOPMENT LEVELS (EDL) BY GROUP

METHODIST HOSPITAL GROUP

TEMPERAMENT | PARTICIPANT # LEADER NONLEADER EDL
Artisan
M-5 X 1-3/4
Guardian
M-1 1-4
M-3 I-4
M-8 X 1-3/4
Rational
M-6 X not available
M-7 X I-4/5
Idealist
M-2 1-4/5
M-4 1-4/5




TABLE 3

40

SUMMARY OF EGO DEVELOPMENT LEVELS (EDL) BY LEVEL, ALL GROUPS

EDL PART. # TEMPERMENT LEADER NONLEADER MALE FEMALE
1-4/5 7 Artisan X X
1-4/5 M-7 Rational X X
1-4/5 M-2 Idealist X
1-4/5 M-4 Idealist X
I-4 15 Artisan X
I-4 9 Artisan X
I-4 14 Guardian X
I-4 M-1 Guardian X X
I-4 M-3 Guardian X X
I-4 13 Rational X X
I-4 1 Rational X X
I-4 10 Idealist X X
I-4 3 Idealist X X
I-4 5 Idealist X X
I-4 12 Guardian X X
1-3/4(B)* 6 Artisan X X
1-3/4 4 Guardian X X
1-3/4 2 Guardian X X
1-3/4 8 Rational X X
1-3/4 11 Rational X X
1-3/4 M-5 Artisan X X
1-3/4 M-8 Guardian X
not available M-6 Rational X
* B= borderline between 1-3/4 and I-4.
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of them were Idealists. I predicted that Idealists would have a potentially easier time
reaching higher EDLs because of the similarity between their core need for meaning &
significance and unique identity. This prediction appears to hold true in these results
since there were no Idealists at the lowest EDLs and there were more Idealists at the
highest EDLs than other temperaments.

When the groups were combined for analysis the Idealists had the highest EDLs,
with five Idealists in the [-4 and [-4/5 levels as compared to only three Artisans, three
Rationals and four Guardians (note: however, there was one more Guardian and one
fewer Artisan than there were Idealists in the Methodist Hospital Group composition).
The Idealist was the only temperament not represented in the lowest EDL group.

For the combined group analysis there were four participants at the 1-4/5 EDL
with one leader and three nonleaders. These results may be partially explained by the
fact that there are more female Idealists than male (the feeling preference appears in 60%
of females as opposed to 40% in males) and because there are fewer Idealists in
leadership positions in most traditional organizations. In addition, Idealist temperaments
may be less likely to be attracted to the demands of management positions in traditional
organizations. One explanation for the lack of attraction may be that at higher EDLs the
Idealist is likely to see too many contingencies which could be immobilizing in a leader-
ship position.

In the combined group with [-4 EDLs there were seven leaders and 4 nonleaders,
supporting the prediction that leaders would have higher EDLs than nonleaders. All

seven leaders in this group were male, which is not surprising. There are still more
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male leaders in traditional organizations. Of the Idealist temperaments in the [-4 EDL,
two of the three were nonleaders. There were more Guardian temperaments at the [-4
EDL, four as compared to two Artisan, two Rational, and three Idealist. This result
mirrors the higher number of Guardians in the general population (40-45%).

In the combined group with I-3/4 EDLs there were six nonleaders and one leader,
supporting the prediction that leaders would typically be at higher EDLs. Of these seven
participants, only one leader was female. There were two Artisans, three Guardians, and
two Rationals at this EDL.

The EDL for the Rational female leader was not included in this analysis.
However, judging from her responses to the temperament characteristics and ego
development characteristics association analysis, she would mostlikely be at the [-4 level
of development which would make her developmental level consistent with the other
findings in the project. However, we cannot validate this speculation as to EDL.

Ego Development Analysis of Case Studies and Interviews:

The method used to determine what characteristics of ego development level were
apparent in the participant responses was to conduct a count of the number of references
to the following categories: 1) contingencies (representative if I-4 and above conceptual
complexity), 2) shoulds (the number of times a participant stated that something "should"
be done, representative of [-3/4 and below, 3) motive--specific and/or vague (reference
to a specific motive would be representative of I-4 and above while reference to a vague
motive would be representative of 1-3/4 ), 4) communication (communication is of vital

importance to persons at the I-4 level and above), 5) helping the victim (helping is
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representative of 1-3/4), and 6) problem solving (attempting to solve the problem is
representative of [-4 and above). A simple "tick mark" was made in the appropriate
column for each participant.

These results were calculated for the combined group by temperament groupings.
The summarized results appear at Table 4. Participants had higher contingency counts
than should counts at the [-4/5 level as predicted. In addition. the [-4/5 participants had
a least one or more references to specific motive and problem solving. Two out of the
four I-4/5's also had problem solving references.

Atthe I-4 level all eleven of the participants had more contingency references (or
at least the same number of contingencies as shoulds) than should references, along with
references to specific motive, communication, and some problem solving. There was one
helping the victim reference from an Idealist and one from a Guardian at the [-4 level
which was not predicted; however, helping another would be a temperament
characteristic of both the Idealist and the Guardian.

At the [-3/4 level, three out of the seven participants had counts that were more
representative of the I-4 level than the [-3/4. These were participants 8, 11, and M-8.
The EDLs were rechecked for accuracy and no changes were merited. Three of the seven
participants had counts representative of the 1-3/4 as predicted along with both helping
the victim counts and vague motive counts. The seventh participant had a slightly higher
count for contingencies than shoulds but had a counter-balance of three vague motive

references.



MALS Final Project TABLE 4
EGO DEVELOPMENT ANALYSIS OF CASE STUDIES/INTERVIEWS | * S= Specific| V=Vague |
: :
Temp. Part. # EDL Leader |Non-leade Male Female | Conting. | Shoulds | Motive* |Commun. | Helping | Solving
S Y
IDEALIST
M-2 -4/5 X X 9 6 1 1
M-4 I-4/5 X X 18 7 3 5
10 I-4 X X 20 20 |1 1
3 -4 X X 27 9 1 3 1 3
5 I-4 X X 15 7 2 2 1
|
RATIONAL
M-7 -4/5 X X 33 9 2 7 1
13 -4 X X 8 6 1 1
1 -4 X X | 29 5 1 4 1
8 1-3/4 X X 23 3 3 2 1
11 I-3/4 X X 17 10 1
M-6 ot availabl X X 10 6 1 2
GUARDIAN |
M-3 -4 X X 13 13 |2 1 | 1 1
M-1 -4 X X 8 2 1 1
14 -4 X X 15 9 1 2 1 1
| 12 -4 X X 8 8 ] . 1
4 1-3/4 X X 11 19 1 3 1
| 1-3/4 X X | 9 14 4 1 1
M-8 I-3/4 X X 13 12 |2 4
ARTISAN : |
7 -4/5 X X 19 4 11 2 2 1
- 15 -4 X X 22 4 5 7 2
9 -4 X X 1] 6 B 7 2 7
6 1-3/4 X X 7 12 4 2| 3 1
M-5 1-3/4 X X 6 4 1 Sli2

M A4
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Many results of importance that indicate temperament characteristics in ego development
data are as follows: 1) Of the seven Guardian responses, five included helping references. The
Guardian temperament is known for "doing the right thing" and serving in a practical way. The
helping references may be an indication of temperament more so than ego development level in
this case. 2) of the five Artisan responses, all five made reference to vague motives. This, too,
is a temperament characteristic. Artisans temperaments are typically cynical and believe that
every person is out for their own best interest which would explain why the Artisans were
looking for motive in all cases. The Idealist and Rational groups have zero references to vague
motives, while the Guardian group has two, one expected (I-3/4 participant) and one
unexplained at the 1-4 level. However, the 100% counts in reference to vague motive is a
noticeable result. 3) Four out of five Rational temperaments made problem solving references.
This is a higher count than any other group and is in line with a temperament characteristic.
Rationals are known problem solvers. They love to solve problems, whether someone asks them
to or not. 4) The total contingency count for the Rational group was 120 references. That count
represents a very large number of different views regarding these case studies. The next largest
count was the Guardian group at 77 which was balanced by an equal number of should counts.
Rationals are known for their ability to see the "big picture." Coupled with the problem solving
tendencies, this result is also a strong temperament characteristic.
Overall, the predictions for ego development level held remarkably true in this
study. Some unpredicted significant temperament characteristics were revealed as well.
Temperament Characteristics Noted in Case Studies and Interviews:

For the purpose of assessing temperament characteristics demonstrated in the case study
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responses and the interviews a group of seven behaviors or values for each temperament were
selected and counts were taken by using "tick" marks each time a behavior or value was apparent
in the written response or in the interview notes. A summary of the results appears at Table 5.

For the Idealist group the categories were 1) purpose and meaning 2) empathy, 3)
relationships, 4) diplomacy/harmony/facilitating, 5) authenticity, 6) unethical, and 7) future time
orientation.

For the Rational group the categories were 1) underlying assumptions, 2)
competence/autonomy/control, 3) needs more information, 4) conditionals, 5) logical
consistency, 6) analysis, and 7) infinite time orientation.

For the Guardian group the categories were 1) responsibility/duty, 2) belonging to a
social group, 3) stability/safety/security, 4) structure/hierarchy/rules, 5) looking for facts, 6)
appropriateness/do the right thing, 7) past time orientation.

For the Artisan group the categories were 1) making an impact, 2) tactics, 3) change or
action, 4) freedom to act, 5) motive/cynicism, 6) problem-solving, and 7) present time
orientation.

Significant counts were considered to be above a count of ten. In the Idealist group the
counts were at ten or above in five of the seven categories. In the Rational group the counts were
at ten or above in 4 of the seven categories. In the Guardian group the counts were at ten or
above in all seven categories. For the Artisan group the counts were at ten or above in three of
the seven categories.

The top three categories were evaluated for relationship to ethical issues with the

following results: the Idealist top three categories were purpose & meaning, authenticity,
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TABLE 5

TEMPERAMENT CHARACTERISTICS NOTED BY CASE STUDY
IDEALIST Purpose_& En_1pa-ihy Rel_alt_ionsl'.nip" Dip|o_ma;:; Authenticity . Unethical | Time-Future| o
Meaning Harmony,
Facilitating
14 10 13 26 15 8 &
i
RATIONA | Underlying ' Competence, Needs | Conditionals | Logistical Analysis | Time-Infinite o
i Assumptions ' Autonomy More Consistency
| Control Information
52 6 24 38 7 21 0
|
|
GUARDIAN Responsibilit | Belongingto  Stability, Structure, | Looking for | Appropriate | Time-Past
Duty Social Group| Safety, Hierarchy Facts Do the Right
Security Rules Thing
20 28 16 46 28 102 15
ARTISAN Making an | Fraternal Skillful | Change or | Freedom Motive- Problem- Tactics | Time-Present
Impact Relationship | Performance Action to Act Cynacism Solving
9 2 0 6 15 51 6 11 3

A7
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and diplomacy/harmony/facilitating. In the case of an ethical situation the Idealist would be
looking for authenticity in the behavior or those involved in the situation. In addition, finding
meaning and a purpose behind the situation would be a priority. Behaviors the Idealist would
be likely to engage in would be exercising diplomacy, creating harmony, and facilitating
communications. The latter behavior would be a priority activity.

For the Rational group the top three categories were underlying assumptions, needs more
information, and conditionals. In ethical situations the Rational would first and foremost be
looking for underlying assumptions as evidenced by a count of 52 in this category. Expressing
opinions in ethical situations would be done conditionally by the Rational, utilizing the
underlying assumptions. And, the Rational would be looking for additional information in order
to meet their core needs for competency, mastery and self-control.

For the Guardian group the top three categories were structure/ hierarchy/rules, looking
for the facts, and appropriateness/do the right thing. It is not surprising that the count for
appropriateness/do the right thing was an amazing 102, twice the next highest count in other
groups. Guardians have very strong traditional values and expect people to do the right thing
in respect to hierarchy and rules that might apply to various situations. The structure, hierarchy,
and rules are needed to insure that people and events are planned, orderly, and done the right
way. And, Guardians are highly detailed oriented. They demonstrated a keens desire to gather
more facts in these exercises. It is important to note that while the Rational needs more
information, that information is regarding the underlying assumptions as compared to the details

of who, what, when, where and how information sought by the Guardian.
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For the Artisan group the top three categories were freedom to act, tactics, and motive--
cynicism. The highest count was motive--cynicism. As noted previously in the ego
development results section, the Artisan is constantly looking for motive--what's in this situation
for the other person/s? And, tactics are the Artisan's stock in trade. Artisans are extremely able,
if so inclined, to apply tactics to accomplish what needs to be done, and quickly.

The predictions for temperament characteristics held remarkably true in these findings.
Thus, corresponding to the predictions for ego development as well.

Summary of Interview Responses Which Were in 100% Agreement:

In order to take some form of assessment of the interview results the responses categories
were sorted by temperament type and an analysis was performed to note the number of times
groups were in complete agreement by temperament. Some interesting results were found.
Complete summaries can be found at Tables 6-7.

For the EFS Group the Idealists had conflicting thoughts and feelings more than any
other group. This may be representative of higher contingency thinking than other groups in
association with their generally higher EDLs. In general, the Idealist had 100% agreement more
times than any other group.

For the Methodist Hospital Group the Idealists also had conflicting thoughts and feelings
more than any other group as well as being bothered by case study characters more than any
other group. These results would mirror that of the EFS findings. While other agreements were
noted, none appeared to have a relationship to ego development or temperament except that

noted above.
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SUMMARY OF INTERVIEW RESPONSES WHICH WERE 100% IN AGREEMENT

EFS GROUP

RESPONSE
CATEGORY ARTISAN GUARDIAN RATIONAL IDEALIST
Bothered by
responding . . . Case #3 Case #2
Not bothered by
responding . . . Case #2
Had conflicting Case #1
thoughts or feelings Case #2 Case #5
No conflicting
thoughts or feelings Case #5 Case #2
Bothered by one or Case #2 Case #3
more characters . . . Case #5 Case #3 Case #3 Case #4
Not bothered by
characters . . . Case #2
Had related
personal experience
Had no related Case #3 Case #2 Case #1 Casetts 1, 3,
personal experience Case #4 Case #4 Case #2 and 4
Would do the same Case #3 Case #1
as the avg person Case #4 Case #5 Case #4 Case #3

Would not do the
same as avg person

RESULTS WORTHY OF NOTE:
The Idealists had conflicting thoughts and feelings when answering case study questions more
often than the rest of the groups.

The Rationals and the Guardians never had agreement on having conflicting thoughts and

feelings.

All temperaments were in agreement about being bothered by characters at least one time.

No temperament groups had 100% agreement on having related personal experience and all
temperament groups experienced 100% agreement on not having any personal experience at least

twice (Idealists, 3 times) with the exception of Case Study #5.

Idealists had 100% agreement 11 times, Rational 8, Artisans 6, and Guardians 5 times.
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SUMMARY OF INTERVIEW RESPONSES WHICH WERE 100% IN AGREEMENT

METHODIST HOSPITAL GROUP

RESPONSE
CATEGORY

ARTISAN

GUARDIAN

RATIONAL

IDEALIST

Bothered by
responding . . .

Case #1

Case #1,3,4,5

Case #1, 2

Not bothered by
responding . . .

Case #1,2,3,4,5

Case #4,5

Had conflicting
thoughts or feelings

Case #1

Case #3

Case #2,4

No conflicting
thoughts or feelings

Case #1,2,3,4,5

Case #1

Case #1

Bothered by one or
more characters . . .

Case #5

Case #3,4,5

Case #2,3,5

Case #1,2,.4,5

Not bothered by
characters . . .

Case #1,2,3.4

Had related
personal experience

Case #5

Case #4

Had no related
personal experience

Case #1,2,3,4,5

Case #1,3

Case #1,5

Would do the same
as the avg person

Case #2,3,4,5
depends-Case #1

Case #2,3

Case #1,2,3,4,5

Case #1

Would not do the
same as avg person

NOTE: Since there was only one Artisan in the Methodist Hospital Group, he has been included for comparison

purposes only and not to represent agreement within the Temperament.
RESULTS WORTHY OF NOTE:
The Rationals were bothered by responding more than any other group.

The Idealists had conflicting thoughts/ feelings when answering case study questions more often than other groups..

The Idealists were bothered by characters' actions more often than other groups; however, Guardians and Rationals
were frequently and equally bothered. The Artisan was bothered only on Case #5.

All temperaments were in agreement about being bothered by characters at least one time.

Two temperament groups had 100% agreement on having related personal experience and 3 temperament groups
experienced 100% agreement on not having any personal experience at least twice.

Idealist had 100% agreement 15 times, Rational 17, Artisansn/a, and Guardians 7 times.
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Summary of Results:

All four predictions made at the beginning of this study held true in a majority of the
cases described. The predictions regarding temperament and ego development were strong
enough to formulate a model for business use, as was hoped for at the beginning of the project.
The model follows at Table 8.

Finding a way to incorporate ego development level in the model above proved to be too
difficult while meeting one of the criteria--simplicity of use. Ego development theory can be
useful, however, to identify potential problems in ethical decision making. For example, Helson
and Wink in "Two Conceptions of Maturity Examined in the Findings of a Longitudinal Study,"
writes, ". . . goals at the highest stages of development may conflict with the compromise and
compliance needed for successful adjustment to surrounding social reality. Loevinger (1976)
conceived the individual psyche as to some extent independent of wordly/social activity. In this
respect the concept of ego development resembles the views of Jung (1966) and other
psychodynamic theorists for whom personality development is associated with gradual
differentiation of consciousness and successive expansions of self-awareness." (532) Helson and
Wink astutely point out that the highest level of development can be a detriment to successful
adjustment to reality. This would appear to hold especially true for reality in organizations.
However, leaders may be wise to note that such conflicts may indicate a higher level of ego
development on the part of staff members and some time spent exploring the contingencies
represented in those staff member's view may prove to be time well spent.

In addition, ego development findings in this study would suggest that more contingency

thinking would be expected of persons of higher ego development while persons at lower levels
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TEMPERAMENT MODEL FOR USE IN
PREDICTING ACTIONS AND NEEDS IN ETHICAL SITUATIONS

LOOKING FOR:

Meaning &
Significance

Underlying
assumptions

Appropriateness:
"Doing the right
thing"

Freedom to
ACT!

DEMONSTRATING:  ASKING FOR:

Diplomacy,
harmonizing &
facilitating

Conditional
responses

Respect for:
structure,
hierarchy,
and rules

Tactics

Authenticity

More information

The facts about:
Who, what,
when, where &
how

Motive---
What's in it for you?
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may be more likely to express what should be done--the right thing to do. These clues to ego
development may assist the leader in responding to ethical issue input from employees.
Loevinger notes that most individuals are fully capable of understanding the reasoning a full
level of development above their own, provided the reasoning is explained to them. Leaders may
need to engage in more explanatory conversation once an ethical decision is made before

employees fully understand the reasoning for the decision.

SUMMARY:

The model developed in this project can be used to begin taking a new approach to ethical
problem solving and decision making in organizations. The model serves as a "checklist" for
leaders in terms of what employees can be expected to be looking for in the form of a corporate
response--what types of questions they may ask and what types of behavior they may
demonstrate during an ethical debate. Leaders may benefit from incorporating all needs of the
four temperaments in formulating a response to an ethical situation. At a minimum, this model
should serve as an awareness-raising exercise for leaders if applied in business school and
training settings.

Berger and Luckmann in The Social Construction of Reality remind us of an important
fact about reality: "It is important to keep in mind that the objectivity of the institutional world,
however, massive it may appear to the individual, is a humanly produced, constructed
objectivity. Society is human product. Society is an objective reality. Man is a social product”
(61). It is time that leaders in the business environment recognize that the employees who make

their business profitable and operational do indeed construct their own realities, and largely, in
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a similar fashion to the model used in this project. Leaders can influence the creation of the
corporate reality in a very positive way through education and training for decision makers and
through attentive consideration of the predictable reactions and perceptions of employees when

making ethical decisions.



APPENDIX A
MBA 520 ETHICAL VALUES IN BUSINESS Dr. Cassel

ETHICAL PRINCIPLES
Philosophers who write in ethical studies identify the following ethical
principles. Page numbers refer to the text unless otherwise indicated.

1. The principle of HUMAN DIGNITY. Emphasis is upon the intrinsic value of
human life and the worth of every individual. (70.2, 270.1)

2:; The principle of NON-INJURY. (see Wmn. Frankena, ETHICS, p. 47)
One ought not inflict harm upon anyone.
One ought to prevent harm where possible.
One ought to remove causes of harm where possible.
Non-injury applies to not injuring others.

3k The principle of BENEFICENCE. (One ought to do good. Frankena, p.48).
4. DISTRIBUTIVE JUSTICE. (Frankena 48). Justice includes FAIRNESS & EQUALITY.

5. W. D. Ross advanced principles in his book, THE RIGHT AND THE GOOD. He
called them prima facie (on their face) duties.

a. FIDELITY. (Keeping one's pramises, contracts). By prior agreements, we
impose these duties upon ourselves.

b. GRATITUDE. A duty owed to others because of benefits received from them.

c. JUSTICE. (See no. 4 above). A non-meritorious distribution of goods.
("Good" can mean values like happiness.)

d. BENEFICENCE. (See no. 3). If we can improve the virtue, intelligence,
happiness of others, we ought to do so.

e. SELF-IMPROVEMENT. We can improve our virtue, intelligence, happiness.
This duty is owed to our future self, to others, and to a society that
benefits from our development.

f. NON-INUURY. (See no. 2 above).

Universalizability tests genuine principles according to Immanuel] Kant (see p.
70). The above principles are basic ones that underlie others. Etnical values
like honesty (fidelity) can be expressed as principles. A value like LIBERTY
could relate to HUMAN DIGNITY as well.

THEORIES OF JUSTICE
UTILITARIAN: We ought to promote social well-being (happiness).
LIBERTARIAN: We ought to pramote personal liberty, without interference.
3. THE RAWLS THEORY: We have a right to equal liberty. Inequality is
permitted only if it benefits the least advantaged.

N -

Virtues are characteristics of persons. A most important one is INTEGRITY.
Each of us wants to think well of ourselves and believe that we do what is
good. We acquire virtues only by a pattern of practice, not by assenting to a
belief.



APPENDIX B

SENTENCE COMPLETION FOR WOMEN

PARTICIPANT #:

Instructions: Please fill out this sentence completion form. You see that these are incomplete
sentences. Please finish each one. Notice that there are three pages; please make sure you have

completed each one.

1. Raising a family
o Most men think that women
8. When they avoided me

4. If my mother

3 Being with other people

6. The thing I like about myself is

7. My mother and I

8. What gets me into trouble is

9. Education

10. When people are helpless

11. Women are lucky because




12 My father

13. A pregnant woman

14. When my mother spanked me, I
15. A wife should

16. I feel sorry

17. When [ am nervous, I

18. A Woman’s body

19. When a child will not join in group activities
20. Men are lucky because

21. When they talked about sex, I
22.  Attimes she worried about

23.  Tam

24. A woman feels good when

25. My main problem is

26:

Whenever she was with her mother, she




27. The worst thing about being a woman
28. A good mother

29. Sometimes she wished that

30. When [ am with a man

31. When she thought of her mother, she
32.  IfIcan’t get what I want

83. Usually she felt that sex

34. For a woman a career is

35. My conscience bothers me if

36. A woman should always




SENTENCE COMPLETION FOR MEN

PARTICIPANT #:

Instructions: Please fill out this sentence completion form. You see that these are incomplete
sentences. Please finish each one. Notice that there are three pages; please make sure you have
completed each one.

1. Raising a family
2. Most women think that men
3. When they avoided me

4. A man’s job

5. Being with other people

6. The thing I like about myself'is

7. If my mother
8. What gets me into trouble is
9. Education

10. When people are helpless

11. Women are lucky because

12. My father




13.

