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CHAPTER I
TEE PROELEM OF TRAINING FOR LEADERSRIP

I. JINTRODUCTION

It becomes incressingly obvious that scientific snd technological
advancements continue to outatrip advancements in humen relations. Inm
e somplex sivilization, growvimg sver mere complex, the need for compe~
tent leadership grovws with sach day, yet there are very few aschosls
where an individual may enrcll fer a couree in leadership training.

There are aa yet ne valid metheds known fer the selsstion of
leaders and relatively little is knewn about training for leadership.
It cannot be aecurately predicted what vill happen when a known leader
is expesed to & known group wvith a known mission te sccompliash. There
are very fev areas im vhich rigorona thinking and ineisive research

have greater potentia!tty.l

I1. THE PROBLEM
Approach to Leadership Training. Relatively little is knowvm as
yot concerning the subject of leadersbip. It was mear the turm of the
contury before the Congressional Library listed a single book on the

subjeet. Hovever, during the last twenty years the overall gencept of

1!. Be Sanferd, "Militery Leadership” (unpubliehed ledture from
the Arwed Forces Femiliarisatien Course in Paychology, copyright 1949
by the American Paychelegicel Asscciation, Ime.)

“l‘
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leadership has come under scientifie exumination, and the last ten
years im sociolegy and social psychelogy have witnessed a considerable
soncentration upon the seientific enalysis of leadership bthavior.“
Coneopts concerning certain areas and relationshipa involved in leader~
ship behavier are gredually coming fanto elearesr foous, but as Yet their
treatment can met be toe aspecific.

Sanford states that the preblems comcermed with the mnderstanding
and application of lesdership behavior are deeidedly vorth vorrying
abeut. There are eurrently very fewv arees in vhich there ie greater
poitential for imprevemeant of human relatienships and human endeaver.
Very little is knewn about selecting and traiming for leadership, and
many secial scientists eurrently consider this to be a prime yroblon.a
Current knowledge, evem though sketchy, is sufficient to warrant in-
ereased attention in the aresa of leandership training. Understandiag
of the selestion and traiming of leaders could be the beginning of
adaptive steps toward coentrelling the aecial and political tut-ro.‘

Teaching leadership as am integrated elasasroom subject has alvays
preeented Wifficnlt preblems, and many of the best educators maintain
that 14 cannet be satisfectorily sccomplished in the light of curremt
knovledge. The approsch te leadership traiving through the developmeant
of traits and gualities presents .oe.inglf fnsurmcuntable problems in-

volving the past enviroumeant and personal-secisl adjustment of the

2
Cecil A. Gibb, L!!!ogghgf. I1a Handbook of Bogial Psychology,
Yol. 11, ed., Gardaer Lindsey {Cambridge, Mesa.: Addison-Wesley, 1034),

P 877.
aSulfoﬂl, op. mo

4Gibb, op. cit., p. 877,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



-3

student. Ner dees the pessessisn of all the deairable traits and
qualities presage lesdership ability. The varying patterns of traits
shderved in great leaders give us insufficiont basis for specifis edb~
Jaetives in training. Experts cannet agree on desired lists of traits
Recessary for geed leadership. Censequently, it weuld appear neesssary
te apprench the subjeet from sowe oether bnull.‘

Leadership does mot appear to be, in itself, & body of knevledge
or qualities se much as it appears to ha a pattera of behavier, an ex~
preasien of attitudes; er a procasns of influenece or £nspir;tton which
an individual exhidits as the result of motivatfon teward some objeetive.
It dees met aypesr to bo the pessession of knowledge or guelities per-
tinent to a situation se wuch an £t appears te be the expression and
epplication of pertinent knowlodge and uttitndos.‘ In lime vith thias
reasovaing one might say thot & lssder sust possess the pertinent knew=
ledge or gqualities before he can hope te apply thoem) but eme might alse
say that the mere possession of knowledge or qnulities is of little
value to a situsticn 1f mot effectively applied teward gosl accomplish-
went. The poimt here fa that, 1f all the knewledge and gualities re-

A

quired for mastery of any situation cunmot be determined and taught,
then perhaps a.tbod; and precesses saa be determined and taught for the
uost advantageous application of the kanowledge, qualitiesa, and atti~
tudes already developed by the leader.

Should not wmore attentien be turned from the static approach eof

possession Lo the dynwmie approach of application; that is, to con-—

skanford,'gg, cit.

$Givb, op cit., pp. 884-889
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o
sideration of the procesasa and techaniguea of loadorauip? Should mot
more effort he expended toward the maxisum utilisation of kaowledge,
eapabhilities and attitudes already developed, and lesa effort expeaded
ia attempting to change persocalities iute patterans which may be in-
compatible with aptitudes? In the elassroom approsch to the subject
of loadorship should not the instrucior accept the whole person as he
is, an existent product of inherent sptitudes and of years of environ~
mental influnences and persesnality dovelopment, and assiet him in the
adventageous expreassioa snd application of these exlatent gualitiaeas to
the leadership situation? Is 1t not reasonedle to approach leadership
behavior as ar art; as the exyression in a leaderahip aituation of
these attitudes which will inapire othera toward the accomplishment of

tho denired goala?

Zhe Froblem. Im the dynamie appreach te leadership itrainiag can
met the application of the prineiples and techriques fnvolved im in-~
fluensing and inspiring others be vieved as closely akim te the art of
drama? Foew would deny that leadership behavior is an art.’ Then one
might eemsider this hypothesiass If leadersbip behavior is an u;t. can X
£t not be tought and learned im mmch the same manner ss other arts?
Cannot the techmigues amd the application of prineiplea of pasychology,
sociology and cosmuniocations be taught in the elamsroom in wueh the
same manner as thes techniques of drama? Caunnet the pertinent faeets of X
other fields of knevledge ke drawn together into dramatic sinulated

leadorship situations in the glassroom, wud studied in un integrated

70rdvny Tead, The Art of Leadership (New Yerks MNecGraw Hill Book
Company, 1938).
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relationship? Canmet reclistie problem solving and role playing situ-
ations be eatablished in whiech students wust determime the contributing
fasters, synthesize solutions, and meke personal spplication of leader-
ship techniques? If this is doms under the observation and supervision
of the imstrueter and the ether e¢lass members, will not critigues and
discussion of the astion mssist euch student teo iaterpret the situations
and solutions in terms of his owvn personality pattern, sttitudes and

capabilities?

Siﬂittcugg of the Problem. Is mot the enhancement of leadership
eapability one of the ulti-ntg. though perhaps indireet or obacure, ob-
Jeetives of o waiversity education? Ie it not & superimposed develop—-
msental ebjective, the resultant of meny contributing dlnctplino-?s Is
it not usuelly atieined only by these fortunate few who develop, perbhaps
aceidentally, & well integrated personal—social adjn-tuont?4\8hould net
the university slassroom provide the problem situations to challeage
the student's leadership capabilities; regardless of the level of those
capabilities? Certainly sot all students would become leaders ia the
generally resognized connotation of that word, but all would have an
sppertunity to develop any existent aptitudea. They would have the
opportunity te learn something of their areas of strongth and weskness
and might be motivated to pursue the development of these areas aceord-
ingly. It would appear that an integrated course in leadership train-
ing, embraciang all the contributing disciplinea, is to be desired in

the university eurriculum. It would alse appear that such a course

'Soth A. Fessenden, Roy 1. Jehnson and P, Merville Larson, The

Teacher Speaks (New Yerks Prentice-Hull, Imc.; 1954), Ppe 4~6.
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should be based primarily upon application of techniques, supplemented
by traimiag ia theory and prisciples (sk111 training under supervision,
with full recegnition of individual personality patterns, as ia the
teaching of arts).

Regardless of the appreach er philosephy cemncerning leadership
traising, the impertant point seemas te be that such training £n some
form is definitely worth seriocus sonsideration. In an extremsly complex
civilizatien, greving ever more complex, leadereship ability is in
groater demand than at any time in history. The very survival of thias

sivilization becomos wmore and more depeadent upon capadle leadership.
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CHAPTER 1X
PURPOSE OF THE STUDY

This study has been wmade for the purpese of evalmating ifnsefer as
poc-ibio an existent eocurse designed te teach leadership.

The Air Feree Reserve Officera Tryl-lng Cerps is ourrently tesoh-
ing & sourse im loadorohip treining in 168 colleges and univeraities
in the United Btates and ita possessions. In thia course, lesdership
is viewed dynamically as a procese of fnapiring effeuctive individuwal
and group ortér‘ tovard the aceconplishment of esteablished odjoctives.
The ceurss integrates certain kroviedge and principles in the areas of
bielogy, acelelogy, papchelogy and management inte a study of human be-
havior, and applies them directly te leaderahip situations wherein
students learn through actual practice. In many respecte the appreach,
philesophy, and methodology utilised in conneetion with the course are
eompatible with the hypethesis being considered. Ain evaluation ef this
training should provide the beat available teat of the hypothesis.

The data gathered for purpeses of this survey should be of con~
siderable value to Headquartera, AFROTC im further planning wnd im-

preving their ceurse of leadership troiming.

” I. ASSUMPTIONS
For the purposes of this study the follewing aseumptions have beem
made and adhered to throughout the gathering and treatwment of dets, and
in the formatios of conclusionst

-1~
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1« Desired changea in leadership behavior of students were an-
sumed te be the ebjeetives of leadership training. This assumption vas
bened upon the gemerally sccepied statement that learning is evidenced
by a shange ia behavier.

2. Instrmctors in the AFROTC leadership traiaing progrem were
sesumed to be competent te obaorvo.and evaluate changes in leadership
behavier ia terms of their swn teaching objectives. While ultimate
evaluation can be made only ia terme of bebavier in real life situations
years hence, the same is true of sll ether training and educatien.
Evaluation of achievemeat in sny sonrse of iaatruction must be made by
the instructer through mtilisatios of the best metheda availabile to his
at the time.

3, The AFAVOTC program feor advanced caded training was assamed to
previde adegquate opportunity for observatioa und evaluation of leader~
sbip bebavior. The pregrea provides many situatioas invelving iadi-
vidual and group responsibilities maich wust be fulfilled, and which
involve leudership behuvior. Cadets are required te organise and carry
eut preograms whieh invelve great numbers ef swubordinate cadets im train-
ing, reviews and ceremonies; and in the creation and saintenance of dis~
eipline, esprit de corpe and morale. They are invelved in individual
and greup problem selving situations in ¢ stirmetured erganization, re-
quiring sontinual cogmizance of greup end organisaticanl frameverk,
hierarchy ef formal rank, and im promotion ia thet hierarchy. They are
involved ia the rele playing ef leadersnip situations and i eritiquing \\\
the attitudea, actions, techniques and solutions invelved in theae
situstiocns.

4. For conaistent communicastive purposes, end for the sutual
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understanding required in a sudjective evaluation ef the course, all
instrueters in the program were assumed to have 4 sufficiently common
understanding ef ebjectives, methodelogy, approach, aad anderlying
philesophy, and of broad terminelegy ia the leaderaship area. All have
utilised the same textusl materials and most have attended vorkshop
conferences sonesrned with philesorhy and methedoelegy.

8. It ves assumed that inetructers would provide the requested
data as simcerely und objectively as poassible in the knevwledge that it
was 4in the beat iateresta of advancement of their program. This assump-
tion appeara teo have been jusiified by the sathusiasm and intersst ex~
pressed in the persomal comments on the evaiuation forms.

6, 1t was assumed that the investigater, who vas one of the fin-
strueters in the program, should umderstand the general situation of

the ether imstiructers adequately for the conatruction of a wvalid evalu-

atien ferm.

