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ABSTRACT

ATTITUDES AND BEHAVIOR CHANGE
IN THE FOOD SERVICE INDUSTRY

by Leonard E. Zehnder

The general problem area Investigated in the study
was occupational incompetence resulting from negatlve
capacltles 1n the affective domain. The speclific research
problems were: (1) developing a procedure and technique
for accurately analyzing the affective domain for educa-
tlonal purposes; and (2) specifying trait requirements
relevant to job behavior that would be useful educational
objectives for vocational training.

The purpose of the research was to demonstrate the
feasibllity of analyzing the affective domain and to
explore the possibility of including attitudinal develop-
ment in formal educatiocnal programs. The study proposed
a personality tralt technigque of Jjob analysis which was
demonstrated in a pilot study in the food service industry.
The female cook and waitress positions, the two largest
groups 1n the industry, were analyzed by utllizing the
technique 1in order to determine the affective, cognitive,
and psychomotor components of competence for the two job
classifications. The findings of the study were that each
Job requires a variety of common and some unique affective

tralts. The degree of tralt development required varied
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with the Job and with the length of employment. Employers'
expectatlons were the basls for establishing trait require-
ments. The tralt specification phase of the research project
provided concluslve evldence that personality trait require-
ments, percelved by employers, are useful in formulating
operational educational objectives.

The study confirmed the following four hypotheses:

(1) affective traits are intrinsic components of occupational
adaptation and competence; (2) affective variables essentilal
to specified Jjob positions can be 1ldentified, isolated, and
classified for instructional purposes; (3) affective require-
ments vary wlth occupatlions and with length of employment;
(4) educational objectives in the affective domaln can be
specifled by carefully compiling employer expectatlions of
behavior.

The final conclusion was that the evlidence which
indicated it 1s feasible to analyze the affective area, and
the evidence that showed the possibllity of accurately
speclfying worker tralt requirements, provides a legitimate
basls for the inclusion of affective trait development in
formal vocational education programs.

The recommendations were that additional research is
needed to solve the problem of affective deficlencies and
that course content and curriculum should be developed fo
test the theories of trait teachling and learning in experi-

mental pilot programs.
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PREFACE

The wrilter's interest in employee attiltudes and
tralning resulted from many years of practical experilence
in industry coupled with considerable college teaching
experience 1n hotel and restaurant management. The years
in industry were equally divided between subordinate and
management posltions. The author was general manager of
a hotel and large restaurant for fifteen years and later
an executlive officer in a corporation with more than four
hundred employees. Considerable understanding was acquired
from these experlences concerning the personnel problems
facing the food service industry.

Since 1961, the author has been on the teaching staff
of the School of Hotel, Restaurant, and Institutional
Management, College of Business, Michigan State University.
He has served as a consultant to hotels, motels, restaurants,
schools, and coordinated numerous management seminars. The
major problem encountered in almost all instances in these
experiences, dealt with some aspect of personnel training
and development.

The author 1s deeply 1lndebted to Dr. Peter G. Halnes
and Dr. Robert W. McIntosh for thelr counsel and cooperation
in directing the study, and to Dr. Frank H. Blackington and
Dr. Lawrence Borosage for theilr valuable guidance. The com-
mittee's patience, the assistance of assoclates, and the

encouragement of my family and frlends 1s appreciated.
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CHAPTER I

INTRODUCTION

General Introduction

Economists have long been aware of significant changes
in employment distribution and of the increasing impcrtance
of service industries in the American Economy. Dr. Victor
R. Fuchs, fcr exampie, recentiy reported that the United
States 1s "the first nation in the history of the worid
in which more than half of the empinyed populaticn 1s nct
involved in the prcduction of focd, ciothing, houses,
automobiles, and other tangible goods."l According to the
report, in 1929 the number cf Americans employed in the
production of goods tctaled 27.5 millicn and those employed
in the production cf services totaled 18.6 million. By
1963 the numerical distribution was reversed with 37.9
million employed in service occupations and 31.4 millicn

employed in the production of goods.a Women hold 46 per

1V1ctor R. Fuchs, 45th Annual Report of the Natiocnal
Bureau of Economic Research, 1965, guoted by Sy.via Porter,
The State Journal, "Workers' Shift Marks an Epoch," June cl,
1965, Lansing, Michigan.

2Services in the above report include wholesale and
retail trade, general government, finance, lnsurance and
real estate, personal, professional, business and repair
Services.



cent of all jobs in services as agailnst only 19 per cent
of all jobs in goods.>

The historical change from a production economy to a
service economy 1is 1n some respects similar to two earlier
economic revolutions: These were the change from hunting
and fishing to agriculture and crafts, and later the shift
from agriculture and crafts to industry. All the educational
implications of the ongolng economic revolution have not
yet been reallized, nor have they been fully grasped. Pre-
paring students for competence in many of the service
oriented industries, for instance, may require methods and
materials which are markedly different than those utilized
in traditional education and tralning programs. The educa-
tional systems of the future will undoubtedly be more
aligned with a service based economy. The newly dlscovered
needs, demanded by service orlented occupations, will prob-
ably also precipitate changes of great magnitude in instruc-
tional materials and methods of teaching.

The belief that changes 1in vocational education will
occur commensurate with the needs and corresponding to
economic changes now in process is based upon four theoreti-
cal premises:

1. The prime purpose of vocational education 1s to

prepare students for future functions by

lNSth Annual Report of the National Bureau of Economic
Research, op. cit.




developing their skills and abilities to
acceptable standards of occupational competence.
The course content and curricula of vocational
programs is derived from an analysils of the Job
and an 1nterpretation of the needs of the worker
and the employer.

Programs designed to develop job proficiency

are formulated by determining the expected skills
and behavior as these are observed and perceived
by employers.

The democratic charter of American education
clearly specifies that vocational educatilon
should be impartially provided for individuals
and industries and that it be non-discriminatory
concerning the status and prestige of socially

sanctioned occupations.

The Statement of the Problem

The study investigated the problem of occupational

domain.

incompetence due to negative capacities in the affective

The affective area was defined to include emotional

responses possessing a degree of acceptance or rejection,

such as attitudes, values, and feelings.

The correction of the problem was presumed possible

1f it was found feasible to develop educational programs

whose prime objective is attitude improvement. The initial



task 1n vocational education planning 1s to conduct an
analysls of the Job to identify the essential elements of
an occupation and to list these for instructional purposes.
Previous research had revealed that the existing job
analysls techniques were 1lnadequate for analyzing the
affective domain. Exhibits placed in Appendix C substan-
tiate thils contention. The 1initial problem, therefore,
conslsted of developing an analytical technique to deter-
mine the essentlal affective elements of an occupational
calllng. The proposed technique was tested in a pilot
study limited to female cooks and waltresses, the two
largest occupational classifications in the food service
industry.

Vocational programs eventuating in competent perfor-
mance also reqguire the formulation of meaningful educational
objectives. The second task, therefore, involved the prob-
lem of accurately specifying desirable job behavior in order
to establish obJjectives which might be the goals and guide-
lines of an educational program. Job specifications found
in the literature were discovered to be imprecise and not
useful for developing appropriate objectives. The proposed
procedure for analyzing the affective domain and the tech-
nigue for specifying Jjob behavior were demonstrated to be
operational by applying the two methods in pillot demon-
strations.

The proposed method of analysis was based upon a bi-

polar list of affective tralts. It was designed to determine



each trailt's order of importance and the desirable degree
of development that is needed for industry entry and advance-
ment, as these are perceived by employers.

The practicality of the postulated procedure was
demonstrated by the development of several descriptive
models, which could serve as points of reference for deter-
mining course content and curriculum construction in future
studies.

The research design was further demonstrated to be
feasible and operational by form.iating rrom ‘re dacta
a series of educational objectives 1in the affective
domain. These objectives may in future studies serve as
the initial input into a system of affective education for

the food service industry.

The Hypotheses

The underlying hypotheses of the study were as follcws:

1., Affective traits are intrinsic components cf
occupational adaptation and competence.

2. Affective variables essential to occupaticnal
competence can be identified and classified.

3. Affective requirements vary with occupations;
and entry qualifications are different from pro-
motion qualifications.

4., Affective educational objectives can be opera-
tionally specified in terms of employer expecta-

tions of employee behaviocr.



The Purpose

The purpose of the study was to demonstrate that it
is feaslble to 1nclude affective trait development 1into
formally planned educational programs. The key elements to
show thls to be posslble were a technique for analyzing the
affective domain to determine its components and a procedure
for formulating educational objectives from job behavior

specifications.

Definition of Terms

The Affectlve Area

Affection refers to an emotlonal response possessing
a degree of acceptance or rejection. Affective traits
vary from simple attention to phenomena to complex guali-
tles of character and conscience. Attitudes, values, ap-
preciations, emotional sets or blases, and feelings are
included in the affective domain. Personality phenomena
which deal with inward disposition or inclination to act

are classified in the affective category.1

1The major semantlc difficulty encountered in the
study was the vagueness with which the affective domain
1s described. The concept is primarily an educational
classification with 1little meaning to employers and in-
dustrlial psychologists who are inclined to use the term
"personality" when referring to affective traits. The
distinction between the affective area and the cognitive
in some instances is hazy, for cognition often enters
Into affective responses.



The Cognitive Area

Cognition refers to remembering something which has
previously been learned. Cognitlve reactions also refer
to solving an inteliectual task by determining the prcblem

and rearranging material with i1deas, methcds and prccedures

o]

known to the learner. Cognritive behavicr may be simple
recall or synthesizing new ideas 1nto criginal combinaticns

. 1
in creative ways.

The Fsychomotor Area

The psychcmotor area refers tc scme physical, muscular
¢r metor skili, Keactions in this area reqguire the manipu-
iation cf materials and cbjects and deal mainiy wi h neurs-

mustuiar co-ordination and activivy.

Occupational Cumpetence

Occupational competence 1s defined az having sufiilcient
ability and possessing the requisite qualiticationsg for a
specified jecb. It is the precduct of scme combination of
r

education, experience, and personal trazts. The p Snal

i
[l

tralts are comprised of mental, physical and sffective

facters.

Personality

Personality 1s defined to te "that which constitu-es

a person; cr that which distinguishes and characterizes a

1David K. Krathwohl, Benjamin S. Bloom, et ai.,
Taxonomy of Educational Objectives Handbook II: Affective
Domain (New York: New York: David McKay Co., Inc., 1964,
p' 6.




per‘son."l An amplified definition 1s provided by Cattell:
"The reactions, which constitute the data of personality
study are all the reactions of the organism; its reactions
to people, things and ideas; its partial reaction, as in

. . . 2
reflexes, and its unconscious reactions."

Personality Trait

The term, trait, is used 1n the sense of a mental
structure deduced from a continuous or intermittent set
of behavior manifestations remaining reccgnizably consistent
over some period of time. Different individuals have more
or less of the same trait. The principal meaning of the
term, personality trait, in thils study 1s that it is a
collection of reactions and responses to be brought under
one term and treated in the same manner. Traits are com-
prised of trait elements which when clustered form patterns
of behavior with dominant features revealing basic perscn-

ality traits somewhat consistent over time.

Education
Education is defined as the aggregate of all the pro-

cesses by means of which a person develops abilities,

lCollege Standard Dictionary (New York: Funk and
Wagnalls, 1943).

2Raymond B. Cattell, Description and Measurement of
Personality (Yonkers-on Hudson, New York: World Book
Company, 1946), p. 15.




attitudes, and other forms of behavior of positive value in

the soclety in which he l:lves.:L

Training
Training 1s defined as the teaching of specific skills,

for an immediate purpose, to perform a specific task. Edu-
cation usually refers to a broader type of teaching in which
the obJectlves relate to some future situation. Training is

always task orlented, education may not be.

