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CHAPTER I
INTRODUCT ION

The extensive literature on leadership theory and research suggests
that, as a behavioral phenomenon, leadership is as common as dust, as elusive
as mercury, and an inveterate polymorph. This resistance to exposition lead-
ership shows apparently has whetted the investigative appetite of many
psychologists, according to the summary data reported by Strodtbeck and Hare.
Their bibliographic review revealed that items in the literature reporting
small group studies increased from .5 to 152,5 per year between the years
1890 and 1953.1 Recognizing leadership as the core concept in many, if not
implicitly in all, studies of group processes, its contribution to this
spread of interest is readily inferred. Such accelerated production of
leadership literature in the last decade apparently has not changed. This
attention reflects not only the extent of theoretical consideration and
practical investigation of leadership, but firmly establishes this particular
aspect of behavior as a proper matter for scientific investigation. However,
when it comes to ultimate understanding and final definition, the evidence is

noted to be content rich and concept poor.

IF. L. Strodtbeck and A. P, Hare, "A bibliography of small group re-
searchs (From 1900 through 1953), "Socjometry, XVII (April, 1954), 110.




Few scientific terms have been defined in so many ways as have "leader~-
ship" and "leader."” Selvin, like many others, cites Gibb's list\bf-five
definitions of leaders, all of which invest this function or attribute in a
single person.2 The person in this role may change from time to time within
any group, and even several persons may function at a single time to fill the
prescribed role. Such is the protean nature of leadership.

The evolution of the definition of leadership was interestingly commented
upon by Mann.3 Controversy was generated first by the approach to leadership
as an attribute of the individual, consistent for him in varying circumstances.,
Accumulated evidence necessitated modification of the trait approach. Trait
was contrasted with status, and leadership was then conceived of as a function
of the individual's personality, or alternatively, as emerging from the inter-
action of leaders and followers., In the latter view, leadership was seen as
subject to the influence of the group's task, composition, and culture. Mann
reports that the dilemma was resolved in compromise. The formulation then
stated that " « « + + an individual'’s leadership status in groups is a
function of his personality and the particular group setting."4

In this evolution Mann saw a parallel to the nature-nurture controversy,

resolved compromisingly also in terms of concessions regarding the limits of

24anan C. Selvin, The Effect of Leadership, (Glencoe, Ill., 1960), p. 8.

3R, D. Mann, "Areview of the relationship between personality and per~
formance in small jroups.” -Pgychol. Bull., LIX (July 19%9), 247.

Arkgg,




3
each factor for the operation of the other. From hence, research in the older
controversy has progressed through study of the relative importance of each,
heredity and environment, and the interaction between these two major factors.D
In spite of intensive attention and investigative effort leadership, regarded
in its two aspects, has not received the same degree of clear and comprehengive
definition. “Progress in theory development and generalizable findings is
less than might be expected when one considers the many hours of labor expended
in the collection and analysis of data."®

As noted above, definitions of leadership take many forms. Following
Gibb's proposals, cited by Selvin, types of leaders may be " . . . (1) an
individual in a given officey (2) the central person of a groups (3) the
person considered the most influential by members of a group; (4) the person
who is the most effective in creating a structure or consistency in the inter-
action of the group members."? Besides specifying the possible leader roles
in terms of the situation (in accord with the compromise noted by Mann), Gibb's
delineation alerts one to the dynamic nature of leaders and their functions.

Carter also listed five specifications of the meaning of the concept of
ieadership, but directed more attention toward group processes than toward the

individual., After briefly discussing four of these notions, Carter gives a

SIbid.

66, B. Bell, "Methodology in Leadership Research,” Amer. Psychole, VIII
(August, 1954), 329,

7C. A. Gibb, “Leadership” in G. Lindzey (ed.) Handbook of Social
Psycholoay, (Cambridge, Mass., 1954) cited in H. C. Selvin, p. 8.




strong endorsement to the practical approach, considering the state of
knowledge about leadership at the time of writing. This endorsement favored
definition of leadership in terms of leadership behaviors. The operational
definition is favored for the usual reasons--exactness immediate to the
studied situation, and flexibility for specification in other situations are
allowed.8 Leadership obvicusly is not a neat and simple concept.

_ In one sense, Carter and Stodgill appear to be in accord. The latter
remarked that the " . + . qualities, characteristics, and skills required in a
leader are determined t¢ & large extent by the d&mandz of the situation."9

Still others have directly and explicitly subscribed to influence os
defining the specific characteristic of leadership.

Since the area of leadership has been staked as a claim by social
psychologists, the prevalent definitions delineate leadership as a socially
emergent phenomenon, springing afresh in each newly occurring situation.

Early reviews did little to reveal support for the trait app;oach to
leadership., However, Mann's more recent review has shown some trends which
suggest that further research in the trait approach may now be timely and
fruitful. Though it may be commented that his pooling treatment of results
from various studies viclates the integrity of the studies and the maaniﬁg of

the results, Mann clearly stated his presentation was not to be a definitive

9R. M. Stodgill, “Personal factors associated with leadership. A survey
of the literature," J. Psvchol., XXV (January 1948), 63.




work, but instead he hoped it might stand as a recapitulation and a point of
departure for further research.lC Some studies included by Browne and Cohn
also call for a re-appraisal of the trait approach (Bell and French, Cattell
and Stice, Chowdry and Newcomb, Cowley, and Henry).ll

The trait approach appears particularly suitable to certain instances of
military leadership. For example, identification of the combat leader by a
test of firey, even at its best, is not economical or scientific. It is a
deplorable example of the adage, "Nothing succeeds like success.” The only
recommendation for such procedure is the devastating effect of the alternative
of no leader taking over. The nature of military organizations and the mission
of the defense structure have changed very dramatically with the onset of the
atomic age, and the prevailing insidious conflict of ideologies on the politi-
cal scenes A need that has received little attention from the behavioral
sciences is that for specific knowledge about t @ appointed leader in formally
organized and structured groups or units, particularly as are found in
military organizations. Theough engineering specialists and the technocracy
of physics may spell the difference between success or failure in any large
scale test of the modern defense organization, the military structure and
function still rest on the fundamental of a hierarchy of authaiity’ The

importance of this aspect of a military organization is not at all lessened,

10‘%&”“’ 24].

1lc, G, Browne and Thomas S. Cokn (eds), Ihe Studv of Leadership,
(Danville, Illinois, 1958).




but rather crucially highlighted, in an electronic, nucleonic defense organi-
zation maintained at a state of push~button readiness.

Effectiveness of leadership has been investigated as related to
communication, interpersonal activity, status and a large inventory of other
forms of the processes of groups. Reviews most frequently are limited to
studies with small groups. This narrowness of scope may be no more by choice
than by material available. Comparatively little work has been noted in the
literature which investigates clearly identified leaders in obviously large
groups, particularly in formally structured groups with appointed leaders. It
seems that such more or less untapped circumstances of leadership are tailor-
made for the investigaticn of the trait concept af'lcadcrthip and for its
application in the identification of leaders. Such an approach is potentially
a source of great value to a program of selection and training of individuals
to qualify for appointment as leaders.

A service~wide program to re#italiza and augment the spirit of real
leadership in the United States Navy is now in effect, inaugurated by a
policy statement from highest authority within the Navy.lz The existence of
this program testifies to the impoxtance of this commodity to the military
organization.

The finest ideals of military leadership should be exemplified in those
individuals responsible for the training and orientation of the newly recruited

12General Order No. 21, "Naval Leadership”, U. S. Department of the Navy,
Washingten, D.C., 17 May, 1958.




volunteer personnel, While undergoing this training, recruits are gaining
their first impressions of military life, of its patterns, and of the impor-
tance of its purpose, The foundations of their naval career are being laid.
personnel charged with the serious responsibility for effecting this introduce
tion should be in svery respect the best available to meet these responsibili-
ties. Unfortunately, the men available are not alwmyi of the desired degree of
effectiveness, some individuals are immediately recognized as unsuitable for
such duties when they report to the training command. Disqualification after
a costly and troublesome transfer is an administratively unpleasant and
difficult procedure and an economic loss to the Navy and the man., In addition,
to be declared unacceptable to train recruits is personally disturbing to the
disqualified individual, and it erodes the morale of the men who, as
qualified, loyally remain to face the difficult assignment in such training.
Ideally, only the potentially best-suited men should be assigned
initially to such duty. However, little effort has been organized to identify
these men prior to assignment. Routinely, candidates for the duties of a
company commander at one navy hoot camp were required to report for a limited
evaluative interview conducted by one or more members of a staff of clinical
psychologists and psychiatrists. Interest in the practical aspact of the
investigation being reported herein was stimulated, in part, by the experience
of the writer as a member of a staff conducting these interviews. It was a
screening procaedure, and left much to be desired in terms of the extent and
nature of the professional responsibility, and particularly in terms of stan-
dards against which to predict. The procedure was based on the grossest of




personality characteristics for detecting unsuitability and for occasionally
raising a question of limited suitability. In those instances, the decision
was deferred in favor of the test-by-fire field technique noted above, There
is no direct éﬁproach, in such stop-gap measures, to the basic problem of
leadership effectiveness in this setting, The first problem is that of inves-
tigating the potential of the individual for performance in this role of the
company commander--the leader-~of naval recruits in basic tralnings The study
reported here is pertinent, It is an exploration of possible pre-assignment

selection methods, and/or an aid in training potential company commanders.

Antecedent to the applied approach to leader effectivensss is the
theoretical gpproach. The complementary aspect of the study herein reported
is that which is relevant to certain theoretical studies which followed the
predominant trend of small-group studies in leadership.

This study is an investigation of the transfer and usefulness of experi-
mentally derived measures of leadership for the purposes of identifying effec~
tive leaders in appointed, authoritative office in q;military organi:atian. They
‘| subjects are leaders of relatively large, formally oé@anized and structured
groups in a military organization. The purpose of this study is two-fold. In
regard to theoretical aspects, it first investigates the extension of experi-
mentally derived measures of leadership in small groups to leadership as it cccurs
in large groups. This approach tests theoretical implications of the prevalent
research of leadershipin small graupse Secondly, the studyis intended as & 7ield test of the




experimental methods and results and contrasts three theoretical approaches
to the identification processt an assessment of leadership potential
emerging in a leaderless group discussion; a trait approach through measure-
ment of personality factors associated with relative effectiveness of
leaderships and finalily, the relationship between leadership effectiveness
and the individual's attitudes and interpersonal perceptions.

This type of investigation geems justified from both the theoretical
and practical interests. Previously proposed methods of identifying small
group leadership are replicated in an attempt at cross validation, The
prediction of leadership performance in a formal organization is investigated.
As noted above, the practical implications of such prediction can be of use
in the selection and psychological assessment of prospective company
commanders in a naval recruit training program.

In the presently reported investigation experimental measures of
leadership effectiveness, derived in small, informal, artificial groups (and
some natural groups under experimental exploratory conditions) have been
applied to a single sample of subjects. The subjects of the stﬁdy have been
assessed as to their performance both in small artificial groups and in a
natural situation of formal, appointed leadership in a large group. Also,
measures of personality characteristics have been obtained which have been
reported as useful in identifying leaders.

This study is an investigation of the interrelationships of leadership
occurring in formally organized, large groups and in:irformal, small groups.
The relationships of certain personality traits and interpersonal
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perceptions, i.e,, attitudes to these two formg of leadership alsc were
studied. The following hypotheses were formulated concerning these various
relationships.

Hypothesis 1. The degree of effectiveness of leadership in the formal,
natural, leader role, measured by combined achievement scores and superiors’
ratings of performance, is directly related to the habitual attitude of
psychological distance, as measured by low ASo scores.

Hypothesis 2+ Individuals attaining greater degrees of offictivtnvaa as
formally appointed leaders in large groups do not tend to emerge as leaders
showing effectiveness (influence) in small, informal leaderless groups: That
is, large formal groups differ from small, informal groups in regard to
individuals identified as leaders by their degree of effectiveness.

Hypothesis 3-A. On the basis of personality traits, as measured by the
Sixteen Personality Factor questionnaire, the relative effectiveness of |
leadership demonstrated in emall, informal, artifical groups can be predicted,
That is, lambda, the index of relative effectiveness of leadership demon-
strated in small, informal discussion groups can be predicted by L, a score
derived by a sequential equation based on personality traits as measured on
the Sixteen Personality Factor questionnaire.

Hypethesis 3-B. On the basis of personality traits, as measured by the
Sixteen Personality Factor questionnaire, the effectiveness of leadership
demonstrated in large, formal, natural groups can be predicted. That is, the
index of leadexrship effectiveness in large, formal, natural groups, based on

a combination of achievement scores and superiors' ratings of performance,
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can be predicted by L, a score derived by a sequential equation based on
personality traits as measured on the Sixteen Personality Factor questionnaire.

Hypothesis 4. Personality trait patterns, as measured on the Sixteen
Personality Factor questionnaire, can be predicted by extrapolation from the
interpretation given ASo scores. That is, given a very high or very low
ASo score, and follouiﬁg interpretations given these scores by Fiedler, the
presence of certain personality traits as measured by the Sixteen Personality
Factor quc:tiannaixa'can be predicted.

This study is, in a broad sense, a cross validation of experimental
and applied, of artificial and natural methods of leadership assessment and
prediction. It is a departure from the usual approach to leadership as it
occurs or emerges in informal, relatively unstructured small groups. This
study focuses on the individual in a relatively unique appéinted leadership
role in a formally structured unit of the United States Navy.




CHAPTER 11
REVIEW OF THE LITERATURE

This review will first sample some of the general conceptions and
psychological research relevant to leadership, and then summarize work from
which have been derived the variocus measures of leadership to be used in
this study.

I. Ihe Analveds of Leaderships Concepts and Definitions

Reference to the paradigms for the study of leadership proposed by
various writers readily furnishes an impression of the diverse forms leaders
ship takes, and the nearly imponderable caupldxities accompanying them.
(Bass, 13 Morris and Seaman,l4 Stodgill and CoonslS). These complex, multi-
dimensional, comprehensive diagrams stand as a contribution to the literature
of leadership theory and research, One, by Stodgill and Coons, is presented

here in Figure 1.

135, M. Bass, Leadership, Psycholoay and Oroaniz:
York, 1960), p. 448,

145, T, Morris and Melvin Seaman, "The Problem of leaderships an
interdisciplinary approach.” Amgre Je $9cigles LVI (September 1950), p. 151,

158, Stodgill and A. E. Coons cited in B. M. Bass, Leadership, Psychology
and Orgasnizatienal Behaviexr, (Wew York, 1960), p. 88. |
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Reported studies of leadership usually focus on @& single dimension or
relationship. The complex interdependence as represented in the various as-
pects of the chart in Figure 1 obviously limits investigation in this manner.

As noted above in the Introduction, Chapter I, lesaders and Jeadership
are defined in numerous ways. Even more extensively than Gibb, Fisher lists
seventeen polar typologies (e.g., cognitive vs. authoritative, personal vs.
jmpersonal, general vs. specialized) and three tri-category types of leader~
ship (e.g., autocratic vs. paternalistic vs. democratic, small groups vs.
mass leader vs, administrator).l® Such lists are a further index of the
variety of conceptulizations of the process, relationships and function of
leadership.

L. Fs Carter's five specifications of the meaning of the concept of
leadership are succinctly stated and thoughtfully justified.1? They direct
attention more toward group processes than toward the individual. Carter
points to the leader (1) as the person able to focus the behavior of the group
membersy (2) as the person leading the group toward specific group goalss
(3) as the sociometrically selected memberj and (4) the person who has
demonstrable influence upon the group gyntality (after Cattell). In preference
to these approaches, Carter endorses a very practical fifth approach--that of
defining leadership in terms of leadership behaviors operationally defined.

| 16B, M, Bass, Leadershin, Paxehelgav, And Qruanizatienal Bshayior, p. 86-
87 c¢iting L. F. Fizher, Philosophy of Social Leadership According to Thomistic
Principles. (Washington, 1948).

17Launor F. Carter, pp. 22~25 in Browne and Cohn, Ihe Studv of Leadership.
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18z, Stodgill and A. E. Coons. "Leader behaviors its description and
measurement.” Bur. Bus. Res. Monogr. ii, Ohio State Univ., 1957 cited in Bass,
Leadership, Psychology and organization, p. 88.
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The latter type of definition is favored because it "allows the experimenter
to define with exactness what is to be considered'l;:derahip behavior in the
immediately studied situation, and at the same time provides flexibiiity of
definition or specification of these behaviors from situation to sitvation."1?
The necessity for the further advantage of an operational definition is to a
guard against improper comparisons of leadership from situation to situation
(nursery school chilidren, coeds, industrial executives, and combat soldiers).

Carter's approach to leadership research is direct and though it appears
to be locsely general, isxealistic, All typing, definition, and specifications
in approach remain unsatisfactory so long as a univnrgnl, iadiyisibl& and
measurable concept of leadership is sought. The value of various forms of
statements of and about lesdership, examples of uhieh'htvtrﬁbon noted here,
is plainly heuristic. But, as will be indicated, Carter's position is
justifiec and such heuristic guides are rewarding as well as appropriate.
Il. Jhe Irait-Situation Orisntations Paractisal and Iheozetical |

Such rewards were not immediately evident to Jenkins. His 1947 review
was a search for material to aid in the practical problems of selecting mili~
tary leaders.20 He sampled empirical studies of five types, grouped according
to the characteristics and sources of the populations studied: industrial and
governmental executives, sclientific and professional personnel, children-«both
in and out of the school situation, and lastly, military leaders. Data in the

191pid., 24.

Ly, o, Jenkins, "A review of leadership studies with particular reference
to military problems.” Psychols Bull., XLIV (January. 1947), 54~79,
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first four types of studies were gathered by a wide variety of methods: persons
seen as successful or powerful in their Q%ganization were polled for their
opinions about the attitudes and behaviors impor;int for leaderss broad
historical examinations (birth galaxies were discovered among British botanists
and great military leaders' fame seemed dependent on national conflict); ameng
supervised subjects, such as preschool and school children, leaders were
jdentified through obserﬁation by others, by peer nominations, and by situation-
al tests. These latter techniques remain in prominent use today.

Jenking' review of military leadership studies is of especial interest.
He found that traditionally accepted writings on military leadership are of
the nature of rules of thumb and platitudes offered by those who are sage and
experienced. Cited as typical was a manual for young naval officers, basing
leadership success on widely accepted principles. However, the supporting
empirical evidence and methods sought by Jenkins was lacking in this type of
writings. It must be this kind of cultural wisdom and truisms which prompted
Newcomb to recall another truism by which he appropriately declared that no
one knows whether what everyone knows is true is really true until it has
been properly tested,2!

Continuing his review, Jenkins outland the American, British, and German
nations' elaborate pre-war and World War II programs of selection without

followwup« ‘tle commented on the "uéelessncss of elaborate testing techniques

Ar, M, Newcomb, "The prediction of interpersonal attraction." Amer.
Psyghols, XI (November 195¢), pe 586.
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hand in glove with complete disregard of their necessary concomitant--
standardization, objoctifieation, and validation‘“zz Unfartua;tbly; the
prescribed follow-up was not much more revealing, as exemplified in the
famillar OSS studlies.23 But of course, therein the shortcoming lay in the
fact that tho ¢riterion situations and information were inconsistent and not
| comparables '

Thoerlults of two studies of 1;adcrship among non~coms and éomhat
officers of the U, S. Arny indicated that constructive morale attitudes in
the former and rotrospociive performance evaluations for the latter were most
highly correlated with field demonstrations of leadership potential and
achievement .24

More generally, leaders appear to be superior to group members in at
least one of a variety of abilities generally, and in each particular field
"need and tend to possess superior general or technical competence or knowe
ledge in that area (other than intelligence),"2> leaders share some inteorests
and social backgrounds with their group, and (contrary to other reviewers)

Jenkins noted that several studies suggest that leaders are superior in

223enkins, pe 74,

23055 Assessment Staffh of Mens selection of personnel for
the Office of Strategic Services. (New York, 1948), pp.4l4 - 417,

24Jenkins, p. 66,
B1hid., p. 75.
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physique, age, education, and socio-economic background. Jenkins also opined
that no single trait had been isolated which set the leader apart from the
members of his group, leader characteristics varying widely both within and
between situations. Apparently, about all that could be said about leadership
was that it is specific to the situation (including the measurements employed).

Jenkins found no ready-made answer to the then very urgent problem of
leader selection in the military and pessimistically concluded his review.
There is some doubt that this review was sufficiently comprehensive to end in
any other n$y. Howover, Jenkins' purpose limited the scope of his review
since the press of war-time problems did not allow experimentation with
theories about leadership in order to establish bases for particular selection
methods. Theories and ressarch from a later time to be cited below indicate
considerable change from the paucity of information leading to general
principles and theories of leadership which Jenkins reported available.

It should be noted, however, that Jenkins sought aid in identification of
leadsers in a highly specific situation--sppointed leaders in a formal group
with both leader and group characterized by a high degree of effectiveness.

It may be that there is no single answer to the type of problem Jenkins posed,
There is no evidence to suggest that a single trait could be isolated which
would reliably identify a military leader in all, or even some, military
situations or organizations. 1In spite of the rigorously formal and

structured organization, an effective military leader brings infinitely more
to bear in the situatign than the qualification of a single trait or simply
living by the book, as might be inferred from Jenkins and some of his sources.
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In contrast to Jenkins, Stodgill was concerned primarily with
theoretical and speculative studies. This approach lent a more schblarly
’air to hié comprehensive survey, which atiempted to find evidence for the
jsolation of traits and characteristics of lqadcrs.zﬁ Cross~checking seven
methods of identification and twenty-nine factors or characteristics Stodgill
| reported from a bibliography of 124 items. He summarized his findings in
seven statements, negarding’to the frequency and magnitude of positive or
negative correlations to 1eidorship. His integration of results from various
studies revealed the followings highest overall correlations with leadership
were shown for originality, popularity, sociability, judgment, aggressiveness,
desire to excel, humeor, coope:ativoniatg liveliness, and athletic ability,
(in approximate order of magnitude of average correlation coefficients); lower
positive correlations with leadership were common to chronological age, to a
group of physical attributes (height, weight, physique, energy, appearance),
and to personality traits of dominance and mood control. The evidence was
found by Stodgill to be evenly divided between leadership and traits such as
introversion-extroversion, self-sufficiency, and emotional control,

Direct obgervation and analysis of bilographical and case~history data
were the bases for descriptions of leadership in the most fruitful studies

from the point of view of understanding loadurahip.27

2g, M. Stodoill, "Personal factors associated with leadership, a survey
of the literature,” J. Psychol. XXV (January. 1948), 35-71,

27 1pid.,
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These methods may be compared to Jenkins' notation of three methodological
techniques which seemed most fruitfuls nomination of leaders by group members,
surveying the characteristics of outstanding individuals through questionnaires
and blographical information, and using selection tests keyed to the situation
under eonsidcration;za Whether approached theoretically or practically, it
seems that the remaining obstacles to further isolation of leadership traits
are the criterion problems and working definitions, The common reference of
these reviewers to biographical or historical data is of interest.

Continuing his summary, Stodgill listed six general headings of factors
posaibly of aid in understanding leadership and selecting leaderss capacity,
achievement, responsibility, participation, status, and situation. He
commented that leaders always have a coordinating responsibility associattd"
with attainment of group ehjcciiv&n, and leadership implies activity, uﬂbﬁmcht,
and getting work done. Other significant aspects of the attribute of lesder=
ship are intelligence, alertness to needs and motives of others, and ingight
into situations, all reinforced by such "habits"™ as responsibility, 1n£tittiﬁt;
persistence, and self~confidences But Stodgill reported no evidence as to the
basic nature of the personal qualifications of leacers vss non~leaders.

Nevertheless, he contended that, though the complex of factors
determining status in a group is difficult to identify and understand, selecting|
leaders should be less difficult than training non-leaders to become

leaders.

28Jenkins, Pe T4e




21

This conclusion of Stodgill's, pertinent to the present study, is based
on the hypothesis that a positive relationship between certain measures ei
leacazrship and performance effectiveness may be an adequate basis for a
method of selection of leaders. However, no strong brief can yet be made
for "trait” selection or prediction of leadership performance in the face of
lack of positive evidence of this relationship. This suggestion of Stodgill‘'s
is not in accord with the current trend in leadership training for developing
situational insights, and for sensitivity training in human relations
workshop settings, as represented in the seven studies in the training section
of the Browne and Cohn volume,?

Gibb and Stodgill, agreeing with Ackerson, present the viewpoint that
the relationship of leaders and followers is not antithetical, as would be
expected, It is speculated that the antithnnis of leader is characterized
by indifference, incapacity, or unwillingness to follow pr to lead,30s 31, 32
This distinction may hold a key to the interpretation of leadership-study
results which appear to be inconsistent and unreliable, particularly regarding
the traits of leaders. Perhaps the issue is whether or not there are traits

29Browne and Cohn, pps. 417~473.

XC, A. Gibb, "The principles and traits of leadership.” J. Abnozm. So¢.
Psychol. XLII (July 1947) 271. .

stodgill, 67,

32, Ackerson, Children's behavior problems. II Relative importance and
intercorrelations among traits. {Chicago, 1942) cited by Stodgill, 67.




of potential and/or effective leaders-followers. If a relationship between
leadership potential and traits were established, the appointment to a
1eadership position should be given to the more promising individuals and
should result in greater leader effectiveness.

In conclusion, Stodgill does not see traits as abstracted from the
situation, but acknowledges the large component of interaction and the
situational influences on both status and effectiveness. Though he cites the
"devastating evidence" of Newstetter, Feldstein and Noucaéb against the
concept of measurable traits, Stodgill does not find thic evidence conclusively
for or against a theory of leader traits.33 Stodgill refers to other cﬂidlnéa
which may be interpreted in terms of knowledge of personality and dynamics,
rather than of social processes, and as such, lends encouragement to the o
further investigation of the trait theory.34 The proposal of Cattell, to be
presented in detail later here, is one approach to such a trait 1dontif1¢it1§n,
and it meets the specifications of operational definitions {per Carter) andi
of criterion keyed measures (after Jenkins) of the leadership function.3®

Stodgill's general theoretical collation has stimulated work in leader-
ship investigations Group processes have become the mode in this area,

However, the operational definition of leadership, in terms specific to the

situation, remains the single factor common to leadership in most studies.

33Stodgill, 65.

341pid.

358.-..3. Cattell and G. F, Stice, "Four formulge for leaders on
ihe basis of personaliiv,” Hup. Belat. VII (November 1954), 493-507.




A singular concept of leadership is yet to be defined which can aid general
researchs A possible exception is Bass' definition within the framework of
his interaction theory of leadership. "Leadership is said to occur when cne
member of a group, A, behaves in a way directed toward changing another
member's, B's, bnhavior‘”aﬁ This definition places the leadership source in
one individual, "A", and in a fairly well delimited way expresses an inter~
action function termed legdership.

This specificity is not common to all the definitions appearing throwjhout
the fifty-one reports of scientific studies of leadership selected by Browne
and Cohn.37 Definitions are lost in the specification of attendant, modifying
circumstances and processes which are given primary consideration.

III. Jdentifying Leaders and Leader Behgvior

Representing the progress in the development of leadership theory and
research are the fifty-one reprints and abridgements of works included in the
volume edited by C. G. Browne and Thomas S. Cohn and presented in 53,38
Articles were grouped into four areas of leadership studys The Analysis of
Laadership; Identifying Leaders and Leadership Behaviorj The Dynamics of

Leadership; and Training.

bp, M, Bass, Outline of a theory of leadership and group behaviors Tech.
Rep. 1, Contract N70NR 3%609. Bﬂt@n Rouge, 1955. ps 3 A

37Browne and Cohne

S8Browne and Lohn, Studies in Leadership.
Ibidey xi=xv.
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The Ohio State Leadership Studies program is outlined by Morris and
Seaman, with the recommendation for the interdisciplinary approach as suitably
comprehensive for research in 1eaderahip.‘° Carter's discussion of definitions
previously commented on here was also included in the section on analysis of
1eaderah1p.41 Stodgill's attempt to anchor leadership in the group is also
presented. He discusses leadership here ss an attribute of the group, dynamic
in nature, and basically as an interaction proceas which varies in amount from
time to time.42 Jennings extensive analyses of leadership as related to
sociometric choice are summarized for comparison with other views in the
volume.43 The highly abstract concept of gyntality, as defined by Cattell, is
discussed in terms of group attributes.44 Cattell's snthusiasm for concepts
which hold such broad promise is tempting, if not contagious. However, as
Carter pointed out, the parameters of groups necessary to describe or measure
the syntality of a group are not suficiently well known, methods of measure~

ment undesignated or uncertain, and the relationship »f the parameters to

401p1d., 12-21.
411pid,, 22-25.
421p1d., 31-40.
Brbic., 41-45.

44g, B. Cattell, "New concepts for mia:uring leadership, in terms of
group syntality.” Cited in Browne and Cohn, p. 47.
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jeadership are not sufficlently clear to use in leadership research.4>® with
less specific theory than had Cattell, Murphy offered situstionsl analysis as
a method for identifying leaders.®® The method involves job anaiysis related
to group's goals and the group's needs, and sociometric anslyses which, though
ostensibly are for identifying leaders, appear to be concerned more with the
substrates of popularity, agzenblamn, and desirability as an asgociate or
'tum mate. The leadership which Murphy analyzes and sssociates with situation-
al analysis is leadership of an informal nature demonstrating little which
contributes to the understanding of leadership. Such approaches are not of
interest in connection with the present study. The contributions of Cattell
and Murphy are analyses of groups, and as such, are tangential to the identifi-
| cation of leaders.

Setting a slightly different slant to thelr sociometry, Williams and
Leavitt's contribution to the Browne and Cohn wvolume demonstrates that socio-
metric judgments are informed judgments of a spaéial nature, and as such they
tell many things about the subjects not otherwise availabic;."" These writers
schoed Jenkins' complaint of inability to find objective methods for selecting
military leaders.%® They demonstrated that sociometric judgments were more
valid than the ratings, achievements, and individual tests as predictors of

Carter (cited in Browne and Cokn), p. 24
“6Browne and Cohn, ppe 123-134.
4T1pid.s 135-147.

481nide, 139,
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officer Candidate School success and combat performance for junior officers of
the Marine Corps, even taking into account certain selective factors in their
final population.4? The strength of such sociometric judgments for pradicting
leadership was attributed by the authors to peers' opportunity for greater
observation time, the realistic social context on which their personal
familiarity is based, and the proximity and interaction of the subjects to each
other's social-dominance behavior.30 Group opinion scores (based on the v
judgment of five traits by peers) exceeded self-ratings, leaders' (superiors')
ratings at two and five weeks periods of acquaintance, personal history inven~
tories, Army GCT and MAT tests, and final grades in the school in predicting
two criteris~~0CS pass-fail and combat proficiency ratings. Group opinion at
two weeks correlated .»33(N--240) and .47(N-100) with OCS pass-fail criterion
and combat proficiency ratings, regpectively. gimilar Judgments at five weeks
of acquaintance correlated +40(N--1193) and .43(N-~-100), respectively for the
same criteria.®l While sociometric Judgment may be the most reliable of many
instruments and methods for such pradictién, it can be said to be as much an
index of the structure of the group=~if not reflecfing status, and some say it
does not (including Williams and Leavitt). This technique reflects a subtle
awareness of interaction, and does not usually contribute te‘undorstanding

leaders nor to preselecting them for membership in groups of candidates or

4%1bid., 143.
Orpid., 147,
Sl1pid., 142




leader trainees, Williams and Leavitt regard group judgment methods as a
gecond best stop~gap measure for use while awaiting the develepmentlof good
objective tests for measuring the psychological characterisiics of leaders.52
Apparently shiftinc preferonce decidedly away from leadership ralated
unreliably to individual traits following hi: 1948 review, in 1950 Stodgill
described leadership in highly general, inclusive terms of group goa)l
achievamont.53 So defined, leadership is restricted to iﬁfluance within an
organized group, and is more an aspget of the organization than it is an
attribute of individuals. As such, leadership parallels authurity,\gkich
specifies what each member's activity will be in the task or goai aaﬂievememt.
This is a question-begging position, or at least Quite one sided. A3 stated in
his contribution to The Study gz,nggg;gnig. Stodgill fails to account for the
existence, initiatlon, and maiitenance of the organizations In one perspective
at least, as leadarship contributes to these aspocts of organization, it is
the sine gua nop of organizetion, and should be considered as somewhat snte~
cedent to the establishment or statement of authority, goals, and goal
achievement. Recalling Carter's asdmonitions concerning operational dofinitionsﬁ
however, in such an either-or debate antecedence is secondary to the difficulty

of even deciding which is the chicken and which is the egg!

521bid., 145,
53;2:; g L] ' % L




Apropos of this controversy, pseudo-problem, or arbitrary assumption,
it is redeeming to recall what Stodgill pointed out previoualys that the ". . .
very studies which provide the strongest srgunents for the situational nature
of leadership also supply the strongest evidence indicating that leadership
patterns as well as non-leadership patterns of behavior are persistent and
relatively stable."®¥ Thus accepting no assumption that leadership is inci-
dental, haphazard or unpredictable Stodgill suggests that further under-
standing of leadership ldes in the answers to questions concerning the
conditioning of social participation, insight into situations, and mood
|control, responsibility, and the transferability of leadership from one
situation to another.3® Tie latter question concerning transferability is an
important underlving question in the present study.

The findings of Carter, Hiythern, Shriver and lanzetta have some bearing
on this cuestion,%0 Analysis of leader behaviors in small work groups yielded
interniting differences rclatoé to the type of task, and to emergent vs.
appointed leadership. Average ratings of fifty-three categories of behavier
were compared by significance of the diffevences of ratincs for emercent vs.
appointed )eaders. In all instances of demonstrated leadership, regardless
of task or group situation, the results indicate that leadart-ch:racteri#ticallf

are involved with getting insight and analyzing the situation, and with

S41pid., %9.
SSlbides 60s
BTbides 97-105
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initiating the action required by the situation and goal. Some behavior varied
with task .md structure of the situation, however. The emergent leader in
discussion task situstions readily offers information, and appropriately shows
agreement and approval of others. He seeks the opinions of others and avoids
disagreeing openly. Also, results unexpectedly showed strongly that appointed
leaders tend to conceive their functlon as a receptive coordinator or agent
through which group activity moves toward the specified goal. This was in
contrast to the emergent leaders' behavior characterized by energetic action
and efforts to gain acceptance as a leader, and to defend and support his
proposals and opinions. For example, the appointed leader typically assumed
responsibility of & routine written recording task in contrast to the emergent
leader who delegated to others this labor of writing in order to remain free
to pursue and defend his position,57

These findings are of interest in view of the contrast of leadership
occurrences in the present study. Lesdership assessed by the criterion situa~
tion is to be compared with leadership emerging in a lesderless group discussion]
similar to the experimental conditions set up by Carter, gt al. The question
becomess Is the behavior of an emergent leader (or by which a leader emerges
in a leadsrless group) different from the behavior of an appointed lesder
which is required to maintain his authoritarian role and his function in
contributing to the group's goal achievement? Consideration at this peint is
theoretical, of course, as the present study is not directly investigating or
analyzing behaviors, as such. Nevertheless, it is suggested that the highly
effective formal leadership of a recruit company commander requires function




peyond that of an agent administrator and coordinator, and as such, will be
reflected in the grester relative effectiveness of goal attainment with a
succession of natural groups~~i.e., with several recruit companies.