A pregnant woman

14. When my mother spanked me, I

15. A wife should

16. I feel sorry

17. When [ am nervous, I

18. A woman’s body

19 When a child will not join in group activities
20.  Men are lucky because

21. When they talked about sex, I

22. At times she worried about

28 [ am

24. A woman feels good when

25. My main problem is

26. Crime and delinquency could bé halted if




27. The worst thing about being a man
28. A good mother

29. Sometimes she wished that

30. When [ am with a woman

3. When he thought of his mother, he
32. If I can’t get what I want

33. Usually he felt that sex

34. For a man a career is

35. My conscience bothers meif

36. A man should always

37. Rules are

38. I just can’t stand people who

39. If I were King




Arti
rtisan APPENDIX C

I must be doing something. I can not tolerate being bored and I get bored easily. Where ever I am I fihd
something to do. I need variety and stimulation. It is important that I have freedom. Any situation thay is
confining will make me miserable and I will do whatever it takes to change my circumstances. I love to
make an impact and do the unpredictable. Ilive for this moment; the past is gone and the future will take
care of itself. I want to squeeze the most I can out of life.

I am very adaptable and take great pride in doing many different things. I often am described as a
chameleon because I fit in so many different contexts. I have my own style and do my own thing but I
know how to play the game of life. Ilove a challenge and will often do something just to prove that I can.
I want to prove it to others but it is even more important to prove it to myself.

I like things to look good in an aesthetic sense. I am very aware of my surrounding environment and
anything that detracts from the setting spoils the whole experience for me. I have a natural sense of style
ang epmposition and I know when something lacks a pleasing quality. It doesn’t have to be beautiful just
aesthetically fluid.

I believe I can do anything if I have the opportunity to try. Ilearn best by doing not studying. I like to
jump right in and start. I work best when I can start with something and then change or vary it to suit the
situation better. I am likely to do things no one else has thought of or dared to try. I am great at finding a
way to do things. Usually it is not the conventional way but it is expeditious and effective.

I am in my element when there is a crisis or a problem to be solved. Leave me alone so I can get to it and
in no time I have the situation under control. I seem to instinctively know just what to do. I quickly
assess the situation and act; it is not a long contemplative process. I just do it naturally. I can feel
opportunity in my gut and when I respond I usually am right on target. When I neglect my instincts I
usually pay the price.

I am impressed when people are really skilled at something, and I love it when people notice when I show
skill at something. I have tool intelligence. I just seem to know how things operate, and I have the
dexterity to make them work well whether it be driving a car, flipping pancakes, or setting the VCR. I am
rarely clumsy and I consciously work on my own individual style and presence.

Sometimes people think I am frivolous and irresponsible. On the contrary, I am serious about enjoying
life in all of its capacities. I do have fun, but I also set goals and challenges for myself and work hard to
achieve them. I have strong personal convictions but I don’t impose them on others and I don’t respond
positively when others impose their convictions on me. I only appear irresponsible when I am in a
confining situation. In an attempt to free myself of the trapped feeling I may sometimes let others down.
But I have leamed to maintain commitments by incorporating some sense of freedom into the agreements I
make with others. I am reliable and loyal when my freedom is not compromised. I will test the limits of
others but I do have a keen sense of just how far I can go before I jeopardize the relationship.

I am interested in what other people want because then it makes it easy for me to interact with them. I love
to make an impact on people and when I know what hits a cord with them I can quickly move our
interaction along. Iam good at knowing what to say and when to say it.

What I need from others

I need others to give me space. I enjoy people, but I find too many expectations confining. I want to do
things not just think or talk about them. I want to be appreciated for my troubleshooting talents by being
relieved of constraints on my freedom when there is no crisis. I want my free spirit ways to be seen as a
viable and responsible way to live life.

How others perceive me
Other people see me as fun, quick, and as a risk-taker. They believe things come to me easily, and that I
am lucky. They often see me as a maverick or free-spirit. They think I am a lot of fun to be around but

they want me to prove that I am reliable.
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Idealist

As an Idealist people and relationships are the most important aspects of my life. I am naturally empathic.
When I interact with people it is important for me to step inside their skin and see out through their eyes.
This gives me confidence in how I can best help that person grow. I believe we are meant to lead
meaningful and purposeful lives, and I like to act as a catalyst for helping other people identify their life
purpose and what is meaningful to them. It is easy for me to inspire, appreciate, and reveal the best in
others. I am a good listener and a good friend or mentor.

I view all individuals as having a unique identify with special gifts to contribute to the universe. It is
important that every person be nurtured for who they are, not what others want of them. I will defend the
right of anyone to do what they believe as long as no one else comes to harm, and likewise, I will act in
accordance with my own beliefs.

I respect myself and others when they are authentic. I respect people to show their true self and not wear
false fronts. It is easy for me to “see” the deep motivation and inner workings behind what people do and
say. So whenI “see” that deeper level and the person says or does something incongruent with what I see
it is difficult for me to believe the person. Occasionally, what I “see” inside the person is incorrect, but
usually my insight is correct. Often others may not even be aware of their own incongruity and that is
when I go to work. I provide emotional support and listen to their life stories. I have a talent for subtly
drawing people out. In the process they have insight into their own beliefs, gifts, meaning and purpose.
Sometimes I want people to grow when they don’t want to, or are not ready. It is physically painful for
me to “see” potential in another person who is not able or willing to actualize that potential. Maturity and
practice help me know when it is appropriate to push someone and when it is not.

I envision an ideal world where every individual is self-actualized contributing their gifts to the world and
reaping satisfaction, and we are all living in harmonious community. In support of this vision I am often
dedicated to causes that will bring about change that will enhance quality of life for humanity. I utilize my
natural talents as counselor and diplomat to bring together different perspectives. I havea gift for
communicating complex images of purpose and vision through metaphor that allows each person to
visualize their own contribution.

I am particularly aware of the ethical merits of actions and beliefs. Because it is so easy for me to imagine
how words and actions will effect people, I am constantly on guard to ensure people will not be negatively
affected. I will go to great lengths to thwart what I believe to be unethical behavior, and it is very difficult
for people who have behaved unethically to regain my trust and respect.

Passion, romance, images, dreams, beliefs, intuition and ideals are all dimensions of what it is to be me.
At times I am disappointed that individuals, groups, communities, earth and the universe don’t live up to
my idealized expectations, but I always , even in the darkest moments, have some hopefulness that if we
all work together we can overcome our shortcomings and attain the ideal. We are a unified whole, ever
interconnected. What happens to others happens to me.

What 1 need from others

A personal connection is imperative for me. I must feel the other person is acting authentically and I must
feel they will accept me if I act authentically. I expect open discourse and personal sharing. I want to tell
my stories as well as listen to theirs. I need some feedback they believe in me and my life purpose. A
willingness to stand together in the face of conflict and misunderstanding with the belief that working
through it will only strengthen the bond.

How others perceive me

Other people view me as a people person. Someone who demonstrates empathy easily and makes others
feel good about who they are. They commend my communication skills and say I am a natural teacher,
counselor, and mentor. They also believe I wish for too much and they are afraid they may not be able to
live up to the ideal image I have of them. They may describe me as imaginative, idealistic, mysterious,
intuitive, gullible, friendly, empowering, committed, and genuine.
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Guardian

I am first, and foremost, a responsible person. I believe it is important to contribute to society as best we
can so things will run as smoothly as possible. I have a strong sense of duty and loyalty to my family,
friends, colleagues, and community. It is important for me and the people close to me to be safe and

comfortable.

I am constantly aware of all of the things that need to be done, and I feel uncomfortable if things are not
getting accomplished. I tend to stick to a schedule and familiar routines so I am certain to get everything in
to my day. I spend much of my time making sure other people have all of the things they need to be
comfortable or accomplish their tasks. Sometimes I get overwhelmed by all of the things I must get done,
especially when others assume I will do things without asking if I have the time. It is difficult for me to
ask for help, but I am learning to say no sometimes.

I have many roles in my life which influence what I do. I pay attention to how people are related to one
another in terms of history, experiences, hierarchy, and types of relationships. It is clear to me that my
roles come with particular responsibilities, norms and standards of appropriate behaviors. I am offended
and disappointed when people show disrespect for my roles or do not live up to the expectations of their
own roles. We all have roles to play in the grand scheme of things, that is what keeps the world going.

I rely on my past experiences to guide me. I am always looking for the best and most efficient way to do
things. I can barely tolerate waste. I believe there is a “tried and true” best way to do things and it
challenges common sense to do otherwise. I have lots of how-to’s and how not-to’s that can save time
and energy.

I tend to appreciate family and cultural traditions. I have many stories of family, friends, and colleagues
and rich remembrances of times we have spent together. Life milestones of birth, graduation, mamage,
promotion, retirement, and death are important events I acknowledge and participate in as a means of
maintaining the relationships I have with other people in my life. It is so important to other people when I
am there to support them in those important moments.

I believe it is important to be prepared, work hard, and be helpful to others. I prefer to have things
planned out in advance so I can avoid negative consequences. I dislike surprises, and I do not like
changing a plan just for the sake of change. If there is truly a more efficient way of doing something I
want to be shown, otherwise I am going to stick to what I have done in the past. I expect others to keep
their word and act responsibly. I focus on accomplishments so I like to be able to focus on a task until it is
complete. I am generally thorough and have a clear sense of the beginning, middle, and end of a project.

I need a clear description of what is expected of me, the desired goal, a suggested procedure, available
resources, and who is in authority anytime there is a task or project for me to do. One of my natural skills
is putting stabilizing structures in place that will make things easier. I develop new procedures by
comparing a new task to a task I have done in the past. I am good at demonstrating how things are done
so others can learn from my experience. I believe in eaming my accomplishments through hard work,
diligence, and effort. Often my contributions go unnoticed by others, when just a simple thank you would
increase my morale considerably.

What 1 need from others

I need to be appreciated for the simple ways I support others day to day. A sincere thank you or a special
gesture that will make things easier for me go a long way. I like to be asked to be included in projects and
events even though I may not always have time to participate. When people follow through on
commitments and fulfill their responsibilities in a timely manner it is more than a courtesy, it demonstrates
they respect me. I love it when people ask for my experience and support.

How others perceive me

Other people see me as organized, courteous, responsible and loyal. They know I am someone they can
count on to help out in whatever way I can. Sometimes people think I am too structured and organized
and not spontaneous enough. People generally describe me as a good student, spouse, parent, friend, or

co-worker.
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Rational

I am a perpetual learner. I have a love of complexity that offers a lifetime of stimulation. Logic and reason
are a mainstay. I am interested in the logic behind logic, and the thinking behind thinking. I want to know
why things are the way they are and why things work the way they do. I am constantly in search of
answers and never completely satisfied with the answer because there are always more questions to ask. I
have a natural push to create something that has never been done and enter territory unknown.

I am a natural systems thinker looking for the leverage points in the system. I notice what others accept as
given assumptions in everyday life, and question the premise and merit of those assumptions. I have a
sense that human destiny is to perpetuate progress. I have an inherent understanding of natural law and
use that knowledge to consider and improve manmade structures. I am always seeking an elegant model
or theoretical construct that emulates the aesthetic beauty of natural law. Elegance elicits efficiency and
precision in a system, changing and improving its quality in a way that often goes unrecognized by
society.

Self-mastery is a motivating force in life. I set my own standards, which are undoubtedly high, and
achieve them. I do not rely on others for appraisal of my work but I do like to be acknowledged for
innovative contributions. My work is my play. To become a person fully knowledgeable of a profession
or expertise is very important. I aspire to be precise in all things, particularly in defining words.

Incompetence is my nemesis. It makes me feel stupid and like a failure. To avoid it, I strive for
competency in all that I do. My strategy is to understand the underlying principles, the inherent
assumptions, and the methodology behind something so I can improve my capability. I will continuously
improve my skills striving for perfection. Perfection in my mind being the level to which I can
competently meet the needs of my intended purpose.

Problem solving comes naturally to me. I view the universe as a myriad of problems to solve. I do not
accept anything on face value without some skepticism. I will take something apart in order to discover
what also must be there that is hidden which will explain what it is or how it works. When I have a
problem to solve I look for many other examples. I compare the examples looking for distinctions and
what is missing. I determine or design a structure that will help to analyze the problem. I systematically
initiate a change and run a test until I successfully solve the problem. I have a high tolerance for ambiguity
and uncertainty so I can easily consider many alternatives, and think conditionally (if this, then...) ina
search for solutions. Often a problem will require complete redesign which requires a model modification
or different assumptions.

Ideas are independent entities. They are meant to be challenged, modified, and redefined. I may havea
great amount of conviction about an idea and speak in a way that others believe I am certain it is the truth,
yet I am quick to discard an idea once it is proven false. Of course, this requires a solid, logically
consistent argument. I can discuss, critique, analyze, and hypothesize about any idea or theory, but I am
most satisfied when the topic is within my area of expertise. I expect others to challenge my ideas, but I
can be offended when others don’t acknowledge the logical process of how my ideas were formed.

I prefer to direct my own life, living according to my own standards. I am often oblivious to the
customary notions of human interest and courtesy. Relationships must fit into a particular structure in the
larger scheme of things. I am usually drawn to people who share a common interest in an area of my
expertise. I interact with them for intellectual stimulation and to test my ideas. I have a tendency to treat
people as just another variable to consider.

What 1 need from others
Allow me to think for myself and give me room to be creative. I want to be taken seriously. Don’t rush

me if %fou want quality. Work with me to meet long term goals even if they don’t seem to have immediate
payoff.

How others perceive me

Generally I am perceived as intelligent. They may also view me as lacking emotion, or they misinterpret
what emotion I do show. They often view me as having particular talents rather than seeing my talents as
intrinsic to who I am.
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'lemperament Report Form for

Date

This report form provides a summary of your Myers-Briggs Type Indicator® (MBTI®) results which are based on your own self-report. It is recommended that your results be verified
by you as accurate through feedback and interaction with a person knowledgeable about the MBTI andtemperaments or through your own reading and understanding of the more detailed
descriptions found in Please Understand Me by David Keirsey and Marilyn Bates or Portraits of Temperament by David Keirsey.

The MBTI reports preferences on four scales, with two opposite preferences on each scale. The strength of
your preferences in response to the MBTI were:

Slight Moderate Clear

E Extraversion or I Introversion I I |
Energized w/ Others Energized Alone
S Sensing or N iNtuition
Concrete Abstract | I |
T Thinking or F Feeling
Objective Personal I | l
J  Judging or P Perceiving
Structured Spontaneous | | |

NFs and SJs have in common
Affiliation/Consensus - act
according to moral and social
values of care and cooperation

NTs and SPs have in common
Pragmatism/Autonomy - act
according to whatever it takes to
get the job done expediently

NF's and NTs have in common
Abstract/Symbolic Awaremess

NF Idealists

Want to be authentic, benevolent and empathic. Search for
identity, meaning and significance. Relationship oriented, valuing
meaningful relationships. Romantic, idealistic, wanting to make
the world a better place. Look to the future. Trust their intuition,
imagination, fantasy. Focus on developing potential, fostering and
facilitating growth through coaching, teaching, counseling,
communicating. Generally enthusiastic. Think in terms of
integration and similarities and look for universals. Gifted in the
use of metaphors to bridge different perspectives. Diplomatic.
Well suited for all manner of “people” work.

NT Rationals

Want knowledge and to be competent, to achieve. Seek to
understand how the world and things in it work. Theory oriented.
Everything is conditional and relative. Future oriented. Trust
logic and reason. Want to have a rationale for everything. Skepti-
cal. Think in terms of differences, delineating categories, defini-
tions, structures and functions. Hunger for precision, especially in
thought and language. Skilled at long-range planning, inventing,
designing and defining. Generally calm. Foster individualism.
Frequently gravitate toward technology and the sciences. Well
suited for engineering and devising strategy, whether in the social
or physical sciences.

The feedback from the MBTI is four letters representing
preferences on these four scales. The MBTI is helpful in
determining your temperament. Temperament refers to
the “form” of personality and examines themes and core
values expressed through behaviors. These patterns of
behaviorhave been observed overthelast 25 centuriesand
are briefly summarized here. (Brief descriptions of the
sixteen types are on the other side.)

Your indicated temperament was:

S/s and SPs have in common
Concrete/Experiential Awareness

SJ Guardians

Want to fit in, to have membership. Hunger for responsibility and
accountability. Tend to be generous, to serve and to do their duty.
Establish and maintain institutions and standard operating proce-
dures. Tend to protect and preserve, to stand guard and warn.
Look to the past and tradition. Foster enculturation with ceremo-
nies and rules. Trust contracts and authority. Want security and
stability. Think in terms of the conventional, associations and
discrete elements. Generally serious and concerned, fatalistic.
Skilled at ensuring that things and people are in the right place, in
the right amounts, the right quality, at the right time. Frequently
gravitate towards business and commerce.

SP Artisans

Want the freedom to choose the next act; to have and to act on
impulses. Want to be graceful, bold and impressive, to have
impact. Generally excited and optimistic. Absorbed in the action
of the moment. Oriented toward the present. Seek adventure and
experiences. Hunger for spontaneity. Trust impulses, luck and
their ability to solve any problem they run into. Think in terms of
variation, variations on a theme. Ability to notice and describe
detail. Like freedom to move, festivities and games. Natural
negotiators. Seize opportunities. Gifted tacticians, deciding the
best move to make in the moment, the expedient thing to do.
Frequently drawn to the arts - manual, visual and performing.
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INFJ  Foreseer/Developer

Theme is foresight. They use their insights
to deal with complexity in issues and
people, often with a strong sense of
“knowing” before others know themselves.
They trust their inspirations and visions,
using them to help others. Private and
complex, they bring a quiet enthusiasm and
industry to projects that are part of their
vision.

INFP  Proponent/Advocate

Theme is advocacy. They support anything
that allows the unfolding of the person,
encouraging growth and development with a
quietenthusiasm. They become loyal
advocates and champions, caring deeply about
their causes and a few special people.
Interested in contemplating life’s mysteries,
virtues and vices in their search for wholeness.

4 15|
{_ NF IDEALISTS

ISTJ  Overseer/Inspector

Theme is inspecting, They are thorough,
systematic and careful as they look for
discrepancies, omissions and pitfalls.
Dependable, realistic and sensible, they
want to conserve the resources of the
organization, group, family or culture and
persevere towards that goal.

ISFJ  Provider/Protector

Theme is protecting, making sure their
charges are safe from harm. Desiring to
serve individual needs, they often work
long hours. They are the caretakers,
serving quietly without fanfare. They are
devoted to doing whatever is necessary to
ensure shelter and safety.

U

ENFJ  Foreseer/Mobilizer

Theme is mentoring, leading people to
achieve their potential and become more of
who they are. They lead using their
exceptional communication skills, their
enthusiasm and warmth to gain cooperation
towards meeting the ideals they hold for the
organization. They are the catalysts who
draw out the best in others.

ENFP  Proponent/Messenger

Theme is inspiration, both of themselves
and others. They have a contagious
enthusiasm for “causes” that further good
and develop latent potential. Very percep-
tive of others’ motives and interested in
what is going on around them. Frequently
moved to enthusiastically communicate
their “message.”

P e
K SJ GUARDIANS

J

ESTJ  Overseer/Supervisor

Theme is supervising, with an eye to the
traditions and regulations of the group.
They are interested in ensuring that the
standards are met and the consequences for
not following those standards are delivered.
They want to keep order so that the
organization, group, family, or culture will
be preserved.

ESFJ  Provider/Caretaker

Theme is providing, ensuring that physical
needs are met. They are genuinely
concerned about the welfare of others,
making sure they are comfortable and
involved. They use their sociability to
nurture established institutions. They are
helpful, considerate, thoughtful and wishing
to please.

INTJ  Director/Strategist

Theme is strategizing. They devise
strategy, give structure, establish complex
plans and outline sequences of events in
reaching distant goals dictated by a strong
vision of the organization. They thrive on
putting theories to work and are open to any
and all ideas that can be put to use.

INTP  Inventor/Designer

Theme is designing, not just in the “artistic
sense,” but in the sense of the precise
arrangement of all the elements necessary
for objective understanding of that part of
the world that interests them. While many
are drawn to science and math, the design-
ing can be in many other realms. Interest is
in theories and underlying principles.

Vi .
CENNY RATIONALS iy

ISTP  Maneuverer/Operator

Theme is action. This action is born of
their impulses, not imposed from without.
They are natural masters at using tools and
instruments, becoming absorbed in
operating them. They take pride in their
skill and virtuosity. Keen observers of the
environment, they are a storehouse of much
data and facts about the things that interest
them.

ISFP  Performer/Compositor

Theme is composing. Want to please and
favor through their compositions, fre-
quently in the visual and performing arts.
With their senses keenly tuned in, they
become totally absorbed in the action of the
moment. Prefer action to words. Focus on
the free variable in composition and the
performing of their own compositions.
Kind and sensitive to suffering of others.

ENTJ Director/Commander

Theme is directing. They develop policy,
establish plans, sequence events, implement
strategy and direct others in reaching the
goals dictated by their strong vision of the
organization. They are the natural organi-
zation builders and cannot not lead. They
focus on marshalling forces to get plans
into action.
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ENTP

Inventor/Improvisor

Theme is inventing and adapting, not just
concrete objects, but also new ways of doing
things as a means to an end. Interested in
nearly everything and frequently go from one
thing to the next, inventing prototypes and
having faith in their ability to improvise, rather
than extensive preparation. They are the
engineers of human relationships and systems
as well as the more scientific domains.

P )
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ESTP Maneuverer/Promoter

Theme is promoting. Adept at picking up
on minimal non-verbal cues, they are able
to anticipate the actions and reactions of
others and thus win their confidence. They
are the master negotiators, entrepreneurs,
salespersons - taking over in all manner of
interpersonal interactions. They thrive on
action and the use of all resources at hand.

ESFP  Performer/Entertainer

Theme is performing. Warm, charming
and witty, they want to impact others, to
evoke their enjoyment and to stimulate.
Seeking to excite and please their “audi-
ence,” they are masters at entertaining,
showmanship and sales. They thrive on
social interaction, pleasure and joyful
living.
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MASLOW'S HIERARCHY OF NEEDS

Self Esteem

Love

Security

Physical

REVISED TO TAKE TEMPERAMENT INTO ACCOUNT
Four Forms of Self-Actualization & Self-Esteem

® ® @

Self-Realization Knowledge & Responsibility Variation &
& Integrity Competence & Stability Impact
I | T I il
e e
Self-Actualization
I__L__"' 2 1
Self Esteem
| |
Love
Security
Physical
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Questions

What core needs?

What values?

What abilities?

What behaviors?

What impression do
they give?

What is important
to them?

What kind of language
do they use?

What topics
energize them?

What kind of information

do they want?

Idealist

meaning & significance
unique identity

authenticity, empathic
relationships, ethics,
self-actualization, unity

facilitating, counseling,
mentoring, revealing,
advocating, interpreting

inspiring, empathizing, imag-
ining, creating harmony,
praising, impressionistic

friendly, compassionate,
sincere, empathic

being authentic,
true to yourself

global, metaphoric,
lots of words

relationships, life stories,
ethical issues, mentoring

the/your purpose,
who will be effected

APPENDIX G

responsibility &duty

membership, belonging

regulations, stability,
conformity, security,

hierarchy, bonding

protecting, supervising,
monitoring, conserving,
measuring, providing

structuring, standardizing,

stabilizing, economical,

dependability, appraising

cordial, responsible,
dependable, orderly

doing things the right
way being responsible

appropriate, use
comparisons

activities, events,
successes,

who, when, where,
how, what is expected

Rational

knowledge & competence
self mastery

concepts, progress, expertise,
intelligence, theories, ultimate
truths, logic

learning, inventing,
designing, analyz-
ing, categorizing

analytical, inventive, problem
solving, critiquing, oblivious,
perfectionist

aloof, intellectual, scholarly,
precise, competent

sharing ideas, being
logically consistent

precise, scholarly,
use conditionals

ideas, theories,
cutting edge

underlying assumptions,
comprehensive view

Artisan

freedom to act on impulses
ability to make an impact

excitement, variety, aesthet-
ics, action, adventure, perfor-
mance, spontaneity

performing, adapting,
promoting, varying,
operating, negotiating

improvising, risk-taking,
impulsive, entertaining,
restless, spontaneous

outgoing, talented, charis-
matic, stylish, quick

freedom, lots
of variety

jargon, bold,
story telling

new ventures,
adventures

why do it,
your motive



Questions

Idealist

What makes them helping someone discover

feel great? their purpose

What do they hate? false pretenses, unethical
behavior, intolerance

Wl}at ro!e e catalyst, mentor

satisfaction?