Job Analysis

Job analysis 1s the systematic technique of determining
the essential elements which constitute a job. Job analysis
data provides teachers and trainers with basic information
as to what 1s entaililed in performing a job. The main educa-
tional purpose of job analyses 1s to provide data for deter-
mining course content, developing instructional material,

and devising methods of teaching.

Job Description

A Job description 1s the organized written report
resulting from the Job analysis: It describes the job in

detail.

Job Specification

The job specification indicates the job duties and

specifies job requirements including mental, education,

lCarter V. Good (ed.), Dictionary of Education (2nd.
ed.; New York: McGraw-Hill Book Company, Inc., 1959).
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and personality requirements of a job. Training programs

are developed from Job specifications (see Appendix C).

Job Definition

The job definition 1is the most concise description

of a Job possible.

Educational Objectives

Educational objectives are instructional goals
speclified in terms of intended student behaviors. They

represent the expected outcomes of an educational program.

Service Industries

The service oriented industries broadly defined
include trade, government, finance, insurance, real estate,
personal, professional, business and repalr services.
Service workers, narrowly defined, include only occupa-
tions such as hospital attenéants, barbers, bartenders,
male and female cooks, maids (not private household),
counter and foundaln workers, janitors, hairdressers and
cosmetologlsts, kitchen workers, porters, practical nurses,

firemen, policemen, and male and female waiters.1’2

lU. S. Department of Commerce, Bureau of Census,
Statistical Abstract of the United States: 1963 (Washing-
ton, D. C.: U. S. Government Printing Office, 1964),
p. 235.

2According to the Bureau of Labor Statistics Classi-
fications (ibid., p. 223, Table No. 295) employees in non-
agricultural establishments, excluding proprietors, self-
employed persons, etc., in March of 1963, were as
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The Food Service Industry

The food service industry 1s comprised of establish-
ments whose prime purpose 1s the preparation and service
of food. The work force in the industry consists of three
major divisions: (1) food production workers; (2) food
service or distribution workers; and (3) administrative
and office workers which are ancillary to the above.
Membership in the industry includes the food preparation
and service division of hotels, restaurants, inns, motor
hotels, public and industrial cafeterias, colleges and

schools, clubs, hosplitals, and other institutions.

The Need for the Study

The affective domain merits 1nvestigation because
in most instances of occupational incompetence the main
problem 1s not a lack of knowledge or skills but primarily
negative capacities in the affective realm. Knepper, for
example, reports the findings of a study by the Wright
Stenotype Company, entitled, "Why People Fall," which

glves the followlng reasons for fallure:

Lack of skill . . . . .+ .+ « « .« . 2.2%
Inexperience . . . . . . . .+ . . 1.0%
Slowness in learning. . .. . . . . . 2.0%
Carelessness . + « « « « o .« . . 2.0%

follows: (in thousands) Total 55,035; mining 617, con-
tract construction 2,306; manufacturing 16,605; transpor-
tation and public utilities 3,877; wholesale and retall
trade 11,466; finance, insurance, and real estate 2,821;
service and miscellaneous 7,808; government 9,535. The
total employed in all non-agricultural industries was
62,812,000 (ibid, Table No. 294).
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Misdemeanors . . . . 3.0%
Lack of adaptabllity and inabllity to get 1
along with others. . . . . . 88.8%

Another study conducted by the Carnegle Foundation
investigating reasons for success in business occupations
reported that 15% of the successes were due to technical
and special skills and 85% were successful because they
possessed the requisite personal qualities.2

Menninger and Levinson in their studies have also
found that the affective personality traits are crucial
to work adaptation. They write, "Not to be overlooked
in this context 1s the need for good human relations, for
there is evidence that two out of three separations from
work are attributed to human factors other than incom-
petence.”3

Dr., Francls J. Braceland, former psychlatrist-in-
chief in the United States Surgeon General's Office, also
comes to this general conclusion, when he states: "From
60 to 80 per cent of all dismissals in industry are due

to soclal incompetence rather than industrial failure."u

lEdwin Garfield Knepper, Evaluating Competence for
Business, National Assoclation of Business Teachers, 1950
Yearbook, p. 162.

Ibid., p. 163.

3William C. Menninger and Harry Levinson, Industrial

Megzal Health (reprint from Menninger Quarterly, Fall,
1964).

4
B-11.

The State Journal (Lansing), November 13, 1964, p.
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The Absence of Affective Objectives

Explicit or precisely stated educational objectilves
in the affective domain are almost non-existent. Teachers
generally consider thils area outside of the realm cf cr-
ganized formal instruction. It is a cocntrcversial area
and, therefore, goais concerning the devel.cpment of
attitudes, values and belilefs are seldom spelled out
explicitly. Nevertheless, they are impiicitly present 1in
most educational prcgrams, althcugh the level of achieve-
ment is left to chance and not measured. However, in the
literature, it 1is assumed to be axiomatic that the develop-
ment of appropriate attitudes 1s an iImportant part of
teaching and learning. Authors on subjec.s in vocaticnal
educaticn all emphasize the importance c¢f the attitudinal
factors in social adjustment and occupatioconal adaptation.
But one is struck by the fact that teachers do not seem to
be very clear about oobjectives in this domain, ncr about
the learning experiences which are appropriate ts these
objectives. The testing prccedures for the affective area
are still in the most primitive stages and precisely
stated cbjectives are lacking whereby achievement can be
reliably measured. Techniques for analyzing the affective
domain for the purpose of developing cbjectives are also
not sufficiently refined tc be of practical value.

The assertion was made earlier tha* the major problem

in the service industries are employees whe have inadequately
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developed affective abilities. The need to study the
affective qualifications of service workers 1s readily
apparent. The importance of affective traits to specific
jobs and the desired degree of development needed for

entry and promotion are two topics for which substantiating
evidence is provided in the final findings of this report.
The pilot study findings support the necd for more researcn

in the affective domain.

The Need for Educational Research
in the Food Service Industry

The justification for focusing the pilot study upon
female cooks and waiters, in the food service segment of
the service industry, 1s documented in detail in the
following section. The hospitality and service industries,
where apparently the affective traits are crucial to
employment and job satisfaction and success; and, where
traditional programs are not now providing properly prepared
personnel, are prime industries for educational research in
the affective domain. This study, being basic research and
exploratory, will no doubt result in somewhat unrefined
first findings, which, although crude, may encourage more

extensive and refined studies in the future.

Food Service Workers

In 1963, about one in every eight workers, or almost
eight million employees, were in occupations which the

Labor Department defines as service workers. One-fourth of



15

these were part-time and more than one-third of the service
workers were employed in some sixty job classifications in
the food service industr'y.l Employment in service occupa-
tions 1s expected to rise rapidly, so that by 1970 three
million more will be employed in these industries than in
1960.2

The 1960 Census data reveals that food service
workers comprise the largest single block of employees 1in
service occupations. Male and female walters, cooks, and
kitchen workers (not elsewhere classified except private
household) total 1,691,691: and of this total, female
walters number 714,827 and female cooks number 361,772.3
A more detailed distribution of employees in service occu-
bpations is provided in Figures 1 and 2, which graphically
illustrate the growth of service workers since 1910, and
thelr distribution in 1960.

Flgures 3 and 4 indicate the need for education and
training as revealed by the approved projects of the
Manpower Development and Training Act. Since August of

1963, 108 projects for food service workers were approved.

—

lUnited States Department of Labor, "Occupational Ogt—
look Brief--Service Occupations," Bureau of Labor Statistics,
Washington, D. C., 1963-64, p. 1.

Ibid., p. 2.

3Statistical Abstract of the United States: 1963,

Q. citTTp. 235
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CITART 1 CHART 2
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ChinT 3

ONE-HALF OF THE TRAINEES APPROVED WERE
FOR PROJECTS IN THE PREPARATION OF FOOD
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Figure 3.--Numerical distribution of food service 1industry
workers attending manpower development and training pro-

grams in 1963.
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The female cook and walter classifications represent the
largest number of trainees in these programs.

Figure 5 indicates the expected growth in all
occupatlional fields 1in the next decade, and reveals that
service workers wlll increase thirty-five per cent from
1960 to 1970 and more than fifty per cent from 1960 to
1975. The per cent of increase is second only to profes-
sional, technical, and kindred workers. The data signifies
that by 1975 about 1.5 million additional service workers

need to be educated and trained due to industry growth. In
addition, it will also be necessary to train a large number
of replacement workers to replace those expected to leave

the industry. In the recent past about 150,000 replacement

workers were needed annually.l This means that by 1975 an

estimated 3 million new workers need to be trained.

Women in the Work Force

Working women are an important factor in the present
service economy. This has significant educational implica-

tions. The distribution of women workers in traditional
functions is important to this study because of the relatively
large number of women employed in the preparation and service
of food. Table 1, indicates that 1,642,727 women are employed

iIn this type of work and that they comprise a relatively

lDonald Greenaway, "An Overview of the Food Service
Industry," The Cornell Quarterly (Ithaca, New York: Cornell
University, August, 1964), p. 12.
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Figure 5.--Projected changes in employment in various
occupational fields in the United States, 1960-1975.
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TABLE 1.--Distribution of women workers in traditional
functions, 1960.

Traditional Functions No. of Women
Training and caring of young (teachers, etc.) 1,735,079
Caring of the sick (nurses, practical nurses,
etc.) 1,311,865
Making and caring of clothing (sewers and
stitchers, apparel workers, etc.) 1,510,111
Preparing and serving of food 1,642,727
Dietitlans and nutritionists 24,757
381,078

Cooks
Kitchen workers 195,629
119,158

Counter and fountain workers
777,362

Wailtresses
Workers 1n food manufacturing 144,744

Taking care of the home 1,805,684

TOTAL . . . 8,005, 466

important part of the total number. Table 2, which follows,

reveals that female waiters constitute the seventh largest
occupational group in which women are employed. An examin-
ation of the tables also indicates that female cooks and
walters are among the few for whom formal educational pro-

grams are not now generally provided in the secondary

schools.l

Concluding Statements

The materlal presented 1in this chapter was primarily

background information considered necessary for understanding

1The tables were compiled by Daniel H. Kruger, "Women
at Work," Business Topics, Michigan State University, Grad-
uate School of Business Administration, Spring, 1964, p. 25.
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TABLE 2.--Ten occupations employing the largest number of
women, 1960.

Occupations No. of Women
Clerks and kindred workers 1,788,667
Sales clerks 1,591,665
Secretaries 1,451,639
Private household workers 1,228,266
Teachers, elementary and secondary 1,111,721
Bookkeepers 783,309
Walters (female) 777,362
Sewers and stitchers 579,364
Nurses, professional 577,038
Typists 516,844

Source: Bureau of the Census, 1960.

the remaining sectons of the study. The subject-matter was
combined as introductory material because it furnishes the
basls for what is to follow. The chapter included the prob-
lem to be studied, the hypotheses which were to be tested,
the purpose of the study, the definitions, and the Jjustifi-
cations for conducting the study in the selected areas.
Chapter II, which follows, covers in detail the methods

and procedures which were utilized in doing the study.



CHAPTER II

THE PROCEDURE

Developing a Plan for the Study

Research 1n the affective area pertaining to teaching
and learning is 1n the early stages of inquiry. Technique
refinement is still one of the major problems and obstacles
in conducting studies in this domain. The procedure for
this study was therefore somewhat different because it was
necessary to first develop and refine tnhe method by which
the study could be accomplished. The emphasis is on the
procedure because the greatest contributions of the research
are considered to be the method and procedure which are
proposed for analyzing the essential components of an
occupational calling. The proposed analytical technique
was also tested on a small scale, in a "real world" situa-
tion, by the use of a pilot study. The procedure had three
distinct phases: (1) developing an analytical technique
for the affective area: (2) demonstrating the technique's
feasibility by applying it to selected jobs in one industry;
and (3) showing an application of the method by formulating
operational educational objectives in the affective domain

from the findings.