II. LIMITATIONS OF THE STUDY

The scope of this study was limited by certain factors beyend
sontrel, as set forth belews

e The AFROTC l;nlorahip ecurse was eanly im its aecond year.
There had been inaufficient time or sppertunity te observe or evaluate
the true 1ife application or effectiveness of the training. Most of the
studentis vhe tock the sourse im the 1954-55 acadomic year were in flight
training status at a nesmber of Air Force bases. A pell of perscasl
epinions of these stndents ceuld have been accomplished only through
Alr Force shamnels. Hemce the best source of inforwaiion eomceraing the

effestivencss of the course wae believed to be the instructers who had
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been teaching it. These imstructors vers in the position of having
evaluated the achievement of their students and of having observed the
shanges in their leaderahip behavier.

2. Since se valid inatrument existed for the measurement of
leadership or lesadership hehavior, the validity of the data collected

- im this study wvas dependeat te a great extent on the integrity, iaterest
and obaervation of the responding imetructers. The evaluation form vas
submitted as a subjective and intuitive appraisal reguested ia the ab~
sence of any knowvm methed of objeective evaluation of the subject area.
The nature of the subjeet required value judgments. Validity waa
probably enhanced threugh the stated interest of Headquarters AFROTC,
te the offect that the value of the study would de in direct propertion
te the validity of the responses. The keen ianterest expresased in per-
sonal remarks on the evaluation ferms indicated that respoading instrue~
tors had made a sineere effort to give werthwhile opinions.

8. No sttempt was made to evaluate leadership pokoay}sl or capa~
bilities eitheor before or after the training period, since it wae con—~
sidered somevhat imponsible of accomplishment. The measure of eoffec~
tiveness of the lesdership trainiang ves liwited te ehanges in leader-
ship behavior of students as observed by their iastructers.

4. The appreximately 10,000 studentas sindying the AFRUTC leader~
ship course during the 1953-56 academic year vere;, with few exceptions,
university seniors of at least aversge intelligence and vell abeve
averege physiesal qualifications. These bBharscteristics vere determined
threugh a rigid flight phyeical esamination and tbhrough the Air Force
Officer Qualification Test Battery, vhich eorrelates very highly with
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the American Couneil on Education Paychological Bauninutlo-.l Leader~
ship peteatial as obeerved during basie eadet treining vwas en importaat
sriterion ti their selectien for the advanced traiaing.

5. The 188 iastructers of the gseurse were all ecamissioned offi-
cers on active duty with the US Alir Ferce; most were captains and
majore} o« feow were lieutenants and lieutenant colenelas. They were some~
what limited in their experieace in formal fnstruction at aniveraity
level.

6., Thie eeurse of traianing is in many rcspootf s pioneering pro-
Ject. A eomsiderable amount of fnitiative and experimeatation vas re~
quired, since fiafermation and experience available te instructers was
limited.

7. The investigator, as ene of the instructors soncerned, may in
some cases have been toe ¢losely involved in the subjeet matter of this
eiudy te be purely cbjective in his trestment and eveluation of the

data.

XXX. DATA USED
This is primarily a aurvey study of & surreat program of leader~-
ahip trainiag. Sinee this treining program is in many respecte a
pieneering preject, there has deen me previcus stady ceocerning it, and
ne 4iber data is knowvn te exist which would be applicable to this study.
This study is very broad ia its eppreach and applicetion. It may be
considered se sosevhat pioneering {m nature and, it is hoped, may pre~

vide a basis or poiat of departure for other were specifio studies.

A‘Unltod States Air Force, Personnel Evalnation Manual, 35-8,
1 July 18653,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



) B~

Opinions of all fmstructers of the AFROTC leadership course have
beon solisited by means of am evaluation fora.a Thia fora was designed
to reflest evaluations of textual materials, methodslegies, over-all
offectiveness, and the perscnesl qualifications of the isstructers for
teaching the course. Evaluations of individual items were indicated by
csheok marks in five celumnas labeled an unsetisfactery, poor, average,
good, and excellent. This conatituted s posiiive-negative reaction,
with two degrees of each, and previded an average or undetermined coluan
boetvean. The forms were submitied te coincide as nearly as possible
vith sompletion ef the ecourse. Hence, the opinions expressed were held
generally at or near the eompletion of instruetion snd eveluation of
imdividual atudent achievement.

0f prisary importance in evaluating the eouree is the one general
opinien concerning ithe ever-all effeqtivenesas of the training. Of
sooondary importance are the opiniens coanceraiang thoae elezents believed
to eontribute most te effectiveneas, such as methodology, appreach, and
underlying philosephy, textual materials, and objectives of traising.
These epiniens should have value in relation to the persenmal gualifica-
tions of the imstructiere, which can be measured somevhat more objee~-
tively in termss of years of training and experience.

These opinions and evaluations represent enly subjective valuwe
Judgeenis, and sust net be goenatrued te prove anything more facstual

than that a given number of instructers held certain opinions.

.App.ndlx A
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I1V. COLLECTION OF THE DATA

The evaluation for-a was submitied to 188 AFROTC detachments at
a® wmany colleges and wniversities in the United States, Sawaii and
Paerte Rico. Thias repressnted the tetal known population of fnstrue-
ters of the course. A totsl of 163 evaluation forms vere completed
and rasturned, and six ether respondeants gave reasons for non-compliance,
This represented responass from 81 per cent of all detechments.

When tho.firnt one hundred sviluvstion forms wvere returned a con-
solidated data sheet was aecomplished and sent teo all these fnstruc-
tors wvhe requested such iuformastion. Included with thias data sheet was

4 which consisted enly of an expsnded version

a mesonrd evaluation ferm,
of two particalar fteus on the original forwm. Imstructors were re-
ceosted 4o sarefully recensider these tvo ftems in light of the hypoth-
esis beicg tested, and to eveluvate and return them. Eighty-three of
the retursed forms vere identified and the ratings wsere tabuleted for
sompariaon with the ratings of the same instiructera om their original
fores,

This seoondary data vas collected in order tc determine vhether
instructiers would change their evalmatione im light of further under~
standing of the hypotﬁ?k}- being censidered. The original ov.;uction

form carried oxtremely brief explanations goncerning ell items, and

earried ne hist aa te the hypothesis being tested.

’Appondi: A.

‘Appondix B.
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CHAPTER 11X
INSTRUCTOR EVALUATIONS OF AFROTC LEADERSHIP TRAINIKG

Al]l deata collected on the origisel evaluation forms, vhen con-
selidated on one table, vere eonasidered te be entirely toe unwieldy
for a asingle somprebensiwve treatment. They have been droken into
several componeat greupings and tadbles for comparative study of

patterns and relatienships.

I. TEXTUAL MATERIALS

The first three items on Lhe evaluatioen ferm vere conscerned with
the textual materials used by all instructore of the AFROTC leadership
sonrse. These eonnieted of a textboek, an inastructoer's guide, and i
student’'s handbook of illustrative readinge.

The Basiec Textbeok. Prinmciples 3__1; Loadornﬁtg and Management is
a textbook writtea easpecially feor use vith the AFROTC leadership course
through the jeint efferts of a aumber of eivilian end Alr Force cur-
riculum specialists; paycholegists, and soeciclegista. The tox‘ Ack~
novlsdgments exprese particular appreciation to a asfzeable list of
perasons imcluding euch aumes aet Gordon Allport, Harvard University;
Jebn K, Hemphill, Ohiw State University; Abraham Maslow, Brandeis
University; Fillmere H, Banferd, executive secretary, American FPeycho~
logicul Assesiation) and Elliet Stellar,; Johns Hopkins Umiversity. It
was printed ia June, 1984, by the Government Printing 0ffice in

~l4=

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



-lB=

sufficient quantity only for use by the Air Force orc.}

The text sets forth & dynamie concept of leadership, sumsing it
up as revolving arcund three simple, related propositionas Sl) the
Jeader muat alwvays be cenecioue of his ultimate mission eor goal,
{(2) he must wse his knewledge of human mature to stimulate ethers to-
vard offective accomplishment or attainment of the geal, and (3) he
sust etrive for effective accomplishment threugh geod wmanagement prac—
tices. Of these three, the text ia primarily conceraed vwith kanevledge
of buman relations ae ths basis for stimulating or inspizing others.
The text utilises as ene of its basie doctrines the theory of “pre-
potency of needs™ as eadvanced by Abraham !anla-.‘ Ac¢cerding to this
theery, all humaa bebhavier consiatls of actios fer the purpese of satis~
fying some unfulfilled need or needs. These needs, evea though complex,
can be analysed and clasasified inte relatively aimple categories and
arranged in a hierarchy accerding to their reapective petencies. Neoeds,
and their means of satisfaction, are accordingly the key te behavior
and te its stismlation and/or contrel.?

The evaluation feram saked the gqueatien, "In cowparisen with ether
senlor lewel college texthbookas; hov vell does it serve as a text for

the course?" As fndicated in Table I, a tetal of 21 per cent of the

xlir University, USAF, Principles of Leaderahip and Management
(Vashington: Gevernment Primtiag Office, lﬁﬁi,g

2. n, Maslew, "A Dymamie Theory of Ruman Metivation,” Psycho-
logical Review, 803 870-86, July, 1943.

!A. H. Maslev, Netivation and FPersenality (Xew Yorks Harper,
1954).
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instructors rated it as oxcellent, 851 per cent rated it as good, and

22 per eont rated it as average.

TABLE X
OPINIONS OF RESPONDENTS ON THE VALUE
OF TEXTUAL MATERIALS IN USE

No. of Unsatin~ Exoel~
Item Respond. factery Poor Average Good lent
Basie Textbook 163 0% (33 2% 51% 1%
Handbeok 189 8 ] 43 - 38 i
Instructorts GCuide 168 3 3 27 48 21

The Student Handheok, The handbook s & bdooklet of selected read-

ings deaigned te illuastrate more meaningfelly some of the materiel pre-
sented in the text, It conteims;, smong others, articles by Filimore
B, Sanford, Gordem P, Lippitt, Lelend P, Bradford, and extracts from

periedicals such as Factery Management nnd Maintenance, Armed Forces

Masageneat, and Time. IV was primted in 1935 and distrideted free te
leaderahip ltndolt-.‘ For general usefulness as a supplement to the
text, Table I showa that 1t was rated as excellent by 12 per cent of
the reapending finstruocters, good by 38 per cent, and average by 43

per geat.

"

‘atr  University, USAY, Stadent Handbook for Pr nel les of Leader-
ship and Mansgement iGunter Alr Ferce Dase, Alabama, 1955),
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The Instructor's Guide. The lostruetor's Guide was developed
specifically for the AFROTC lesdership instructers threugh a series of
werkshep coenferences of sivilian and Air Foree personnsl after the
texthbook had attained final ferm. The guide is conocerned vith metheds
and teshniques of presentation of the course material and vith means of
ageomplishmeant of the objestives of the course. It is suggestive, mot
directive, in maeture. The guide sontains sample lesson plans, problems
and quret-oa. case studies, explanatiens of teclmmiques, and briefiage
on some ef the more difficult subject matter ia the taxt. Flliot
Stellar of Johns Hopkine University and Aarea J. Spector of the Alr
¥Force 0fficer Educalion Reasearch Laberatery contributed these driefings.
The guide wasz prisnted in 1654 and revised in 1935 to ineclude experience
geined during the first year of the tra&nlag.° ©a the baais of {is
value to the imstiructor, the guide vas rated as excellent by 21 per
cent of the r;npondin; instructora, good by 46 per ceamt, ond average
by R7 per ocent.

Sensnry. The pattern of reazonses, as reflected in Tuble I, indi-
ag&on a fairly high degree of inatructer satisfaction vith the textual
materials utilized. PFersonal remarks en the evaluation ferms indicated

s fev siaer dissatisfactions, but they were not scfficiently consiastent

te establish any pattern or trend. The Studert Mandbock of fllustrative

readings appears to be the weakeat of the three fteme utilised,

I, MNEYHODS OF INSTRUCTION

Six itemes on the evaluation form are gconcerned with various

Satr U-lvorllty USAF, Instructor's Guide for Principles of Leader~
ship ond Management tGuntor Aly Force Base, Alabama, 1685).
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metheds of instructing the leadership course. Methodelogy is con-
sidered te be of pariicular impertance te the auccess of the training
and is highly pertinent te the hypotheeis under consideration. The
evaluation form earried the folloviag explanatien for the respondentss
“Teashing leadership requires a verioety of metheda and techniques, sach
in its place. V¥Yhich methods should be used as wach as possible and
which least? Vhish methods de you rete wmost snd/er least effective?”