Taft's account of group situstional observation of applicants for a
young exscutive trainee position is sn example of extensive effort and motions
for selection, augmented by the further scrutiny of the organization (manage-
ment) resulting in a program of minimized benefit to either personnel selection
or management.>® There is nothing to suggest that this was an exploratory or
experimental endesvor which might have justified using so many preselection
screens, additional test batteries (from aptitude to projective tests), game
and problems situstions, discussions and interviews and forced social situs-
tions. Aware of ghortcomings in the procedure, Vraft anticipates questions
Is prediction justified based on inferences from assessment situations which
vary greatly from the job or criterion situation? Are inferences from the
ability of a candidate to lead peers acceptable indications of his ability to
lead subordinates?™® |

Taft's questions may well be asked of many leadership identification or
prediction techniques. They obviously apply to the present study concerning
experimental measures applied to a practical situation, involving measures
which may be varied from the criterfon situstion or which invoives leadership
among peers compared to superior (appointed leader)-subordinate condition of
leadership. As to the second gquestion the answer is indicated, for the time

581pid.s 106-114.
%91bides 113.
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pbeing at least, by pointing to the evidence of others derived from the wide-
spread use of the leaderless group discussion, relating results and observationg
to external criteria (Carter, Haythorn, et 3l.,50 Bass,5l Carter and Nixon,%?
Berkowitzéso. The first question Taft dismisses as a truism applicable to any
selection exception trial and error methods. The more appropriate reaction to
observation of such "trulsms” seems to be to invoke some criterion-keyed
instrument or procedure, as noted here previously. it may.also be found in
accord with Stodgill's and others' noiations cited above that there is probably
not an antithetical relationship between leader and follower, but rather that
evidence suggests leader-follower is one extreme of a dimension which measures
indifference and apathetic group interaction at the.othar.64 Hollander and
Webb report evidence supporting this similarity of leaders and followers.53

Several studies of sociometric techniques (buddy ratings and peer
nominations) were included in the Browne and Cohn compendium. (Roff, Hollander
and Webb, Carter and Nixon, Whérry and Freyer) As an assessment method or
predictive technique much depends on peers* familiarity prior to the criterion
situation or at least during a period anticipating some goal (e.g. completing

OCS training)e This is not a relevent technique for the circumstances of the

6°Cartar, et al. cited in Browne and Cohn, p. 102.

61B, M. Bass and I. A. Berg. Objective Approaches to Personality Assess-
ment. (Princeton 1959), pp. 146-168.

62, F. Carter and M. Nixon cited in Browne and Cohn, pp. 170-183.

631. Berkowitz cited in Browne and Cohn, np. 324-337.
64R, M. Stodgill, p. 68.

63E. P. Hollander and W. B. Webb cited in Browne and Cohn, ppe 404-416.
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present study, and so results will not be reviewed in detail here, except as
they indicate pertinent dimensions or characteristics of leadership or leaders.

Hollander and Webb's study has been noted above.56 Roff utilized group
judgments sampled by rating scales in studying characteristics of judged high
and low success of combat leadership among Air Force officers.57 Equally
important with factors contributing directly to combat performance were the
personal characteristics of lack of concern with personal advantage, sincerity
and impartiality in discriminating between degrees of success of leadership.
These results corroborated results of an earlier study which had indicated
these characteristics were the minimum requirement for effective leadership.68
The agreement between results is significant, because Roff did not feel that
his results could safely be projected for other groups since his'sample was
not randomly selected. The data had been analyzed on the baiis of the
differences between average ratings of the best and poorest leaders; median
item standard deviation--,80 for ratings of the upper group and larger=-1.07
for the lower group.69 These characteristics, as expected logically, were
strongly related to the most discriminating scale item which reflected the
officer's ease of maintenance of ground discipline--a crucial barometer of the
effectiveness of leadership. Roff commends the sociometric rating technique

for use in revealing leader traits with expectations that further research of

66M, Roff. cited in Browne and Cohn, pp. 158-169.
$71pid., 168.
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the traits would advance understanding of the leadership itself.’C He is one
of the few who use sociometric techniques who acknowledge their limitation as
an exploratory probe.

Iv. Criteria of Leadership

Peer nominations were one of the four criteria compared by Carter and
Nixon with three types of work tasks (intellectual reasoning, clerical, and
mechanical assembly.) The ruﬁi&n&ng tﬁéﬁc criteria were supervisor's ratings,
work task performance rated by observers, and extra-curricular activities.’l
While the familiarity of peers may be an essential on which certain types of
sociometry are based, other situational aspects may act as contaminants which
are masked. The study of Carter and Nixon clearly reveals this. Criterion
scores for leadership given their subjects (N=100 high school males) were all
indigenous to aspects of their ﬁfbh schaolylift and activiticé. The relatione
ship of opinions of the subjects held by the school principal and counselor,
and by peers, and number of extra~curricular activities participated in are all
readily related to and influenced by the general school reputation of the
subjects. Further suggestion of these 1s seen in the resultwhich shows that
the fourth criterion, ratings of observers foreign to the school situation,
were independent of these three criterial72

70Ibid., 168.
71L, F. Carter and M. Nixon cited in Browne and Cohn, pp. 170-183., -
72M., 180. VLA
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Carter and Nixon can hardly be said to have come to grips with their
cviacnco when they comment in passing about this relationship of the criteria
merely as “"something these three criteria have in common,"7’3 as if it were an
obscure dimension awaiting an elegantly logical and statistical analysis to
bare its nature. |

The basic question in Carter and Nixon's study concerned the transfer-
ability, that is the consistency, of leadership from situation to situation.
Rather than a generally successful leadership from time to time regardless of
situation, these authors interpreted their results as indicating that this
degree of superior leadership is likely demonstrated among “families" of tasks
or situation.’¥ Thus the demonstrated trend of the former (transferability) is
speculatively concluded in terms of the latter families of tasks, but more
research is needed, they say. This investigation is an example of the
criterion difficultiit in 10ad§rship studies, The degree of agreement between
the different criteria in the assessment of the subjects' leadership potential
was shown in correlations ranged from =.2% to +.66. Work-task scores
(intellectual, clerical, and mechanical assembly, in that order) (based on
experimental observation) showed low correlations with peer nomination scores
(r's = .13, =.25, .05) and activity acort; (r's = .13, .02, .22), while work

task scores and supervisors' ratings yielded higher correlation coefficients.

"31bid,
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(r's = +31y «17, 14 in one school and .49, .27, and .35 in the second school
for the intellectual, clerical, and mechanical assembly tasks, respectively.,)’>
Feeling they could not point out any particular criterion as being superior to
the others used, Carter and Nixon discuss the advantages and disadvantages of
the various criterion measures or methods. The discussion leaves the criteria
of superior's ratings, peer nominations, and self report of past history, as
used here, on the disadvantage side of the ledger, as opposed to a balance of
advantages for the leaderless group method of assessment.’® The disadvantages
indicated for this method have been rather well obviated by Bass' method to be
discussed here later.

Recalling the discussions of Jenkins and Roff, and the results of Carter
and Nixon's report just notec, there is commonly suggested the requirement that
ultimate criteria of leadership performance should be related to the method
and type of leadership assessment on which predictions are being made. Two
studies will be roported which demonstrate this standard--the work of Wherry
and Fryer, and that of Wilkins--each dealing with officer candidate training.
Several of the usual selection and prediction methods (aptitude tests,
biographical data, interview and ratings by superiors) were compared with
buddy ratings and nominations and with academic grades on two classes of
officer c;;did:ted in the Army's Signal Corps at Fort Monmouth, N. J, in 1945, 771
Advocating peer judgments, they sought te compare these two criteria as

assessments and predictions of leadership and success in program leading to

TS1bid., 179-180.

73&@., 182,
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commissioning. Ratings and nominations each were fauﬂg to be gbod predictive
measures of leadership and of academic and tactical pi@?brmanco.' Nominations
exceeded ratings in relisbility after four months (+.58 and +.17, respectively),
though they predicted stably about equally after only one month of acquaintance
in the class (+.75 and +.76, respectively for nominations and ratings). In
both instances peer judgments exceeded the reliability of superiors' ratings
of the subjects, which averages +.50 after one month and +.23 after four
months.”8 Using all selection procedures, it was found that nominations were
better predicted than was the more commonly used academic grade criterion.

The only exception to the pattern was the prediction of grades from aptitude
tests, However, the data otherwise indicate that academic grades and nomina-
tions are measures of something quite different in the subjects of this study.’“
Wherry and Fryer thus report that peer judgments exceed most other measures
for assessing leadership, and of these, nominations are to be preferred some-
what over graphic ratings on the bases of better reliability, and ease of
obtaining.BO

This finding of Wherry and Fryer can be explained on two bases. Peer
Judyments seemingly reflect knowledge about the individual functioning (1) as
an intimate member of the group and (2) in significant interpersonal dealings
with other individual members. The peers have impressions from isolated

évents as well as global perceptions af cthers' roles on which they can base

78Inid., 211
" Ibid.
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their assessments of potential leadership. Such assessment is in some respects
more valid than the more distant and incidental evaluation by superiors, or
evaluations by means of specific test or task performance. The peers can tell
whom they wogld follow willingly and well. That nominations are to be preferred
over graphic ratings in part follows from the above explanation. Also, the
individual members' spontaneous nominations reflect global impressions of the
best leaders. Finally, the nominations method avoids both the pitfalls of
judging overt behaviors to assign amounts of reputedly desirable leader~-traits
and the dubious validity of weight assignments in constructing graphic scales.

In a similar officer candidate screening and training program for Marine
Corps officers, use of peer judgments was reported by Wilkins as part of the
screening program.8! Even though peer judgments, and superiors' ratings in
training and in field combat performance have that communality of standard
for assessment noted above as a requirement, Wilkins concludes his report
with an admonition concerning use of the sociometric method of assessing and
predicting. In this instance peers and superiors shared common experience and
understanding of what would be expected of a subject in the criterion situation-]
~-field combat. It appears that the acquaintance of judges with peers and
with long~range criterion situation is essential to the suitability and
adequacy of sociometric judgments as a predictive device. However, in the

short range goal as criterion situation, such as reported by Wherry and Fryer,

81w, A. Wilkins, "Selection of Marine Corps Platoon Leaders." U, S. Armed
Eorces Medical Journal, V (August 1954), 1184-1191,
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tthpxocessea of social interaction and judgment may alone be sufficient for
such predictions. It should also be noted that the Marine Corps subjects
probébly had a highly articulate image of what an officer and a field combatant |
is expected to bes This condition is seldom as true for other types of can-
didates, applicants and newly entering members in an oxganizatioh. Also,
returning to Wilkins' admonition, it was found that peer ratings had a correla-
tion of +20 (not significant) with respect of others, contrary to logical
expéctatiansc Thus, though promising, analysis of the dynamics is essential
in all cases, and experimental refinement of the technique in each situation
sesms advisable.82
Ve Psrsonaliiy Iraits and the Dynemics of Leadership

The introduction to Part III of their volume was the selection of Cowley's
early investigation of the traits of face~to-face leaders.53 Browne and Cohn
comment that thiserly work was included as an unusually good example of traits
studies in leadership. Clarity of style in another feature of this article
which would benefit current literature if it were (along with the awakened
interest in trait studies as noted by the editors) to become fashionable again.

In this very early dated study by Cowley, face-to-face leadership was
chosen for study among widely divergent populationss criminals, non-commission-
ed officers and lower rated enlisted men in the Army, and college students.
Cowley asked three questions. First, does a set of psychological tests

differentiate leaders from followers on the basis of a constellation of traits

82Ipid., 1190,
E3W. H. Cowley cited in Browne and Cohn, pp. 227-234.




for each type of leader? Secondly, what traits might become demonstrated?
And thirdly, would the test results produce enough evidence to make it
possible to call any trai's general iraits of leaderghip, i.e., common to all
leaders in all situations?84 His results revealed a constellation of eleven
traits for criminal lcaders, twelve for non-commissioned officers, and fourteen
for student leaders. Six traits were found to be held in common by all three
groups of leaders: self confidence, motor impulsion, finality ¢f judgment,
and three measures of speed of decision. The generalization which would be
indicated by affirmative evidence in answer to the third cuestion was regarded
as an impossibility. However, of ihe slx traits common to the three types of
leaders studied, all were found to be related tc an “undefined general factor
which has been discovered by means of the Spearman Two-Factor Analysis."83
Cowley’s claim was cautious. He szﬁ only six traits as yeneral traits of
leadership in the gituations studied, (sic»fau-to«»fm;;, small groups) and in
terms of the generality suggested, cited the need for furthir":ose;rch., The
only speculation he allowed hinself was that there was a strong indication
that the general trait bears some re:.ationship toﬁfinality of judgment and
speed of decision.,B6 His conclusion was well suhiﬁantiatad from his data.
However, this seems to be an 1nstanc§ where method of measurement may strahgly

influence the identification of the trait. It is noted that over twenty-cao

B‘m:, 228¢
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per cent of the scores on which Cowley's analysis and conclusions were based
were speed-of-decision scores, and an additional fifteen per cent were finality-
of-judgment scores.87

Two other studies of Part II are of interest here. Hollander and Webb spe-
cifically investigated the leader~follower positions as opposites of the status
continuum in their study of peer nominations. Naval aviation cadets nominated
peers as best and least qualified leaders, and also listed selections for
desired and undesired followers, and finally preferences for best friends.58

Intercorrelations (all significant at .001) of +.92 for leadership-
followership, +.47 for leadership-friendship, and +.,35 for followership-
friendship were reported.89 From these data the investigators concluded that
the peer nomination technique of sociometry has value as the basis for pre-
dicting specific performance. It was also noted that there is a need for
re-appraisal of the dichotomy of followership and leadership, as noted by
others and commented on here above. Followership as a functional component of
good leadership is understandably demanded by the complex hierarchies of our
social institutions.%0

Bell and French presented additional evidence of the constancy of leader-

ship status.?1 An average of an individual's status scores was taken as a

871bid., 229.

88E, P. Hollander and Wilse B. Webb cited in Browne and Cohn, pp. 404-413.
891pid., 407.

901bid., 412.

91G, B. Bell and R. L. French cited in Browne and Cohn, pp. 244-249,
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measure of his success as a leader in discussion groups. Each subject partici-
pated in a series of group discussions, problems and membership being system-
atically varied in each group. Status scores in thirty groups were obtained,
and thirty correlations were obtained as a basis for appraising the average
conslstency of leadership status. An average correlation coefficient of +.7%
was ylelded from these data, which the authors felt supported their hypothesis
that leadership does have consistency from situation to situation for any
individual characteristics and not wholly to the situation itself.92 Acknow-
ledging homogeneity of sample and certain methodological and measurement
limitations which may have influenced their data, the authors found sufficient
basis to agree with Gibb's unpublished findings to the extent that a re-
evaluation of the emphasis upon situational factors in leadership would be
recuired. Though there has been some effort at this type of re-evaluation
and emphasis in the research, such as the work of Cattell and Stice, the trait
approach is still minimized by the predominant focus on group processes and
structure.

This trend to the situational approach is clearly demonstrated, approach-
ing an extreme, in the works selected to constitute the final section of the
Browne and Cohn collection. These reports of training problems and methods
focus principally on the interaction processes of a human relations frame of
reference. The topic of the present investigation does not touch on this area

of leadership, per se, and so further review has not been attempted.

921p4d., 247,
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Browne and Cohn's selection of articles for inclusion in their volume was
representative of a broad scope of leadership interests. Some articles are
reviewed here separately from the survey of the works in Browne and Cohn's
Ihe Study of Leadership. The remaining reports in Browne and Cohn have not
been reviewed here due to their highly specific type and application (e.g.--
concerned with buuinoss-expcutiv- selection and interpersonal awareness of
production~line f@gamcn). or because the design and results of these studies
are not comparable or pertinent to the present study. In those studies
samples of children in nursery and pre-sciicol settings, summer camps, Boy
Scout troops, and certain other remote circumstances were used.

The Browne and Cohn collection has been cited extensively here to draw
attention to it as a highly informative and comprehensive source of writings
in leadership. Material selected for the book is unique for its breadth of
historical, theoretical, methodological, and applied reports on leadership
which are meaningfully organized for the reader.

A recurrence of interest in the trait approach is shown in the content
and conclusions of Mann's article.93 Mann's research was addressed to the
relationship between the individual's personality characteristics and his
perfirmanct in the small group. In three general ltciions Mann presented

reported data concerning the possible relationships of personality to

93&. D. Mann, "A review of the relathinships between personality and
performance in small groups.” Psych. Bulle, LVI (July 1959), 241-270.




43
(a) individual behavior directed toward the individual's goal in the group, to
(b) judgment and perception of the individual by his peers, and to (c) the
processes whereby an individual is selected or volunteers for positions or
roles functioning to solve internal or external problems facing the groupgg‘

Mann summarized reported evidence about the relationship between the
individual's personality and his group behavior or status. His intention was
to take stock of the generally available results and to evaluate them to
point up trends, and finally to cite the need and direction for further
research,

Though limited to evidence about ciall groups, Mann's presentation is
relevant here becsuse of his critical analysis of the conclusiveness of results
concerning the relationship between personality factors and leadership, and
particularly due to his comparison of techniques of measurement of leadership
status,

Reviewing available reports, Mann used any single result of a study as
the unit of his research, and compiled a table susmarizing the evident rela-
tionships between seven aspects of personality and assessed leadership.95 The
table is repeated here as Table I, presenting the total number of studies and
results, and the distribution of the results into the various forms as reported

by investigators. It also includes three of Mann's own summary statistics

941pid., 241.
93Ibid., 248.
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showing the total number of results which indicate a direction of a relation-
ship, and the base numbers for the percentages of significant results which
indicate a direction of a relationship, and the base numbers for the parcentaguﬁ
of significant results which are positive, and those which are significant and
positive and in the direction of the over-all trend.

Table I summirizes the data concerning the relationships between the
seven factors and leadership. Brief commen: ~n the relationshins shown by
these data are given here. |

dbtelligence. There appears to be a positive, highly significant, but
low magnitude relationship between leadership snd intelligence. (No r is
greater than +.50, median r = +,25, pe .01).%

Adiustment. Ninety-six per cent of the significant results were in the
positive direction for the relationship of leadership and adjustment. (No v
greater than +.53, median r close to +,15) Mann regards the evidence as
strongly indicative of a positive relationship, though "no single measure of
adjustment can be expected to be an efficient predictor of leadership,"97
All techniques of measurement were equally productive of positive results,
but the Cattell Sixteen Factor Personality Test was noted as one of the two

showing striking evidence of this positive rtlationship.ga

9 1bid., 248.
971bides 248-249.

98Ibid., 248,




A direct, but tenuous assumption from the

titles of the varioﬁs instruments indicates a pocitive association (significant
at .01) between leadership and measured extroversion-introversion. Selected
leaders appear to be more sociable and outgoing. (Highss® r = +.42, median
r = 4,15).99

Dominance. Slightly less than three-fourths of the results from twelve
studies showed a positive relationship, and only forty-two per cent were both
positive and significant. (No r exceeded +.42, ma&iaa r = +.20). There does
not appear to be a strong tendency for dominant or ascendant individuals, as
shown on personality scales, to be selected as leaders. Again here, the Six-
teen Factor Personality Test (16PF) contributed some of the best evidence,
says Mann,.l100

Masculinitv-femininity. Significant results were found in only two of the
nine studies. Correlations were uniformly low for the relationship between
leadership and masculinity-femininity,101

Congervatism. Seventeen of the twenty significant results from a total of
sixty-two indicated a negative association between leadership and conservatism.
The popularly used California F Scale was the principal instrument for these
results,102




TABLE 1

THE RELATJONSHIP BETWEEN PERSONALITY FACTORS AND LEADERSHIP

Nos No.

Personality of  of ——toliive Neogtlye _ _ Zero _zm%nm._ % Sig. &
Factors Stud= Re~ Sig. N.5. Unt. Sig. N.S. Unt. M.S. of in Dir.
ies sults (a) {b) (c) (d) (@) (£} (g,h) (1) Sige (3) of Trend(k)

1 Intelligence 28 196 91 68 14 1 22 0 o} 88 99 50
; : (196) (92) - {182)
| Adjustment 22 164  sa =8 14 2 2 0 15 80 9% 33
(149) (52 (150)

Extroversion 22 119 37 38 6 6 23 3 6 12 85 33
‘ , (113) {42 (113)

Dominance 12 39 15 9 6 4 ] 2 73 B &1 42
e o (37) (21) (36)
Masculinity 9 70 11 37 0 1 19 0 2 71 92 16
. (68) (12) (68)

Conservatism 17 62 3 8 0 17 21 3 c 38 15 29
" (62) (20) {29)

Sensitivity 15 101 15 55 3 1 25 o 2 74 94 15
S (99) (16) (98)

Notet The base numbers for the summary percentages are enclosed i parentheses below the psrcentages.
Base numberss for ?1)-'1:01::1 numbex of results which indicate direction; for (j) total number of signifi-
cant results3 for (k)=total number of results minus positive positive but untested {c) or negative but
untested results (f), depending on direction of trend.

1031p1d., 247.
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Jnterpersonal sensitivity. In thirteen out of fifteen studies the results
were consistently positive, but without statistical significance. Mann agrees
with others in his comments concerning the methodological and conceptual
problems remaining in the area of measuring interpersonal sensitivity which
vitiate further the low order relationship here,l104

In summary, Mann's research indicates a positive, significant relation-
ship of intelligence, adjustment and extroversion with leadership. Of the
renaining four factors, only conservatism is negatively related to leadership,
He cited his data as evidence tha; these relationships vary with the method of
measuring leadership itself,l09

There is one point uhinh%ﬂann did not make explicit, perhaps in light of
the cautions he raised in his concluding summary concerning‘limitatians on
the conclusiveness of the ravicw.1°6 ﬁuuuver, in one sense, it indicates the
importance of situation-criteria in assessing leadership.

The table shows raparkably high percentages of posiiive results for the
relationship of lcadersﬁip to intelligence assessed by peer and observer
| ratings, and for leadership to adjustment assessed by peer ratings. But what
should be noted is the #onsistoncy of percentages of positive results for the
relationship between leadership and all three personality factors when
measured by criterion measures. The data of the table indicate that relying on

IMM" 250-251.
1031p1d., 252,
1061pid., 264,
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one set of measures (situation criteria) of the leadership-personality re-
lationships as opposed to extraneous criteria introduced into the situation
(peers and observers) the relationships may be more reliably demonstrated.
That is, with situation criterion measures a more consistent measure of the
leadership-personality factors relationship is likely. Table II shows the
variability of the factors due to technique of measuring leadership.

TABLE II
THE RELATIONSHIP BETWEEN PERSONALITY FACTORS AND LEADERSHIP
USING THREE DIFT"RENT TECHNIQUES
OF MEASURING LEADERSHIP
— : -
Percentage of results
Positive
Peer Criterion Observer
Ratings Measures Ratings
Intelligence 91 a 85 89
(66) (40) (69)
Adjustment 97 76 76
(31) (87) (41)
Extroversion %0 86 70
(30) (s8) (35)

°3ase numbers for the percentages are shown in parentheses.
Prable taken from Mann.107 |

1071p4d., 252,
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These three personality factors shown in Table II remain positively re-
lated to leadership status under varying conditions of research, the difference
being a matter of degree and in many instances slight.l08 This strongly
suggests an inter-relationship of these three factors and leadership. The
average percentage of positive results for the relationship of these three
and leadership is higher with criterion measures (82 per cent) of the relatione
ship than with peer (79 per cent) or observer ratings (78 per cent). Criterion
techniques, thouch problematic in some situations, appear to be somewhat less
variable in regard to assessment of these relationships, at least in investi-
gations which are concerned with leadership per se and not with interaction
processes and sociometric demonstrations.

In his final summary there is a second important pattern of relationships
which suggests that, for leadership per se, small group investigations which
‘rely heavily on identification and assessment of informs) types Oflleldltthip
leave much to be desireds In the small grouo studies he surveyed, it appears
that leadership and popularity are each positively associated with five of the
seven aspects of personality--intelligence, adjustment, extroversion, masculin-
ity, and interpersonal sensitivity.l09 For dominance, leadership is said to be
positively associated, but the evidence of relationship with popularity is
contradictory, though there is a positive trend. Conservatism is negatively
related to leadership, but positively to popularity. This degree of consittcnn*

108:p1d., 2644
1097p:d,, 264-265.
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of relationship of leadership and popularity with other factors in small group
situations raises some question as to the distinction, from study to study,
between popularity and emergent or informal leadership in small groups. It
would be courting logical fallacy to speculate an identity between these two
 concepts based on their common association with a third, But it would be as
erronsous not to acknowledge the possible lack of distinction of the two
factors. Fledler's evidence clearly shows that the formal leader of effective
groups is more typically unconcerned about interpersonal relationships and the
feelings of others, such as those on which popularity might depend.ll0

The point is that leadership--formal, in large groups, and measured by
criterion techniques--can be expected to be relatively more independent of
situationally variable interpersonal relationships and sociometric patterns or
measures. Admittedly, formal, appointed leader status and the effectiveness of
behavior in that position is only one form of the accepted definitions of
leadership or types of leaders. But for clarity of interpretation of findings
from var&gps studies, when the criteria involve or are subject to tangential
1nf1unne;?;f‘loeial popularity, this influence must be taken into acecount.
Perhaps if leadership were deiined in the traditional sense of the authorita~
tive, formal, appointed, or office holding leader, 3nd if those individuals
demonstrating distinction of achievement, rattricteé interpersonal persuasive-

ness- and known as the "doers" among small work groups were identified by

110, £, Fiedler, Leadex Attitudes and Group Effectiveness, (Urbana, Ill.
1958); Pe 43,
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another term, the research in leadership would be less hampered. In view of
findingq conetrniug tho smergent leader, such as reported by Carter, Hnythern.
Shriver and Lanzttta dupicting the emergent leader in work-task groups as |
energetic, agoressive, seeking acceptance of self (popularity?) and ils ldeasd
it might be more appropriate to call these focal individuals 1n\iha11*groupa
pushezrs or persuaders as oppcsed to lsaders. Then the study of lesders could
be conducted on a more delimited and clearly defined concept with some contin-
uity from situation to situstion. Such an approach would be expected to augmend]
the magnitude and significance of some of the trait relationships with leader~
ship such as Menn analyzed. However, to take a position adamantly regarding
either side of the issue at this time is to argue the traite-situation contro-
versy which Bass has recently termed only a pcoudo~pr6blc-u112

Perhaps Bass's dismissal is accurate. Mann interestingly reported that
the differences between the percentages of positive results in experimental
and natural groups did not exceed four per cent. “Apparently the way these
three aspects of personality (gic-~intel'igence, adjustment, and extroversion)
relate to leadership status does not vary as a result of studying either
experimen:al or nathrsl groups.*113 One aspect of the present study is to
question whether there is a differunce such as this between experimental or

artificial groups and natural groups as to leaders who are effective. This

Mlgrowne and Cohn, pe 107.

1123, M, Bass. Leadership, p. 17.
113uann, 263.
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contrast of groups might appropriately be evaluated in terms of the disting-
tions between group types and the way they function, as proposed by Lerge, st
4les who described such types as traditioned groups, ad hoc groups, climatized
groups, and others.!14 Those writers indicated the internal workings ¢f the
group and their results vary considerably. If Mann's comment is to be acceptcdi
then these workings have little effect on the results in general, and thus are
a matter of concern only to the investigator of small group processes.

Mann's research of the results pertaining to personality factors as
related to leadership has reaffirmed the trends in relationships of personality
factors or traits and pointed to some investigative conditions and methccs of
measurement pertinent to leadership stati's. He honestly and in detail under~
lined the cautions with which his findings are presented and to be interpreted.
He reiterates that he has examined only the direction of various associations
between personality characteristics and measures of behavior or status. Only
occasionally was there i%%Jhusis reported for estimating the magnitude of the
rulaticnahipsvcitod¢ In the pattern of coreelations of the low srder which
Mann reported (median r for personality characteristic(s) and performance = +25
at the highest; with mest median r's closer te +.15)115 pooling of certain
results could mask substantial relationships.}l® However, Mann's suggestion of

11410rge, I. and H. Solomon. Individual performance and group purfozmanci

in problem solving related to group size and previo s exposure to the problem.

Je Psycholes XLVIII (July 1959), 107114,
113ann, 266,
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placing his finding in the perspective of a point of departure for future
research, implying that the field of traits in leadership has not been fully
tilled,; echoes the mode of thought of Cattell and Stice who suggested that such
evidence needs further and more careful analysis, rather than being abandened )7
VI. A Jhsery of Leadership

Before reviewing the basic experimental work in developing the measures
of leadership intended for use in the present study, an attempt will be made to
present B. M. Bass' theory of leadersiip, and to relate it to the subjects and
conditions of the present study.

Bass first outlined his theory of leadership in a report in 1955, and has
since elaborated on it, including test: .g postulates, and relating it to
current development of ressarch in leadership.li8 He first contended that a
sounder theory of leadership might be possible if it were stated in terms of
general psychology, rather than the specifics of social psycholegy, He then
presented assumptions and postulates within the framework of the psychology
of perception, of learning, and of motivat on. The following eutl@ap; his
theory, 4

Leadership occurs oniy in a groupy which is a drive-reducing aggregate
of individuals, Invokina the law of effect, to groups are attributed effsck-

iveness (the degree to which groups are drive~-reducing for members) and potensy

117, B, Cattell and G. F. Stice, "Four formulae for selecting leaders on
the basis of personality.” Hum. Relat. VII (November. 1954), 494,

1183- M. Bass, "Outline of a theory of l:adership and group behavior.®
Tech, Rep. 1, Contract NTONR 35609, Louisiana State University, Baton Rouge,
April, 1955.




he strength of drives which may be reduced by this specific membership).

X sffectiveness, being reflected mainly in group activity and processes
nd only indirectly in members' drive reduction, is of the greatest partinence
for the topic of the present study. Group goals are the re‘erence point by
rhich Bass defined member status, esteem, and control. Leadership is said to

Pccur when one member of a group, A, behaves in a way directed toward changing

other member, B's, behavier."119 gy behavior changes may occur in respsct
o modifying the strength and direction of his drivss, or in modification of
fiis perceptions, cognition and ability to respond. When attempted, these

podifications (1.0, leadarship) wiil be sither successful or aborted, an: if
lsuccessful, will be regarded elther as offective or ineffective. "Successful
leadership occurs when B's change as‘deaircd by A is drive reducing to B."120

The criterion of effective leadership ii%uhuther or not B's drives are reduced,

iseey If the leader can make him like changing his behavior. Other important
koncepts Bass described includaed the dichot@gles of coercive v:. persuasive
leadership and task-vs. salf-erieniod membe ~ship.

Again, this is work mainly about smal’ and/or informal groups. Never
[theless, the general naturc »{ the theorems and postulates allows inferences
pplicable to the natural groups of formal structure and appointed leadership
Fuch as the subjects of this study reported here routinely function. |
Concerning the transfer of leadership potential from situation to situae

ticn, Bass stated that when problems are similar in two situations, the more

1191pbid., 3.
e,




effective a member's leadership in the old situation, the more likely it is
that his leadership acts will be effective in the new situation. Alsc the more
sbility (capacity, knowledge, and various personality characteristics such as
perceptual flexibility and initlative) to solve & group's problers, the more
effective ;ra a member's leadership acts. It alse follows, according te Bass,
that attempts to lead in the new situation will follow leadership success in
the old the more similarity there is between the old and new situations.l2l
The converse is assumed. This gystem of postulates seems to be founded in the
concepts of reinforcement and the law of effect. Such anchoring of leadership
concepts in general psychelooical laws snd concepts facilitates bo i design and
interpretation of results. |

In addition, Bass' statamaﬁts regardinc ability, as described by him,
and the continuity of leadership effectiveness from one situation to the next
are suggestive of the underlying trend on which are based some trait theorizing
and measuraements., Por the study here it would seem then that effectiveness of
the subjects in their leadership roles, which are repeated in a more or less
standardiz 4 situation, should get better if they have the basic potentiality
or ability to solve the particular group problems arising. Conversely effect-
iveness should become poorer, or relatively so, 1f an individual does not have
the required ability.

Bass alsc points out how the individual's and the group's knowledge of
former success or fajilure will influence his subsequent effectiveness and

Success as a leader. This postulate would not be expected to apply in the

lzlmﬁ” 6.
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setting from which come the leaders being studied here. The difference is that
the leader is the only one repesting the same or similar situation, whereas
] his subordinate members experience this type of group and its situational
problems only ence. They thus look to the appointed leader for direction and
the necessary organization teo attain satisfying effectiveness. Again, the
constancy of theindividual and his traits from situation to situation (recruft
company after recruit company) is expected to ﬁo predictable from assessment of
those traits or characteristics. *

Bass theorizes that a much greater degree of development and transfer wi&l
be associated with interaction effective leadership than with goal effective
ltadcgghip.lza Again, his notion applies best to the small, informal group.
However, tho_cordiiiry to such a theoretical statement follows if the same
individual continues in the leader-role¢ for a series of several groups. That |
is, for the formal, structured; hierarchy type of groupblo?dar relationghip, it
is more likely that goal-effective leadership will be noroﬂrnadily and greatly
developeds and when developed, such leadership is more likely to be transferred
from group to group as effective leadership than would be interaction-effective
leaderships This argument is in terms of the specific situation which is the
setting for the present study., However, in terms of general theorizing,
neither Bass' nor this point of view seem as adequate as 2 regerd of these two ‘

forms of effective leadership as complomentary.

1221p44., 8.
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The author of this leadership theory is less one-sided in his analysis of
persuasive vs. coercive leadership. The former appears based on ability alone,
whereas the latter is based on control alone.!23 The high-control leader, with
ability, may come to depend on his ability and not his control to attain
effectiveness., When hich control is assoclated with successful leadership, the
effectiveness of this leadership is said to be only extrinsic. In the formal,
hierarchically structured group that it goal-oriented or has a gcalweffective
leader, it would seem that oggrintic qffcctivaness would be sufficient to serve
the needs and aims of the group, uhan th1s success becomes habitual in a growp
(sic-~or a leader!) 1t then takes on intrinsic characteristics. Intrinsic
characteristics of leaders repeating thg;gﬁgplos would then be predictable by
means of some individual differences mnéisigi;' Such a prediction was attempted
in the fxosent study.