22



23

Phase 1: Developing a Technigue for
Analyzing the Affective Domain

The first phase of the study consisted of a diligent
search to discover, of if not in existence to invent or
develop, an instrument and a method for analyzing the
affective aspects of job behavior. The literature on Job
analysis techniques was reviewed initially to find an
existing and acceptable job analysis technique. No tech-
nigue was discovered that was suitable for analyzing the
affective domain. The literature was then reviewed for
the purpose of analyzing associated concepts in order to
develop an adequate technique.

The concepts considered pertinent to an analysis of
the affective domain and relevant to vocational competence
included the concepts of personality, behavior, competencze,
educational objectives and the affective domain. Some of
these concepts were central to the instrument development
phase of the research, some were germane to the pilot study,
and others to the educational objective formulation phase
of the project.

Phase 2: The Method of Conducting the Pilot

Study--An Analysis of Two Job Classifi-
cations in tne Food Service Industry

to Demonstrate the Personality
Trait Technigue

The procedure for demonstrating the above technique
of analysis consisted of applying the proposed method to

two Job classifications in the food service industry: 4n
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earlier study on needs had indicated that educational
research was needed for these two job classifications. The
two jobs for which the quality and quantity of employees
was deemed most deficient was found to be female cooks and
female walters. A pilot study was conducted to determine
the affective characteristics which are required of appli-
cants aspiring to employment in these two occupational
fields.?l
Research instruments were designed for identifying
precise affective personality traits considered by employers
to be essentlial for the two positions. The affective
qualifications which are needed by workers for industry
entry and advancement were determined and classified,
according to degrees of development, by the use of a
previously developed personallty scaling technique. From
the data a descriptive model was formulated for each occupa-
tion. A graphical profile for each position was also
developed which indicated the essential traits and the
desirable degree of development required for job entry and

promotion.

Detalils of Phase 2 Procedure

The Population

The population for the pilot study consisted of the
food service industry executives in the standard metropoli-

tan area of Lansing, Michigan. Every type of operational

lAppendix A.
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unit and variety of organizational structure which consti-
tute the food service industry were found to be present in
the Lansing area. The sample shows the population distribu-
tion, according to type of establishments; it 1is a cross-

section of the industry.

The Sample

Sampling 1s a statistical method whereby the sought
for characteristics of a larger pcpulation can De mOST
economically obtained: For a random sample, margins of
error can be mathematically calculated. The present pilot
study, however, required data obtalnable only from a small
strata of industry leaders, rather than from a random and
representative sampie of the total universe. The minimal
number needed in the sample was not known prior to conducting
the study. From an original "population'" of thirty-five who
were considered by thelr positions to be knowledgeable in
the occupational fieid, an advisory committee of twenty-
three were willing to participate on the panel. Later,
after tabulating the responses, it was discovered that for
this particular study a smaller sample would have given the
same results. The findings changed only slightly beyond
seven responses.

The sample was selected in the same manner by which
advisory committees are selected for vocational education
curriculum construction. A recent publlcation of the

Michigan Department of Public Instruction states it thusly:
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As a result of rapid changes in industrial and
business practices 1in each community, educators
need assistance in identifying the many significant
factors affecting curriculum planning and develop-
ment in vocational education. Consequently, schools
must have direct contacts with community leaders
representing the various occupational opportunitiles
in the community. .These lines of communiczation can
best be established and maintained through the use
of vocational-technical education adviscry committees.

Advisory committees are of sucn importance to
vocatlional education administrators that thelr estab-
lishment and use 1s consldered necessary before
reimbursement requests can be considered.

The report explains that there are two common types of
advisory committees, a general advisory committee and an
occupational advisory committee. About the latter it states,

The "Occupational Advisory Committee'" limits
itself to a specific occupation or family of occu-
pations requiring specific skills and/or abilities.

Its purpose 1s to advise in the development and
operation of the total instructional program within
that specific occupation cr area. The membership
should be composed of persons having experience in,
and knowledge of, the occupation.

The sample was therefore selected in compliance with

the above requirements and cognizant of the established
procedure that vocational instruction 1s developed and con-

ducted in consultation with potential employers and others

knowledgeable in the occupational fileld.

lA Manual and Handbook of Sample Forms for Making
Application for Vocational-TechricalEducation Funds, Division
of Vocational Education, Department of Public Instruction,
Lansing, Michigan, May, 1965, p. 3.

2Ibid., p. 4. See also Vocatlional-Technical Advissry
Committees, op. cit.
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The panel used 1n thils study represents a stratified
sample of twenty-three of the largest employers in the
industry in this area.

The advisory committee represented the following
organizational units of the Food Service Industry: two
hotels, two hospitals, two motor hotels, six independently
owned restaurants, four chain operated restaurants, two
government office building cafeterias, one public cafeteria,
one general office building cafeteria, one country ciub, and

two college dormitory cafeterias.l

Collection of the Pilof Study Data

The instruments used to gather the data for the study
consisted of the "Affective Personality Trait List,"
Table 3, page 77, and the bi-polar trait palrs pertinent
to each position, Sections A, B, and C of the "Personality
Scaling Device," Appendix D. The trait pairs in Table 3
were adapted from Cattell's basic personality trait list,

which was a compilation of the findings of fourteen studies

lThe twenty-three participants on the panel were

representatives from the following organizations: the Jack
Tar Hotel, Roosevelt Hotel, Edward Sparrow Hospital,

St. Lawrence Hospital, Holiday Inn, Capitol Park Motor
Hotel, Eyer's Steak House, Ziegler's Charcoal House, Eagle
Restaurant, Brauer's, Jim's Restaurant, Warren's Poplars,
Bill Knapps, Holly Grills, Howard Johnson's, Big Boy
Restaurant, Michigan Bell, Steven T. Mason Building, Lewis
Cass Buillding, Ralph's Cafeteria, Walnut Hills Country Club,
and Michigan State University's Brody and Wilson Hall
Cafeterias.
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on personality, including research by Ackerson, Cattell,
Flemming, Jones, Maslow, Maurer, McCloy, Olinick, Sanford,
Horn, Murray, Sheldon, Tryon and Williams.l

The composite table of all personality trait pairs
(Table 3) was first submitted to a pre-selection panel
for the purpose of limiting the number of traits to only
those considered essential for employment in this industry.
The panel was asked to indicate the trait palrs which shoulid
be considered in hiring and evaluating a potential employee.2
Tnis was necessary because Table 3 is comprised of 149 trait
pairs and for practical purposes this was found to be too
cumbersome. The pre-selection of relevant characteristics
proved to be an effective method of ccntrolling the final
number of variables wnhich needed to be considered by the
scaling panel. The selection of pertinent traits occurred
in two stages: stage one included only the selection,
stage two included re-selection and scaling. The first
panel only determined which trait palirs were to be submitted

to the second panel for scaling, scoring, and selecticn.

Treatment of the Data

The respondent's replies were tabulated to indicate

the advisory committee's opinion on (1) the importance of

lCattell, op. cit., p. 42.

2The pre-selection panel consisted of representatives
of the following establishments: Win Schuler's Restaurant,
Teysen's Cafeteria, Kellogg Center Hotel, The Bavarian Inn,
The Doherty Hotel, American Hotel Institute, Zehndesr's
Restaurant, and The Little Corporal Restaurant.
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each trait to each job; (2) the entry qualifications for
each trait for each jJob; and (3) the improvement expecta-
tions for each trait for each job. A personality profile
for each classification was developed by syntheslzing the
findings. The method utilized for determining the data

.

was basically a personality scaling technique.l

Phase 3: The Method of Formulating Educa-
tional Objectives in the Affective Dcmain
from Data Derived by Utilizing the
Personality Trait Tecanigue

Interviews were conducted with six members of the
advisory panel for the purpose of developing specific
affective objectives. The interviewees were asked tc

describe in detail the precise behavior an employee displays

(s

who possesses a specific trait. Four traits were selected

for each job classification. All of the employer's

1 - . . .
The personality scaling technique, using bi-polar
positions on a continuum, was adapted from the folilowing:

William J. Gozde and Paul K. Hatt, Methcds in Soci
Research (New York: McGraw-Hill Book Company, Inc., 195
p. 234.

NoTo

L
3
)

>

Merl E. Bonney and Richard S. Hampleman, Personal-
Social Evaluation Technigues (Washington, D. C.: Tnhe Center
for Applied Researcn in Education, Inc., 1962), Chapters 3
and 4.

Harold Gulliksen and Samuel Messick, Psychoiogical
Scaling: Theory and Applications, Princeton University
Educational Testing Service (New York: John Wiley and Sors,
Inc., 1960).

Samuel Messick and John Ross, Measurement in Person-
aléty and Cognition (New York: John Wiley and Sons, Inz.,
1962).
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descriptions were comblned for each trait into a single
job-trait specification. The composite behavior specifica-
tions described the desirable behavioral outcomes employers
expect for each trait, for each occupation. Thus, the
specifications represent the affective requirements of a
competent employee (perceived by employers) stated in
behavioral terms. By translation these are operaticnal
affective objectives whicnh can beccme the cbjectives of

vocaticnal programs for the two job classifications.



CHAPTER III

A REVIEW OF RELATED LITERATURE AND AN ANALYSIS

CF ASSOCIATED CONCEFTS

Chapter 111 1is divided into three parts, ccrresponding
with the study's major divisions, which are, technique
development, technique demonstration, and technique appliza-
tion. Before develcping the analytical te:chnigue, however,
it was necessary to determine the type of data that was
needed. The sectlon for formulating educatiocnal objectives
in the affective domain (technique application), therefore,
precedes the devel:zpment and demonstraticn section in the
review of literature. The data that was nreeded for
formulating the affecctive educational objectives determined
the device that was required to obtain it. The chapter is

arranged in the following crder:

1. For Techrique Application.--A review of literature

on educational objectives with emphasis upon objectives in
the affective domain.

2. For Techrnique Development.--A review of literature

and an analysis of the concepts which form the foundation of
the proposed analytical technique, including the concepts of

competence and personality.
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3. For Technlgue Demonstration.--A review of litera-

ture pertaining to the pilot study, consisting primarily of
related studies on employee education in the food service
industry.

Part 1: A Review of Literature Pertaining

to Educational Objectives in the
Affective Domain

The preliminary step in planning an educational
program 1s the establishment of educational objectives.
These may take the form of aims and goals, intended achieve-
ments or explicit expressions of desired cutcomes. Objec-
tives, however, do not only function as the goals toward
which the curriculum is gulded but they also should provide
specifications for evaluating or measuring student
achlevement. An objective which 1s to serve as a goal must,
therefore, be specific enough to 1ndicate when the student
has achieved i1t, and, on the other hand, functional enough
so that cne can proceed intelligently toward it.l

Educational objectives are also a loglcal point of

departure for this particular study for they will ultimately

lSever'al of the more relevant references on educationa:
obJectives are listed below: Ralph W. Tyler and Eugene Smitih,
Appraising and Recording Student Progress, Vol. III (New York:
Harper and Brothers, 1942), Chapter 1; Paul L. Dressel,
Evaluation in Higher Education (Boston: Houghton, Mifflin Co.,
1961), Chapter I; Thomas R. Murray, Judging Student Progress

T O

(New York: Longmans, Green & Co., 1954), Chapter I, E. F.
Lindquist (ed.), Educational Measurement (Washington, D. C.:
American Council on Education, 1951), Chapter 5; H. H. Remmers
and N. L. Gage, Educational Measurement and Evaluation (reviseg
edition; New York: Harper & Brothers, 1955), Chapter 1.
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provide the general goals of aprogram of affective education
and also describe in detail the specification requirements
for measuring student achievement. The proposed technigue
of analyzing the affective domain 1s merely the "means"
whereby the eventual "ends," educational objectives, can

be specifled with sufficient precision that they can serve

as operational objectives in vocational education programs.

