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AZSTRACT

The purpose of this study was %o develop am inventory based wpon
the trait and sitaational appreashes $9 leadership and to compare
thelr relative contridmtion to validity. The relative efficacy eof
linear and eonfigural methods were Sompared in developing both the
inventery and eriterion of leadership, Twe instrements vere developed;
s a9f-3itaational Zavatery (sSI) end & Blograchical Information

Inestory (BII).
The SSI consists of 70 items; 36 ﬂnum.' and M "trait,*

The BII surveys a respondent's xnmm.y roles and cpcrumu. nxo
predistor, the eriterion, and an intdligemee test were administered
% %% supervisors:s grouwp MET==l26 male Selephone pereonnel; growp
CSRwel78 civil service personnel aleng with 19 dlectric metor esmpany
personnels group F=-(3 civil service and three telephons ecupany femsle
persomndl. The oriterien was socored in thres vays: (a) configurallywe
ovarsll gqualitative evaluations by mine jJudges; (b) item anmalyticallya.
ebjestive evaluations ty the investigator; and (e) an average of (a)
and (b), Nine sets of scoring keys, developed on the basis of
predistorworiterion relationships found in the experiaental sample,
were utilised in oross-validation,

Thirteen out of 27 cross-validity ceefficients were significant
at or bayond the .05 leval, These soefficimts ranged from «,016 to
o228 with a median of .199. The ecounfigurally ssored sriterien yielded

one significantly better result than did the itemeanalytisally seored
eriterion, The soering key vith the kighest ervss-validity coefficient
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was applied to0 group F (the validity generalisation sample), ylelding
& validity of 452 which did mot signifisantly attemuate when intellie
gense was partialled out., Sooring keys which crosse-validated were
oompesed of a nonesignificantly different mmber of trait and situse
tional iteme, The sooring key applied ¢o the validity generalisation
saxple was divided into an equal mmber of trait and situational items,
Neither the tralt nor situational items considered separately showed

e sigrificant relationship to the oriterion.

A configural analysis procedars spplied 40 isalate many subclusters
yidded nmine Experienced Leader and seven Inexperienced Leader scales
for group MBT, and thirteen Experienced and mine Inexperienced Leader
scales for group CSR, When the ¢ell frequencies for growps MST and CSR
were conlined in the crossevalidational sample (thus retaining within
group comparisons utilised in configural amalysis) the chi square
ebtained vas 4,50 (pL «05)e On the other hand, the configural analysis
procedure applied to isolate fouw subclusters failed to manifest signifie
eant eross-validity,

Linear analysis wpressped in terms of chl square for the cross-
validational sample shovwed significant resulis only when across grouwp
MBTeCSR eriterion Z scores vers utilized (X° = 10.53). Configural
anlysis expressed in terns of produst-moment sorrelations did not
nanifest significant oross validity, Although linear anslysis more
frequently yielded significant crossevalidity than did eonfigural
analysis, its relative suweriority over sonfigural analysis could not be
demonstrated; both methods ylelded significant crossevalidity when thelr
Tesults were expressed in terms of the most appropriate statistical
procedure,



On the basis of these yesults it 4s concluded thats (a) Self and
situational reports of exparienced leaders are doth econfigurally and
dimensionally different from those of inexperienced leaderss (b)

Both the tralt$ and situational theories of leadership are useful in
the construciion of items for leadership assesasnent,

An hypothesis was formilated that experienced leaders in contrast
to less experianced leaders raport more confidence adbout the adoquacy
of thelr rclationships vwith their groups and report less confidense
sbout sone of thelr personal charasteristies.

JI M. [9¢0
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CHAPTER I
INTRODUCTION

The econcept of leadership has both practical and theoretical
importance and eonsequently has long been a popular topic of
investigation in psychology and other diseiplines. The psychaloglcal
1literature alone econtains an estimated 2,925 titles dealing with
leadership.l Both in research procedures and soncepts about leadere
ship there is a basis difference in point of view, On the one hand
is the 1dea that leadership is a charasteristic of an individual, an
ability largely independent of the situation in which leadership is
required, This spproach has been called the *great man® or trait
theory of leadership. The vast tulk of published research on
leadership before 1949 is concerned with the personal charactaristics
of leaders (Fox, et. al., 195).

The other point of view conceives of leadership as prinmarily
a group situation in which the characteristics of the group and of the
leadership situation are as important as the characteristics of the
leaders The majority of the literature in the past ten yoars has
conserned 1tself with this approach (Ross and Hendry, 1957).

1 This estimate was obtained in the following manners Ruch (1953)
writes that 2,532 itens were found for a bihliography of leadership
oompiled under his direction. These itens included leadership refere
ences prior to September 1, 1952, Titles listed under "leader® or
*leadership® in Psychalosical Abstracts from this date up until
Octoder 195, were then counted. These 393 titles were added to the
figare given by Ruch, Taken together this gave a total of 2,925 titles.



Jxalt Acoreach

One of the more widely quoted earlier surveys of leadership
trait studies, made by Bird in 1940, found seventy-nine treits
nantioned in twenty different studies, only five per eent of which
wers common to four or more investigations, The most comprehensive
study was made by Stogdill in 1748, The traits more commonly
found to be empirically related to leadership in the 124 studies
reported by Stogdill include the followings 1. physiecal and
constitutional factorss height; weight; physiques energy: health;
sppearanse; 2, intelligense; 3. self«confidence and sellf-assurance;
b, soclability; S. will (imitiative, persistence, ambition)j
6s dominance; and 7, ewrgency (1.e., talkativeness, cheerfullness,
geniality, enthusiasm, expressiveness, alertness, and originality).

Despits these findings, hovever, studies of the parsonalities
of leaders and nonleaders have failed to find any eonsistent patterns
of traits which charecterize leaders, Failure to find consistent
pattarns have been attributed to one or more of three factors Yy
aibd (1954)t1 1. Personality measurement is still inadequate,
2+« The heterogeneity of the groups studied may have contributed to
inconsistent results. 3. Leadership is considered to be & complex
pattern of functional roles.

Another explanation for the failure to find consistent results
is ‘that the statistical methods are mot adequate to isolate all of
the many possible patterns of characteristics which may be assooiated
with leadership. MoQuitty (1956) writes thats ", . o+ After an



investizator findshed & study, he did not know whether his fallure
10 otaln more complete differentiation was due $o the particular
itens he had chosen for his test or to the statistical method he had
salected for welghting the items in obtaining total scores ¢ + "
(MoQuitty, 19563 pe 9)e

Simllarly, although single tralts have not consistently been
found empirically related to leadership criteria, it is theoretically
possitle that patterns of traits or characteristics might be signifie
cantly related to leadership eriteria., MoQuitty (1956, 1958, 195%)
has erphasized that charecteristics investigated configurally may
siow higher relationships to eriteria than when investigated
atonistioally. In one part of this investigation leadership selfe
reports will dbe investigated both atomistically and configurally in
relation to leadarship oriteria.

Sroup Agproagh

The group or situational approach to leadersiip is reflected in
the leadership studies conducted for the past twelve years at Uhlo
State University (Stogdill, 1955). Leadership asccording to this
approach 1s defined as & process of influencing the activities of an
organised grouwp in its task of goal setting and goal achievement, This
definition implies that leadership is an aspect of an organization
rather than an individuales Leaderslip 18 mot detemined bLy an
individual but by a patteru of iuntermraelationships agong the growp
members and the leader. Since leadorsidp is delermined by & systea



of interesting variables, dimensions ef responsidility and personal
interection are conceived of as representing a gradient of influence.
Letdership behavior is then metsured in terms of the mmber of
influence 80ts an individual exerts or the mmber of lesdership
astions in which he engages (Stogdill, 1950).

The sitaational approash to the study of leadership, aseording
to 0ibb (195 invelves four «lements:

intarpersonss selatisms vitman o preum.” ) s or

syntality characteristios such as those defined by « » »

group dimensions « ¢« « » (111) characteristics of the

ot e Sl B e e

1s confronted (0ibb, 19543 ps 901).

Both the trait and situational appreaches to lesdership have
revenled positive findings tut they have generally been treated as
alternative approashes. Neither approach has yet previded an adequate
and comprehensive theory which renders unnecessary efforts to develop
oew approaches te understanding or investigating leadership., The
presant study attempts to integrate the trait and situational approaches
in terns of self and situational reports by individuals who differ in
angunts of leadership experience. Litsrature relating to leadership
and the "self" is reviewed indicating that lesders tend to think about
themselves differently than nonlesders, The same litersture also
indicates that leaders give different self-reports from those of nome
leaders.