Bass further theorized about the interdependence of esteem, status, and
ability in contributing te successful and effective leadership. Convergence of
| the esteem and status hierarchies must be maintained in the formal, appointed-
leidtr groups to minimize abortive attempts at leadership snd avoid conflict,
indecision, and confucion.124 Appiying this to the large groups, in agreement
with Bats; it can be said that status or esteem, via control, leads to
successful lesdership, and ability leads to successful gnd effective leader-
ship, If the former are placed in the hands of an inept appointed leader, the
group is less likely to be effective.l25 It als; follows fhat the larger and

Py,
1241p1d., 10.
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less intimate group must have & high status differentistion and coercive lead~
ership (1.0, suthoritative) or ite effectiveness will be vitiated.

Summarizing certain features of Bass' theory, this writer has take: some
1iberty with some of his generslization and postulates in order to extend them
to the sample of subjects end conditions of the present study. Issus has been
taken also with some minor points of his presentation which seem oriented to a
specific ait:ggum. the amall group. This orientation was justified by Bass in
his concluding remarks wherein he indicated that small group investigstion .
techniques had been designed for the theorems and hypotheses, It has been
sttempted here to focus his generalizations on a single situation for further
accounting of both his technique of measuring leadership and the merit of his
theory where applicable to other than the laboratory group and its phenomenon
of leadership, usually emergent in types
VIl. Experimsntal Rexivatien of Leadershioc Indices Used in Jhia Study

In this review the next consideration wili bea given to the reports by B. M.
Bass, Fo E. Fiedler and R, B. Cattell of their experiments. Those reports show
the development of the methoc a.¢ instruments for their proposals of leadership
sssessment.

Vil-A. Lasbds - An Index of nflusnce en Others

To test some of his hypotheses, ilases devised an "objective mesasure” of
leadership and used it to show the poten:ial of leaders' effectiveness. He
intended to study leadership effectiveness through precise, repeatabls and
objective operstions. He noted situsticnal tests for selection of nilitary
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leaders were reportedly quite reliable (r = +.46). % He had concluded from
reviewing validity studies that success as a leader in  restricted, artificial
brief situations correlated highly with leadership performance of the same
persons in real-life situations.l27 Such an inclination to generalize from
small-group experimental results to leaders:ip in other real situations is
frequently noted, and perheps may be assumed to be done validly considering
such observations as Mann's concerning the minimal difference in positive
results between large and small groups. Homever, only when efforts have been
made to validate this application through controlled study in the situation
vhere use of the method is contemplated axe such generalizations warranted.

The aimy in part, of the proposed study was for this type of validation,

Bass found the hanio for the m@:turemont method he proposed in the several
studies by Jennings, Asch, and Sherif who recorded changes in judgments as an
index of the ini:uence of a leader.l? Timmons was apparently the first to have
used the differences in correlations among ranked judgments to quantify the
effects of group influence. This method was subsequently used by Preston and
Heintz, by Hare, and finally by Talland, according to Bass. Talland's investiw
gations correlated initial judgments anc roup decisions with final leadership

assessments, 129

126p, M, Bass, "An Approach to ti2 Objective Assessment of Successful

Leadership.” 1In Qbiactive Anproaches &g | Personality Assessment, pp. 155.
1271p4d., 1540
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Bass first reported a standardized method which yielded three measures

of successful leadership--public, private, and relative--derived from the

correlations b&tw«n members® opinions before and after discussion, and reflect-
| ing how much an individual's judgments influenced, or were influenced by,
others and by the interaction during discussion. In a later repoxt Bass
presented a method for calculating an index of the change in agreement among
judges® rankings in two independent rankings made and suggested that the index
reflects social influence.l30 This index sppears to be fairly relisble and not
too cumbersome as an index of successful leadership (N = 350, split-half reli~
ability +.48 snd +,29 for highly motivated subjects, and +.61 and +.64 for
those of lower motivation), The iédox, lambds, is produced in the form of
deviations from the group mean, ftc;}“;;at'ihg sxanination of individual perform=
ance independent of differences mm groups,131

Bass claims these measures of leadership support his basic theory.

Reflecting influence as ﬁ &gis,'ﬁht relative mituro of guccess was more
highly and significantly correlated with the criteria than the absolute
measures {public and private), This finding 1s in accord with previously noted
comments that effective leadership must be considered in terms of interpersonal
interaction and of the various group conditions (tuk% structure, intersction)
operant in the situstion, Assessed successful lsaderahip was found related to
ability to solve the group's problems, to esteem for the leader, to obsexved or "

130g, u, Bass, “"Measures of influence and change in agreement of rankings
by a group of judges.” Sociometry, XXIII {(June. 1960), 195-202.

13101d., 196,
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exhibited leadership, and to attempts at leadership.l32 These intragroup
phenomenon and processes support Bass' thtgxy of leadership. They are not
direct evidence for transfer of the Iaadei&igp or the use of the measurss to
the "real™ situation, but some relationship cig%&n seen by logical inference,

Bass' subjects were 255 ROTC cadets assigned to fifty-one groups, osten~
sibly a8 a screen test for entrance into advanced training in the ROTC. A
control group of ninety-five night school college students, with no extrinsic
motivation to perform well, was also tested in this work~team situation.

Higher relisbilities (a1l significant at the .01 level) were found for the
three leadership measurements, public, private and relative, among subjects
with lower extrinsic motivation. (r = +.52 to +.75 for low motivation subjects,
+.29 to +.50 for medium and high motivation subjects).133 For the measure of
relative successful leadership, corrected split-half reliabilitles of leadership
as a function of motivation were as followss for high rmotivation, r = 4,48,

N = 1393 for medium motivation, r = 4,29, N = 60; for low motivation, r = +,61,
N = 60, and the control lew motivation group, r = +.64, N = 95.134 Ten probleas
had been administered to each group.

Bass regarded the construct validity of the measures as scceptable on the
basis of the data. PFurther analyses also indicated thats (a) more successful
leadership was exhibited as problems grew more difficult; (b) early agreement

132Bass and Berg, p. 162.
1331p4d., 157
.
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on who shall lead is important to the group's effectivenessj and (c) increased
group effectiveness is positively related to successful leadership,l3d

Most of the relationships were demonstrated by correlations of low to
moderate order, and many were so low as to be disregarded normally. Yet all
are éositivn and statistically significant, suggesting additional merit to
Bass' method for research purposes than mere simplicity and facility, factors
by which he recommended the lambda index.l!35 The tendency to ignore such low
but suggestive relationships where found has been said to contribute to a con-
siderable portion of the cause of the general failure of leadership researchers
in establishing good theoretical generalizations or methods for practical
application.137 This observation by Cattell and by Mann has been discussed
before.

Some of Bass' criteria, based on sociometric interaction, were so intrinsic
to the experimental procedure and population that reliability and control seem
suspects Also, his subjects' desire to enter advanced ROTC would seem to
confound the emergence of leadership, which experimentally should depend mainly
on the situational-experimental {group interaction) processes. The inclination
to work for group goals, if they were suggested either implicitly or explicitly,
is not likely to be slicited at full strength among a group of more or less
acquainted college males competing in a status situation to qualify for
acceptance in a program for which they are all assumed to be motivated. Under

such conditions, motivation concerning group goals can hardly be considered to

1351pid., 162,
1361pid., 163.
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exceed the individual's i{nvestment in his own goals. That Bass' lambda is
objective geems substantially indicated--that it measures lesdership reliably
remains to he Seen. | |

Bass' muun of relative success as a lesder has these meritss simplicity
snd objectivity, continuous scores relating immediately to a leadership theory,
and the meagure is repested (as each trial or problem is a short, selfecontaine
sample of behavior)s In the study to be reported here the previocusly noted
confinement of Bass' original method of calculating the index was used to assess)
the relative influence of each group member upon the other members. This
measure, lambda, will be regarded as an expression of the particular conception
of leadership as influencg iunctioning in the work team situation,

VII-B. ASp - Messuxsment of Akiliudes of Leaders of Effective Grouns

Fo E. Fiedler's extensive investigation,}38 in contrast to work of Bass
and Cattell in the artificial group situation, was addressed to naturasl, job
reality circumstances, though all three investigators worked with reiatively
small groups. Fledler's groups wers characterized by a range of formality from
the informal to the more formally structured in terms of leader status or
positions The criterion of leader effectiveness for all groups was the group's
achisvement or productivitys. The underlying processes of leader~group relstion-
ships were appresched through messuring actual and perceived similarity and
difference in the personality traits of the team members, and aleo, through
invectigation of the relative influence on group interaction these perceptiong

138k, E. Fledler, Loader Attitudes and Groue Effectiveness.
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by eam members (particularly of influential members) had. Various natural
groups were studied. They all were established as groups apart from the
research and for their own purposes, thus providing objective performance
scores as criteria. Groups' members were relatively well motivatsd concerning
the goals of their groups. Within groups the relationships of interpersonal
perceptions, some sociometry, and criteria of group productivity were analyzed.
Groups studied included high schocl basketball teams, student surveying
parties, Army and Navy ROTC cadets, small crews manning Air Force bombers and
similarly small crews assigned to Army tanks, furnace crews in open~hearth
steel y;nufacturing mills, and finally the complex sdministrative groups in one
hundrt;/aomber companies of a state-wide federation of farm supply cooperatives.
Perceived similarity (or ¢issimilarity) between two hypothetical or real other
persons emerged as the most fruitful, independent varighlc in the research.
Fiedler developed a method for obtaining a score (ASc)éwhich purported to
measure the perceived difference or psychological distance (D) between the itwo
actual or hypothetical other persons, one of whom was favorably regarded or
"preferred" and the other unfavorably or "nonpreferred” as a co~worker, team
member, or a similar group associate. Each subject was asked to describe,
through use of a given test or rating scale, the best co-worker he ever had,
and the person with whom he has or had the most difficulty in getting things
done, A cbmparison of these “"opposites” on the subjects® co-worker preference

continuum defines the perceived distance, indicated by the ASo score (Assumed
Similarity of opposites).l39

1391bid., 22.
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After trying out Q blocks, unforced scales and two forms of adjective
scales, Fiedler settled on a semantic differential type of the adjaciivc scale
as the test form proving most effective, reliable, and simply handled for
administration and scoring and for machine processing of data.l40

The computation of Assumed Similarity scores or of D scores in general, is
relatively simple. To obtain D requires very few cperationss namely obtaining
the difference between corresponding responses to scale items, and squaring,
and then summing the D2, Obtaining the square root of the sum of D2, resulting
in a D, makes the distribution of scores nearly normal. The larger the D score,
that is, the Assumed Difference, the lower will be the Assumed Similarity score.
Unless specifically kept in mind, this inversion may cause confusion.l4l

A low AS0 score, indicating greater dissimilarity between the two hypothe~
tical "others”, was attained most frequently by the leaders of successful and
productive groups, and supported well the traditional contention that a good
leader maintains a certain psychological distance from his group members or
subordinates. However, this pattern was noted in some instances to be incon-
sistnnt for leaders of different, but all relatively effective groups, Fiodler
coneludod that ASp scores by themselves did not predict good teamwork, accord-
ing to these resulits.}42 That special cases exist for this relationship was

demonstrated by intense analyses of the bomber and tank small crews' sociometric

1401p4d., 9-17.
1411p4d., 16-17.
1421&1&»0 45,
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structure., Fiedler interpreted multiple correlations of the interaction be-
tween AS: and leader acceptance of the keyman as indicating that * . . . the
accepted leader who maintains a moderate psychological distance from his
keyman iz able to get better performance t .an a ieader who is too distant,
therefore, probably losing contact with his keyman, or too close, thereby
becoming emotionally involved with him."143 In spite of these internal pro-
cesses, the primary hypothesis remained acceptable to Fiedler: good leaders
interpose greater psychological distance between themselves and their co-
workers than do poor leaders. Fiedler interprets ASo score as a measure of a
general psychological distance.l44 Behavioral differences related to high and
low ASQ scores have not been determined, however. Fiedler statess "It is our
clinical impression, as well as of others who have worked with this score, that
the individual with low ASo tends to be more businesslike, extrapunitive, and
"hard headed" in his approach to his associates."}45 ASo probably measures at-
itudes below the level of awareness as contrasted to sociometric choices which
seemingly are more related to conscious level psycholcgical distance.

Attempts to anchor the mecaning of the ASQ score in general psychological
theory were not successful, acéarding to Fiedler. He cited unpublished re-
search in the relationships of the Assumed Similarity scores with other common

tests-~particularly the subscales of the Thurstone and Guilford Inventories,

1437p1d., 31-32,
1441pid., 22.
1451m" 43,
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Cattell's 16PF test, the Minnesota Multiphasic Personality Inventory and the
F Scale, as well as with some leadership ratings. He characterizes the results
as "slingularly unsuccessful,” with significant relations not confirmed on
validation attempts.}46 The suggestion seen in such results is thet ASo scores
are chance variables is obviated by the reliability scores and their relation
to external criteria. He also cites evidence to rifutc the explanation of
Assumed Similarity scores on a situational basis, 147

Evidence of the interpretive significance of the Assumed Similarity

score is cited by Fiedler from various studies. Jackson and Carr compared a
group of normal persons with ichizophronie patients on the basis of their ASo
scores. The normals showed higher Assumed Similarity than did the patient
group based on predictions of the responses (presumed to mean responses on the
Assumed Similarity scale), and these results were interpreted as supporting
the impression that the discrepancy between predicted response of others and
one's self-description reflects a degree of feeling of warmth and closeness,l48
Stenier's results from a study based on the general design of Asch’s investigat-
ing conformity indicated that the low ASQ person tends to be self sufficient

and unconcerned about the effect which his disagreements might have on the

1461pid., 17.
4Ibid.
1481p1d., 45.
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feelings of others, and to be distant and businesslike (corroborated by others),
whereas the high ASo person is significantly more influencad by actions and
responses of others.l49

A similar impression of characteristic interpersonal relations patterns
was found among eight outstanding Naval ROTC cadets, four of whem had high ASe
and four had low ASo scores. Superiors® descriptions showed the high ASo
scorers as getting along well with people, and interested in maintaining
friendly relations with others, while the low ASc scorer was rated as being
antagonistic towsrd others and not interested in friendly relationships, This
repeats the depiction of the low ASp scorer, a# a lcader, emerging as a typi-~
cally distant, emotionally detached person,l130

Cronbach's suggestion that ASo scores should be analyzed into their come
peonent varlances was tested by the research of Peters cited by Fiedler. The
evidence was consistent with previoug findings that the greatest proportion of
variance in ASo scores is due to the“;ating of the subject's least preferred
co-worker, and it was also indicated that ASc as used by Fledler appears to be
a better predictor than the several components. No data from this unpublished
research were presented.151

In further comments on the nature of the ASg Fiedler reiterates its

dependence on other socicmetric measures for prediction in certsin situations.

1497p14., 21.
1501pid.
1511p3d., 21-22.
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Alsoy in ASo data, it seems one is dealing with a response set, nearly complete
in its independence of item content. Some have questioned such independence
(Crenbachl32 and Bronfenbrennerl53) as well as the adequacy of expressions of
interpersonal perceptions which involve this set. Cronbach's suggestions have
not been fruitful, as noted above. The only alternative he offered was that of
an extreme mathematical elegance which, appeared laborious, involved, and
somewhat unrealistic in view of the evidence. Bronfenbrenner's criticisms
concern the prediction of another's responses, a prediction which ASp as most
generally used by Filedler and as was used in this study, does not depend op br
utilize. Here ASo is only a judgment of the parson, the subject's attitude
toward him, not a guess of the other person's attitudes. It seems more
parsimonious to accept such a response set for what it is, with its demonstrated|
relationships. Response sets have been used to advantage.l54s 155, 156

The preponderance of Fiedler's evidence indicated that ASo is somehow
related to effective leadership. With the above-noted qualifications regarding

152L. J. Cronbach, cited in Person, Perception, and Be-
baviox, R. Tagiuri and L. Petrullo, eds. Stanford, Cal. 1958, pp. 353~379.

1538ronfenbranncr, cited in Taglri and Petrullo, pp. 110-130.

134y, L. Edwards, The Social Resizability Variable in Personality Assess~
ment and Research. (New York 19%7)

155e, H, Barnes, “The relationship of biased test responses to psycho-
pathology,” J. abn. goc. Psyshole LI (September 1955), pp. 286-290,

1361, A. Berg, in Bass and Berg, pp. 83-99.
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sociometric structure and task nature, this relationship can be specified for
small groups of particular types and concerned with designated task'prcénuscsﬁ
It remalns to be seen if this measure can be applied to the assessment of
effectiveness of leadership in large groups, and, as proposed for this study,
groups with relatively high specification as to nature, structure, organization
climate and tezo® and in which the appointed leaders' formal role and task are’
clearly defined and familiar to him,

It is clear that low ASo is related to some quality, characteristic,
attitude or sttribute which serves the function and aim of l;ndership in many
circumstances., On this basis, apparently, Fiedler feels justified in his
rether definiteassertion that ASo can serve as a useful predictive device for
potential leaders who are otherwise qualified for their Job.157 This is yet to
be investigated snd the proposed study is intended as an exploration of such
a use of the ASp score. The relationship between ASo scores and objectively
measured success of group performance was expected to prove to be a valid
predictive device to aid in the selection and training of leaders.

VIT-C. L - A Sequentia) Equatien for Predicting Leadership

Taking a specifically different approach to the measurement of leadership,
Cattell and Stice pointed out the general lack of success in leadership studies
that have been reported arises from the “lack of mesningfulness, validity and
relevance in the personality measurements themselves, from failure to use

sound operational definitions of a leader” and as noted before, the tendency to

157z od1er, p. 45.
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jgnore low but suggestive relationships.158 Selecting total group performance
as a criterion of leadership Cattell and Stice used the Sixteen Personality
Factors test to search for personality traits associated with leadership dem-
onstrated in certain standardized situations. Four types of leaders were
identified by observers and sociometric means--problem solvers, and salient,
popular or sociometric, and elected leaders. Experimental data were yielded
from studies of thirty-four groups of ten young men each, Groups met in

sessions of three hours each. They were given pretense tasks of construction

problems, committee meetings, jury-like decision reaching, code problem solving
and a discussion of questions, and so on to gain forty-four distinct performanc]
measurements. Comparisons of the personality trait profiles of leaders and
non-leaders in each of the four criteria were made. Eight factors showed
differences in the same direction for all four criteria, significant differ-
ences (at the .05 and .01 levels) were found for four factors (character
integration, freedom from anxiety, shrewdness or adventurousness, and deliberate
will control). Emotional maturity, dominance, shrewdness and composure also
tended to discriminate leaders on the basis of profile differences. Signifi-
cantcritical ratios indicated that the grestest resemblance was between salient
and sociometric leaders and the least between sociometric and elected leaders.
From the differences of the mean scores on all of the sixteen factors and for
all criteria of leadership bi-serial correlations were computed, and optimum
factor patterns were then expressed in a specification equation. This type of

equation, stated the authors, not only gives the maximum prediction of the

138r, B, Cattell and G. F. Stice, p. 494.
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criterion through using all the factor measures gt once, but it also shows
psycholoaically how the various factors act in produeing the required criter-
jon performance, so that they can thereafter be used with insight. That is, a
particular specification equation score may be attained by various combinations
of factors, but the end result is what counts. In this way, this result takes
into account the total integration of the personality and allows for individual
differences--an advantage which occupational profile comparisons, and some typcst
of interviews in selection, do not readily take into account.

The “rather potent specification oquation“159 accounts for eighty-two
per cent of the variance of the criterion and gives a multiple correlation of
+.91¢ This methed, as it stands, claim Cattell and Stice, "appears to be the
highest prediction of leadership that we have encountered in the 1itoraturo."16°i
Still, “as it stands” is restricted to leadership emerging in small groups and
assessed by observers or designated by sociometric or popular, open elections
choices,

In this study Cattell and Stice's derivation of the specification equation
is followed~-that is, compute correlations for each of the sixteen factors with
the criterion, obtain weights, and use them in the formula to assess any rela-
tionship of the traits to measured leadership. This would be the application
of the equation to predict leadership in large (versus small) groups and would

be an attempt to make the comparison of the measure with the entire continuum of

159“., Pe 504
1601p1g.
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success.ias noted to be of interest in reviews of the use of the 16PF test.

A summary and assessment of the reviewed research in leadership will point
to the apparent current status of the issues, particularly in relation to the
problems investigated in this study.

The persistent problems which hamper the further understanding of leader-
ship are those regarding methods of assessment and identification of leadership,
criteria for the various situations in which leadership is studied, and an
acceptable working definition of leadership.

The weight of research evidence indicates that leaders and leadership are
specified in and by the situation. With the limited understanding of leader-
ship which we have, operational definitions, limited by the situation appear
acceptable if not advisable. From the variety of research designs extant, no
single working definition of leadership seems practical. However, for general
application, attention is directed to the merit of two essentials for such a
definitions the interpersonal processes, and a reference to the criterion
of leadership. Bass' interaction influence definition, with its implicit
statement of a goal, seems to meet these specifications.

Two writers here suggested that direct observation and biographical and
case history data are the most fruitful aids toward understanding leadership.
We would question if understanding is represented in identifying such character-
istics as superiority of physical factors, age, education and intelligence,
certain socioeconomic factors, aﬁd particularly task-pertinent skiils. The
relationship between leadership and such general characteristics, as well as

those of leadership to personality factors (such as adjustment, extroversion,

dominance, conservatism, and sensitivity show a fairly consistent positive treu1
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We would suggest that, at most, these factors be regarded as essentlals, but
not sufficient causes of leadership. But withlow order correlations for their
relationship to leadership even that statement remains to be satisfactorily
demonstrated.

However, the low order of correlations between such traits and leadership
is attributed in part to lack of consistent definition and measurement tech-
niques, This explanation intimates that there is a suspicion of a greater
relationship between traits a~! leadership than hLas been successfully demon-
strated. The reasoning, then, is that improvement in these respects, through
empirical methods, may reveal these relationships sufficiently to enhance our
understanding of leadership and provide adequate bases for selection of
leaders. This remains to be seen,

Somewhat middle-of-the-road in the situation-trait controversy about lead-
ership are the sociometric methods of assessing and predicting leadership
performance. Ratings and nominations have been widely used, and used with
perhaps the most significant and impressive success in predicting some forms of
leadership performance. Though widely used and favorably reported, there are
shortcomings in the sociometric method for leadership investigations. In
general, sociometric methods depend on an existing groups and these methods
have yielded strongest evidence when both subjects and raters are familiar with
and/or experienced in the criteria against which ti:e predictions are made.
Quite typically, the reported evidence has been based on proximate goals (e.g.,
successful completion of training, or similar competitive achievement) more
often than on long range performance, though it must be acknowledged that the

method has been similarly successful in some instances of remote criteria.
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There is interesting evidence of the influence of social "popularity" on
sociometric methods. Popularity is clearly associated with leadership assessed
in small groups, but there alsc is evidence that popularity is just as clearly
cenied to have influence on sociometric methods involving peers in large
groups. This is an example of the contrast of conditions in large and small
groupss Though group sizes are often said to be an important factor, one
reviewer found that in experimental groups, generally small in size, and
natural groups, in every case larger than experimental groups, the differences
between the percentages of positive results for factors related to leadarship
do not exceed four per cent.16l

The predominance of current research on 1aédarehip is in small groups.
This writer suggests that the great extent of current small-group leadership
regearch only ylelds more, and often redundant, evidence about the structure
and processes of small groups than it contributes to an understanding of
leadership or to an explication of solid bases for selecting leaders. The
exception to this is, of course, the indicated importance of interpersonal
sensitivity and situational awaveness in successful leadership-~but this can
hardly be considered a contribution or conclusion exclusive to small-group
researchs The importance of these processes is common to the dynamics of
almost any multiperson situation, be it actually designated as a group per se
or nots The prevalent leader training sponsored by the social and behavioral

sciences also focusses on small group situations.

lélﬂann, pe 263,
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It is acknowledged that the situation has much influence on the processes
and functions of leadership. There must be a group situation, and there must
be a goal for leadership to occur. From these conditions, interpersonal actiong
relationships, and influence follow, as well as some degree of achievement of
the goal,

One trend in the literature looks to the interpersonal interactionsgroup
structure, and situational characteristics in an effort to further understand
leadership and leaders. T is may fit in well with sociometric methods., In
fact, it has been suggested that sociometric methods be used as a point of
departure for further analyses of the phenomenon of leadership. (This
suggestion arose from sociometry evidence other than peer judcments, however,)
Such an extenslion for research seems to have much promise., However, there is
also a somewhat different tack involved.

It is asserted repeatedly that the leader appears to be a responsible
individual manifesting interpersonal sensitivity and particular awarensess of
the neede and motives of the group and its individual members, their mutual
and individual goals, and the structure of the situation. This couples neatly
with the somewhat less frequently cite: conclusion that superior general or
technical competence or knowledge pertinent to the 1eader—tnsks and group~tasks
themselves are apparently essential to the leader's effectiveness. This
thinking agrees also with the hypothesis of the investi:ators who cited fﬁmilies
of tasks associated with the individual‘'s success as leader.

It seems that under certain circumstances the conditions of leadership

which depend upon the situation can be satisfactoriiy controlled. Such
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circumstances would include the known operational characteristics (vice psycho-
logical or psychodynamic paremeters), a leadership criterion expressed in terms
¢? an accurate, objective measurc of the group~goal achievement, and a series of
t-lals of leadership in this setting practical to observe., Then other aspects
of leadership can be adequately investigated., This is the potentia) merit of
large-group, formal leadership investigations. Certain military groups have
been recognized as providing this type of conditicn for leadership research,

The situational analyse: and interpersonal sensitivity approach to leader~
ship in some respects has promise. However, to this writer is geems far afield
from the traditional notion of the formal leader. This is not meant to deny in
any way the importance of interpersonal relationships and dynamics, It is
recalled that little likelihood is seen for realizing soon such promise from
the situational and intevrperscnal approaches to leadership, particularly lead-
ership 28 it may cccur in large, business-like formally structured groups. The
principal obstacle is the limited knowledge avzilable at this time concerning
the parameters of gyroup processes. The availabla methods of psychology seem
best suited to an approach to large group leadership through characteristics
of the leader and his performance.

As noted above in this summary, Bass' proposals account for both the
interaction and goal factors in leadership. He also has devised a measure of
the interaction th:: > 5nly demonstrated for use in small groups. Filedler's
semantic differential approach to interpersonal attitudes alss takes into
account this interpersonal aspect, but he further accounts also for a criterion

in terms of group goal or achievement. Cattell and Stice presented an empirical
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approach to the configuration of personality traits associated with leadership
(acknowledging no single trait of leadership has been found). These investiga~-
tors have presented three methods of assessment of leadership potential, with a
predictive point of view.

Thus, in the specified regard for a problem of leadership identification
and prediction, extra-individual conditions of the situation which influence
leadership must be either constant or controlled. The other side of the lead-
ership coin, leader traits and characteristics, can then be assessed and keyed
to the situation criterion. There 1s evidence in the research that some
methods can be combined in an experimental design to meet all these require-
ments. If so met, it is hoped that a practical problem of selection and

prediction can be satisfactorily investigated.




" CHAPTER 1I1
HYPOTHESES AND METHOD

The literature review has shown that leadership is defined most froquently
in terms of the situatien. and that leadership does not occur in 3 social or
psychological vacuum. The situation approach in leadership studies tends to
neglect study of the leader as such, anc has all but eliminated the approach
to leaders through traits. In the face of the'evidonco a unitary leader trait
cannot be assumed. Leader traits are demonstrably complex, and confounded by
the situational approach. Perhaps traits of leaders can be better understooed
and measured when identified as traits, but as traits related to s specific
situation,

Thus, it is assumed that traits (characteristics and observeble behsviors)
identifying leaders, and by which good or effective leaders could be discrime
inated from the relatively poorer or ineffective leaders, could be specified
for 8 given sftuaiion, If so, then predictive selection of the most effective
leaders would be possible.

For purposes of this investigation traits of leaders are taken to include
those which are measured by the leadership indices proposed by Bass, by Cattell
and Stice, and the characteristic attitude or interpersonal perception associat-
od with effective leadership in certain circumstances, as reported by Fledler.
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The conditions under which measurable leader traits can be identified in a
specified situation appear to be present in the leadership roles atsignod to
senior naval petty officers as the commanders of companies of newly recruited
personnel undergoing a prescribed and controlled training program of initial
military indoctrination and naval orientation.
I. Qutline of the Sublects' Natural Leadex Roles

Typically, a navy man assigned the duties of a company commander in a
recruit training program is a petty officer of the chief or first class rating,
with approximately eight to eighteen or more years in the U, S. Navy. The
regulations of the command direct and require a company commander to organize,
supurvise, to instruct and to advise, to counsel, to discipline and inspire, andi
to administer the company and evaluate the recruit. "He is responsible for the
leadership, military training, administration, order, discipline, morale and
the general direction of the company under his charge."162

A company consists of approximately eighty recruits who, following induce
tion, have been sent to a recruit training command for approximately nine weeks
of indoctrination. The training ¢onsists of orientation to naval and military
customs, organization and procec.ircs and way of living. It aims at giving the
recruit a personal sense of discipline, pride and participation 1? naval tradi-
tions and purposes. Here the recruit begins to live life as a sailar in the
United States Navy and upon successful cempletion of the training program he ::
qualified as an apprentice seaman, ready to assume aboard ship or at another

lszaccruit Tralning Command Organization and Regulations Manual, RIC
Instruction 5400.1, Section 5, Item I. (September, 1951) U. S. Naval Training
Center, Great Lakes, Illinois, p. 1-5I-1,
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shore station, duties appropriate to his training and experience. The training,
or "boot camp", emphasizes four areas of performances general and personnel
inspections, military drill in competition, academic achievement on weekly tests]
and athletic competition. The most important underlying theme of the training
as a company is cooperative and productive team work. A competitive system is
in effect for all companies, which stimulates effort and team spirit,. Companies
are graded in each of the four areas of training emphasis, and achievement
awards are given weekly within battalions and regiments. Consistently out-
standing and unusually excellent company performance are acknowledged publicly
by awards given at a formal military review for graduating companies at the end
of training.

After initial processing which follows the recruit's arrival for training
and includes physical examinations, psychiatric screening, personnel classifi-
cation testing, and uniform issue, the recruits who appear fit to enter training
are assigned as members of an elghty man company. It is then that the commander
first meets his new charges as a company. Ceremonies in which the company is
commissioned and the company commander given an official charter mark the
official entrance of the recruit and the company into nine weeks of training.

Training time is divided into three distinct phases. The first phase is a
three-week period during which military fundamentsls are emphasized, and this is
followed by one Qnak called “service week"™ during which the company members
assume various support and work details in the command, such as acting as guard:q
messengers, mess cooks and orderlies. The last segment is the gecondary phase

of training which consists of the remalning five scheduled weeks. Technical
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Prientation is given during this phase, and a demonstration of the assimilated

training from the previous phases is expected. A program of measured competi~
tion is in effect during this phase.

Company over-all efficiency scores are computed from an average of the
weekly weighted scores attained by each company during the fifth to ninth weeks
of training. Scores are assigned each ;empany for the week's performance in the
areas of (1) general inspections, (2) military drill in competition, (3) academ-
ic achievement on weekly tests, and (4) for athletic competition. The first
three areas are each given a weighted value of five, and the fourth area a
hweightad value of one. The first two scores are assigned by experienced company
commandar; who are acting as Brigade Staff Inspectors. Academic achievemsnt is
jbased on fht average company gradegin weekly written tests, Athletic competi-
tion points are earned by company members or teams participating in a regular
|series of athletic games and rigorous track and field events, also an intra-
Lcompaay competition,

All scores are based on a point system in which 4,0 is perfect. Marks are
awarded in values to the third decimal place (0.001). A frequency distribution
jof 1,000 company scores and other analyses of scores grouped differently
indicate a normal distribution of scores, and strongly supports the validity of
the scores as used in the competitive system, to indicate various deqrees of
[efficiency in company response to training.

A company commander serves as leader for several companies during hic

ormal three year tour of duty in a recruit training command. The progrem as
utlined here represents a relatively consisient environment and routine for the

ommanders of successive recruit companies.
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It appeared that this was a situation which provided opportunity to study
the repeated experiences of individuals as appointed leaders in a more or less
constant or consistently structured situation invloving large, formally
organized groups, The effectiveness of the groups (companies) as measured by
the over-all training effectiveness index, is an objective criterion which can
be related to the leaders' -ffoétivennss. In practice, it contributes heavily
to a company commander's personal and professional reputation and strongly
influences or is reflected in official periodic evaluations of his performance.
11. Siatement of the Hvpotheses

This population of senior naval petty officers represents a suitable
group for study in a situation in which measures of traits, as defined above,
may be obtained and used to assess the relationship between leadership occurring
in small, informal, iad experimental groups and leadership oceurring in large,
formally organized, natural groups. Several hypotheses were formulated concern+
ing the relationship between traits, leadership, assessments, and situstional
criteria of leadership.

Hypothesis ]+ The degree of effectiveness of leadership in the formal,
natural, leader role, measured by combined achievement scores and superiors‘
ratings of performance, is directly related to the habitual attitude of
psychological distance, as measured by low ASp scores.

Hypotbesis 2. Individuals attaining greater degrees of effectiveness as
formally appointed leaders in largs groups do not tend to emerge as leaders

showing effectiveness (influence) in small, informal leaderless groups. That




84
is, large formal groups differ from small, informal groups in regard te indi~
viduals ldentified as leaders by their degree of effectiveness.

Hypoinesis 3-A. On the basis of personality traits, as measured by the
Sixteen Personality Factor questionnaire, the relative effectiveness of lead-
ership demonstrated in small, informal, artificial groups can be predicted.
That isy lambda, the index of relative effectiveness of leadership demonstrated
in small, informal discussion ;roups can be predicted by L, a score derived by a
sequential aquation based on personaliiy traits as measured on the Sixteen
Persenality Factor questionnaire.

Hypothesis 3-B. On the basis of personality traits, as mcasured by the
Sixteen Personality Factor questionnaire, the effectiveness of leadership
demonstrated in large, formal, natural groups can be predicted. That is, the
index of leadership effectiveness in large, formal, natural groups, based on a
combination of achievement scores and superiors' ratings of performance, can
be predicted by L, a score derived by a sequantial equation based on personale
ity traits as measured on the Sixteen Personality Factor questionnaire.

Hypethesls 4. Personality trait patterns, as mezsured on the Sixteen
Personality Factor questionnaire, can be predicted by extrapolation from the
interpretation given ASg scores. That is, given a very high or very low ASo
score, and following interpretations given these scores by Fiedler, the
presence of certain personality traits as measured by the Sixteen Personality
Factor questionnaire can be predicted.