Present State of Affective Research

The affective realm of education remains to a great
extent unexplored. Exploratory progress 1s hindered by
inadequate procedures of job and worker analysis. Research
in the area 1s awaiting analytical "breakthroughs" which
will provide procedures, instruments, methods and techniqgues
for conducting more refined studies. Although there are
many unanswered questions 1in education, the most momentous
discoveries in educational research will undoubtedly desl
with the vast unknown regions of the affective domain The
primitive stage of research in this area and the limited
resources available necessitated the confinement of this
study to the -ompi.atizn of related readings, the invention
of research instruments, the discovery of plausible proce-
dures, and a limited pilot study to demonstrate their

application.
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Excerpts from the Literature

The literature 1s replete with references to the
varlous aspects of educational objectives. A number of
these references were clted earller and several excerpts
are examined 1in this sectlon for their contributions to
the study. The end result of the research was to derive
data for the formulation of educational objectlves in
the affective domain. The importance of the objectives
in guiding the development of the procedure can, therefore,

not be overemphasized.

Two Taxonomles of Educational Objectives

Attitudes and other affective factors have been a
major topic in education for some time. Educators have
always hoped, and sometimes mistakenly presumed, that
appropriate attitudes were a natural byproduct of their
teaching efforts. Few attempts have been made to intently
plan the teaching of prescribed affective attributes:
and even fewer attempts have been made at educationally
measuring the results of such teaching. Several recent
studies, however, have made exploratory probes into the
development of more meaningful measurement devices in the
cognitive and affective domains. The probes were con-
ducted by a committee of thirty-nine members of the Ameri-
can Psychological Association, including the most prominent
names in educational research, and the results were

published in thé form of two taxonomles entitled:
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(1) Taxonomy of Educational Objectives Handbook I: Cognitive

Demain;1 and (2) Taxonomy of Educational Objectives Handbook

II: Affective Domain.2

The present study was an extension of the two taxon-
omies into an educatlional and occupational context. It was
an application of the theoretical framework and findings of
the taxonomlies to a practical vocational educatlion situation.
More precisely, i1t was an effort to identify, define,
describe, 1solate and classify educational objectives 1in
the affective domaln in job-worker situations. The focal
points for this effort, however, were directed toward the
possible discovery of an analytical technique whereby a
practical application of the theory could be made. The major
emphasis of this study 1s placed upon the development of
an analytical technique because everything else hinges on
thls contingency.

Handbook I provided a conclse and working definition

of the term educational objectives: "By educational objec-
tives, we mean explicit formulations of the ways in which
students are expected to be changed by the educative process.

That 1s, the ways in which they will change in their

lBenjamin S. Bloom (editor), Taxonomy of Educational
Objectives--The Classification of Educational Goals--Hand-
book I: Cognitive Domain (New York: David McKay Company,
Inc., 1956).

2David R. Krathwohl, Benjamin S. Bloom, and Bertram B.
Masia (editors), Taxonomy of Educational Objectives--The
The Classification of Educational Goals--Handbook II1:

Affective Domaln (New York: David McKay Company, Inc., 1964).
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thinking, their feelings, and their actions."1

also expresses the particlipating panels' sentiments con-

The Handbo:ck

cerning the importance of educational objectives in curricu-

lum construction and research:

After considerable discussion, there was agreement
that such a theoretical framework might best be ob-
talned through a system of classifying the goals of
the educatlional process, since educational objectives
provide the basis for building curricula and tests
and represent the starting point for much of our
educational research.

Handbook I also furnished an explanation of an

educgtional program and the relationship which exists between

a program and educational objectives:

An educational program can be viewed as an attempt
to change the behavior of people with respect to
some subject matter. When we describe the behavior
and the subject matter specifically enough to indi-
cate exactly what a puplil is to do and how he is to
perform after he has had a given learning experience
we have stated an educational objective.-

Handbook II: Affective Domain confirmed the idea that

educatlional objectives in the affective area can, at least
theoretically, be classified, ranging in order of involve-
ment from simple attention to phenomena to complex
Internalization of sets of behavior. The Taxonomy panel
was also confronted with the problém of whether or not
educational objectives could be classified. The cocnference

participants realized that the phenomena to be ordered,

lBloom, op._cit., p. 26.
°Ipid., p. b.

31p14., p. 29.
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could not be observed as 1n the physical and biological
sclences, nevertheless, they agreed that they could be
classified:

.It was the view of the group that educational
objectives stated in behavioral form have their
counterparts in the behavior of individuals. Such
behavior can be observed, described and these
descriptive statements can be classified.

The belief that affective objectives ccoulid be classi-
fied according to cbserved behavior of individuals was
important because this study was alisc behavioraily based.
Affective traits essential to work were to be speczified as
descriptive observations of employees by employers and

these were later to be classified.

Handbook II also procvided a working definition of

the affective domain, which established the boundaries for
this study:‘

Affective: Objectives which emphasize a feeling
tone, an emotion or a degree of acceptance or re-
jection. Affective objectives vary from simple
attention to selected phenomena to complex but
internally corsistent qualities of character and
censclence. We found a large number of suth cb-
jectives 1in the literature expressed as interestgs,
attitudes, appreciations, values, and emotional
sets or biases.®

Another concern of the investigator was the actual
achlevabillity of objectives in the affective domain:

Handbook II dispelled scme of these misgivings.

lKrathwohl, op. cit., p. 5.

°Ibid., p. 7.
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The conference committee concluded: "A few studies appear
to us to make 1t clear that affective objectives can be
achieved by the schools 1f the attainment of such objectives
is regarded as sufficiently important by teachers and
administrators."l

The problem of the reality of three educational

domains posed a series of perplexing questions, one of
which was: "Does the affective domain really exist?"
Althcugh references to three areas of learning are recorded
as early as the writings of Aristotle, there is some un-
certainty concerning the tripartite classification of
educaticnal phenomena. Bloom, for example, doubts the
accuracy of classifying all activities into three distinct
domains:

For our purpose this (the affective area) will
include measures of 1nterest; measures of opinions,
attitudes and values; and measures of the person-
ality characteristics. We do not believe these
measures are purely measures of affective charac-
teristics since mang of them 1include cognitive
components as well.

Krathwohl, however, 1n discussing the three domains,

concluded, "teachers and curriculum workers who state objec-
tives do make distinctions between problem solving and

attitudes, between thinking and feeling, and between acting

and thinking or f‘eeling,”3 At the outset of thils study,

1bid., p. 81.

2Benjamin S. Bloom, Stabllity and Change in Human
Characteristics (New York: John Wiley and Sons, Inc., 1964).

Skrathwohl, op. cit., p. 7.
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one of the gulding principles was that the decisions
concerning the dlrection of the study were to be made
favoring the operationallity of the findings. The Krathwohl
statement, that teachers think in terms of three domains,
provided the most decisive argument toward accepting the
l1dea of the three domains. They are assumed to exist,

with appurtenant reservations.

Addltional References

A recent report of a Regional Commission on Educa-
tional Co-ordination (Pennsylvania), emphasizes the
importance of stating objectives as desired student
behavior: "Statements of the purposes c¢f education are
truly meaningful only when they are made so specific as
to tell exactly what a pupil is to be able to do after he
has had a given learning experience."l Concerning the
implementation of affective objectives, the report states,
"the impact of such statements on the curriculum or on
what actually takes place 1n classrooms 1s generally much

less than 1t might be.”2

The need 1is cited for detailed
descriptions of the operations and activities that a pupil
willl be capable of carrying out when he "understands,"

"has command," or "appreciates."

lC. M. Lindwall (editor), Defining Educational Objec-
fives--A Report of the Regional Commission on Educational
Co-ordination and the Learning Research and Development
Center (Pennsylvania: Unilversity of Pittsburgh Press, 1964),
p. 2.

Ibid., p. 1.
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The report was of value to this research because it
unmistakeably defined the nature and form educational
objectives must take to be meaningful goals. Tyler's
statement, for example, concerning the working of useful
objectives 1is very clear: '"describing the reactions we
can expect of persons who have reached the objective."l
Lindwall's emphasis upon specificity is another example
of how objectives should be stated. He suggests that the
focal point should always be the pupil and objectives
should include the exact behavior that the pupil is
expected to exhibit.2 Lindwall correctly contends that
"when the objectives are clearly defined and understood by
the student, he can perceive what he is trying to learn."3
He also suggests that when teachers can perceive what they
are trying to teach, by clearly defining objectives, they
can teach better. The Lindwall teaching-learning frames
are an application of these ideas into an organized frame-
work whose purpose it 1s to increase 1ntellection by a
perceptive device.

A review of the literature on educational objectives
also led to numerous statements by Cronbach which were

appropriate for consideration in determining what data was

11p14., p. 4.
°Ibid., p. 76.

31b14., p. 77.
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needed for the formulation of objectives 1in the affective
domain. Cronbach 1s emphatic concerning the need for
preclse statements of student responses:
Any educational objective which is to be studied
experimentally must be defined by stating the situ-

ation which the person 1is expected to encounter,
and the way he should respond.

Such a clear definition of the objectives helps
in planning and assessing the teaching far more
than does a general aim.

Defining objectives in terms of concrete,
cbservable changes to be made in the student's
behavior 1s a necessary preliminary to planning
how to teach, choosing teaching materials and class
problems, supervising practice, and evaluating the
learner's success--all depen? on a definition of
the responses to be altered.

The literature in business education contains many
references to the need for behavioral specifics in
stating objectives. Knepper's statements are typical of
the emphasis on student behavior: '"objectives stated in
terms of desired behavior will help to determine the
procedures reduired to secure the desired outcomes."2
Knepper reiterates the idea that personallty factors are
considered by employers 1n evaluatlng competence and should,

therefore, not be ignored by the schools:

lLee J. Cronbach, Educatlional Psychology (New York:
Harper & Brothers, 1960), pp. 39-40.

2Knepper, op. cit., p. 9.
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Subjective methods handled wilth a considerable
degree of objectlivity offer great promise for the
measurement of behavior that reflects personal
traits and attitudes. The impressions an individual
makes upon others play such a large role in success
or fallure on the job that they should not be over-
looked as a_ valid means of evaluatlng that persons
competence.l

When students know which aspects of learning and
behavior are to be appraised these will usually
become thelr real objectives in the course. It is
difficult to persuade them to place much emphasis
on elements of the Job behavior not being measured.

Concluding Statements Part 1

Educational objectives in the affective domain are
essential elements for planning teaching and learning in
the affective realm. Objectives in the past have been too
imprecise for developing definite affective talents.
Direction of affective learning requires explicitly framed
behavioral objectives leading to specific and intentional
outcomes, rather than chance occurrences. The literature
Supports the hypothesis that the educative process for
the achilevement of affective objectives can be most
accurately and adequately determined when the objectives
are stated as desired or expected student behavior.
Educational objectives in the affective domain, grounded
in desirable behavior, can function as guidelines in

shaping curricula, goals for student achievement and
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standards for the measurement of student and teacher
progress in developlng affective traits. Objectives in
the affective area, to be useful, require refinement
similar to the present state of development of educaticnal

objectives in the cognitive domain.