Both emergent and appointed leaders are discussed. Our investlie

gation deals with appointed leaders, Therefors, those references



¢ited vhish give primary espbasis to appointed leadsrship are
considered 0 have more relevance to this investigation than those
referenses which ephasise euergent leadershipy, However, investie
gations of eaergent leadership alse sppear to make 8 contribution
towards the understanding of the differenses in sdlf-perceptions
and selfareports between lesders and nonleaders. For this reason
discussions of emergent leadership are given some recognition here.

LEADERGATP AAD THE SELF?
SdS=Confidence

The trait approash to0 leadership gives some support to the
hypothesis that leaders give different selfareports from non.leaders,
The mjority of studies which correlate personality variabies with
leadership ehow & positive relationship between salf-confidence or
self-Assurance aAnd leadership; leaders are more selfwconfident than
nonleadars (Cibd, 1954 Jenkins, 1947).

Farly research evidence along these 1ines was presented by Bach
(1718) some forty years ago. lle mentions that an important eomponent
of leadership is self-confidence, Eighé years later Cox (reported in
Stogdill, 1943) wrote that greaut leaders are characterized by such
traits as sdlf-confidence, self-dssmuanse, and self=knoiul edge.
Covley (1528) studying eriminal, army, and unversity leaders, found
that traits of self-confidece are cocmon to all three. Drake (194%4)
found a gorrdlation of .57 between leadership and salf-confidense
among oollege glrds, Bellingrath (reported in Gibb, 1954) similarly
found & correlation of 53 between teasher ratings of self-confldense

5



and of leadership for 224 bays. Richardson and Hamswslt (19%3) found
that college and adult leaders make Migher scores on thovl!mtor
sel.f«confidence socales than do monleaders. Gibd (1947) showed that
suooessful Australian OCS candidates are charscterised bty swerior
background, higher than averege self-confidence, socilability and
aggressivenses,

In a more recent study Osttel (1953) desoribes the development
of & scale of persomality test items for wse in disoriximating
between lerders and nonleaders regardiess of the situation. Leaders
vers found to possess greater sociil effectivensss, more adequate
intersctional technique, and grester self-confidence, Gowan (1955)
has alse shown a positive relationship between leadership and selfe
eonfidense.

The generel implication of these findings is that leaders
consistently rete higher than followers in self-sonfidence or selfe
assuranse, ", o o A person who believes in himself gives the
Ampression that be has the siill, power, or ability vhich vill enatle
kin to solve the protlem in hand, « «* (Gibb, 19543 pe 836).

Achievenent Desires

Henry (1949) basing his analysis on results from the Thematic
Appereeption Test and intervier procedures, ¢oncluded that suocessful
exssutives shov high drive and achieveasnt desire. The exsoutive
lenders sonseive of thamselves &s hard-working and sahieving pereens
who must acoomplish in order te be bappy. It is stressed that the
8reas in which they do their work are elearly different, but each
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feels this drive for sccomplishment. . « +» This should be distine
gutahed from & type of pseudo-schievesent drive in whioh the glory of
the end product alone 1s stressed. The person with this latter type
of drive, seldon found in the sussessful exesutive, looks to the
futare in teras of the glory it will provide him and the projests
that he will have completedests opposed to the schievement drive of
the swecessful executive, which looks more tevard sheer aceomplishe
ment of the work itself, . .* (Heary, 1949; p. 289).

Sslf-Attitades and Self-Eatem

Borthrup (1955) had sixteen industrial foreaen and supervisors
deseribe elements they considered necessary for suosessful leadership,
Nine out of fifty-one responses exphasised the importance of selfe
attitudes for the suscessful leader. It was consluded that lesdership
depends, to some extent, uwpon how & man feels sbout himpelf, because
this determines hov he will resot toward others. The same writer
noted that although attitudes about the self are ephasised, the
implications is that these self-attitudes have consequences in group
interestion,

Goldberg (1955) investigated the self-attitudes ef leaders and
nomleaders among high school juniors. Ameng her findings, she reported
that favorable self-sppraisal of leadership ability is more frequent
among leaders than among the general population.

Bass (1953) used & self-rating technique to study situstienal and
Mvmulwymumxtyy finding that
leaders, socially bold women, women more motivated to attain leadership



status, and more verbal women are higher in self-esteem.

Xats (195) found that stability of self-concept is positively
rdated to scciometrie status, wsing & high school group, This finding
oan alternataly de interpreted t0 mean that self.esteen, & frequent
corralate of stability of self-concept (Brownfain, 19523 Raymaker,
1957), 18 also related to sociometric status. The relevance of this
study to leadership ean be understood whenm it is recognised that
leadershiy is frequently defined as Mgh sosioesonomic status
(stogdill, 1548).

These findings on sdlf-esteen and self-attitudes of leaders and
sonleaders tend to show thal leaders somehow look upon themsalves
differently from nonleaders. These findings may also be taken as
eovidence that leaders give different self-reports from nonleaders
when 1¢ 1s recognised that the methodological approach used in these
studies was a salfreport techmique.

Salf-Faxeeotion
Ghiselll (1953) reports the development of a forvced.choice self

deseription adjective chesk list. On the basis of adjectives chosen
by a glven respondent, & desoription of his self-perceptions is

eonstrusted, Using this technique, Ghisellli and his co-workers have
eompared the sedlf-perceptions of members of different groups such as
1ine workers and supervisors. In a study by Porter (1958) the Sqlf-
Degerintion Inventory developed by Ghiselli vas completed by 463

manageaent personnel and 20 line workers, Hanagement personnel were
defined s those who have any swervisory duties, All those who had

8



no supervisory duties, those in the lowest level of their organisation,
vere classified as line workers. Iventy-five of the sixty.four duads
differentiated betuoen the two groups at the .05 levdl of eonfidence.
When the overwall self-perceptions of the two groups were centrasted
with each other, management personnel pictured themselves in a way
that alosely fits a "leader* sterestype. Line personnal, on the other
Band, gave the complementary pieturs of & *follover® stereotype.
Consistently throughout the twenty~five pairs, mansgement persommel
selected traits closar to the leadership end of the contimmum, and
1ine personndl selected traits toward the followership end, A later
stady by Porter (195) utilised essentially the sane experimental
design and consluded that the self-peresptions of first-level supere
visors are different from both those of upper manigement personmel and
1ine workers,

Gebel (195:) sought to discover, through & phenomenalogioal
approach to personality, vhether the person who energes as the leader
of an initially leaderless discussion perceives himself differently
from & nonleader, To test the author's hypothesis, the conseptual
matrices of the persons attaining the highest status during the eourse
of the leaderless group discussion were eompared with those of persons
attaining the lowest status. The consceptual matrix refers to the
individual's organisation of the world and his expressed perception
of (a) hinself, (b) that whioch is not part of himself, and (c) the
interrelations of (s) and (b)e The results shoved that lesders
expressed & significantly greater mmber of response units which
suggested ", . o greatar tolerance for exposing the phenomenal field.*



This vas interpreted to mean that nonlesders experienced more threat
and &8 a consequence & restriction of theiy pheromenal field took
place. Leadars tended to have more positive attitudes touvard then.
sadlves, tended to perceive the world with a lower positive affect,
and tanded to percelve other's effect on them {0 be more positive
than nonlesdess.

Sglf=Degeriotion

Campbell. (1956) reports the development of & Leader Bebavior
Descrintien Inventory which has been designed to messure ten
hypothetical dinensions of leader dehavior; Communication Up,
Recognition, Organization, Initiation, Membership, Commnication
Down, Integration, Production, Representation, and Domination, The
forn was used dy 69 sulmarine officers to desoribe their own behavior.
Using the identical scales, the bahavior of the sane officers was
also described by their subordinates. Subordinates incdluded all the
enlisted men under their supervision, However, the astual mmber of
subordinates is not reported. Although the ten variables tended to
be interrealated, the ganeral level of correlation was not high,

The correlation between all ten leaderwbshavior self desoription
variables and fifteen oriterion variabtles of leadership such &s Leval
in Organization, Military Rank, Morale in units, and various nominations
wers then computeds Only 14 per cent of the correlation ccefficients
vere significant at the {ive per emt level or better. The general
finding using the leader behavior description technique was that in
oontrast with subordinate desoription, officers descride thenselves
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as swperior in tams of keaping informed, communicating down,
recognising the work of subordinates, imitiating more ideas, inte-
grating, representing thelr ovn group, emphasizing organizational
procedures, and pushing for production.