To test these hypotheses the three measures of leadership were computed

from the data collected on a sample of sixty~-eight company commanders selected
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from among the personnel currently available or acting as company commanders in
a U. S. Navy recruit training command. |
III. 3esrch for a Criterjons A--Objective Scores of Performance in Ierms of

Szoup Achievement

A criterion of leadership effectiveness was the first problem. When the
study was begun there were 180 individuals available in the pool of company
commanders ready for assignment to or actually leading a company. One hundred
and thirty-nine of these had experience with three or more companies, i.aving
served as their leader through all nine weeks of training. Over-all efficiency
scores for all companies each man had led were obtained from the Mjlitary
Training Office of the Recruit Training Command., These -cores were analyzed to
determine the feasibillty of these scores for use in the study, and, if
feasible, to obtain the best treatment of scores for the purposes of this study,

Table III shows the means of over-all efficiency scores attained, compared
according to the total number of companies led by company commanders. There §»
a marked over-all tendency for scores to increase with the experience of the
company commander, indicated by the gain in means for successive companies over
the mean score for the first company led. It is shown that there is a mean
gain in all scores over the first company scores, and this gain increases as
more companies are led.

This comparison of company commanders asccording to the number of companies
led showed not only that there is a definite effect of experience, regardless
of the number of companies led, but also that with more experience, a company
commander tends to continue to improve in his leader effectiveness comparcd to

the score attained with his first company.




TABLE IIIX

MEANS OF COMPANY OVER-ALL EFFICIENCY SCORES
ATTAINED BY COMPANY COMMANDERS GROUPED ACCORDING
TO THE TOTAL NUMBER OF COMPANIES LED

g
-

Company Group Gain Over Group Gain Over Group Gain Over Group Gain Over
A First B First c First D First
(N=46) Compeny (N-56) Company (N=29) Company (N=9) Company

1 34259  wme- 3.216 ———— 3.199 —— 3.264 w———
2 3.323 D64 3.20% 079 3,299 +«100 3.331 067
3 34350 «091 3:268 <052 3,283 86 3,376 +112
4 3.325% +109 3.208 099 3.359 +10%
5 3.3620 4153 3:396 +132
3,460 «196

Mean

Gain

Jver 077 +080 +114 +126

First

Company

¥

Some selectivity is operating here. In practice, those commanders who do
exceptionally well end/or prefer this assign--nt to other administrative duties
in the command tend to be continued in the billet beyond four and five companies
The grossly unsuitable are eleminated carly, as noted in the introduction
(Chapter I).
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A further attempt to delineate this effect of experience was carried out
through analyses of variance among scores for companies led in threé sequencess
the first through sixthj the first through fourth; and the second through
fourth companies led. Table IV contains the results of these analyses, which
indicate a markedly significant difference was demonstrated somewhere among the
scores for the first through sixth and for the first throuch fourth corpanies
leds Inspection of the means for the first companies (M=3,229), for the
second companies (M=3,308), for the tiird companies (M=3,310) and fourth
companies led {M=3.321) suggested that the greatest coentribution to t?e varia~-
tion in &ccres occurs between the first and second companies. The miéimum
value for the significance of t at the ,01 level is 2.576. We can co;clude
with a high degree of confidence that experierce with successive companies is
a source of real variation in the scores. Testing the difference between means
for the second and third companies and between means for the third and fourth
companies did not lead to significant t values (t = .1342 and t = ,1486,
respectively). However, each t was significant for the differences between
means for the followings for firc: and second companies led (t=5.448): for
first and third companies led (t=5.199); and for first and fourth companies led
(t=5.509).

The analysis of variance for the sets of scores for second through fourth
companies falled to maintain this indicated degree of difference among the sets
for companies two, three and four. Thus, contrastad to the clearly signi icant
differences ind:cated among the sets of scores it appeared that scores for the
selection, that is, for the criterion of performance as expressad in leader
effectiveness, should be based on the scores for the first thrnugh fourth

companies. Some method of weighting was considered necessary to account for the|




TARLE IV

ANALYSES OF VARIANCE IN OVER-ALL EFFICIENCY SCORES
ATTAINED BY COMPANY COMMANDERS

WITH VARIOUS COMPANIES

- st

— AR

First Second = Thirxd Fourth Fifth Sixth
Company Company  Company  Cempany Company Company
N=139 N=139 N=139 N=93 N=37 N=9
X 448.809 459.846  460.117 308,871 ~124.753 31.144 1833,540
| 3.229 3.3%08 3.310 3&321 ’ 3.372 3,460 3.208
x2 2.2025  1.8330 2.4342 1,3920  6.5632 0.0888 14,5337
«069 «010 «012 023 074 «162
d2  ,004761 .000100  .000144 000529 .005476 .026244 037524
nd?  ,442373 .013700  .019728 g.wm 202612 ,236196 963806
Company Components  Degrees of Sums of Variance
Series Freedom Squares
First Between sets 5 +9638 +1928
through F= 7,303
sixth Within sets 550 14.5337 L0264
First Between sets 3 <7071 2357
through F = 15.1284
fourth Within sets 506 7.8817 +0156
Becond Between sets 2 0103 »0082
through F= 0.3347
fourth  Within sets 368 9.6792 +0154
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prericnce factor which contributed to differsnces in scores between the first
?nd the successive companies. i

Scores for the first through fourth companies wers combined in the
following fashion. To thu‘ovox-all efficiency score f;r the commander's first

rompany led (X)) was added a factor computed from the sum of the over-all

tff!siancy scores for the second (X») company and companies led through the
ourth company (X;) divided by the number (i stands for 3 or 4, ss appropriate)
pf the last company led minus 1. The sum of X} and the combined facter for
[K2-=X4 was then divided by two to give index of leadership efficiency, Over-all
Efficiency Index (OEI).

X2 + Xy

1«1
2

OEI = X; +

The distribution of these scores for 139 company commanders has a mean

PEI of 3.273, and standaxd deviation of .094. The curve approximates normality
pith a slight negative skewness. From among these 139 companders, three groups
*f seventy-five were chosen randomly using a table of random numbers and
Feferring to the project code mumbers assigned to the company commanders when
prranged in alphabetical order.l163 These samples were then compared with the
pource group of 139, The first sample drawn had a distribution of OEI scores
Fith a mean and standard deviation closely approximating the parent population
¥=3.273, =.,089)s This sample (N-75) was accepted as the experimental sample.

163w, J. Dixon anc F. J. Massey. Jntreduction to Statistical Analvsis.
New York 19%51}. pp. 366=370.
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V. Seaxch fox a Critsxiens B--Superiers' Ranking of Subiects Performance

In addition to company achievement, another index of effectiveness of
leadership was obtained through superiors® evaluations of the relatively
satisfactory manner in which a subordinate (i.e., company commander) is observed
to perform the duties of an appointed leader. In the brigade structure of the
training department of a recruit training command, the hierarchy of immediate
superiors to the company commanders is directly in contact and familiar with
the way a company commander meets the requirements placed on him. The company
commander routin;ly is evaluated carefully for his effectiveness in organizing
and indoctrinating his company, the extent of aid given the company, how he
inspires ther as a group, and in managing individual pz@blcan among marginally
performing recruits.

In the organization of the brigade, under the iilitary Training Officer
there are two regiments, each of which is comprised of seven to thirteen
battalions, depending on the number of yecrults in training at any one time.

In each regiment and battalion there iafd_éamnander, who is a commissioned
vfficer, and an adjutant, who is an enlisted man with the rate of chief or first
class petty officer. Regimental commanders are more senior in rank and
axperience in recruit training to the officers who serve as battalion commanders.)
Adjutants in both regiment and battalion levels have had experience as company
commanders.

These commanders and adjutants were considered, by virtue of their office
and duties, to be sufficiently familiar with the functioning company commanders
to submit rank order judgments of their effectiveness. The routinely used
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methods of evaluating performance were not likely to discriminate the range of
effectiveness desivred, thus it was decided to use s ranking method and a basis
of ranking or describing performance which was extraneous to the command and
official records was decided upon.

First, a description of the duties of the parsons who uauid be the rank
judges~~the regimental and battalicn commanders and their adju%antt.

In addition to his general military and administrative responsibility for
the personnel and functicns of the regiment and its gubordinate battalions, the
regimental commander has the specific duties of carrying out the prescribed
training curriculum, and is responsible for maintaining an exemplary military
appearance, demeanor and deportment among all staff personnel (i.e., non-recruit
personnel). With respect to company commanders he receives reports from
battalion commanders regarding all aspects of their performance, reviews .
periodic evaluations, and deals directly with the company commanders in the
general management of their compunies and in handling and disposing of problem
cases among recruits. He is in a position to be familiar with and compare the
leadership and general performance methods and effectiveness of all company
commanders, as each company in training spends approximately one half ¢f their
nine weeks in each regiment. All evaluations of training progress by companies
are submitted through the regimental commander to the training evaluation
sections.

The battalion commander has direct daily contact with ail or most of the
Company commanders whose companies may be assigned to the particular battalion.
His general responsibilities within the battalion organization are similar to
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the regimental commander's, but at a lowsr echelon. All company commanders of
the batt;iion report to him. Part of his duties involve dalily inspections and
lectures to the companies. Problems are reported directly by the company
comuander to the battalion commander, All evaluations of tho%eaMpany progress
in training are submitted through the battalion commander to the regimental
commander and other superiors.

Adjutants in both regiments and battalions assist the regiment:! and
battalion cém-andors in the duties oﬁtlinad above. The adjutant is directly
involved in the administrative liaison with the company commander, and he has
the specific additional duties of supervision and administration of all recruits
and staff personnel in the battalion, The adjutant immediately advises company
commanders on methods of management of the companies, and in solving training
problems. The adjutant obviously is a key man in the articulation between the
cosmany commanders and their companies, and between the company commanders and
their superiors in the battalion and regimental organization.

The foregoing outlines the duties of these personnel in the supervisory
and administrative staffs of the battalions and regiments. It can be seen that
these duties provide ample opportunity for developing the familiarity and for
sound evaluation of company commanders as required in establishing the secondary
criterion for this study,

Persons who lead or currently were serving in the positions described on
the battalion and regimental staffs were asked to judge the performance of the
seventy~-five company commanders in four areas of performance. Standards for

the areas or aspects of company commander performance were established as
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proposed by personnel exierienced in the organization, direction and supervision|
of the over~all training program. Six officers were interviewed by the experi-
menter to obtain material describing these important performance areas. The
six included the Military Training Officer and his assistant, both regimental
commanders, and two other officers. All but two had over three years experiencé
in the training command. Two of the officers were serving in their second tour
in the command. Each had previously served here as an enlisted man anu company
commander, and each had attained outstanding records in the latter capacity.
They were subsequently promoted to commissioned ranks One of these officers
served currently in charge of the staff indoctrination school for new personnel
reporting to the command (particularly company commanders). The other officer
had charge of a special unit, directing a group of twelve to eighteen former
company commanders worked in the intensive training of recruits whose slow
responge to training was attributed to limited ability, unfavorable attitudes,
or who had fallen behind in training because of illness, These latter two
officers had been battalion commanders for approximately one and a half years,
also.

In the interviews these six officers were requested to indicate the areas
of primary importance concerning a company commander's qualifications and per-
formance as an effective leader of a company. Examples and descriptive state~
ments were requested. General discussion and their thoughts about the two
central foci--qualifications and performance behavior--of good performance
were elicited. Notes were taken of each definitive statement made, and later

each statement was transposed to a carde The cards were sorted and found to
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focus on four falrly distinct aspects of performance, with a minimum of repeti~
tion and overlap. The descriptive statements were then edited to obtain some
unity of form and style, and prepared as four dimensions on which rankings of
the selected seventy«five company commanders could be obtained.

These descriptions of performance dimensions were considered to reflect
the standards of cowai-:y commander performance extant in the training command.
The experimenter was requested to provide copies of the standards for routine
use in the Recruit Training Command as guides for the routine performance
evaluations of company commanders required to be submitted by battalion command-
ers. The standards were to be integrated into regimental instructions to the
battalion commanders.

R&nkings;ef the study sample were obtained from regimental and battalion
commanders and adjutants on seventy~five subjects. Three former battalion
commanders with considerable experience in that hilitt also were asked to act

as judges. There was then a total of twenty judgesi Only p&rcons experienced

in the billets acted as judges. All judges’ experience included st least six
[ronths in the billet as a regimental or battalion commander or adjutants all
Judges had been in the command over eighteen months. Adjutants were all
experienced company commanders who had been serving as adjutants four or more
|months, and had been in the command over eightesn months.

In Appendix I are given the directions to the judges for assigning ranks,
and also samples of the standards of performance characteristics. On each of
four occasions, twnty-fapr to forty-eight hours apart, judges were given a

sheet describing a single area or characteristic of performance and generally
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demonstrated behavior. He was also given a deck of seventy-five small cards
with a subjects’ name on each, and the sorting instructions, A forced rank
judgment was required by this method, and the rankings were recorded by the
judges. Subjects' code numbers were entered on a special sheet provided.
Judges were instructed to make no recoxd of their rankings except that returned
to the experimenter. All decks of cards, standards andinstructions were
collected by the experimenter before the next set of materials was delivered
for ranking the subsequent area of performance. New alphabetized decks were
provided for each successive rank. This procedure was repeated until all
subjects were ranked four times by all judges.

A check on the first ranking made was conducted to determins the extent of
recording errors. None were noted, Judges had, in a few instances, noted
errors themselves in the process of recording their sorted cards, and made the
necessary corrections. Spot checks of the subsequent three rankings indicated
Judges continued to do this, and no other recording errors were found.

The assigned ranks then were converted to a normal deviate z score for all
subjects, Each judge's four rankings of each subject, expressed in 3 scores,
were averaged then to give the subject his judge-average, and the twenty judge-
averages averaged to yield a final judged rank for each subject. This sample of
seventy-five was then accepted as the original exporimental sample.

Ve Data Collections Fizst Phase--Group Issting

In the por;od of time between originally selecting the seventy~five
possible subjects from the total 180 men in the company commander pool and the
completion of the analysis of over-all efficlency scozes and the scheduling of
the next step, the group testing, there was a loss of five men from the sample




due to transfers, emergency leave, and other similar unexpected events.

The remaining seventy men were assembled for administration of the Cattell
Sixteen Personality Factor test and the Ascumog Simiisrity scales This testing
was conducted in a standard classroom large enough to accomodate all seventy
mens. thc room was well lighted, and heating and ventilation were comfortable.

uﬁin sssembled and seated in alternate seats, but adjoining rows, the
purpose of the entire project was outlined as an investigation into the relatiom
ships between characteristics and attitudes of good shipmates, andithe way they
work and get along together. The purpose as presented apparently ia: acceptable|
to all members of the group. Assurances were given to the suhjoct; that the
interests of the sponsors ¢of the project were experimental and impersonal, and
that no performance oxr result concerning them would reflect in any man's
individual service record or other official evaluation of their performance of
duties in their present billets. Further questions by subjects during this
testing session and in later contacts were always accepted and met with the
response %o rcassur; the subject that the study was not promptad by nor would
it be reflected in iay personal records of the subjects' performance, but was
work of a serious nature concerning cerxtain tasks and job situations. Direct
relevance to their duties as company commanders was suggested, but not in
detail. This seemed to facilitate interest and cooperation. There were no
objections to participating. Cooperation with the ensuing instructions and
completion of all tasks given sppeared favorable. One person deliberately took
issue with three of the items of the Sixteen Personality Factor test, though all
other subjects completed all items as instructed. Three subjects omitted
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through error about three items each on the Assumed Similarity scale. The fact
?f so few discrepancies indicates a high degres of cooperative interest and
pndcrctanding of the task presented, lending reliability to the general pro=
bedures.

The group was administered the Cattell Sixteen Personality Factor test.
krocodurns outlined in the publisher's manual for the test were followed and
the standard instructions given. All subjects completed the test in approximate-
y forty minutes. These tests were then collected and the subjects excused for

t ten minute period.
During that period the experimenter completed distribution of coples of

the Assumed Similarity scale to the empty desks separating the subjects: When
the subjects re-assembled, they were briefly instructed to read with the
xperimenter the directions for thu‘ncxt tasky and then proceed to make their
Fatings according to the instructions on each ¢over sheet for the thres scalss.
Particular attention was called to the fect that different persons were to be
rateds The subjects were directed to read carefully the different instructions
for each sheet. As each rating was completed, subjects were instxucted ihat
the sheets were to be turned face down on the cmpfy desk nearest them, This
temoval of completed ratings limited comparisons between ratings made and
jvoided undue influence of subsequent ratings. Monitoring by the experimenter
kenfir-cd essential compliance with this instruction. When all subjects had

<

E

fompleted the three ratings, the papers were collected.
There was a brief period of fuéthcr questioning, handled as noted asbove.
Before being dismissed, the subjects were told they would be contasted again




for another brief session of work in smaller groups, It was explained that
formation of the groups would be in accordance with a particular system, and
compliance with the announced schedule was very important,

{¥1. Data Collection: Second Phass g Broblems and Selection gf
Subssquently, sassions with the problem solving groups were scheduled. Asg

the analysis of the judged ranks had not been completed at the time of the
scheduled group discussion periods, teams were assembled on the basis of the
individual's rank or standing as shown by the OEI. To assure as nearly as
possible equal distribution of the various teame' total leadership effective-
ness, the following method was followed for selec:ion of the team members.

Teams were made up of the members whose ranks corresponded with the
sequence of numbers 1, 11, 21, 31, 41, 51, 61, and 71 for the first team;
members ranked by the OEI as 2, 12, 22, 32, 42, etc, for the second, and so on
through all auhjicts comprising ten teams in all with a membership of seven
eachs The final assigned team is sho.m in Appendixiry,

Problems given to the teams for discussion and ranking of solutions,
according to Bass' method, were of three typess five cities to be rankid by
population size; five words to ho‘ranked according to the frequency of occurrens
or usage in ordinary literature and publicitiona; and fiva4pr0poscd solutions
to situation problems dodciibod as similar to those encountered by company
commanders. The composition of the probiems provided a gradient of difticulty,
and at each of three difficulty levels a series of problems inelu%ing each type
was presented. Thus, the sequence of probiems was cities first, then uofds,

then recruit situations. Three sequences were given, and each successive
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sequence was designed to be of increased difficulty. A total of nine problems
was submitted to each group.

The lists of cities were compiled from a U, S. Bureau of the Census report
of the 1960 census. The report shows in rank order the populatiens of cities
having 28,000 inhabitants or more. As taken from this report, a different set
of five cities in each sequence was given each team, and within the sequence of
three problems on city size the size range was systematically narrowed from the
first to the second and third lists. While maintaining comparability of the
problems by selecting cities of approximately the same range for problems for
the various teams, actually different cities were listed. This variation of
jtems tended to avoid or control comparisons and discussions outside the
group, and minimized information beinc passed along to members of the teams
scheduled to meet later than other teaus,

Cities were selected for the first problem for each team from the ten
ranks commencing at five approximately equidistant points along the full range
of the ranks for cities from ranks #2 through #675.

For the second problem in the series, cities were selected from ranges of
ranks approximately equally distributed over the last three-fourths of the
entire range, that is--from rank #170 through rank #673.

Though repetition of listing of some cities occurred between sets, and at
different levels of difficulty, in no problems for any team was a city presented
twice for ranking. The complete list of citiss in problems is showm in
Appendix II, The method of seicction of items for the city problems tended to
produce lists of comparable and controlled difficulty for ranking for all teams,

and increased the difficulty for ranking in successive problems.
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The second problem in each sequence was one in which subjects were asked
to rank the listed words for frequency of occurrence in popular publications
and ordinary literature as reported by Thorndike and Lorge.l64 The reported
relative frequency o occurrence was used to determine the difficulty level for
each of three sets of five worde in a series of three problems,
| To select the actual words for the varicus problems in each team, letters
of the alphabet were numbered in sequence from A to Z. These numbers were
drawn from a table of random numbers and entered in cells for each team and
each level of difficulty for all three sets. An example of this designation is

given in Table V,

TABLE V

DIFFICULTY LEVELS OF WORD LISTS AS DETERMINED BY
FREQUENCY OF OCCURRENCE OF WORDS IN LITERATURE

e — = - e |

PROBLEM IN SERIES Number 1 Number 2 Number 3
Frequency of word OVER 100 OVER 49 24
ccecurrence per 49-30 39 12

1,000 words in 18«14 2 6
literature by 9-8 19 3
Thorndike and 5 9 1

Lorge count |

Next, words of the designated frequency and alphabetical grouping were taknﬁ
from Thorndike and Lorge's compiled lists. If a word of the required frequency

164, 1. Thorndike and 1. Lorge. Ihe Ieachex's Word Beck of 30,000 Mexds. |
Pm I, PP 1=-180.
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was not found in its alphabetical group, then the search was continued to the
next alphabetical groups When words of the proper frequency could not be found
commencing with the letters x, y, and zj the search was turned to words begin-
ning with the letter w.

When a reasonable search of lists of words through two letter groups of the
alphabstical lists did not locate a word of the desired frequency; a word of a
frequency élote;i to the prescribed frequency (eigs 38 or 40 vice 39) was
selected from the eoriginal alphabetical group consulted.

If the word was to be the first selected in the problem list, the first
word in the alphabet list of the prescribed frequency was taken for the problem;
{f the word was the second selscted, the gecond word of the prescribed freqiency
and alphabetical group was selected; and se opn through the five words for each
problem. o ;

Whin pruesented to the groups for rankingvand discussion, the words and
cities of each set of five were arranged in alphghetical order.

Problems of the third type for tue ranking End discussion procedures in
teams were prepared in collaboration with the Military Training Officer of the
training commands For these situational problems the Military Training Officer
|suggested situations typical in & company commander*q‘@xpcx&bnces in the
recruit training setting and suitable for the proaeduxéd'éf'the study. Possible
solutions were devised in terms of deliberate anbigui?y‘ Some solutions
indicated no conflict with established policies withiﬁ the command, but it was
possible to interpret from the soclutions some degree of failure to conform to
the spirit of such policles through behavior or manner of dealing with the
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problems. In ther possible selections, the constructive attention to an
individual's problems which was offered would involve time and effort which
the company commander would take away from other individusls and from the
company who deserves his attention as much as the problem recruit, Botween
these two extremes, other choices glven can be described essentially as a "do
nothing” approach, or avoiding coming te terms with the situation. In general,
none of the alternatives offered would be particularly scceptable cr commend-
able, and very unlikely as the first inclination to action typical of an
effective company leader as stateds They were designed in this fashion to
stimulate discussion. Elaboration, interpretation, and justification brought
out in the discussions were expected to resolve the ambiguity according to a
degree of convergence of group opinion during discussion. The final resolution
then depended on the interaction of the members, and the influence of individual
members exerted in favor of one or another solution.

VIL. Ressxiption of Test Materials

The following description of the tests and methods of assessment used is
given in the order in which they were administered to the subjects.

The Cattell Sixtsen Personality Factor test is a standard test published
by the Institute for Personality and Ability Testing, Detailed description,
standardization procedures, and both clinical and occupational norms are
provided in the handbook furnished by the publishers. A special manual is
provided for Form C, which was used in this studys Form C is a shortened form
of the earlier aditions, Forms A and B, and uses an elementary vocabulary, and
includes an additional scale designed to reveal attompts at distortion of the

self-picture,
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The test is presented in booklet form and includes six items for each of
the sixtesn factor analytically identified traits or factors, plus seven motiva«
tional distortion questions. To avoid misleading distributions of responses and|
to allow the subject comfort and latitude of rasponse, three alternative respon~
ses for each item are available to the subject. Ti;e subject marks an angwer
sheet to indicate his response to each items. The éest is untimed, but subjects
are exhorted to be diligent. Answers are roquirnd‘ for every question., Tem~
plates (two) are used for scoring, and are of a design which facilitates speed
and ease of tabulating the responses. Norms for the general, non-student male
population and the separate norms for the motivational distortion scale were
used to convert the subjects’ raw score to sten scores.l65

From the sten scores for the various scales, ] scores were computed for
each subject in accordance with the formuls given by Cattel) and Stice,l166
The L scores were then placed in rank order.

The Assumed Similarity scales provided the subjects were all of the same
forms twenty~four dyadic adjective items with six scalar positions between
them in whiah'tha subject was to mark his judgment of the person being rated.
General instructions were given and subjects first rated themselves, and then
two hypothetical other persons regarded by the subjects as a preferred and a
non-preferred type of co-worker or shipmate. Scoring was done by assigning

values to the scale positions of one to six, from left to right for all items

1 L} 13‘

166pgndbook for the Sixteen Parsonality Factor Questionnaire, Forms A, B,
and C, 1957 ed. (with 1962 Supplementation), (Champaign, I1l.), p.38.
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and all three rating scales. The ASo score was computed on the basis of the
ratings of the hypothetically preferred and non-preferred persons. The method
of computation followed Fiedler's recommendation.167 Computed scores for each
subject were then arranged in rank order, and ranks assigned,

The lambda index, as computed by Bass' method, is derived from the rankings
given by group members to solutions to problems presented in discussion
groups.i68 An individual member's rankings correlation with the group's -
rankings before and after discussion is measured, indicating the degree of
influence and agreement involved in the member's interaction with the group.
Data yielded (in ranks) by the various groups or teams were transferred from
the problem sheets on which recorded by the subjects during discussion to work
sheets for each problem in each team, An example of the work sheet is given
in Appendix II. Then, according to Bass' method, 169 the lambda for each sub-
ject on each problem was computed, and summed to give each team member's total
lapbda index, or score for influence. The tsdium of clerical and computational
work can be checked yeadily on each problem, as the algebraic sum of all scores
for team members on any one problem {s zero. Data for the fourth hypothesis
ware collected in the following manner. Interpretation of the ASg scores was

taken from Fiedler's conclusions.170 Simflarly, the non-technical descriptions

167¢{edler, Leader Attitudes and Group Effectiveness, p.
1688, M, Bass, Sociometry (June. 1960), pp. 195-202,

1691144, 199-201.
170 1ed1er, Loader Attitudes and Group Effectiveness, pp. 17-22, 43.
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given for high and low scores on the sixteen factors as presented by Cattell
were prepared with rating scales in sten score values.l7!

Twenty officers and specialists familiar with the concept of company
commander's role and performance pré then asked to use the two descriptions
of the high and low ASc scorers as pictures of the typically effective and
non-effective leader. With this (high or low) sterotype in mind, they were
asked to re~describe the type of individual in terms of the degree he possessed
the various factors of the Sixteen Personality Factor which were alsc described
interpretively. These re-iescriptions in terms of personality traits, as
Cattell's extensive research has derived them, were to be expressed in terns of
values of the sten scores, Judges were asked to rate hothgthi high and the low
ASo scerer. Half of the judges rated the high scorer firsl and half rated the
low scorer firsts From these ratings given by judges, mean scores on each of
the scales were computed, Then these mean profiles on the Sixteen Personality
Factor test were compared by the sign test with actual profiles of the fifteen »
subjects whose ASo scores were at the extremes of the range of scores for the
total sample of subjectss The judged profiles were also compared to criterion-
scored extremes-i.e., subjects high and low ranked on the RIC criteria.

The materials and instructions provided these raters or judges of the
extremes of effective leaders as described by ASo scores %re shown in Appendix
VI.

VIl. Proposed Statistical Issta of Hypotheses

The data were then analyzed in the following manner to test the four

hypotheses given above.
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The first hypothesis predicts that, for these subjects, their relative
effectiveness of leadership as company commanders will be directly related to
the interpretive attitude of psychological distanceias measured by low ASo
SCOTES

The rank ordering of company commanders according to the criteria of per-
formance in the natural leadership situstion required testing of this hypo-
thesis by a Spearman rho. The actual efficiency scores as well as the ASo
scores might be considered normally distributed, but they do not meet the
necessary assumptions for interval measures, thus a Pearson r would not be
appropriate. The rho obtained was tested for significance by a two~tailed
t-test (Siegel, formula 9.8).172 The hypothesis was to be considered supported
if ap = .05 level of significance was obtained.

For hypothesis 2 it was predicted that the leadership indices for large
and small gyroups would be unrelateds The hypothesis stated that individuals
attaining greater relative effectiveness as formally appointed leaders in large
groups do not tend to emerge as leaders showing greatir relative effectiveness
in small informal leaderless groups in leaders as 1deatificd by their relative
effectiveness,

Since the second hypothesis was predicting no relationship between leader-
ship effectiveness in two situatioens, large groups and small groups, a correla-
tional measure of the relationship was employed. Asgumptions regarding the

scores and the appropriate measure of the correlation are essentially the same

1725, siegel, Nonparametric Statistics for the Behavioral Sciences, (New
Yﬂrk’ 1956) s Po 212,
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as in the first hypothesis, and thus a Spearman rho, tested by a two~tailed
t-test was employed. A p = .05 level of significance was deisgnated for
acceptance of the hypothesis.

The third hy§othesis involved two sub-hypotheses, the second somewhat
contingent upon the results of the first. Hypothesis 3«A concerns the rela-
tionship of two separate measures of leadership in the same situation--the
small informal, experimental discussion group. One measure is predictive,
based on personality traits, and the other a criterion of effectiveness
attained as leader in the group. A Spearman rho (corrected for tied ranks)!’3
was computed to measure the relationship between the g scores (per Cattell and
Stice) for all subjects, and their lambda scorves {per Bass). Significance of
the coefficient of correlation was tested by t (Siegel, formula 9.8). Support
for the hypothesis wculd be indicated if p = .05 level of significance was
obtained.

In addition to this test of the claims of Cattell and Stice for the L
score formula for predicting leadershin, a test of the method of deriving
specification equation formulae for predicting Qelection criterion measures was
testeds Thus, various personality factors were correlated with the criterion
performance, that is, lambda, a new formula derived, and L scores computed.
These scores in turn were correlated with the lambda scores by rank order
correlation, rho, and tested for significance by the same t~test formula used

above, Since the formula was derived from the situation, that is criterion

1731p3d, 209-210.
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keyed, a higher level of significance was established as necessary evidence for
support of the hypothesis--p = ,0l.

The second part of this third hypothesis was intended to test the claim of
Cattell and Stice in its broader aspects, that is, by extending the application
of criterion keyed leader scores to the relative effectiveness of lcaders in
large groupss Thus, for each subject the sixteen factors and a criterion of
performance in the real, large group situstion were correlated, a leader
equation derived, and these L scores correlated by rank order correlation
(Spearman) with the criterion scores. Significance was tested as above, p = .0l
level indicating the hypothesis was supported.

The statistical treatment of the data to test the fourth hypothesis was a
sign test the Wilcoxon matched-pairs signed-ranks test (Siegel, formula %,5).174
The null hypothesis would be rejected by a one-tailed region of the magnitude
of p = J0l.

Testing hypothesis four comparisons were also made of the Sixteen Personality
Factor trait profiles associated with the two extremes of leader offectiveness
as indicated by the judges and by the actually attained scores on the ASo and
RIC criteria. Subjects ranked in the upper and lower twenty~five per cent were
used for these comparisonse.

Chapter IV willwprasent the results of the various respcnses and perform-

anceg of th9 subjects, and the statistical tests of relationships of these data.

174g3¢gel, Nonparametric statistics, p. 8l.




Chapter 1V

PRESENTATION OF RESULTS AND DISCUSSION

The data for the investigation of the basic thesis of this study are the
criterion dats and the experimental data, and they will be presented in that
order.

Seven of the seventy-five company commanders selected as subjects for the
study did not remain available to participate through the completion of the
data collection. Thus; the oversll efficiency scores (OEI) and the experimsntal
data {(scores on the 16PF test, the Assumed Similarity scale and the relative
effectivenass of leadership in problem solving groups) are reported here for a
final sample of sixty~eight subjects. The statistical analyses testing the
hypotheses are based on a sample of sixty-eight subjects. However, data on
which the relisbility of the rank rating by juiges was computed are reported
for all the original seventy-five subjects becauss of ths inherent dependence of
the judges' rankings on comparisons made with all subjects.

Judges rankings of seventy-five subjescts on four performance character-
istics were converted to normal deviate g scores. For each subject a single
judge's four rankings, expressed in z scores, were averaged to give an overall
judge~rank. The twenty judge~ranks on sach subject were then also averaged to
obtain the subject’s final overall judged rank for performance as a company
|commandexr. A reliability coefficient and was computed by the odd~even method

Jon the basis of the overall aversged 3 score for the assigned ranks, An r
109
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of +89 was obtained. The coeffisient approaches the upper limit of the re-
quired magnitude to demonstrate sufficient substantial agreement among the
Judges. It appeared that the judges were in essential agreement on the
standard used in the ranking of the company commanders. The overall rankings
were accepted as a eriterion for the study. These rankings were then brought
in line with the final total sample of sixty-eight subjects by re-ranking after
deleting the seven missing subjects,

This criterion was then correlated with the objective performance seores
(OEI) to test the feasibility of combining them as a single criterion of the
company commanders' performances. A Spearman rho was obtained, and found to
be .72, This high correlation is considered to be evidence of a marked rela-
tionship between thess two methods of assessment of the company commanders® gen-
eral performance, Apparently performance standards, both objective and subjec-
tive, consistently assess the individual's performance. In actual practice,
they should be complimentary. Here interrelationship 1s likely. The superiors
set the standards of performance behavior and are responsible for enforeing
them. The superiors are also in a position to be informsd of the degree of
adhersnce to these standards generally and by particular individuals,

It was concluded that the two criterion seores on each subject could be
combined to give a single satisfactory index of performance. The ranks on each
eriterion for each subject were simply added arithmetically and a final crituioﬁ
rank assigned on the basis of the total, This method of combining apparently
reliable scores avolds the questionable results of weighting and does not
pretend more than the evidence indicates. Thus, agreement would be expected
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between the cbjective and subjective, but quite frequently is not so damon~
strated. The subjective bias to which diserepancy between such scores is often
attributed apparently was not operating in this instance.

For sach subjeet the ranks assigned by subjective Judgment of his per~
formance characteristics, the objective scores of his achievement or efficiency,
and the final combined criterion rank scores sre shown in Table VI. Subjects
are identified by code mumbers assigned for the study based on their original
position in the alphabetical list of one hundred thirty-nine company com~
manders from which the experimental sample was sslscted,

Cosfficients of correlations were obtained by various comparisons of the
experimental and ¢riterion data. Table VII shows the results of the statis-
tical testing of the first three hypothesss.