What is their time

; ) future
orientation?

What kind of problem

solving do they do? diplomatic

Guardian

appreciation for their
productivity and help

irresponsibility, chaos,

senseless change, waste

stabalizer, traditionalist

past

logistical

Rational

designing something new,
intellectual discussion

redundancy, incompetence,
inconsistency, low quality

visionary, strategist

infinite

strategic

Artisan

meeting a challenge,
being admired for it

rules, expectations, limits,
boredom, no variety

troubleshooter,

negotiator

present

tactical



APPENDIX H

Memo to: Participants in the Gareis Research Project

From: Judy Gareis @ o
Subject: Research Project Information

Date: February 21, 1996

Thanks you very much for agreeing to participate in the research project for my master’s
dissertation. I hope to be graduating on May 25 of this year. The deadline to submit my final
project is April 30. Therefore, it is critical that I complete the research portion of the project on
March 8.

Ass soon as you have completed the enclosed questions and sentence completion exercise, please
return them to me. I will be arranging a personal interview at your convenience as soon as I have
reviewed your responses to the case studies. Dr. Steven Earnest, Director of Training &
Development at Methodist Hospital, will be reviewing the responses to the sentence completion
exercise. Your identity will be protected with the exception of Dr. Earnest and me. Your
responses will be treated with the strictest confidentiality. Sixteen additional people will be
participating in the study from Methodist Hospital and coordinated by Dr. Earnest.

Following the review of your written responses I will arrange the interview in order to ask any
remaining questions I may have about your case study responses. At that time, your identity can
be revealed without jeopardizing the validity of the study.

Please return your responses to Karen Paul in a sealed envelope. She needs to know who you are
so that she can tell me if whose responses we are missing during the last week in order for me to
check on your progress; however, please do not identify your name on the envelope but rather
just let Karen know that you are turning in your responses.

Thank you for your cooperation regarding the need for anonymity during the first phase of the
project. I will be letting you know when the results of the sentence completion exercise are
available and I will share a copy of the research results with you as well. Please let me know if
you have any questions at any time.

Thanks again! Your valuable time is much appreciated.



CASE STUDY #1 PARTICIPANT #

Instructions: Read the following case study carefully. Respond to the following questions
with as much detail as possible. Do not put your name or any other identifying marks on
the case study to insure the integrity of the research. Brief follow up interviews will be
conducted in order to clarify and expand your answers; however, data will be collected
from your written responses first. Itis important that you give as much information as
possible about the thinking behind your response. THANK YOU FOR YOUR
PARTICIPATION.

Tom and Joyce work in the same division. He is at level 3 in a hierarchy where
level 4 represents the top; she is at level 2. Neither is presently married, and a
reasonable person would judge them a plausible couple. Tom’s opinions and
recommendations, at least informally, will help Joyce get the assignments she
needs to move to level 3. He has been pursuing Joyce socially for some time,

and, because she knows he is a key factor in her advancement, she is in a quan-
dry. Should she just keep from discouraging or encouraging him, or should she
come clean and tell him she’s simply not interested? Joyce believes that the latter
choice puts her at risk for not getting the crucial assignments. Months pass; she
takes an indecisive stance, not accepting Tom’s repeated social initiatives, but not
clearly saying they were unwanted. Finding fewer and fewer of the desired assign-
ments coming her way, Joyce concludes it is because she has been unresponsive

to Tom’s personal advances and lodges a sexual harassment complaint with human
resources.

Questions for participants:

Do you agree with Joyce’s conclusion? Explain why you agree or disagree.

What do you think the average person would have done in Joyce’s situation?
Explain your thought process.

Do you think that Tom had responsibilities in this situation and if so, what
were they? Explain your answers.

USE THE ATTACHED SHEETS TO WRITE YOUR ANSWERS.



CASE STUDY #2 PARTICIPANT #

Instructions: Read the following case study carefully. Respond to the following questions
with as much detail as possible. Do not put your name or any other identifying marks on
the case study to insure the integrity of the research. Brief follow up interviews will be
conducted in order to clarify and expand your answers; however, data will be collected
from your written responses first. Itis important that you give as much information as
possible about the thinking behind your response. THANK YOU FOR YOUR
PARTICIPATION.

Jake is a backslapping kind of a guy who has spent his whole life communicating
with words and touch. He won’t make a pass or do anything overt, but he will
freely put his hand on a woman’s shoulder while standing and talking with her
about something on her computer screen, or in the small of her back as he follows
her through a door. In fact, whenever a woman is near him, he always seems to be
touching her, although he never gropes or fondles. One of the women has taken
offense at these practices and has brought a case of sexual harassment.

Questions for participants:

Do you think Jake is guilty of sexual harassment? Explain your answer.

What action should management take, if any, after observing Jake’s behavior?
Explain your answer.

How do you think an average woman would respond to Jake’s touching?
Explain your answer.

USE THE ATTACHED SHEETS TO WRITE YOUR ANSWERS.



CASE STUDY #3 PARTICIPANT #

Instructions: Read the following case study carefully. Respond to the following questions
with as much detail as possible. Do not put your name or any other identifying marks on
the case study to insure the integrity of the research. Brief follow up interviews will be
conducted in order to clarify and expand your answers; however, data will be collected
from your written responses first. It is important that you give as much information as
possible about the thinking behind your response. THANKYOU FOR YOUR
PARTICIPATION.

As the only woman on the hospital’s surgical team, Cathy felt scrub-room teasing
that included speculation about her bra size and sexual prowess was out of place
in the professional setting. When she objected, the chief of surgery explained
that she had come a long way, was easing the path for women who would follow
in her professional footsteps, and should accept the “compliment” as a modest
price to pay for the privilege of being one of “them.” “After all,” he explained
patiently, “the operating theater is a man’s world, and that’s the way we talk.
Think of yourself like a lone man in a group of women gossiping about the latest
soaps and talking about shopping.”

Questions for participants:

Was Cathy justified in her complaint? Why or why not? Explain your answer.

What do you think of the chief of surgery’s response? Was it appropriate or not?
Explain your answer.

What do you think an average woman would do in Cathy’s place? Explain your
answer.

USE THE ATTACHED SHEETS TO WRITE YOUR ANSWERS.



CASE STUDY #4 PARTICIPANT #

Instructions: Read the following case study carefully. Respond to the following questions
with as much detail as possible. Do not put your name or any other identifying marks on
the case study to insure the integrity of the research. Brief follow up interviews will be
conducted in order to clarify and expand your answers; however, data will be collected
from your written responses first. It is important that you give as much information as
possible about the thinking behind your response. THANK YOU FOR YOUR
PARTICIPATION.

A nurse practitioner working in the urology section of an HMO routinely
conducts physical examinations on male patients and finds nude men in the
clinical setting unremarkable. To ease their embarrassment, she is relaxed,
friendly, and generously tolerant of nervous jokes about her work. Darren
was an exception who took her sense of humor as an opening for making
unwelcome suggestions that a private sexual relationship between them might
be “fun.” She immediately refused, but he persisted for weeks, even to the
point of leaving graphic messages on her voice mail.

Questions for participants:

How reasonable is it to expect her to overlook such behavior as something
that comes with the territory? Explain your answer.

How could the nurse’s behavior with nude men have been changed to
. prevent someone like Darren from misinterpreting her intentions? Explain
your answer.

How do you think an average woman would handle this type of job
responsibility? Explain your answer.

USE THE ATTACHED SHEETS TO WRITE YOUR ANSWERS.



CASE STUDY #5 PARTICIPANT # ~

Instructions: Read the following case study carefully. Respond to the following questions
with as much detail as possible. Do not put your name or any other identifying marks on
the case study to insure the integrity of the research. Brief follow up interviews will be
conducted in order to clarify and expand your answers; however, data will be collected
from your written responses first. Itis important that you give as much information as
possible about the thinking behind your response. THANK YOU FOR YOUR
PARTICIPATION.

Elaine has worked for the company for five years. She started as a new college
graduate at an entry-level salary and hoped to progress through hard work and
initiative.  Elaine has a work ethic which is admired by her peers. She

always volunteers for new assignments, always volunteers to work overtime,
exceeds quality and quantity standards routinely, and is the recipient of a
“stack” of letters of appreciation from the company’s customers. Co-workers
frequently interrupt Elaine’s work with questions and she graciously responds
to each request. Her performance reviews for the last 3 years rate her above
average or higher in all categories.

A co-worker hired two years ago was recently promoted to a new supervisory
position in the department. The job was not posted. Elaine was shocked and
outraged. She responded to the news by immediately drafting and submitting her
resignation.

Questions for participants:

Do you believe that Elaine is justified in her reaction? Explain your reasoning.
What should the company have done differently and why? Explain your answer.

What do you think the average person would do in Elaine’s situation? Explain
your answer.

USE THE ATTACHED SHEETS TO WRITE YOUR ANSWERS.



APPENDIX I

Case Study # Name:

1. What bothered you, if anything, about responding to the case?

2. Did you have any conflicting thoughts or feelings as you answered the questions?

3. Did the actions of any of the case study characters anger or bother you in any way?

4. Have you had any personal experience related to the case?

5. When you responded to the question about what the average person would do, was your
response representative of what you think you would have done in the same situation?
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supenvisor. Sup needs to tak to patient. . |before | answered.

No

Y ex—same as the average parson

Might Ift knew more about whether she had
ncRed amything.

1 DIt

She could have been very pr L

'what she was doing and wiry—and maybe not be so

tolerant of jokes.

‘with no

) tyng to do

trym;‘r to make g ok

Y-'t-iuveh.dln'nFolqmmhmlb
pathorts—some got bt and aggressive—| told

jokuammmﬂ:-d}vokcsmmaoe. her job and
would L

of k.

Y es—s2me as the average person.

Darren and the mase. She shouid have been
very professioral-wed known patient may be
different.

them | ddnY appreciate ther comments.

|

1




RATIONALS |case sudyss
Paticpant | Particdpant JG's What should the company have done dfferentty and |What do you think the average persan
Male Female | Leader |Non-Leader] Name Novber | Temperment | Temperament |Was Elaine justified in her reaction? | whny? would do in Elaine's shuation? What, I amything, bothered you about the case? |Have you had amy related personal experience? [What would you do—same as the avarape per
The average person would probably react
No. If she has a problem with her the way Elxine did or cortinue on working
shuation, she shoud dsass wth ‘with a bad aitRude or poor work ethic.
managemert and/or HR first. There mary g th the should have Most peopie wont eanfront or ask the Both sides were at faukt; more typica) case—
have been regsanable jstification for the mdemhmw/ﬂumtoe)@hnm question “why7 fesing that k would not do (happens at EFS; managemert Gdn respond No—t'm not an “sverage persan.® Would have
X X Hendrix 13 Rational Jaction. reasons for doing what was done. i 5 |5 g h No but have seen others impacied iy this. for an explanation.
Wihout knowing prof. background of her
co-worker can't say f Elaine's reaction Avg person would request to spoak w/
was pstified. Feel she used poor Possily company could have made her privately | sameone in authortyto review decision &
udgment reacting quickly without aware of announcemant & reassured her of her dsasss her fure. If she daagrved with
speaking W/ someone. Seems Elaine s |standing. Athough her reaction may not have been |dedision and fek pramatianal opportirdes
exemplary employee but doesnt mean  |predictable, atiowing her to dsass k with them may|were not avaiable, resigning once hew job Yes—from management perspective saw Yes—wousd ask to dsass with someons in
X X Haider 1 Rationa) others dont have better quals. have prevented her leaving. 'was found seems the kagical outcome. |Nothing—na. samitarties in other skuations. before
Yes, athough not pasticutarly rational. |
fnow how frustrating & furiating k is to  (Could hrave taked to Elaine beforetand. assured  |Avp person would love to do what Elaine
workvery hard yet watch athers get her she was valued; discuss what may be lacking in ﬁd aumdabmlbm:odm'tdomto
[ . Too many ¥es expiok &|her perfo that did not lead to her pr famly ¢ Yes—woasd love to resign bit coukdnt—would f
run morale of outstanding employees too [May not make business sense but makes good mmwmﬁgw loyalty to the comparny; may feel creasingly &
promote others wiless people sense. | see this happen again & again— products stead of people. Avg person wil | feei the same frustration—tave aways gotten look for other work and resign at crucial time i
X X Muwvich 8 |Ideakst Rationa) ] ficati | disheartening. quietty v #d co; look for other work. _[Nathing—na. |pood reviews and been toid I'm doing fne job. company. e
Elaine over-reacted but was asstified in
her outrage. She appears to be doing al
tat is asked of her & more. Would Management will be hard pressed to justify
appear to make her much preferred promotion. Appears Elaine was forgoften or iaken |Average person would be outraged.
employee. Baine should find ot what  (for granted. If not the case, maragemert shouid  |Clearly a stification is needed from
she could have done or what quakf- have met with her to dscuss R & their reasoning management on wity they chose who they
X X Hasmmerie 11|Guardian Ratioral cabons she needs. b hand. did. Nething—ne. No. 'Yes—would seek a justification.
Note: Marry resbonses were too long to fit in the akotted space and es were abbreviated as best =
_BEMJ What should the company have done differsntty and |What do you think the average persan
Was Elaine justified in her reaction? would do in Elaine's shuation? What, ¥ amthing bothered you about the case?  |Mave you had amy related e7 | What would you do—same as the average person? |What characters bothered or angered you?
The average person would probably react
No. !f she has a problem with her the way Elxine did or cortinue on working
shuation, she shoud dsass wkth with a bads@tide or poor work ethic.
|managemert and/or HR first. There may [Knowing the siuation, the company should have Most peopie won eanfrort of ask the Both sides were at fauk; more typical case—
have been bie jsif for the |made tion w/Elaine to explain the question ‘why7” feefng that k would not do |happens at EFS; managemert didn respond No—{'n not an “sverage persan.” Would have asked
soma). action. reasons for doing what was done. |wny pood. |appropriately. No but have seen others impacted i this. |for an explanation. The actions of both parties bothered me.
T |Wanat knowng prof. background of her
co-worker can say If Elaine's reaction Avg person would request to speak w/
'was pstifed. Feel she used poor Possily comparny could have made her privately in authorty to review decision &
udgrmant reacting quickly without aware of announcemsant & reassured her of her dsass her future. lnhemcudwlﬁ
speaking W/ someone. Seems Elaine i [standing. Akhough her reaction may not have been 3zion and fek pr )
exomplary amployee but doesnt mean  |predictadle, allowing herto dsass t with them may|were not avaiable, rlﬂw'moncemwpb Yes—from managemernt perspective saw Yes—wousd ask to Gsass with someone in authorly
ol others dont have better qualy |have prevented her leaving. 'was found seerrs the logical outcome. | Nothing—na. siniasties in other skuations. before resigning. No.
Yes, athough not particutarly ratiaral. |
fnow how fnustrating & mfuriating k isto Coudd have tatked to Elane beforetand; assured  (Avp personwould love to do what Elaine
'work very hard yet watch others get her she was valued; discuss what may be lacking in |did; dreamed about k but coudn't do due to
|promated. Too many compases expiok &|her perfo that did not leadto her p al, famly k Corp. workd Yes—wousd love to resign but couldnt—would feel no
ruin morale of outstanding emplayees 100 |May not make business sense bit makes good treating employoes more like dis-posabie loyalty to the company; may feel increasingty biter;
promote others wiless people sense. | see this happen again & again— products instead of peopie. Avp person wil | feel the same fstration—have always gotten ook for other work and resign at crucial time for the  |No, | look at & with resigmation since i've seen|
ioral seniority/quakfications. ditheartaning. quistty undermind co; look for other work. | Nothing—no. pood reviews and been told I'm doing fine job. company. k a lot.
Blaine over-reacted but was prstified n
her outrage. She appears to be doing al
that is asked of her & more. Would Management will be hard pressed to pstify
appear to make her much prefesred promotion. Appears Elaine was forgatten or taken  (Average person would be outraged.
employee. Blaine shoudfind out what  (for granted. If not the case, managemert should  |Clearly aptification is needed from Elaine over-reacted—gave company no time
she could have done or what quabf- have met with her to dscuss i & ther reasoning management on why they chose who they lto explain or rectify — by quitting, she
tonal cations she needs. beforetand. I_ Nothing—no. No. Yes—wmudd seek a justification. removes the problem for the company.
tted as best possiie. |
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RATIONALS [Case Swoy 85 METHODIST HOSPITAL GROUP
Particpant | Pasbcpant JG's VWhat should the company have done differertly and |What do you think the average person
Male Female | Leader |Non-Leader| Name Norber | Termparment | Temperament |Was Elaine n her reaction? | winy? wod do in Elaine's shation? What, if , bothersd you about the cese? _|Have you had amy retated parsonal mperience? |What would you do—same as the average pes
Eaine ks stified If & only if emotionally Average person may very wel do what
she could no longer remained empioyed Elaine did in the heat of the momert.
by the eo. without causing herself The company should have posted the position to be |Ancther averue probably taken by avp HR's policy bothered me. Thelr secretiveness
extreme stress. She would have to be  [fair to all candidates who may have had an interest |persan is bring issue to drect supervisor | aimost looks fike theywere trying to do something
extremely sersdtive & ematioraly driven. |in the postion. Keepag a poskion secret from folowed by an HR rep to express that shouldnt have been done. Carse only explained
/After cooling off, takc to HR to ask for  |internal staff can quicidy create a morale problem  |displeasurd with co. policy.Resign if BElaine‘s poskion but no info avaiable about co- Have workedin HR and had to dealwth shations
X IMinkner  |M-7 Rational Rationa! explanation. . . as well as open the company to discrimination suls. not reasonable. . . worker's experience outside this co. . . such ssues. Yes, same as average person.
This is relevart and frustrating for me. e
No—she mary not be managemernt promotedempicywes with less temse when the
| materiai—dut, yes—she shoud have had Be angry they did not have the opporinly |empioyees with more terurs lacked leadership 'Yes—4wve pramoted empioy ees with less terrre
X Peters M- Artisan Ratiora! the opportunity 1o apply. Post the position to give others their chance. Im. sidis. They don't seem lo understand. but | always posted the job first Yes. same as averape person.
|

What shoud the comparry have done Gffersrtly and

Iﬁmwmmm-mww

!!__mu_mw“&mmhmmm'l | wine? would do in Elaine's elation? What, If amything, botherad you about the case? | Have you had any relsted personal exparience? | What would you do—same as the sverage person? | What charact ers bothered or angered you?
Elsine is sstified If & only if emationally Average person may very wel do what

o — as wel as open the company to discrimination suks. |response not reasonable. . .

No—she mary not be management

material—dut, yes—she should have had Be angry they did not have the oppornlty
m the 10 apphy. Post the position to give others ther chance. to apply.

she could no longer remained empicyed
by the ¢o. without causing herself
extrame stress. She woud have to be
exiremely serstive & ematioraly driven.
After cooling off. tak to HR to ask for
|explanation. . .

The company should have posted the position to be
fair to all candidstes who may have had an iterest
in the postion. Keeping a postion secret from
intemnal stafl can QUGdy create a morale prodlem

Elaine dd in the heat of the momert.
Ancther sverue prodbably taken by avp

folowed by an HR rep to express
whth co. poicy.Resign

person is bring issue to deect Rpenvsor

HR's policy bothered me. Ther secretiveness

worker's experience outside this co. . .

aimost looks fike they were trying to do something
that shouldnt have been done. Carse only explained
Eaknie’s postion but no info avatahie about co-

such ssuves.

Have worked in HR and had to dealweth shations

Yes, same as averape parson.

Yeo—company’s actiors—job not being
powted. She & others had a right to know the
poskion was open & apply for poskion ¥
Qualfied Athough Elaine's actions were

thers may a reasan for non-

Thes is relevant and frustrating for me. Fve

sidis. They don seem to undesterd.

promoted empiloyeses with less terre when the
employses with more terurs lacked leadership

but | always posted the job first.

Yos—wve promoted eTpicyees wihiess tovurs

Yes, same as average person.

The campary didnt post the job. And, Elaine
didn't come and ask about what she could do
to be p the next time.




MALS Final Project

ARTISANS _ |case suwey @
Particpant | Particpant IG% Wiat do you think ofthe Chief of Surpery’s What do you think the sverage woman
Maie Female | Leader |Non-Leader| Name Nurber | Temperment | Tomperament |Was in her 7 would do in her shution? What, if amything, bothered you about the case?  |Have you had any related What would you do—same 23 the sverage pen
The avg worman asgeon woud probably
find a way to stop or medize oftermive
Yes—The hosplal is no differevt than the tak. As a surgaon, Cathy has afready
office. An ervironment which Cathy alons| proven she can hande toogh” stuations of First wife was a mese and | was in the medical
in her apirion slomv—finds distastefulis  [The Chwef is dead wrong and should have known R. |many kinds. She has had to dexi wkh corp. Medical people are much much more open  |Yes—most wamen in medicine are pretty ssss
X X Morris 15| Artizan Artisan "Merrs worlds® are a thing of the past. difficull pecphe before. Nothing—the case is cortrived. sbowt sex. 'would deal with him hersel!.
vmmmmm
pender ued a3 3 WeRD! Ca & lotely ragproprate—feels his
r emarks bistantly napproprate—senaly (poww as a man gives him right to SR waTen
as an ocaps! cnse I's a man's worid—amalogy he presents is not| Fie sul agasmt the Chief Surpean or My brother-sr-dsw is 3 doctor—his wife is a rerse &| Campixin atthe level above Chief Surgeon and
X X Rafal 7 Rational Artisan hazard |eequal comparson—biviazee her complaint. Realty bothersd me—derespect. Eays murses get Rtle respect ont 0 something eise.
Mol eccaptable—especily for his role. Should tave|
wm-oundmdmm wuawcouwml-wum
Yes—shauld never be to accept should also do ds and the worman would by to fit Y es—would try to put up with &, would be intimi
I3 X LaGrange 6|Artizan Artisan tak he/she is uncomfortable with. Cathy and the other surgeons. m. |Nothing. | Nothing. and would try to fit in.
Same as Cathw—no, not true but & shoud
be—average woman would think k's a Unless very severe commernts were
Yes—every individual needs to be given  [Not right to disass persoral things in work setting | priviege to be where Cattry is and woud 'woudd probably put up with & untdl | got what )
% X W 8| Guardian Artisan was disrespected _|uniess everyone agreed. Pt up with the b Nathing. Nane. wanted.
1
Note” Many responses were oo long o fit in the alotted space and responses were abbrevisted as best possible 1
|
What do you think of the Chief of Surgery’s What do you think the average woman
Was nher respomse 7 woud do i her shution? What, If amything, bothered you about the case?  |Have wi had Wi related personal experience? | Whatt would i do—aame a3 the aversge person? | What characters bathered or angered you?

'Yes—The hospial is no differext than the
office. An emvironment which Cattry alone|
4 her apirson alone—finds distasteful is
una
”""vmwmmu
pender sed a5 a weaD

Cu Iy foels his

D

rmww»«nnb/

mnumnwmmlnmm

E==S

Yes—shauid never be expedadto accept

ﬂzmhmlmnmdmm
mmedixtedy—should also do.

The Chief is dead wrong and should have lnown R.
“Men's worids® are a thing of the past.

cause I's a man's world—amlogy he preserts is not
eequal comparison—triviakzes her complant.