Sdf=desoriptions vere also used in & ®*Delegation Scale.' Using
this scale, officers desoribed the extent to which they delegate
responsidbility and authority to subordinates, These self-description
itens showed realatively high positive correlations with external
leadership eriteria, For example, the correlation found between
soore on the Delegation Scale and level in the organisation was 42,

Campbell emphasiszes the value of using self-description items
An assessing correlates of leaders and leadership dbehavior, The
suthor concludos that sedlf-deseriptions are superior to descriptions
by subordinates in the following respestss (a) Subordinate dsseripe
tions seen t0 be relatively undifferentisted by topiec, and more
subject to halo as showvn by a high levd of intercorrelation among
thea; (b) Subordinate deseriptions are contaminated because raters
are also often judges; (¢) Self-dessriptions are relatively uncone
taminated by methodological overlap with eriterion measures; (d) Selfw
desoriptions stand a mush better chance of revealing stable and
persistent atiributes of individuals than do reputational measuress
(e) Descriptions Yy others can only be made when the person to be
described is available for observation by desoribers; (f) Bias present
in salf-description i3 less systematic than that to be found in
description by otharse: "4 + ¢ For these reasons the corrclations
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found between self-desoriptions snd leasdership criteria have a
particular value, ¢ ¢ o" (Campball, 19565 pe 70)e
' The part of our diucnuion entitled "Leadership and the Scl.f.

kas brought togsther both d:.mtandindimt support for the
assuption that leaders perceive themselves differently than nonleaders
and give different selfereports from nonleaders, The evidenco along
these lines can be sumnarised as followss

l, Tralts of self-confidence, salf-assurance, and self.estecn
have frequently been found characteristic of leaders.

2, Executive loaders conceive of thensclves differently in terms
of schievenant drive than do nonleaders.

3« Leaders look wpon themselves more favorahly and with more
‘salf-acceptance than nonleaders.

4, Industrial leaders have been shown to perceive thezsalves
nore in termas of & leadear stereotype than do nonleaders.

5 Buergent luderq in & leadarless group discuscion have shown
different self-concepts than nonleaders.

6. Leadar salf-descriptions show positive correlations with
leadarship criteria,

A Tralt and Sitwational Avoreach

Our plan is to prepare an inventory of self and situational items
which 13 to be corpleted by subjects who wary in amount of leadorship
expaience. The inventory attempts to eapitalise on the eontribution
of both the tralt and situational theories of leadership; the inventory
will contain items uhich derive from both approashes. The literature
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revieved here has suggested that leaders give different salf<reports
from nonleaders, and thus serves as a rationale for the construction
of & leadership salf report inventory. The selfereport inventory
sonstrusted here will require respondents to give self-reports on
both trait and situational stateaents. \

PURPOSE

The literature revieved here suggests that there are differences
in both the traits of leaders versus nonleaders and in the soocial
situations in which they perform. However, the terms "leader* and
*nonl eader® canbocomeptun.usodupoinuonleontiﬁxm. Atom
end of the contimun are those individuals who actively earry ocut
leadarship functions and possess many leadership charecteristios; at
the other end of the contimuim are those individuals who earry out
virtually no leaderailp funstions and possess ralatively few leadership
characteristics, The experimental design utilised here deseribes
lebdarehip differences in teams of smount of leadershlp experience,
rather than utiliszing the designations "leader* and "nonleader."

The major hypothesis of this investigation 1s that experienced
leaders will give both self and situstional reports which differ from
those of inexperienced leaders, This hypothesis is investigated by
testing two more specific hypotheses, esch of which is investigated
in such a mammer than vhen both are taken together they serve to
answer the major hypothesis. The secondary hypotheses are:

(a) Self and situational reports of experienced leaders are
oconfigurally different from those of inaxperienced leaders.
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(b) Self and situational reports of experiensced leaders are
dimensionally different from those of inexperienced leaders.

In testing theses hypotheses, two purposes emerge:

(a) To develop & sdlf-situational inventory based wpon defimle
tions of leadershlp and leadership behavior from both the trait and
eituational points of view,

(b) To develop a eriterion of leadership based upon blographical
information of leadership experiences,

The next part of this investigation 1s devoted to & review of
the 1iterature relevant to investigating the two secondary hypotheses
and implementing the two purposes.

DILATHSIOHAL AND CORFIGURAL ANALYSIS
The first secondary hypothesis is that the self and situational
- reports of experienced leaders are configurally different from those
of inexperienced leaders, According to pattern-analytic theory as
desoribed by MoQuitty (195) it 1s possible that items will show
maximum validity wvhen treated in various combinstions in relation to
the eritarion. A frequently cited theoretical illustration of the
predictive possibtility of patterns of responses has been presented ty
Meahl (19%)). Essentially the "Meehl paredox* demonstrates that it
1s possitie to obtain perfect predietion of & dichotomous criterion
using two dichotomous items, both of which when oonsidered individually
have & saro relationship to the criterion.
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It is theoretically possilile that the self and situational reports
of leaders will show a patterning of responses to self and situational
itens, Pattern analysis is sulted to discovering significant response
patterns, HoQuitty (1956) has discussed the limitations of linear
modals for isolating predictive patterns of regponses. The same
author has suggested that pattemeanalytic procedures are designed to
yield configural significance, while itemanalytie methods are
inadequate in this respeoct.

The altermative secondary hypothesis in this investigation is
that salf and situational reports of experianced leaders are dimene
sionally different from those of inexperienced leaders, This hypoe
thesis assmes that inventory items will show maximum validity when
treated individually, in acoord with treditionsl psychometric theory.
The logic and procedures of conventional item-analytiec techniques are
eorprehensively treated by Thorndike (1949), Gullford (1956), and
Culliksen (195), and need not be described here.

DEFLILTIONS OF LEADURGHIP
The first pwpose of this investipgation 4s to develop a self-
situational inventory based uwpon definitions of leadership and
leadership behavior, After reviewing approximately two hundred

" peychological and sociologioal articles and books dealing with

lesdership, as indicated by their titles, the author found 110
definitions of leadershipe The development of a self-situational
inventory based upon these definitions of leaders or leadership
behavior is described in Chapter II, Following are & samwle of the
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definitions dravm from the literature which were judged hy the present
investicator to represent sonewhat different approaches to defining
leadership,
1, Aunthority
8. Leadership is the sxercise of suthority and the making
of decisions (Dubin in 73).
be The leader 1s an individual in a given office or position
of apparently high influence potential (Stogdill, 199).
2, Interaction
&, Leadership is the initiation of acts which result in a
consistent pattern of grow interastion directed toward
the solution of & mutual problem (Hemphill, 1949),
bs Leadership is & mutnal interaction between the drive of
growp nenbers and the charactaeristics and behavior of the
person who assumes & central role (Redl, 19;).
Ce The leadar is one who initiates and facilitates member
interaction (GCales and Strodbeck in 63).
3. Awnmreness of group goals or needs
. Leadership is the process of influencing group astivities
toward goal setting a goal achievenment (Stogdill, 1955).
b,.A functional relationship called leadership exists when a
leader 18 parceived Yty a group &s & controlling means for
the satisfaction of thelr needs (Gibb, 1947).
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&e Persomal charesteristiecs

8e Personal leadership is the domination and control of
people in face-to~fase situations through the greater
aggressiveness, abllity, er physical superiority of the
leader (Jenicins, 1947).

be The leader is & person who possesses certain distinotive
skills or abilities over the rest of the group members
(Rogers, 195).

LEADERSHIP CRITERIA
The second purpose of this investigation conserns the development
of a leadership eriterion. Stadies are reviewed which deal direstly
with the protlean of evaluating leader affectivensss.

laadarless Oroup Disoussion
The leaderless group discussion approsch (LGD) has frequently

been used to isolate those accepted as lenders both in industry and
for experizental purposes (Bass, 1954). The basic scheme of the LGD
1s 0 ask several subjects as a group to earry on a discussion, No
leader is appointed, Experimenters do not enter the discussion once
1% begins, but remain free to observe and note the performance of the
subjeets, Bass survayed 12 studies using this technique, involving
1065 subjects. High rater agreement was found, especially where
standardised behavior eheck lists wers used. A median correlation of
+82 was found between pairs of observer ratings for the 12 investigations.