The first hypothesis contended that the attitude toward others character~
ized as one of psychological distance and measured by a low ASo score would be
associasted with the effectiveness of company commanders in charge of naval re~
cruits undergoing indoctrinstion training, It was expected that the business~
like, impersonal, somswhet suthoritarian appearing lesder would be likely to
express this tendency in his responses on the Assumed Similarity scale, and
further, that hs would be the effective company commander in terms of overall
training efficiency attained by companies he led. Howwver, the hypothesized
relationship is not at all supported by the evidence here. OF all the relation-
ships hetween the small group measures and the conditions of this experiment, it
[vas most strongly anticipated that this assoelation had the greatest potential
for transfer of application from small to large groups,
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SCORES AND RANKS OF LEADERSHIP EFFECTIVENESS CRITERIA

1150000000000/

Subject Judged rank for Overall efficiency Final Criterion
. code performance index ranks
z Score Rank Score Rank Combined Final
30 180,58 1 3.416 4.0 5.0 1.5
82 98,05 3 3.42% 2.0 8.0 1.9
111 65,89 9 3.442 1.0 10,0 3.0
88 81.43 4 3.392 6.5 10,5 4,0
125 68,02 8 3.404 5.0 13.0 5.5
80 59,80 10 3.420 3.0 13,0 5.9
83 111,09 2 3,366 11.5 13,5 7.0
5 34.05 16 3,392 6.5 22,% 8.9
3 68,78 6 3,352 16.% 22,5 8.9
72 68,67 7 3,352 16,5 23,5 10.0
63 79.50 5 3,309 21,0 26,0 11.0
112 45,97 13 3.360 14,0 27,0 12,0
109 39.04 15 3.361 13,0 28,0 13.0
60 32.13 18 3.366 11.5 29,5 14,0
73 25.30 22 3.388 8.0 30,0 15.0
113 29,12 19 3.3%6 15,0 34.0 16,0
104 21,28 26 3.374 10.0 36,0 17.0
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SCORES AND RANKS OF LEADERSHIP EFFECTIVENESS CRITERIA

SN 0000000 O A A AT

Subject Jadged rank for Overall officiency Final Criterion
code performance index ranks
z Score  Rank Score __Rank Co id _Fina

20 52,98 12 3.294 26,0 38,0 18,0
24 44,94 14 3.296 28,0 39,0 19,0
88 56,88 11 3.213 31,0 42,0 20,0
40 1.21 36 3,376 9,0 45,0 21.0
119 19.49 27 3.336 19,0 46,0 22,0
32 27,90 20 3,277 30,0 $0,0 2.0
47 27.52 21 3.274 32,5 53.5 24,0
36 1.47 3% 3,350  18.0 53,0 25.0
95 21.67 2% 3.282 29,0 54,0 26,5
2 1.95 34 3.316 20,0 54,0 26,5
27 33.76 17 3.242 44,5 61.5 28.0
93 22,90 24 3,24 38,0 62,0 29.5
7 ~4,39 38 3.300 24,0 62,0 29.5
118 14,88 28 3.268 36,0 64,0 31.0
117 24,35 23 3.246 42,0 65,0 32,0
131 11.05 29 3.250 41,0 70,0 33.0
V. ~7.08 39 3,266  37.0 76.0 34,0
75 ~28,09 44,5 3.2714  32.% 77.0 33,0
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TABLE VI
SCORES AND RANKS OF LEADERSHIP EFFECTIVENESS CRITERIA

Final Criterion

Subject Judged rank for Overall efficlency

code performance indax ranks
z Score  Renk Score _ Rank Combined Final
48 ~25,37 43 3.269 35,0 73.0 36.0
91 ~28.,35 46 3.270 34,0 80.0 37.0
11 3.79 32 3.230 4%.0 81.0 40.0
55 ~45,18 53 3,283 28,0 81.0 40,0
a7 ~54,26 58 3,301 23,0 81.0 40.0
108 “46,46 54 3.286 27,0 81.0 40,0
14 ~54.58 89 3.302 2.0 81.0 40,0
56 -2.80 37 3,236  47.0 84,0  43.0
50 ~17.64 42 3.243 43,0 85,0 44,0
124 2,35 a3 3,204 54,0 87,0 45,0
10 ~28.09 44.5 3,242 44.5 89.0 46,0
42 6.60 30 3.170 59,5 89.5  47.0
115 5.5% 31 3,168 61.0 92,0 48,5
33 “8.44 40 3.214 82.0. 92.0 48,%
44 ~14.86 4l 3,209 33.0 94,0 50.0
78 =~53.,30 56 3.252 39,8 95.% 51.0

ar ~T9.2% 50 3.226 51.0 101.0 52.0
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TABLE VI
SOORES AND RANKS OF LEADERSHIP EFFECTYVENESS CRITERIA

Subject Judged rank for Overzll efficiency Final Criterion

code performance index ‘ ranks
z Score Rank Score Rank Combined Final
136 ~46.61 55 3.230 49,0 104,0 53,0
134 *70.11 €5 3.2 39,5 104,5 54,0
53 ~53.54 57 3.230 49,0 106,0 55,0
70 ~“65,.84 61 3.241  46.0 107,0 56.0
97 ~32.46 48 3.170 59,5 107.5 57.0
51 43,72 52 3.182 56,0 108,0 58,0
18 ~28.79 47 3.134  63.0 110.0 59.0
116 36,72 49 3.127 64,0 113,0 60.0
105 ~40,.88 51 3,114 65,0 116.0 61,0
33 ~58,91 60 3.171  §7.5 117.5 62,0
135 ~67.91 63 3217} 57.5 120.5 63,0
69 ~98.91 68 3,186 55,0 123.0 64,0
12 66,74 62 3.152 62,0 124,0 65,0
17 ~63.19 64 3.097 87,0 131.0 66,0
6 74,65 66 3.112 66,0 132,0 67.0
2 *~75.38 67 3.020 68,0 135.0 68,0
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TABLE VII

RELATIORSHIPS OF VARIOUS LEADERSHIP MEASURES

Relationship Tested Statistic t Significance

Hypothesis 1

ASo vs. RIC criterion tho =.04) «333
Hypothesis 2

Lambda vs. RTC exiterion rho +,076 +619
Hypothesis 3-A

Lambda vs. L score: vho¥® 004 032
Hypothesis 3B

+RTIC ¢riterion vs, L score rho¥® 163 1.344 «20

srho corrected for ties (per formula 9.4, Siegel.)

The second hypothesis tested the velationshir batween lsadership
effectiveness in large oroups, as coapared to smsll groups. Lambda is the
measure of leaderchip effectiveness attained in small groups., The relation=
ship was tested by comparison of lambda scores to the performence criterion
scores or ranks by means of rho, corrected for ties. No peletionship was ex~
pected betwsen these two msasures of leadership in contrasted group situations,
None was demonstrated, and hypothesis 2 is therefore swpported. .

This finding does not sgres with Bass'., Hs based his assumption of the
validity of lambds as an index of leadership on the relstionship which he
demonstrated between lambda and sxternal criterla of lesdership., Such sn
asmunption cannot be extended to leadership as demonstrated by recruit company
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commanders. The evidence here makes no clear case for or against the validity
of lambda as a leadership index, at least for small groups. Yet, by inference,
the outcome here lends support to the situational concepts of leadership
functions and identificstion, That is, the individual's leadership effective~
ness apparently varies with the situation,

It will be recalled that in the third hypothesis our conception shift,
somewhst, We now discuss leadership measures based on the trait approach to
lasdership, A measursment method of considerable apparent flexibility was
employed, one which was purported to provide ease of relating the measurenent
£0 the criterion situation, First, a replication of Cattell and Stice's
comparison of the specification equation index of leadership (based on the
16PF test) to emergent leadership in small groups (as measured by lambds) was
attempted., No relstionship was demcnstrated betwsen the experimental measures
of leadership as proposed by Bass (lambda) and by Cattell (L score) in this
sample of naval recruit cempany commanders.

This failure to demonstrate any relationship between the two measures of
leadership, lambda snd L, cannot be attributed to differences in group sizes
or situations, as was the demonstration of no relationship between large and
small group measures in hypothesis 2, Both of these measures, lambda ard L,
are represented as small growp leadership measures. However, one, lambda, is
obtained as a function of the group processes themselves. The other, L, is
derived from messurss of personality traits obtained independently of the growp
as a grow. That is, L expresses individual differences as s function of test
response behavior, while lsmbda is an expression of an individual's participa-
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tion in a process inherent in the group. The predictive measure, based on
individual differences, failed to predict the index of the situational progess.
Definitive or gensralized negative statements about the relationship of the
two measures are of course precluded or limited by the lack of significance of
the finding,

It may be that the specification equation taken from the manual of the
16PF test!7® 1is based on the longer form of the test (Forms A and B combined).
If a0 the L equation may lose officacy when based on Foxm C 16 PF scores, as
was done here. Howwver, the test suthors do not specify what form of the test
was used in the derivation of the specification equation,

Whatever the cause may be, it must be acknowledged that personality traits
as measured on the 16PF test (Form C), and expressed in Cattell's specifica-
tion equation for L, are not assogiated with the performance of gompany
conmanders in terms of their relatiwe effectiveness as emergent lsaders in
problem solving groups. Thus, not only does it seem rather clearly indicated
that small group leadership msasures cannot be used successfully in the
identification of large grouwp leaders, but considerable doubt also is cast upon
the reliability, if not the validity, of the experimental measures of leader~
ship as it oceurs in informal disgussion grows.

8till pursuing the specification squation method of predictive selection
of leaders, further tests of the third hypothesis beyond those in the original
experimental design were undertaken. Specifically, it was attempted to key the

174cattell and Stice, Handbook for the 16PF, p. 38.
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16PF test to the two criterion situations=-the large and small groups using the
final criterion rank and the lambda score against which new criterion keyed
specification equations scores, L, would be compared,

The relationship was tested by computing correlation coefficients for each
of the factors of the 16PF first with the lambda scores and then with the
judges' ratings of gompany commanders performance characteristics.

Turning first to the small group and the lambda index of relatively
effective leadership. The scores on all factors of 16PF were correlated with
the lambda scores for one half of the sample of sixty~eight. The sample of
subjects was split by an odd-even sorting of the individuals according to the
order arranged by lambda ranks. The traits were first correlated with the
lambda scores of the odd ranked subjects by computation of a rho (¢orrected for
tiss) according to the formula given by Siegel (9.4)el’° It was intended to
derive a specification equation for L in the small group situation using the
obtained ¢orrelations to weight the actual 16PF scores of the thirty-four sub~
Jects comprising alternate half of the total experimental sample.

The judges' rankings were selected as the basis for this correlational
analyses regarding them as a reliasble appraisal of individual performance
related to, but different from, the criterion score, CEX.

Next, personality traits as related to judged efficiency in training were
examined., Consider that the judges' rankings were assessments introduced into
the experimental situation and the CEI scors is based on assessments, objective

msmoh Nopparasairic Statistics, p. 210,
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and quantified, which are internal to the situation in which performance was
being predicted. In other words, the judges' rankings are not a routine
evaluation or function within the criterion situation, However, the OEI score
is inextricably related to the company commander's effectiveness with recruits
in training, and to his occupational reputation in the command., Also, in the
company commander's permanent personnel records this achievement is indirectly
reflected in his proficiency marks as a senior petty officer and caresr Navy
man,

The intention was to obtain the correlation coefficients between the
judged rankings and the various personality factors, and then use these to
weight the standard (sten) scores which subjects obtained on the Sixteen
Personality Factor test to obtain an L score which could then be correlated
with the alternate criterion score, OEI,

The coefficients obtained (r= rho corrected for ties) are reported in
Table VIII. W¥hile considerably different from the zero order correlations ob~
tained in the foregoing tests of hypotheses, like the coefficlents obtained for
the relationship of lambda and the Sixteen Personality Factor traits, they still
do not attain sufficient statistical significance to warrant use in the
specification equation procedures for predicting criterion performance. The
empirical approach, ylelding results of limited reward, narrows our considera”
tions of the explanations of the negligible findings of the study up to this
point, at least as regards the Sixteen Personality Factor test to the matter
of reliability of the test itself.

The demonstrations here justify assuming the criteria of the study are
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valld and reliable. An Instrument cr method of any noteable reliability, if
empirially keyed to these eriteria, should show a ¢onsiderable degree of
association with the two forms of criteris. It was attempted to relate the
factors of the Sixteen Personality Factor test first with the lambda scores
and then with the judges' ratings of company eommanders performance
characteristics,

The results of the correlational estimates of the asscciation betwsen the
specific traits and the lambds renk scores is shown in Table VIII, (ne factor,
Trait A, {alcof vs, warm, outgoing) yielded & significant corrvelation (-.403,
significant at ,01 leval of confidence) with the lambda rank score, Signifi-
cant correletions were obtained for two other pairs of factorsy one at the .10
level of ¢onfidence--factors Frg=-,293 {glum, silent vs. enthusiastic) and
Grg=+,325 {casual vs. consgientlous); and one pair at the 20 level of con=
fidence-~fectors Irg=+,275 (tough vs. sensitive), and Mrg=-.225 (conventional
vs, eccentric),

The arrangement of yanks for this ¢orrelational computation were such that
a rank of one on lambda indicates a score for highly effective relative leader~
ship, whereas a rank of one on the personality factor, dus to &he arrangement
of sten scores, indicates a low sten s¢ore. Thus s negative gorrelation, such
as in A and M factors, indicates that high lambda ranks are rslated to high
sten scores. The reverse applies for a positive rho--low lambda scores are
related to low 16PF scores. This should be noted sarefully when referring to
the dyadic descriptions for the factor interpretations as given in Appendix Vi,

These indicatlions, then, allow the following description of senior naval
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[petty officers emerging as leaders in small, problem solving groups. According
to the test author's interpretations of the A factor on the 16PF176  gyuch an
individual shows a definite but substantial tendency to be good=natured, easy*
lgoing, ready to cooperate, attentive to pecple, soft~hearted, kindly, trustful,
|adaptable; he seemingly enjoys dealing with the people in the group, and the
social impressiveness involved in the situastion; he is likely 1o e¢ontribute

to the formation and activity of the group, he is probably unafraid of or un~
concerned about criticism of other members of the growp; and though emerging
las a leader in small discussion groups, he is perhaps less dependable in

recision work and in obligations, With considerable less confidence ws cen
Expcet that the small group leader will also appear (by factor F) to be

penerally enthusiastic for the procedures in the group., His achievement of a
degree of leadership 1s probably facilitated by the possibility that he would

¢h§u~fu1, talkative, frank, expressive, quick, alert and unperturbable.
Emhm has shown that individuals tending to score high on this factor,
s is suggested for the emergent lesder, also frequently are chosen by others
[t a leader.
Repeating the suggestion of a lack of self-consciousness and spontaneity
Et the expectation that (by factor M) the emergent leader manifests a lack of

"%andbook for Form C, p. 14. This interpretstion of the relationships
demonstrated for the various personality factors is paraphrased from
the deseriptions of the meanings given the various factors by the
suthors of the 16FF test. Thess interpretations are taken from the
tost manual, and are shown in entirety for all traits in Appendix VI.
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conventionality and concern, is somewhat sgocentric, sensitive and imaginative.
He may be emotionally demonstrative and irresponsible, impractical and unde*
pendable, and (perhaps becsuse of this) tend to be rejected in group situstions.
Thase interpretations are difficult to explain in terms of the known ¢ircum™
stances surrounding the emergent leaders so described, Considering the low
order correlation and its assoclated level of confidence, it ls prudent to say
no more than the definite but limited likelihood that the emergent leader is
somewhat less intimidated by surroundings than others, that his egocentricity
may motivate him to be the leader, to be the focal individual in a2 small group,
and to use imaginative approaches to the group snd its procedures. This would
be in accord with the findings of Carter, et a7 apout emergent lesders'
characteristics. But the confidence with which we can aceept any supposition
about emergent leaders and the gocaniric end of the M factor scale is admittedly
quite limited.

Similerly interpretive caution must be used in considering the demonstreted
relationship between relatively ineffective emergent leadership and the
personality trait (factor G) labsled “casuel, weakness of character,” A low
scale score on this factor attributes the characteristics of being fickle, un=
dependable, irresolute, unsteady, quitting, snd somstimes demanding, impatient,
indolent, obstructive and lacking in internal standards. This seems to fit
what common sense would tell about the less effective leader in a emall social
group. The only alternative spsculation which seems plausible is that the type

Inﬁrm & Cobn, p. 103,
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of low ego=strength individual depicted would likely show response to the
permissiveness of the leaderless discussion manifesting his tendency to be
irresolute, quitting, indolent, impatisnt snd obstructive.

The last of the significantly correlated personality traits in emergent,
effective leaders is that of a certain toughness (Factor I). This tendency is
characterized by a manner which is practical, realistic, masculine, independent ]
responsible, but “uncultured; some situations prompt this type of individual to
become phlegmatic, hard, cynical and smug. He has a "no-nonsense" approach to
things. Such a person is not likely to show up ss an effective leader in a
small group discussing problems which are hypothetical, more or less ambiguous
or which do not appear on the surface or proximately to be msaningful, He is
immune to the social stimulation, and interpersonal exchange, and thus would
not be as likely to participate as, for example, the warm, outgoing and the
enthusiastic, surgent types.

Thus, the corrslational snslyses of the relationships batween ranks for
the lambda scores and the 16PF factor scores among the experimental population
of this study fail to uﬁblish a sound basis for confirming Cattell's
contentions about the L score for !dentifying leaders in small groups. However,(
the small but definite relationships statistically demonstrated for five of
the traits, and particularly the single substantial relationship support the
face validity of the identification of emergent leaders by personality traits.

Regrettably, out of thirty-two possibilities for correlations of the per~
sonality traits with criteria, only one showed sufficient statistical prob-
ability of being other than a chance svent. Thus the specification equation
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TABLE VIII

THE RELATIONSHIP BETWEEN PERSONALITY TRAITS AND
RELATIVE EFFECTIVENESS OF SHMALL GROUP LEADERSHIP

i .

Sixtesn Personality Correlation
Test Factor Coefficient t
(rg)
A. Aloof vz, Warm, outgoing ~+403 2.,45%n
B. Dull vs. Bright +,070 «39
C. Emotional vs. Mature +,143 «89
E. Submissive vs. Dominant +,084 -470
F. Glum, silent vs, Enthusiastic -« 299 1,770
G, Casual vs. Consclentious +,325 1.94%%
He Timid ws, Adventurous +,177 1,02
I. Tough vs. Sensitive +.257 1.50%
L. Trustful vs. Suspecting =043 24
M. Convgntional vs, Ecgentric ~e225 1,312#
Ne Simple vs. Sophisticated - »201 1,161
0. Confident vs. Insecure -.035 «198
Q; Conservative vs, Experimenting -.028 «158
Q2 Dependent vs. Self-sufficient +,013 072
Q3 Uncontrolled vs. Self-controlled +,141 .891
Qg Stable vs. Tense -+ 146 «83%

*ugignificant at the .01 level of confldence, df=32, two tailed test.
*significant at the .10 level of confidence, df*32, two tailed test.
*Significant at the .20 level of confidence, df*32, two tailed test.
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procedure statistically was not warranted for predicting leadership in small
discuasion groups as measured by haﬁada;

Proceeding now to the results of testing Hypothesis 3~B it is seen in
Table IX that cosfficients of correlation for the relationship between
personality traits and judged efficiency of performance ware all found to be
of slight to negligible magnitude, and only five approached the range of
notable statistical significance. Of these five, two were pesitively related
to the criterion--factors A, aloof vs. warm, outgoing and Qg» uncontrolled vs,
self-controlled, The remaining three, factors G (casual vs. conscientious),
M (conventional vs. accentric), and N (simple vs. sophisticated) were
negatively correlated with the criterion. On the basis of these indications,
and within the demonstrated limits of statistical confidence some notion is
gained of the personality traits of relatively effective leaders, as identified
on the 16PF and by judgment of superiors, respectively.

It is supgested that the more effective leader, as judged by superiors,
demonstrates control of his smotions and general behavior, consideration for
others, and what is commonly termed "self-recpect”; occcasionally ocbstinacy may
occur, This trait of high self control is assacim in other situations with
leadership effectiveness, and s0 it is not surprising that st least some
similar association appeared in this sample of subjects,

In this study there was obtained a comparsble indication that the
effective formal leader of recruit companies undergoing training is also warm
and outgoing as is his counterpart in the small discussion group. The des~
cription given above for the A factor related to small group leadership applies
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here as wall, The evidence given by Cattell that this factor is seleective of
good teachers may explain why it is assoclated with effectiveness of leadership
in each of these situations. This teascher identification is based on the
interpretation of generosity and flexibility in perscnal relationships, and on
genaral soclal agreeablenmess. Thers 1s no elear argument or evidence that this
trait would be forelgn to the training leadsr of naval recruits, though it does
not fit the personality traits expacted of the assumed suthoritarian leader

in these large growps, the recruit companies. To thls extent, if we may infer
persuasion from this sociable and pleasant manner, Sass' notations of the
relationship of leadership to influance are also damonstrated.

Of the remaining perscnality traits approaehing statistical significance,
it is found that the three are negatively associated with leader effectivensss.
Interpretivaly, they offar no contradiction to the statistically indicatad
relationship. Taken together they give a picture of a rather ineffectual and
inadequate person with liitle impact on his surroundings. According to factow
labals and interpretation, it could be expected that tha less effactive leader
would noticeably tend to be a conventional, pructical conformist, who is
rather narrowly correct and unimaginative (in contrast to the flexible social
role of the effective teacher and training leader noted above!). Rounding
out the picture it would be likely that this less effective leader also
inclines to bs casual, even weak and undependable, irresclute, quitting-=thus
lending little of himself to a situation. But when things did not go well he
would alsc be the type to be demanding of others, impatisnt, indolent and
obstructive with few internal standards for himself,
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Though not confidently established by the evidence of this analysis,
sven at the minimally suggestive level of the relationships for the factors
Just reviewed, it would not be surprising to find the seffective leader
posssses egu~strength supporting maturity and stability, and a capacity for
maintaining high group morale, as well as being sslf sufficient (independent,
resolute, and making decisiovns &nd taking action cn his own).

#hile these measured relationships may be statistically negligible by
usual standards, brief descriptions of the traits which are moure suggestively
associated with leader effectivenass than others are coxpstible with sxpecta=
tionss Thay fit common sense expactations as well as types of bshavior
thevretically asscciated with the appgointed, authoritstive, leadar in large
formal groups, Departures from the rigid steredtype of such a leader are
readily understandable in terms of knowledge about gensral psychology and
personality dynamics, much in the manner of Bass' theorizing, as briefly
suggestad in the conaents accompanying the above interprestive summaries.

It is disappointing that thare is no demonstration cf relationships by
mora acceptable evidence than the low order correlations for leader trait
assessmants similar to results of many other studies. However, they are
naither impressively greater or less than others' rasulis, according to the
swmmary by Mann, as noted sarlier.

Moving on to the naxt and last hypothesis a very special inguiry into
the understanding of leader traits and bshaviors was conducted. The
hypothesis, as stated, expresses the expectation that, given clear pictures

of leader types, sxtrapolating from research findings on the effectiveness
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TABLE IX

THE RELATIONSHIP BETWEEN PERSCNALITY TRAITS AND SUPERIORS'
JUDGMENTS OF RELATIVE EFFECTIVENESS
OF LEADERSHIP PERFORMANCE

Sixtesn Personality | Correlation

Factor Test Trait Cosfficiant t
N (zg)

A. Aloof vs. Warm, outgoing ~.143 1.39%
B. Dull wvs, Bright +,009 073
C. Emotional vs., Mature +.148 1,215
E. Submissive vs. Dominant +,037 «323
F. Glum, silent vs. Bnthusiastic +.114 +932
G Casual vs. Conscientious ~.178 1.468%%
He Timid vs. Adventurous ~.022 +181
I. Tough vs, Sensitive =.009 127
L. Trustful vs., Suspecting +,001 006
M. Convertional vs. Eccentric ~+181 1,494%%
N. Simple vs. Sophisticated ~¢167 1.388#%
0. Confident vs. Insecure =071 578
Q1 Conservative vs. Experimenting -.014 114
Qy Dependent vs. Self-sufficient +.127 1,028
Q; Uncontrolled vs. Self-controlled +.190 1.572%0
Q4 Stable vs. Tense -.003 +027

#gignificant at the .29 lewsl of confidenca s df=32, two tailed test.
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of leaders and groups, the personality traits of these leaders could be pre~
dicted., It was also expected, of course, that the traits would discriminate
to a degree between the more and less effective leaders,

The expectations expressed in this hypothesis assume that the axtreme
scores on the Assumed Similarity scele, derived from ratings of perception
of two hypothetical other persons, are usually associated with similar extremes
of leader effectiveness, There is also the assumption that specialists (in both
military occupstions and the behavioral sciences) can discriminate among the
various personality traits which contribute to lsader effectivensss.

Thus, we are not only testing the interpretive significance of the ASo,
but also the relevance of the Sixteen Personality Factor personality traits
for describing leader behaviors,

The judged scores on the Sixteen Personality Fastor scales for sach
factor were gathared from the twenty specialists, mean scores computed for each
of the factors for both the effective and ineffective leader profiles. Also,
twanty~five parcent of the subjects wese taken from both extremes of the range
of ranks sccording to their ASo scores, and means of the trait scores for the
low ASo-effective leader and for the high ASo~ineffective leaders were also
computed,

The difference: of estimated personality trait profiles of effective
(low ASo) and ineffective (high ASo) was tested by the Wilcoxon matched-
pairs signed ranks test. Table X shows the array of means for the various
traits, and the results of the Wilcoxon test,

The results of the test (T=40, N~16) exceeded the valus allowed for
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rejection of the null hypothesis. Thus, H, must be accepted, and it is con~
cluded that judged perconality traits of effective and ineffective leaders
do not differ mors than would be expected by a chance alone. This finding
indicates that the personality tralts of effective and ingffective leaders
{28 used in the Sixteen Personality Factor) eannct be differentislly pre~
dicted on the basis of leader type desecriptions associated with extremes of
psyshological distance and interpersonal attitudes. The importance of this
finding is thevretical, Serious doubt is raised about the ability of others
tc agree on discrimination of the traits and behaviors desirable in, and which
contribute to the performance of, the effective or ineffective lesader. This
finding also may point to a possible cause of the nsed for use of sociemstrie
anzlyses in conhunction with the Assumed Similarity scale. These pesults
prompt doubts concerning the association of certain leader typss with leader
effectiveness, as also do the findings of hypotheses one and three of this
study,
It is known that the ASo score alone does not discriminate between leaders

{of effective and ineffective groups. Thus it is reasoned that judges, assuming
the extremss of effectivanees and the bshavior typical of these degress of

ffectiveness, could pressnt a profile of personality traits to which such
l:ehwie:r could normally bs attributed. Howsver, the failure of these traits
[2s judged to diceriminate betwsen extremes of effectiveness as indicsted in the
finding being discussed, weakens the logic of any brief held for the leader

Rrait and throws some welght of conviciion on the side of the situation

rpprnmh to leadership,
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To answer part of this speculstion the finding obt>ined by the testing of
the null hypothesis for the arrays of mean irzit scores fir the 2ctual high and
low ASo scorers among the subjacts of the study is reported in Table X, The
data for these svtrames ~% our lasders samnle again fail o allow rejection of
the null hypcthesis, Thus, accepting H,, we conclude that the differences
between the varlous traits of the two groups i3 no greater than would be
expscted by chance, It does not appear that high and low ASo scorers (des~
ignated as ineffective and effective leaders, respectively, on the basis of
those ASo sgores) reflect any significant difference of personality traits as
profiled on the Sixteen Personality Factor scales,

The question remains whether or not this lack of significant differences
of traits to appear between good and poor leaders may be due %o a lack of
relationship between attitudes as measured by ASo and 16PF test meazures of
personglity traita., If so, perhaps the traits of leaders who actually ave
effective or insffective might be different.

One answer to thia question was souglt and a further investigation was
made of this failure to find Jdiffarences in parsonality traits es profiled on
the Sixteen Perscnality Factor factors for good and poor leaders, A comparison
was made of the msan Sixteen Personality Factor scores for all factors for the
top and bottom twenty-five percant of the subjects according to the ranks
assigned by the objective eriterion score, the OEY (I%55, Ws15), Again, the
null hypothesls could not be rejected, and the groups sppeared to show no
differance greater than would he expoctaed if influenced by chance alone, It

is thus demonstrated that, on the basis of the overall traits patterns {on the
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Sixteen Personality Factor test) there is no essential difference between the
more effoctive leader ard the lmss effactive Yesder,
The next and ¢oncluding chapter will presant a sunmary and the general

conclusions of the studv,
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TABLE X
MEAN FACTOR SCORES CN THE 16PF TEST FUR SURJECTS TYDENTITIED
AS EFFECTIVE OR INEFFECTIVE LEADERS BY THREE METHODS

" Judged Effectiveness  Assumed Similarity . Leader Overall
ey Seores Efficiency Index
Tralt High Low Low High High Low

A 2.9 8.1 4.9 3.6 45 3,5
B 78 6.2 5.3 5.5 4,8 5.3
c 743 S.l 3.4 3.7 4,9 4,8
E 8.7 2.8 4,8 5,2 5.6 5.6
F 6.5 6.1 4.6 4,1 4,9 3.9
G 8.6 4.5 5.5 5.6 5.6 6,1
H 5,6 D4 4.8 3.5 4,9 4,0
1 3,5 7.0 2,9 4,7 3.9 4,0
L 6.2 4.4 6.4 Be9 5.6 5.7
] 4,1 4,2 5.2 5.0 4,8 6,1
N 7.9 4.5 4.5 4.5 4,5 4.7
0 3.5 6.4 5,6 6.8 5.9 6.3
Q 5.8 5.1 5.3 5.1 Se1 4.9
Q@ 8,2 2.4 6.4 6.6 6.4 6.1
[+ 0 7,8 5.1 5.5 5.3 6.2 4,8
7] 5.0 5.6 5.2 6.5 5.9 6.1
Wilcoxon |

Tost T=a0 N=16 T30 =18 =55 N1

H, Accepted Accapted Accepted




CHAPTER V
SUMMARY AND CONCLUSIONS

Research in lesdership has focused increasingly on small group situations,
Results of some of this research have led to the derivation of methods for
assessing leadership and identifying leaders. Some of these procedures are
designed principally for experimental use. Others are presented with no
specific limited use mentioned,

This study was an attempt to test three types of measures of leader
effectiveness on a sample of subjects, senior petty officers of the United
States Navy. The routine duties of these subjects cast them in the role as
appointed leader of a formally organized large group. Sixty-eight experienced
commanders of companies of naval recruits undergoing indoctrination training
were studied by means of an Assumed Similarity scale, a personality test
comprised of sixteen factorially identified factors or traits, and participa-
tion in a leaderless or informal problem~solving discussion group.

The results of subjects' participation in the experimental phass of the
study were compared to certain criterion scores of their performance as
leaders and company commanders.

Correlational comparisons were then made to test the various relation-
ships among these experimental and criterion data.

The general question of the study was to investigate the possible

Tapplication of lsadership theory and experiments to a relatively constant
135
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situation in which leadership is readily identifiable by criteria intrinsic
to the existing situation. The se¢ondary aspect of the invcstigatioﬁ was to
turn attention to the identifieation of leaders through leader traits~-
admittedly an old pursuit, but neverthless, regarded by some as too soon
abandoned, It was felt that there was a strongfpossibility of discovering
leader tralts specific to a regimented, formally organized leader task, which
is repested by the leader individuals, and in which effectivensss was readily
and mors ¢r less objectively measured.

The study was also an ambitious attempt to retrieve leadership, or at
least leadership assessment, from the realm of social process and reinstate
it as a psychological procass attributable to the individual, This mission
or goal was prompted by a practical problem presented to the professional
staff of a U, S. Navy mental health services installation. That task is to
make predietions of leader esffectiveness on the basis of psychological
evaluation by interview.

To test the relationships of the various measures to effectivensss of
leadership, four hypotheses were formulated. These are given below with a
brief statemsnt of the results from testing them.

Hypothesis 1« The degree of effectivensss of leadership in the formal,
natural, lesder role, measured by ¢ombined achievement scores and supcfiors‘
ratings of performance, is directly related to the habitual attitude of
psychological distanee, as measursd by low ASo scores.

Rasulis. There was found no evidence of a relationship betwesn the
charasteristic attitude of psychological distance as measured by ASo scorss and




the effectiveness of commanders of companies of naval recruits undergoing
indoctrination training.

From the evidence obtained, neilther the stereotype of the business=like,
hard headed, extrapunitive leader or his opposite appear tc be significently
associgted with the type of leader effactivenass obsarved in naval pestty
officers acting as training leadars of navel recrults,

Hwpothesls 2. Individuals attaining greater degreas of offectiveness
as formally appointed lezders in large groups do not tend to emerge as leaders
showing effectiveness (influence) in small, informal laaderless groups. That
isy large formal groups differ from small, informal groups in regard %o
individuals identified as leaders by their degree of affectivaness,

Resulis. The evidence obtained indicates that the type of leadership
emexrging In small, informal discussion groups is not significantly related to
relative effectiveness of leadership as demonstreted by individuals in the
natural, formal leadership situation, Wwhile this was to be expected, the
theory and procadures for measuring leadership by lambda, as proposed by Bass,
had seemed to offer possibility of s practical means of assessing potential
leaders for the duties of a company commander. Regrettably there was no
demonstration of even a minimum relationship on which tc base any situation-
keyed method as small group leadership and large group leadership were assessed
in this studys Bass' finding of a relationship between small group leader~
ship effectiveness and criteria extexnal to the growp was not corroborated,

The third hypothesis was subdivided into two parts.

Hypothesis 3-A. On the basis of personslity traits, as measured by the
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Sixteen Personality Factor questionnaire, the relative effectiveness of leader~
ship demonstrated in small, informal, artificial groups can be predicted, That
is, lambda, the index of relstive effectiveness of leadership demonstrated in
small, informal discussion groups ¢an be predicted by L, a score derived by

a8 sequentizl] equation based on personality ftraits as measured on the Sixteen
Personality Factor questicnnaire.

Basuliss The evidence obtained in testing this hypothesis does not bear
out the strong claim of the author of the specification equation for I con~
cerning the remarkable potengy of this method for identifying small group
leadership,

Specifically, the personality traits of senior navel petty officers do
not provide an adequate basis for predicting their relative effectiveness as
emergent leaders in small, informal, problem~solving groups,

Personality tralts of senior naval petty officers, as measured on the
Sixteen Personality Factor test were not demonstrated to be associated with
their performance as leaders in small discussion groups, However, the trend
of statistical evidence is such that the leeders of groups tend to show
personality sharasteristics logically sommensurate with their funstion as an
emmrgent leader, With considerable confidence the smergent leader ¢can be
described as a warm and out=goling person who deals with othar group members
enjoyably, Readily adapting to the socielly impressive situation, he makas s
significant comtribution to the group astivity and progress, It can also be
expected, though with less confidence, that smergent leaders smong ssnior
naval petty officers will be distinguished by their enthusissm, acceptability
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to others as a leader, and generally apparent maturity and ego-strength,

There is sufficient evidence to suspect that the least effective leader
in small discussion groups would be found to be a practical conformist, anxious
to appear right to ths point of being narrowly correct and unimaginative,
preferring a "novnounsense”, independent, phlegmatic manner of husiness,

pothesis 3-B« On the basis of personality traits, as measured by the
Sixtean Perscnality Factor questionnal.e, the effectiveness of leadership
demonstrated in large, formal, natural groups can be predicted. That is, the
index of leadership effectivensss in large, formal, natural groups, based on a
combination of achisvement scorews and superiers' ratings of performance, can
be predicted by L, a score derived by a sequentizl equation baseé on personality
tralts as measured on the Sixteen Personality Factor questionnaira,.