The Legture Methed. Tho-ttuditiolnl sellege lecture wethod of
instruction has been utfilised throughout smuch of the history of educa-
tien, and i3 belioeved to be familiar to all whe have attended college.
It is menally soneidered as an expeditious means for the imatruetor's
presentation of & great deal of iaformation te a mumber of pecple in o
personalised and understandable manner, specifically tailored te fit
the situatien and the pereons invelved. However, the sceoptanc§ and
retention of thias information by studeats is dependent upon many fae~
ters sueh as metivation, readiness, uaderatanding, mental alertness,
memery, application, and ethers. Although the roading and lecture
soabination might carry the greatest potential fer transferring the
grestest amount of kanevledge in a given time, one may question ita
relative ever—all offectivencss for sertain purpo-c-.a In training
for loudor-hiﬁ the queetien arises as to vhether the primary objeetive
is the transfer eof knovledge or the develepment and application of

attitudes and abilitiss. A fev personal remarks on the evaluation

‘Lloyd Ae Cook and Elaine F. Cook, A Seciolegical Approach to
Fducation (N¥ew Yerks MceGraw-Hill Beok Company, 1980), pp. 80-3T;
Jaceb Levine and John Butler, "Leeture VS OGroup Deeieien in Changiag

Bebavier,” Journal ef Applied Payehology, 356:20-33, February, 1952.
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ferms indicated that for aspecifie purposes the lecture method was con~-
sidered 40 be the meast offective method., Hevever, aus indicated ia

Tgilo IX, St vas rated as masatisfectory by 26 per ceat of ell respending
inatrusters, as peer by 88 per ceat, aversge by 30 per cent, and above

average by 8 per cemt.

TAELE 11
A COMPARISON OF OPIRIONS OF RESPONKDENTS ON THE EFFECTIVENESS
OP CERTAIN METHODS OF INSTRUCTION

Ko, of Unastin~ Excel~-
Item Respond. factery Peor Average Good lent

Leeture Methed 160 134 ass 80% 8% 1%
Lecture~Discnassion~

Becitation Combi~

mation 163 | ] ) ) 40 24
Group Problem Selving 1635 8 18 80 46
Role Playing Sit-

uatiane 161 8 | b ¥ 30 48
Case Studies 186 2 13 a 30 18

Round Teble Discussion
of Subjeect Matter 187 | 4 26 43 86

Informal Ledture-Digscuasion-Regitation Combination. Thie is en

informal classreom procedure vith a wminisum of structure for the
attainment of certain learning edjectivea. It is & compremiase combi~

nation rather than & formally recegnized method of inatreuetion. It
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o a means of establishing an informal atmosphere and of involving
student participation insefar as may be comsidered desirable by the
instrustor. The instructor may utilise at his discretion the deairable
charasteristics of the leoture as described above, the personal views
and questioens of studests thirough discuseion, and the svalmatian-ef
learning and achievement throagh recitation. The instrustor may give
broader consideration te fever subjeet areas than with the lesture
method in order (o jmprove studest qndor-t.uding of relationships,
and may stimulate mental scttii;y t;rough discussion and recitation.
Sinss this method is only a combination of other methods, little far
portance san be attached to 4t ia this study. It is fiacluded here
because it has been ueed, and the instruector's ovaluation of the pre-
codure is helieved to he of some interest. In effectiveness and use~
fulness as compared with the ether methods wtilized, it has been rated
as excellent by 24 per sent of the ro-poﬁdlng instrustors, geod by 40
per cent, and average by 31 per cent. |

Group Problem Solviag. The business eonference, the staff meet-
'tag and the sommittes meoting are three of wmany types of sctivitien
which exemplify group preblem solving through discussion. !a‘tho
slassreom the studeants attack s problem sitvation through applying
scientifie probles selving mothods to group action. Threugh group
action they define and limit the problem, eatadliash the ocbjeetive, de~

terwine and svaluvuto varieous solations, select the most prosising

solution, and determine methoda for ite aceoupli.hnont.’ Through

-7t. B. Yaguner and C. C. Arnold, liandbook ef Group Discussion
(Bostom: Houghtou Mifflin Co., 1050), pyp. 68-8T; L. A, Allen, “Getting
Results from Conferences,” Perscnnel, 271276~81, Jenuary, 1951 Alr

Force Menual 850-8, Conference lLeadership.
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group intergction in these sitmnations the dynamics of the amall group
come inte play., Group action may be interrupted and eritiqued at the
discretion of the inatructor in order te point up and to recognisze the
dynamice and the underlying foress vhich are affegting its progreas.
The basie rescarch carried on by Kurt Leviu and his associates has
eatadlished the principles and provided the background understanding
of the dynamics and forces 9f the small group, and the instructor may
wtilize hie kanevledge and familiarity with these forces im eritiquing
the grenp uet#on.‘ The study and understanding of group dynamics hes
been popmlarized and expanded censiderably through the verk of the Na-
tional Treiaing Laberatory for Group Development at Bothcl,'ininc,’
and the Research Center fer Group Dynamics at the Univeraity of

10

Michigan. A eonsideradble amount of literature has reeently become

available on the subject art&.ll

In somparison with the lecture method, thia type of instruetion

8!:!‘ Lewin, Resolving Social Confliets (Nev York: Harper and
Brethers, 1948), pp. 71-83; Kurt Lewin, Ronald Lippitt, and Ralph K.
Fhite, "Patterns of ipgreesive Dehavior in Experimentally Created Soeial
Citmates,” Journal of Bocial Psychology, A0:t271-301, May, 1939; Alex
Bavelas and Xurt Levian, "Traimisg in Democratic Lesdership,” Journsl
of Abnormal and Soclial Psychology, 373113-119, January, 1942; Ronald
Lippitt, Normenm Polansky and 5idney Rosen, "The Dynamies of Fever,”
Buman Relations, 3:37-64, Februery, 19352.

gﬂorlc E. Ogle, “"¥What Happened te Me at Bethel," Journal of

Comennieation, Fall, 1985, pp. 102-108,

I”Tn. Rosvarch Ceater for Group Dymamica at the UuniversSity of
Michigan, & department of the Imstitute fer Social Research, comducts
extoensive reavarch prograws concerning prodlems of human behavior in
groups. It ia a direst cutgrovth of the work carried on by Lewin and
his assocclates at the Univeraity of Tewa and Massachuseits Inastitute
of Teebneology.

L3 VN Poméwniabd and Alvin Zander (oda.). Group aical
soston, Ill.s DRow, Peterson, 1883); J. R. Gibdb,

raine F. Miller, Dynawies o Participative
[t and Co., 1951), oL
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severs very little dirset transfer of iafersation or knevledge. The
student will have difficulty in explaining what he may have learned.
This method may preve frustrating te student and instructor alike if
they have had little pravicue experience with ft. Ome fnstructer re~
marked on hias evaluation form that "the scurse has saused me more
thought, verry, fruastratioa, and at the same time aceomplishment, than
anything I have ever tried teo de.” The Instructor’s Guide for the
leadership course states in the Iatreductions |

Foer students asccustomed to & tescher—centored approach, the

studeat-gentered teshnigue may be a baffling, bevildering ex-
perience at first, amnd for a while they may turm angrily on the
fianstructer, blaming him for their monproductive predicament.
t:::::‘:::n::s::zd::‘:::l;o::?gatioan, this proves te be a natural

Although the methed fs diffioult to use and perhaps evea mere
dlttical§ to evaluate ia terms of effcctivensss; it was rated the
highest of the six metheds comsidered in the evaluation fera. As
indicated in Table II, en page 19, it was rated as excelleat by 46 per
eont of the reepending lastrueters, as good by 30 per cent, average by
12 per eeat, and beleov average by only 8 per caat.

Role Playing Situations. This method imvolves the attempted
solution of a problem situation through the fintevaciion of the persons
invelved, all of whom are playing reles establiashed by the situation.
A problem situation and charsetors are assigned by the instructor for
role playing by students; at least one of whon is responsidle for
bringing about a solution. Regardless of the degree of success of the
role playera, the action 1s interrupted at the discretion of the fa-

structor and eritiqued by the ebserviang studeats, the role players

l’lngtg!cto;'g Gufde, op. cit., p. xiv,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



-8~
themaelvea, and the instructer. The eritique is concerned with the
reles as they are being played by the actors, net with the actors
themeselves. The emotions and emotienal effect of one role upon another
is anmalyzed, the psychological meeds or forces invelved are deterwined,
and their degres of satisfaction is discuesed. Vhen the eritique ia
eompleted, the action is ro-u-pd or repeated by the same or other role
players. The same situnatien may be repested 20 loug as there is learn-
ing frea the critiques.

Role playing is designed te demonatrete the spplicatioan of prim-
ciples and techriquen which are pertinent to the particuler situationa.
The role players may be expected te learn by doing, while the observers
nay be expected to loarn through chaerviang reslistic situations, and
by analyzing, eritiquing, and determining relationships in torme of
their owvn perasonalitiea. Role playere vhoe take a keen interest ia
thie sctivity way bring thess situntions very cleoae to the level of
real life experisnce. In these situations as in group problems solving,
the principles established by the late Kurt lLevim and his associates

13 Aceording to

may be utilised and demonatrated by the imstruetor.
Sanford, rele playing methods are designed to give gho Jeader keener
insights inte the dynamios of gromps, te squip him with leadership
skills and te give him, through the technique of rele playing, actual
experiences at leadershipy and tollovnhip.l‘ According to Argyris,

role playing may be unsed ia teaching any kind of skill training where

la‘-"il, Lipyltt and ‘h‘t.' 8P G!to’ PPe 271-301.

Mgantord, op. cit.
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human relationshipe are iavolved.!® The mont popular ia im anpervisory
traiaing in husan reletions and lendership. Role playing cupocinliy
provides plenty eof opportunity for prasticiag the principles of leader~
ship and haman relations that are unanally givcﬁ in trajaing. It 4is an
exceollent methed threugh wvhich teo study the problems invelved ia super-

1s Supervisera, fer examwple, by taking the

viser~worker eocnmunisatisns.
role of the verkers are able to see hov {t feeln vhen they are ignered
or net spokea te pleassntly., Skill im seeing the other peraen's peint
of viev is impertant, and role playing ins eapocinlly suited for teaching
it: The technique is being maed increasingly in imdustrial swpervisory

tralniu..;?

]

Role playing 18 & demparatively difficult methoed of imstructien,
particularly for the finstructer vhe may be lasking ia experience or ia
dackgreund in soeial studiea. Several persenul comments ea the evalm-
ation fermas indicated imatrueter diffieulties with the method. There
vere a fev comments to the effeet that role playing sitwmations were mot
suffieiontly resliatice; they vere merely play acting and wvere considerod

as such by the studeats, Bovever, ia over-all reting the method vas

rated very nearly higheat of the oix methods evaluated. As indicated

18cnris Argyria, Role Playing im Action, Dulletin Ke. 16, New
York Btate Schoel of Induatrial sand Laber Relatiens, Cormell Umiveraity,

Ithica, New Yerk, 1951, p. R.

18y arman B, Mater, Principles of Buman Relations (Nev Yerks
John Viloy. "5‘).

175, Wilkineen aad J. B. Myers, “What Good Are Bole Playing
Tecbniques?™™ Advanced Mansgement, 5:123~-24, May, 190343 A. A. Liveright,
“"Role Piaylug is Leadership Training,} Personnel Jourmal, 281412~16,
Apf‘l’ o6l.
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ia Table 11, on page 19, it ves rated as excellent by 46 per cent of
the respending instrustors; ss good by 30 per cent, and as average by
18 per eent, vith 13 per ceat rating it helev average.