Bass (1954) concluded that the LGD is & valid measure of leadere
ship on the basis of positive correlations between leadership
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desigmation in this technique and varicus other measures such as status;
nerit ratings; "leadership® eharesteristics; and other situationmal
tests, A limitation of the LGD as a leadership eriterion is that the
opportunity for being designated & lesder decrsases with group sise,
making asross group eomparisons diffieuls if the groups are not equal
in sise (Bess, 1951),

Sociometry has been showm to bo an effective instrment for the
study cf sm2ll group leadership (CGibb, 195)e There is evidence that
ammbers of & group oan realiatiy identify those persons who exert most
Anfluence upon them and that lseders identified in tids way are also
identified by external obearvers &nd other oriteria. Gibd (A5H)
reports that when partieipants in groups of ten were asked & question
1mplying the scleotion of co~workars on the tasis of "influence,”
though the word influence was not used, the oorrclntu;n of tncu‘chad.ou
with observer ratings of "leadership® was .80, When participants were
asked direstly whon they regarded as baing leeders, the correlation
with observer ratings was again .80,

Socliomatric devices as criteria of leadership seem to be limited
by at least three considerations. First they are unsuitatle for
leadership siudy in formal orgamisations (Gibd, 1954)e Secondly there
15 much evidence that the sociometric question asked makes & oconsidere
able difference on the parson solected a8 leader (Cibd, 1954). Thirdly,
there is evidence that the extrapolation of leadership evaluation
results from small groups to other situations should be regarded with
skepticism (Smith, M. B, 1952).
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Soclometry is frequently descridbed as a "nominating technmque."
Aesording 4o the nominating method of evaluating leadership, people
sdlest a person vhom they think would make the best and/or poorest
leader, Carter and Haythorn (1950) wsing the nominating technique
with NROIC men, reported "adequate” reliability for the measures.
Seversl other studles have demonstrated the wsefullness of asking
nenders of the group to nominate individuals for leadarship positions,
Willians and Leavitt (1547) report nominations to be their most
suscesaful measure in picking Marine ecombat leaders. Wherry and
Fryer (1949) consider nominating teshnmiques to be one of the "purest®
neasures of leadership. Van Dusen (1948) used a nominating tochntqm
% differentiste leaders from nonleaders among Boy Soouts and suggests
that the same method of obtaining leadership eriteria might have
industrial applicability.

Ratings bty friends and ratings bty faculty members have been
investigated by Carter and Xixon (1949). The reliability of both
ratings by friends and faculty members to assess leadership ability
was found inadequate, being subjeost to the traditional deficiencies
of marit reting such as halo, leniency, and rater tias. These sane
eriticiams are found to hold true for merit ratings in general (Smith,
He Coy 1955)e

Astivity Ratinze
One method of assessing & person’'s leadership status is to

detarning the extent to wvhich he has besn a lerder in past activities.
Carter and Nixon (1949) utilising & WMographical information blank,
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assignoed ratess 5 points for each presidency held, 3 points for holding
other offices, and 1 point for nesbership in minor organizations.

The reliability of this oriterion was considered adequate, although
its interralationship with other criteria is almost negligible., Other
studies, houevsr, £ind previous leadersilp experience to be a valid
predictor of future leadership bshavior, Soms of these studies are
clted in the following section of this investigation,

Rlezzaphical Infornation
Rundquist (1950) made & ecaprehensive test of the assumption

that fasts in the applicant's pereonal background are related to
leadership ability, using the Ammy Biogrephieal Infommation Elank.
The experinental forn e¢f the BIB Mad more than 1000 different items
imluding blogrephiocal items covering both vocationsl and avocational
sctivities, After item analysis with an external eriterion of officer
success, the pool wvas redused to 204 itess. A crossevalidation with
a sample of 1344 officers ylalded & validity ecefficient of 3%
Browne (1990) also presents data which show the validity of using
Ylogrephical information %o differentiate leaders from nonleaders.
His yesults showed that executive leadership is closely related to
menbership in social and professiomal organisations, The mumber of
social and professional organmizations to which an exscutive belongs
inoreases with the level of position he holds,

~ The concapt of using previous leadership as & prediotor of
future success 13 corrodorited bty studies which deal with persistency
of leadership behaviors Pags (1935) using 115 West Point Cadets as

20



subjests found that fourth year leadership renks could be predicted
from third year leadership ranks. Ranis were based on & eombination
of ratings on leadership by fellow students and superior officers,
French (1956) cites a study in which airmen retained thelr leadership
position over time and in differsnt growps. Courtenay (1948) eampared
200 bhigh school leaders and nsnleaders and found that leadesrship
persisted in college and commmity life.

Frequently ooccupying a leadership position or the exscuting of
leadership functions is considered a eriterion of leadership (Campdall,
1955¢ shartle, 19563 Stogdill, 1955 Hemphill, 1949). Carter (199)
and Hemphill (1952) have proposed a defimition of leadership in terms
of leadership acts, Hemphill suggests thatt ®, « ¢« T0 lead 15 to
engage in an sot which initiates & struoture in the intersction of
others as part of the prosess of salving & mutual probleme o "

(1952, pe 15)s Leaders are then identified by the relative frequency
with which they engage in such acts, 7This type of leadarship eriterion
§s most sultatle in a highly structured organisation where leadership
funotions are well defined (Gibb, 195).

sslaction of & Criterion
In selecting witeria for any research, four important criteria
as indicated by Thorndike (1949) ares Reliability, melevanse, freedon
from bias, and practicality. Criteria which appeared to be deficient
in any one of these four aspects were rejected for inclusion in this
investigation.
ad



The LGD was rejected primarily beseuse of the assuned imprace
tisality of asiking company offiaials S0 engace in saxll disemssion
groups atout toriss extermal to their daily work schecles. Sesendly,
Base (195) has shown that leadership yetings given ¢o men of
different sise discussion groups sve not souparetlie, The use of
sociometris resulis as leadership eritaria was rejested because of
1ts wnsuitability for highly strwotured erganisations. Soclometris
devices have bemn shown best saifed to mmall growps in which intere
persomal communioation is feasitle (Gibd, 1954). Both scolemetry
and the L0D technique wers emluded for use in this investigation
for another reason, These techriques are spplisalie to emergent
leadership studies, In this study we are desling with sppointed
leaders. Conventional rating techniques were rejested for two reasonss
(2) Merit rutings bave frequently besm shown o0 have serious deficlencies
such &8 rater bias, halo, and leenoy. (b) For various adsinistretive
reasons, the organisations partieipating in this investigation cowld
not maice merit retings swailatle.

The eriterion developed for this stady was a blogrephioal
information inventory of leadership experiemdes, Completed inventories
are evalmated ty & group of judges who are wnfamiliar with the subjeots
eompleting the inventories, Ihis would tend to aliminate Mases due
% persomal acpmintances contributing variance te the rankings,
Equally important, as indicated earlier, previous leadarship sctivity
has been shown 10 be & relevant oriterion of future leadership astivity

(Browns, 19903 Bmdquist, 1950). The Blogrephieal Information Inventory
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4 deseribed in Chapter I, The reliabdlity of this eriterion is
assessable. Amother advantage of the BIT as & eriterion msasure is
the short time required for adainistrationsetwo to five mimates,

This chapter has revisved literature relevant to ow two
hypotheses and tio pwrposes. Literature has besn dlscussed which
tends %o swoport the following propositionss (a) Leaders lock at
thenselves differently than nonleaders, (b) Leaders give selfe
reports which differ from thoss of nenleaders. (o) A leadership
sriterion based tpon Mogrephiexl information of leadership epere
fenses is & relevant criterion.