Besulis. While not eonclusive (intterms of statistical significance)
concarning a personality description for effective or less effective larxge
group leaders, the resulis for this hypothesisc suggest some characteristics
which seem to be associated logically with certain degrees of relative
effectiveness,

From the findings in Hypothesls 3-3, il appears that tha effective formal
leadexr, as defined in this estudy and its subjects, has manifest eontrol of
his emotions and his behavior, and is self-respecting. He likely shows warmth
toward others, and remains flexible in interpersonsl relationships. The less
effective leader among our subjects generally has little impact on his
surreundings, and thus would not favorably distinguish himself as a formal
leader, He would perhaps also show some psychological ineffectuality sush as
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this in othar areas of function, lacking the inner resources for, and/or little
inclined toward, imaginatively or constructively deviating from the minimal
nogm, or from what he thinks is expected of him., He is not a persevering
person,

Hmothasis 4. Personality trait patterns, as msasured on the Sixteen
Personality Factor questionnaire, can be predicted by extrapolation from the
interpretation given ASo scores. That is, given a wery high or very low ASo
score, and following interpretations given these scores by Fledler, the
presence of certain personality traits as messured by the Sixteen Personality
Factor questionnaire can be predicted,

Bamuia. Differences in the traits of effective leaders from those of
ineffective leaders were tested. The extremes of effectivensss were those
designated by dessriptions of leader types, by sxtremes of ASo scores, and by
an objective messure of the individual's efficiency as a training leader.
Tested by the Wilscoxon matched-pairs signed rank test, these data showed no
evidence of differences between the personality traits for the typically
eoffective oz ineffective leader significantly greater than could ocecur by
chance. This lack of discrimination was consistent whether the personality
treits asscclated with extremes of typical sffectivensss, or expected effective™
ness were designated by a growp of Jjudges, or by sctual ASo scores or by the
score index of overall efficiensy of lsadership as & company commandsr.

The evidence from testing of this fourth hypothesis leads to the following
conclusions, First, among spscialists who actuslly assess the effectiveness
of leaders and the personality traits which sontribute to their selative
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effectiveness there is insufficient agresment on the Judged personality traits
to discriminate between the leaders showing extremes of relatively greatar

or lesser effeciivenvss., Sescondly, it appears possible that the interpretive
meaning as regards the behavior of leaders which is attributed to ASo extreme
scores is not cortobbratnd by any differentistion of profiles of personality
traits of individuals actually obtaining extreme ASC scores. | Thirdly, however,
the personality trait profiles of effective and ineffective leaders so Judged
by chjective criterion scores of efficienty, are not distinguished more than
by chances Therefore, it is suggested that the personality traits of company
commanders, as measured on the Sixteen Personality Factor Test, are not
associsted significantly with more or less leadership effectivensss.

Very briefly, then, our findings with the warious hypotheses are these.

l« There was no yelationship demonsirated between the attitude based on
interpersonal perceptions as measured by the Assumed Similarity seale and the
asssssed effectivensss of the subjects as formal leaders of large groups. The
[hypothesis was not supported.

2. No relationship was demonstrated betwesn leader effectivensss in small
[growps and in large groups. Owr hypothesis was supported.

3. DBetween personality traits and leader effectiveness in large and
|small groups the relationship demonstrated ranged from none at all to only
[very modest trends. While the associations shown generally fit common sense
pxpectations, there was not sufficient evidence £or use of traits as predigtors
Pf leadership. Our hypothesis was not supported.

4. Personality traits do not appear to bs an adequate basis for dis-
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crimination of the better and poorer leaders when the comparisons ars made by
actual performance scores, by scales purported to depict attitudes associated
with leader effectiveness, Oor as expected by superiors and informed specialists
to be assoclated with good and poor leader effectiveness; Thus, it appears
that these experimental measures of leadership in small groups cannot be
applied to leader identification problems in large, natural groups.

One explanation for our negative findings may be that, when a leader
functions more as a treining leader than the typical, formal leader, the
Assumsd Similarity scale alone is not sufficient to tap the psychological and
social processes associated with effective leadership. His attitudes about
|preferred co"workers aspparently are not pertinent to his conception of bshavior
appropriate for a warm, out~going training leader. Thus, Fledler's conclusion
that sociometry is a necessary adjunct to the Assumed Similarity scale is

probably well justified, Our assumption that the formal leader situation did
not require the additional interpersonal sociometry was apparently in error.
owever, to include the sociometry as Fledler did was not considered practical
in the situation studied here because of the large size end brief life span
[of the groups also, such an approach has little if any bearing on the search
for a leader~sslection or performance prediction method. Such in gity methods
Lcnn't be used to forecast. Clearly then, Assumed Similarity scales, a small
?roup measure, are not appropriaste for use in large growps.

Probably ons of the clearest reasons for the lsck of positive findings
[can be observed among the findings obtained in testing the fourth hypothesis.

Two conclusions are indicated.
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First, it was shown that personality traiits as measured in this study do
not discriminate between the extremes of leader effectiveness. This fallure
to discriminate held whethex triits were associated with leader effectivensss
hypothetically, as judged by swperiors, or with leader effectiveness expected
from test interpretation, ASO extreme scores, or when the traits were tested
for associstion with actual performance achievement, the OEI scores. Thus,
it 1s ressonable to conclude that the good and poor leaders may be a single
undifferentiated group personality-wise., We are vemiiwied here of the hypcthesis|
of ovther investigstoras that good leaders and good followers are cut from the
same behavioral clothe On a single dimension, they would both be at the
extreme opposed to the indifferent, indolent and wnproductive individual in
the grow. That we have failed to differentiaste these subjects as to their
relative effactiveness of leadership may be that, within the given range, even
though their actual achiavement can be scaled and judged on @ relative basis,
the subjects are in certain respecis all closely similar. The subjects are,
after all, senior petty officers #n the Navy who are assumed to have demon~
strated proficiency in achievemaent, advoncement, and general adaptation to
the military climste. Thus, these men who served as subjects for the study
have been advanced in the enlisted ranks at least in part by following oxders,
They know what is expected of novices in the Navy, and what is necessary to
learn to follow well. By imparting this to the recrulf in the relstionship
to him as 2 training leader, the corpany commanders arxa drswing on a reseryoir
of sxperience which may be duita common to all of them as senior petty offlicers.
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The second possible conclusion concerns a considerstion ¢loser to the
actual data by which the fourth hypothesis was tested, The desecription of
leader behavicrs which Fiedler coffered as an interpretation for extreme ASo
scores may involve role behavior which is not tapped by the personality
questionnaire.used in this study., That is, the specifically adaptative
behavicr in an appointed role by which an individual carries out duties and
achisves effectiveness may not be tapped by the particular personality
questionnaire used in the study.

The study has shown that specific measures of leadership do not appear
to be transferable from situation to situation with any expectation that
leadership assessment will remain efficient or effective.

Also, it appears that criterion keying of the assessment methods used in
this experiment is not possible, particularly for the methods previously devise
in small groups, The possibility of identifying psyshological traits
assoglated with leadership was not realized by the methods used here, and
that it can be done remains doubtful for the studied population.

There remains the general question of the study concerning what contribu~
tion there is from the extansiva research in leadaership to the modern needs
of one of the traditionally oldest groups in which leadership is keystone,
Experimental measures reported in the literature were tested in a practical
situation, Our obtained results indicate a nagative response to the question.
There appears to bhe little application for the experisental measures as used
in this study,

However, hope is maintained that a narrower study, focusing on measure~
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mants of persciality tralts ahd characteristics would be more fruitful,
Ewpansion of the populatiocn would perhaps protract the range of the OET scores.
As the subjects of this study reflect inly a relative degree of effectiveness
within the acceptable range, testing prior to experience in the field as a
company commander and compared to adequate follow-up data would be preferred,
Thes procedure would obtain data on the least qualified of individuals who may
be assigned to leader status. The sample studled did not include those
potential company commanders who are disqualified before assignment, nor those
who had failed after assignment as a company commander, and were relieved of
those duties. If another study were to be undertaken as a follow-wp to this
one, this writer would find it of interest to utilize personality measurements
similar to and including the Sixteen Perscnality Factor test in this type of
restricted, well defingd, and more ur less standardized situation, For that
work, it would be well tc include the longer furms (A and B combined, or the
A*B~C forms) of the Sixteen Persona.ity Factor test with a larger population,
The study was a rather broad exploration of the relationships of the
svsilable lsadership assessment methods for use in leader identification,
specifically military leaders of a company of men. According to our findings,
the socially oriented behavioral sciences have added 1ittle of aid for this
probleme The approach by means of individual differences has yielded only
suggestive Pesults. Though falling short of impresgive or even acceptable
statistical significance, the suggestive results describing persunality traits
of variously efivctive leaders are remarkably close to common sense expecta-

tions. Because of this ig 1s contended that the trait method continues to hold




146

a persisting though faint, 5romis¢‘far trait identification cof ldaders,

particularly when referrasd to the situation,

would ka of halp in his approach.

Patter measures of traits surely
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RANK ORDER JUDGING OF THE CHARACTERISTICS OF INDIVIDUALS AND THEIR PERFORMANCE
Skl s em e

...z aye many pessons in the Becswit Tseining Command whose dutiss include
a vesponsibility for the supervision mmd direetion of the performance £ company
commanders, You and certain others of these persons have been desigpated to
judge the rank order of a mumber of company commanders with respect to certain
characteristics, You are routinely required to evaluate, or to assist in.the.
evaluation of company sommanders® performance. Esch person so avaluated is
comparsd, under an estahlished or defined standard, direetly and in many subils
ways with many or all of his peers. The degree to which each man meets this
standard is usually expressed in absoluts values or mumber gmdm in acecordance
with the marking systems typically used.

In the task being presented to you now you are to determine the rela £

&ch person is now in. charge of a company or has recently been the commander &f
several companies, MNames of the men to be considered by you are furnished im -
alphabetical ordem .Indiwiduals are to be judged according to the descriptiwe
criteria of an aspect or characteristic considered pertinent to performance as

a company commander, These statements will be furnished for each rank ordering
to be m&@@o

When you have Qompl@tad the procedurss outlined bslow the company. comnander -

who, in your opiniom, e 1ifiss the positive descriptions to the greatsst
degres and is most effectiss

@@iﬂg 80 should be in the rank order posa,tlon
of #i

The next most exemplary company commanmder, in these same respe@ts, should
bave been assigned the rank order position -of #2.

The person who. demonstrates these characteristies or behaviors as well as.
meny or most, but not as well as some, and notably less than those ranked #1, #2,
etc. should have been assigned a rank nsar the middle of the range of mumberse

The individuals to whom these statements apply with less accuracy will be
ranked among the lowest numbers, approaching #75e

Ihe individuals whose performance is in least relative agreement, or shows
agreement, with the descriptive eriterion statements should have been ranked
13»8"& e Mﬁ)o

Even though the last ranked man may, in general, perform adequately or
masably as a company commander, the overall ranking implies gmly that he is
relatively less like all the criterion statements regarding the givem characte
eristics of performanee than those persons ranked as #l, #2, #35, or even #705

The instructions given belowbutline a method to assist you.-in making these
judgements and in arriving at the ranks required. You may be. more eertain about
some judgements than about others, but make the best estimate you can about
every individual, EVERY MAN MUST BE ASSIGNED A RANK NUMBER OR POSITION®

Bs thoughtful and ohjeetiee, Dzaw on your experismes and knowledge of
the matters and pezmﬁrg @m:zdem The resalis are in a0 way a matter of
official record concernming you or the mea being ramked or juuged, However, the
task is fully deserving of your serious attention and sincers effort.

to which a mmber of company commanders are like a given charatemti@‘v »

*sxepusEmos Aundiuod 3o BUTIPX: NURX 0 SUUTIONIEA *V *% XIGNEdAV




Hemamber, that the principles operstinmg hers are routinsly applied im
carrying out your regular duties. What you are being asked to do is not.
Comparative judgements of psers and subordinates are an everyday procedur
familiar as it is vital to maintaining the quality of performance in this ¢ |
or in any similar organizatioms It is the basils of the task you are about %o =
begin,

Please note., Other persomnel here will be performing this same task,
Do not discuss these procedurss or the results with anyone else at this time,
Such communication could adversely affect the information being sought in ]
connection with the research sims of this study in which you are participating.
For your interest it is being conductad by & source outside this command,
Howsver, this study has the expressed approval of the Commander, Maval Training
Center and of the Commanding Officer, Bscruit Training Command, Your full
cooperation is essential to the successful completion of the study. It is hoped
the results may be of value and assistance to +the company commander and those
responsible for company commandsrs and their duties,

® K % B B BB B R %
INSTRUCTIONS TQ JUDGES FOR RANK ORDER SORTING

At the end of these instructions there is & seriss of statements about a
characteristic of company commandsrs and/or their performance, Read these
statements carefully. Be sure you understand them and are familiar with them,
Refer to the statements as often ss you like while following the sorting
instructions,

You have been given 75 tags, arranged in alphabetical order of the names
of company commanders., Sort these 75 tags into five (5) equal piles aceording
to the degree to which the individuals and/or their performance are, in your
opiniom, like the criterion statements given. The pile at the far lsft should
be the tags of those company commanders who are most 1ike the statements. The
next pils of tags should be of the mames of men who are more like the statements
than most others of the remaining forty men, but somewhat less than those in the
first pile,

Each successive pile should contain the 15 tags ofthe men whom you think
are less and less like the statements given as a criterion, until there are
FIVE EQUAL PILES of FIFTEEN TAGS EACH, Some piles may not contain exactly 15
tags at first. This is all right, Just contimus sorting until each pile contains
15 and only 15 tags,

Next, within each pile arrangs the tags in order of the degree of conforme
ity of each to the criterion statements., For each pile the tag on top should
show the name of the man among the fifteen who is most nearly like the criterion
statements, Each tag beneath that one s in succession, should be that of the
man who is slightly lsss typical of these statements. When the fifteen have
been arranged in this order for each pile, set the pile aside and do the same
with the remaining piles., Work left to vight until all originally seorted piles
have been re-arranged in a descending order -- from the msn "most like" the
statements given (the tag on top) to the tag for the man "least 1ike® the given
statements %the tag on the bottom). Then combine the piles in a similar order
80 that the one man among ths 75 who is most like the criterion is named on the



top tag, and his name is followsd by T4 cthers in order of decreasing similarity
to the criterion statemsnts for the characteristic being judged.

When you have finished the pile sorting and rank order arranging, then
record the identification rumber on the right namd side of the tags on the
Rank Order Sheet, Be sure to record these code mambers in the exaet rank order
in which you have sorted and arrangsd the tags., Leave the tags in the sorted
and re-arranged order showing your rank order judgements, as recorded, A check
for vecording accuracy will be possible later.

There are four criterion characteristics in all by which this group of
company commanders are to be rank-order sorted by each judge like yourself,
You will be contacted sgain within 24 to 48 hours for the néxt sorting to be
aceomplished,

Now, turn the page and commence the sorting proceduress



CHARACTERISTIC A POR RANK ORDVR SORTING

Sumpary of Instiuctions. There are three steps to the rank crder sorting of
the men named ¢n tne uecuty-{ive tass furnished you. The rank order scrting
is to be based on tne ciitericn stawements given below on this page. Review
the steps:

°1 XIOGNB&dV

2
k|

1) Sort inte § equal piles of 15 tags, from left to right, as
"most like" to"least like" the criterion- statementss.

2) Be-arrange the tags in esch pile into descending order of
similarity to the givem criterion statements with the tag of
the man having the grestest similarity on top of the. pilej

{ b
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3) Recond. the code rumbers for all tags in the sorted and re-
arranged order, Leave the tags in order as you- finish, ..

#o% X K K K X K ¥ W

CHARACTERISTIC &3 SKILLS IN ORIENTATION

He effectively provides his recruits with a sound basic indoctrinatdon in
all areas of military txaininge

He generally cemmumicates clearly with his recruits and is receptive to
their efforts to communicate with hide

He has the necessary petience, enthusissm and energy to. instruct.vecmaites -

He presents instrnction matsrial in detail and in a way that does not generate
confusion nor require excessive repetitione -

He has 8 ceriain. “kmow hew' in getiing hie ddeas accross so that they become
the recruit’s "own®, The recruits know his specifiec and concrete requirements
and strive to meet thesl

He willingly devotss extra time and effort to his company when needed, and
gains the desired results.. : E

He has & favorahly impressive command presence with respect to his manner,
voice and bearing.

He shows self confidencee

In his good performance, attitude and behavior he a::cemplifies "M.r. Ka.vy" in
the recruits’ eyee and is a good model for them to follow,

B R —————— —— ey vno- DGIELIEL TOCTULVo
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Symmary of Instructicss. Thers are thres steps to the rank order sorting of
the men named on the seventy-five tage furnished you, The rank order sorting
is to be based on the criterion statementz given below on this page. Review
the stepes

1) Sort intc 5 squal piles of 15 tags, from left to right, as
Umost like" to "least like"™ the criterion statementa;

2) Be-arrange the tage in each pile into desoemiing order of
similarity to the given criterion statements with the tag of
the man having the greatest similarity-on top -of the piles

3) Record the code numbers for all tags in the sorted and
re-arranged order. Leave the tags in order as you.finish,

% M % % % R % % ow B
CHARACTERISTIC Bs MATURITY AND ADAPTABILITY
He is emotionally stable and meture, and his behavior is. disciplinaed.

He¢ shows dedicetion and loyalty to his command and to 'tha U@S& Navy in
a way appropriate to amd expeoted of personmel -in his billete.

He demonstrates positive motivation in 1ine with the fundamental objectives
of recruit training and tailors his efforts towsrd schieving tham.

He uszes scund and objective judgement in @m.luatmg individual recruits
and their problems.

He properly respects what is expected of him -- that is =~ he lives by
the booke.

He respends to.awsspected and problematis situstions or individusls with a
constructive attitude and & “can do” approach, He takes things in his stride.

‘1 XIWI
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Sumpary of Instructio
the men named on the sevency=five tags furnished you, The wrank order sorting
is to be based on the sriterion statements given below on this page. Review

the steps:

ns, There are three steps to the rank order sorting of

1} Sort into § equal piles of 15 tags, from left to right, as
*pmost 1ike® to Mleast like” the eriterion statements;

2) Re-arrange the tags in each pile into descending order of
similarity to the given sriterion statements,with the tag of
the man having the greatest simii~xity on top of the pileg

3) Record the code mumbers for all tags in the sorted and
re-arranged order, Leave the tage in order as you finish,

® % K B B HF K HFE R

CHARACTERISTIC G3 EFFICLENCY IN ORGANIZATION

He sets up internal organimtion in the company to provide for neetihg
demands placed on him as its leader and on the recruits as its members in training.

Ho usually selects the right men for petty officers and utilizes them
effectivelyo L

He organizes his company to work effectively for the proper goals.

He knows how to delegate responsibility, and insists on resulise

He gets thinge done as the training program and schedule require,

He provides organizational help (within the company) for the marginal
recruit and methods to handle group problems or difficulties in individusl
development under traininge

Discipline problems are handled within the company organization as
appropriate and not passed on up the line for others to handle.

He can be relied upon to sccomplish administrative details accurately and
on tims,

———————— —p R - W




' Ingtructions, There are three steps to the rank order sorting of
the men named on the seventy-five tags furnished you, The rank order sorting
1s to be based on the criterion statements given below on this page., Review
the stepss

1)Sort inm  “ive sfjual piles of 15 tags, from left to right, as
Pmost 1ike to "lsast like® the criterion statementss

2) Re-arrange the tags im each pile imto descending order of
similarity to the given criterion statements, with the tag of
the man having the greatest similarity on top of the piles

3) Rescord the code mumbers for all tags in the sorted and
re-erranged order. Leave the tags in order as you finish,

* K B B R BB R R

CHARACTERISTIC Ds APPROACH TO THE INDIVIDUAL RECRUIT

He is respoasible and thoughtful with respect to the w¢lfare of his recruits,
and is immediately and sincersly concerned with them and their problems,

He generates positive feelings of security and high morale.so that each
recruit readily finds his role and can best meet the demands made of recruits.

He can manifest genuine interest in recruits as individuals and still
effact good diseiplime and maintain his role of suthority and controd,

He imparts a serious attitude about training and the Us S. Bavy to the
relatively youthful and inexperienced recruit. ..

He does what is necessary to get sach individual recruit to fpérfom best and
because of him recruits strive for geals which are the objectives of training,.

He is objective with individuals and remains impersonal as to race, ereed,
color, or geographical region of home residence. ,

Insofar as 4t is within his ability to do so, he makes sure all recruits
originally assigned to his company graduate with that company, He tries
conscientiously to trainm 211 recruits well and to help the marginal reoruit,
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APPENDIX II

PROBLEMS PRESENTED TO DISCUSSION GROUPS
A. Cities and words problems arranged by teams.
B. Situational problems of recruit training.
C. Work sheet for computation of lambda.
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TEAM No, 10 PROBLEM "A®

{Name ) (xour Identification Code)

Five United States cities are listed alphabetically below. You are to judge them
according to their size, indicating the largest Ly entering the number _1 in the space
provided; similarly enter the number _Z2  for the city you judge to be next largest -- and

so on until you have indicated a rank order position for all five cities. Use only one
columne

CITY Write initial rank Write final rank
HERE! HERE!
Bristol, Connecticut ( ) ( )
Chicago, Illinois ( ) ( )
El Cerrito, California ( ) ( )
Englewood, CGolorado ( ) ( )
Springfield, Ohio ( ) ( )

When you have completed the rankings as directed turn this sheet face down on
the desk and wait quietly for further instructions.

desk and wait quietly for further instructions.

When you have completed the rankings as directed turn this sheet face down on
the desk and wait quietly for further instructions.
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TEAM No. 10 PROBLEM "B"

(Name) (Your Identification Code)
Below is the second list of five United States cities. Assign a rank order to
each, according to size from the largest (1) to the smallest (5), as you did in
Problem “AM.

- CITY Write initial rank Write final rank
HERE! HEREY

Birmingham, Michigan
Bloomfield, New Jersey
Downey, California

Massilon, Ohio

f\/\/\/’\/—\
VV\JVV
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Valley Stream, New York

When you have completed the rankings as directed turn this sheet face down on the

desk and wait quietly for further instructionse.




TEAM No. 10 Problem WG

(Neme) (Your Identification Code Yo.)
Below is listed the third set of five United States cities. Assign a rank order
to each, according to size from the largest (1) to the smallest (5), as you did in

Problem "A™,

CITY Write initial rank Write final rank
HERE! HERE!
Highland Park, I1linois ( ) ( )
Huntington Park, California ( ) ( )
Irving, Texas ( ) ( )
Perth Amboy, New Jersey ( ) ( )
Victoria, Texas ( ) ( )

When you have completed the rankings as directed turn this sheet face down on
the desk and wait quietly for further instructions.




TEAM No, 10 Problem D

(Name) (Identification Code No, )

Five words are listed alphabetically below, You are to judge their order of
frequency of occurrence or usage in familiar types of literature and publications,
Assign rank positions from the most used to the least used. I ndicate which word
you think occurs most frequently by entering the rumber _1 in the space beside the
‘word; indicate the next most frequently used word by 31milarly entering number _2 ;
contlnue until all words are assigned a rank from one to five, most to least used.

WORD Initial Rank Herel Final Rank Herel
fade ( ( )

haddock

( )
( )
)
)

S’ e e s

rainbow

(
) (

As before, when you have finished, turn this shest over and wait quietly for
further instructions.

| (
ice (
(
taxpayer (

a5 werore, TWHEH yUu T TiavE IINISIEW; GUIll UILS SHeC U Uvor o YRIT ULy WaELU UL 11Ul vieT

1nstruct10ns.

4s before, when you have completed the ranking turn this sheet over and quietly
wait for further instructions.
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TEAM No., 10 Problem E

(Name) (Identification CodelNo, )

The second set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions fwom the most used to the least used. Indieate which
word you think occurs most frequently by entering the mumber L in the space
provided beside the word; indicate the next most frequently oceurring word, in your
opinion, by similarly entering the number _2 beside it; contimue until all words are
assigned a rank position from one to five, from most to least used.

WORD Initial Rank Here! Final Rank Here!
amazement ( ) ( )
depth ( ) ) ( )
flint ( ) «¢ )
luwury ( ) ( )
unhappy ( ) ( )

As before, when you have finished, turn this sheet over and quietly wait for further
instructions,.




TEAM No, 10 Problem F

(Name) (Identification Code Ko.)

The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (number 1) to the least used
(number 5), Indicate which word you think occurs most frequently by entering number
L in the space beside the word, and so on until all words are assigned a rank posi-
tion, from most (1) to least (5), as indicated by the number beside them.

WORD Initial Rank Here!  Final Bank Here!
gem ( ) ( )
jdealist ( ) ( )
jewelry ( ) ( )
railing ( ) ( )
zodiac ( ) ( )

As before, when you have completed the ranking turn this sheet over and quietly
wait for further instructions,




TEAM No, 20 Problem D

(Name) (Identification Code No,)

Five words are listed alphabetically below, You are to judge their order of
frequency of occurrence or usage in familiar types of literature and 4ublications,
Assign rank positions from the most used to the least used. Indicate which word
you think occurs most frequently by entering the number _1_in the space beside the
word; indicate the next most frequently used by entering number _2 similarly;
continue until all words are assigned a rank from one to five, most to least used.

WORD Initial Rank Heref Final Rank Herel
able ( ) ( )
effectively ( ) ( )
elegance ( ) ( )
generation ( ) ( )
ward ( ) ( )

As before, when you have completed the ranking, turn this sheet over and
quietly wait for further instructions.

As before, when you have completed the ranking, turn this sheet over and quietly

wait for further instructions.

As before, when you have completed the ranking, turn this sheet over and wait
quietly for further instructions,

*IT XIONEddV
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TEAM No, 20 Problem E

(Name ) (Identification Code No.)

The second set of words to be ranked feor frequency of usage is shown below, As
before, assign rank positions, from the most used (mmber 1) to the least used
(number 5), Indicate which word you think occurs most frequently by entering the
number _1_in the space beside the word, and so on until all words are assigned a
rank position, from the most (1) to least (5), as indicated by the number beside them.

WORD INitial Bank Heretl Fina)l Rank Here!
brick ( ) ( )
hesitate ( ) ( )
peach ( ) ( )
regulation { ) ( )
wigwam ( ) ( )

As before, when you have completed the ranking, turn this sheet over and quietly

wait for further instructions.



TEAM No, 20 Problem F

(Name ) (Identification Code Nco )

The third set of words to be ranked for frequency of usage is shown below, As
before, assign rank positionz, from the most used (pumber 1) to the least used word
(mmber 5), Indicate which word you think occurs most frequently by entering the
number _1_ in the space beside the word, and so on, until all words are assigned a
rank position, from the most used (1) to the least used word (5), as indicated by the
number beside them.

WORD Initial Bark Here! Final Rank Hers!
abbreviation { )

data

)
)
( )

As before, when you have completed the ranking, turn this sheet over and wait
quietly for further instructions.

(
( )
(
(

warship

(
£1it (
(
{

e N S S See?

willow




TEAM No, 20 Problem "A"

(Name) (Your Identification Code No.)

Five United States cities are listed below alphabetically. TYou are to judge them
according to their size, indicating the largest by entering the number _l_ in the space
provided; similarly enter the number _2 for the city you judge to be the next largest --
and sc on until you have indicated a rank order position for all five cities. Use only
jone columne

]

CITY Write initial rank Write final rank
HERE! HERE!L
Downey, California ( ) ( )
Elmira, New York ( ) ( )
Los Angeles, California ( ) ( )
Ridgeway, New Jérsey ( ) ( )
Santa Fe, New Mexico ( ) ( )

When you have completed the rankings as directed, turn this Sheet face down on
the desk and wait quietly for further instructions.

the desk and quietly wait for further instructions,.

)

" lancaster, Ohic - q ] U )

When you have completed the rankings as directed, turn this sheet face down on
the desk and quietly wait for further instructions. ) .
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TEAM No, 20 Problem "BY

(Name) (Your Identification Code)
Below is the second list of five United States cities., Assign-a rank order position

to each, according to size from the largest (1) to the smallest (5), as you did in
Problem WA¥,

CITY Write initial rank Write final rank
HEREE HERE}

Big Springs, Texas
El Cirrito, California

(
(
Norwich, Comnecticut (
Pontiac, Michigan (

(

(
(
(
(
(

L W .

Rock Island, Illinois

H

When you have completed the rankings as directed, turn this sheet face down on
the desk and quietly wait for further instructions,



TEAM No, 20 Problem "C¥#

(Name) (Your Identification Code)
Below the third set of five United States cities is listed alphabetically; Assign
a rank order position to each according to size, from the largest to the smallest (1 to
5), as you did in Problem A,

CITY Write initial rank Write final rank
HERE!L HERE!

Bellflower, California
Birmingham, Michigan
East Cleveland, Ohic

Hawthorne, California

f'\/’\/\/"\f'\
vvvvv
t"\f\’\f‘\/\
e et N et S

Iancaster, Ohic

When you have completed the rankings as directed, turn this sheet face down on
the d@§§4gpq‘ggietly wait for further instructions,




TEAM No., 30 Problem WA®

(Name) (Your Identification Code No,

Five United States cities are listed alphabetically below. You are to judge them
according to their size, indicating the largest by entering the number _1_in the space
provided; similarly enter the number _2 for the city you judge to be the next largest —
and so on until you have indicated a rank order position for all five cities. Use only
one column,

CITY Write initial rank Write final rank
HERE! HERE!
Mishawaka, Indiana ( ) ( )
Philadelphia, Pennsylvania ( ) ( )
Pontiac, Michigan ( ) ( )
Prairie Village, Kansas ( ) ( )
Sheboygan, Wisconsin ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on the

desk and quietly wait for further instructions.

Wyoming, Michigan @ (

When you have completed the rankings as directed, turn this sheet face down on
the desk and quietly wait for further instructions,

*II XIanNaadv
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Team No. 30 rroplem "o"

(Name) (Your Identification Code No.)
Below is the second list of five Upited S%ates cities, Assign a rank order
position to each city, according to size from the largest (1) to the smallest (5), as
you did in Problem "AW,

CITY Write initial rank Write final rank
HERE} HERE!

Garland, Texas
Meriden, Connecticut
New Britain, Connecticut

Ridgewocd, New Jersey

)
)
)
)
)

A~ N N ™S N
~ N AN N ™~
P N . ™ S

Woburn, Massachusetts

When you have completed the rankings as directed, turn this sheet face down on the
desk and quietly wait for further instructions.



TEAM No, 30 Problem "CW

~ (Name) (Your Identification Code No.)
Below is listed the third set of five United States cities, Asslign a rank order
position to each, according to size from the largest (1) to the smallest (5), as you
did in Problem "AW,

CITY Write initial rank Write final rank
HERE! HERE!

Ean Claire, Wisconsin
El Cerrito, California
Gainesville, Florida

Lawrence, Kansas

P S e S N Y o
L A R S g
N ™ S TS TN
N el e N S

Wyoming, Michigan

When you have completed the rankings as directed, turn this sheet face down on
the desk and quietly wait for further instructions,.




TEAM No, 30 Problem D

(Name ) (Identification Code No.)

Five words are listed alphabetically below. You are to judge their order of
frequency of occurrence or usage in familiar typgs of literature and publications.
Assign rank positions from the most used to the least used. Indicate which word you
think occurs most frequently by entering the number _1_ in the space beside the word;
indicate the next most frequently word by entering mumber _2 similarly; contimie until
all words are assigned a rank from one to five, from most to least used.

WORD Initial Rank Here! Final Rank Herel
job | ( ) ( )
nap ( ) ( )
observatory ( ) ( )
universal ( ) ( )
valued ( ) ( )

As before, when you have competed the ranking turn this sheet over and walt
quietly for further instructions.
WL bLLiE { )) ( )

. As before, when you have completed the ranking, turn this sheet over and wait
guletly for further instructions,
~ ratiomal -

( ) { )
As before, when you have compieted the ranking, turn this sheet over and wait

EE%?P%? for further instructions.
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TEAM No. 3C Problem E

(Name) (dentifization Cods No,)

The second set of words to be ranked for frequency cf usage is shown below, Ag
before, assign rank positions, from the most used (number 1) to the least used word
(number 5)s Indicate which werd you think occurs most frequently by entering the
mmber _1_ in the space beside the word, and so on, until all words are assigned a
rank position, from the most used (1) to the.least used werd (5), as indicated by the
number beside them.

WORD Initial Rank Herel Final BRank Hers!
mash ( ) ( )

quit { ) ( )
restrain ( ) ( )
widely { ) ( )
writing ( ) ( )

As before, when you have completed the ranking, turn this sheet over and wait
gquietly for further instructions.



TEAM Ne, 30  Problem F

{Name ) {Identification Ccde Noo)

The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (number 1} to the least used word
(number 5). Indicate which word you think occurs most frequently by sntering the
number _1_ in the space beside thé word, and so on, until all words are assigned a
rank position, from the most used (1) to the least used word {5), as indicated by the
number beside them,

WORD Initial Rank Herel Final Rank Herel
abbreviation ( ) ( )
halloo ( ) ( )
igncrant { ) ( )
joust ({ ) ( )
rational ( ) ( )

As before, when you have completed the ranking, turn this sheet over and wait

quietly for further instructions,




TEAM No. 40O Problem “AMW

(Name) (Your Identification Code No.)

Five United States cities are listed alphabetically below. You are to judge them
according to their size, indicating the largest by entering the number L in the space
provided; similarly enter the mumber _2 for the city you judge to be the next largest
and so on until yo. have indicated a rank order position for all five cities. Use only
one column,

i CITY Write initial rank Write final rank

I HERE! HEREY
Detroit, Michigan ( ) ( )
Kingsville, Texas ( ) ( )
Madison Heights, Michigan ( ) ( )
Muskegon, Michigan ( ) ( )
New Britain, Connecticut ( ) ( )

When you have completed the rankings as directed,turn this sheet face down on the
desk and quietly wait for further instructions.

When you have completed the rankings as directed, turn this sheet face down on the
desk and quietly wait for further instructions,

J— - g e e ey -y - - e 7

°

When you have completed the rankings as directed, turn this sheet face down on
r§he desk and wait quietly for further instructions.
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TEAM No, 40 Problem "B®

{Name) (Your Identification Code Noy)

Below is the second list of five United States cities., Assign a rank order position
to each, according to size from the largest (1) to the smallest (5), as you did in
Problem "AM,

CITY Write initial rank Write final rank
HEREY HERE?!
Garfield Heights, Ohio ( ) ( )
Johnson City, Tennessee ( ) ( )
Kalamazoo, Michigan ( ) ( )
Prairie Village, Kansas ( ) ( )
Rome, New York ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on the
desk and quietly wait for further instructions,



TEAM No, 40 Problem "C%

(Name) (Your Identification Code No, )
Below is listed the thid set of five United States cities. Assign a rank order

position to each, according to size from the largest (1) to the smallest (5), as you
~did in Problem "AM

CITY Write initial rank Write final rank
HEREY HERE!