Not scceplable—especially for his role. Should have)

The avgworman asgeon woud probably
find a wary to stop or minimize ofterve
tabc As a surpmon, Cathy has afready

proven she can hande Yoogh®
many kinds. She tas had to desi with

Fie sul agaimt the Chief Surgean or
resign.

shutiors of

| Gificult peopie befors. Nothing—the case is contrived.

abotsex.

First wife was a mxse and | was in the medcal
corp. Medical people are much much more open

would deal with him hersell.

Yes—most women inn medicine are pretty assertive,

Really bothered me—disrespect.

Woudd try 10 put up wth R-would be

and the woman would try to fit

My brother--dsw is a doctor—his wifeis 3

Says nurses pet e respect

e &

on to somathing eise.

Campiain atthe level above Chief Srgeon and move

Yes—woud try to put tp with R, would be rtimidaled

tak he/she is Cathy and the other surgeons. n [Nothing. Nothing. and would try to ft in. Chef of Surgery and the other doctors.
Same as CaN—o, not trve but & shoud
be—average woman would think t's a Unless very severe commernts were [}

Yes—every individiral needs to be given | Not right to dsasss persona things in work s&ting | priviege to be where Cathy is and would 'woudd probably put up with & untl | got what |

respeci—she was cearty uniess everynne agreed. Nothing. Nane. wanted. Yes—the Chief of Surgery.

Chiefs actions wrong & inappropriate. |

as best possible

wp with the
TE'_.




ARTISANS  |cCase Sudy 84
How coud nrve's betwvior with nude men have
Particpart | Particpart JGY How reasanable is 1 to mxpect herto been chanped to prevert someans ke Daren from | How do you thirk the sverage worman
__Male Female | Leader |Non-lLeader| Name Number | Temperment | Temperament | overtook such behavior ? misirterprating? | would handie this type of job responsiiity? [What, If amything, buthered you about the case? _ |Have you had any retated personal experience?  |What would you do—same as the average per
No—Darren coased the ine when he
G take "no" for an amwer— Handle inlial cortact the same —she
approached “stalidng’Darren mayget  |Being relaxed & fiendy is not rapproprizte—while i3 Defurviar t00 long—her rvfzals
oven more persistent—take Rasa not entsely uveasarable to rusrterpret, her refusal| bocae eTpiatic—she should be None bt saw as a staking case and she needs to
X X Morris 15 |Artisan Artsan waming for caution. ©ould have bean snouph to end k. concamed shout his stablity. be carehd. None. Same as the urse. inlially.
No—shauld not be overiocoked—to
overiook would be to say she chose
profession to heve aceess to male sanm!
parthers—Oamen tas Wrrvalstic ideas— W-nmmnw Would not be retaxsd for fear of provoking
Darren is beyond the baisxds of nervas Oarren's Mnevpreatation of her actians Wmmmm Took sympathy with the nrse—she was trying to
X X Rafal 7 | Rational Atisan |joidng. is imaginary andcould not be avoided. make the best of an ewAward shation. None. Would not be relaxed—would be strictly busine
Act the same way as the nurse did to by to
Appeas very businessiie and Umpproachable s |make patients feel 3 cormortable as
S X LaGrange & | Artisan Artan [No—his actions were sexual harassmert. (men dont misTead behavior. |possible. | Nothing. None. Yes—| associated with the nurse.
N ot reasorabie at ak; however, would be
better i she didn' tolerate any jokes ar  |DonY make the jokes—wi not ease embasassment |Same as the nrse dd—but if she ddnt Same as the murse but dont pit up with the ja
seng) [|nas—& akmost avites such with worman you doat know anyway—ast be allow the jokes, other incidents could not the frst place—his behavior stesTamed from s
X X W b Artisan responses. professional grow from ot of R |m_ None. allowing him to joke with her in that wary.
L

!
Note' Manv respanses were too lang to ft in the allotted space and responses were abbreviated as best possible. |

7__(VWhait would Go—same as the 7

Weat characters bothered or angered you? |

Would not be relaxed—would be

Yes—| associated with the nsse.

|Same as the urse. iialy.

She weat along with R for weeks too jong—
longer than most peophe would have.

coud harass her.

Daren—dan® think he shosd think that he

How coud nrse's betwvior with rude men have
How reasanable is & to mpect herto been changed to prevert someans ike Darren fram | How do you thirk the sverage waman
MM&MMT misht would hande this type of job responsibiity? |What, ¥ amything. bothered you about the case?  [Have had refated
No—Ourren goased the ine when he
ddt take no” for an anywer— Handhe inkial cortact the same —she
spproached “staldng’—Dammen may get | Being relaxed & tiendy is not rapproprizte—whie  (tolarsted his befwviar too long—her refusals
oven more porsistent—take k as a not entirely uveasrable tomisiterpret, her refusal became eTpiatic—she should be None Dit saw as a staking case and she needs to
s for caution. €01 have been encugh 1o end k. about his stabiity. be carehi. Noe.
No—shauld not be overiooked—to
overiook would be to say she chose
profession to have access to male sexm!
partnecs—Darren has unreakstic ideas— W-u%mmum ‘Would nct be retaxsd for fear of provoking
Darren is beyond the bounds of nervaus retation of her actions |ptierts—be strictly bushess and minimize | Took sympathy with the muse—she was trying to
wan____ljoking. [ mwwmmm« cowereation make the best of an eskward shation. None.
Aﬁmomwyuhmuddlnwm
Appear very businessike and Umpproachable so  |make patients feel a3 comfortable as
san No—his actions were sexal farasumere. |men dont misTead betavior. |possible. None.
Not reasorable at ak; however, would be
better if she dbdnt tolerate any jokes or | Dont make the jokes—wR not ease emtarassmant  [Same as the nirse dd—dut if she ddnt
senml es—& amost snvites such with worman you doat know anyway—ast be allow the jokes . other nciderts could not
san resporses. 1‘% grow from ot of b |£"“ﬂ None.
|

Same as the muse but dont put up with the jokes in
the G5t ptace—his behavior stesrened from her

|abowing him to joke with her in that way. and let me out of herel |
1

Oarren bothared me—ist because she jokes
& is fiend®y Goesn mean she's iterested—
no Mmeans no—her actians woudnt make me
foel at ease—I'd say do what you have to do

tted as best possible.




MALS Fra Project

ARTISANS  [Case Study #5
Particopart | Participart JG's Do you bebeve Elaine is justified i hor | What should the comparny have done differertly What do you Ywik the average wormn
__Male Female | Leader |Non-Leader| Name Nuarber | Temperment v ? and win? woud do in Elsine's What, f amything, bothered you about the case? _ |Have you had any reisted personal mperience? | What would you do-—same as the average pe
If pobcy was to post wity didnYt they post? (lots of
comments about what we dont Rnowva—hev abiity to
hande mpervaary job, expensnce/pakicaiiars of |Try to leam more sbowt what lagpened— | DidnY follaw thewre of greviows cases—at of place
X X Morris 15 |Artisan Artisan Yes—d an co-worker, sic.} was she walting to be discoversd? with the others. None. | Trs Lo leam more about what hapoened.
Saw semiarbes with sxperence at EFS with
Yes—never given opporusy to bid on | Posted job to allow others to present they Her reaction was typical-avp person would (employwes comphirer) about this—she fek
the job—fet wappreciated and hurt that | qualficatiors—f Baine not ideal candidate, gve her |be resertfid and hostie—wausd be viewed  |comething sise was gong on that she was not Mghnmpun«-nmhg&-um My | wousd tave ha feelings but woud
X X Rafal 7|Ratonal Astisan she wasm coraidered. an explanation. as and as favorkiam. aware of in tis case. two sides to = -would pursue what's really poing on.
Take a different approach—post job Mtemaby—4f
one empioyee was most quaiified and Mg ddnt | Would react the same way 23 Ebasme—mast
No—shaud talkd to supervisor to 'wart to interview, a memo shousd be sert to all would feel betraysd and would put Nothing except | found mysaf thinking—would | No—! would just deal with R—woud bry to wor
X X LaGrange & Artisan Artisan {determine iy she was not considered. | axplaining the reasoning behind the selection. Oeferses and resign to save face. really resign of really go see the supervisor? | Yes—promotions inmy department.  |twoughmyfeelngs mysell, 0
Same as Elane—she had all the experiee |Nathing except Baine should have gotten the job
Yes—the cbvious choice would have been|Post the job and give Elaine opportury to respond— and was already a leader In most paople's |based on her past hstory, etc. Company should
¥ X [] Astisan Elaire. she seems to deserve k. eves and she had a good work ethic. have d let her respond. None. Same as Elaine.
|
Note: Many responses were too to fit in the alotted space and r: were abbreviated &5 best |
. Do you bebeve Elaine 15 justified in her | What should the companty have done dfferortly  |What do you think the sverage waman
ymperament |reaction? and win? woud do in Elaine’s wlation? What, if , baMered you about the case?  |Have you had any reisted personal mperience?  |What would you do—same as the 7 _|What characters bothered or 7
I pobcy was to post wity didntthey post? (lots of
comments about what we dont know—her abiity to )
hande mpervaary job, experence/alicmiars of [Tryto isam mora about whal kagpened— | Didnt of greviows 2 of place Hmdbyaﬁy‘s-ms—iouédeo._
tsan Yes—deserves an explanation. co-worker stc.) was she walting to be discovered? with the others. Naone. Try  leam more about what reach that decision-—leads to other
T Sawwimlarties with epenencs at EFS with
Yes—never given opporusty to bid an | Posted job to aow others to presere ther Her reaction was typical-avp persan would | empioywes compharen) about this—she fek
the job—fet uapprecated and hurt that M&mmmﬂw:wm be resertfid and hostie—wousd be viewed  |somethang sise was gong on that she was not Being in Managamert and seeig there are aiways || would tave had negative feelngs butwoudmt resign|
w___________:MmuﬂM as unjust and as favorfam. aware ofin this case. two sides to every story. -would pursue what's really going on. Weh Baine had pursued & more.
Take a different approach—post job internady—f
oneemployee was most qualified and mgnt didnt | Would react the same way 3s Elaswe—maxt| i
No—should ta kk to supervisor to wart to interview, a memo should be sent to all would feel betrayed and would put up Nothing except | fand mysalf thinking—wmid | No—! would just deal with R—would bry to work mwuw—ddﬁmwbﬁo(
tesan determine wity she was not considared. | exphaining the rsasoning behind the 5 def erses and resign to save face. really resign or really go see the supervisor? | Yes—promotions in my department. off. communication.
Same 23 Elaine—she had all the experiarnce (Nothing except Baine shoud have gotten the job
Yes—the abviows choice would have been|Post the job and give Elaine opportuty to respond— and was already a leader in most people’s (based on her past bistory, etc. Compaty should
fisan Elame. she seems to deserve k. eyes and she had a good work ethic. have posted and let her respond. None. Sameas Elaine.  The compamy's actions.
ated a5 best possible. |



MALS Final Project

RATIONALS |cass swe,

y #1
Pardcpant | Participant G ‘What would the average person have | What were Tom's resporsbilities in - |the case? Any conflicting thoughts or  |Have you had any relsted personal What would you do—same as the What characters bothered or angersd
Male Femnale | Leader |Non-leader| L] e

[What, if amything, bothered you about
What would the average person have | What were Tom's responsbiities in the case? Any confiicting thoughts or  [Hawve you had any reisted psrsonal What would you do—same as the What characters bothered or angersd
smperament 3 this case, If 1 experience? average person? you?
Mol
oy honed feekngs. how much control Tom
Cmiy if she had come clear & toid hem her rue. Tio ok e Furk oo rupestnd socel sEemets & (el who wes peling T esspnmenes, Tom's past
esbrige e pisms) ascmiors moes.
onel | vee situmBon Probebly the same 85 Joycs | Beperty oM S0CI8) MU ACkonS ntc—turd to ek BOSE M1 NS CESS. Hons
To essess potwmsl impact L katdnes of s
ot wo BCBONG—NS Neded 10 FOp ISR orcs he
] 10 W w0 ol e pisseE e, T crdeng mayta L ] L] o om
& how Tom [ inat they onal micie 1t choar e dehine “personal
nonsl | comonstrated s inisrest _ |mesonstep profEsions reatorETp avances” L]
Weuld po siong wiTofm feaping benefil of
farem, Mt or Merindls 1D “kpag: 1 in his parts" L concantrate on
" 1 4 |k & tens of b ot it St didnl wert I Play B game eny lonpar &
WO 10 St 10 168 Tom fes advances wors | N0 BROMG. B! My yTE, | 08N 586 how she | management s sthical or morsl & Fese Jovcw pfler el Soime of 15 1N 8 fon- once bred of it 7w ched e "harted 1o smack
Densl urwarEnd-if e COMETues Men s urstified | magrt spicet remtonsvy. SUACONs Bre BOUnd o anse deamon due o e pravness COMOTBtD STt Bwesm both end w®
£
|Woud dip Geoper NIo Bve Caase—noad mare
i | BnSwes e
i




RATIONALS |Case Sty #1 Methodist Hospltal Group
What, if amthing, bathered you aboll
Participart | Perticpant JG's What would the average person have | What were Tom's respombiRies In -~ [the case? Any conficting thoughts or  [Have you had any reiated persara) Vihat would you do—same as the What characters bothered or angered
Male Female | Leader |Non-Leader| Name Nurber | Temperment | Tempecament | Do with conckusion? | done in this skuation? |tes case,  amy? 7 |expedence? |average person? you?
NG 60 Nt 680 JOYC's 160K of SSHEVISS. | Avg Derson My heve dome &s JOYOe ad,
MAY o Tom 0 8k & Hes her drect
ho~wver, she & A . a5 o Joyee's | Joyce bfhernd me Case she kisds compian
poken 10 Tom ebout 1w 155 Osgvese in cmresc. he Der sbout Pow much betore cesem ¢ty ng end tadang 1o T om Brst Also
| 8SSi rIMeNTS May BMply be due I lack of person woukd heve Mary momd feelngs & oS for Geoame 1 Ter Be egimas nio she achumiyhad 8nd how Much was At her Yos—would have Tomsat ot
x X Mrsnes M7 Ratons! Revonal L QUOSHIONS ey fesfer cortrol CONCALS) oN wio DOTAP for 1t No O B, Clrwm My have bean warmanisd Tom
152 tod Tom invd ey she MVESDECTS his busness
N e DX has No desre o onpage 0 Ky | Yes—e chould heve Carbed whet ioycs werted
was nol om te 0vs wausd heve VN | Dol probbsSarEly and SV he SO
mayt>e Tom GoesnT $e her rcr—Tonts he Tom some + & - L1 oid her JoyEn bOued Me—the wess sssumng e
x x Paters M Amsan Rasonsi Goe fesl $he & mmvered e could keap ol & bumness separats | why . exTept ot snouph informason | No Same Bs pvareoe person ouEcome & vl tmkng comrol of e sausson
VWiat, Il anything. bathared you abodt ——— =
Whatwould the average person have | Wit were Tom's responbiRies in -~ [the case? Any conficting thoughts or  |Ha ve you hadany ralated pesaral 'Wiat would you do—same as the What characters bothered or angered
perament | Do you agres with Joyee's conchsion? |done in this skuation? ths case, If amy? ? experience? avers 7
N4 00 NGt BB JOyoe's 160k of sspTets | Avg parson May heve dons as Joyos did,
MAY be 0L I her UTwEpTS WSS 1o Tom "o to'a tmumdle |Hes iecs he 5 her O
roverver, $he has nedher L4 Tom arecdy & | mpsemser As QI EOTwdES O 85 1D JOYCe'S | Joyce bothered me cmse she Bieds compien
spoken 1o Tom about B 1sme. R o o .he sbor e howmuch betore fesesr cty ng and talo ng 1 Tom first . Also
855 gIMeTs M2y &MYy e cue t iack of person would have many momd feesngs & rasons for GecTeass if ters ere sgimeas 160 she achumiyhad &G Now MACh wes At hed Ye T om &t
aurEon Cammes s conrod . 20NALS) on wo DEAAD for it No. ON Sfvswvar. Clearms sy hars basbht wTared Tom,

i [owbiy

No—Ge

™

Yos—tw shousd hev

151 tod Tom inrd ey she TVESDadS hi s ubress:
Krowieage bt hes no e

wWiym-—ivs wauld heve pven

was rot

mByde T oM O0eENT8ke her ACF—Tevts he

i doesM feel she 5 Motivernd. e coud kep parsonsd & busness sepanms rﬂ

Tom same + & - Seutars: \By ol tvs.

JOyee botersd Mme—che wet &sSUTR e

|Qurome & wesh YN coT of the EAON




MALS Fira! Project

RATIONALS |Case Sy #2
Paticpart | Particpart JGs How would the average wuran respand in |What, i amything, bather ed you about the case?
Maie Female | Leader |Non-Leader] HName Number | Temperment | Temperament |Is Jake of sexual harassmens? What action shoud manapement take, if amy? this staaton? bct or 14 Have you had sy related 7__{What would you do—same as the sverage pers
-
Depends onthe person—Tany women that
No—sounds ke his record is ciean as to know Jake & his intert probably would not
prior actions as far as internt Is Put Jake on notice to cease touching with everyone |take offerse—but should be Gscouraged for| Nothing—sepler case with sformation to make me
3 X Hendrix 13;Rabonal Rational concemed. since R's piven offeme to at least one person. those who would fesl unconfortable. fes! comfortable—no conficts. None That is not how | wousd respond. =
Mgt shoud expiain that his actions can be
No—but guity of poor judgmeni—does | misiterpreted & to IMvnediately change his behaviar| Wamen not famiiar with Jake ¢ ould think
muﬁmfy(wehwm&donm Mm‘dhctoﬁdmmtnmhmmm he was making uwasted advance—women
ovartly show affection—f his i wioyees at all times—mgrt shoud also who know Jake mary not nterpret actions
'were more, he woud have made a more mmhkcnunypoophumﬂwubkmnm as senal bt st may not be comfortable
X X Heder 1|Ratianal Ratioral overt move by ow. saam.. whh R No. Depends on how well | knew Jaks. =
Would ether come right o smmediately & |-
33y something o would tolerate for a whie
& then head for HR—women donmt tave to
No—but does need to be told friendly Pt up witat sort of thing amymore & are
caring touching can be misinterpreted & more willingto stand up for themseives,
X X Muvich 8ildeatst Ratioral he must not touch in those ways at work | See answer to the fast question —Same response. |voice what makes them uncommfortable....... Nathing—pretty cut and dried. No. Yes—same as my response for average perso
Begn serstivity training but also seff-arage training-| Avg women are the ones who didn tmind
No—| assume he aiso touches male i physio| contact is non-tweatening & friendy the friendly contact—some women are put
employees since case refersto himas  (mameris viewed as aggressive or dominance, off by the contact but | would say most Maybe I'm not the average person—1'd be
2 X Hammere 11!Guardian Ratoral "hack stapping” guy. there may be a deeper is at work. arem. I'm not tactie—he's as far from center as | am. None. but would tolerate &
Note Ma 55 were 100 long to fit in the aliotted space and were aborevidted as best .
How would the sverage waman respand in (What, ¥ anything, bather ed you about the case?
ament |Is Jake puity of sexual harassment? What action shoud mana take Ha this > Anry conficting thoughts orfeslings?  [Have you had any related parsonal eperience? | What would you do—same as the average person? | VWhat characters bothered or angered you?
Depends onthe person—maty women that
No—sounds R his record Is ciean as to Inow Jake & his intert prodbably woud not
prior actions as far as intent is Pt Jake on notice to caase touching with everyone |take offerse—tut should be dscouraged for| Nothing—serpler case with information to make me
I concemed. since It's given offense to at least one person. those who would feel uncomfortable. feel comfortable—no conficts. None Thatt is not how | would respond. None.
| Mgt shoud exphain that his actions can be
No—tnt guity of poor jud < &to his behsvior| Wamen not famikar with Jake could thirk
not exciusively touch women & does not -nwddbnoldhomatnmhhmtm he was making uwantied advance—sommn
ovartly show affection—f his intertions | other employees at all times—mgrme should also who know Jake may not interpret actions No but she may have taken extreme action if
were more, he would have made a more |iform Jake many peopie unconotable even If not | as sexual bit stl mary not be comffortable he did this with men and wormen—should have
| overt move by ow. senal.. whh R No. Depends on how well | knew Jake. approached hem frst.
Would elther come right out smmmediately &
say something or would tolerate for a whie
& then head for HR—wormen don't have to
No—but does need to be told friendly put up withat sort of thing amymore & are
caring touching can be msiterpreted & more wiling to stand p for themmsetves,
he must not touch in those ways at work | See answer to the last question.—Same response. |voice what makes them tncomfortable...... Hothing—pretty cut and dried. No. Y es—same as my response for average person. No.
Begn serstivity training bt also self-srage training-| Avg women are the ones who didnt mind
INo~| assume he aiso touches male if phiysical contact is non-threatening & friendly the friendly cortact—some women are put
employwes since case refers to hmas  |namer is viewed as aggressive or domimance, off by the contact but | would say most Maybe I'm not the average person—'d be
| “back stapping” guy. there may be a deeper psychosis at work. arem. I'm not tactie—he's as far trom center as | am. None. uncomfortable but would tolesate & lio.
asbesiy : | |




RATIONALS |Case suwaly#2 METHODIST HOSPITAL GROUP |
Participant | Particpant JG's How would the average woman respond in |Wiat, if emything, bothered you about the case? i
Male Female | Leader |Non-teader| Name Norber | T Tomoerament |Is Jake guity of senal harassment? What action should management take, If any? this euation? i or f 14 had any retated T__|What would you do—same as the sverage pers
No—don? think he's uy—ferred from Would vary depending on how wel she
scenario that his actions were inocent— knows Jake & how much trust she places In
never makes overt commerts or physica! | Discuss complaint w/Jake and inform him some are |Jake andunderetands touchiress is not
advances—psst an open person who uncanfortable and ask témt o refrain from touching. |intended to be senaly deviant.  woman  |Nothing bothered me about res ponding—ciaar cut.
commueates thru touch. Assumme Shoud also expbainttat while some are knows Jake wel, his a ctions would be Had conficting Dhaughts—assumed no overt aclions
woman didnt app Jake and ask him some are not & ask Jake to consider |accepted. if doesnY know Jake wed may  [meant he was nat meaning any harm—tater on after
X X Mnkner  [M-7 Rational Ratonal to stop. . . others' before exercising his own. . . be uncomfort.. . more fek thers was cause. Have had R happen to me—toid him to stop. Same as the sverage person
No—dut he needs to keep his hands to
[haTseli-some peopie are touchy bt [ think they would be offanded by ths—R  |Would make me very unconiortadle both
obviously he is waware this is Someane needs too tel him his behavior is. makes one & imvades P By and as a2 manager having to hande the
X X Pﬁ_'_“ Lo Adtisan iimm WM‘}E' skuabon. Same asthe averape person
| | ] 1 1

orament |Is Jake guity of sexal hasassment?

What action should mana, take, It

this shution?

mmmmwwmmmlﬁm,r-m,meumwmuuv
Any confictieg theugltv o foalinp? ________|Ha bad

reiated

7| What would you do—aame as the verage person’?

What charscters bothered or angered you?

No—don't think he's guity—efferred from
scorario that his actions wers bnocent—
never makes overt comments or physical
advances—sst an open person who
comvruicates thru touch. Assume
woman ddn't approach Jake and ask hm

al 10 stop. . .

Ocuss complaint w/Jake and inform him some are
uncomfortable and ask him to refrain rom touching.
Shoud also axplain that whie some are
commfortable, some are not & ask Jake to consider
|others ' faslings before exercising his own. . .

No—-dut he needs to keep his hands to
hsTself—some people are touchy bt
| obviously he i uaware ths is

Would vary depending on how wel she

knows Jake & how much trust she places In|
Jake and understands touchiness is nat
intended to be senaly deviant. if woman
knows Jake wel. his actions would be
accepted. H doesn know Jake wel mxy
be uncomfort.. .

Someane needs too tel him his beravior iy
and should be L

1 think they woud be offanded by ths—&
makes one uncomfortable—& invades

wace.