Before deecribing the methods weed to test our two hypetheses,
the reader should be eautioned of the limitations of self-report
inventories, Cuilford (195) has sumsarised the major eriticimes
of sdlfureport inventories, Thess eritiocisss ares (a) The exmines
does ot know hinself well emough. (b) The examines ehanges his
response fronm time to times (0) The interpretation of 1iems varies
fyom parson to person, (d) Examinees faleify their answers, Despite
these somon ariticians of salf«report Lrventories, Oullford does
not take the position that all selfw.report inventories are without
valus, and that future researeh should be discowrnged, Acoording to
Odlford, much of the eriticimm ¢of these inventories ean de attriduted

%0 & lack of understanding of techmicues of test development.
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CHAPTER II
METHOD AND PROCFDURR

Skisie

To obtain participants for this investigation a form letter was
st to 22 organisations throughou$ the state of Michigan, Ohio, and
Indiana, Three organisstions consented o pavticipates-tichigan Bell
Telephone Campany, Michigan Civil Servise, and the Redwnd Company of
Owosso, Michigan, A total of 4 subjests participated in this
investigation, all of whon had the term "supervisor® included in his
or har Job title,

Ons hundred and twentywnine swpervisors were Mchigan Ball
Telaphone Company personnels 103 first 1ine sopervisors, 22 sesend
1ine spervisors, and fouwr third line sopervisers. Three of the first
1line mpervisors wvere fenales, A1l other Hishigan Bell Suwpervisors were
mle. Fivst level supervisers at Michigan Bell have direst swpervision
over 8 to 12 oraft emloyees in such areas as work assigments,
treining, quantity and quality of produstion, and safety and selary
pregression, Setond level supervisors have direstd responsibility for
the performance of four to six first lewsl suervisore, Both first
and second level smperviscrs are sonmidered specialists in job knowledge,
Third level spervisors have overall responmibility for service results
in an ares or districd eplaying from 00 to 200 eraft exployees and
assoviated supervisors.

HMnsteen suparvisors were persomad of & sanall deotrie metor
ssmfastwring coopany, the Rednond Company. Twelve of these swpervisers
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are first line prodwtion supervisors directly in charge of the work
oondust of at least four subordimates, The yemmining seven Redwond
eplayess hald supervisery positiens ether than first line supervisor,

Two lmndred and fortywsix supervisors were Mishigan State Civid
Sevice Personnel; 178 males and 68 femsles. This portion of the
staple Was ¢omposed of perseamdl fyrem thres separate organisations
wder the jwrisdiction of the MieMigan Civil Servies Commission;
Departammt of Revermus, Ypsilanti State Hospital, and Departasnt of
Conservation,

The mean age of the spervisors in this saple was s, 64, with
& standard deviation of 9.92; the mesn edmsetion ws 12,43 years of
fermal scheoling, with & standard deviation of 2,463 the mean mmber
of people swpervised was 12,79, with a standard deviatiea of 17.71.
The mean Adsptabllily Test Scare (intelligense) of thls growp was
19,60, with & standard deviation of 5.76. This mean intdlligense Sest
ssore 15 nensignificantly different from the mesa intdlligense test
scere of 8 smxple of 650 supervisors oited in the mamual for the
Adeptability Test (mean = 19.%; standawrd deviation = 6.9)e These
660 supervisors were composed of foremen of a steel mill, spervisory
pearsamal of & bakery, and foremen of & piston ring marmfasturing
Sompany.

For pwposes of analysis, our sample was divided into three grouwpss
126 Michigan Bell Telephone males (JBT); 197 Civil Service and Redeond
Coampany males (CSR)s and 71 fessles (F)s The following eonaideratiens
led o tkis subdivision of the entire sarpler (a) To eontrel for the
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possitle effects of sex, all females vere plased in a separate grow)
(b) MBT ecwpany employess constituted a 2ess heterogensous smxple
than the Civil Service grewp. Each Civil Sexrvise tranch eoncerned
L18sdlf with work of a relativily different nature than the other two
branshes (Departaent ¢f Conservation, Department of Reverwe, and &
state nental hospital). The MBT company erployees, hovever, did nod
show the ssme diverwity of jJob fumstion and job $itle, Therefore,
Yy imsluding only MBT male employees in ene growp it was pessible to
have one ralatively homogemesus greup within the sample. (o) Fineteen
subjests were personndl of the Redwond Company. ITnhis group was
sensidared $00 small for purposes of separates amalysis and was theres
fowe oomdined with the already relatively heterogensous (with respest
hmunou:obmwcm;smomomam-m
CSRe | |

A eomplets listing of the spesifis job titles found in each of
the three groups 1is givwen in Talde 1. The 9% participantis in this
study represent a total of 106 differenst Jod titles.

Subjests were told that this study was belng eondusted solaly
for research purposes and that thelir snswers to the questiomsires
would have absolutely ae bearing upon thelr jobs, All questiomuires
sare completed anorymously, Specific instrucstions givem t0 respondents
are found in Appendix B and Appendix F,

£xiterion
The Biogrephiocal Information Inventory (5II), & eriterion measure

developed for this study, attepts to survey sach respondent's entire
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Table 1

Specific Jod Titles of Partisipants
In this Investigation

Job Title Nember of Subjests

1)
7

6

3

3

3
20
17
17
Dial Switoiman Foreman 113
1
1
12
3

i
-t
126

Test Center Swpervisor
Instreestor

Plant Exployment Superviscr
Assigment Supervisor

Ascount Executive 8
Reveries Ryecutive 9
Reverme Supervisor 1
Tabulating Supervisor 2
0£fiee Exsoutive p §
Asocount Examiner -
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Redaend

Inspestor Foreman
0£ffioce Swpervisor
Personnel Direstor
Iraffie Supervisor
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Talle 1 (Cont,)
Tpellanti State Hospital
Cook

liouseicospear Superviser
General Foreaan
Payohiatrie Soelal Vorkes
Stordkesper

I.Ray Technieian
Pharmacisth

Attendant Nurse
Kitchen Managesr
Painter

¥Ward Swpervisor

EEG Techmician
Cabinet Maker Foreman
Baker

Executive
Maintensnce Superviscr
Dentist

Assistant Chief Ingineer
Restrician

Leasndry Haneger
Fluaber

Patiet Care

B Iorrr s are e D mm o

lhmﬂuﬂot&uunﬁu(hnwulwﬁususuuruh)
Conservation Officers

Lav & Fire Superviser 6
Patrel Doat Officer <
&

mpnuMatumcnuw(Mnuauunu)
Acoount Exscutive

Fish Biaologist

Law and Fire Supervisor
0ffice Manager

Personnel Officer

0ffice Swervisor
Assountant
Reprodusing Mashine Exstetive
Geologist

Gane Biologist

Water Conservation Supervisor
Lands Executive

Prosurenent Officer

T T T TOTOIN - JProre



Table 1 (Comi.)

Departaent of Conservation (Office Rmplayees) (oont.)
Publie Relations Exsoutive
Park Adaimistrater
Civil Enginser ,
Fara GCeame Restoration Supervisor
Conservation Exscutive
Ferestyy Ixegutive
Distriet Swperviser

N brereran

Esalee (F)

Mehigan Bell Talephone Co.
0ff1ee Supervisors

Departaent af Revenue
Audit Clex’s

Idomse Superviser
Assount Exesutive

Department of Conservation
Departnent Etxacutive
Account Exesutive
Cashior
Asoountant
Office Manager

Ipsilantl State bospital
Cook

Attendant Rurse
Seanstress
Dining Room Superviser
Psychiatrie Graduate Nurse
Social Worker

Physical Attendang
0ffice Suervisor
Psyehiatrie Adninistrater
Supervisor of Nurses
Psychiatrie Xurse

A"

-

N
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Tatle 1 (Cont.)