Beloit% Wisconsin
East Detroit, Michigan
Marion, Indiana
Melrose, Massachusetts

Ridgewood, New Jersey

N AN N N
S e Nl Nt N
L e S e N Y . e
o e N N’ N

When you have completed the rankings as directed, turn this sheet face down on
the desk and wait quietly for further instructions,



TEAM No. 40 Problem D

{ Name ) {Identification Cods N, )
Pive words are listed alphabetically below. You are to judge their order of fre-
quency of cccurrence or usage in familiar types of literature and publications, Assign

rark pesitions from the most used to the least used, Indicate which word you think CeeUTE

most frequently by entering the womber _I_ in the gpace beside the words indicate the next

most frequently used woerd by entering number 2  similarly: continue until all words are
assigned a rank from one to five, from the most used to the least used,

WORD Initial Rank Hersl Final Bank Herel
aocession ( ) ( )
observation ( ) ( )
tabor ( ) ( )
valley { ) { )
waulb { ) ( )

As before, when you have completed the ranking, turn this sheet cver and wait quie

for further instructions,

As before, when you have finished, turn this sheet over and @ﬁietly wait for
furtherginstructiqnsg

landlord C 3 ( )

As before, when you have completed the ranking, turn this sheet over and quietly
wait for further instructions,

-4
(o
L 2
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TEAM No, 490 Problem E

(Name) (Tdentification Code No,)

The second set of words to be ranked for frequency of usage is shown below,
As before, assign rank positions from the most to the least used, Indicate which
word you think occurs most frequently by entering the mumber _1 in the space
provided beside the word; indicate the next most frequently occurring word, in
your opinion, by similarly entering the number _2  beside it; continue until all
words are assigned a rank position from one to five, from most to least used.

WORD Initial Rank Heref Final Rank Here!l
massacre ( ) ( )
quit ( ) (. )
repose ( ) ( )
widely ( ) ( )
writing ( ) ( )

As before, when you have finished, turn this sheet over and quietly wait for
further instructionse




TEAM No, 40 Problem F

“(Name) (Tdentification Code No.)
The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (mumber 1) to the least used (number
5). Indicate which word you think occurs most frequently by entering the number _1
in the space beside the word, and so on until all words are assigned a rank position,
from the most (1) to least (5), as indicated by the number beside them.

_WORD_ Initial Rank Heret Final Rank Here!
abstract ( ) ( )
backgammon ( ) ( )
halloo ( ) ( )
hers ( ) ( )
landlord ( ) ( )

As before, when you have completed the ranking, turn this sheet over and quietly
wait for further instructions.




TEAM No., 50 Problem ®A®

(Name) (Your Identification Code No., )

Five U%ited States cities are listed below., You are to judge them according to their
their size, indicating the largest by entering the number _1 in the space provided;
similarly enter the number _Z for the city you judge to be the next largest = and
so on until you have indicated a rank order position for all five cities, Use only
one column,

CITY Write initial rank Write final rank
HERE! HERE!

Baltimore, Maryland
Esst Detroit, Michigan
El Dorado, Arkansas

Kalamazoo, Michigan

P YR o N . S T an
Nt e Nt N N
SN S S ™
L N .~ N g )

Watertown, New York

When you have completed the rankings as directed, turn this sheet face down on

~the desk and wait quietly for further instructionse.
" A s . 7 —_—

When you have completed the rankings as directed, turn this sheet face down on the
7desk and wait quietly for further instructions,

Sheboygan, Wisconsin ( ) - ( )

When you have completed the rankings as directed, turn this sheet face down on
_the desk ‘and walt quletly for further 1nstructlons,
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TEAM No. 50 Problem ®B®

(Name) (Your Identification Code No.)

Below is the second list of five Upited States 01tles. Assign a rank order position
to each, according to size from the largest (1) to the smallest (5), as you did in
Problem WAW,

CITY Write initial rank Write £inal rank
HEREY HEREY
Clifton, New Jersey ( ) ( )
Kingsville, Texas ( ) ( )
Poughkeepsie, New York ( ) ( )
Reno; Nevada ( ) ( )
Santa Rosa, Califormia ( ) ( )

When you have completed the rankings as directed; turn this sheet face down on the
desk and wait quietlv for further instructiong,.



TEAM No. 50 Problem ™G

(Name) (Your Identification Code No,)

Below is listed the third set of five United States cities. Assign a rank order

position to each, according to size from the largest (1) to the smallest (5), as you did
in Problem "A®,

CITY Write initial rank Write final rank
HERE} HEREY
Bossier City, Louisiana ( ) ( )
Lackawanna, New York ( ) ( )
Monteresy Park, California ( ) ( )
Prairie Village, Kansas ( ) ( )
Sheboygan, Wisconsin ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on
_the desk and wait quietly for further instructions,




TEAM No. 50 Problem D

. (Name) - (Identification Code No,)

Five words are listed alphabetically below. You are to judge their order of
frequency of occurrence or usage in familiar types of literature and publications.
Assign rank positions from the most used to the least used. Indicate which word
you think occurs most frequently by entering the number ] in the space beside the
words indicate the next most frequently used word by similarly entering number 23
continue until all words are assigned a rank from one to five, most to least used.

WORD Anitial Rank Here! . Final Rank Here!

darling . -) ( )
gamble ( ) ( )
harrow ( ) (. )
ulterior ( ) ( )
want ( ) ( )

As before, when you have finished, turn this sheet over and wait quietly for
further instructions,

ravine ( ) | ¢ )
recommend ( ) ( . )

T warsmp . . - N — - -
zoologist ( ) ( )

As before, when you have completed the ranking turn this sheet_ever and quietly
wait for further instructions. ' ‘
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TEAM No. 50 Problem E

 (Name) (1dentification Code No.)

The second set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions from the most used to the least used. Indicate which
word you think occurs most frequently by entering the number 1 in the space
provided beside the word; indicate the next most frequently occurring word, in your
opinion, by similarly entering the number 2 beside it; continue until all words are
wssigned a rank position from one to five, from most to least used.

WORD Initial Rank Hege! . 1£1523_Bsnk_ﬂs:§!
ladder ( ) « )
neglect ( ) 7 { )
occasionally ( ) { | )
ravine ( ) (¢ )
fééommend‘ ( ) ’( )




TEAM No., 50 Problem F

w'zﬁame) , fftidgntiiication Code No.)

The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (number 1) to the least used
{number 5). Indicate which word you think occurs most frequently by entering number
4 in the space beside the word, and so on until all words are assigned a rank posi-
tion, from most (1) to least (5), as indicated by the number beside them.

~ HORD - JIpitia) Rank Here!  Final Rank Here!
manila - & ‘
uncover

)
)
safely )
)

o T o ~~ ~~~

warship

Lo T o0 SR o S Y )
et N e N N

zoologist ) (

As before, when you have completed the ranking turn this sheet over and quietly
wait for further instructions. ’ ’




TEAM No, 60 Problem »aw

(Name) (Your Identification Code No,)

Five United States cities are listed alphabetically below. You are to judge them
according to their size, indicating the largest by entering the number 1l in the space
provided; similarly enter the number _2 for the city you judge to be the next largest —
and so on until you have indicated a rank order position for all five cities, Use only
one column,

CITY Write initial rank Write final renk

HERE! HERE!
Buena Park, California ( ) ( )
Clifton, New Jersey ( ) ( )
Houston, Texas ( ) ( )
Panama City, Florida ( ) ( )
Sharon, Pennsylvania ( ) ( )

When you have completed the rankings as directed,turn this sheet face down on
the desk and quietly wait for further instructions.

When you have completed the rankings as directed, turn this sheet face down on the

desk and quietly wait for further instructions,
© New Alpany, looiand \ 7 Y 7

Nutley, New Jersey ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on
the desk and wait quietly for further instructions.

*II XIONZddV

09 WE8l .. SWATqON SpIom pue SOTIIO °VY

991




TEAM NO. 60  Problem "BY

(Name) (Your Identification Code No,)

Below is the second alphabetical list of five United States cities, Assign a
rank order position to each, according to size from the largest (1) to the smallest (5),
as you did in Problem WAW,

CITY Write initial rank Write final rank
HERE! HERE!
East St. Louis, Illinois ( ) ( )
El Dorado, Arkansas ( ) ( )
Flourrissant, Missouri ( ) ( )
Newburgh, New York ( ) ( )
University City, Missouri ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on the
desk and quietly wait for further instructions,



TEAM No, 60 Problem WG

(Name) (Your Identification Code No,)
The third set of five United States cities is listed alphabetically below, Assign
a rank order position to each, according to size from the largest (1) to the smallest
(5), as you did in Problem ™A™,

CITY Write initial rank Write final rank
HEREY HERE?!

Bristol, Comnecticut
Kingsville, Texas:
National City, California

New Albany, Indiana

Pt S e NP e S Y Y
Ml el el et S
~ S N s
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Nutley, New Jersey

When you have completed the rankings as directed, turn this sheet face down on

the desk and wait quietly for further instructions.



TEAM No. 60 Problem D

... (Name) - (Identification Code No,)

Five words are listed alphabetically below, You are to judge their order of
frequency of occurrence or usage in familiar types of literature and publications.
Assign rank positions from the most used to the least used. Indicate which word
you think occurs most frequently by entering the number ] in the space beside the
word; indicate the next most frequently used by entering number 2 similarly;
continue until all words are assigned a rank from one to five, most to lease used.

WORD . Initlal Bank Here!  Eingl Rank Here!

sag IS T G

lightly ( ) ( )

race ( ) ( )

raindrop ( ) ( )

yawn ( ) ( ) -
sheer A ) ( )

As before, when you have finished, turn this sheet over and quietly wait for further
instructions, : :

ulster ( ) ( rri W)

As before, when you have completed the ranking turn this sheet over and quietly
wait for further instructions,

—_— ) o o

09 weel .. sustqoxd SpIom puR SILIED Y {1 XIQEGdY

491




TEAM No, 60 Problem E

_(Name)  (Identification Code No.)

\ The second set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions from the most used to the least used. Indicate which
word you think occurs most frequently by entering the number 1 in the space
provided beside the word; indicate the next most frequently occurring word, in your
opinion, by similarly entering the number 2 beside it; continue until all words are
assigned a rank position from one to five, from most to least used.

ere! . Final Rgnk ngg!

WORD H

enterprise ( ) ( )
hen - ( ) )
mash ! ) « )
novel K ) « )
sheer A« ) ( )

As before, when you have finished, turn this sheet over and quietly wait for further
instructions,



TEAM No., 60 Problem F

~ “(Name) (Identification Code No.)

The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (number 1) to the least used
(number 5). Indicate which word you think occurs most frequently by entering number
4 in the space beside the word, and so on until all words are assigned a rank posi-
tion, from most (1) to least (5), as indicated by the number beside them.

WORD Initia) Rank Here!  Final Rank Here!
mammal ( ) ( )
sash ( ) (< )
undaunted ( ) ( )
unfortunate ( ) v ( )
ulster ( ) ( )

As before, when you have completed the ranking turn this sheet over and quietly
wait for further instructions.




TEAM No. 70 Problem "A®™

(Name) (Your Identification Code No. )

Five United States cities are listed alphabetically belows You are to judge them
according to their size, indicating the largest by entering the number _1_ in the space
provided; similarly enter the number _2 forthe city you judge to be the next largest —
and so on until you have indicated a rank order position for all five cities, Use only

one colural,

CITY Write initial rank Write final rank
HERE! HERE!

Bellflower, California
Cleveland, Ohio
East St. Louis, Illinois

Fort Pierce, Florida

et Nl S wd NS
P S S T . T
Y N N e’ S

Middletown, Connecticut

When you have completed the rankings as directed, turn this sheet face down on the
desk and quietly wait for further instructions,

When you have completed the ranki i i .
. ngs as directed, turn this sh
the desk and quietly wait for further instructions. ’ eet face down on

I it ot s i e . ;

When you have completed the rankings as directed, t i
2 C urn this sheet f
;gewg§§k:apggyg}§ gglefly for further instructions, ’ °e% Tace down on
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TEAM No, 70 Problem "B®*

(Name) (Your Identification Code No.)
Below is the second list of five United States cities. Assign a rank order position
to each, according to size from the largest (1) to the smallest (5), as you did in
Problern: AW,

CITY Write initial rank Write final rank
HERE! HERE!

Highland Park, Michigan
Mountain View, California
Schnectady, New York

Sharon, Pennsylvania

e T T N
L N . A S
TS TS S Sy S
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Tyler, Texas ,

When you have completed the rankings as directed, .turn this sheet face down on
the desk and quietly wait for further instructions.



TEAM No. 70 Problem "CW*

(Name) (Your Identification Code No,)
The third set of United States cities is alphabetically listed below, Assign a
rank order p031 tion to each, according to size from the largest (1) to the smallest (5),
as you did in Prot .em “A"™,

CITY Write initial rank Write final rank
HERE!Y HERE!Y

Boulder, Colorado (
Charlottesville, Virginia
El Dorado, Arkansas

McAllen, Texas

NS N N e
L A o S . e
L N . I W

(
(
(
McKeesport, Pennsylvania (

When you have completed the rankings as directed, turn this sheet face down on
§h§W§§§§L§gqﬂgg}§iguletly for further instructions.




TEAM No, 70 Problem D

... (Name)  (Identification Code No.)

Five words are listed alphabetically below, You are to judge their order of
frequency of occurrence or usage in familiar types of literature and publications.
Assign rank positions from the most used to the least used. Indicate which word
you think occurs most frequently by entering the number ) in the space beside the
words indicate the next most frequently used by entering number 2 similarly;
continue until all words are assigned a rank from one to five, most to least used,

WORD Initia] Rank Here! . Fipal Rank Here!
earthquake ( ) ( )
keelson- ( ) ( )
kick ( ) ( )
sandal ( ) - )
yard ( ) 7 (. )

As before, when you have completed the ranking, turn this sheet over and
quietly wait for further instructions. '

widely ( ) | ( ) e

As before, when you have finished, turn this sheet over and quietly wait for further
instructions,

wake ( ”"" ) ) (”*" ')"‘*

As before, when you have completed the rankin turn this sh ver ar
wait for further instructions. s ) s‘eet‘ever and quistly
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TEAM No., 70 Problem E

. (Name) _{Tdentification Cade No.)

The second set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions from the most used to the least used. Indicate which
word you think occurs most frequently by entering the number ] in the space
provided beside the word; indicate the next most frequently occurring word, in your
opinion, by similarly entering the number 2 beside it; continue until all words are
assigned a rank position from one to five, from most to least used.

graceful ( ) o (T )
mixture ( ) € )
oddly (. ) ( )
quit ( ) _(' )
widely ( ) (} )

As before, when you have finighed, turn this sheet over and quietly wait for further
- instructions. '



TEAM No. 70 Problem F

. (Name) ~ (Identification Code No.)

The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (number 1) to the least used
(number 5). Indicate which word you think occurs most frequently by entering number
4 in the space beside the word, and so on until all words are assigned a rank position,
from most (1) to least (5), as indicated by the number_ beside them.

WORD Initial Rank Here!  Final Rank Here!
Jag ( ) )
jester ( ) ,(< )
landmark ( ) { )
unfortunate ( ) ( )
wake ( ) ( )

As before, when you have completed the ranking turn this sheet e§er and quietly
wait for further instructions.




. TEAM No. 80 Problem "AM™

(Name ) (Your Identification Code No, )

Five United States cities are listed alphabetically below. You are to judge them
according to their size, indicating the largest by entering the number _1  in the space
provided; similarly enter the number _2  for the city you judge to be the next largest —
and so on until you have indicated a rank order position for all five cities, Use only
one column,

CITY Write initial rank Write final rank
HERE! HEREY
Burlington; North Carolina ( ) ( )
Haverhill, Massachusetts ( ) ( )
Ia Habre, California ( ) ( )
Schnectady, New York ( ) ( )
Washington, D.Ce. ( ) ( )

When you have finished the rankings as directed, turn this sheet face down on the
desk and wait quietly for further instructions,

Sharon, Pennsylvania ( | ) N ( ) -
Vineland, New Jersey ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on
the desk and walt quietly for further instructions,

*1I x1GaEddy
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TEAM No. 80 Problem ™*B*

(Name)  (Your Identification Code No.)
- Below is the second alphabetical list of five United 8tates cities, Assign a
rank order position to each, according to size from the largest (1) to the smallest (5.
as you did in Problem WAR, P

CITY Write initial rank Write final rank
HERE! HERE!

Beverly Hills, California
Fort Pierce, Florida
Iima, Opio

Muskogee, Michigan

’\/\A’-\"\
" e et S
/\"\’\AA
VVVVV

Pawtuckett, Rhode Island




"FAM No. 80 Problem “C¥

(Neme ) (Your Identification Code No.)
Below is listed the third set of five United States cities, Assign a rank order
sosition to each, according to size from the largest (1) tothe smallest (5), as you did
in Problem ™A™,

CITY Write initial rank Write final rank
HEREY HERE}

Fond du lac, Wisconsin
Kirkwood, Missouri
Plainsfield, New Jersey

Sharon, Pennsylvania

P s T s T T
NN N
P e T T ]
VVVVV

Vineland, New Jersey

When you have completed the rankings aa directed, turn this sheet face down on
the desk and wait quietly for further instructions.




TEAM No. 80 Problem D

. (Name) (1dentification Code No.)

Five words are listed alphabetically below. You are to judge their order of
frequency of occurrence or usage in famillar types of literature and publications.
Assign rank positions from the most used to the least used. Indicate which word
you think occurs most frequently by entering the number ] in the space beside the
word; indicate the next most frequently used by entering number 2 similarly;
continue until all words are assigned a rank from one to five, most to least used.

WORD Initia) Rank Here!  Einal Rank Here!
accelerator ( ) | ( )
vat ( ) (q )
wait ( ) ( )
ward ( ) ( )
wherefore ! ) ( )

As before, when you have completed the ranking, turn this sheet over and
quietly wait for further instructions.

widely ( ) ( )

As before, when you have finished, turn this she » i
tnstr s for 9 et over and quietly wait for further

paragraph ( ) ( )

As before, when you have completed the ranking, turn this sh ' -
~quietly wait for further instructions. % | set over and

*I1 XIGNEY
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TEAM No., 80 Problem E

~ (Name) ‘(Identificatiganst No.)

The second set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions from the most used to the least used. Indicate which
word you think occurs most frequently by entering the number ] in the space
provided beside the words indicate the next most frequently occurring word, in your
opinion, by similarly entering the number 2 beside it continue until all words are
assigned a rank position from one to five, from most to least used.

WORD Initial Rank Here! - Einal Rsnk Here!
caterpillar ( ) ( )
election ( ) ( )
flannel ( ) ( )
interrupt ( ) ( )
widely ( ) ( )

As before, when you have finished, turn this sheet over and quietly wait for further
instructions.



TEAM No., 80 Problem F

— (Name) (Identification Code No,)

The third set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions, from the most used (number 1) to the least used
(number 5). Indicate which word you think occurs most frequently by entering number
4 In the space beside the word, and so on until all words are assigned a rank position,
from most (1) to least (5), as indicated by the number beside them,

WoRD Initial Rank Here! _ Final Rank Here!
failing ! ) o )
gem ( ) L)
keelson ( ) ( )
mamma 1 ( ) '( )
paragraph ( ) ( )

As before, when you have completed the ranking, turn this sheet over and
quietly wait for further instructions.




TEAM No, 90 Problem WAW™

(Name) (Your Identification Code No, )

Five United States cities are listed alphabetically below. You are to judge them

according to their size, indicating the larcest by entering the mumber L _ in the space
provided; similarls enter the mumber _2_for the city you Judge to be the next largest -

and so on until y~u have indicated a rank order position for all five cities, Use only
one column,

CITY Write initial rank Write final rank
HEREY HERE!

Tdaho Falls, Idaho
Irving, Texas
Minnetonka, Minnesota

Pawtucket, Rhode Island

TN TN SN N
Nt Vg el Nl S
L TR NI o NN . T e
N g el e N

St, Louis, Missouri

When you have completed the rankings as directed, turn this sheet face down on
the desk and wait quietly for further instructions.

When you have completed the rankings as directed, turn this sheet face down on
the desk and wait quietly for further instructions,

Rock Hil1, South Carolina ( ) ( )

‘ When you hawe completed the rankings as directed, turn this sheet face down on
the desk and wait quietly for further instructions,

‘1
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TEAM No. 90 Problem "B"

(Name) (Your Identification Code No.,)

Below is the second list éf five United States cities, Assign a rank order position
each, according to size from the largest (1) to the smallest (5), as you did in Problem "A™,

CITY Write initial rank Write final rank
HERE! HERE!
Bugene, Oregon ( ) ( )
Garden City, Michigan ( ) ( )
La Habra, California ( ) ( )
Royal Oak, Michigan ( ) ( )
Valdosta, Georgia ( ) ( )

When you have completed the rankings as directed, turn this sheet face down on
J the desk and wait quietly for further instructions,




TEAM No, 90 Problem "W

(Name) (Your Identification Code No. )
Below is listed the third set of five United States cities. Assign a rank order
position to each, according to size from the largest (1) to the smallest (5), as you
did in Problem ®AM,

CITY Write initial rank Write final rank
HERE! HEREY

El Cajon, California
Fort Pierce, Florida
Oshkosh, Wisconsin

Park Ridge, Illinois

Lot Y e N Y . TN
B e’ e Nl S
P T s S e NP o W )
N el Nl S NS

Rock Hill, South Carolina

When you hawe completed the rankings as directed, turn this sheet face down on
“the desk and wait quietly for further instructions.




TEAM No., 90 Problem D

~ {Name) (Identification Code No.)

Five words are listed alphabetically below, You are to judge their order of
frequency of occurrence or usage in familiar types of literature and publications.
Assign rank positions from the most used to the least used. Indicate which word
you think occurs most frequently by entering the number ] in the space beside the
word; indicate the next most frequently used word by similarly entering number 23
continue until all words are asigned a rank from one to five, most to least used.

WORD Initial Rank Here! Final Rapnk Here!
facile ( ) k « )
ferment ( ) ( )
hasten ( ) ( )
jay ( ) ( )
keep ( ) ( )

As before, when you have finished, turn this sheet over and wait quietly for
further instructions,

UpSTaLrs v J .,

As before, when you have finished, turn this sheet over and quietly wait for
further instructions,

- naptha S B )y [ O § e

As before, when you have completed the ranking turn this sheet over and quietly
wait for further instructions,

*I1 XION3ddy
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TEAM No., 90 Problem E

_ (Name) {Identification Code No.)

The second set of words to be ranked for frequency of usage is shown below. As
before, assign rank positions from the most used to the least used. Indicate which
word you think occurs mot frequently by efitering the number ) in the space
provided beside the word; indicate the next most frequently occurring word, in your
opinion, by similarly entering the number 2 beside itj continue until all words are
assigned a rank position from one to five, from most to least used.

WORD Injtial Rank Here! . lore!
administration ( o ) g )
frankly ( ) ! )
physical ( ) o ) |
Tepose ( ) ( )
upstairs ( ) ( )

As before, when you have finished, turn this sheet over and quietly wait for
further instructions,



TEAM No. 90

Probiem F

. _(Name)

(Identification_Code No.)

The third set of words to be ranked for frequency ¢f usage is shown below. As
before, assign rank positions, from the most used (number 1) to the least used

(number 5).

Indicate which word you think occurs most frequently by entering number

d in the space beside the word, and so on until all words are assigned a rank position,
from most (1) to least (5), as indicated by the number beside them.

WORD
canopy
gem

halloo

jewelry
naptha

- Initia) Rank Here! .

)
)
)
)

o T n T o0 Y o S o Y

)

Einal Rank Hore!
A )
« )
( )
( )
( )

As before, when you have completed the ranking turn this sheet over and quietly

wait for further instructions.




! TEAM No, 100 Problem "AM

(Name) (Tour Identification Code No.)

Five United States cities are listed alphabetically below. You are to judge them
according to their size, indiecating the largest by entering the mumber _1_ in the space
provided; similarly enter the mmber _2 for the city you judge to be the next largest --
and so on until you have indicated a rank order position for all five cities. Use only

one column,

CITY Write initial rank Write final rank
HERE! HERE!

Bessemer, Alabama

Fort Collins, Colorado

Redwood City, California

L L™ g
AN PN TSN TS ™
e e N Nl N

(
(
Milwaukee, Wisconsin (
(
(

Royal Oak, Michigan

When you have completed the rankings as directed, turn this sheet face down on the
desk and wait quietly for further instructions.

’ When you have completed the rankings as directed, turn this sheet face down on
the desk and wait quietly for further instructionse.

When you have finished the ranki i | :
- v ngs as directed, turn th h
desgk and wait quietly for further instructions, » is sheet face down on the

i
lad
-
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TEAM No, 100 Problem ™B"

(Name) (Your Identification Code No.)
Below is the second list of five United States cities., Assign a rank order
position to each, according to size from the largest (1) to the smallest (5), as you
did in problem "AM,

CITY Write initial rank Write final rank
HEREY HERE!

Jackson, Michigan
Mason City, Iowa
Minnetonka, Minnesota

Odessa, Texas

N SN TN N S
L N ™ L S
AN SN AN ™S ™
L N ™ S g

Perth Amboy, New Jersey

When you have completed the rankings as directed, turn this sheet face down on
{he desk and wait quietly for further instructions.

When you have finished the rankings as directed, turn this sheet face down on the
desk and wait quietly for further instructions,



TEAM No., 100 Problem "CW

(Name) (Your Identification Code No,)
Below is listed the third set of five United States cities. Assign a rank order
position to each, according to size from the largest (1) to the smallest (5), as you
did in Problem "AM,

CITY Write initial rank Write final rank
HERE! HERE!

Hutchinson, Kansas
Ia Habra, California
Parkersburg, West Virginia

Southgate, Michigan

ST TN N TN ™S
Nt e Nt WS SN
~ S S
Nt Nt Nl N N

Steubenville, Ohio

When you have finished the rankings as directed, turn this sheet face down on the
degk and wait quietly for further instructions,



TEAM No,. Problem G

(Name) (Identification Code No.)

A situation is described below which you might encounter in your duties as
a company commander. Read the statement of the situation carefully, and evaluate
it as you ordinarily would in the acttual circumstances. Following the statement
there are listed five possible actions to take to handle the problem, Look them
over and judge them according to preference of action to take., Then, as in the
other problems, assign to each a rank order position, from most preferred or w
appropriate to the least preferred or appropriate action to handle the problem '
described. Rank the proposed actions from 1 to 5 in the order of preference of
manner of handling the problem, Indicate the rank order position from most (1)
to least (5) preferred by entering the number in the space provided.

You are a company commander. A recruit in your company has maintained an
appearance, general cleanliness, military bearing and motivation best described as
adequate but unremarkable up to this time. He has confidence in you and has asked
to discuss his situation with you.

After barely passing Test I & II, _and Tes®t IIL, in the sixth week of training
he fails Test IV. He and the EPO don't hit it off too well, but have no obvious
hostility:fo each other. There is good reason to believe the recruit will contimue

.to have this degree of difficulty in passing written tests.

As a company commander, what would you do?

ACTION : Initial Rank Here Final Rank Here
(a) Talk it over at length with the recruit -- make ( ) ( )

sure he sees all the angles of the situation.

(b) Do nothing except make it clear he either "makes
it" or he doesn't, according to his ability, and .
whatever happens is for the best. ( ) ( )

(¢) Coah him yourself on expected subject matter in ,
tests and help him to get "test-wise.” ( ) ( )

(d) Assign the Educational Petty Officer or some
other recruit to help this man, ( ) ( )

(e) Begin plans to refer him to the Brigade Aptitude
Board or otherwise effect a set-back in training.
He needs more time and repetition to help catch on. ( ) ( )

When you have completed the ranking, turn this sheet over and wait quietly for
further instructions.
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TEAM No. Problem H

(Name) (Identification Code No.)

Below is given a second statement of a situation which you might encounter as

a company commander, Read the statement carefully, and evaluate the sitwuation as
you ordinarily would in the actual circumstances described. Again, five possible
actions are listed which one might take to handle the problem. Look them over and
judge them according to preference of action to take, Then, as in the other prob-
lems, assign a rank order position to each, from mes + preferred or appropriate to
the least preferred or appropriate action to handle the problem described. Rank
the proposed actions from 1 to 5 in the order of preference of manner of handling
the problem. Indicate the mnk order position from most (1) to least (5) preferred
by entering the number in the space provided.

You are a company commander. & recTuit set back from a company one week ahead
of yours on the training schedule is assigned to you. He is fairly clean and makes
a generally satisfactory appearance. He is not remarkably belligerent(aggressive
toward others and/or resistice to discipline). His hard card indicates chronic but
minor mistakes which seem attributable to nothing more than carelessness. On report-
ing to your company he is noticeabl demotivated and somewhat disgusted with himself,.

It is obvious and inevitable that he will pull down your STAR grade substantially,
and with their present standing in competition (either very good or very poor) the
company call i1l afford to lose any points.

As a company commander, what would you do?
' Initial Final
ACTION Rank Here _Rank Here

(a) Do nothing except assign him a buddy to show

him around the new company, He'makes it'or he doesn't

in this thés or any other company, just as he will .
have to do after boot campe ( D I )

(b) Work with him yourself so he doesn't hurt the
company's efforts and standing. ( ) ( )

(¢) Wait until he slips more, as he probably will,
and then attempt to justify anotler set-back/ASMD,  ( ) ( )

(d) Have the company petty officers square him away.
Have them inform him what is expected of recruits in
this company and then press hard in their demands on
him, ( ) ( )

(e) Talk to him plainly, Let him know this set back

is another chance for him, but without a radical
change on his part, very likely his last ome. ( ) ( )

When you have completed the ranking, thurn this sheet over and wait quietly for



- U TR
TEAM No. Problem I

5

(Name) (Identification Code No.)

Below is given a third statement of a situation which you might encounter as a
company commander, Read the statement carefully, and evaluate the situation as
you ordinarily would in the actual circumstances described. Again, five possible
actions are listed which one might take to handle the problem. Look them over and
judge them according to the preference of action to take. Then, as in the other
problems, assign a rank order position to each, from most preferred or appropriate
to the least preferred or appropriate action to handle the problem described. Rank
the proposed actions from 1 to 5 in the order of prefersnce of mamner of handling
the problem. Indicate the rank order position from mest (1) to least (5) preferred
by entering the number in the space provided.

You are a company commander. A recruit in his second week of training has been
belligerent (aggressive toward cthers and resistive to discipline and the military
system), and he tends to be disrespectful. He causes trouble in minor but very
annoying ways in the company. This is the first time the matter is brought to
your attention by others, although you have suspected this of him and are told
there have been many instances of this type of behavior. However, the recruit
seems to be keeping up with the other recruits of this company under training.

As his company commander, what would you do?
Initial Final
ACTION Rank Here Rank Here

(a) Instrct the petty officers, who have shown
considerable responsibility and effectiveness
for this stage of training, to handle this problem. ) ( )

(b) Have a brief talk with him yourself -- tell him
to get squared away and get along better, { ) ( )

(c) Send him to battalion headquarters. This is an
opportunity for an object lesson for all, and will
let him know that disciplined behavior is important. ( ) ( )

(d) Do nothing this early in training, His company

peers have shown they probably know how to handle

this kind of "wise guy" nonconformity in terms of

the nuisance it is to others. { ) ( )

(e) Figure out some "hard card hits", and let him

know in this way what is expected of recruits in

your companies and in recruit training, and also

what it means to get along with your shipmates, ( ) ( )

When you have finished the ranking, turn this sheet over and wait quietly for
further instructions.




TEAM No, Problem J ‘—‘—-—-—*

(Name) (Identification Code No,)

A situation is described below whichyou might encounter in your duties as a
company commander, Read the statement of your situation carefully, and evaluate
it as you ordinarily would in the actual circumstances. Following the statement
there are listed five possible actions to take to handle the problem. Look them
over and judge them according to preference of action to take. Then, as in the
other problems, assign to each a rank order position, from most preferred or
appropriate to the least preferred or appropriate action to handle the problem
described., Rank the proposed actions from 1 to 5 in the order of preference of
manner of handling the problem, Indicate the rank order position from most (1)
to least (5) by entering the number in the space provided.

You are a company commander, A recruit in your company has maintained an -
appearance, military bearing, general cleanliness and motivation best described
as adequate but unremarkable up to this time. He has confidence in you and has
come to discuss his situation, He is now in the sixth week of training and has
had continued great difficulty in learning to swim, i.e. —- to pass the test.
Except initially, there has been little progress in his response to the non-
qualified swimmers classes, He does not appear to be afraid of the watere |

As his company commander, what would you do?

Initial Pinal

ACTION ' Rank Here Rank Here
(2) Nothing =— this is a matter for the swimming
instructors to handle, Tell him so, ( ) ( )
(b) Teach him yourself -- the combination of his
confidence in you and your above average swimming
ability should solve the problem. ( ) ( )
(¢) Talk it over at length with the recruit —
helping him to see all angles of the situation. ( ) ( )
(d) Talk to the swimming instructor about arranging
added instruction which is probably all he needs. ( ) ( )

(e) Somehow plan on arranging an early ASMO/set

back from your company for him, Until this swimming

problem is settled he can contribute only little and

probably benefits less from training. ( ) ( )

When you have finished the ranking, turn this sheet over and wait quietly for
further instructions.
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Team No. Problem K

{(Name) (Identification Code No.)

Below is given a second statement of a situation which you might encounter as a
company commander. BRgad the statement carefully, and evaluate the situation as
you ordinarily would inthe actual circumstances described. Again, five possible
actions are listed which one might take to handle the preblem. Look them over and

judge them according to preference of action to take. Then, as in the other problems,
assign a rank order position to each, from mos t preferred or appropriate to the least

preferred or appropriate action to handle the problem described, BRank the proposed
actions from 1 to 5 in the order of preference of marner of handling the problem,.
Indicate the rank order position from mst (1) to least (5) preferred by entering
the number in the space provided.

You are a company commander, A recruit is set back to your company from Military

Indoctrination Company. Now he is fairly clean and makes a satisfactory to goocd
appearance. He is not remarkably belligerent (aggressive toward others and/or

resistive to discipline). His records show evidence of a few minor mistakes apparently

due to carelessness, but M.I.C. experience apparently improved on that tendency.
However, he simply cannot drill acceptably. He is awkward and ungainly, and he is

uite self conscious about this. He is noticeably demctivated and somewhat disgusted

with himself. It is obvious and inevitable that he will pull down your drill score
substantially, and with their present standing in competition (very good or very
poor) the company can ill afford loss of any points,

As his company commander, what would you do?