Case Studieas., This methed iavelves individual er group study
and analysis of somplicated asitwations to which there may be & number
of satisfastory appreaches and sclutions. The method alse lends itself
$¢ & vide variety of techaiques. According to Lee;, small-group study
of esomplicated caees broadems the individual's views and approach te
preblem solving: It camses him te sppreach a problem with & gueation~
ing attitude and a readinees teo leara first vhat others may think, ,
yather than with o premature séif-coenceived viewpoint, wvhich he 1is do-
toermined te defend at the sest of further learning. Case astady e de~
signed to be the antithesis of argumeatation when eateresd iato by & grewp
in o problea selving ‘ltu.ttoa.l' Bmall buss-greups, eonfronted with o
complicatod ease study, seock mutual support and assistance in arriving
st understanding and solutiea, thus breadeaing sach ether's coacepts
ia the prodblem cron." An fimportant by-produst in the areva of communi-
cation ia the teshnique of sommmanicating through the guestiening
approach rather than the statement -pprosch.'o

A fev persenal comments on the evaluation forms indicated that

the mothod wvas net uweed ae oxtensively as the other methods and was

1‘Ivﬂ.ag J. Lee, Cust and Crises in Communicatioa (New Yorks
HBarper and Brethers, 1954), pp. 1-41.

l’ﬂ.rrr R. Boyd, "The Busx Technique in Treining," Personnel
Journal, 31149~50, June, 195%.

20100, op. oit., pp. 2041,
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perhaps moet se vell understeed. V¥While the Instructor's Guide included
samples of o;qo studies, 1t did »ot gtv'vuneh explanation er guidanece
ia the toihui;-on of utilination. Case astudies may be used by students
for findividual study and selution and may be assigued as problems for
verk outside the classroom. This is perhaps the more generally used
wethed which, hevever, everleoks the petential value of the imter~
change of ideae and droadeaing of understanding through group dis-
cussion.

Case study methods of instruction, through the uwtilization of
buss greups and group discussion, merge into the group problem solving
methed explained above and the round table discussion methods explained
belov, Case studies eftenm previde excellent material for role playing
situations, !

As in other atudent participative types of instruction, the
transfer of knovledge thromgh caze studiocs is diffiocult to evaluate.

The method is mot sasy to utiline effectively. As fmdicated im Table

IX on page 10, responding imetrusters have rated the methed sompara-
tively levw, with 18 per ceat reating it belew average, 31 per cemt rating
1t average, 859 per coat rating it geod, and 18 per cent rating it as ex~
collent.,

Reund Table Discussion of Subject Matter. The discusaion or

couference methoed of instruction compares quite elosely with gromp
problem solving as described above. Through group action in a fece to

face situation the asubjeet matter of the lesson is discussed in a

gl!.;h Cabet and Jeseph A. Kahl, Humen Relationss Concepts and

Cases inm Congrete Social Science (Cambridgs, ¥nss.t Harvard University
Press, 1058) .
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demosratis atmoaphere, The group leader monitors the discussien,
exerting only such leadership ae is necessary te keep the discussion
goal~oriented and productive. He is assisted by & recerder, whoe re~
sords the main pointe of the discussien, summorizes as meeessary, and
saniats in keoping the nation predustive and within bounde. OUne
momber of the gromp, acting as an ebserver, obaerves only the inter-
action and dynamic relationships of the group wmembers, analysing their
effeed upen ene ancother and upon the trends and productivity of the
discussion. He reports his observations to the group and eritiques
thelr action ia order to aseist in the Sfmprovement of group ianter-
aetion snd acecmplishment.®f Bound teble discussion differs primarily
from the group problem solviang deseribed abeve in that fitie goal or ob-
Jeetive oannot be se cloarly defined., It 1s exploratory, im searech of
understanding of the subjeet area, and is not apt te arrive at con~

23 As in rvole pleying snd grouwp prebdblem

sensus in o limited tiwme.
solving, i¢ 1s usually diffienlt fer the student or ipstrustor te
oevaluate the transfer of kmoviedge. The method prevides considersble
skill trefining in husan relestions, since it elevatea the ordinary bap~-
hasard discussien or argument to & level of conscions organization and

directs individual efforts towvard produstive transfer of thought and

the formation ef concepts and rolatio--htpc.!‘ It 418 & difficult

£504pb, Platts and Miller, op. git., pp. 1-47.
aa'.gnor and Araneld, op. ¢it., pp. 89-134.

B4 nomasn Gerdon, Group Centered Leadership (Bostons Houghten-~
Mifflin Ce., 1958).
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technigue for the fnstructor to utilize prefitadly, but vhen preperly
suployed 4t utilises and demonstrates the principles, ferces and dy-
namice of group action as established by Kart Levis and his a--oetatoo.zs

Round table discuassien was reted by the responding fastructors
as one of the detter methods for teaching leadership. Aa indicated in
Table II, 1% van rated as excellent by 206 per cent, good by 43 per cens,
average by 28 per cent, and less than average by 5 per cont.,

Summpary. Ac¢cerding to the opinions expressad hy the responding
instructors, student sentered methods of instruction vhieh favelve a
great deal of activity sa the part of the students are swperior te the
instructer contered methods. As indicated in Table 1, Group Problem
Selving §s rated highest, felloved closely by Role Playing. Round
table disemassion retes a little better than the lacture~discusaion~
recitation combination, and cane studies rate well adbove the straight
lesture method, The lecture method is definitely rated as unsatis-
fastory for leadership training, except in the particular situations
whieh require i4s use.

It would appear that instruetors consider the akill traiming i
husan relatioas derived from auch activities as self-contrelled gromp
discussion, preblem selving, and role playing teo be of greater impor—-
tance te lesdership training than is the trenafer of kauowledge in~
velved in these acstivities.

IX1. OBJECTIVES FOR LEARERSHIP TRAINING
Four Ltems en the evaluation form are congerned vith behavier

charscteristics as ebjectives fer lecdership traiming. For the purpese

‘aﬂuvols. and Lewin, op cit., pp. 115-119.
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~ of simplification an attempt vas made teo classify the traite and

charectoriatics of leadership behavior under the four very broad

hoadinge of Comeideratien, Dominance, Managerial Initiative, and Sense

of uisnlo‘. ¥ith preper explamatien a fair case might be eatsblished

for such a cla.oith?tion. but the evaluation forwm souid mot proil@o

such & full explanatien. Ascordingly, the respondents' ratings are

of somewhat questionable wvalidity, particularly soncerniag the term

of Dominence, which was net well underetood by some.

Lensideratien. Fundamental concepts of democracy and the ob-
servance of the golden rule are buased on consideratien for ethers. Ia
the area of leadership, comsideration is invelved in maintaining good
human relations through underetanding and respecting the opimnions and
desires of ethers, and sssisting in the satiafection of their ﬁoodn.
Conaideration for one's suberdinates 1o implied as well as considera~
tion fer peers and supericore. Component behavier characteristics are

sourtesy, reepect, understanding, helpfulness and (ho ability te pro~
26

Joet sne's self into the ether fellovw's sissation.
As indicated in Table 1III, eonsideration was rated as an ex-

cellent ebjective for leadership traiming by 42 per cent of the re-

spending inetructers, as good by 40 per ceant, aa average by 18 per

sent; and lever than average by £ per cent.

z‘Androv W, Halpin, Studies in Airerew Composition III: The
* Combat Leader Behavior of B-29 Aireraft Commanders (Dolling Air Force
ase, Yashington, D.C.t HFORL Memo. Ne. TN-54-T, September, 1953);
Andreow '.cn.xpx:,“th: Leaderahip Bebavior and Combat Performance eof
Airplane Cosmunders,” Journal ef Abmormal and So¢cial Psychole
4903119-22, 19543 Andrev W, Halpin,"The Londigﬁiihnvtor and Lesdership
Ideelogy of Edusational Adminietrators and Adreraft Comaanders,”

Haryvard Edugational Review, Winter 1933, p. 18,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



TABLE 11X
A COMPARISON OF THE OPINIOKS OF RESPONDENTS CONCERNING
THE OBJECTIVES FOR LEADERSHIP TRAINING

L T PR e

Ho, of Unsatia~ Excel~
Item Respond., Cfactory Peor Average €Good leat
Censideration : 162 0% 4 3 18% 40% 42%
Peminance 159 27 33 g8 i} 1
Managerial initiative 168 0 | 2 19 43 30
Sense of Mission 183 1 2 18 24 o8

D e S S e

Dominance. Domimance may be comnsidered as behavier i{mvolving
definite individual ideas and the imposition of those ideas uponm
others. It fnvelves active assertion of leadership, the impoeitien of
aathority, and perscnal domination of & situation and the personnel
c.aoornod.87 Deminance involves an authoritarian spproach and attitude.

The term vas not sdeqaately explained en the evaluatiém form and
several remarks indieoatod the explanation to be comtradictory within
iteelf. A mumbder of respondents marked the average or undetermined
columm, o8 instructed Vo do vhen itome were mot well understood. The
evaluation ie sonsidered te be of doubtful validity. As indlecated im
Table 111, 4% was rated above average by 12 per cent, average by 28
per ceant, foor by 33 per cent, and unsatiafactory by 27 per sent of the

31?-.1 Pigors, Lo.dogghlglgg Domination (Bostons Houghton~
Mifflin Ce., 1933), pp. 21-83,
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responding instructors.

ﬂnlg‘gti.! zgggggg;!g. Management may be comaidered ss the
effective utilisation of all avellahble resources ia tho accomplishment
of a misaion or an oijcctlvo. Managorial tnltlatlvo:Qnélndcl creativity
end iaitiative in the planning, structuring, erganizing, assuming of re~
sponsibility, and supervising invelved in geal sttainwent. It is
appreximately the same as the term "Iaitiating Struetho“ used by
Halpim in hie studies at Ohio State Ualv'ruity.na It_iu scosmplishing
the most with the least, utilising the priceiples of good munagement
and all the traits and characteristics that go te make wp efficiency
and effectiveneesn vith a miniwen of direstion amd unp&rvl.ion from
above. Managemsat of physieal rescurses may appreach the area of
seience; but pereennel smanagement is an art slesely nglicd te the
over~all econcept of hndcr-hip.a’ Menagoement, prer g_o_, sy be studied
es a seience, but persomnel managemeant and -.nsgorisliinttiuttvo are
more ¢lesely cencerned with attitudes and skill trajining in human re-
lations.

As an ebjective for longornhip training, mansgerial initiative
was rated by 80 per cent of the respondiag instructors as excellent,
as goed by 43 per ecent, everage by 19 per cont, and lswer than average

hy R per eent.

28 sndrev ¥, Halpin and B, J. Winer, The Leadership Behavier of

the Airplane Commander (Coelumbue, Ohfios Ohie State University Heaearch
Feundation, 1 958) .

a’bnitod Statea Alr Force, ¥anual 23-1, The Management Precess.
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Bonse of Mission. Sense of mission is an Alr Ferce ters for en
Satangible concept of serviece. It (s geal erientatien and leyaliYy te
& purpese or cawse and to the erganization and personnel coacersed
therewvith. It is inspiratioen, idealiss, and onthusiamn.ao It 15 an
understanding of relationships between ultimate goal -ttoin-ouﬁ and
all the ether activities vith which one is coneerned. It is the drive
vhich sarriee one forwvard te attainment of the goal in face of diffi-
cultlo;.al

Sense of wission is an exceedingly difficnit comcept to teach,
a8 indicated by several comments on the evalvatfon forma. It ia
learned by the studeat through participation and practice, amd through
intmition aad inspiretion. The imstructer ean only establish a back~
ground and the favorable cenditions and climate for this type of
learaing, and ihem guide ever se lightly. Althengh ii vae censidered
as an exceedingly diffienlt soncept to teach, it was rated by the
responding instructers ae highest of the four odbjectives for leader-
ship traiaing. Ae indigated im Teble IIX, on page 30, it was rated
as excellent by 88 per sent, geed by 24 per cent, average dy 18 per
eont and lever than sverage by 3 per seat.