Iowlse (F) (sonts)

Ipsilantl State Hospital (oont.)
Ares Supervisor
Kitehen Supesvisor
Occupational Therspist
Drestor I'I
Hlock Suparviser
Dining Room Supervisay
Eouselteeper

Grand Total for
Femal o3
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leadership experiences. To fasilitate this purpose, leadership
wperiemces vere divided inte three areas, educational, vesational,
and avesational, The Army Blegraphical Iaformation Hlank discussed
in Chapter I was not utilised here besanse 14 fails to tap eduche
tlonal leadership experiences. The Bhgurachical Zaforzaticn Luventerx
was thersfore divided inte three parts, eus part for each of the thres
aress of leadership experiences, Items on the BII ask the respondent
te reserd *blographical® information rather than *leadership®
eperientes, This procedure was eonsidered messessary to nvoid
requiring respondents $0 judge whether or 2ot thelr experiences in
erganisations, alubs, teams, etc., vere "leadership" experiences, As
desoribed later, Judges sltimately deterained the *leadership® quality
of the respondents' erganisationsl exparienees. The BII is presented
in ippendix G. Each partisipant ia this investigation completed the
BII. Additiomal YWogrephieal inforsmatien, asking the partieipant's
age and the mmber of pecple he or she supervised, was odtained from
respenses to questions asked en the first page of the set of emperie
amial questioonnaires, These questions are showm ia Appendix X and 7,

A configural eriterion score for esch participant vas derived
in the following mamners Kine advansed graduate students in payehology
veluntosred 16 serve as Judges; eight of whom were males and one 4
female, Six Judges were majors in industrial psyeheslegy. The other
three judges consisted of ene wperinental peyshelegy major, one
elinieal psyshology major, and ens sesial-perssnality majer (the female).
Bash judge completed his Judgnents independentily of the ether eight
Judges, Judges were given the following instrwstionss
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reflected in responses to the
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respondents’ leadarship experiences,
To facilitate seoring, sort each growp of one hundred

finventories into a forced distribution; 107 of the
inventories will receive a score of 1 203 a score of
23 401 a score of % 205 a socore of 4 104 a score of

S After sorting each pile of one hundred, record
these scores on the form provided, and go on. to the
bext pile, Proceed until you have evalwuated all four
pilles of completed inventories,

A leadar for our purposes is defined as & person who
seans to have had genuine leadership experimses,

The forms provided for the judges are pressnted in Appendix C and
Ds The evaluation and ssoring ef all 4 completed BII's took each
Judge approximately thres hours. In additiom to ths responses given
$o questions on the EII, Judges were told the mumber of pecple eash
participsnt supervised.

The nine judges' ratings arve eonsidersd cemfigural rather than
additive Judgnents bescaunse they are assumed to be based on everall,
fotal, or sonfigural assecssuents in astordance with the instrustions
to the ratarss 1o deteruine the extent to which this assamption was
flf1lled, all nine judges were sent a Lrief questionnaire six months
after they had performed the evaluations. The gquestionnaire asked the
Juiges to desoribe the astual process they wsed in making the evelume-
tions. Eight Judges returned the questiomnaire,

x



A configural oriterion score uas obtained for eash subjest by an
dlgedrals sewilng of the score given him by eash of the nine judges.
A participant could thon recelve a oonfigural eriterion score ranging
from 9 to 45 To facilitats subsequent itan analyses both within the
gouwps MET, CSR, And F, and across all three groups, these rav cone
figural criterion scores wers converted into Z scores, Two sots of 2
soores were caputeds (a) within growps MBT, CSR, and ¥, and (D)
acroas &ll thres groups. The reliability of these econfigural eriterion
soores, indicated ty agreanent smong nine judges, was ¢omputed hy the
method of intraclass eorrelation (Ouilford, 1956).

A second set of oritarion scores was derived Yy scoring esch

oonpleted BII ascording to the follewing key, dsveloped for this study:

As stated earlier, the BII is divided into three seotionsy
edusational, avocational, and wvocational leadership
operiences, Iduwcational and avocational leadership
aperiences were assigned points in an identifal manners
One point was assigned for each response which appeared
40 this author to reflect occupying a leadership
position, either past or present. Vooational 1
operiences vers scored in the following manner:s If o
respondient presently supervised 13 or more people he was
assigned 3 points; 6 « 12 people, 2 points; 1 = 5 people,
1 point; 0 people, O points.Z The present vocational
position held by each respondent was then evaluated on a
one to three basis: Three indicating a Mgh degree of
leadarship. Assigment of one, two, or three points to
& given position was dotermined on the basis of qualltae.
tive Judguents by this author.

3mmmm-motpoinhmutmom A
frequency distribution of the number of people presently supervised
was prepared for all those particirants supervising one or more
persons, One third of those subjects suwarvised one to five persons}
one third supervisoed 6 « 12 persons, and one third supervised 13 or
more persons, Those people who sapervised sero people were assigned
& s0ore of ard.
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Agocording to tiis key the minimum score would be sero and the
axizgm score would be & function of the meder of leadarship
wperiences the respondent indicated, To obtaln an estimate of the
s00rs-rrancore reliatility of the ites analytic eritarion, 0 eaxpleted
BII's wers salacted at random froa the grow ef P4 Ril's, end
resaored socording to the 8340 k¢y $wo montiu later, The eorrelation
betwesn the eriginal item anslytic eriterion ssores and the scores
assignad two months later wus then eocputed.

A oriterion score far each participant vas determined ty o
simple addition of those unswers whish were assizned positive weights
&ssording %o this keys These scores are considered itea andlytie
eriterion scores becanse they vare arrived ad Yy an addition of
weights, In eontrast, the eenfigural critericn scorss previowsly
deseribed were arrived at sn the basis of glodal assessuents, Again
% facilitate iten amalyses both witiin groups and asross growps, rew
Aten amlytio oriterion scores were converted into Z scores, Iwo sets
of I scores vere computed; (a) withia groups MBI, CSR, and P, and
(b) scrose the three groups,

A third set of eriterion scores was established by averazing the
i soores for the configural and the ites amalytic criterion scores.
These oconstitute the socnbdined eriterion soores,

Asyoss growp eomparisons of rav ites-anaiytic and con{igural
eriterion soores vere made Ly analysis of variances Tukgy's ) procedure
was used to detamine the sigmificance of dif{ferenses betweon pailrs

of means.



Neaanxe of Intallicmee
The Adeptabliity Test, Form A, published ty Soience Research

Associates, was used as a messure of intalligence, Acoording to the
euthore’, the Adeptability Test is dosigned to msasure mantal adspta-
Bility or mental alertness and was constructed specifisally for
industrial use, There are thiriy«five questions, all of wilch are
pixased in "practical® rather than “"acadesic” tarns.

Exedigtor

A jelf-sitaational Inyemtery (SSI) containing items derived Lrom
both main theories of leadership (a) "great man® or trait, and

(b) sitastional, was developed for this study to serve as a predietor,
Basteally the items deseride the extent to which a respondent reports
kimeslf as playing a partieulsr yole, performing a particular function,
oF possessing a particular trait or charasteristie, The respondent
ansvers each iten ty indicating the sxtent teo which he percelves
hinself in the way desoridbed by the fteat lNever, Seldom, Occasionally,
Often, or Alwvays. The Self-Situstional Inyetory, insluding direstions
o responcenis, 13 presented in Arpendix H,

Items chosen for inclusion ia the predictor were btased won
definitions of leaders and leadership dobavior found in the litersture,
After roviewing aprroximately two bundred psyohological and seeiologioal
bookks and articles desling with leadership, as indicated by thelr titles,

SRR

3 Jososh TLLfn and Ce He Jr. The Adsptability Test
(Chicage, Solence Zesearch Associntes
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10 definitions of leadersiip and leadarship dehavior were found, As
och article was reviswed, the defimition or definitions of a leader
or leadership belavior wsed bty the suthor(s) of the srticle vere
recorded, An attempt was mads to omit definitiens that were previcusly
found in other articles, Heverthealess, out of this 1list of 12
definitions, 20 dplications were found, Duplicates were discarded
and & £inal 1ist of 110 definitions was odiained, One questiocmmaire
Aiten was written for each of the 110 definitions, ZThese 110 itams
were then typed on three ty five index oards and arranged in random
onders Following are two examples of leadership definitions and the
serresponding questismnaire items:

Definitions The leader makes the organisation part of his salf
pioture (Argyris, 1953).

S51I Items I consider the organisation part of me,

Defimi $ion Leadership is the sct of influencing the sstivities
of an orgamized group in its efforts towmrd goal
setting and goal achievement (Stogdill, 19%).

SST Ttems I exert more influense in goal setting and goal
schievenent dhan most other parsons in ny organmisation.

Kleven mile advanted greaduate students in psyshalogy served as
Sudges to determine whether a given itan represented the trait o
situational theory of leadersiip. Three of these judges, twe industrial
payehology majors, and one experimental psychology major, also served
a8 Judges in the development of the eonfigural criterion seores. The
grovp of eleven judges was ocomposed of seven industrial psychalogy
majors, 4w socialeparsonlity payshology majors, and two experiasntal
payehology majors. The judges ware asked 40 sort the items (typed on
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thres Yy five index cards) into ons of two calegories: (a) those
represanting the *great man® er traid theory of leadership, and
b)m.wmummmulm. To
faniliarise judges with the 6o theories of leadership defors they
attepted to categorise the itens, a summary of these two theories
written bty Gibb (195:) was given to eash jJudge. A given itea was
eonsidered to represent the trait or situational theory of leadership
L2 elght or more judges agreed wpon which theary the ites represented.’
Using this eriterion of agresaent ty eight or more jJudges, 70 items
ware retained for inclusion in the Self-Zituational Invenlorye
Thirty-six of these itans represent the situational theory of leaders
ship, and 3 the trait theory,

lsmummmmsuummwua
leadershlp are as followst

Tralde I influensce the people around me more than I am
influenced bty thex.