Part 2: An Analysis of Assoclated Concepts

Occupatilional competence is the ultimate goal cf
vocational educatlion. The preparing of pupils to functiocn
competently 1n thelr chosen occupational field 1s the task
assigned by society to the schools which accomplish the
task through vocational teachers. Before planning programs,
therefore, teachers of vocatlional subjects must first
determine the components of competence in a specific occupa-
tional field. A crucial question in curriculum construction
is, "What are the components of competence?" A second
question, which arises from the first, is, "How can these
components be organized for analytical and educational
purposes?" The affective area,with which this paper is
primarily concerned, can be viewed as one aspect cf the
total realm of competence. The cognitive and psychomotor

domains are the remaining realms of competence.

What are the Components of Competence?

Competence, in the present context, 1s defined as
having sufficient abllity or possessing the requisite

qualifications for a job. Standards of competence are
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established by employers. They are interpreted by
instructors for developing vocational programs. In the
cognitive and manipulative areas, standards of competence
are more easily discernable than 1In the affective domain.
The attitudinal aspects, however, are vital factors in
assessing employee competence. An adequate theory of
competent performance includes measures of attitudes,
measures of opinion, measures of values and measures of
other related personality characteristics simply because
they are essential components of competence. Employers
evaluate employees on the basis of their accumulating
responses and reactions. The concept of occupational
competence, proposed herein, takes cognizance of the
reality of the educational realms and includes factors of
all three as constitutional components of competence.

Thus, competence 1s considered to consist of some
combination of abilities and skills, blended with an
appropriate group of affective characteristics and interests.
These factors put together, comprise the personality sphere
of a qualified worker. Personality, in this interpretation,

includes all the characteristics which distinguish a person.

Affective Components of Competence

Affection deals with the willing and feeling functions
as distinguished from the knowlng and doing functions. Con-

versely, lack of affect 1is the absence of or weakness of
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emotional response to interpersonal and intrapersonal
preblems.l The affectlive components of competence are
difficult to 1solate because of thelr clustering nature.
Measurement presents an even greater challenge. Bloom
commented about the difficulty of measuring these components
when he wrote, "Thls has been a difficult area to measure
and one 1s struck by the lack of a unified view about how
to measure these characteristics."2 However, concerning
the measurement of these as 1ndividual characteristics, or
personality traits, he concludes:
The judgments made by persons who are 1n a
position to observe an individual over time or
under specified conditions represent one tech-
nique for quantifying personality characteristics.
These judgments, in the form of ratings, are
especlally useful when applied to a specific
characteristic elther observed directly or in-
ferred from case studies of the subject.
Such ratings, when made by competent observers,
are likely to be useful indicators of those per-
sonality characterlistics which are reflected in
overt behavior and in interpersonal relations.3
The three components of affective behavior which
vocational educators are most concerned with are attlitudes,
values and interests. These are all somewhat inter-related
In that each 1s an inclination to react or respond in a

special way to a given set of circumstances. A more

detalled analysis of these components follows.

2

lGood, op. cit., p. 18. Bloom, op. cit., p. 133.

31btd., p. 140.
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Attitudes and Values

An attitude 1s defined as a readiness to react toward
or agalnst some situation, person, or thing in a particular
manner, for example, with love or hate or fear or resent-
ment to a particular degree.l Basic values are attitudes
reflected or manifested in behavior over an extended
period of time. These basic values are likely to remain
stable, while their representation in particular attitudes,
views, and opinions may shift considerably over time.

Bloom in a chapter entitled "Interests, Attitudes, and
Personality," suggests the importance of considering the
time element in personality development.

What 1s common to most of these theoretical
formulations 1s the assumption of very rapid
personality development 1n the early years of
infancy and childhood, the possibility of marked
changes 1n the adolescent period, and the like-
lihood ofzsmall change during adulthood and
maturity.

Allport confirms this theory of change by stating that,

"All this evidence suggests that there 1s a change in these

characteristics throughout 1life. ."3

Attitudes and Interests

An interest 1s expressed in terms of attention to an

object, whereas an attitude 1s expressed in terms of a

1Good, op. cit., p. A48.
2Bloom, op. eit., p. 132.
31bid., p. 178.
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feeling toward an object or thing. Cattell provides a
more preclse distinction when he writes,

Attitudes are distingulshed from interests in
that they are defined not only by the object and
the strength of the attitude but also by the
direction in dynamic, feeling (i.e., orectic)
terms.

How Can the Components of Competence be
Organized for Analytical Purposes?

The components of competence have a generic relation-
ship in the concept of personality. All aspects of cbmpe—
tence are related in that the components can be identified
as a part of the larger personality sphere. In this
respect, the components of competence and the concept of
personality both refer to the reactions and responses which
constitute a person. Personality refers to all reactions,
while job competence refers to those responses which arise
out of an occupational situation. Thus, the concept of job
competence 1s a small segment of the concept of personality.

On the other hand, the affective domain, which 1s the
primary interest of this study, 1s only one facet of the
personality sphere and also only one aspect of competence.
The affective domain is an artificlal abstraction established
for the purpose of developing and understanding one phase of
the personality. The affective area 1s also an abstraction
from the larger class of related things which constitute

personal competence.

lCattell, op. cit., p. 383.
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The components of competence which need to be
identifled for educational purposes in all areas were found
to be abservable as baslc physical, mental, or personality
traits. For the purpose of analyzing the affective domain
separate from the others, identity can be more easlly
accomplished by viewing the affective components as basic
elements of the personallty, which are classifiable as
traits.

Quantifying Personality Charac-
teristics by One System

The components of competence, which are all a part of
the personality traits of a qualified worker, can best be
organized and categorized educationally when these are
vliewed as one facet of the personality sphere. Thils method
of approach permits the inclusion of the affective domain
in addition to the cognitive and psychomotor areas of
student development. The one -system personality approach
includes abilities, interests and affective traits found
in the personality sphere concept; 1t includes the blologi-
cal, soclological, and psychological components of the
functional approach; it includes the tripartite educational
approach of the three domains; and i1t includes the five
divisions of the worker tralt analysis approach (abilities,
interests, character integration, temperament and disposi-
tion). The proposed plan of organizing the components of

competence into one system 1s made possible by the broader
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structural framework provlided by the personality tralt
concept, whereln the combined tralts constitute all the
reactlions and responses of the individual. It includes
all aspects of behavior in all three domains, with each
element of behavior identified with either abilities,

interests or affective behavior.

Concluding Statements Part 2

Competence can be viewed as consisting of a con-
stellation of personality tralts. A technique designed
to analyze the affective area of competence should take
into consideration the divisicn of these components into
real or natural units. Personality tralts, which include
all aspects of behavior, are natural elemental units of
human behavior suitable for organizing and analyzing the
affective domain. Affective competence can be accurately
described when 1ts constituents are given as a pattern of
personality traits. Vocatlonal competence can be specified
in operational terms for industrial and educational purposes
when all of the components which comprise competence are
given as 1individually identified personality traits.

Personal competence 1n 1life and at work consists of
an adequate personality 1n interaction. Learning is also
a process of personality change; unless behavior has
changed, one has not really learned. The key to effective

behavior change is an individual's discovery of meaning.
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Attitudes, values, beliefs, and understanding affect
behavior the most. These factors when combined with
abilitles (mental and physical) and interests, in appro-
priate constellations, constitute occupational competence.
Affective experience is an essential dimension of an
adequate personality. Competence is an achlevement, not

a gift; people become adequate. Society's problem is to
produce people with adequate personalities who can perform
competently at work and away from work.l The initilal task
in developing competent people is to analyze the affective
domain for elements of competence. Educational objectives,
to be meaningful, require detalled descriptions and precise
specifications of the personality traits, in the affective
area, which are to be developed by students preparing for

a specified occupation.

Part 3: A Review of Literature Pertaining
to the Pilot Study

The technique for analyzing the affective domain,
which was developed as an integral part of this study, was
tested in a pilot study conducted in the food service
industry. A review was made of the historical development
of vocational education in this industry in order to inter-

pret the industry accurately and to determine how the

lPerceiVingL,Behaving, Becoming, The American Society
for Curriculum Development, 1961 Yearbook (National Educa-
tion Association, 1962), p. 97.
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present state of events evolved. The literature on job
analysls, Jjob descriptions, job specifications and worker
trait requirements was examined because these are the
sources from which educational objectives are formulated

in vocational education. The specifications, theoretically,
include all the requirements of the job. The review of

the literature revealed the existing data to be vague and
especlally inadequate in the affective domain. It was
dlscovered from the readings that objectives in the affec-
tive area cannot be formulated from the data derived from
Job analysis techniques. Convincing evidence was provided
in the literature that the existing techniques are wholly
inadequate for the affective domain and that a better

means of analyzing the affective aspects was needed. These
findings led to the development of the personality trait
technique of analysis discussed in the next chapter. The
literatufe revealed a serious neglect of the affective
domain and the need for research to discover methods of
analyzing the area for planning vocational educatlon programs.

A Brief History of Vocational Education
Studies in the Food Service Industry

The historical development and the present status of
vocational education in the food service industry are dis-
cernable from five studles of the industry's educational
problems completed between 1920 and 1960. Hawkins (1920)

Investigated the need and requirements of establishing a
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system of vocational teaching for hotel and restaurant
occupations.l Hawkins analyzed every vocatlional calling
in the industry and recommended a program for all skill
levels, 1including a detalled set of proposals for imple-
menting the program. Pope (1948) found that vocational
education in the industry 1s mainly patchwork programs,
and that the deplorable condition is due to a lack of
instructional materials, qualified instructors, physical
facilitlies, and a lack of management interest and support.2
The Statler Foundation (1955) sponsored a study to deter-
mine ways to alleviate a critical shortage of cooks and
bakers. The proposals included the development of a curricu-
lum, the preparation of manuals and books, the establishment
of area vocational schocls, the expansion of correspondence
3

courses and the establishment of teacher training programs¢-

Tower (1959) studied the hotel industry's educational needs

1Layton S. Hawkins, Vocational Education in the Hotel
Business, A Report to the American Hotel Association of
the United States and Canada, 128 pages; no copyright or
publisher indicated.

2John B. Pope, The Report and Recommendations on
Hotel Education and Training, submitted to the Joint Edu-
cational Planning Committee of the American Hotel Assocla-
tion and the Hotel Greeters of America, October, 1948,
67 pages; no copyrlght or publisher indicated.

3Statler Foundation, A Research Study to Improve the
Supply of Cooks and Bakers for the Benefit of the Hotel In-
dustry (Buffalo, New York: Statler Foundation, 1955), 39
pages; no copyright or publisher indicated.
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and found that two of the main problem areas are the
eritical quantitative and qualitative deficiences of cooks
and waltresses. Tables showing the results of thils research
are in Appendix A.l Weems (1960), investigating the possi-
billity of launching a large scale 1ndustry education and
training program, concluded that competent educational
leadership was needed to develop and guide needed programs.
Weems inferred that aggressive leadership was not now
avallable and that educators with specialized talents in
this particular field need to be recrulted and leadership
developed before substantial progress in developing voca-

tional programs is possible.2

Related Job Analysis and Job
Description Literature

Kneeland (1963) prepared a manual on job analysis
techniques which shows 1n detall the data derived and the
procedure for conducting job analyses. The manual reveals

the duty and task orientation of job analysils procedures

lJ. W. Tower, Educational and Recruitment Needs of
the Hotel Industry (New York, New York: Industrial Rela-
tions Counselors Service, Inc., 1959), for the American
Hotel Association, 65 pages; no copyright or publisher
indicated.