Nothing bothered me sbowt responding—ciaar cut.
Had conficting thoughts—assumed no overt actions
meart he was not meaning any harm—tater on after|
more thought fek maybe thers was cause.

Would make me very uncamfortstie both
parsoraly and as a manager having to hande the

Have had k happen to me—told ham to stop.

Same as the avernge person

Same a3 the averape person

jsnaton

She didnt speak with anyone prior to filng
ciaimn. She didnY tak to Jake first. She
skipped three steps.

Jake's actiom—invading other’s persons|
space.




MALS Finai Project

GUARDIANS |case ]
How could mrse’s batavior with nude men have
Pwrticipant| Particioant JG's How reasonabie Is k to expect her to been changed to prevert someone like Darren from | How do you think the sverage worman
Male Female | Leader |Non-Leader| Name MNurber | Tempermant | T ook such behavior ? | misinterpreting? would hande this type of job responsiblity? [What, If amything. bothersd you sbout the case?  |Have related |What would you do—same s the sverage pen
Would treat shation as sty professional
& would not react to jokes—probably certain)
No—should not be accepted. If k were |Could treat the shastion as strictly medical at af resporses she would leam to give which Coudnt relate real wel—would need the exper
accepted in such a ight the medal tmes—waidd help prevere soms indvidals from would maky patiertsy carfutable & quel of othecs—atter oxperience may be betier ahle
X X Miller 14 |Ideatst Guardan fons would lose |trying to take humor to a further level. other suggestive bahanvior. Nothing. None. |ndapt.
Persistent urweicamed betwvior is a
caenm—most Mmen would accept frst Same as the rerse=most peapie ara kind m&-mmmmmm
deniai—she shoud be cawutious of Could be brash and uncarinp—ther comfort wont  (and try to put peopie at sase in wted the fre asa but
X X Hofmaister 12| Artisan Guardan |persistent suRors. change the test resuls. shiations. should heve backed ofl. None. Sarne as the nurse.
Same way as the mrse—foakzes most men
No—wA hear a few commnesTs due to the |Could be strictly business and not be so friendy—  |are embarassed by exam—terefare, by
@hre of the jot—behaviar shotdd S0P |$ome men are amt to misiterpret her “Friendiness"— being retaxed andfriendy, men wilfee!
X Phelps 4|Guardan Guardan after she refuses. covld explain she's only there to perform her job.  [more at ease with the procedure. Nothing. None. Same as the nurse.
Darren's betavior ws the excagtionand | Showsd dispel tak aboct sexual retationship and
nct a reasTing probum—Tarse was hervows jokes about her work—if she were not as Reat hard to anvwes—&rs? thought: should she be
corect to i diatel endly and tolerant of jokes, patients wouldnt in this job? But then | decided it was Darren's Be more serious and less fiendly bt only whe
X Runo 2|Rationa) Guardian to report the incdant. lmu_ Be more serious and less friendly. problem and not hers. None. someone Sta/Ts to misinterpret
Nole._Many responses were too leng to ft in the afotted sgace a s were sbbrevisted as best | | =
5= How could murse’s bahavior with nude men have
How reasonabie Is R to expect her to been changed to prevert someone like Darren from | How do you think the average woran
mmwm7 misint woud hande this of What, if anything. badwred you about the case?  |Have had related 7 |Wiat would you do—same as the average person? |What characters bothered or angered you?
Wouid treat shuation as strictly professional
& would not react to jokss—probably certain)
No—shoutd not be accepted. If it were |Could treat the shuation as strictly medical at all respornes she woddleam to give which Couldn! retate real wel—wmes need the experionce
accepled in such a ight the medial times—would help prevere some indvidals from | wouwd make patients carfutable & quel of others—atter experience may be better abio to
ardan professions would lose dipnity. frying to take humor to a further ievel. other suggestive behavior. Nothing. None. adapt. Darren's bohavior—didnt know when to stop. |
Persistert Urweicamed behwvior is a
st men woud accept frst Same a3 the rarse—most peaple are kind mnma—nmmﬂemn
denial—she should be cautious of Could be brash and uncaring—ther comtfort wont  |and fry to put people at ease in asa but
Haargan [persistent sukors. change the test rengts. unconfortadle stiations. Mdhwbldaduﬂ None. Same as the nurse. She 3housd be cautious—he may tiveaten her.
Same way as the arse—eakzes most men
No—wi heara few comments due to the Codahmusi!ﬁwmtbewmw- are embarassed by exam—tYwrefare, by
@ture of the job—behaviar should stop  |some men are apt to misatespret her “friendiiness"— being retaxed and friendly, men will feel No angerbut Dasren shouldnt have done
wrdan after she refuses. could expian she's only there to perform her ik |more at ease with the procedure. |Nothing. None. Same as the nurve. what he did.
Damren's beravior ws the excegtion and | Shaud dispel tak about sexal retationship and
naam:xmngbu»—nwwas nervous jokes about her work—if she were not as Real tard to amwe—fro tought: should she be
mdm ds|triendly and tolerant of jokes, patierts wouldnt n this job? But then | decided it was Darren's Be more serious and less friendly bt only whea
wrdan the incidart. misinterpret, Be more serious and less friendly. \mummm. Nane. Stas to misinterpret Datren's behavior bothered me.
4ated as best possibis. = |




GUARDIANS [Case Sudy 04 METHODIST HOSPITAL GROUP
How ocould mrse's behavior with nude men have P
Participart | Particpart JGY How reasonabie is k to expect her to been changed to prevert someane ks Darren from | How do you thirk the everage womam”
Maie Female | Leader |Non-lLeader| hame Nurber | Temperment | Temperament |overiook such behavior 7 i would Rande this typa of job responsiblity? |What. H anything. bothered you about the case? had reiated s Mllwmld&do-smlsm._v-_‘am
It is reasonabieto sustain a tame joka if
I helps patient rebeve tonsion but is never|! place blame sqarely on mase. Nurse should
reasonable for heskh care workers or  |aiways use a cREpesoE AN this type of axam,
ekher penderto sustain this type of as rmajes have for yrs wiopposte gender exams. || believe avp worman would accept
behavior.| advise al providers to Would vitusly elminate opportwny for this type of |farmiess jokirg in much same way but they |Nathing, not uncamemon, have seen k. Providers
dscharge paterts wirappropriste . Or offer mate sub | 'would report this more repaopriate should not try to ease the tension other then to No-have had female doctors my artire fe and No—I'm not the average person. § would interje
% X Hall M-3 Guardian Guardian behavior. |zopropriate. betarvior. information. tarve never twice aboul R. education piece.
Done this type of work as a nre-dnuk patierts
As above—towever, | sways addedthe | Scared me 2sto how he porsued her. 've done tis| Make lewd remarks in ER—would ignore orted
element of echacation— explained what to  |work and R's a kard gap to bridge—| dont do much |them | wouldnX lsten to tat—never have a style
| would be scased to death—this is nt | She sesmed appropriately relaxed and fiendly, expect, what the (rpose is. and time joking—do R and move on—! would have bene 12t joked 3rmumd about R—expizin the proceduse—
X X Renkert  |M-1 Rational Guardian reasonabie behavior. add more “matter—of-fact® ctations. uncomfartable and afraid. more educational approach SAME 35 TVETR
| I .
Howcoud murse's behavior
How reasonable is & to expect her to been changed to from | How do you thirk the everage womesn™
wament | overfook such behavior ? misintsrorating? would handhe this typa of job 7 [What. if amything. bothered you about the case? |Have i had any retated personal mxperience?  |What would you do—same as the averape person? | Wat charactors bothered or angered you? |
s [ N L
1t is reasonable to sustain a tame joke If N
I helps patient relieve tension but is never|§ place on mrse. Nrse shoud
reasonabie for healh care workers or  |aiways aurng this type of eam, She shousd not be tolerart—4terjet with
either gender to sustain this type of as males for yrs wiopposle gender exams. || bekeve avp worman would accent Qestions about what there is about what is
havior.| advise al to Would virtually skminate opportwilly for this type of |Farmiess joking in much same way but they |Nathing, not uncarvnon, have seen R. Providers about to mppen to you that you dont
Pe patents wirmpprop Or offer maie substiute ¥ 'would report this more FrapEUiate shoudd nottry to sase the tension other then to No-have hadfemale doctors my entire ¥fe and No—I'm not the average person. | would iterect the |un serstand-¥ theyYe wesrd they may even
an __|pehavior. FOpIOTHaLe. bshavior. ttorration. farve never thought twice about k. education pice. nd in the¥r ears erotic.
_
i
| —
Done this type of work as a nue-dnuk patients
As above—owever, | always added the Scared me as to how he parsued her. Pve done this|makce lewd remarks in ER—would igrore or tel
cement of educstion— oxphined what to  (work and R's a hard gap to bridge—| don do much |them | wouldnt Estento tat—never have a style
| would be scaredto death—this is not | She seemed appropriately relaxed and tiendly, expe@. what the prpose is, and time Joking—do & and move on— would have bene that joked around abowt R—explain the procedus—
reasonabie betavior. 2dd more “watter—of fact oxpectations. unconvfarable snd afraid. more educationa! approach yes, same as average Daren
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GUARDIANS |case L3
Parbcpant | Patcipant JG's Do you befeve Elamne is stified in her | What shoud the company have done Giftarently | VWhat do you think the sverage woman =
Male Female | Leader |Non-Leader| Name Nutber | Temperment | Temperament |reaction? | and winT 'would do in Baine's shaion? _|What, Il anything. bathered you about the case? Mﬂg_ﬂmm_ﬁ_mmub—umnmmE
| beleve Elnine acted too abnptly. She | think avg person would be upset when the
strould comfront her superiors directly with| other indvidal was promoted. The person
her feeings so co. might act differertly in | The ca. should have posted the position to give all | woudd then attert to find a vaid reason as
futise. There also may be a vabd reason |quaiified indviduals a chance at her postion. The  [to wiry Ra’she was overioaked.If one could |She was a top performer—not given opportunly at |Yas, was promoted at previous empioyer without
for the promotion. If this is the case, company coud then more easly commuicate the [not be found, avg person would probably  |as—she was dedicaied strong employee—realy poﬁv—msmeddEFS&wﬂduw Same as my rexporse to svp—would confront
X X Miter 14|1deast Guardan Elsine ehould accept not being promoted. ing behind the jon which is made. look but not abruptly ke Elsine |bothered me. supervisor.
No. She did not svestigate why the Recogntze that Blaine would be concerned and Elane's belavior—shaud have sought out reasons Ym—nww;gnﬂnnmm F=
X X Hofmeister 12|Artsan 3slon was made. aked to her before the amouncemernt. Asked what lappened? for nan-salection. should have hundied & Ask for an
Dont feel Elaine was prstified. Akhough The avp. person would probably be upset
Eline may be very good “worker,” $he  [The co. mammdumumm withthe promotion since the job was not
may not possess mperesay skils. K the Cier's P Mgt sh Howsever, | dont think most peaple
mymwmwwum have explaned to Elaine why she was no promatad |wauld resign swrediately. a porson feets
ready for postion. Blaine shoud not This woukd alow Samne the opportuty to leam urpstified, they shoud tak to ther manager| Have seen this Aappan—maty a good reascn
X X Pheips 4 Tdia |aswume that shewould g promoted.  (what skils she is lacking in arder to smprove. for an explanation. i Nothing. wity the person was not promoted. Be upset—woud tak to manager.
| can undersand that Elaine feels that | fe ol that the campany shauld tave posted the job.
she was passed over, but she should rot |How do they know they domt have a qalfied The avg person would dsass ther feolngs
resign. Perhaps co. has a postion arpbyuforsw poslinnwdlbeyhlv- with their boss. She needs to dsass her
plarned for her in near fuhre. if Elane . Through the | dsappairtment in not getting an Mgt should always post the poskion—then
has recetved so many accolades, then nammmsnvﬂnndﬁomﬂehow(o to int erview for the posikion. She also needs| Fterview her & tell her how she could be qualified
X X Runo 2|Ratioral Guzrdan ing will come 1p_ develop their stafl. to reiay her persoral goals with her boss.  |Nathing. |gnﬂnn Same a5 the average parson response.
Note: Mamy resoorrses were too to ft in the allotted space and es were abbreviated as best | | 1 -
Do you bebeve Elaine is ustifiedin her | What ahoud the company have done differectly What do you think the sverage woman
? and wiy? wuould do in Blaine's shation? Wit If amthing, bathersd you about the case? | Have you had any relsted personal mperiencs? |Whal wousd you do—same es the svarape person?  (Wiat characters bothered or angered you?

| believe Elaine actedtoo abngptly. She
strould corfront her superiors @rectly with|
her feeings so co. might act differertly in
fuure. There also may be a vabd reason
for the promation. Hfthis is the case,

The co. shoud have posted the position to give all
Quaifiedindviduals a charce at her posttion. The
company could then more easly curmerasdcate the

| think avp person would be upset when the
other indvidal was promoted. The person
would then attempt to find a vaid reason es

not be found, avg person would probably

to wity ha/she was overiooked.if one could (She was a top performer—not given opporhunlty at
al—she was dedicated strong emyioyee—ealy

Yes. was promdted at previows enpioyer withoit
posting—was promated at EFS & msprised to get
R

Same as my rexporse to svp—wuuld corfrust the
SUpervisor.

A tions of the company bothered me—and
wr's disappointed in Baine's reaction.

Y er—apercee working in HR i how company

Ask for an explanation.

Ne.

fan Elsine shoud a nat d. |reasoning behind the selection which is made. loak eisewhere but not abruptly ke Elaine | bothered me.
= |No. She did not Rvestigate wiry the R that Eaine would be cancerned and Ehine's belavior—shaud have sougt ot reasors
an decixion was made. tked to her before the amouncemert. Asked whal happened? for nor~selection. should have handied R.
Dont feel Elaine was jrstified. ARhough The av5. person would probably be upset
Ehlnmblwwodm she |The co. shoud have take dto Elxine prior to with the pramation since the job was not
may not possess ap. y skills. M; &r's p jon. Mgt shaud|p Howsver, | dont think most peaple
may have thougit that Elaine just wasn! |have explained to Elaine why she was no promatad |wauld resignimmediatedy. If a person fees
ready for poskion. Elaine should not This would afow Elaine the opportuty to leam unpsstibed, they should ak to ther manager|
an assume that she would get promoted.  [what skills she is laciing m orderto mprove. for an explanation. |Mothing.

| can nderstand that Elaive feels that
she was passed over, but she should not
resign. Perhaps co. has a postion
plarned for her in near filire. if Elane
has received so many accolades, then

| feel that the company shasd have posted the job.
How do they know they dont have a qualfied
employee for sup. postion ot they have
e, ; n the

Xerview process mgmt can determine how to

s will come w.

their stafl.

Have seen this Aappen—maty a good ressan
wity the person was not prometed.

Be upsel—would tak to manager.

h’/dsawudwln Bano—shcmod(u
st venal 1 P
hmmymrub—hommmuhnm
fo - such decisions.

The avg person would dsass therr feeings
With thelr boss. She needs to dsass her

Mgt shoud always post the postion—then

ieterview her & tel her how she could be qualfied
in the e,

_|Same as the average person response.

to ;ﬂl!-herbmul‘ﬂmhubm. |M

|
]




MALS Final Project

GUARDIANS |Case study 85 METHODIST HOSPITAL GROUP
Participant | Participant JGs Do you bebeve Elaine is pstibed in her | What should the company have done difterently What do you think the sverage woman =
Male Female Leader [Non-Leader| Name Nustder Temperament |reaction? | and why? would do in Elaine's shation? (What. ¥ anvthing, bothersd about the case?  |Have had related T M&-__ME
There are not enough facts to commant Pobces regarding posting jabrs vary by
on whether or not her actiors were comgany. | thirk companies should clearty
pstiSed or not.tf Elaine fell R necevsary |Clearly Elaine was a vaisabie worker. Eployers | srtiatste polcy and stickwah k. | do not Yes—have ivestigated these ames—eas once
to resign than she should. She oiearly  |should ap ion system  |bekeve avp person would resign. They angry aboit a salary increase for a co-workes but
determined job should have been hers; Mmamuammkm&m would become dsgnamied. Would quicidy decided what he/she could pet to mpport | Yas—avg person has oblgation to pay blls &
howwver, did she make her desire for they itended to achieve them. Pertaps this might | demorstrats uncharacteristic poor thelr famlly was great and | should work on my resign. It's sasior to be the anommuus disgru
% kS Hal -3 Guardian Guardan promation clear to boss have avoide d the misunderstanding. behaviors. . . . |Nothing. own about salary. person than to make your fesings clear.
No—she did not seek snough information-|
what is the compmny pobcy on posting job| |bdmmﬂpodeldnwmdb/
passbiies?She may nat possess 1) she may not have had leadership aaities—ray
rshe qakies needed or the m:owunmw have been more of a “natharing” type person. 2)
mmsnem«smmn Absoltely, would be concerned about effort and demoratrate a poor attiwde and |positian should have been poxted— known | wodd
X X ket M-1 Rational for poals to achieve. | communication with the department. downward work output. harve been really upset about this. No. No—) would go to HR to ask why | wasnt sals
o Do you bebeve Elaine is pstied in her | What showsd the companyhave done differertly Immmmh‘mwmn
m_rndon? and 'would do in Elaine's shustion? What, If amthing, bothered you about the case?  |Have you had any related 7 __|What would you do—same as the average parson? | What characters bothered or angersd you? |
There are not enough facts to commment Pobcies regasding posting jobs vary by
on whether or not her actions were company. | think companies should clearly
pstiSed or not.If Blaine fel R necessxy | Clearly Elaine was a vaiuable worker. £ - pokey and k. { do not Yes—have ivestigated these axsev—vas once Baine bothered me the most. People
to resign than she should. She clearly  |should ap * th ryﬁam beleve avy person woud resign. They angry sboit a salary increase for 3 co-worker but compare CxsTaabws to others all day and
deteanined job shoud have been hers; mumumwvnwmaunrm;w would become dagnetied. Would quicidy decided what he/she coud get to mpport | Yes—avg person has oblgatian to pay bils & coutd 1t |mgrs donY Inow this. She conutructed the
howwver, did she make her desire for  (they intended to achieve tham. Pertaps this might | demonstrate undwracteristic poor ther famly was preat and | ¢hould work onmy  (resign. It's easier to be the blem in her own head. She made the
L@._____mdunnbm fav o avol ded the misunderstanding behaviors. . . . |Nathing. Own concerms about salary. |person than to make your fesings clear. __|compstion.
No—she did not seek enough informatian-|
what is the company pokcy on posting job 1 bebeve most peole would respond by
paxsbilties? She may not possess ing oo & 1) she may nat have had leadership aaltes—ray DonY know If | would have flat-out resgned—
rsh@ quakies needed or the attept to Eabatage the new mpervisors  |have been more of a “mxbering” type parson. 2) she put herself in jeopardy becairse she was
education. She needs more info & Absohtely, would be concemed abowt effort and demoradrate a poor stkude and |poskion should have been posted— known | would angry—what about the martgage pat, car,
|perhaps puidance for goals to achieve. nicHtian withinthe deparmert. downward work ouput. fearve been really upset about this. No. No—| would go to HR to ask wiry | wasn't selected. _|etc.?

|




Tmm:(oumd&bnm

Getermine piven what we know. Tom “Avg" person may have had that s in offics. Such

only Informally resporabie for her assigvnents were tied to reaction to Tom, | think mmmwmaﬁm

advancement—does she bedeve he meﬂpeordcmldlovkueeper Not clear Fshe  |Tom may bs bamed for problem between

d borship with sup. such that ly éd not Joyce & sup. which he Is not aware of or

Tom&Sqa conspired agairest her? mmmTun.-Mﬂwusmmm may have tried to help Joyce had he

an Other more fikely explanations. to do so lnown. othing. None. | wousd have looked deeper for the causes.
Hes resporsiility was to grant her an

No—Reason for nat getting assigvnents expianation and sffurd her opportsdy to

may be performance related and not cwsolve k. He had resporsib®y to free her |Her conelusion batheredme. She couldnt

attermpt to punish her for refising from his advances & put focus of internaize the reasors and was fJumping to

advances, Her conchsion appaars to give| Her reacion was not wemal When peaple fadto  |retatiorahip on business level. Her non- conchmiors., | was also tom betwsen “wamen are No—!{ would have found ancther defense mechanism—

her freadom to blame someone eise for a|meet challanges, the matural deferse medhanin is |acceptance of 2 vances should have been |not heard” and whether | was really looking at the would have suffered sdently while pursing othar
an falure of of her own. to bamster blame to sorrea or eise.  |an indication. Issue. " __INane. averues of would have leR the company.

'Yes—Tom's not serious about retatiorahip
or he woukd have asked Joyce point
biank fora definderesparse. Question
his morals for attempting to date
subardirate; | assume he would decide to|
pusish® her by not

(No—She should have toid him she wasnt
interested—ooks fike sha was trying to
straddie the fence and & cost her.

Avg person would come to same conckssion as she
did. Dont thuk avg person woidd fie complant.
Think most people are afraid that ther job and
reputation would be on the ine.

1f he trdy had strang feeings for Joyce he
should have been upfront & spoken to her
about . Should keep p | feeings

Ifeki(elwaskmd of guessing lhdnﬂmglkxof
—adto come 1o your own

separate from work.

-t00 much second guessing of wht was gomg on _|happen

The average person would have kept stringing Tom

Nothing but | tried to idertify with both sides—coud
see both sides but disa with her acbons.

Nothing persamty, but ['ve seen things ke this

in the workplace.

'Y es—reach same corpdsion as Joyce but wousdo't
fie a sexual harasement complaint.

No—| would have told Tom from the beginving if ¢
lwasnYinterested.

Joyce dant give Tom a fair break—made a
stwp decision. Tom hadto know better. Had]|

to be a conspiracy to have happened.

Joyce's conchsian—ass & an edcated
Gecizion and Tom didn't et the hint?

Tom bothered me not straight forward.

along unti they got what they wanted,

Eposdle,

ARTISANS  |Case Suxty#t
Participart | Participant JGs —
Male Female | Leader |Non-Leader| Name Nurber | Temperment | Temperament | Do you agree with Joyce's conchmion?  |What do you think the average person would do?  |What were Tom's responsibiities. if any? | What, ¥ amything, bothered you about the case? | Have you had any related personsl experisnce? Wwdmb-mnmemug
Conchmion planble bit dfficul to Tom has to be aware of risks associated [
deteqmine piven what we know. Tom "Avg" parson may have had suspicors that wipersomal retxtioahys in offics. Such
only informally resporabie for her assigments were tied to reaction to Tom, | think | retatioradips are “high risk” by defrdion.
advancement—docs she beleve he most people would look deeper. Not clear if she  |Tom may be blamed for problem between
potsoned relatiorship wth sup . such that I . app ly &d not Joyce & sup. which he is not aware of or
Tom & Sup. consphdlwmmn confrore Tom, akhough she was under no abligation | may have tried to help Joyce had he
X x MORRIS 15)Atisan Antisan Other more likely [to do so. Known. Nothing. Nane. | would have looked for the causes
His resporab@gy was to grat her an
No—~Reason for not getting assigvnents explanation and sffurd her opportsrdy to
may be pefforramea related and not cwsoive . He had resparsiby to free her |Her conciusion bathered me. She coukdnt
attemgt to punish her for refising from his advances & put focus of memalize the raxsors and was jsmping to
advances. Her conchusion appsars to give|Her rsacton was not wamial \M\enpoaoleﬁilo retatiorahip on business level. Her non- | was also tomn bety are No—! would have found ancther defense mec
her freedom to blame someone eise for a|meet chaenges, the matural defense [ P of should have been |not heard™ and whather | was really looking at the would have sufferad slently while pursing oth
X X RAFAIL 7 Rational Artitan faiure or isufficiency of her own. to trarafer blame to sormeane o something else. | an ndication. Issue. * | None. or would have left the company.
'Yes—Tom's not serious about retationshy|
or he woukd have asked Joyce poit
biank for a definte resparse. Question  (Avp person would come to same conchssian as she (If he truly had strang feelings for Joyce he
his morals for attempting to date did. Dont think avg person would fie complart, should have been upfront & spoken to her || feX ke | was kind of guessing and making a i of|
aurdiate; | assume he would decide to Think most people are afraid that ther job and about . Should keep p: | feeings <4adto come 1o your own tonclusions-| Nothing personaly, but ['ve seen things ke this Yes—-teuhsamwﬂaonaswycemu
X X La 6§ |Artisan Artisan ‘pusish” her i not giving assi reputation wousd be on the fine. separate from work. -toomalncw-ﬁmﬂww__mm_‘mhmew“. fie a
No—She should have toid him she wasnt
irterested—ocks iike she was tryngto | The average person would have kept stringing Tom Nothing but | tried to iderttify with both sides—cousd No—!wuldtme!ddTuanmemig
X X WEATHER] 8 | Guardian Antsan the fence and R cost her. along unti they got what they wanted. see both sides but disagreed with her adiions. No. wasnt
INOTE Manv responses would not ft in alowed space and onses were abbreviated as best
perament |Oo you sgree with Joyce's conchrsion? | What do you think the average person woud do? _|What were Tom's responsibiities. f amy? _|What, ¥f amything, bothersd you about the case? _ IHave you had any refated 7__{What would you do—same as the average person? | |What characters bothered of angersd you?