Situationals The aexbers of my growp think I can get them whad
they wvant,

The respondent indicated on the snswer sheed provided, whethew
he pereeived himaelf 4in this mannes Hever, Seldom, Ocossionally,
Often, or Alwaya. ALl 14 participants completed the Salf-Situstiongl

|

agt tea to one category Yy chanse is 112, The prodvability

9 out of 11 agreeing by chance 1s 027, Agreemsnt Yy eight judges
Was oonsidered the ninimum agreement for including Atems on the S5,
in ordar to retain a relatively large maaber of items for linear and

senfigursl analyses.
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An attempt was nade to detarmine which theory of leadership, the
tralt or situationsl, contributed the largest nmber of valid test
(231) dtems. Vhenwver & seb of itens showed a significant relationship
with the eriterien in the eross-validational seaple, the mmber of
ftems fyom essh estegory (Trailt or Situational) was oounted. 4 total
of Mine iten anslyses, as destrided later, vere condusted., The finsl
4t versus sitaational anslysis was souputed actoss all mine item
analyses, A given iten, then, vculd be eemted & maximm of nine
tines, essuning 18 was inaluded in & valid eetd of itens in all nine
Aten antlyses.

Another precedur's was also wsed ¢ detemine the relative value
of the tralt and situational theories in the construstion of our
predistor inventory, Corrdlation soefficients betwesn scoring keys
oonposed of (a) only trait items, end (b) orly situational items,
and oriterion scores ware somputed. This analysis was restricted te
8 svoring key composed of a ralatively large nusber of tradlt and
situational items, which was found to have positive values The odde
oven raliabilities, ocorrected by the Spearman Brown formula, ¢f bdoth
the traid and situationsl sudtests were also corputed.

Linear Analysig
Iten analysis and arossevalidation was considered the appropriste

method to test the hypothesis thet self and situational reports of
eperienced 1leadars are dinensionslly different from those of inexperie
enced leaderss The initicl step in item andlyais was the transferring
of emch participant's responses to I answver sheets, This wvas done
to facilitate mashine eounting of item responses,
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For purposes of iten and configural snalyses, the MST and CsSR
gYoups vere divided randomly into eperinmental and oross.validational
samplese Growp 7 (71 females) was used for an investigation of
alidity genernlication, Raw oriterion scores convertsad into Z scores
were used in iten amlysls, cross.validation, and the investigation
of validity generalization, Three groups Were used in iten snalysis
and eross-validation; MBY, CSR, and a pooling of the members of both
growps (MBT<CSR)e All three criteria were used in item analysis; the
iten analytis oriterion, ths configural oriterion, and the corined
eritarion. In this manner nine scparate item analyses wore eonducted,
The gmeral outline of this dosign is shown in Figure 1.

FMgure 1
Outline of Design Used in Iten Analysis

. Grewp Critarten
It
Analytie Configural Comtined
HET 1 2 3
CsR
YDTCER 7 9

The method of iten analysis used wvas the sane for each of the
mne separate Aten analyses. The first step in the construction of
spirioal sooring keys was to scalect from the experinental growp those
spervisors with the top and bottom 277 eriterion scores, The top 273
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of the subjects vere considered "experienced leaders,” and the bottom
27% *inexperienced lsaders.*® nd.ldaugmuon is mida'!d
&mmumauolwmmuamum
evalwated from thedr regponses to the eritericn inventory,

As investigation was then made to dotermine if there were signifie
eant dffarences in aze, education, and intelligence between experienced
end ineperienced leadorse If sigdficantly #ifferent means and
variance for any of these throe variaties were found betwesn the
experiaved and inexperionced leader groups, the mesbership of the
incperiensed leader groups was changed, until these Afferences were
m0 longer significant, This step wvas facilitated ty removing the
ineparienced leader group those neders whose intelligence test scorss
wre less than 12, The mean Adapiability Tost seore was 19.75 for the
otice saple of P4 parsonse Replacements for these persons were
obtalned Ly saleoting other parsons whose oriterion scores wers alosest
$o the inexpeariancod lezlar with the highest eriterlon score. Ho
signiflicant differences between eparienced and inexparienced leaders
ware found for age and education in the firwt top and bottom 27¢ growps
sdlested. For all mino ites analyses conducted only six inexperienced
leadars wers replaced by persons outside the inexperiemoed 1eader
Soups originelly selected,

i coefficients were then eomputed betwesn the experienced leader-
inmperienved leader dlohotony and the freguency with wvhich the item
lternatives ware chosens The it alternatives, as stated previously,
were Nover, Seldom, Occasionmally, Often, and Aluxys. The distridution
of the frequency with uhich each alternative wvas chosen wvas divided
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10 such & manner as t0 maxiuise the dlsariamination between experienced
leadar and inexperienced leader groups, Edvards (1957) has suggested
s method of iiem selestion for use in the Scale DMisorimination
Teshsique, Figure 2 illustrates the mamner in which frequensy distrie
butions were divided in order to enhance discrimination,

Itess with phi coefficients significant at the 10f level of
sigrificance or less were salested for inclusion in the investigation
of erves.validity, An ¢bjective procedure was then used to deterutine
the alternatives in each item which osould be considered in the
*eparienced leadwr® direstion, The procedure was as followss (a) As
stated earlier, the distribution of the frequency with which expearie
ensed and inexperienced leaders chose the itam altermatives was
divided in such a way as to zmaximige disorimination, (b) Eperienced
leader ansvers ware considered those alternatives en one side of the
dividing point in the dstribution which were mere frequently chosen
Wy expearienced leaders than inexperienced leaders. Thess altermatives
were assigned & weight of plus ones The aliermatives more frequently
sheoen bty inexreriensed leadars than eperienced loaders were assigned
a veight of sero, For example, in ites musber 6, 11lustrated in
Figare 2, altermatives four er five are considered "experionced leader”
answers and consequently are assigned a weight of plus one, Altarmae
tives ons, two, and thres, are censidered *inexperiensed leader®
answers and consequantly are assigned a weight of sero,

The Zolf-Situationa) Inventary seors for esch subject in the ervsse
validational ssrple was deternined ty adding a one for each "experiensed
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Fgure 2

Procedure Used 40 Obtain Phi Coeffisients with
Kaxissm Discrimination Between Experienced and
Inexperienced Leades Groups

831 4tem Mo, 6 Criterien Category
Experieased Insxperiensed

Leader Leader
) § p | 1 >4 IL
e 0 3 2
S b § ) §

= 2 2 =
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leadership® respense he gave, Three seering keys were developed for
emh grow wWith eash eriterion. These thres ssering keys somsisted of
(a) 201 Ltens sigmificant at orF less tian the tem per eent level;
(b) all dtems signifieant at or less than the five per et level; and
(¢) all items significant at or 1ess than the ene per cent level,

The soasurrent erosavalidity of these seering keys was determined
W soapating predust momeat eerrdlation eoeffielemts between soeres oo
these keys and sritarion seeres. Thres greups were uwsed in ervess
validstien: (s) MBT, (b) CSR, and (e) MBT<CSR ecmbined.

The relative walue of each eriterion (sonfigurel, item-analytie,
and sonfigural-iten anslytic eombined) was estimated Ly oompuiing the
sigaifieanse of differenses among the highest eross-validity coefficients
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obtained with the three eriteria. TEis amlysis was restricted to the

highest arvss-validity ecefficient found in each of the three sets of

sooring keys wvith esch eriterion. 7Thus the eontribution of a given item
s sounted no more than onse in sach sooring key.

The reliabllity of the SSI scores was determined by an oddeeven
presedure, corrested by the Spearman-Browm formula, The Michigan
State Integral Computer (MISTIC) was used in the gvaputation of both
the reliadllity and validity of ths predicter ssores.