2Robert C. Weems, Jr., The American Hotel Institute:
Its Role in Hotel Education, A special Report Prepared for
the American Hotel Institute, 1960), no copyright indicated.
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and the exclusion of talents that are required in the
affective domain.l

The Texas and Indiana Employment Commissions (1956,
1957) have published Job description literature related to
food service occupations. These are industry and educa-
tional standards for developing job specifications and
gulding curriculum construction, but they only vaguely

refer to affective abilities.e’3

The Natlonal Restaurant Associatlion has published
two manuals on employee training (1954), both refer exten-
sively to the affective aspects of occupational competence.
Nevertheless, no specifications or teaching methods are
provlded for developlng these traits. Effective teaching

1s not possible with the limited data which is provided.u’5

lNatalie Kneeland, Job Analysls Techniques, for the
University of Texas, in cooperation with the Texas Educa-
tion Agency, Distributive Education Division. 1963
edltion.,

2Job‘Descriptions in the Texas Restaurant Industry
%repgred by the Texas Employment Commission, Austin, Texas
1956).

3Guide to Job Descriptions in the Indiana Restaurant
Industry, prepared by the Indiana Employment Security
Division in cooperation with the Indiana Restaurant Associ-
ation, Indianapolils, Indiana (1957).

“A System of Employee Tralning for Restaurants, pub-
lished by the National Association, copyright by the Bishop-
Stoddard Cafeteria Company, Chicago, Illinois (1954).

5A Management--Personnel Training Program for Drive-In
Restaurants, edited by Kenneth Lawyer, published by Manners
Big Boy Restaurants, Cleveland, Ohio, distributed by the
National Restaurant Association (no publication date given).
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The United States Employment Service has published
three documents pertalning to job descriptions and occu-
pational titles 1n the industry.l’2’3 The latest manual
is a worker tralt analysls study which was focused on
physical capacities, training time, working conditions,
general education requirements, aptltudes, interests and
temperament. Each of the manuals has a bearing on this
study's areas of concern, although the affective domain
i1s not emphasized 1n the studles. This lack of emphasis
indicates the need for more research to determine why the
affective area 1s virtually omitted, or at least neglected,
in Job analyses.

A Review of Studies in the Affective

Domain Conducted in the Food
Service Industry

Studies in the affective area are sparse in the food

service 1ndustry literature but several deal specifically

lU. S. Department of Labor, Dictionary of Occupa-
fional Titles, Part I and Part II, United States Employment
Service (Washington, D. C.: U. S. Government Printing
Office, 1939).

2U. S. Department of Labor, Job Descriptions, Hotels

and Restaurants, Vols. I and II, Division of Standards and
Research (Washington, D.C.: U. S. Government Printing
Office, 1938).

3WOrker Trait Requirements for 4000 Jobs, op. cit.
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with this subJect. Whyte (1948) found that the crucial
factors affecting work adjustment, performance, efficiency
and happiness among employees in hotels and restaurants
were human relations problems pertaining to social adjust-
ment.1 In another study, focused on personnel problems,
Whyte discovered that hotels differ from other forms of
business organization in a number of iImportant ways. The
main product for sale in hotels is human service, which in
contrast to material goods, is very difflcult to standar-
dize. Production organizations serve an impersonal market,
whereas service organizations serve a very personal market.2
The distinctlion drawn by Whyte 1s an important consideration
in developing curricula for vocational programs leading to
competence in service oriented industries.

Farrell (1963) conducted a study that involved the
customers and service personnel of thirty-five hotel dining

3

rooms and of fifty restaurants. Thirteen hundred customers

1William Fcote Whyte, Human Relations in the Restaurant

Industry (New York, New York: McGraw-Hill Book Co., Inc.,
1948).

>

“William Foote Whyte, "Human Relaticns in the Hotel
Ipdustry," Action Research for Management (Homewood,
Illinois: Richard D. Irwin, Inc., 1965).

3Thomas Farrell, Communications in the Food Service
Industry, a study largely underwritten by a grant from the
Food Service Industry Research Center of the Hotel, Res-
taurant, and Institutional Management School, Michigan
State University. Excerpts published in The Cornell
Quarterly, November, 1963, and November, 196%4.
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were queried about their satisfaction or dissatisfaction
with different food service establishments and the service
given them. Two hundred and fifteen service personnel and
130 supervisors were interviewed concerning their goals.
The employees' replies were compared to the customers'
responses. Farrell found that most of the service indus-
try personnel are more job-oriented than customer-oriented.
The lines of communication between management and service
employees were studied to learn how effectively management's
policles are conveyed to those who serve the customers.
The findings were that the communication problems are
critical 1in this area.

Armatas (1962) found that the social adjustment
problem and the physical demand problem were the two most
difficult for food service employees to solve.l By gener-
alizing the personal characteristics common to successful
food service employees, Armatas developed a descriptive
model. The character traits which comprise this model
employee are placed in Appendix B. A weakness of Armatas'
study appears to be his generalization that the model
applies to all food service employees instead of specified

occupational classifications.

lJames P. Armatas and Donald E. Lundberg, The Manage-
ment of People 1in Hotels, Restaurants and Clubs (Dubugue,
Iowa: William C. Brown & Company, 1964).
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Employee Evaluation Forms

Flanagan (1954) developed a procedure for evaluating
employee performance called the "Critical Incident Tech-
nique."1 This is a method of determining competent perform-
ance by studying the behavior of workers. Flanagan defilnes
a critical requirement as one "which is crucial in the sense
that 1t has been responsible for outstandingly effective or
definltely unsatisafctory performance of an lmportant part
of the Jjob or activity in question."2 The technique is use-
ful for employee evaluation but the data is too generalized
for developling course material and curriculum.

Tillotson and Styer (1965) analyzed on-the-job inci-
dents of behavior and were able to establish eleven major
requirements for successful performance in food service

work.3 Although useful for rating, the factors are too

imprecise to plan training programs designed to develop

them.u

1J. C. Flanagan, "The Critical Incident Technique,"
Psychological Bulletin, No. 51 (1954), p. 327.

2J. C. Flanagan, "Critical Requirements: A New
Approach to Employee Evaluation," Personnel Psychology,
Vol. 2 (Winter, 1949), p. L19.

3Jeanne L. Tillotson and Joanne Styer, "Performance
Evaluation Form for Food Service Employees," Journal of
the American Dietetic Association, Vol. U7, No. L (October,
1965), pp. 301-304.

uThe factors were cooperatlion, adaptability, inter-
est in doing a good job, initiative, followlng directions,
malntaining food service standards, housekeeping, attention
to detail, relations with supervisor, sensitivity to needs
of others, personal appearance, personal conduct, and
dependability.




CHAPTER IV

A TECHNIQUE FOR ANALYZING THE

AFFECTIVE DOMAIN

The exlisting methods and techniques of analyzing
Job~worker situations for educational purposes, found in
the literature included job analysis, occupational analysis
and worker trait analysis. An examination of the job
descriptions and specifications which were derived from
these traditional analytical techniques, indicated that
these approaches to analysis provided 1lnadequate data for
planning educational programs for service oriented occupa-
tions.l Service occupations consist primarily of human
service, the development of affective abilities 1s there-
fore important. However, a more inclusive and extensive
analytical approach is needed to identify the affective
components of competence for these occupatlional fields.

A theory and technique of analysls were therefore
developed for this thesis which take the affective aspects

of job-behavior into account. The proposed theory is

lA series of job specifications for food service
industry occupations are submitted as examples of evidence
In Appendix C.

59
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based upon a behavioral concept of education and work. The
analytical technique 1s based upon a combination of the
personality trait concept of occupational competence,

which was explained in the previous chapter, and the

theory of behavior which follows.

A Theory of Trailt Analysis Based Upon a
Tentative Theory of Human Behavior

Occupational activity and educational objectives
are generlcally linked by human behavior. Industry
evaluates employees by a set of criteria which are basi-
cally end-product behaviors. Education is the process of
modifying or changing behavior to sanctioned standards of
soclety: in the case of vocational education, to standards

of industry. Dewey described these desired changes as

statements of aims of education: "We frame our explicit
alms in terms of some alteration to be brought about."l
Hull explains: "The results of the learning process can be

known onlyindirectly through observation of the subsequent
behavior of the lear'ner'.”2 Cronback defines learning:

"learning is shown by a change in behavior as a result of
n3

experience. Mennlnger writes:

lJohn E. Dewey, Democracy and Education (New York:
The MacMillan Company, 1963), p. 111.

2Clark L. Hull, Natlonal Society for the Study of
Education, 1942 Yearbook, Part II, The Psychology49§
Learning (Chicago: Unilversity of Chicago Press, 1942),
p. 61,

3Lee J. Cronback, Educational Psychology (New York:
Harcourt, Brace and Company, 1953), p. 47.
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Behavior is really the product of the combined
process of perception, intellection and emotion. . .
feelings and behavior are chiefly the result of
development and training. Our inheritance does have
something to do with the way 1n which we develop
but by comparison with the environment 1t 1is of
minor importance.

Behavior, however, 1s deeply rooted in personality,
and personality is primarily psychologically and sociologl-
cally rooted. Thus, a behaviorai base fcr analysis 1is
acceptable for this study because it provides a basic con-

ceptual commonaiity,linking job-worker situations in

U

indvustry with psychclogical and scosiclogical concept
These in turn are linked with educaticnzi rtheory and
practice. Industry and eduzztion are both concerned with
behavioral ouvtcomes.,

Job benavior can be conceived as the manifested se:
of responses and reacticns oI a workingman resuiting from
acquired or innate traits in the cognitive, psychomotor
and affective areas of human learning. Stated less
technically, empioyee activitles consist of a combinaticon
of skills, knowledges, attitudes and understandings. When
these tacturs are stated as a w.:ker's responses and
reactions they constitute job behavior. The specification
of occupaticnal activity in terms of behavioral descrip-
tions would facilitate educational planning for vocational

purposes.

1W1lliam C. Menninger and Munro Leaf, Ycu and

Psychiatry (New York: Scribner's Sons, 1955), p. 9.
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A behaviorally based theory of analysis has the
important advantage of bringing job-worker analysis, job
descriptions and specifications, educational goals and
related psychological and soclological aspects of the
teaching-learning process under one common conceptual
umbrella. In practice, an application of the theory
would require a change of focus from the job tasks to the
psychological requirements essential to job performance.
An analytical inquiry would center upon desirable job
behavior instead of operational functions. The written
reports of analysis including job specifications, would
become specifications of job behavior. Since job specifi-
cations are now an 1lndispensable tool for establishing
training objectives 1n industrial programs, stating the
specifications as desirable job behavior would enhance
their utility. Gilmer emphasizes the importance of
specifications to educational planning when he writes:

Procedures for the specification of the behaviors
to be developed in a training program are extremely
important because on the basis of Ehese specifications
the entire program is established.
Standardization of terminology and technique would enable
educators, psychologists and industrialists to work on

common grounds with interchangeable and communicable under-

standings.

lB. von Haller Gilmer, Industrial Psychology (New
York: McGraw-Hill Book Co., Ins., 1961), p. 134.
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Behaviorally stated specifications would also be
more easlly converted into attainable training objectives.
Specified behavioral responses which are expected at the
end of a course of instruction are ideal educational objec-
tives. Most important, however, to this study 1s the con-
sideration that Job behavior specifications would take
into account the affective domain and wouid permit entry
of affective objectives 1nto course content and curriculum

construction.