Imitial . Final
ACTION Bank Here Rank Here
(2) Do nothing except assign him a "buddy" to show
him around the new company. He "makes it" or he
doesn't in this or any compeny, just as he will have
to do after boot camp. ( )y { )

(b) Work with him yourself so he doesn't hurt the
company's efforts and standing.

Vs
et
Lamin )
L

(c) Wait until he shows ineptness in drill, as he
probably will, and then attempt to justify a set
back/ASMO quickly. ( ) ( )

(d) Have the petty officers square him away., Have
them let him know what is expected of recruits in
this company and press hard in their demands on him, ( ) ( )

(e) Talk to him yourself. Let him know that this
set back is another chance for him, but without a
radical change on his part, likely his last ons. ( ) ( )

When you have completed the ranking, turn this sheet over and wait quietly for
further instructions.



TEAM No. Problem L

(Name) (Identification Code No,)

Below ig given a third statement of a situatiex which you might encounter as a
company commander, Read the statement carefully, and evaluate the situation as you
ordinarily would in the actual circumstances described., Again, five possible actions
are listed which one might take to handle the prcblem. Look them over and judge
them according to the preference of action te take, Then, as in the other problems,
assign a rank order position to each, from most preferred or appropriate to the
least preferred or appropriate action to handle the problem described. Rank the
proposed actions from 1 to 5 in the order of preference of manner of handling the
problem, Indicate the rank order position from most (1) to least (5) preferred
by entering the number in the space provided.

You are a company commander. After sending a recruit from your company to the
Battalion office, and then to Regimental Headquarters for being intolerably belli-
gerent (aggressive toward others and/or resistive to military discipline) it is
decided to assign him to Military Indoctrination Company, Bravc Unit, and you are
so informed. He returns to the company compartmen®t in the barracks where you are
present and in his unhappiness and self-disgust he "blows up" and "lips off", This
behavior seems caused as much by his disturbed feelings at the moment as by his
habitual attitude that get him inte trouble initially. It is not really clear
if his remarks are addressed to you perscnally, to just anyone within earshot, or
to no one at all and he is just letting off steam,

As his company commander, what would you do?

Initial Final

ACTION Hank Here Rank Here
(a) Place him on report for a serious RTC disci-
plinary.offense, ( ) ( )
(b) Make a clear and detailed hard card entry about
this ineident so that it will follow him to MIC
for corrective attention. ( ) ( )
(c) Send him back to the Battalion office, His
behavior, suggesting incorrigibility, is intolerable.( ) ( )
(d) Call him to attention. Dress him down properly
regarding specifically his gross personal faults and
shortecomings concerning minimum conformity to
military life, Explain that this set back is his
last chance to square away. { ) ( )
(e) Do nothing in spite of his dramatic display of
poor military behavior. He is best regarded as a
lesser nuisance at this point. ( ) ( )

When you have finished the ranking, turn this sheet over and wait quietly for
furthey instructions.
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Work Sheet - Leaders' Relative Influence (/. ) TEAM #__ PROBIL,
n o= _{n - l)t2 =
INITIAL BANKING FANAL RANKING
TEAM MEMBERS _ , TEAM MEMBERS
. S | S

Computation of Iambdas from (sum of prcducts of members ist rank x for each item)

subtract (sum of products of members final rank x SQ) and divide by (n - 1)t2,

Team Member

s lambda
—— lambda
—_— lambda
— lambda
—_— lambda
—_— lambda
— lambda
— lambda
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APPENDIX III

TEAM MEMBERSHIPS SHOWING INDIVIDUAL
OEI RANKS AND MEAN RANKS
FOR TEAMS

ma—————

Team 10 Team 30 Teanm 40 Team 50

o8 CEY OBX CEI OBY

Gode __ Rani Code _ Rank Code _ Rank Code _ Rank __ Code Rank
111 1 60 1145 88 6.9 30 1 112 14
104 1u 63 21 a3 11,5 109 13 7 24

2 20 87 a3 14 22,3 32 a0 88 3

2 37 108 28 85 p o 132 3.5 131 41
56 47 93 38 a3 56,5 53 49 11 49
51 55 135 56.5 21 48 97 58,5 136 49
%EI 33.7 hng 2946 %81 32.2 Yopry 32,3 Mopr a8
Tean 60 Team 70 Team 30 Team 90 Team 100

OE1 OEX ol CEY CEI

Code Rank _Code Rank Code Rank Code Rank Code Rank
125 5 5 6B 89 6 80 3 82 2
113 15 3 16.5 T2 16.% 73 8 40 9
™ 32,5 24 » 2 26 36 18 119 19
117 42 47 32.% 9 34 48 35 95 7
37 50 50 43 10 44.% x 44,5 118 3%
155 61 12 62 44 52 124 53 70 46
35 81 18 63 116 64 69 7

MI 34,0 %EI 35.0 *381 385 %EI 32.2 ﬁbm 32,2




APPENDIX 1V

SIXTEEN PERSONALITY FACTOR TEST BOOKLET
AND ANSWER SHEET




AT 16 P.F.

WHAT TO DO: The questions inside this booklet are to give you a chance to say what sort
of a person you are and to state your interests and attitudes. Since each person is different,
there are generally no “right” or “wrong” answers, but only what is true for you.

If a separate “Answer Sheet” has not been given to you, turn this booklet over and tear off
the Answer Sheet on the back page.

Write your name and other particulars at the top of the Answer Sheet.

We first give you two examples so that you will know exactly what to do. To the right of each
sentence there are three answers indicated. Look at the top left hand side of your Answer
Sheet where it says “Examples.” Although you are to read the questions in this booklet, you
must put your answers on the Answer Sheet, alongside the same number as in the booklet.

Read the following examples and mark an x for your answers on the Answer Sheet:

EXAMPLES:
1. I find it hard to wake up quickly in the morning................. Yes In Between No
(True) (or Not Sure) (False)
2. I would rather spend an evening:
a. listening to good music;
b. reading an exciting story.................... a Uncertain b
(of either)

Inside you will find more questions like these. When you are told to turn the page, begin with
number 1 and go on at your own rate. In answering these questions we would like you to keep
these four points in mind:

1. Answer the questions as frankly and truthfully as possible since there is no advantage in
giving the wrong impression. Never give an untrue answer about yourself because you think
it is the “right thing to say.” There are ways of detecting such unfair answers.

2. Although this is an untimed test, we would still like you to answer the questions as quickly
as you can. Do not spend time puzzling over the questions. Give the first, natural answer
as it comes to you. Some questions are a bit similar to others but no two are exactly alike
and your answers will often differ in these cases.

3. Use the middle answer only when it is absolutely impossible to lean toward one or the
other of the answer choices. In other words, the “Yes” (or ““a”) or the “No” (or “b”) an-
swer should be used for most cases.

4. Do not skip any questions. Occasionally a statement may not seem to apply to you or your
interests, but answer every one, somehow. Your answers will be kept confidential.

DO NOT TURN PAGE UNTIL TOLD TO DO SO

'Copyrig{xt © by The Institute for Pe
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1 think my mefnorv is better than it ever was.................... ...

2. I could happily live alone, far from anyone, like a hermit......................

3. If I say the sky is “down” and winter is “hot”, I would call a criminal:

(a) a gangster, (b) a saint, (¢)acloud....................ccooeii

. When I see “sloppy”’, untidy people I:

(a) just accept it,
(b) get disgusted and annoyed.....................

5. It annoys me to hear people say they can do something better than others.

6. At a party I let others keep the jokes and stories going....................

7. If my income were more than enough for ordinary daily needs, I would

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.
22.

23

feel I should give the rest to a church or other worthwhile cause.......

Most people I see at a party are undoubtedly glad to meet me...........

. I would rather exercise by:

(a) fencing and dancing,
(b) wrestling and baseball......................

I smile to myself at the big difference between what people do and what
they say they do..............

As a child I felt sad to leave home to go to school each day......................

If a good remark of mine is passed by, I:
(a) let it go,
(b) give people a chance to hear it again...................................

When someone has bad manners I feel:
(a) it is not my business,
(b) I should show the person that people disapprove............. ... .

When I meet a new person I would rather:
(a) discuss his politics and social views,
(b) have him tell me some good, new jokes..........................

When I plan something, I like to do so quite alone, without any outside
D, e

I avoid spending time dreaming about “what might have been.”. . .

When I am going to catch a train, I get a little hurried, tense, or anxious,
though I know I have time. ...

(End, Column 1 on Answer Sheet.)
I have sometimes, even if briefly, had hateful feelings towards my parents.

I could be happy in a job that required me to listen to unpleasant com-
plaints all day from employees and customers........................

I think the opposite of the opposite of “inexact” is:
(a) casual, (b) accurate, (e)rough.... ...

I always have lots of energy at times when I need it.................

I’d be extremely embarrassed to tell people I'd spent my vacation at
anUAISt CAMP.... ..o JRTTT

I greatly enjoy all large gatherings, like parties or dances....................
2

True

Yes, In Between, N,

Not sure

Falsé

Yes Occasionally N,

Yes
Yes

Yes
Yes

Yes
Yes

Yes
Yes

Yes

Yes

Yes

a

Yes

Yes
Yes

In Between
Occasionally

Sometimes

In Between

Sometimes

In Between

Occasionally

Oceasionally

In Between

In Between

In Between

Occasionally

Sometimes

Sometimes

In Between

In Between

b

In Between

In Between

Sometimes

b
No
No

No
No

No
No

No
No




S

E 25 )
26 -

27.

28.

29.
30.
31.
32.
3.

34.

35.
36.
37.
38.
39.

40.

41.
42.
43.

44,
45,
46

. I'feel that

(a) some jobs just do not need doing so carefully as others,
(b) any job should be done thoroughly if you doitatall.............

In streets or stores I dislike the way some people stare at one..............
I would rather be:
(a) a bishop, (b) a colonel............... ..

If a neighbor cheats me over small things, I would rather humor him
than show him up...............

I would rather see:
(a) a good movie of hardy, pioneering days,
(b) a clever movie farce or skit on the society of tomorrow............

When I have been put in charge of a thing I insist that my instructions
are followed or else T resign. ...

I find it wise to avoid excessive excitement because it tends to wear

If T were good at both I would rather play at:
(a) chess, (D) boWling. ...,

I feel it is cruel to vaccinate very small children, even against contagious
diseases, and parents have a right to stop it......................

I put my faith more in:
(a) insurance, (b) good fortune.... ...

I can forget my worries and responsibilities whenever I need to......
(End, Column 2 on Answer Sheet.)
I find it hard to admit when I am wrong..............................

In a factory I would rather be in charge of:
(a) machinery or keeping records,
(b) talking to and hiring new people....................

Which word does not belong with the other two:
(a) cat? (b) near? (@) sun?.

My health is affected by sudden changes, causing me to alter my plans
for that reason. ... .

I am quite happy to be waited on, at appropriate times, by personal
STV AN .

I feel a bit awkward in company and do not show up quite so well as
T Should

I think people should observe moral laws more strictly than they do...
Some things make me so angry that I find it best not to speak.. ... .

I can do hard physical work without feeling worn out as soon as most
PEODIC.

I think most witnesses tell the truth even if it becomes embarrassing.....
I find it helpful to pace up and down when I am thinking...............

I think this country would do better to spend more on:
(a) armaments,
(D) @dUCALION. ... oo

PPN DIZALIT 2Rl T/ TULWIUWE NIECVT DAL

a

Yes

Yes

Yes

Yes

Yes

Yes

Yes

Yes

In Between

In Between

In Between

Occasionally

In Between

Sometimes

Occasionally No

In Between

In Between

In Between

Sometimes

Sometimes

In Between

b

Occasionally No

Yes, Sometimes

Often

No,

Never

Yes Occasionally No

Yes
Yes

Yes
Yes
Yes

a

Sometimes

In Between

Sometimes
In Between

Sometimes

In Between




47. T would rather spend an evening:

48.

49.
50.

51.

52.
53.

54.

55.
56.

57.
58.

59.

60.
61.

62.

63.

64.

65.

66 .
67.

68.

(a) in a hard game of cards,
(b) looking at photos of past vacations..................................

I would rather read:
(a) a good historical novel,
(b) an essay by a scientist on harnessing world resources. ...

There are really more nice people than objectionable people in the world.

I honestly think I am more planful, energetic, and ambitious than many
perhaps equally successful people.......................

There are times when I do not feel in the right mood to see anyone:
(a) very rarely, (b) quite often...........................................

(End, Column 3 on Answer Sheet.)
When I know I'm doing the right thing I find my task easy. ... .. .

I would rather be:
(a) in a business office, organizing and seeing people,
(b) an architect, drawing plans in the back room..........................

Black is to gray as pain is to:
(a) wound? (b) illness? (e) discomfort?. ...

I am always a sound sleeper, never walking or talking in my sleep.......

I can look anyone in the eye and tell a lie with a straight face (if for
aright end)..........

I have been active in organizing a club, team, or social group...............

I admire more:
(a) a clever but undependable man,
(b) an average man but strong to resist temptations.............. .. ...

When I make a just complaint I always get matters adjusted to my
satisfaction..... ... .
Discouraging circumstances can bring me near to tears....... .

I think many foreign countries are actually more friendly than we
SUDDPOSE. ..o

There are times, every day, when I want to enjoy my own thoughts,
uninterrupted by other people......................

I get annoyed at being held up by small rules and regulations which,
I admit, are really necessary. ...

I think much so-called modern “progressive’” education is less wise than
the old rule “spare the rod and spoil the child.”................ ...

I learned more in school days by:
(a) going to class, (b) reading a book.................................

I avoid getting involved in social responsibilities and organizations... ...

When a problem gets hard and there is a lot to do, I try:
(a) a different problem,
(b) a different attack on the same problem................................... .

I get strong emotional moods—anxiety, anger, laughter, ete. —that
seem to arise without much actual cause.................................

(End, Column 4 on Answer Sheet.)

a

a

Yes

Yes

a

Yes,

In Between |

In Between

In Between N
Occasionally Nj

In Between 1

Sometimes  No,

Always Seldom

a

Yes

Yes
Yes

Yes
Yes

Yes
Yes
Yes
Yes,
True

a

Yes,

True

In Between b

In Between No

Occasionally No

Oceasionally No

In Between b

Sometimes No

Occasionally No
Sometimes NoO
In Between NoO
In Between NO

1 Nor
es
Sometim s

In Between b

. No,
Sometimes Falsé

In Between b

No

Occasionally




My mina Goes not work as ciearly at some times as at others...............

I am happy to oblige people by making appointments at times they like,
even if a bit inconvenient to me............................... .

bJ.

71. 1 think the proper number to continue the series 1, 2, 3, 6, 5, is:
(a) 10, (b) 5,

72. I tend to be critical of other people’s work...............................

73. I would rather do without something than put a waiter or waitress to
a lot of extra trouble.. ...

74. 1 love to travel—anytime......................oo.

75. I have sometimes come near to fainting, at a violent pain or the sight
Of DloOd.... ...

76. I greatly enjoy talking to people about local problems.....................

77. I would rather be:
(a) a construction engineer,
(b) a teacher of social ideas and manners..................................

78. 1 have to stop myself from getting too involved in trying to straighten
out other people’s problems....................ci

79. I find the conversation of my neighbors dull and boring:
(a) in most cases,

(b) only in a very few................
80. I generally fail to notice hidden propaganda in what I read, unless
someone points to it............
81. I think every story and movie should remind us of a moral.... . ... .

82. More trouble arises from people:
(a) changing and meddling with ways that are already O. K.,
(b) turning down new, promising methods........................... ...

83. I sometimes hesitate to use my own ideas, for fear they might be im-
practical...........

84 . Prim, strict people do not seem to get on well with me. .. .. . . . .

85. My memory does not change much from day to day...............

(End, Column 5 on Answer Sheet.)
86. I may be less considerate of other people than they are of me....... .
87. I am more restrained than most people in saying what my feelings are.

88. If the two hands on a watch come together exactly every 65 minutes
(according to an accurate watch), the watch is running:

(a) slow, (b) on time, (e)fast......
89. I get impatient, and begin to fume and fret, when people delay me
UNNECESSATILY .. ..o e
90. People say that I like to have things done my own way.... ... .. . ..

91. I usually would say nothing if the tools given me to do a job are not
quite what they should be..............c

5

.“ GO RIGHT ON TO THE NEXT PAGE

Yes, In Between No,
True False

Yes Sometimes No

a b c

Yes _Occasionally No

Yes
Yes

Occasionally No

Occasionally No

Yes In Between No

Yes Sometimes No

a In Between b

Yes Sometimes No

a InBetween Db
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True False

Yes Sometimes No

a In Between Db

Yes In Between No

Yes,

True

Sometimes No,
False

No,
False

Yes, Sometimes
True

Yes, Occasionally No,
True False

Yes Sometimes No

Yes Occasionally No

Yes, Occasionally No,

True False
Yes, Sometimes No,
True False




92.

93.

94.

95.

96.

97.
98.

99.

100.

101.

102.

103.
104.

105.

At home, with a bit of spare time, I:
(a) use it in chatting and relaxing,
(b) plan to fill it with special jobs..................

I am shy, and careful, about making friendships with new people......

I think that what people say in poetry could be put just as exactly in
PRI PLOSE. ..ottt

I suspect that people who act friendly to me can be disloyal behind
my back:
(a) yes, generally, (b) occasionally, (¢) no, rarely................

I think that even the most dramatic experiences during the year leave
my personality much the same as it was...................ea

I tend to speak rather Slowly... ...

I get unreasonable fears or distastes for some things, for example, par-
ticular animals, places, and SO ON............ccoiiiiiiiii

In a group task I would rather:
(a) try improvements in organization,
(b) keep the records and see that rules are kept.................

To vote well on a social issue I would read:
(a) a widely recommended novel about it,
(b) a textbook listing statistical and other facts.....................

I get rather fantastic or ridiculous dreams (in sleep)....................

If left in a lonely house I tend, after a time, to feel a bit anxious or fearful.

(End, Column 6 on Answer Sheet.)
I may deceive people by being friendly when I really dislike them.......

Which word does not belong with the other two:
(a) run? (b) see? (e) touch? ... ...

If Mary’s mother is Fred’s father’s sister, what relation is Fred to Mary’s
father:
(a) cousin? (b) nephew? (e)uncle? ...

a
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Yes

Yes

Yes

Yes

a
Yes
Yes

Yes
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Occasionally

Sometimes

Sometimes

Sometimes
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ANSWER SHEET: THE 16 P. F. TEST, FORM C

ADDRESS.

DATE

(OR OCCUPATION OR AS INSTRUCTED)

MIDDLE INITIAL LAST

FIRST

AGE

(NEAREST YEAR)

. (WRITE M OR F)
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People differ in ways they think about themselves and about those with whom

they work. This may be important in working with others, Please give your
immediate or first reaction to the items on the following pages.

On each sheet are pairs of words which are opposite in meaning, such as

Talkative and Quiet. You are asked to describe yourself and two of the shipmates

with whom you work or have worked at some time by placing a check in one of the
six spaces on the line between the two words,

Each space represents how well the adjective fits the person you are
describing, as if it were written with slightly different descriptions or
shades of difference from one space to the next, as below,

Talkative] ] ] L. | . . {quiet
very quite more more quite very
talkative talkative talkative quiet quiet quiet
than than

quiet talkative

For Examples If you were to describe yourself, and you ordinarily think of
yourself as being guite falkative, you would put a check in the second space
from the work talkative, like this ===

Talkative] | X ] ] l | |Quiet

2

If yu ordinarily think of yourself as somewhat more guiet than talkative,
you would put your check on the guiet side of the middle.

Talkative| | , J X ) ] {Quiet

If you think of yourself as yery guiet, you would use the space nearest
the word quiet.,

Talkative] | l -] L | ;><JQuiet

Look at the words at both ends of the line before you put your check mark
in a space, Please remember that there are no right or wrong answers. Work
rapidiy -- your first answer is likely to be the best, Please do not omit
any items and mark each item only once.
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SCALE SHEET ONE

Describe yourself as you would ordinarily

think about yourself,

(Name)

(Rate) (Present Billet)

Friendly { { { { { 1 { Unfriendly
Cooperative | § { { ] § } Uncooperative
Quitting | ] l | | | | Persistent
Stable | | | 41| | Unstable
Confident | | l | | | | Unsure
Shy | | | | | | | sociable
Upset | i | | , || caim
Bold | L | | ] | rima
Ih@amﬁﬂg ’ | J ] ’ Grateful
Energetic | F | J Tired
Impatient J , Patient
Softhearted | Hardhearted

Thoughtless |

Thoughtful

Frank J

Reserved

Meek |

Forceful

Careless i

Careful

Basygoing |

Practical J

Impractical

Boastful J

Modest

Intelligent |

Unintelligent

Gloomy L;

|
J
I
|
l
| Quick-tempered
l
[
|
l

Cheerful

Responsible |

I Undependable

Unrealistic ﬂ

| Realistic

Efficient |

i Inefficient
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SCALE SHEET TWO
" (Name)

(Rate) (Present Billet)

Think of the person in the Navy with whom you can work best. He may be
gsomeone you work with now, or he may be someone you knew and worked with in
the paste

He does not have to be the person you liked best, but should be the
person with whom you could best get 2 job done. Describe this man as he
appears to you.by entering check marks in the appropriate spaces on the

attached sheete



SCALE SHEET 2 3
(Circle Onef)

In the spaces below describe the person
about whom you are thinking according to
the directions given you.

(Name)

(Rate) (Present Billet)

Friendly )} N | | | Unfriendly
Cooperative | | l | | Uncooperative
Quitting } f} | | | Persistent
Stable | | I l | Unstable

Confident | )ﬂ | ! | Unsure
Shy | ! | i | Sociable
Upset | b } ) | Calm
Bold } J | | | Timid
Ungrateful] H | | |, Grateful
Energetic | | i | | Tired
Impatient | | | | | Patient
Softhearted | E H | | Hardhearted
Thoughtless | I ! | | Thoughtful
Frank | y ﬂ | | Reserved
Meek u i i ] _ | Forceful
Careless | | | | |_ Careful
Easygoing | ﬂ | | | Quick-tempered
Practical | | | | | Impractical
Boastful | i | | | Modest
Intelligent | g | | | Unintelligent
Gloomy | | i | | Cheerful
Responsible | J I | | Undependable

Unrealistic | I ! |

| Realistic

Efficient | | | |

| Inefficient

i 1
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SCALE SHrEET THRER

(Name)

(Rate) (Present Billet)

There are wlways some people with whom we can work better than with others,

Think of the person in the Navy with whom you can work least well, He may

be someone you know nhow, or he may be someone you knew in the past,

He should be the person with whom you would have the most difficulty
getting a job

done. Describe this man as he appears to you by entering check

marks in the appropriate spaces on the attached sheet,
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On scales below circle a score or value for_the traits as you think appropriate

for the desfribed leader-typs.

Capsule Descriptions of the Various Personality Factors or Traits

a Irait A ‘
MOOf(s’?hlZOtthia) ‘o vo0sssccoceasees VEISUSn0eno0ee wam" Oufg@ing° (GyclOtkLij"a)
The person who scores low on trait A The person who scores high on Trait A
(score 1 or 2) tends to be stiff,cool, {9 or 10) tends to be good-natured,
aloof.  He likes things rather than easy going, ready to cooperate, atten-
people, working alone, and avoidance of tive to people, sofirhearted, kindly5 L
clash of viewpoints, He is likely to be trustful, adaptable. He likes cccup-
precise and "rigid" in his way of doing ations dealing with people and social-
things and in personal standards, and in ly impressive situations. He readily
many occupations these are desirable forms active groups. He is generous in

traits. He may tend, at times, to be personal relations, less afraid of cri-

critical, obstructive, hard,

ticism, better able to remember names

of people, but he is often less depend-
able in precision work and in obligations,

1

1 2 3 4 5 6
Low)

(A;erage)

ITrait B

7 8 9 10
(High)

Dull(Low general ability),.o.o...,..versus...,.,o.........Bright(lntelligence)

The person scoring low on Trait B tends The person who scores high on Trait B
to be slow to learn and grasp, dull, tends to be quick to grasp ideas, a
sluggish. He tends to have little taste fast learner, intelligent. He is usually
or capacity for the higher forms of know~ rather cultured.

ledge, and to be somewhat boorish.

T2 3 4 5 6

7 8 9 10

Trait C |
Emotional(General instability)...esVeTSUSeseeecseonssson. Mature(Ego strength)

The person who scores low on Trait C

tends to be emotionally immature, lacking
in frustration tolerance, changeable,
evasive, neurotically(chronically) fati-
gued, worrying, easily annoyed, generally
dissatisfied, having complaints of phobias,
sleep disturbances, psychosmstisc ailments.

1 2 3 4 5 6

The person who scores high on Trait G -
tends to be emotionally mature, stable;
calm, phlegmatic, realistic about life,
placid, possessing ego strength, having
an integrated philosophy of life, better
able to maintain high group morale.,

7 8 9 10 -

Trait E

Submissive (SUDMISSION)eerrorsssenssoVOTSUSeenescrnrnensasssso Dominant(dominance)

The person who scores low on Frait E

tends to be dependent, a follower, and
to take action which goes along with the
group. He tends to lean on others in
making decisions, and is often soft-
hearted, expressive, and easily upset.

1 2 3 45 6

The person who scores high on Trait E -

tends to be an ascendant, self-assured, 4
assertive, independent-minded person.He

is bold in his approach to situations, -
He may at times be hard, stern, hostile,
solemn, tough-minded, authoritarian.

7 8 9 10
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Trait Descriptions, continued. 2

The person who scores low on Trait F The person who scores high on Trait F -
tends to be taciturn, reticasnt, iniro- tends to be cheerful, talkative, frank,
spective, He is sometimes incommunicas expressive, quick,alert, unperturbable.
tive; melancholic, anxicus, depressed, He is frequently chosen as an eleched
smug, languld and slow. leader,

El -~ -
i S 3

5 6 7 & 9 10

I~

s

Teait G
Casual(Weakness of CHATACTEr)eeqaseo  VETSGSeoeossConscienticns(Super-ego strength)
The person who scores low on Trait G The person who scores high on Trait G
tends to be fickle, undependabie, tends to be strong in character, perse-
irresolute, unsteady, quitting, He is vering, responsible, determined, con-
sometimes demanding, impatien®, indol- sistent, planful, energetie, cautious,
ent; obstructive, lacking ia internal well-organized. He is usually conscien~
standards, tious, with high resgard for moral stand- .
ards, and prefers efficient people to
other companions. )
i 2 3 & 5 6 7 8 9 10
Trait H
Timid (Withdrawn schizothymia)eo...e.versusee..e.Adventurous{Adventurous Cyclothymia)
The person who scores low in this trait The person scoring high on Trait H tends
tends to'be shy, withdrawing, cautious, to be sociable, participating, ready to

retiring, cool, a "wallflower," He usually +try new things, spontaneous, abundant in
has inferiority feelings, and tends to be  emotional response. He is able to face

slow and impeded in speech and in express- wear and tear in dealing with people and
ing himsell, dislikes cccupations with per- grueling emotional situations, without
sonal contacts, prefers cne or twoc ciose fatigue. However, he can be careless of
friends to large groups, and is not able to detail, ignore danger signals, and consume
keep in contact with all that is going on much time talking. He may be 'pushy' and
around hime active in interest in the opposite sex, L=

1 2 3 4L 5 6 7 8 9 10

Irait I

" Tough(toughenss)eeeecscooecoocscosese e VEISUSecoeeseossesssoSensitive(sensitivity)

. The person who scores lcw on Trait I tends The person who scores high on Trait I -

A s oo~ O

to be practical, realistic, masouwiine, tends to be tender-minded, imaginative,

independent, responsible, butluncultured.' introspective, artistic, fastidious, excits

He is sometimes phlegmatic, hard, ~ynical fable, He is sometimes demanding, impatient,

smug. He tends to keep a group operating onjdependent, impractical, He dislikes crude

a practical and realistic "no-nonsense® pecple and rough occupations. He tends to

basise slow up group performance, and to0 upset e
group morale by negative remarks,

6 7 8 9 10
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Trait Descriptions, contimsd. @

‘Trait L
Trustful(Lack of parancid tendency)..VeTsuif.e......Suspecting(Faranoid tendency)
The person who scores low on Trait I, - The person who scores high on this trait

tends to be free of jealous tendencies, tends tc be mistrusting and doubtful. He

adaptable, cheerful, composed, concern~ Ls cften involved in his own ego, is self-

ed aboat other peospie, a good team spiniorated, and interested in internal,

workers mental 1ife. He is usually deliberate in
his actions, unconcerned about other pecple,
a poor team member,

T2 3 4 5 6 7 & 9 10
Trait M

Conventional{Practical fonkernﬁdnssgioeQVersuS,.,..Eccentrlu(Bohemlan Unconcern)
A low soring person on this trait The person who scores high on Trait M tends
tends to be anxicus to do the right te be uncon ventxOnal, unconcerned, ego=
things, practical, and conformist, centric b@hem;an, sensitive, 1mag1nat1ve.
He is easily concernsd out able to He sometimes makes emotional scenes; is
keep his head in emergencies. He is somewhat irresponsible, impractical, unde-
often rather narrowly correct and pendable, He is often rejected in group
unimaginative. gituations.

1 2 3 4 5 6 7 g 9 10

g it N
Simpls (Naive s*mpilclty)oesa.o.ooooversus....e..o.SOphlstlcated(Soph1st1cation)
The person who scores low on Trait N The perscon who scores high on Trait N tends
tends to be unscphisticated, senti- to be polished, experlenced worldly, shrewd.
" mental, and simpis. He is easily He tends to be hard-headed and analytical.
pleased and somstimes crude and Hépas an intellectual, unsentimental approach
awkward. to situations.
| 2 G L 5 6 7 8 9 10
Trait 0
Gonfldendkaeedom from anx1ety).....oJersuu..........,Insecure(Anx1ous insecurity)
he person who scores low on Trait O The person who scores high on Trait O tends
tends to be placid, calm, with unshak- to be depressed, moody, a worrier, suspicious

able nerve, He has a mature, unarxious brooding, avoiding people. He has a childlike
confidence in himself and his capacity tendency to anxiety in difficulties. He does
to deal with things. He i3z resiliient not feel accﬁpt@d in groups or free to parti-
and secure, cipate.
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Trait Descriptions, ~ontimied 4

. st Prait Qi
Conservative(Gonservatism}.,.o.,g.ooo..versus.,o.o,..,...Experimenting(Radiealism)
The person who scores low on Trait Q@ tends The person who scores high on Trait Q, tends
to be overly cautious and moderat=, He is to be interested in intellectual matters and

opposed to any change, inclined to go fundamental issues., He frequently takes issue
along with tradition, and tends not to be with ideas, either old or new. He tends to
interested in analytical "intellectual® be more well informed, less inclined to
thought, moralize, and more inclined to experiment
in life generally, more tolerant of
inconvenience,
L2 3 4 3 6 7 8 9 10
T T Iradb Q0
Dependent (Group dependen@e)......g..,.versus.f...........Self-sufficient(selfwsdfficiency)
The person who scores low on Trait Qg The person who scores high on Trait @, tends
prefers tc work and make decisions with to be independent; resolute, accustomed to
other people, likes and depends on social going his own way, making decisions and
approvel and admiration. He tends to go taking action on his own.” He is not nece-
along with theé group and may be lacking ssarily dominant, however, in his relations
in resolutione. with others.
1 2 3 4 5 6 7 8 9 10

Uncontrolled{Poor selfmsentimeni)oeeoaoversus..o.Selfmcontrolled(Highwselfmsentiment)

The person who scores low on Trait Q- The person who scores high on Trait QB tends
tends to lack will contrel and character t¢ have strong control of his emotions and
stability. He is not toc considerate, general behavior, is inclined to be consid-
careful, or conscientious. erate, careful, and evidences what is common--

iy termed "self-respect,” He sometimes
tends, however, tc be obstinate.

1 < 3 & 5 6 7 g 9 10

Trait Q,
S'table(Relaxatien).”oo cs006000000e00eeVSIBUSececeece .o..........TenSe(SOmatiC amiety)
The person who scores low on Tralt Qy The person who scores high on Trait Q, tends
tends to be calm, relaxed, composed, to be tense, excitable, restless, fretful, .
and satisfied(not frustrated). impatient. He is often overfatgued, but
unable to remain inactive, He takes a poor
view of group unity, orderliness, leadership.

1 < 3 4 5 6 7 8 9 10



INSTRUCTIONS
Leader-type Trailt Prefiling

On the next page is an interpretation of an attitude scale which depicts
a certain type of individual who can be considered to be very much like or very
much unlike one stereotype of the military leader, He acts in the tradition
of military authority. One of his most important working principles is that
"familiarity breeds contempt™ or, as stated in a more current interpretation
“familiarity toward subcrdinates makes it more difficult for the leader to be
objective in evaluating their performance, in acting as arbiter of discipline,
and giving ordsrs,"

The results of a certain standard personality questionnaire are purpbrted
to give a self-picture of the subject who takes the test. The picture or profile
is represented by various amounts or degrees of personality traits present in
him, The traits comrising this profile are described on a subsequent page,
and scales of values are given beneath each trait description.

'You are asked to describe the person depicted in the interpretation of @he
attitude measure in terms of the traits which constitute the test profile.

In other words, for each pair of traits listed and explained below, you
are to assign a score which you think shows the amount or degree of the trait
you would expect the described leader type to have.

Circle the value indicating the degree of the traiﬁ you would think
appropriate to the person represented in the description on the next page.

Keep in mind that perscrality traits do not occur only in the extreme
degrees, or all at one extreme, In any personality, real or hypothetical,
traits will be distributed with scme at each extreme, some at the average,

and scattered hetween,
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TYPE OF LEADER

BELATIVELY EFFECTIVE

He is emotionally or psychologically distant from others. He is
relatively independent of them, and less concerned with others! feelings
and willing to reject a person with whom he cannot work or who cannot
accomplish tasks he gives them, He sees large differencés between himself
and his coworkers, and between his most and least preférred coworkers. He
is analytical in his evaluations and critical in his judgeménﬁs'qf
othérs. His perceptions of his coworkers discriminate their strong and
weak points. Any group in which he is a member and has influence is usually
an effective one.

In short, he is busingsslike, extrapunitive, and 'hard headed! in his

approach to his associates.



TYPE OF LEADER

He is a person who is concerned about his interpersonal relations, and he
feels the need for the approval and support of his associates. He tends to be
emotionally invelved with others as individuals, and is guided in his actions
toward them by his sensitivity to their feelings. His personal relations with
others do not depend cn their ability to work with him or to accomplish tasks
he giﬁes them, He is gensrally accepting of others., In the perception'of his
coworkers he usually does not discriminate their strong and weak points. Groups
in which he is influential generally are not effective,

In short, he is friendiy, tolerant and accepting of others, and 'soft

hearted! in his apprcach to his asscciates.
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