Sussary. 411 leadsrship behavier may be loesely classified os
falling withia the four bread headings ef Cemsideration, Dowminence,
Managerial Initiative, and Sense of Miseiean., It might alse be elassi~

fied in any nunber of other waya., V¥While the method used here is not

considered to be particularly satisfactory, it is probably as satis~

%united States Air Force, Manwal 50-21, Living for Leadership.

alltr University, Prineiples of Leadership and Management
(Vashington: Governmeat Irinting Oifice, 1654), pp. 10-20.
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factery aa any ether ever-simplified classification which might have
been wased. 7This area is considered to be worthy of further study and
research.

Since inastructors were asked 1o rate the over—all effectiveness
of the traiaing, it wvas desmed necensary te determine, as siwply a2
possible,; the relative inportance of theisr over-all training objegtives.
I% vas assumed that instructors would evaluate effectiveness of trein-
ing in terms of accomplisivaent of thome objectives whish they con~
sidered as deing most importamt. This assumption, hLovever, may not be
valid,

¥aile mot $0o much importance muy be attachod to the evaluatiea
of theae areas of leaderahip behavior, it is interesting to note that
Sense eof Mission, or a concept ef service, ias rated higheat as an eb-
Jective for trajming, It ias follewed in order by Consideration &nd
MYanogerial Initistive., Dominsnce is apparently rejected as an ebjeo~
tive fer training. In view of the faet that all instructors ere com—
missioned efficers of the United States Air Force, thease ratings seew
to imdicate a trend tovard bringing Air Forde eoncepta of leadership
into consenance vith the prevailing demecratio guliure of the natien.
This evaluation indicates that the olhjoctives for leadership training
in the AFROTC are is accord with the principle that lendership, whether
it be military, imdusirisl, social eor political, ioraolly reflests tso

eulture from which it springs.

IV.e PRILOGOFPHY AND APPROACH TO LEADERSUIY TRAINING
Ia order to determime the philesophy, attitndes and thinking ef

the imstructors ia their approach to the suhjeet of leaderahip trainimg,
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aix atatements were included ia the evaluation form to be reted from
unsatisfactory threugh excellent. Thess atatements pertaised primarily
to the means, methods, and poseibilities of changing leaderaship be~
havier.

Charscter Traite., The time henered approach to leadership
Sraining has been threugh the develepment of fundamental character
trajite such ae integrity, bhonesty, fairness, jJudgment, eteetera.

While 1t cannet be denied that amch traits are fundamental to good
leadership, the question arises as te the feasibility of teaching
them in the classroom or leaving them te Lhe ever—all developmental
environment of the ctudcnt.ae The astatement, "Significant change fa
leadership behavior cen be secomplished through classroom training ia
fundamental charaster traite,” vas rated as average or undetermined
by 39 per seat of the responding instruetore. I¢ vae rated as goed
by 28 per cent and poeor by 83 per cent, as excellent by 8 per sent and
unsatisfactory by 10 per eont. The eveluation appsars to indicate
only that imstrueters are uwndeterained om the point.

Chenges in Attitudes. The statement, "Leadership bebavior cam
be changed aignificantly through changes in attitudes tovard sbjectives
and teward the persomnel ¢oncerned therewith,™ was evaluated quite
highly by the respoading inatructers. As indicated ia Table IV, {¢
veas rated as excellent by 25 per cent, good by 48 per cent, average by

24 per cent, and belev average by ealy 8 per cent. This would indigate

38y, B. Sanford, "™Military Leadership” (Unpublisbed leetnre from
the Armed Forcee Familiarisation course ia Faychology, copyright 1949
by the A-nrloan’Pny'holo‘:onl Asecelation, Ine.)3 €. A. Gibd, "The
Prineiples and Traits of Leadership,” Journal of Abnormal and Soeial
Paychology, 421287-84, July, 1947,
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that most instrueters considered that one's attitades are refleeted
in bie leadership behavior, smd that leadership behavior ¢as be im=
proved in o particular situstion threugh change apd improvement in
one's attitudes teward his objectives and the personmel concerned

thorovtth.aa

. TABLE 1V
OPINIONS OF HESPONDENTS CONCERNING PHILOSOPHY AND AFPROACH
TO LEADERSHIP TRAINIRG

Ne. of Unsatis~ Aver— Excel~
Item Respond, {factory DPFoer age Geod 1leat

Leaderaship Behavior Can

Be Changed Throughi
Changing Character Trajite 180 10% 23% 39% 228 8%
Changiag Attitudes Sowvard

Objeestives and Personnel 163 ) 4 4 84 48 25
fTrue Life Experiences Only 160 18 2¢ 27 24 13

Reading, Leesture, Dig~
cusaien, Without IEx-

periences 161 18 87T o7 10  §
S
Experionces in Sisulated
Leadership Sitmatieas 168 ] i1 84 45 28

Traianing in a Similer
Manner te Other Arts 163 5 T 86 18

"arrtnclplcu of Leadership end ¥anagement, op. eit., pp. 10-20,
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Irue Life Experiences. The stetement "Leadersiip behavior can
be shanged significantly only through true life experiencss™ was con~
fueing due to the use of the word Youly" im 1iis construction, DBDecause
of persenal comments te that effeect, and the bread pattern of re~
spemses grouped symmetrically around the eversge or undetermined columa,
the evaluation of the statement, as reflected in Table IV, ias considered
te have no uneeful wmeaniug. The iatended purpose of thias statoment wae
teo determine hov strongly the inastructiors wight believe that, in the
final analysis, there ia mo substitute for experieace.

Reading, Lecture and Diecuesion, without Experience. The state~
wsent, "Leadership behavior san be ehanged aignificantly through reading,
lesture and diascusajon, without experisnces,”™ was reted as unsatisfac~
tery by 18 per cent,; poor by 3T per cent, average by 37 per ceat and
geod by 10 per cent of the reeponding fnstructora. Jinee this rating
sorrelates vith their lev rating of the lecture method of imatruction,
it wveunld appear that, ia their estimation, the transfer of Lnowledge
resulting from reading, lecture, and ordimasry discussion is, in iteelf,
mot adequate to changs leadership behavior siguificently. This state~
ment was donignnd to be the antithesis of the stateaent akove regarding
true 1ife experiences and s valid rating of that statement would have
readered this evalmation more meaningful. Thia rating of the effec~
tiveneesa of reading and lecture ia leadership training tends Lo support

current authora ia thaet nroc.a‘

Hparl C. Kelly, !ﬂuggtlgn for ¥What Is Real (New Yorks Earper
and Brethers, 1947), pp. 13~118} Jacob Levine snd John Batler, "Lecture

vs. liroup Deeision ia Changing Behavior,” Journal of Applied Paychology,
361 2933, r.‘“lf” 19568,
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Experience in Sisulated Leadership Situstions, The statement,
“Leadorship behavior ean be chenged significently through ereating
sisulated leadership asituations and experiences in the ¢lassroom as
substitutee feor real 1ife experiences (rele playing, problem solving,
case studies)" was rated ae oxcellent by 28 per ceat of the responding
fustructers, as geod by 43 per cent and sverage by 24 per cent, Thia
rating sgrees vith their ratinge of etudent econtered methods of in~
struction such as rele playing end greup preblew solving, but dees net
sgree vith their ratings of the lecture wothod of inatruction or with
the uiatcnaut sbhove eomserming reading, loctﬁr- and discussion, vith-
out experience, The rating fer this atctcuoit agrees clesely with that
of the statement adeve coneerning change ia leaderebip behavier threugh
changing attitudes. Thies would indicate some agresment in the minds of
the fastructers hetveen changing attitndes and shanging leadership be~
havior through simulated experionces such as role playing and greuwp
problem aslviag. Thie reting tonds to aupport such reecent writing in
the subject nrou.as

Lesdership Yraining im a Manmner Similer to Other Arts, The
statement; "Leaderahip behavier 12 en art which ean be taught and

learned in semevhat the same manner as music and dramag that is,
clgesreom instruction im theory, scupled with practice and perforsmance

under sapervision (such as eritiqued role playing),” vas rated as ex~

asA. A. Liveright, "Rele Flaying in Lesdership Treaining,"”
Poerscanel Jeurnal, £0+412-16, April, 19813 Argyris, op. cit., pp. 2-8;
Ronald Lippitt, "The Pasychodrama in Leadership Training,” Sociometry,
G:1286-08, Aungust, 1943; L. A, Allen, "Getting Resalts from Confer-

ences,” Persennel, 27:1376-81, January, 1951.
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cellent by 18 per cent of the respending instructers, ae good by 36
per cent, aa average by 34 per sent and belov average by 12 per eent.
This rating sompares fairly vell with their rating ef the statement
above snngeraing simulated situatione and experienceas. 7This statemeat
is actually the hypothesis under eonsideration. Pertiament litarature
in the subjeet area vhich has beea exsmined by the writer dees not

36 Bemce 4% §s reasonable to assume

include any similar statesmsent.

that it presented somevhat of a nevw ides and that instructera arrived

at their opiniens as a result of experience.

Upon eloeer ascrutiay the statement is found te be clesely re~

“wlutod te the oae abeve goncerning simulated situstions and experiences.
In mesning they are aet so different from eash other, but they are
rediecally different in their approach te the same hasic idea. The
statement uader consideratioan auggeats a whole nev viewpoint and
appreash te the subhjest of lendership training witheut appreciably
changing either the methedelegy or underlying philesophy. Im ether
werde, instead of attempting to reduce leudership te a scionee or a
transferrable body eof knowledge, this statemsat suggests that leader~
ship he secepted as am art and taught accordingly. In effect, that
is what is being dene through the techniques of group prebles solving,
rele playing, and erganiszed reund table diascussion. Recognition and
epproach to leadership training as training in the dynamic art eof

expression of attitudeg, and as skill training in husan relations,

with full resognition of imdividual personality patterns, as in the

%ordvay Tead, The Art of Lesdership (New Yorks Hill Book
Company, 1935),
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teaching of other srts, might clear up s number of the problems which
have alwaya beset leadership training in the past. Sanford, ias |
making & distinctien betwveen the art and science of leaderahip, states
that aueh a distinotion may hoip erganize our thinking and tnlkini
about leadership problc-l.31

Summary. As reflected im Table IV on page 33, the three state—
monts comcerning changing ef attitudes, experiences in simunlated
leadership situations and training in & similar manuer te other arta
were all rated highly, and mearly the same, by the responding isstruc-
ters. This indigates some agreement im their thinking comcerning the
methods and wmeans fer changing leadership hehavior. Im other words,

e consiatoncy is indicated between simulated leadership situations,
rele playing and preblem solving situations, and changing attitudes
threugh training in a similar msanner teo ether arts. The statement,
"Leadership behavior is an art which can be taught and learmed in
somevhat Lho same manner as drama® is & statemeat of the hypothesis
under censideration.,

The ratings fer the tve astatements conserning character traits
and true life experieaces are grouped sysmetrically arocund the average
or wndetermined golumn in a bread pattera; and sre consequently eof
questiionable importance to the study.

The atatement cencerning change im leadership behavior through
reading, lecture and discussion without experiences was rated quite

lev, agreeing vith the rating of the lecture method of inastruction.

a’ﬂaaford,.gg. eit.
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The data considered up to this point tends to indicate a fairly
definite paitern of imstructor satisfaction vith certaia training
materials and methoda, with a particular philosophy amd approach te

training, and vith the statement of the hypothesias under consideration.