MALS Final Progect

ARTISANS Case Suxdy #2
Paticpant | Particpart GC's Do you Dk Jake is guilty of senal How do you Swik an average wormn wold S
Maie Female | Leader |Non-Leader| Name Nurber | T T Q What action. if any, shoud management take? 1o Jaie's touching? L bothersd you sbout the cave? _|Have you had amy related personal mperience? _[What would you do—same a3 the sverage pe
Given the harassment is Gefived by the Don? thirk avpy woman would find Jake's | Jake's a yow-backto previous times who got
of the person b d, Jake is| physical cortact acceptable. Many, caugt. CanY do what Jake dd in today's wodd
m if Jake fabed to leam the “new however, might be reluctarnt to say so0 Gets to political corectess sssue (Tave had my
rues’ the company had resparailty to provided nothexg he did was dearty Tl of this)—Jake stepped acruss the “new ine’—
wdorm him. (LengRfty commants folow  [Company shauid have quickly stopped Jake. Jake s |inappropriate. Many might excise Jake by [thinks soclety wil tire overtime & etandards
X X Morrrs 15;Atisan Artizas regarding change in couts and socisty) |actons were saslly abservable. saying he Goest mean amything .. No. Average man wouldn have rased the compia
Jake is guilty. ARhough this sesrs to be The avp woman would feel Fseare &
his way of comerasicating k is uncomfoftatie. Those who dor) fesl
aggroprate in 3 work setting. Many [ARter observing Jake's betav are probably imm ging that
'women fesl a man touching them is MWJWL.MLMM Jake is caming on to them and are perfaps |Realy tom on tho—I'm an affectionate persan and |Averzge wormnan would comglain to co-worker
tirate and R rakes them mhnanakthsamrmybe articipating or hoping for a more itirats  [this doesnt bother me. Knd of feet sormy for him— not go to maragemant. | would persomay ba
X X Rafal 7|Rational Artsan waxsrdortable. & that they are relationshic with Jake. [wasn trying to offend amyone. No. wary or be more direct with Jake.
M grre shoul d take lMcJaketdoun-t
Jake is not guilty at thes time. R his Caring—dacs his behavior wkh women hes  |Would feel wxsrdortable about his Yes, would feel uncormfortable but wouldn't fi
3 afer HR him, & & & & folow up to see if behavior [touching but wouldn file a complairt for Nathing except that & was eonfecting on whether & comptart for feas of retakstion by Jaks or
X X LaGrange 6 |Artisan Atisan be senal harassmert. changes. fear of retakation try Jake or management. (was or wasnt sensl Woriang in HR. ranagement.
No—but should keep his hands to himselt—] Negatvely—awasion of persona) space—  Nathing except couldnt idetify with Jake—m a
he should not assume touchig wantbe |Jake needs to know others are not receplive to his | shoutdbe exphcitly stated if touching is OK; |hands—on person too but his actons were
X X 9 |Guardian Astisan 1o other peopls. style of commmesvaation and he shosd stop k. ctherwise. hands off. g shoukdn't have had to be told no. No. Yes—the person shoudd have told him no.
!
Note Many responses weretoo lono to ft i the alotted were abbbrevated as best |
| Do you Duk Jake is gty of semal How do you tank an aversge worman would
prament | haressment 7 What actian. f any, should management take? respond to Jake's touching? | What, ¥ anything, bothered you about the caye? | Have you had any related 7 |What would you do—same as the sverage person? |Whet charact ers bothered or angered you? |
Given the harassment ks Gefived by the Don? think svg woman would find Jake's | Jake's a throw-backto previows time s who got
of the person harassed, Jake b} pirysical contact acceptable. Many, caught. Cant do wiat Jake did in today’s word.
@y. i Jake faled to leam the “new however, might be rekxtart to say s0 Gets to political carectress isssue (Tave had my
ruies” the company had resparaiity to nothing he did wa's clearty A of this)—Jake stepped across the hew ine"~ Just to the extert how could anyone be that
nform him. (Lengkfty comments folow | Company shoud have quickly stopped Jake. Jake's |inapproprizte, Mmynmunu.lakcby thinic society will tre overtime & etandards dsud—he had to have been “Iving unSer a
i in couts and achors were e observabie. he doesnt mean change... No. Average man wouldnl tave raised the comolaint. rock” not to have Known,
T [ Jake s guilty. ARhough this seems to be 'n-mwm-lwldbdhoﬂnl
his way of commsvating t is unconmfuftatis. Those who domt fesl
|¥approprate In 3 work setting. Many After observing Jake's betavi are probably imaging that
wornen fesl a man touching them is should approach Jake & address & They should Jake is coming on to tham and are perfaps |Really tom on tho—I'm an affectionate persan and Average 4d comptan to 2 Person who wedt tomana gemend
tirate and  makes them explain {0 Jake that hés actions may be articipating or hopng for a more thvats  |this doesnY bother me. Woﬂodsonyhrhn— not go to mMaragemart. | would personmaly back stead of gong to Jake to say—I'm not
1 3 |misiterpreted & Wt they are wmppropriate. | redationship with Jaie. (wasnt 1o offend No. ey or be more direct wth Jake. comforiable with this.
Mgt shoul d tak ¢ action—edicate Jake &
Jake is not guilty at this time. i & his Taring—dsass his behavior wkh women he's  |Would feel uncamiortabie about his Yes, would feel uncormfortable but wouldn Ge a Just the fact that men do that but wamen are
after HR edy him, R &d & folow up to see if behavior |t ouching but wouldnt file a complaint for Notting except that R was confiding on whether & comptart for fear of retakation by Jake or threatened by & when R really shouldn' be
! be sana) harassmen. changes. _|fear of L Jake or management. |was or wasn\ sexg) harassment. Wiorking in HR. |management. =
No—but should keep his trands to himselt] Negatively—awasion of persanal spa Nathing except coudnt idertify with Jake—'m a
he shoud not assume toudung wantbe [Jake needs to know others are not receptive to his muwmummso& hands-on person too but his actons were
of vaation and he should stop & otherwise. hands off. No. Yes—the person shoud have told him no. Jake's acbors.

1 offersive to other people.

inappropriate—shouldn ave had to be told no.

Has ; ]




TDEALISTS  |Case Suwdy #1
Purticpant | Partcpart JGy —
Male Female | Leader [Non-Leader| Name Nsrber T Do you agres with Joycs's What do you think the average person would do? _|What were Tom's respomsbilities, if amy?  |What, if buthersd you about the case? [ Have you had amy related persomal superience? | What would you do—same as the average pers
Yes—¥ she is carvinced there is To svoid socal Interest I felow
samwtiing to complain abowt. It's not Probably do same or skviar as Joyce. Avp person | employses. This is usuaRy comman rule in
known i Tom would give Joycs better | would probably hande in tess publc way.Protably | most compaves today. if Tom refses &
asugTnerts ¥ not punuing her, Tom put (wont tel HR—too embarrassing—R would lead to cases a problem he ks respombie to
her In tough stuxtion. He should have person jeaving due to discomfort fe and lack of  [report his actions ASAPto enable mgmt to |Not cut & dried—had todecide based on facts. The| 'Yes—aame or simiar to Joyos—maryde woukdm
X X Ritzi 10| Guardan |6eaist ignored personal feelings. squal treatment or respect while working with Tom. |handle stuation best wary they can. fact that she wakted 32 long bothered me. No. 30 ._Tom shoud have known bettec.
Don't agree—concAnion only assumption—
could be mEnarcs reasons she didat pet He had no respaadities. Just thru Tom's
assigrowrts. No facts that Tom was the |Would have told Tom iiked himas friend but not hep & advice that she got right
raason. Shoud not have fied compiart  |interested socialy—abo might say | make R a pokcy | Fssigynar®. Joyve took his advice & gat
cause she never told Tom"no." Partly her|not to date co-warkers in case things dont go wel ii| assigrimmnts; when she he qut she stopped
fauk—was unetica) to use him to get wont be for elther. hm | geing them. Tom helping her as a frend— |Nothng. Sometimes not a ot of info—ard to go Ho—would tell Tom nicely and tacthully that | e
X X Pau 3 |ideakst Ideakst what she wart would ke to stay friends. Tell in nice way. nat for her wssi 3 nio & feei comect about § No. a3 a #lend and that | hoped we coud stay frien
Sometimes ndecsiveness can be wone
than yes or no. If Joyve st rterosted
she shoud clearlyset her baundasies,
Her Indecisiveness makes area of s&L || woud have made myself clear by stating She didnY set clearbardtaries—sat on the fence to
har. unciewr. She didn?t state her somethey e ... I'm fattered you would ke to get  [Tom should have reaized noBing good 'watch for her best ntewxs—aay be why she &dnY|
intertions from the siart. If feels treated |to know me better; however, | dont date people | |would come from contiual pUrsalt of a co- |get the assigTTeTD—ths behavior could carTy over
X X Pau, R. 5 |Artisan Ideakst urfairy o.... \work with at EFS. into her b praciices. No. No—wousd tet them fmaw boundaries.
Nols Mary responses were too to ft in the afiotted space and onses were abbreviated as best e,
pacament | Do you agree wih Joyce's conchalon? |What do you think the average person woud do? _[What were Tom's responsibilties, f amy? | What, i a buthersd you about the case? | Have you had any related personal mperisnce? | What would you do—same as the aversge parson? _ |What characters bothered or angersd you?
Yes—¥ she is canvinced thers is To svoid socal interest I felow
samtiing to complain abowt. it's nat Probably do same o simitar as Joyce. Avp person |empioywes. This is usually common rule in
ivown if T omwould give Joyce betisr | woud probably hande in fess publc way.Protably [ most comparves today. if Tom refuses &
asmgTnents f not pursuing her. Tom put (won tel HR—too embarrassing—R would ieadto | causes a problem he ks respombie to
her in tough stuxtion. He should tave person feaving due to discomfort fek and lack of  |repoct his actions ASAP to enable mgmt to |Not cut & dried—had to decide based on facts. The Yor—sams or simdar to Joyo—maryde wouldnt wak
[ 3 squal trestment of respect whie working with Tom. | handie shattion best wary they can. fact that she waked 30 long bothered me. No. 30 long. Tom shoud have known battec. Nane.
Dontag only
could be rumars reasons she didat pet He had no resparsbiities, Just thru Tom's
assigrowrts. No facts that Tom was the |Would heve told Tom liked him as friend but not help & advice that she got right
reason. Shoud not have fied complart  |interested socialy—3iso might say | make R a poity | sssigwnars. Joyoe took his advice & got Joyoe—fied complaint & she should have totd
cause she never told Tom “ne.* Partly her|not to date co-warkers in case things dont go wel 3 when she he quk she stopped him sooner then she did—nat nght to go
fauk—was unethica) t o use him to get wont be for eRher. hm  |petting them. Tom heping her as a frend— Nothing. Sometimes not a ot of info—&ard to go No—wsd tell Tom nicely and tactk@y that | iked um |wihaut Indication af that time and then fie a
B what she wart wousd e to stay friends. Tel in ice way. not responsible for her sssign-ments.  |into things & feel comect about judgrment. No. 23 a friend and that | hoped we coud stay friends. |compiwint.
Sometimes Ndeciveness can be worse 4
than yes or no. if Joyce isnt FRwrested
she chould clearly st har boundartes
Her idecisvaness makes area of sex. || would have made myself clear by stating She didnt set clearbasdaries—sat on the fence to
har. unciear. She didnt state her somethng ie... 'm fattered you would ke to gt |Tam sbould have reaiized noBing good watch for her best (Reremn—aay be why she Gdnt|
intecGors from the stant_ If feets treated |to know me better; however, | donY date people |  [wouwd come from cortaual pursuit of a co- [pet the sssigTeVB—tw behavior coud canmy over:
ist unfairy do.... work with st EFS. workeviemployes. into her business practices. No. No—would let them know boundaries. Nane.
ed as best possibie. ]




MALS Final Projed

IDEALISTS  |Case Swdy #1 METHODIST HOSPITAL GROUP
Patcpant | Particpant JG's
Maie Female | Leader |Non-Leader| Name Nutber | Temperment | Temperament |Do picagres with Joyee's conchusion?  [What do you think the average person would do? | What were Ton's responsibiities, If any? | What, If anything. bothersd you about the case?  |Have you had any relsted What would you do—same as the average pen
Yeos—Tom should seek input and advice =
from his level 4 person—he needs an
bjective apirion about Joyce's
No-there is no Fformation on how Joyce | The average parson would have come clean wth way. he needs lo fesl
performs her job. Maybe she's st a T om & Jet him know the chemistry st wasnt there. [that his deasiom 0n Joyce's assigivnernts
Oecent Level 2—parhaps there are others |Joyte would then be free to change jobs or are based on sobd ground, not in his
X X Lancaster |M-4 Astizan Idealist more gualified. departments If they couldnt work together. feeings for her.
]
»
Temperament | Do you agres with Joyce's conchusion?  |What do thnk the aver, would do? | What were Tons responsiblities, f any? [What, if anything, bothered you about the c330?  |Have you had any related personal iperience? | What would =i do—same as the sverage person? | What characters bothared or angered you?
Yos—Tom should seek inpit and advice
from his level 4 person—he needs an
objective apirion about Joyce's

No—thare is no informration on how Joyce
fperforms her job. Maybe she'sjpst s

decent Level 2—partaps there are others

The average person would have come clean with
Tom & let him know the chemistry st wasnt there.
Joyee would then be tree to change jobs or

if they couldn't work together.

peTiDTa wa-—eGwr way. he needs to fesl
that his decmiors On Joyte's asvigments
are based on s0bd grownd, not in his
feeings for her.




sist sex. har. but is gullty of harasonect. choice but to fire Jake.

|

No—jst the kind of person he is & mears
nothing. Lots of people touch othars
because tat was way they were raised.
Tedwicaly, yes, he is prabably gulty.
Today k seerms ¥ you touch asryone at al

Shousd tak to Jake & explain others not brought up
ke him & are not comformble. Explain exactly what
sex. bar. is & that his actions coud be
misiterpreted. Tell him to try very hard to change

Woud let t go or tell Jake they are not
comfortable & please stop. Would depend
on how wel you knew the person dong the
touching. Generally can tel ifthe touching is
sexal I you dont know the person you

Lack of information—did she ted him no before filing|

Jake should have Gealh with R differsntly at work. |No.

Yes—would let R go or tel him | was uncatfortable

o me that's not

st YOu Bre guity. TvTICatior—no mare touching mary think & is sex. har. |a charge? No. and to stop.
Probably not aware of his edars. Cese
seems to indicate his inocence;
however, Jake's Detavior is not | fnow gemanely friendly people who dont mean
his in buss His resporsibit anything by R—my tusband s Bke that_ Fell R was
to know right from wrong—wia(s Give Jake a verbai waming and then a wrilten At work co-workers would be clear he wasnt trying to harass bt he needed to Would have addressed the person direciy—most
warming. if continved uncormfurtabie. My husband is Bke that. peopie would have stewed about R for a while frst.

st professiorat and what's not.

|be_m

Didn give other person indscxtion first before

ted os best possible

TDEALISTS _|case Suay82 [
Participart | Partichant JG's Do you think Jake is guiiRy of sensal How do you thirk an sverage womam would = i
Male Female | Leader |Non-leader! Name Nurber | Temperment | Temperament |hewzzment? (What action, if amy, shouid managemert take? respond to Jake's touching? What, If amything. bothernd you about the case?  |Have you had any reisted personal experiencs?  |VWhat would you do—same 3 the sverage per
Most would autaTaticaly fesl
Do not know for sure If he is guity. He is Uncomdortable by being touched on
Gufrdkaly uity of creating a problem Shousd put a stop to Jake's betaviar. R teling him | choulders or back—in Awst cases wonman
where one should have been svolded.  (how R makes others feel doenY stop him he shoudd |would do nathing cause they may comvince
Should refrain from touching this way—nat|be made aware job and future are on the ine. If themseives I's better to go on being
gerOGaman-Bxe. He may not be guity of |mgmt needs to take a stand probably have not uncormforteble than to cause a daruption at |More difiat case—f k doesm bather you R's OK.
X Rtz 10| Guardsan Ideakst sex har. but i guilty of harassment. choice but to fire Jake. work. Jake shousd have dealth with & differsntly at work. |No. No—wouid tell ham to stop R ;
No—just the kind of person he is & mears Wouid jet k go ortell Jake they are nat
nothing. Lots of people touch others Shoud tak to Jake & expiain others not brought up | camfurtatie &please stop. Would depend
because that was way they were raised. (ke him & are nat comformable. Explain exactly what (on how wel you knew the persan donp the
Tectvicaly, yes, he is probably guity.  |sex. har. is & that his actions could be i ly can tel ifthe 'L
Todxy R seems If yout ouch mmyone at al | mesiterprated. Tell him to try very hard to change  |semal H youdomt knowthe personyou | Lack of information—did she ted him no before filing 'Y es—would let & go of tel him | was uncomfor
X X Pau, K. 3 /ideatist Ideaist vou are i cnsrusvERtion—no mare touching. | mary thnk R is sex. har. a charge? No. and to stop.
Probably not aware of his acbons. Case
seeqs to indicate his imocencs;
however, Jake's belavior is not 1 know genuinely friendly poople who don't mean
do in buss His resporsdity fthiny R—mytusband s ke tut. Fekk was
to know right from wrong—wia(s Give Jake a verbai waming and then a written At work co-workers would be clear he wasnt trying to havass but he needed to Would have addressed the person
X X Pau.R. 5 |Artisan Idealst or and what's not. ing. if cortiued uncomfonabie. be aware My husband is ke that. peopke would have stewed about & for a whie
|
Note: Mary resoonses were too keng to fit in the afotted space and responses were abbreviated o5 bes) possible | | | ,
Doywmuxnbmdunul How do you thénk an average woman would
rperament |harasonen? What acion, I ary, shoud manapement take? _ [respondto Jake'stouching? ~~  (What s . bohernd you abowt the case?  |Have you had any related personal sperience? | Whatwould you do-—same as the average person? | What charactens bothered or angered you? |
Most would autaTaicaly feel
Do not know for sure If he is guly. He is uncomfortable by being tauched on
Gufrdaly guity of creatiyg a problem Shoud pit a stop to Jake's betaviar. Rteling him | shoulders or back—in most cases worman
where one should have been svoided. how makes others feel doexnY stop himhe should |would do nathing cause they may convince
Shoudrefain from touching this way—nt| be made sware job and future are on the ine. tf theTseives I's better to go on being
gerGaman-ixe. He may not be gulty of | mgrt needs to take a stand probably have not unconmfortable than to cause a dsruption at |More dMat case—ifR doesmt bather you R's OK.
work. No—wouid ted him to stop R None.



MALS Fial Project

IDEALISTS  [cawe sty &2 METHODIST HOSPITAL GROUP
Partcpant | Partcapant JGS Do you think Jake Is pullty of senal How 00 you thirk an sverage waman woud
__Maie Fomale | Leader [Non-Leader| Name Number | Tempermert | Temperament |harassmert? What action, if any, should maragsment take? | respond to Jake's touching? What, ¥ » , bothered you about the case? _ [Have you had amy reiated personal experience? | Wit would you do—same as the average pa
The average worran might think Jake warnts|
more than a business rebrtarshp—
Even though Jake isnt int h zaly ¥ she doesn't know Jake wel or
NMMIWMWKODMWIMQMMMMNMM& hasn't spert much time around him. Many
no one even natices. VWhen he's mamied, |behavior. It isnt professiomal and coud be 4 would be offended, some even
X X Lancaster |M-4 Artrsan Idealst his wife will ndtice. to others. frightened, of the frequent touching. . . .
I ] ] ]

m harassment?

Do you think Jake is guiy of sexual

How do you thik an sverape warman wousd

What action, i any, should managsment take? respond to Jake's touching? What, If a

bothere.

d

about the case? |Have had amy reiated

e?

What charscters bothered or angered you? |

What would you Go—same as the averuge parson?