Personality and Job Behavior

The management literature of recent years draws
heavily from the behavicral sclences in its approach to
solving perscnnel problems of the firm. An example of
this orientation are the publications of the Institute
of Social Research at the University of Michigan. Rensis
Likerts' observations and ideas are particularly pertinent
to this study. Figure 6 an excerpt taken frcm Likerts!
study, diagramatically shows the vital relationship between
personality and job behavior. The 1initial input 1in almost
all theories of behavior 1is personality. Conversely,
behavior is the reaction resulting from a set of stimulated
personality traits. The behavioral theory of analysis,
therefore, appropriately functions as the foundation of
the about to be proposed personality trait technique. Before
developing the technique, however, it 1s necessary to
examine the nature of personality because it 1s the keystone

Lo the development of the technique.
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The Nature of Perscnality

Personality Defined

It is doubtful that there is a universally acceptable
definition of the term "personaiity." In Allports'
scholarly survey of personality theory, for instance, some
fifty-three definitions of personality are cited as
existing in the literature.1 In the present study, however,
the term will be used in a common dicticnary sense: "“Person-
ality, (1) that which constitutes a perscn, or (2) that
which distinguishes and characterizes a person;"2 and in
the sense of Catteli's descripticn c¢f personality:

The reactions which constitute the data of

personality study are a.l the reactions of the
organism: 1ts reactions to people, things, and
ideas; its partial reaction, as in reflexes, and

1ts total reaction; its conscious reactions, and
its unconscious reaction.

Personality Factors Relevant to Job Success

Authorities differ regarding the segments of person-
ality which they consider pertinent to job success and
satlisfaction. The United States Employment Service, for

example, based 1ts extensive worker trait requirements

lG. W. Allport, Perscnality: A Psychological Inter-

pretation (New York: Henry Holt and Company, Inc., 1837).

2College Standard Dictionary (New York: Funk and
Wagnalls, 1943).

3

Cattell, op. cit., pp. 15-16.
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study on the assumption that the important factors can be

classified in the following five categories.

l.

The
fications
the above

determine

1

Abilities. (a) More constitutional abilities
and aptitudes; e.g., intelli-
gence, musical aptitude,
spatlial reasoning.

(b) Attainments. Acquired informa-
tion, verbal and other skills.

Interests. (a) Considered quantitatively as
interests, object cathexis of
love or aversion.

(b) Considered gualitatively as
sentiments, attitudes, tastes,
infatuaticns, and phobias.

Manner of Character Integration.
(a) Stability, moral orientation
(b) Other general characters of
the dynamic structure.
Temperament. (a) Including temper and emotion-
ality.
(b) Constitutional reactivity.
Disposition. The predominant dynamic drives
and purposes coloring persona-
lity.
worker trait analysls study analyzed job classi-
according to some of the factors that constitute
divisions. The technique did not, however,

the specific affective personality tralts of

competence. Nevertheless, the data are highly refined and

appear useful for planning educational programs for the

development of the cognitive and psychomotor components

of competence.

lWorker Trait Requirements for 4000 Jobs, op. cit.
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Personality as Working Capacity

Griew, utilizing an operationad-functional approach,
developed "the concept of working capacity," in which
working demands are counterbalanced with working capacity.l
Individual capacity for work is considered in terms of
those features of the capacity which are primarily consti-
tutional and those which result from training and education.
The specific elements which constitute an individuals
capacity for work according to Griew are:

1. Physical Makeup

2. Attainments

3. General Intelligence

4, Special Aptitudes

5. Interests

6. Dispositions

7. Circumstances2

Several ways of increasling the efficiency and effec-
tiveness of men at work have been utilized by industrial
psychologists. The common placement procedure of "fitting
the man to the job" 1s the traditional and best known
approach. More recently "fitting the job to the man" has

come into vogue. This method is called "Ergonomics," and

lStephen Griew, Job Re-design, Organization for
Economic Co-operation and Development, Paris (New York:
McGraw-H11l Book Company, 1964).

2

Ibid., p. 36.
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its object is to reduce worker stress by alteration of the
working conditions and environment.l The present proposal
suggests "preparing the man for the job" by the development
of the personality traits which are required for a specified
job. This would require identificaticn of the traits;
determining a worker's state of trait development; and then
developing course material to take the student from where

he 1s on a glven scaie to where he ought to be. The approach
could be similar to the ability profile technique used in

student counsellng,2

The Personality Sphere

The interpretation of personality which proved the
most promising for the present study was the one glven
by Cattell, who classified all the psychological traits
which constitute a person according to dominant personality
trait groups. From these he compiled "a 1list of variables
constiltuting the complete personality sphere.“3 Cattell
combined the various interest traits, (scientific interests,

language interests, business interests, and interests 1in

Ibid.

2George K. Bennett, Harold G. Seashore, and Aiexander
G. Wesman, Counseling From Profiles. A Casebook for the
Differential Aptitude Tests (New York: Fsychologicai Corpor-
ation, 1951).

3catte1l, op. cit., pp. 219-241.
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people), with the various abilities, (intelligence, physical
abilities, and aptitudes), and added to these the unclassil-
fied personality traits. Most of these are 1in the affective
category. These traits, according to Cattell, "constitute
the complete personality sphere." For the present study all
traits which were not abilities or interests, were considered

affective traits.

A Personality Trait Technique of Analysis

The foregoing findings led to the development of a
technique of analysis based on the underlying idea that
a person has a personality sphere which is made up of
personality traits. These traits are all the elements
which constitute, distinguish, and characterize a person.
They are his responses and reacticns. Thus, the education
and training of a vocationally competent perscn reguires
the development of an adequate personality (1) in the
appropriate affective areas; (2) in areas of abilities; and
(3) 1n areas of interest. The development of the appropriate
personality tralts can then be viewed as the process of
reaching a state of vocational competence. The goal of
competence is achieved when these traits are develcped to

established standards.
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The Nature of Personality Trailts

Consistency and Change

The term "trait" is used in the sense of a mental
structure deduced from a continuous--or, more commonly, an
intermittent--set of benavior manifestations remaining
recognizably consistent over some period of time. It
is in the very nature of both common and unique traits
that they slowly change their forms, so that even if
perfectly measured they would not give perfect repeat
consistency cocefficilents. Cattell explains this changing
nature when he writes,

For a trait,. . .1s not a characteristic of

the individual, inherent in the individual, but
a relationship between the 1ndividual--or rather
his group--and some real (or formerly real, or
phantasy) object. It can be defined only in
terms of both organism and environment, which
are constantly changin%; no trait, unique or
common, is unchanging.

The above explanation of the changing nature of
traits, 1s important to this study. If personality change
did not occur, then educational objectives could not be
developed which propose to bring the behavior change about.
There is, therefore, need for ccnsistency over short
periods of time which makes it possible to identify and
group individual traits into clusters of unified traits.

But there is also change over longer periods of time which

l1v14., p. 124.
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lends credence to the theory of personality trait measure-
ment and adds 1mpetus to the idea that personality traits

can be taught and learned.

Common and Unique Traits

Some traits are quite common--(i.e., similar in all
people and present in various degrees in all)--others are
unique to the individual. Cattell suggests, "It is there-
fore possible to say, with respect to some traits, that
different 1individuals have more or less of the same trait.“i

An Explanatlon of the Personality
Trait Techniqgue

Scope of the Technique

Personality, for this particular postulation, is con-
sidered to consist of all human behavior manifested in
reactions and responses. Inclinations to act, established
by the previous responses, are also considered personality
traits. These traits considered collectively comprise
every known reaction, response, inclination or dispositicn.
By transition, the components of personal and occupational
competerice are comprised of a constellation of personality
traits. These include (1) interests (business, people,
language, scientific, etc.); (2) abilities (mental and

physical); and (3) affective traits, comprised primarily of

11514., p. 61.
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attitudes, values, appreciations, beliefs and other emotional
sets or biases.

The proposed technique consists of analyzing the
personality traits that constitute the characteristics of
a model employee for a specific occupational classification
or fleld. By 1ldentifying the abilities, interests and
affective components which are essenftial tc a vocational
calling it can be determined what the cognitive, psycho-
motor and affective requirements of each position are. The
technique identifies what a person should know, what he
should be able to do, what he should be interested in, and
what his attitudes should be to assure a likelihood of
adjustment to a specific occupation. From these findings
1t may be possible to determine course content and construct
a curriculum for developlng the desirabls personality
traits which are essential to occupational adaptation in
any given field. The technique determines what an adequate
personality in an occupational situatlion consists of and
suggests a procedure to develocp it.

Analyzing the Cognitive and
Psychomotor Domains

The first step 1n using the technique involves the
identification and 1solation of the personality traits
that are essential to each occupation. The data required
for the abilities and interest factors is available in a

recently published document by the federal government
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1

entitled, Worker Tralt Requirements for 4000 Jobs. The

manual is a comprehensive compilation of the ability and
interest requirements of all major job classifications.

The data 1s sufficiently precise for formulating educational
objectives in these two areas of development. The document
specifies the training time required, the general educational
and vocational development needed, the aptitudes and temp-
erament needed, the physical capacities required and the
interests which are necessary for occupational adjustment

in respective fields. The qualifications are indicated

in the form of factoriai components e.g., "aptitude factors,"
"temperament factors," etc. The data's usefulness is
demonstrated 1in the next chapter.

The specific tasks or duties which a worker needs to
perform to meet the requirements of each job can be identi-
fied as aspects of behavior expressed in the form of job
specifications. These can be determined by the traditional
Job analysis method and then combined with the trait tech-
nigue results for formulating educational objectives which
serve as guldelines in the development of specific skills
and the attalnment of specific knowledge. There 1is a signi-
ficant difference in focus and emphasis, however, between
the traditional method and the proposed technique. Job

analysis 1s focused upon the Job and requirements are

lWOrker Trait Requirements for 4000 Jobs, op. cit.
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stated as dutles or tasks, whereas the personallty trait
technlque centers upon the worker and requirements are
stated as behavioral outcomes. The job analysls technique
1s task orlented, the personality trait technique 1is person
oriented: for the former, job requirements are analyzed;

for the latter, worker tralt requirements are analyzed.

Analyzling the Affective Domain

The flnal phase of the proposed technique deals wilth
the development of a method for analyzing the affective
domain. The proposed procedure is to furnish knowledgeable
employers 1n the occupational field with a comprehensive
and descriptive 1list of bl-polar personality traits for
the purpose of 1identifying, by selection, the trait pailrs
which should be considered in evaluating employees. The
universal trait 1list developed for this purpose is Table
3, which includes all known personality traits and elements

in the affective r'ealm.l

The Table of Traits

The personality trait table 1s composed of 149
opposing trait pairs placed in polar positions with a
descriptive set of definitions for each trait. The table

of tralts can be viewed as a master list of personality

1Because of its length Table 3 has been placed at
the end of the chapter in order not to break the continuity
of thought in the text.
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tralits from whlch capable observers can select traits
important to a given occupation. The table of personallty
traits lists the known elements which constiltute the

affective domain.

Collectlion of the Data

The table of traits, because of 1ts inclusiveness,
contalns many trailts not essential to any given occupatlon.
In order to assure participation and reduce respondents'
resistance it is advisable to pre-select the traits to be
scored. In the two-stage approach the first panel merely
selects the relevant trait pairs, a new trait table is
formulated which contains their selection, and these trailt
pairs are then placed on a continuum for scaling and
scoring by a final panel of experts drawn from the community.
The 1nstrument utilized for data collection in the pilot
study, which has been placed in Appendix D, 1s an 1llustra-

tion of the method by which the desired data 1s obtainable.