V. EFFECTIVENESS OF LEADERSHIP TRAINING

The effectiveness of the AFROTC leadership training was the
primary data sought by the evaluation form. This evaluation of the
training should have meaning in terms of the methodology and materials
ntilized, the instiructoers' approsch and underlying philesophy, their
objectives feor traiming, and their gualifications for teaching the
oourse. Twe items on the evalumation form were concerned with the ef-
fectiveness of the traimning, one being concerned with the effect en
student behavier and the other with the effect on the instructor's
personal hehavier. 5Since evaluation of change in students' leader—-
ship behavier was comsidered to be very difficuli, and perhaps not
too valid, it wvas considered that the instruetors' evaluations of
their own changes in leadership behavior might be pertiament.

Change in Leadership Behavior of Students. The queation, "Ia
your opinion, how effectively has the AFROTC Leadership Course changed
leadership behavieor in your students?” was ansvered as excellent by 10
per cent of the responding instructors, as good by 86 per cent, as
average by 31 per ceat and below average by 3 per cent. The validity
of these responses is eopen te guestion. The instructions on the firat
poge of tho evaluatien ferm stated "This is & subjective and intuitive
appraisal requested {a the absence of any knewn method of objective

evaluation ef the sudbject ares.” It was assumed that instructors
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had ample oppsrtunity te evaluats their siudents and, ian fact, were re-
quired te evaluste them for academic grading purpeses, on the basis eof
their learaning eor ehi;;o in behavior. Five of the six sssumptiens aet

forth im Chapter II are directly conceraed vith this evaluation.

TABLE ¥V
RATINGE OF RESPONDENTS CONCERNING THRE OVER-ALL EFFECTIVENESS

OF AFROTC LEADERSHIP TRAIXIKG

' Ko. of Unasatia~- Excel-
Item Reapond. factory ©Poer Averege Geod lent
Over—all Effectivencas
on Student Behavioer 160 % 1% s6% 10%
Effeet on Instiructor's
Personal Behavior 189 1 ) § 24 83 21

Effect on lastructor's Persoanal Bebavior. The questien, "How
effective has the course been isn changing your own leadership be-~
havier?” was ansvered as excellent by 21 per §ont of the responding
instructors, as good by 53 per cent, as average by E4 per cent, and
below averesge by 2 per cent,

Thia evaluatien wasn included in the delief that it would per~
haps have some bearing om the vslidity of the over-—all sffectiveneas
reting. The fast that instructors reted their own ¢hange of behavior
higher than that ef their atudents may er may not be pertineat. It
would appear to indicate enthusisam and appreval for the treining,

whereas a rating lever than that of the students might tend to imdicate
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& position in defense of their job of instructing, even though they
learmed little themeelves. There is the viewpoint that ome should learn
more frem a course of this mature after heving attained a backgrowdd of
experience. Hewever, if USAF Commissioned Officers with years of
leaderahip and training experience can learan a great deal from the
course, them wntvereity students can ressonably be expected te prefit
from it. ‘

Summary. 7The respoadiag imstructors' rating ef the over-all
effectiveneas of the AFROTC leadership training is censidered teo bhe a
fairly atrong endersement fer that training. Although there may be
some question as te its validity, thia fie the best known approach st
thie time for making such a determination. Acecordingly, this data is
aasumed te be sufficiently valid fer the purpeses eof this study.

This faverable rating is considered to be meaningful ie terms of
the particular appreach, philesophy, and methodology which was rated
favorably and disecussed ia previous paragraphs of this chapter. The
perasonal qualificatiens and capabilities of the inatructors of the
course are alse pertinent to the meaning and value eof this ever-all

reting of effeetiveness.

¥VIi. QUALIFICATIONS OF INSTRUCTORS
The qualifications of the Air Force Commissioned Officers wvhe
have been fnstiructing the AFROTC leadership course ¢an be determined
somevhat more objeetively than many ef the other items conecerned, How~
ever, such objective facle as years of college work completed, years of
leadership experience, and years of foraal teaching smperience alase

blend finte subjective evaluations vhere human capabilities, attitudes,
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interests, and goals are cencerned.

Years of College Werk Completed. The data reveal that 18 per
eent of the responding inettuctors have sompleted more than five years

of cellege wdri; 23 per cent have completed five years, 49 per cent have
completed four years, snd 18 per ceut have eompleted less tham four
yoars of gollege work. No determination vas made as te what fields of
study had beenm pursued im the college work. It is considered safe te
assume that the fields varied widely and may met have ventributed di-
rectly to the fnstruction of this particunlar course of training.

Courses in Paychology, Secial Science, and/or Management., It

wvas net comsidered practical in the scope of this study to delve mere

deeply than these three subject areas into the background studies of
the instructers which vould serve te qualify them for teaching leader-
ship. Ceurses im Edncatioen were not included, since it ves known that
all had eompleted at leant the Academic Instructer's Course at the Air
Univar-ity.as The data reveal that 84 per cent have cempleted more
than five college ecurses im the llbj00§ areas under consideration, 18
per cent have comupleted five courses, 84 per cent have completed four
courses, snd 39 per cent have completed 1ess than four courses.

Years of Leadership IExperience. Lesadership experience is a
difficult term te define. The evaluation form stated “"military and/or
eivilian leadership experience (coamend or managerial)." This is alse

diffieult to define and smbjective in mature. However, the data are

a‘!hc Academie Imstruetors Course at the USAF Air University,
Maxwell Air Force Base, Alabama, is a full-time, concentrated six-veeks
course in teaching and truining wmethods snd procedures, presented at
university graduate level.
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eonsidered te be sufficiently valid for the purposes of this study,
since all evaluations are of s subjective nature, The data indicate
that 45 per cent of the imstiructers had more than five years of leader—
ship experience, 1€ per ceat had five Yyears, 25 per cent had four
Years and 14 per cent of the ilamastructors had less than four years eof
leadership experience. It is considered that this practicel experience
could perhaps, in many cases, overcome the deficiemeies in formal
schooling reflected im the years of eollege vwork snd course msaterial

scompleted.

TABLE VI
QUALIFICATIORS OF INSTRUCTORS FOR TEACHING LEADERSHIP

Kol of Unsatian- Aver~ Excel~
Respond. factory Peor age Geod lent

Over-all Peraonal
Evaluation {(Atti-~
tudes, Iaterest) 163 o3 o 23 46% 2%

P S 2 3 4 5 More

Years College Vork
Completed 163 | 2 13 45 23 16

Courses in Paych,
Soclielogy or
Munagemeat 181 8 7 24 24 18 24

Years of Leadership
Experience 168 4 10 25 16 45

Years of Formasl
Teaching Ex-
perience 163 18 10 24 27 13 14

OIS T S S O S R T SN S AT TR
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Years of Formal Tesching Experience. The data reveal that
14 per esemt of the respoanding insiruestors had comwpleted more than five
years of military aud/or civilian formal instructiean experience, 13
per ceat h-d‘co-plotod five years, 271 per cent had completed four Yyears,
and 24 per eemt had completed three years, and 22 per cent bhad com~
pleted two Years or less of formal teaching experience.

Over—sll Persounal fualifications. Imstructors were recuested te
"rate your over—ell personal qualificatiocns for teaching this particular
sourse. Thie rating has n¢ bearing on yYour qmalifications for tsaching
other subjeets im the AFROTC curriculum. (Consider attitude, interest,
ste.)." Thie rating was designed te cover those areas which were per—
tinemt to the job but net ethervise covered in the other ratinga. It
is entirely o subjective self evaluation, and its validity is queetion-
able. The data reveal that 3} per cent of the rosponding imstructors
rated iheuoelve- ae excellent instruetera, 46 per ceat rated themselves
ae geed, and 23 per cent rated thomselves as average inatrvetora. There
is a streng pessibility that wherever possible the beot qualified {a-
atructers in the AFROTC Detachments are assigned to this particular
course of instruetion. It is believed to be generally comeidered as o
difficult subject to teach, it 1s considered to be of relatively high
impertance in the AFROTC curriculum, and it is a senior level course.

Summary. The data reveal that, according te generally accepted
standards for university faculty members, many of the Alr Force
Officera acting ae instructers ef the AFRUTC leaderahip traiming were
met highly qualified. This rating is based upon their academie

achievement. The data alse reveal that they were geverally well quali-
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fied in terms of years of practical leadership experience and formal
teaching experionce. Their over—all self evaluation would indicate o

high degree of fnterest and favorable attitudes tovard the joh.

VII. BSUMMARY OF EVALUATION

The data indieate that the courase was considered by the fastruc-
ters to be very effective. Aes indicated in Table V on page 41, o
tetal of 66 per cent eonsidered the training to be good or excelleat
while only 8 per ceat eomaidered it to be poor. Instruetors gemerally
considered the eourse to he even more effeciive ian changing their owmm
1eadership behavier than it was in changing the behavior of students.

A subjective evaluatioa euch as that abeve may be considered as
more meamingful whem breken inte centributing factors. It sheuld have
meaning ia terms of the objeetives of the training, the underlying
philesephy and approash te training, ths textual materials and the
methodelogy utilized. The wvalidity of the evaluation should depend
somevhat en the personal qualifications of the inetrusters who did the
rating.

Based eun their academie achievement, and according to generally
accepted standards for university faculty members, many of the Air
FPerce Officers asting as instructers of the AFROTC leadership trainming
were not highly qualified. They wvere, hevever,; well gualified in
terms of practical leadership experience. They were fairly well
qualified ia terms of years of formal teaching experience, and they
indiecated a kigh degres of interest and tivorablo attitudes toward
the imatruotiea vork. They were fairly well gualified for teaching
the leaderehip ceurae and very well qualified for making a subjectiive

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



X b
evaluation conecerning its effectivencas.

As indicated tn Table IIX on page 80, the development of a
seane of migsaien, or cencept of service, vas reted highest as an objee~
tive for leadership training. This was follewesd elesely by considera~
tiom, or good human relations, and by managerial initiative, in that
order. Dowinanee was net favorably coneidered as an ebjeetive for
leadership training.

As indigated in Table IV on page 35, the underlying philesophy
and appreach 40 lesdership training which wvas favered by the instrue~
tors ineluded ohange of leadership dehavior through change of attitudes
and threugh experiense in simulated leadership situationa. The latter
ceuld be accomplished through ereating simulated leadership situationa
in the ¢lsasreom snd throngh traiaing in a sicilear msanner te other
artas, Item number 19 en the ovaluatien form, wvhich was a brief state~
meat of the hypothesis under considerationm;, was rated as a good or
excellont statement of philosophy by 84 per cent ef the reapoandents.
I4 was rated as poer or unsatisfastery by only 12 per cent,

As indicated in Table II om page 10, student centered methods
ef imstruction, which imnvolve a great deal of activity on the part of
the students, wers oon-ldoroﬁ as being superior to instruetor centered
mothods of instruction, Group problem sclving vas rated highest,
fellewed glosely by rele playing sitmations) round table discussion
rated a little detter than the lesture~dissussion~recitetion sombina~
tioens and case studies rated wvell abeve the formal lecture method of
instruotien, The lesture vwas considered as unsatisfactory for leader~
ship training, exeept for certain specific purposes. The favored
iastructienal metheds agreed well with the philesophy and approach
indisatod as faverable ia the paragraph above.
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CHAPTER 1V

COMPARATIVE PATTEHRNS OF DATA

As summoriszed in the previous chaopter, certain data and
patterns of the date are fairly obviocus end gpertinent te the problem
under econsideration. Fhysicel limitationa of this study de not permit
of astatistical treastment of the data. It is gquestionable whetiher
statistical treatment weuld be at all conelusive, since the data are
entirely subjective in mature. However, in order to test reughly for
sther correlations vhich might have some significanee beyond that al-
ready discussed, several patternas of duta vere sstablizhed for certain
salected iiems on the eveluation form.

A total of one hundred and six findividual respomses vhich rated
the ever—all effectivenesas of the leadership treining as good or ex-
cellent vere used to eatablish one pattern of data. The fifty-four
individual reasponses which rated the over-~all effectivensss as average
or below wers used teo establish another pattera of data. Ae indicated
in Table VII, the twve patterms are very similar except for the one
item concerning ever—all effectiveness. It is sssumed that no sig-
nificance could be determined by further study or trestment of these
particular patterns of data.