No—~he probably touches the guys too but
no one even ndtices. When he's married,

The average worran might think Jaks warts|
more than a business retrtarshp—
zaly i she dossnt know Jake wel or

Even though Jake isnt Sonaly

wwulukesmdbewseledwmodfyhb
Ibeharvior . it isnt professional and could be coThsing | waman would be offended, some even

hasn't spert much time around him. Many

st his wife will ndbice.

i

P



MALS Final Projeat

IDEALISTS  |case Swiy 83
Pusticpart | Perticipand JGs Do you think Cathy was justified in her  |What do you thewk of the respose given by the How do you think the sverape women =
Male | Female | Leader [Nonleader| Nsme | Number kL orn? Chief of Surgery? would respond inthis ehution?  |What, f amything, bothered you abowt the case? _|Have you had any relsted ?7__|What would you do—3ame as the aversge per
Catiry was more than justified in her Remarks made by Chief of Sspery abous teasing
complait cause there is no reason to by the other surgical team members wers purely Most women would also object to this
make senal ruTarks to ancther person  |sexist. These views & behavior not appropeiate— | behavior and would probably take a stand
when those rumarks can make someone |should be brougit to attendbon of somedare who can |legaby If deamad necessary. This type of
armfortable inthe working remove these men from thelr postions teasing and leresumornt is ot acceptabde in|
X X Ritzi 10| Guardian Ideaist emvironment. temporariyfpenmanently. |an place, especially st work. Blatant wrong actions. No. Same as biata
Yes—not necesmary in prof. setting. She Would coatirue on & lst Nm know they
samed her posdion & desarves respect | Sounds Bke he is epatbtical vain & TBwistc. don appreciste commevts & dont belong
for her achievaments. Herhard work & |R esparse was umecesxary & uncaled for. Inkia)  |in surpery and please stop. Ovdy choice is
cacrifices she made to 0t there are the |statement very ruppropriste & none of his remarks (to grin & bear & or fle charge. If avp person|
price she paid to be one of them* not her|shoud have been made in prof. setting. Has nothing |got tired of Bstening tok they would file
X X Pau, K 3 |Ideakst ideatst seamity. Ths is sexal asssment. to do Wi how wel she performs-totaliy out of ine | comphaint. Job is going to be miverable -Didn't like the way men were treating her. No. Y es—would end a
It was msguided. Cathy may be the only female on. She may not address k twough a charpe mrm
Yes, women or men ehoutd not have to  [the team. The price she paid to get on the team a : st leave hospRal |
lendure senal aastng in the 'was hours of studyihg not beng owsiderin a men's have gone to thelr supevisar if tppy there; F
X X Pad, R. 5| Artisan 1deaiist chd. Address the issue as sexal vassmort. | The whole thing—ciearky wrong. No. 'would leave aiso.
Note: Mary responses were too kana to fit in the alotted space and respomses were abbrevisted as best possibie
|
Do you think Cathy was justifed i her | Wiat do you thewk of the resparme Oiven by the How do you think the average woman
mlneﬁwﬂ Ctvet of Surgery? would in this siustion? What, If anything, bother ed you about the casa? _|Have you had any relsted personal sxperience? _|What would you do—same as the sversge person? | Vitat characters bothered or angered you?
Catly was more than As2ified in her Remarks made by Civef of Surpery about teasing
|comptairt cause there is no reason to by the other surgical team members wers puraly Most women would aiso cbject to this
make seaml remarks to ancther person  |sexist. These views & behavior not appropriate~  |behavior and would probably take a stand
when those Murarks can make someone |should be brought to attertion of someone who can |fegally if desmedmcessary. This type of
uncomfortable in the working remove these men from thet postions teasing and lresomont is not acceptabs in)
’ ervironment. tempararky/permanently. an place ialy at work. Blatant actions. No. Same as Catiny—very blatantly wrong. The men in surpery. |
| — LoSatart Jeong Actions.
Yes—not necesmary in prof. setting. She Would coatirue on & st N know they
eamed her posRion & desarves respect | Sounds ke he is epatatical vain & Fawntic. don appreciste camvments & dontt belong
for her achievaments. Her hard work &  |Resparsewas umecessary & uncalod for. Inkia)  |in surpery and please stop. Ovly choice is
sacifices she made to get there are the |statement very rapproprite & none of his remasks |to grin & bear & or Se charpe. f avp person)
pnice she paid to be one of them* not | should have been made in prof. setting. Has nothing |got tired of lstening to R they would fie
# . This is sexual harassment. to do wl howweld she out ofne | compiaint. Job ks going to be mverable - No. Y es—would end a Chief of Surpery’s comments.
It was msgsded Cathy may be the only female on She may not address R tyough a charpe since she's
Yes, women or men should not have to  [the team. The price she paid to get on the team a professicral-cmsd st ieave hospRal. | would
endure sexal aaszing in the 'was houss of studyihg not beng outsider in a men's have gone to thelr supevisar f happy there; If not,
i workplace. chb. |Addr ess the ssue as senal laracwment. No. Fuld leave also. Chéef of Surgery's comments.
1as best = ]




IDEALISTS  |Cawe Swoy 3 METHODIST HOSPITAL GROUP |
Padart | Participant JGs Do you thirk Jake is guiRy of sanal How do you thrk an sverage wolran would
Male Female | Leader |Non-Leader| MName Nsrber | Ti T 7 What action, if sy, shouwd managemarnt take? regpond to Jake's touching? Vvhat, If anything. bothered you sbout the case? had any retated 7 |What would you do—same 83 the
I'm not surs why the avp woman would do.
She prubablywmsd not make too many
What a pompus ass| Complately & totaly 'waves in public, but In privacy ted the Chief
Yos—uniews pons size was also fak inappropriste and beixting to ted a felow surpeon | of Supary that she fok bsu ed by his reply
game in the doassion—she was being  [that her gendes is more nowiedgaable ebout soaps|& frarsdy surprised at his outdated warys of
X X Lancaster |M-4 Astisan iceaist tarassed. &shopping.
[ ] ] ]
Do you thirk Jake is guiity of sanal How do you think an sverage woman would
Temperament | arassment? What action, i any, should managsment take? respond to Jake's touching? bothered about the case? had any retzted 7__|What would you do—same a3 the sverage person? _(What characters bothersd or angered you?

Yos—uniess penss siz» was also fak
game In the deassion—she was being

What a pompus ass| Complately & totaly
Inappropriste and beixting to ted a febow surgeon

3 5

that her gendes is moTe inowledgaable ebowt soaps| & frankly surprised at his outdated ways of

I'm nat ere whythe svp woman would do.
She probably would not make too many

waves in public, but In privacy ted the Chéef
of Swpary tiat she fok kmauked by his reply

Ideakst
—

g



MALS Final Project

IDEALISTS  [case Swdy &4
How could nurse's bahavior with rude men have ===
Participant | Participant JG's How reasanable is k to expect her to been changed to prevant sameans ke Da rmen from | How do you Girk the sverage woxran
Male Female | Leader |Non-Leader| Hame Number | Temperment | Temperament |overiook euch batarvier ? | misinterprating? would handie this typs of job responsibiity? (Wiat, ¥ amthing, bothered you sbout the casa?  |Have you had amy related personal experience?  (What would you do-—same a3 the sverape per
Nurse should harve been less humorous and tolerant] Would probably think that she also must be)|
Shousd not be overiooked ortaken of her patients. Don think any special trestment | more tolerart Wowasds male patierts. | donY
Sghtty. OonYt thirk this type ofbetavior  |should have been alowed towards pabents due to | bebeve that it carrect way to hande this
should get any special treatmert or their sanual Eff . H they are uncarfo R's|type of job resparabiRy. No special She shoukdint have fek that she had to be hat way/|
X X Rz 10|Guardan {0eatist tolerance in amy enviroreTrent. not Lp to nurse to help/espacially by tolerating treatmest shoudd be given to opposite sex. [to make psopie comfurtable. No. Would not have been tolerant.
t's reasarable to expect her to overtook
inervaus jokes; R's not rezsarmble to Would keep R on prof. leve! & do what they|
@pect her to averiook a sanal pund. | Could cwnge to very tusiness stthude & notbe  |can too make patient fee! at sase wio
When she refused Rwas a sign for him to|friendly. She should stop woTTying about therr comprisng tuwrmeives. Today R's to0 easy
stop. His graphic messages comfort, just do exam & leave. Maybe could have | for people to cry sex_ har. & have people
pamoographic &3ex har. No one should |male nrse do exam. Have male msse or doctor tel |doing whint Dasren did. Becaws of this
X X Pau, K 3 ideabst |deakst have to tolerate. men she Is capable murse; only putting at ease. peopie tendto be usiress&ks. Maothing No. Y dd keep & on a professh level
The mrse has already overiooked the
commerts; however, Damren went The avera ge woman would shysway from |Fel for the mese practioner —Oying to make the
Deyond the boundaries set by the rurse. the job and woukd not set clear boundanes |average person feel more cotdariabie—reeds to Would probably do the same thing as the avg.
X X Pau. R. 5 | Artisan |8eakst This should not be overiooked. Be strictly business. (a lot of women do not Bie conflict). find a common ground. No. ots of women dont lke corflct.
Note: Mai £5 were too to fit in the aflotted space and were abbreviated as best 5 | =2

How reasanabie is R to expect herto  |been changed to prevent sameone ke Darren from | How do you Buk the sverage woman
Mmmm‘r misinterpreting? would handie this type of job responsibiity? |What, if amything, bothersd you sbout the case? | Have you had any reisted personal experience? (What would you do—same as the average person? (Wit characters bothered or angered you?

How could mss0's bshavior with nude men have

Shoxsd not be overlooked or taken
Sghtly. Don Bink this type of behavior
shousd get any special treatmert or

of her patients . Don't think any special trestmernt
should have been aliowed towards pabents due to

Nurse should have been less humorous and tolerant|

Would prubabily think that she also must

befeve that is carect way to hande this

their senia! dfferance. If they are

r's

type of jobresparali

mors tolerart Wwasds male petierts. | donY

Y. No specia)
treatimest shatld be _given to opposiie sex. [to make peopie comfotable.

be

She shouldt have fek that she had to be that way

even though she was open about k.

Owren—wrong to iterpret the way he dd

4 |tolerance i any ewroremert. not up to murse to helnlespecially by tolerating b No. No. Would not have been tolerant.

X's ressaable to @xpect her to overiook

nervaus jokes; R's not rexsarmble to Would kesp k on prof. leve! & do what they|

€pet her to averiook a sannlpund. | Could change to very tusiness attihude & not be c2n too make patient fee! at ease wo

Vihen she refused Rwas a sign for him| ly. She should stop ying about ther comprisng turmeives. Today R's too easy

stop. His graphic messages comfort, just do exam & leave. Maybe could have  |for peaple to cry sax_ har. & have people Notb d—jst find some peopie who take

|parmoograghic & sex. har. No one shoud |male nurse do exam. Have male mxrse or doctor tel | doangwhat Darren did. Becaw of this things out of context no matter how hard you
3 have totolarate. men she Is capable murse; only putting at ease. people tend to be basewrss&ke. Nothing No. Yes—would keep R on a i level Jtry.

The msye has aiready overiooked the

|comments; however, Darren went The average woman would sty sway from |FeR for the nurse practioner—Zying to make the

beyond the boundaries set by the rerse. the job and wouki not set clear boundanies [zvera ge person feel more camfaable—needs to [Wouldd probably do the same thing 55 the avg womarn-|Dasren's reaction—wert beyord the
t This shoutd not be overiooked. find a_commenon ground. No. Jots of women dont Bke corfict. boundaries, st

|

Be strictly business. {a lot of wamen do not e confiict).




Efes Pk Fiprs

IDEALISTS  [Case Swdy#4 METHODIST HOSPITAL GROUP
How cowd murse’s balevior with hwde men have —
Participant | Participant JG's How reasonable is & to expect her to been changed to greven) someone Bikka Dasren from | Howdo you thnk the sverage woman
Maie Femmale | Leader |Non-Leader| Name Nurber | Temperment | T roriook such betavior ? | misinterpreting? woudtande this type of job responsiblity? |What, I amything, bather ed you about the case?  |Have you had amy reisted personal experience?  |What would you do—same as the average pe
The average woman heathcare worker of
any kind kandes seeing male nudly caimly

3 asa maBley of bisivess. R is not

Here behavior isn't in need of changing here. Darren [something to be joked about. She is looking
Not at all reasonablel There is a clear ine|is a looser & ciearly in need of some help here. He |for signs of e—tiveatening doesse—~man
betwoen practioner & p atient that has is clearly warped to persst for weeks when she should respect her knowledge-nct distract
& her.

X X L M4 Artisan Ideakst clearly been crossed herel clearly & immediately said Nol '_
I | | =

How could muse's batarvier with rude men have
Howreasonable is & to mxpect her to been changed to prevest someone ika Darren from | How do you think the sverage woman
misinterpreting? _ woudtande this typs of job responsiblity? [What, ¥ amything. bothered you about the case?  [Have you had any related personal experience?  |What would you do—eame as the sverags parson? What characters bothered or angersd you?

overiook such belavior 7 esing

The average woman heathcare worker of
any kind kandes seeing malenudly cabmly
£ asa matter of busiess. It is not
Here behavior ksn't in need of canging here. Darren |something to be joked about. She Is looking
Not at all reasorablel There is a clear ins|is a looser & clearly in needof some help here . He |for signs of He—tiveatening dsesse—~man
should respect her knowledge-nct distract

between practioner & p atient that has is clearly warped to persist for weeks when she
palist clsarly been crossed herel |chearly & immediatety said Nol her.
|
| " !
——

t

N
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Elabwe is astified in her anger, but rmay
have been a Rtie hasty In resignérg. She
Gd not expiore the reasons that sho was

The companty should have postedthe job and ths
woud have given other empioyees a chance to
apnh~ end, If overiooked. to find out whty.

angry as Eiaine but most would oheck with
Mm@ or persamel to see why they were
not offered the potlion. If then they see X,
a ‘would most Tollow.

palit overiooked for the poskion
T |Nopatiedin beng shocked & outraged
but she reacted wihout thiking and wio

finding reasons for the promotion. Should
harve taked with s1p. or persorme) dept.
Could be an erea where Elaine s Nt

from p coud have caled Eiaine
to ephain what was going on and why she was not
petting the postin. Could tel her she is excelent
and don’t want to lose her. Most comparnies not this
iderste.

f

No, Elaine shouldhave approached her
boss for a reason—amy find reason
justified. If concerns are not aswered
she should wak few weeks before

Sgreng—may see things dfferertly in
cowple of weeks.

st

Post the postion. Posting the position will alow
the to

everyone the opportunity to appiy. habits & maybe be next promated.

Woud be very upset and mad. Before they
just gave wp & resigned they would coal
down, tak to saveore. If st uappy
'would look for other job befare quitting or

stay I explanation was reasonable.

Wai, tatt not approach ther boss. Most
peapie don wart to cause problems & by
addrexxing the bsue the employee ks left
open for honest Nput of thetr work. It is thry

Baine was hasty—should harve booked into k and
management shaud have posted the ik

FeR that she had the 1ight to be upset but there are
|other things to do besides reacting WSO thinking.

No tut have seen & happen to others.

Woukd react ixe Eline but would check & out befare
resigning.

Elaine's hastiness and mamagmnent's not
ing the job.

Yes—woudd do as | explained for svera

pe person.

She should harve taken more time to think about this|
before responding & company should have met with
her sbout the rexzors she wastt salectsd.. We
prabably have al experienced ths—dont know
whether to approach boss or aok—eaves

No—| would approach boss after | wateda whie. Ehaine was 2 Rtle hot-headed.

ated as best possible.

IDEALISTS  |Case Sty #5
Participart | Partiagat IG's Do you bedeve Elaine is jstified in her What should the camparty have done dfferently Vhat do you think the average waman
__Male Fernale Leader |Non-Leader| Name Nurder | T Ti ? and wiry? 'would do In Elzine's saation? What, ¥ anything, bodyered you aboul the case?  [Have had related ?
Average parsan would probably get just as
Baine is justified in her anger, bt may mgry as Eaine bit most would check with
have been a Rtie hasty In resigniyg. She |The company shausd have postedthe job and ths (Mg or persanel to see why they were
did Nt explore the reasons that sho was |wousd have given other empioyees a chance to not offered the potlion. If then they see ft, | Elaine was hasty—should have looked into X and Wousd react ke Elaine but would check R out |
X X RRz 10|Guardan ideaint overlooked for the position. apphy: and. f overooked. to find owt why. a resigration would most ety follow. manspement should have posted the job. No but have seen R happen to cthers. 5
No—atifed in being shocked & outraged
but she reacted without thskdng and wio from p coud heve cafled Blaine  (Would be very upset and mad. Before they
finding reesons for the promotion. Shoud [to explain what was gong on and wity she was not |just gave wp & resigned they would coal
have taked with sup. or persomel dept. | petting the poslian. Could tef her she is excelent  |down. tak to someane. If st uhappy
Could be an ares where Baine is not and dort want to lose her. Most comparses not this |would ok for other job before quitting or | FeR that she had the right to be upset but thers are
X X Paul, K 3jldeakst |Geaint ouakfied. cormidarute. stay ¥ eplnation was reasonable. cther things to do besides reacting wAhalt thinking. |No. Yes—woudd do as | for average pars
No, Blaine should harve approached her Wa, tat not approach ther boss. Most | She should have taken more time to think about this|
boss for a reason—mary find reason peapie dont wart to cause prodlems & by |befure respondng & company should have met with|
asstified. If conces are not amswered addreszing the Bsue the employee is left | her about the reasors she wasnt salected.. We
she shoud wal few weeks before open for honest Fput of their work. It is twu| prabably have all experienced this—dont know
reSgreg—may see things dfferertly in | Post the poslion. Posting the pesion will alow this input employee can improve work whether to approach boss or aot—eaves empioyee
X X Pau, R. S|Atisan ideatst couple of weeks. everyons the to A habéts & be next = Probably. No—| would approach boss after | waked 3 wh
1
Note' Mamy resoonses were too lang to fit in the aotted space and responses were abbreviated as best possibie. | |
Do you bedeve Elaine is pstified in her | What should the camparty heve done dfferertly  Vhat do you Uk the sverage waman ,
smperamert |reaction? and whry? woxdd do In Elsine’s shation? What, f anything, bothered you about the case? | Have you had af retated personsl experience? |What woud you do—same s the average person? |What characters bothered or angerad you?
Average parsan would probabdly get just as



MALS Fral Propa

IDEALISTS  [Case Study #5 METHODIST HOSPITAL GROUP
Particpant Do you bebeve Elaine is potifed in her What should the coTpay have done differently What do you think the sverage woman
Femate | Leader [Non-Leader| Name reaction? and win? would do In Enined shution? ¥ amything, bothered you about the case? ’hﬂﬂhﬂﬂmmﬂ? WMw‘dﬁb-mnmm!!E

No—Elaine would be trowing sway § yrs
of effort without a fight. She should take
her stack of letters & go in & have a
seriows tak wkth her boss. Perhaps there
'were special crasmstances that aremt

Most ¥f not all job opportunities shoud be posted &
those irterested should have a chance to intervirw
for them. Not to do 60 merely ImRas low marale,

The avp person might do just what Elaine
dd—the stronge person would cool of! Qust
abk) wite downthetr kst of cotrdations &

known but she cantstay without oatxtion about Motives, low work output (Wity |90 in poskively 1o ask about other
X X Lancaster |M-4 Artisan Ideatist feslings. bather”) & gves psonie no fesing of cotral . . opportunties.
- 1
Do you bedeve Elaine is potified in her What should the camparyy have done differently Wrat do you think the average waman
mmﬁw? and why? would do In Enine’ shumtion? What, if . bothered you sbout the case? | Have you had any retsted 7 __|What would you do—same as the average parson? |What characters bothered or angered you?

No—Elaine would be tyowing sway 5 y3.
of effort without a fight. She should take

her stack of letters & go in & have 3 Most if not al job opportunities should be posted & | The avp person might do just what Elaine
seriows tak wih her boss. Perhaps there |those interested shoud have a chance to Tterview |did—the stronge person would cool of? Qust
'wers specia) drastatances that aremt  [for them. Not to do 50 merely invites low morals, |2 bit) wite downther list of cotrtations &
known but she can tstay wthout poaation about Matives, low work output (\why |90 In poskively to ask about other

jeshst 3 & no of cotral. . . i

e —




MALS Firal Project

GUARDIANS |cute Sy 81 =
Pabcpart| Particpant 3G
Male Female | Leader |Non-Leader| Name Number | Temperment | Temperament (Do whh Joyee's conchasion? |What do you think the sverape person would do? _|What were Tont's responsiblities. M amy? _|VWhat, f amything, bothered you about the case? _|Have you had any reiated personal mxperience? _|What would you do—same as the average per
|Avg pers on would have made & more clearto Tom
tat a social retaborsdip was not in her interest. To ermsrs his feeings didnt ifluence
Dw doesnt appear T peope what I's fketo be in Tom's|Joyce's job in any way —depeawing on
used his iffluence— Joyce may be posion & would let him down easy but stil Joyce's reparses, parhaps Tom should Mnmmmd?mmnm i'mungle—wark is best place to meet Hard to Make k cear to Tom that go
g Lo use his i to move . Everyone would know where other | have recagraad sooner she wasn't g are taboo in today’ 'would pursUe somecne harder outside of work— wasn warted—et him down eas
X X MBer 14| ldealst | Guardian up. istood. interested. envirormment but he didnt see a case. contyue to ask if not given an odviois NO. _|is how I'd wart to respond.
i Joyce egressed desve to progress Tom
should aorwrunicate why she wasnt getting|
addt) magyrerts-—¥ she Gdnt ©gresy mmm«mm
On the surtace possibly—need more Bamne & on Tom and quk or accept the deadend  [this, he anly reeds to that hec | brf G d level 3 work was
X X Hotmesster 12|Artisan Guardan irformeation. liob. performance is svakudle. nHR Would address the ivsue ¥ 1 fekt & was
Tmmmmmvwm
Mlmmeeo-Tunmymt JoweMdhwlRTomkmwr‘:«nl actors He shoud not have pursued Joyce
have given her assi bhe were d. She shauld have for several montts. He should have elther
did not feel she was qualified forthem.  |nvestgated as to reason wasn't getting taken hint she wasmt rterested or asked
ABhough Tom may have bad abityto  (assigments instead of assumng Tom was her of her interGors. As a superior he Needed mare o, how often ks he pursuing, what
help doycse, the info given in patagraph is |preventing them for social reasons. Shoud not probably shoud not have pursved her resporse has she given; is she leading him on; no Let him know advances umweicome—investigal
X X Pheips 4|Guadan Guardan not conchrsive. Jassume sexal harassmert. |socialy ifo on her adblies and quacations. None. reasons for not petting assignmarnts | wanted.
No—dar decision ks ufounded. Because
fewer asugments ara caming her way | Joyce was using Tom to get ahead by stringing him |Snce & seemed abight to date a co-
Goesnt mean Tom was respansdie. along.Decided totake & out on Tom when not 'worker, | daot thnk Tom was at fauk.
Pestaps given to someone elve becaise (Moving tast enough. Avp person would ask Jayce did not Sat out turn him down, 30 Didn know whether & was acceptable for them to
more quaified, work schedule worked out supervisar for chance to work on assigrvments— Tom probably kad hopes of dating her and |date—sounded ke she was using him but diam Would have asked for the desired assignmant:
X X Runo 2|Ra Guarde best, had previous ¥ needs to let boss know quakfications. there fore cortirued to pursus. want to hurt him. None, boss know qualifications.
Note: Many resporses were too lang to ft i the alotted space and were ablyevixted as best 1 | ] ,
mm sgree with Joyce's conchreion? | VWhat do you think the average person would do? | What ware Tor's responsibiities. ¥ amy? | What, if mmything, bothersd you aboutthe case? |Have you had any reisted personal mxparience? _ [What would you do—same as the svers 7__|What character bothered or angered you? |
Avg person would tave made R more clear to Tom
Ut a social retatiorship was not in her interest. To ersur his fesings didnt influencs:
Disagree somewhai—doesn’t appear Tom| Most people understand what I's fketo be in Tom's|Joyce's job in ary way —Gepearding on
used his Sfuence—Joycemay be m&wﬂumdmnwmﬂ Joyce's repaset, parhaps Tom should | Nothing in partiatar, no evidence of Tom using his | I'm aingle—wark is best plac 0 to Meet someans— Mtom—&mlduﬂn‘l’mhnﬁl
0 to use his i to move Everyone would know where other |have recagramd sooner she wasn't inrehps are taboo in today’ wotld pursue somecne harder outside of work— wasnt wanted—iet him down easy—ths | Not partiaturly bit stame R bad to happen—
mrdsn - stood. [ . envirargnert but he didnt see a case. may continue to ask i not given an dOvious NO. _|is how 'd warnt to respond. disappointed the complaint had to be rained.
Not encugh #c review
Onthe mrface possbiy—asedmore Bame R on Tom and quk or accept the dead-end  [this, he Oy rees to that hec missing— d level 3 work was Saw case as typical in that Joyte was
wrckan 3. liob. pectuTaree i acceptable. svakuble. Training in HR oniv—no personal experance. Would address the ivsue dirsctly Iif | feR R was unfar. | drawing conchsiars wio full F¥orT@tion.
= Tom shoud karve taken resparashility for b
Dom-gnnthweo-Tummymt Joyce shoud have let Tom know his soc) acGors He showd not have pursued Joyce
have given her were She should have for several montts. He should have elther
dd not feel she was qualified for them.  |nwestigated as to reason wasnt getting taken At she wasm interested or asked
ABhough Tom may have bad abiiky to assignmernts instead of asesming Tom was her of her stertions. As a sparior he Needed mare ido; how often is he pursuing, what
help Joyce, the info givenin paragraph s |preverting them for social reasons. Shoud not probably shoud not have pursved her resporse has she given; is she leading him of; no Letl-nkmwathncesmv—mm.
wardian not conchrsive. assume seaal harassmernt. sochl rfo on her ab#ies and qualfications. None. reasons for not | wanted. Ho
No—dar decision is utfuunded. Because
fewer asugymerts are coaming her way | Joyce was using Tom to get ahead by stringing him|Since & seemed akight to date a co-
doest mean Tom was resparsitle. along.Decided to take R out on Tom when not 'worker, | dant think Tom was at fauk.
P ertaps given to comeone elve because |moving tast encugh. Avp person would ask Joyce &4 not Sat out Lm him down, so Didn know whather & was acceptable for them to
more quatified, work schedule worked out| supervisar for chance to work on assigvnents— Tom prabably kad hopes of dating her and | date—sounded ke she was using him bt didmt Wousd have askedfor the desired asugrmernts, Jot
ardan |best, had previous experiance needs to let boss know quatfications. there fore artirwed to pusue. want to hurt him. None. boss know qualifications. No—but disappointed in Joyes.