Computation of the Data

The data which 1s derived from employers can be
tabulated on a tally sheet similar to the exhibit presented
in Appendix D, entitled, "Opinion Frequency Distribution."
The computation of the incldence of trait selection and the
scaling quantification figures provide the results which

the research is seeking. The estimated degree of trait
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development 1s determined by simply calculating the fre-
quency of occurrence. The degree with the greatest concen-
tration of replies (mode) 1s chosen to represent the

consensus of managements' opinion.l

Qualification Profile

A proflle of the trait characteristics which describe
a model employee can be constructed for each vocational
calling. By placling the ratings of the employers for each
Job position en a qualification graph the affective traits
which are essential are entered, the degree of trait
development at different time intervals is indicated and
the trailts relative 1mportance is revealed. The profile
diagramatically illustrates the expected qualifications
for a given job classification. A worker's abilities and
traits can be determined by examination and interview.
When these are plotted on the profile sheet in comparison
with the qualification requirements, it 1s possible to
determine the areas of weakness where additional trait
development is needed.

The technique 1s described and the instruments are
demenstrated in greater detail in the next chapter which

1s a demenstration of the technique's utility.

lIn teaching, it is surmised that some students will
exceed the consensus standards, most students will approxi-
mate them, and some will fall below. This would provide
for the varying standards of employment.
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TABLE 3.--Affective bi-polar personality trait 1ist.

A T e ——
1. ALERT ABSENT-MINDED
(observant, vigilant) (dreamy, indefinite)
2. ACQWISITIVE
(greedy, grasping)
3. AFFECTED NATURAL
(theatrical, pretentious) (sincere in manner)
b. AFFECTIONATE FRIGID
(loving, fond, comradely) (cold, indifferent)
5. AGOROPHOBIC
(nervous out in the open)
6. ALCOHOLIC
(addicted to getting drunk)
7. AMBITIOUS UNAMBITIOUS
(aspiring, self-improving) (lackadalsical)
8. AMOROUS LUSTLESS
(erotic, lustful, amative)
9. ANALYTICAL
(casuistical, hairsplitting)
10. ANTEVERT RETROVERT
(forward-1looking) (retrospective)
11. ARGUMENTATIVE
(altercative, contentious)
12. ARROGANT HUMBLE
(insolent, proud, snobbish) (meek)
13. ASCETIC SENSUOQUS
(abstinent, abstemious) (pleasure-seeking)
14, ASSERTIVE SUBMISSIVE

(dominating, aggressive)

(obedient, self-abasing)




78

TABLE 3 (Continued)

e ———————

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

AUSTERE PROPLIGATE

(stern, dignified, severe) (abandoned, debauched)

AUTOCRATIC

(domineering, dictatorial)

BOASTFUL MODEST

(blustering, vauntful) (unassuming, demure, coy)

BROODING UNREPINING

(sulky, moody, mopey)

CAUTIOUS RECKLESS

(wary, careful, precautious) (risk , dashing, careless)

CHARMING

(pleasurable personality, sweet)

CHEERFUL GLOOMY

(gay, happy, lighthearted) (depressed, sad, melancholy)

CLEAR-THINKING INCOHERENT

(does not lose head 1f excited) (confused, disoriented)

CLEVER

(aglle, adroit, deft)

CLAUSTROPHOBIC

(nervous in small enclosed spaces)

CONCEITED SELF-DISSATISFIED

(self-important, vain, cocky) (self-lothing, self-
accusing)

CONSCIENTIOUS CONSCIENCELESS

(dutiful, active super ego) (unscrupulcus, expedi-
ential)

CONSTRUCTIVE

(creative, happy in bullding and making)

CONTENTED DISSATISFIED

(satisfied, adjusted) (discontented, wistful)

CONVENTIONAL INDIVIDUALISTIC

(dissenting, unpredictable

(conformin rim)
& P in outlook)




TABLE 3 (continued)

30.

31.

32.

33.

34,

36.

37.

38.

39.

Lo.

41,

42,

43.

COOPERATIVE
(helpful, willing)

COURAGEOQUS
(brave, plucky)

CURIOUS
(inquisitive, snoopy)

CYNICAL
(sneering, nihilistic)

DEBONAIR
(Jaunty, dapper, natty)

DEFENSIVE
(self-justifying)

DUBITATIVE
(doubting, hesitant?

EASYGOING
(happy-go-lucky, good-natured)

ECCENTRIC
(queer, unpredictable)

EFFEMINATE
(womanish, girlish)

EGOTISTICAL
(incapable of object love)

ELOQUENT
(fluent, oratorical)

EMOTIONAL
(emotionality in socilability)

ENERGETIC-SPIRITED
(chipper, forceful, high-
spirited)

CBSTRUCTIVE
(saboteurish, 111-
wishing)

COWARDLY
(giving way to fear,
flinching)

UNENQUIRING
(incurious, searchless

IDEALISTIC

(noble-minded, lofty)

DECISIVE
(decided, sees in black
and white)

PERNICKETY
(unteasable, strained)

MASCULINE
(virile)

ALTOCENTRIC
(thinking of others)

INARTICULATE
UNEMOTIONAL
(opposed to emotionality

in tenderness)

LANGUID
(listiess, spiritless)
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TABLE 3 (continued)

s
Ly, ENERGETIC-INDUSTRIOQUS LANGUID
(active, strenuous, tireless) (fatigable, 1dle, lazy)
45. ENTERPRISING SHIFTLESS
(eager to undertake) (helpless)
46. ENTHUSIASTIC APATHETIC
(zestful, zealous, avid) (world-weary, desireless)
47. EVASIVE FACING LIFE
(equivocating, escapist)
48. EXCITABLE PHLEGMATIC
(thrillful, volatile) (stolid, immobile)
49. EXTRA-PUNITIVE PRAISEFUL
(critical, nagging) (complimentary)
50. EXHIBITIONIST SELF-EFFACING
(self-displaying) (not show-off)
51. FAIR-MINDED PARTIAL
(fair, just) (prejudiced, biased)
52. FASTIDIOQUS COARSE
(prudish,; dainty, over-nice) (slovenly, crude,
slatternly)
53. FLATTERING
(fawning, oily)
54. FORMAL CASUAL
(ceremonious, ritualistic) (informal, offhand,
spontaneous)
55. FRANK SECRETIVE
(straightforward, candid) (guarded, non-committal)
56. FRIENDLY HOSTILE
(accommodating, obliging) (surly, disagreeable)
57. GENEROUS TIGHT-FISTED
(indulgent, liberal) (mean, stingy).
58. GENIAL COLD-HEARTED

(cordial, hospitable)

(inexpansive, infestive)
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TABLE 3 (continued)

E
59. GLUTTONOUS
(overfond of eating, piggish)
60. GRATEFUL THANKLESS
(appreciative, thankful) (ingrateful, inappreci-
ative)
61. HABIT-BOUND LABILE
(stereotyped, in a rut) (unroutinized, youthful)
61. HARD SOFT-HEARTED
(callous, harsh, unfeeling) (sensitive to feelings of
others)
62. HEADSTRONG GENTLE-TEMPERED
(self-willed, fiery) (conciliable, ruly,
passionless)
63. HEARTY QUIET
(boisterous, vibrant, noisy) (mild, gentle, milque-
toast)
64. HIGH-STRUNG RELAXED
(tense, intense, hectic) (calm, serene, inex-
citable)
65. HONEST DISHONEST
(truthful, upright, (cheating, lying,
principled) thievish)
66. HURRIED LETHARGIC
(hustling, pursuing (leisurely, unhurried)
competition)
67. HYPOCHONDRIACAL
(concerned with half-imagninary illnesses)
68. IMAGINATIVE DULL
(fanciful, visionary) (unimaginative,
plodding)
69. IMITATIVE NON-IMITATIVE
(apish, quick to copy) (inemulous)
70. IMPULSIVE DELIBERATE

(impetuous, hasty)

(level-headed, self-
restrained)
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TABLE 3 (continued)

—__
71. INDEPENDENT DEPENDENT
(self-reliant, self-helping) (passive, clinging)
72. INFLEXIBLE ADAPTABLE
(rigid, conservative, (elastic, flexible)
die-hard)
73. INHIBITED INCONTINENT
(restrained, constralned) (free, expresses emotions
easily)
74. INTERESTS WIDE INTERESTS NARROW
(emotional response to many (emotional response
things) narrow)
75. INTUITIVE LOGICAL
(implicit thought) (explicit, detached
thought)
76. INTROSPECTIVE
(looking into the self)
77. IRRITABLE GOOD-TEMPERED
(crabbed, hot-tempered) (slow to anger)
78. JEALOUS
(envious, rivalrous)
79. KIND (BY DISPOSITION) RUTHLESS
(benevolent, maternal) (uncharitable, mean-
spirited)
80. KIND (ON PRINCIPLE)
(christian, humanitarian, considerate)
81. LAUGHTERFUL MIRTHLESS
(Jestful, flippant) (laughterless, unamused)
82. LEADING (NOT DOMINEERING)
(managing, leading democratically)
83. LOYAL FICKLE
(faithful, stanch, true) (inconstant, never
attached)
84. MATURE (IN EMOTIONAL INFANTILE

DEVELOPMENT)
(frustration tolerant)

(not self-objective)
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TABLE 3 (continued)

‘ = e C——
85. MEMORY GOOD FORGETFUL
(recollective, retentive) (amnesic, aphasic)
86. MISCHIEVOUS
(impish, wanton, playful)
87. MULISH REASONABLE
(obstinate, contrary) (tractable, teachable)
88. MYSTICAL APPOLLONIAN
(superstitious, soulful) (matter-of-fact,
classical)
89. NEUROTIC
(unstrung, nervous tics)
90. OPINIONATED TOLERANT
(narrow-minded, fanatical) (open-minded, liben-
alistic)
91. OPTIMISTIC PESSIMISTIC
(sanguine, hopeful) (hopeless, despairful)
92. ORIGINAL BANAL
(resourceful, inventive) (notionless, poverty of
ideas)
93. PATIENT IMPATIENT
(forebearing, long-suffering) (overhasty, restive)
94. PAINSTAKING " SLIPSHOD
(neat, thorough, accurate) (lax, careless,
slovenly)
95. PEDANTIC DISORDERLY
(precisionist, fussy) (inexplicit, vague)
96. PERSEVERING QUITTING _
(determined, tenacious) (faltering, lacking grit)
97. PHANTASYING
(deluded, 1living in imaginary world)
98. PHYSICALLY ACTIVE
(need of physical exercise)
99. PIOUS WORDLY

(devout, saintly, spiritual) (materiglistic, impious)




100. PLAINTIVE
(greedy for affection, cry-baby)

101. PLANFUL PLANLESS
(foresighted, purposeful)

102. POISED AWKWARD
(self-assured, nonchalant) (self-conscious, unsure)

103. POLISHED ROUGH
(smooth, refined, courteous) (curt, abrupt, rude,

gruff)

104. PRACTICAL UNREALISTIC
(capable in emergencies) (not grappling with every-

day matters)

105. PUGNACIOUS PEACEABLE
(quarrelsome, militant) (pacific, not bel-

ligerent)

106. RELIABLE UNDEPENDABLE
(trustworthy, dependable in (unpredictable, not
general) steadfast)

107. RESERVED INTRUSIVE
(reticent, seclusive) (expansive, out going,

intimate)

108. RESILIENT DEPRESSIBLE
(buoyant, effervescent) (not readily recovering

from emotional shock)

109. RESPONSIVE ALOOF
(sympathetic, movable) (shut-in, indifferent)

111. REVERENT REBELLIOUS
(god-fearing, contrite) (defiant, disrespectful)

112. SADISTIC MASOCHISTIC \
(cruel, spiteful, malevolent) (seeking suffering)

113. SARCASTIC
(sardonic, mordant, satirical)

114, SELF-CONFIDENT SELF-DISTRUSTING

84

TABLE 3 (continued)

(confident, assured)

(self-uncertain)
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TABLE 3 (continued)
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