Ninety individual responses which rated ams good or excelleant
the statemeat that "lLeadership is an art which can be taught in a

manner similar to other arts such ag music or drama” were used te

-48-
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establish a patiern of data for the same selected items as the patterns
shove. The seventy-aix imdividuasl responses which rated the statesment
-lovcat were wmaed to establish a similar pattern of deata. Table VIIX
shows & cemparison of Lhe data in the two patterna. While there is
some difference te be noted in the two patterns of data reflested in
Table VI1I, they are not cenaidered sufficiently different te warrant
any eenclusiona. Omn the basis of these and ether similar attempis it
is assumed that ne significant patterns ef data are to he discovered by

further astudy,

Comparative Evaluations of the Hypothesis. It was sssumed early
|

in the study that item number 19 on the evaluation fors,  which wae &
very brtot‘utato-ont of the hypethesis under considerstion, would eon~
stitute a nevel and unfamiliar approach for many of the fnastructors.
Consequently & seeeund evaluation form was prop.red.a It censiated of
only tvo items, vhich were sxpanded versions of fitems 18 and 19 en the
eriginal evalmation forw. This second fora was sent out to more thanm
one humndred of the r;apouding instructors, along with a c¢onsolidated
dats sheet which moat of them had reguested. A short letter of ex~
planation concerning the study and the hypethesis was included with the
regquest fer careful consideration and re—evaluation ef the items.
Bespendents who completed the gecond form did ee with some
understanding of ite relationship te the study and with kmevliedge con~

cerning the original ratiangs by one bhundred instructors. These facts

may or may not have influemced their ratings. Approximately one half

lAppondix Ao

2 ppendixz B.
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TAPLE V11
A COMPARISON BEYWEEN THE HIGH AND LOW GROUPINGS
FOR “OVER-ALL EFFECTIVENESS™ AND OTHER SELECTED ITEMS

No. of Unsatin- Aver~ Excel~
Item Respond. factory Foor age Good lent
Over-all Effectivenses High 108 % % y 3 gef 14%
Lew 054 8 '2
Gronp Problem Solving High 101 1 13 28 . 6O
Low 83 8 i2 43 37
Rele Playing High 103 4 7 1 33 40
Situatioens Low 538 L 8 20 i1 40
Cace Studies High 909 2 11 £9 40 i8
Low B33  § 18 36 38 9
Round Table Diecuseion High 08 & 24 44 27
Low B4 1 1 27 416 28
Changing Attitudes High 1056 4 20 49 27
Low 04 1 6 37 40 16
Simulated Leadership~ High 104 | 22 49 28
Sttuntions Low B4 g 4 20 1 23
Traiaing Sisilar to Bigh 108 4 & 3] 48 19
Other Arts Lew &3 8 b § 37 e8 18
1 2 2 4 More
Y;ar- of College Eigh 105 1 2 18 43 8s
Work Completed Lew 53 1. 1 11 49 b
Years of Tesehing High 106 8 10 80 t { ] g6
Experience Low 054 ) 8 15 18 31 20
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TABLE VIII
A COMPARISON BETWEEN THE EIGH AXD LOW GROUVINGS
FOR "TRAINING SIMILAR T0 ARTS™ AND OTHER SELECTED ITEMS

S50 S R AT A AR AR A

Ne. of Unsatis- Aver— Excel~
Item Respond. fuctory Pooar age Goed lent
Treining Similer to High 90 % % % 69t a1%
Other Arts Low 76 11 17 78
Gver-all Effectivenesas Bigh 90 2 23 65 10
Low 73 4 a8 48 10
Group Problem Solving Righ 87 1 9 43 47
Lew 73 s 17 33 43
Kole Playing Bigh 89 | ] 1 80 86
Situations Lew 13 10 8 19 29 34
Case Studies High B84 1 13 23 40 23
Low 1714 1 14 42 85 8
Ecund Table Discussion High 85 4 18 41 27
Low 713 1 s 21 44 890
Changing Attitudes HSigh 89 2 25 43 80
Lew 178 1 7 23 5o 11
Simuleted Leaderahip High €0 1 13 44 43
Situations Low 170 4 1 388 47 10
2 8 4 Hore
Yoars of College High ¢0 2 | 13 40 40
Work Completed Lew 18 3 18 45 37
Years of Teaching High 90 12 10 23 33 43
Exporience Lew 75 9 13 24 23 29

o A R S I S A S A S I T SN S

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



L
of the mimety forms vhich vere returned contained remarks which indi~
cated increased interest and broader understanding of the statements.

Some examples eof these remarks fellew:

Deth seem to be clear and adequate statements of the philosophy
and approsch.

Like any other art or skill, leadership cannet be taught or
learned by any one esay methed., KNumber 19 as expressed adbove seems
to approach the mest complete philesophy for the building of a
leader,

Amen .

I atill saintain ny pesitien on mo. 19 becaunse I believe that
the theory eor hypotheais expreeasd is really a vicarious experience
and at best a peor substitute for the actual eituationm...-

I believe you hit it! These statements should assist future
fiaatructers ia the understanding of the approach to the block eof
instruetion. However, great care must be exercised by the instruc-—
tor in setting the stage for this type of instruction.

Leaderaship ie & skillj 4t can make better leadera of potential
leaders. If it is & skill, them the instruction of this ekill can
be accemplished thro #18.

fueation #19 ia rather confusing.

I am mot villing to dietinguish so closely between "ART™ and
"SCIENCE" sou]l agree fully with, and would rate very high, your
second sentence in item #1959, but I weuld place a much lever rating
ot the lat and 3rd sentences of item #19.

#19 ~ I seriously doubt if the "ART" er the "ultimate technique”
of leadership behavior can be acquired without a compleie mastery
of the fundamentals which in tura mecessarily presupposes at lesst
a comprehensive knovledge of the many variables in this metter...

Thess leck pretty good to we as they are mow = I would find it
difficult to0 fmprove them,

esel beliove that & facility for leading may be innate, but
agree that enyone ¢an improve his leadership ability by study and
practice. Acscordingly, I feel that our aim should be to improve
leadership ability from whatever level it may start.

18 and 19 can be counsidered the erux of L & M Pedagogy. There
18 mne ethor way to handle.
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TABLE IX
A COMPARISON OF ORIGINAL AND RECONSIDERED OPIXIONS OF RESPONDENTS
CONCERKING STATEMENTS OF PHILOSOPHY FOR LEADERSHIP TRAIKING

¥eo. of Unsatis— Aver- Excel=-
Item Respond. factory Poor age Good lent

Leaderahip behavior can be
changod through eresting
simmlatad situstions and
experiences in the ¢lass~
reom. (Item 18) 163 B 12 24% 45% 28%

Heconsidered oxpanded
version as | 1% 40 44

Original rating by same
inatrustora 82 2 1 28 45 24

Leadsrship bahavier is an
art which can be taught
and learmed in somevhat
ithe aame mannsr aa other
erts. (Item 19) 143 3 ] 34 a3 18

Reconasidered expanded
version 83 4 83 44 29

Original rating by same
instructers 82 T 10 28 39 1é

As indicated in Table 1X, the ratingas on the second evaluation
form were co;oidorsbly higher then the rutings by the same instructors
en the original form. The percentuge of identical instrucitors rating
Item 18 as excellent imereased from 24 te 44 per cent., The percentage
of ideatical instructers rating Item 19 as excellent increased from 18

to 29 per cent, and those rating it as good increaned from 39 to 44
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per eont. After incressed understanding and consideration ef the
hypethesis a tetal of 73 per cent of the responding instructors rated

Item 19 favorably se sompared te 55 per cent on the original rating.

These ratings are considered to indicate an indorsement of the hypothosis

under considaration.
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CHAPTER V

FINDINGS AND CONCLUSIONS

Findings. The data indiecate that, in the epiniom of the
instruetors,; the leadership training carried on by the Air Ferce ROTC
ot 188 coelleges and universities was very effective. It was considered
by 66 per cent te be abeve average for university courses., The instruc-
tore making thias evaluation were all commissioned officers of the United
States Air Force. They were, by generally accepted univeraity faculty
standards, aet highly qualified acedemically for teaching such a course,
wvhieh finvelved a great deal of social science, but were fuirly well
qualified insefar ae practical experisnce was concerned. They had ia
‘ouoral-n geod background im leadership experience and a fairly good
backgrouad in formal teaching experience. They are believed to bhe
generally wvell qualified for making this evaluatiea,

Ia the area of underlying philesophy and approach to leadership
training the iastructors believed that leadership attitudee and be~
havieur could be changed significently through experiensing simulated
leadership situations in the classroom, through problem solving ex~
periences, and through critiques of the human behavier and dymamics
involved im such experiences. Group problem solving, role playing
situationa, reund table discussion and buzs-group case study methods
of instruction were comsidersd to be very effective methods fer teach-

ing leadership in the classroom. In all methods, eritiques of the

«58~
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individual behavier and the dynamics of the group invelved in working
out the problem situations were considered to be of prime importance
for learming ﬁn‘ change of behavier.

Attitudes and behavior leading te a sense of mission, or con-
eept of aervice, vere censidered to bhe the most important objective for
leadership tr;iuing; Thias objective vas followved elesely in importance
by those attitudes and behavior vhich involved conaideratioa for
others and geod buman relations, This, in turn, invelved underatanding
of individual and group behavier, and akill in the techniques invelved
in attaining desired bhuman relatienships. A third desirable ohjective
wvas the understanding and application of good management practices
and management initiative, which implies an attitude of resourcefulness
and responsibility in the application of munagement procedures.

Textnal materiala mtilized in the training were considered gquite
satisfactory. Hevever, in view of the fact that this course has been
-semevhat pionesring in mature, it is considered that the textual
materials can be improved consideradbly in light of current sxperience.

Conclusgions. Ia view of the findings above it weuld appear

that an effective sourse of training has been established throngh
moving awvay from past accepted practices and methodology, and through
movement tovufd the approach and methodology for temching the arts,

and teward vhat is ordinmarily aspoken of ae akill traiming. The results
of this study, then, suggest somevhat of a cowplete change of approach;
that is, startiag from the area of the arts and wvorking back toward
the methodelogy as currently uesd in the course ef traiping. It ias
believed that this approech should clear up some confused thinkiang in

the erea of leadership training. In erder to more clearly understand
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this appreach, seme further consideration of the art of leadership is
censidered pertiment at this point.

Loadership is an iatangible which is oxceedingly difficult to
define either simply or comprohensively. It may be defined as o
complex ability »f an individual to channel the efforts er thinking
of ethers tevurd accemplishment of desired cbjectives. It way alae be
defimed as & process through whieh the lecder inspires effoctive indi~
vidual and group effort to accomplish en assigned objeetive or to
attain a dooirod ;0;1.1 Une definition ia static, the other is dy-
samie. Regardless of specifieo definitions eof thé term, it is recog-
nized that various styles or types of leadershiy msy serve equally
vell in like situations to attain 1like objectives. Over-all patterns
of widely v-ryi-g qualities may, through variations in application,
arrive at the same desired ouda.!

An fndividual's leadership ability is an istavgible which is
recognized, accepted and followved by other members of a group in a
given gituation. It may or muy not be of lasting duration or appli-~
cable in ether aitnntionc.s In this complex civilization it beccomea

increasingly difficult for aany one individual to poasesa all the

xllr University, USAP, Principles of Leadership and Managewent
(Yashingtont Govermmeat Printing Office, 1954).

2y. H. Sanford, "Military Leadorship” (uspublished lecture from
the Araed Forces Familiarisation Course in Paychology, cepyright 1949
by the American Paycholegical Association, Inc.); Cecil A. Gibb,

"Leadership,” Handbook ef Socisl Fsychology, Vol. 11 (Cambridge, Mass.:
Addison~Vesley, 1854}, pp. 900-08.