Fied 32 best possbie,




GUARDIANS |Case Sudy#t METHODIST HOSPITAL GROUP
Participant | Partapant Gy
Male Female | Leader |Non-Leader| Name Nutber | Temperment | T Do you agres with Joyce's ?7__|What do you think the average person woukd do?  |What were Tom's s, I What, if anything, bathersd you about the case? _ |Have you had amy related personal experience? WMEMum.wﬂEE
| do not agres. athough sexnl
can be perveved Yes, If Tom clearly had poww of pramation or Clearly Joyre knew that this individo | was | There wa's iTenediats assumption of Quid pro qUO
that is how victim percetve k. From the  [advancemart of Joyce he should ether not pursue  |Infuertial & facts of case did not uncover her lack of exsigy Yes—was |
description there was no over Quid pro | the retxtionship or try to see if he could be removed |quid pro quo, therefore she could have foslng this becaise | was a male? Tom should not
quo. Tom didn state that iy order to from authory over Jayce s0 he coud advance the |Inforred him Brvrediately of her lack of have begun a retatiorahp —I'm fm bebever of not
obtain assigrenerts she would have to hip Als 0 Tom should have ceased his interest. Case could be made that she was |dong samething If & doesnt appearto be Have ind oxparince ivestigating these types of
x X Hall M3 Guardian consent. . .. inkigives |using hm. |=ppropriate. Yes, same as avera,
Yes—i she dd raspond to socal nquiries | Not erougd Infurmration. How did he pursue her?
that she is ot interested, then he shoud | May not karve been exsigyrawts svadable bt she
Yes. she is avssrang her social As above, pertaps not to the level of pursming stop. Wiy dd Joyoe never controrit Tom & | wasn seaking biforatioon abowt that. FelR
respanvaress wil ply a role. Yet this a|charges. Pechaps resigning her posltion or remang |ask exactly what were his TS, 2180 Pt «med both sides of the storyas a
X X Renkert M-1 Ratioro! nct clearly : at Level 2. the lack of assignments. part of my manaperial style—she ddnYresearch. . .|No. Yes, same as average person.
| |
| 1 =
smperament (Do you sgres with Joyce's concusion?  [What do you think the av: woud do? (Wit were Tom's M What, ¥ badervd you aboct the case?  |Have you had any retated ?__|What would you do—same as the avera T _|What charsctars bothered or angered you? |

| do not agres. akhough sennl
haras sment can be perveved shation,
that is how victim perceive k. From the
there was no over quid pro
quo. Tom didmt state that in order to
obtain assigrvnents she would haveto

jardan ___|consent.

rdian

Yes, if Tom clearty had poww of promation or
advancemant of Joyce he should ether not pursue
the retatiorahup or try to see if he could be removed
from auwthorty over Joyte $0 he could advance the
retrtion=hip Als 0 T om should have cazzed his
intitives

____using hem.

Clearly Joyce knew that this indvido! wes
Infuertixd & facts of case did not uncover

There wa s iTenodiats assumption of Quid pro quo

quid pro quo, therefore she couldhave
inf ormed him imsredistely of her lack of
interest. Case could be made that she was

Yes. she s avmsting her socal

As above, pertaps not to the level of pursing

resparsiveness will play a role, Yet this is|charpes. Pechaps (wsigning her postion or remaing

et determined.

at Lovel 2.

Y es—¥f she 34 raspond to social hquiries
that she is not interested, then he shoud

stop.Wiry dd Joyoe never condront Tom &
ask exactly what wore his also

her lack of exsigy Yes—was |
fosling this becaiss | was a rmale ? Tom should not
have begam a relatiorship —'m firm bekever of not
doing samathing ¥ & doesnt appearto be
| approgriate.

Have had expariance vestigating these types of

Joyce's complaint—there wers 5o tow facts to
R

question the lack of ersignments.

cases. Yes, same as avarape person.
Not eougd Information. How did he pursue her?
May not have been exsigyrarts svadable bt she
wasn seeking Fforatioon about that. Fek
b d both sides of the story as a (Would be uncotdartable in Joyce's position—i
No. Y es, same a3 average person. __|mary impact my career.

part of my manageriai style—she didn? research.. .

I ]




MALS Firal Project

GUARDIANS |case oy #2
Patopart | Particpart G Do you thek Jake s guiiy of sexal How do you thirk an sverage worman would
Male Female | Leader |Non-Leader] Name Nurber | Temporment | Temperament |harassmert? What action, If should mana take? to Jake's touching? What, i amything, bothered you sbout the case?  |Have you had any related wnce?  [Whit would you do-—smme a3 the sverage pe
Mgt shoud speak with Jake and let him know his || bebeve avp wamen would be somewhat
betavior is offersive to some and & shoud be unconfortable, but most would probably noll
Yes, bocause the betuvior 5 swanted | doaxtirued. | bebeve Jake shoud be given the S3y a lot about the behwvior. Some woman
and makes anuncomtfortable shation. | chance to prove he can change. | dont think Jake | might move away from the touch as way of
The behavior can be construed as senal |ntanded to offend $0 Mot shouwd work w/him. to | letting man know contact s unwasted. Woudmove awary —prabably wousdnt fiie ot
X X Miler 14| Ideakst Guardian harassment. change. Othver may directly tol Jake to stop. Bathars me—mwkes me fee) awkward. No—but have seen this happen before. Would tolerate wrdess extrame.
Depends on Jaks. if he's well known the
average could be OK. I they didn know
Probably not. But he does need to stop | Dscauss Jake's behavior w/ him and require him to  |him, I'm sure they'd be uncardortable, It's st going on—enaugh info owt now that this is
X X Hofmeister 12| Artisan Guardan |his acBons. Touching shoud be receptive.|correct his behaviors. (unless they warted to be touched). intolarable—shoudt be happening. |None Depends on ¥ wel wrown or not.
Jake is guity of sex. har. if his actions
make the other person feel M grut should irform Jake his Ytouching” is
uncomfartable. The waiman shoud have | waccaptable betandor in work place. if Jake |An avg person shoud infanm Jake that his
told Jake that his touching made her fesi |cantiwes totouch, then mpmt shoud formaly touching makes her fesl uncortortable if
uncaomtfartabie. if he contirwed to touch  |reprimaind Jake. M gmt should also educate Jake Ut is the case. Some wumen realize tat
then E is a ciear case of sex abott sex. har. as he may not reaize the error of Jakuﬂoun’tmnamrum&wdna Nathing but age has a lot to do with this—older men
X X Pheips 4| Guardian Guardan harassment. |his warys. fie any charpes against him. ey not be poliicaly coredt, yet are tarmdess.  |None. Ted Jake i | feel uncordortable.
1 do not think Jake is gulty. He was not
fondiing or gropeg. There is dffereice |t seems from study that Jake has been The avg women would have asked Jake to
betwoen fonding/gropng & st putting a | ayrerusicating with words & touch for some time.  stop touching her. She could say " dont
hand on a shoulder or in the smal of Mgt should have toid him long a go that feel sarfortable when you touch me.® She
one's back. This type of action is stil eating Whouch is rrable, this type of |should astted him to stop. If she know
bt not worth sex. har. action could be comstrued differently by women, and|Jake didnt mean amyhing she could wam should have intervened a long time
X X Runo 2|Rationa) Guardan | complaint. lm. him some may miscomstrue fis acBons. age. No—tut has had & happen. Same as sverage woman.
Peore: Many resporses were too king to fit i the alotted space and responses were abbrevisted as best possile. | i
= Do youthink Jake is guiy of sexual How do you think an average woman wousd
Temperament |harassmert? What action, If sy, shoud management take? respond to Jake's touching? What, f amything, bothered you ebout the case? | Have you had any related personal 7 __[What would you Go—same a3 the sverage person? | What 3 bothered or anpered you?
Mpmt should speak with Jake and let him know his || beSeve avp wamen would be somewhat
betavior is offensive to s0me and k shoud be unconmfortable, but most would probably not)
Yeos, bocais o the betwviar is uwanted | dscartiued. | bebeve Jake should be given the sy a lot sbout the betmvior. Some wamen
and makes an uncomfortable stuation.  |chance to prove he can ohange. | dont think Jake | might move Zway from the touch as way of
The behmvior can be construed as sexsal |ntanded to offend so Mt should Work wYhim. to | letting man know contact s wrearied. Wouldmove zway —probably wouldn't fie complairt. |Jake bothers me but desecves chance to
J&E. Bothars me—makes me fee) swkward. | No—but have seen this happen before. siess extreme. behanviors

_{Guardan

| uarian Va

_|Guardan harassment.

Other mary directly tell Jake to stop.

Probably not. Bt he does need to stop

| Guardan his acions. Touching shoud be receptive.

Discuss Jake's beha vicr wi him and require him to
correct his behaviors.

Jake Is guiy of sex har. iftis actans
make the other person feal

M grut should irform Jake his touchng” is

The wurran s
told Jake that his touching made her fesi

betardor in work place. ff Jake
contirwes to touch, then mpmt shotdd formmaly

. he d to touch
Mlbldarmenfux

pre Jake. Mgt should also educate Jake
about sex. har. as he may not reakze the error of
|his warys,

| uniess they wanted to be touched).

Depande on Jaks. if he's well known the
average coukd be OK. If they dnt know
him, I'm sure they’d be uncormdortatie,

It's st going on—anough ifo out now that this is
|intolarable—shoudn be happening.

Depends on ¥ well known or hot.

An avg person should infarm Jake that his
touching makes her fedi uncarofortable if

that is the case. Some wamen rsakize that
Jakes doestft mean any harm & would not

1 do not think Jake is gulky. He was not
fonding or groping. There is dfferance
[between tonding/groping & st putting a
hand on a shoulder or in the smal of
one's back This type of action s stil
unacceptable, but not worth sex. har.

It seems trom study that Jake has been
| crrerusating with words & touch for some time.
ummmwmwamm

whouch s bie, this type of |
|nm=n¢dbe construed
to

The avg women would have asked Jake to
stop touching her. She could say "I dont
feel aatfortable when you touch me." She
should justtel him to stop. i she knew

Nathing but age has a lot to do with ths—older men

fie s charpes against hm may not be politicaly comed, yet are hamess.

Tell Jake if | feel uncorrdortable.

Jake's behavior—complete lack of respect

Jake didnt mean amything she could wam

him some may miscomstrue his actions.. aga.

d a long time

No-buthashad ? happen.

Same as sverape woman.

Yat.

Jake's actions—should know you cant do

yevidted as best possiie

Mbymmw
|




GUARDIANS [Case Swdy 82 METHODIST HOSPITAL GROUP
| Putscpart | Participant JG's Do you think Jake Is guity of senal How do you thrk an average warman would
Male Fomale Leader [Non-Leader| Name Nustber | Tempermant | Temperament |harassment? VWhat action. I any. shousd mansgement take? 1o Juke's ing? What, if amvthing. bothered you about the case? mmmaﬂmmﬂg mrmaﬁdo-mnmm.!!
A prodably not complain
(Athough | dont condane his actions, Jake is a formaldy. They would comphain to othare &
| beleve that Jake's actioms, if truly prodst of a differart time. Americare can quickly  [selck support from cther women before Yos—have sean famales do this whers there were
were seous dxte foreign auise but are iess taerart  |complsining forraly. Most womenstill are o repercussiors—work with a kit of farraes &
T ectvicatly speaking at least in the least |of historical culture. Mgmt should instruct al xfrald tocomphain abowt gender Nothing; only that | dont ke To judge people (cider |they do touch me. (Told worderful stories about
case, they are touching witowt cosent  |employses on modem workplace issues. They are |harassment. Fear for employme©t & nining |peopie) on today's e ®—&JUy syTpathetc |murse (wife) & phan scrubs & males koling for | Y es—most people need to get a fee! from whs
% X Hal M-3 'which constiutes assuR and battery. Eable . . career. to Jake but st would not tolerate. cooldes as if baked just for them.) | people think to pet support first.
| can only anwwer this persoraly. Touch  [Ths was more pwrsarali™ Rot a touchy fesing
can be canal, parsoral or offerve—2 s |persan—not may nature—his tauching seemed not
Only i Jake is sware Bat this makes based on your own “ouch" candart level  [to be parsanal or Intimate but just his style. &
'women uncamfurtable. He may be Bring 1 t o his attertion, be epick with belardor and basic tnat. As descrded above, would |bothered me that k had not been brought to his
X X Renket  [M-1 l[R:Ii-I Gasardian umware his batwvior is bothersome. | epectations & consaguences thersin. make me uncon He is 2 loving type person. No. Yes, & would be persanal.
I ]
T |Doyouthik Jake is guiRy of senal How G0 you thirk an eversge Woman would
Tempecament |harassment? What action, It amy, shousd mans take? respond to Jake's touching? [What, if amhing. bothered you about the case?  [Have you had any reiated personal expacience? | What would i do—same a3 the |What characters bathered or angered you? |

| bebeve that Jake's actions, i tniy
uwanted, were soua)

Athough | dont condane his actions, Jake is a
prodixt ofa different time. Americare can quickly

Techvicaly speaking at least In the least
W,Mutlmmm

Guardan which comtiites assult and battery. Eable .

Oniy if Jake is sware Biat this makes

Awp wormanwould prodably not complain
formaly, They would comphain to othars &
solck support tom other women before

Yos—have seen famales do this whers there were

dxte foreign mire but are iess taerart piaring formady. Most stll are nO repercussiors—work with a kit of farales &
of historical culure. Mgt should Instruct all wfrald to complaln abowt gender Nothing; only that | dont ke to judge people (oider |they do touch me. (Told worderfif Qories about
+ on P bsues. They are |larassmert. Fear for employmernt & nuining | people) on today's et dard—&gUy syTpathetc [mrse (wife) & phon scrubs & males looking for | Y es—most people need to get a feel from what other

creer. to Jake but stll would not tolerste. cooldes as f baked just for them. ) people think to get support first. No.
| can only anwwer this persomaly. Touch | Thas was more persarali™h ot a toucdy feeiing
can be canal, porsonal oroftwaive—& & |persan—not may natre—his tauching seemed not
basad on your own touch® candort level  [to be parsara) oritimade but just his styde. &t

Brng R to his attertion, be epick with befardor and bask tnat. As descrded above, would bothered me that R had not been brought to his Hers dd—man had never been cardronted—

mpectations & consequences tharsin. make me UcoTforabis. attertion. He is 2 loving hype person. Yes, & would be personal. don? think he was aware.
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GUARDIANS.|Case Suty 8
Participant | Particpant JG's What do you think of the Ciwef of Surpenys What 6o you think the sverage women
_Male | Femaie Leader |Non-Leader| Hame Number | Temperment Was Catity justified in her int? response? would do in her stuation? VWhat, ¥ ai . bathered about the case?  |Have you had any related personal sxperience? WMEMHMWEE
Y es, offansive commerts about one's 1 think the av g woman would probably
body or saxual behavior should not be the {respond simitarto Cathy or with sar@wm to
topic of conversation in preparation for | The Chief of Sugery's resporse was hot attemptto put the mspoean's camernts in
swUpery. This would held even more true |acceptable. Because a woman broke a bartier and [their true §git. This would provide the Chief |When you inow sareane wel R may be OK—she
'when an indviduaj drectly takes offese |made & ontothe surpical team does not mean she |of Supery with a waming that his had just startedd that bothersd me—his attack was| Past work experance—at Sam's Cib—more open
X X Miler 14 |ldeaist Guardan to the comments. should have to tolarate offermive beraviar. were inappropriate. MW 1 efvionTest, less professional. Same, y the
Some may not care. in fact. in a setting
'where everyone is tamiiar with each other
my experience has shown that wamen
"hoot-k<p" as much as men. However, in | Amazing that R stll goes on—if everyone is
Yes—his resporse was compldely |unfamiiar setting no one should be made to [contfortable and knows each ather wel, k may be Depends—would depand on retationships in plar
X X L 12 | Artisan Geaardan |unprofessional and unacceptable. Same as [ast answer. fee! uncomfortatle. OK that tyme.
Catty was usthierd in her complaint. She
told Chief that she objectedto his
however, he d to s stated above are napproprats.
make them. His comynerts that she must Themkhmsb:sedonlbly nﬂ:exwrace Thezvenyewmmmdum»/ﬂou
“pay the price” & "a man's theater” are  |Cathy was in her position because of. with human . No one
sexist remarks & definde sexal The avg person is aware that those types of ehouid be subjected to that type of
X X Pheips 4|Guardian hansamen. remasks are not appropriate. rarwsEnent in the workpiace. Had a strong reaction to Chief. Fie a complaint with HR.
Yes. This is worthy of sex har. complast.
I'm sure that if a men was in same The avg worman would fie 2 complaint as
sination where women were talking It is obvious that the chief of staff feels St most | Cathy did. | also think Cathy should go up
about sze of his organs or his seaml 'women are infestior & ordy a few are “priviegeds” or [the tadder since the chief is obviously not
prowess he would be just as offended | good enough to compete or work with men. He is  (going to do amthing. Cathry shoud be sure
and fie complart. This sinzation ts mm&xeunmm&ammmm to conveythe chiefs comments to upper | Doesn't say f she & a il-0edged doctor —if she
X X Runo 2|Rational Guardam ing. degrading... be ened. Chief is the & this run her career. Flea int and take & up the bbdder.
vote” Many responses were 100 10 fit i the ahatted space ang es were abbreviated as best | | | '
B What do you think of the Civet of Surpery's What do you think the sverags women
ramert Was Cal d inher int? __ |response? would do In her stuation? What, N amything. bathered you about the case?  |Have you had amy reisted ?__|Wiat would you do—same as the average parson? | What characters bothered or angered you?
=]
Yes, offensive conmvnedts about one's | think the avg woman would probably
body or saxual behavior should not be the respond simltarto Cathy or with sarcasm to
topic of corversatian in preparation for | The Clief of Supery’s response was not att empt to put the mepean's eamernts in
surpery. Tswoud hold even more true [acceptadle. Because a womsn broke a barrier and |thetr true bgit. This would provide the Chief |When you know sareane wel  may be OK—she
when an indvidual directly takes offeme [made R onto the surgical tean does not mean she | of Swpery with a waming that his hadjust started & tat botharsd me—tis attack was| Pastwork axperance—at Sam's Cib—more open Chief of Surpery ‘s actions —most men would

chould have to tolerate offersive beharviar.

my experience has shown that wamen
“hoot-R-p° as much as men. Howwever, in | Amazing that & stll goes on—if everyone i
unfamiiar $60N) no one shoud be made to | contfortable and knows sach cther wed, t may be Deperdi—easd depand on retatioreiis in place at  (Chief Surpean—she objected and he damt
3 Same as last answer. feel uncomwortathe. OK. No. Chat tyme. |back off.
Cathy was gstfied in her complaint. She
told Chief that she objected to his
however, he 5 to Hs as stated above are napprograte.
rmake them. His comments that she must | The work force is based on abiity not sex or race. (The average woman wondd probably fie 2
“pay the price™ & "a man's theater” are  |Cathywas in her posiion because of qakificatiors. |complast with human resawstes. No one X
sexst remarks & defnte sexal The avg person is aware that those types of showid be subjected to that type of Chief's actions did—omImens re: price to
n hanssment. remasks are not appropriate. ha rrserert in the workplace. Had a strong reactionto Chief. No. Fiea haint with HR. pary were ridiculous. |
'Yes. This is worthy of sex.har. complast.
I'msurethat if a man was in same The avgwoman would fie a compait as
siotion where worman were taking It is obvicus that the chief of staff feels that most | Cathy did. | also think Cathy shoud go wp
about sze of his organs or his soaml 'women are infermior & only a few are “privieged” or (the ladder since the chief is obviously not
wm:hewwub-muoﬁended good enough to compete or work with men. He is | going to do amything. Cathy shoud be sure
and fie complaint. This shation is very outdated in his theking & a sexist. He needs to |to convey the chiefs comments to tpper | Doesn't say if she is a fl-Oedged doctor —if she
| A gement. pursues thvs & may ruin her career. No. Fle a complaint and take t up the adder. Chief of me.

m disgusting, degradmng... be snightened. Civef is the instigator.

oamyments were
Some mary not care. hhn.hlm

'where everyone is tamiiar with each other

personalred—not comments.

onveovITert, less professional.

25 best possible.
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GUARDIANS.|Cass Qudy R METHODIST HOSPITAL GROUP
Pasticipant | Participart 4GY Whatt do you thnk of the Chief of Surpery’s What do you think the sverage wamen
Male Female | Leader |Non-Leader| WName Nsmder | Temperment | Tempsrament [Was 0 her complaint? 7 would do in her shuation? Wint, if amything, buthered you about the case?  [Have you had amy reisted 7 WMEM“”"EEE
'Y o3 empioye e was jrstified. An example
of good “ole boy humiiation that most of | dontknow. In rany hospitais Dr's no
us males have suffered from for years. in [S in the dvef's resp: he probably matter wiat gender are ifuwtia) people
order to be inkinted she must first suffer |ntended to compbmant her but did 50 inan and stafl complabts are not very proficable.
from the physiciars. Probably |sapprop manner. in addiion, his bebets abowt || bebeve Cathy would make her decisions | The form of the cse—woman kave been an
mnmmmmma surgery being a man‘s world are not only sexist but [based on her pstiition’s history of handing |integrai part of aspery teams for a long time. How
X X Hat M3 | Roveni are also naccurate. such complaints. could they have been that dumb or shupkd? Yes. but not in mixed company. Yos, same as sverape parson.
No-I'n a Rsse—any ysars ago more males than
fermdes—as a floor NS 53w MOre superiarty on
The asgeon was compiaely rapprogriate. Sure,  part of maile docton—ER more colegiad & doctors
Pick up your chin from the fioor. Report to  |really angry. Prutably would have wanted to lick |have higher respect for asse—2 a co-
X X Rerkent |Ll.1 Ratrana! Guardan seft-ordamed. _’M P IM&&G& Yeos, but | would kick him.
[ 1 I I | =
b Wit do you think of the Clief of Surpery's What do you Ok the sverage wamen
!qu in her response? would do in her stuation? Whiat, If amything, bothered you sbout the case?  [Have had related 7__|Wiat would you do—same as the averape person? | What cheracters bothered or angersd you?
- Y o3 ompioys e was jstifed An eXampie
of good "ole boy huméiation that most of 1 dontknow. In many hospkals Dr's no
us males have suffered from for years. in| Somewhere inthe dvef's response he grobably matter wiat gender are ifuwtia) people
order to be inkiated she must first suffer Wlomﬁmwmﬁd»hln and stafl complaits are not very profeable.
Jixtion from the pivy QpIopX manner. In addtion, his bebefs abowt || befeve Cathry would make her decisions | The form of the case—woman have been an
honest intermiors here but behaved Be | surgery being a man's world are not only sexist but |based on her istiution’s history of handing |integral part of arpery teams for a long time. How
fan , are also inaccurate. such complarts. could they have been tut dumb or stupkd? Yes. but not in mixed company. Yos, same as sverage person. Chief of Surpery. |
== No-F'm a reve—~many ysars ago more males than
forrmies—as a floor (ESe Saw More superiarity on
Absohtely—whee is the plment? The crgeon was compiaely rapprogriate. Sue,  |part of male docton—ER more collegial & doctors
The surpical room is a profes sional Pick up your chin from the floor. Report to  |really angry. Probably would have wanted to kick |have higher respect for rurses—t a co- [The surpean and the rest of the team. The
San |setting demanding professional behavior. |Offereive, atdated. sefardained. oTipoient. the ; him. dependency to pet job done. Yeos. but | woud lock him. entire group shousd have kicked the man.
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