%yoba Hewmphill, Situatiomal Factors im Leadership (Columbuass
Buresu of Educatienal Research, Ohio State University, 1649).
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necesaary knevledge or qualifications for leading others in any and
all situvations which may he encountered. For this reason there seems
te be a current temdency towerd greater acceptance of the dynamie
approach te leadership; that is, a process of inspiring individusl
snd group effort in & given situation. It becomes increasinogly evident
that leadership is concerned with application rather than mere possea-
aion of abilities: Charscter, personsl-gocial adjuetment, and person-
ality are the foundetions of leadership. Leadersbip is their dynamie
application. Gibb gtates that leedership s a fenction of personality
ond of the socieal situstion, and of these two in 1ntoraetlon.‘

FPerasonsl=saeial adjustment and personality development are
superiwposed developmental ohjectives of all edugation, the resultant
of many contridutiag diseiplines. They are as wuch the goal of educa-
tion as the acquiring ef askills and knowledge: Persenality is an ob-
servable patteru of behavior, not what we are, hut what we show eur-
selves teo bo.s' Leadership is also sa observable pattern of behavier,
not anon--srilj vhat we are, bnt what we show ourselves teo be in the
leadership mituation. It is the expression of attitudes in such o
manner as to inspire ethers to action and accomplishment.

A coeurss of atudy devoted to the psychology of leadership,
aeciological aspacts of leadershipn, communicative processes of leader~
aship, prinelpl;l of wmanagement, sources of intense metivation, or any

nunber of other titles er subject areas directily concerned with the

‘0ibb, op. cit., p. 917.

ﬁhtth A, Fessenden, Roy I. Johuson and F, Merville Larsoan, The

Teacher Speaks (Nev Yorks Prentice-Hall, Ine., 1954), pp. 1~10,
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subject of leadership, and presented im the traditionsl manner, should
earich the student's kaovledge and background in the subject area. Put
the question arises, would it change hias leadership behavior? A course
in the history of music or the 1life of Chopin world increass the
student’'s kanovledge of the field of wusic, but would 14 aid him
appreciably in playing the vielin?

Education aims at an accumulation and interpretation of kmew—
ledge and experience resulting in desirable changes ins bohutior..
Acgordingly all knewledge gained should result in some change in be-
havior. In thie lime eof reasoning it wmighg de amaid that one could
adequately change his behavior so as to become a leader if he atudied
the subject of leadership loag enough and broadly encugh. However,
sany of the great leaders of history never read a paper on the subject
of lesderahip, and, conversely, many of the world's best educated men
never became leaders.

Senford, in Military Leadership, descridbes an interesting situ-
atioen conceraning tve officers wvho have attained recognition as leaders;
one as a combat leader and the ether as an administrative staflf
offiser. Each is his ova way has shown a fanctional éé.cp of the art
of loadership. But when they sit down to talk ;hoy are tryiang, whether
they know it or net, to create a science of lesdership.

A scienece of leadership, if one is ever created, will consist of
a namber of valid general statemeats about leadership phenomena. When
these two officers try to make such general statementa, they have a

rough time of it. They do not get far because they implicitly make a

Earl C. Kelly, Education for What ia Real {New Yorks Harper
and Brothers, 1947).
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eeuple of assumptions which proveat progreas in thinking about leader~
ship. They alse run inte the faet that art is essentially het com-
munieable. The man whe san sell the Brooklyn Bridge to six succes-
sive passera~by ia nod nocoo.ofily the best man to write a book om
saleamanship. Meny saleamen have written books omn their art but still
we don't really know much about selling, and the beginner still must
start from scratch and learm the art for hinocl!.'

The skills, knacks and insights iavolved in an art*uro rarely,
if ever, verbalized by the artist. Airt is not really communicables
science, by definition is communicable. When the artiat tries to put
his art into wvords, when he tried to make general statements about {t,
he 1a likely te fail, or even to lead himself and others sstiray. in
eutsider, systematically studying a thousand artists im eperation, may
succeed in making communicable and valid observations. DPut such ebser-
vations are me longer art. They are ccionco.‘

If leadership behavior is an art, then leaders may be considered
as artists, at least insofar as their leadership behavier is concerned.
Artiste are usually trained; few have attained prominence without
specifis training. Why them shounld lsaders be expected to attain
prominence withecat specific training? If leaders are artists and
artists must be trained, the question arises, hov are leaders being
trained? B¢ leng as leadership trajining eontinues to be only a super~
imposed eor fimdirect cbjective of education, the possibilities of inherent

sptitude being developed along the most desirable or effective line will

‘ 78;!‘0:‘6, op. git.

Bibid.
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be almost entirely swbjeet to chance.

As indicated in Table IV on pege 35, 66 per cent of the re-
sponding instruetors rated as geod or excellent the etatement of the
hypothonia under eossideration, "Leadership behavior is an art which
can be taught and learned ia somevhat tho came manner as msueic and
dramas thet is, classrcom imstructien in theery, coupled with practice
and performance under supervision (such as critiqued rele playing).”
In view of the fact that this rating was corroborated by other ratings
concerning comtributory methodology and philoasophy, and im viev of the
high over-all effectiveness rating fer the course of training, it
vould appear that e more definite poature eam nov be assumed in respect
te leadership training.

Ia viev of the data collected, leadership training may be safely
approached as skill training, supplemented with theory and such scien~
tifis knewledge as is pertinent and applicahle in the areas of pesy-
cholegy, soeioclogy, somrunications and management, Such an approach
vould be contrary to the more gemerally accepted appreaches through
the development of character traits and qualities, or treatment as a
scienes within itaelf. It e, of course, to be deaired that lender~
ship, 4o tho due course of scientifie experiment and reacarch, be
reduced to a seience if posaible, Iu the weantiwe, let it be receg-
nized as a dynamic¢ art of humaa relstions in which individual patterns

~ of personal-secial sapabilities and bebavior may be developed throwgh
geided oxperience and practice ian the classreocsms.

It 4s believed that lendership traiming wey be succesafully in~

corporated inte the waiversity curriculum and taught as en art in much
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the ssme manner as drama. Simulated leadership situations which
integrate pertineat fasets of the contributing fields of knowledge
can bde oreated, experienced and practiced in the classreom im prepara-

tien feor real life expericnces of the future.
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INSTRUCTOR'S EVALUATION
of the
AFROTC LEADERSHIP TRAINING COURSE

This is & subjectinve and intuitive appraiscl requested ian
the absence of any knewn method of ebjective evaluation of the
subjest area. Any comments vhieh will assiast in making the evalu-
ation more meaningful are serdially invited ia the remarks seotion.

If you have no definitely formed opinion om any item,
please ansver ia the average celumn. Please rate every item,
msing either the verbal or aumerieal secle feor rating, whichever

you censider most applicable,

If you wish te qualify any snsver, please do sc in the re-
marks sectien at the end,

~0 7
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INSTRUCTOR EVALUATION OF AFROTC

LEADERSBIP TRAINING COURSE

d003
s¥ezsay
pooy
juerisaxy

L10q3v3e7ynny

4

2.

3.

4.

‘ B

8.
7.
8.
9.

In comparison with other aenier level
college texthooks,; rate the AFROTC text
"Primeiples of Leadership and Management."
(Bow well does it serve as a text for the
eourse?)

As a supplement te¢ the text, rate the
*Student Hendbook fer Primciples of lLeader~
ship and Management.® (General usefulaess
te you and your atudents in illnstreting
texthook material)

Rate the "Instructor's Guide for Leadership
and Management™ on the basis of it4s value
te you, persosally.

Teaching leadership requires a variety of
wmothods and teochnigues, esoch in i¢s place.
Which methede de you rate most and/or least

offective? Vhich should be used es much aus
possible and which least?

Le¢ture

Iuformal lecture~discussion~recitation
combination

Greup problem selving through discussion
Role playing situatiens with critiques
Case studies

Bound table discussion of sabject matter

0 1 2 8 4 8 More

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Page 2

10.

11.

18.

1s.

14.

18.

16.

17.

69~

<
1]
»
-]
b
-
»
oy
»
[ ]
[ ad
'3

Rate the fellowing bebhavior charecter-
fistics an odjectives for leadership
training.

Considerations FKFelps others te satiefy
thoir needs; seoks understanding of
othora' opinions and desires, fellevs
golden rule, appreaches a sftuation deme—
eraticelly, striveas for geod persemal re-
latiens.

Dominences Imposes epiniens on the growp,
asthoritarian, has definite ideas, per—
suseive, actively seeks leaderaship.

Menagorial initiative:r Initiates actioh,
srgaaises, plans, structures, manages,
uses initiative and creativity.

Sonse of mission: Geal orientation, eova-
sopt of service, loyalty, purpose, in-
apiration, idealiawm, enthusiasm.

Rate the follewing statements individ-
ually as underlying philosophy and/er
approsch te leadership traiming.

Siganificant cheuge in leadership bebavier
san bo accomplished through elassroom
trafaning in fundamental character traits.
(Such as integrity, Judgment, etc.)

Leadership behavior can be changed sig-
niflicantly through changes in attitudes
teward ebjectives and tovard the peraonnel
concorned therewith,

Leadership behavior san be changed signif-
feantly enly through true 1lifs experiences.

Leaderahip behavior can be changed signif-
feantly through reading, lecturesa aand
discussion. {(¥Withowt experiences.)
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18.

190.

20.

21.

24,

86.

26.

<

Leadership behavior can be changed sig-
aificantly through ¢reating simulated
leadership situaatiens and experiences in
the classroom as substitutes for real
life experiences. (Role playing, problems
solving, ease studies, ste.

Leadership behavier is arn art wvhieh can
be taught and learned ic sowmevhat the

same manner as music end dramag that is,
classreom instruction in theory, senpled
with practice and perfermance ander super-~
vision. (Such as eritigued role playing.)

Ia your opinion, hew effectively has the
AFROTC Seadership comrse shanged leuder-
ship behavior in your studeatas?

Hovw offective han the course been ia
shanging your owvan leadership behavior?

Rate your personal gualifieations for
teaching the Leadership course,

Forwmal asademie bdackgrouand, ia years of
sellege work completed,

Number of college courses completeod in
psyehology, secial science and/or wanuge~
went,

Years of militury and/or civilian leader—=
ship experience. (Command er mssageriul)

Yeurs of military snd/or c¢ivilian experi-
enee in teaching. (Ferwal instruetion)

Rate your over-all personal qualifiocations
for teaching this partisular comurse, This
has 20 bearing on ywur gqualificatious fer

teaching ether sudjacts in the AFROTC gur—

Lieq0038y308up

riculum. (Consider attitude, interest, etec.)

sy
CIE A
» s
o y
. o

4

2 8 4 06 More
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Please rate the folleving atatements
as underlying pbilesophy and/er appreach te
Leaderabip Training

Please rate numerically, 1 to 5,
or Una te Ex as in eriginal fora

18, Greup problem solviag, role playing of leadership
aituations, and e¢nase¢ astudies solved threugh group
action, constitute leadership situations in the
elaseroom: vhich simmlate true life experiences.
These situations and experienees, vhen eritiqued
by atudents and the imnstructer, accomplieh sig-
nificant changes in lesdership behavior. They
provide both observation and practice in chenging
human behavier threugh expressioan of attitudes.

19. Leadership bebhavior ia am eort;, an expresaion of
attitudes and emetions, which influenc¢es human be-
bavior in msuch the same manner as drams. It osn
be teaught and learned in much the same manner ae
the ether arte, that is, through clasarcoms in~
etrucstion in theory and techmniques, coupled with
practice and performance under supervision. Ve
should recognize it as an art or askill, rather
Yian te try in eur teaching teo make a acience out
of it. (Attempts at reducing an art to a science
may result in a mear scientific approach te teeh~
nique, but ekill cam be learmed ealy through prec-
tiee, ae in 18 abeve.)

Remarks?

Feold and etaple. Sheet is slready addreesed om back for wailing.
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