Qrowp F, 71 femles, served as a validity generalisation sample.
The set of scoring keys whish shoved the highest crossevalidity was
applied % growp F. The MISTIC was also utilised in this step,

It will be recalled that an attexpt wvas made to sonstrust a
lendership scale not signifisantly correlated with intelligence test
soores. This step vas facilitated by ehoosing experienced and inexe
perienced leader gYoups whose mean intelligence test scores ware mot
signifisantly different. 7To determine how well this purpose was fule
f1lled, intercorrelations among predictor seores, Adaptability Test
ssores, and oriterion scores in the validity generalization sarple ware
somputed, The influense of intelligense test soores upon predictar
soares was then partialled ocuts The significance of the Alfference
betwesn the validity genarslisation coeffioient obtained with
intelligence partialled cut snd the validity gensralisation coefficient
obtained without oontralling for intalligense was then computed,



Sonstruction of o Verbal [Descrintien

An sttapt was made to tmild & verdal dessyiption of experienced
&8 sontrasted to the less experiensed lesders in the saple investipated
heve, To fulfill this purpose the cantent of & group of items which
showed the highest erves-validity ceefficimt and significant walidity
cumarulisation was inspested, These items were divided into two groupsee
these itens which experiemed leaders falt applied to tham t0 & prester
extend, and those itens which experiensed lesdars falt spplied te them
10 a lesoer extent. On the Daslis of these two growps of Ltens, two
Mypotheses about the differences in sdf and situational report betwesn
apariensed and inexperienced 1eaders were nade.

Sonfigural Analysig
Of the several methods of econfigural or pattern analysis available,

Iifferential Linkage Analyais (icQuitty, 195) was utilized in the
present study to test the hypothesis that self and situational reports
of experienced leaders are configurally different from those of inex.
perienced leadars, The purpose of Mfiferential Linkage Analysis (IXA)
s 0 differentiate each membar of one eriterion group from the mexber
or nabers of another criterion grovp thed he s most like; it is
assuned that he will thereby also be differentiated from those who
resanlle hin lesss One characteristic of [LA is that the utilisation
of this method is capalle of maximizing the nmber of types isoclated
from a matrix of interassocistions, An indication of the desirabMlity
of eploying a method of configural analysis which ean utilise many
types 18 provided in & recent leadership investigation bty Sohiller (19%).
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Schiller utilised Lingoes' Multidimensionl Sealogram Analysis (MsA),
4 netivd of analysis which tends $o0 minimise the number of types
isclated, and as & resull, increases thelr depandabllity, In discussing
the limitations of his results, Schiller writes that *, . ¢« Vith a
larger population and & different ecnfigural method that tends %0
isolate a relatively large mmber of types, the obtained results
night be gite differents « «* The present inveetigation utilises LA
in order to inoreass the momber of types (or *clusters®) obtained,

o groups were used in the eonfigural analysis, MBT, and C:R,
The oriterion neasure employed with both groups was the eriterion which
Yielded the highest srvss-validity coefficient in our linear analysis.
In this wy LA results wers conpared to eur ites analytis resilts,

The steps in Differential Linkage Amalysis were as follows, The
fdentical procedure was used for groups MBT and CSR, therefore only
group MET is disousseds

ls The 17 experiensed and 17 inexperiensed leaders vere sombdined
inte a saxple of 34 supervisors. an:ed’m
(S51) Ates responses among all 34 persons vers competed. The MISTIC
was utilised in this step. Seventy items are found en the predistor,.
Perfect agreanent between two persons wuld be indieated by an agrement
soorre of 70,

2. The matrix of agreenent scores obtained in step (1) was
divided into four seotions; (a) Upper lefte=Experiented Leaders with

5 the five 551 iten dlternatives were combined in sush & manner as
to oonforn %0 the median of the distribution of the frequency with wvhieh
these altermatives were chosene, Alternatives Never, Seldom, and
Oocasionally eonstituted one category. Alternatives Often and Always
eonstituted the seoond category.
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Eperiented Leaders, (b) Lover leftesInexporienced Leaders with
Experienced Leaders, (6) Upper righteeiperienced Leadars with
Inexpericonced Leaders, (d) Lower rightesInexperienced Leaders with
Inoperiencod Leaders,

3. Bperienced Leader clusters were isclated using data in the
wper left section bty Klementary Linkage Analysis (MoQuitty, 1957).
Evperienced Leader clusters are shoun in Figures 3 and 4, In Figures
3 through 9 Experienced Leaders are indicsted bty espital letters
enclosed in a circle; Inexperienced Leaders are indicated by small
letters anclosed in a square,

b, Inexperienced Leaders were sttached to Experienced Lesders,
using the information obtained from the wper right section of the
matrix of agreement scorese An Insxperienced Leades showing the
highest agreemant with sn Exparienced Leader 1s "attached® to hin,

For examile, in the wpper right seetion of the XUT matrix (Table 17),
Inexperienced Leadar & scores Mghest with Experienced Leader D
Ineperienced Leader b scores highest with Experienced Leader Oy and
Inexperienced Leader q scores highest with Experienced Leader F, Cone
sequently in Figure 3, a 1is shown to be attached $0 D by a dotted
line, In Figure 4, b 1s shoun to be attached to 0 by a dotted line,
In Figure 3, q 15 shown to be attashed to F by a dotted line,

The uoper right section of the matrix was studied jointly with the
lower left soction to detarmine reciprocsl relationships. For example,
vhen Inexporienced Loader n was found to be more like Experienced
Lemder 0 then he is like any other Exparienced Leader, the lower left
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section was then exmnined to see if Dperiensed Leader 0 is in turm

mre 1ike Inexperiensed Leader n than he is like any other Inexperienced
Leadars This condition did obtain and therefore a end 0 form & yeoiprocal
peir, This reciprosal pair is shown {a Figure & by & dotSed 1ine vith
tw arrovs, The agremwnt score of 64 is indlcated en top of the double
dothed 1ine mediating betwesn n and 0o This entire precsdure was
santinued wntil every Ineperiented Leader was attached %0 the spprope
riate Experienced Leader, ‘

S Steps (2) and (4) were repested for the irmestigation of
Insperienced Leader clusters. Ineperiensed Lesder clusters were
Lsclated using the data in the lower right seetion of the matrix in
Table 17 by R.ementary Linkage Amalysis. These elusters are showm in
Agures 5 and §, Experienced Leaders were then attashed 4 Inexperiensed
Leaders wsing the data from the lower left sestion of the matrix, For
SIAple, &8 seen in Table 17, Experienced Leader A shews highest
agroment vith Inexperienced Lender 4, and 18 thevefore attached to hinm,
This 48 shown in Figure S ty & Gotted 1ine betwesn A and d. The agrees
nent soore of 54 betwesn A and 4 15 indicated on the %0p of the dotted
).un. his procedare was contineed until eash Bperiensed Lesader was
stiached fo the sppropriste Inexperienced Leader,

6. The information cbtained in steps 3 ¥, and 5 wes swmarised
graphically en shests of paper, 19° Wy 23%, and later photegraphed for
purposes of reproduction here, The lengths ef both dotted snd sobroken
14nes betveen people are inversdly proportional te the magnitude of the
agrement betuean then, For example, &8 agresment seore of 64 detween
tw people wuld be represented by a shorter line than sa agremaent
seore of 43 between two pecples

h2



7+ The purpose of Differential Linkage Analysis in this study is
o differentiate ench Experienced Leader from the Inaxperiensed
Leadar he 15 most 1ike and smalogoudly to differentiste esch Inexperie
snced Leader from the Experiensed Leader he is most like, This purpose
iavolves the ecnstruction of pressonably dependable scales to differw
entinte peocple in ens sategory from another, 1.6., Svery person should
soore highest on & ssale that corresponds to Mis cluster. A sosle 4o
eomposod of all the predictor itens wpom widch the sssbers of & gyb»
SInaiar sgree. A subcluster is dafined as a eategory of people within
& larger cluster vho are more sinilar to esch other (agree more highly
with each other) than they are %o anyene outside of that category.

Two differential linkage amalyses were perfommed. The first
snslysis, oconsistent with the purpose of ILA as & nethod of Lsalating
nany dlusters, atiemted t0 1salate many subclusters. The seoond
amlysis attampted to Lsolate fow sudslushers. Iy using doth fewr and
many subclusters, the predistive potentiaiities of [LA eould be more
flly eplered than if only ene extreme were utilised, Steps 1 threugh
6 vere followed for both differential linkage analyses. The pFrocedure
wish involves the fsolation of few subdlusters 1is dessridbed fired
besause it iavolves ens lese step tham the altermstive prosedure
descrided here. Ihe following criteris far the sdlestien of subelustars
were utiliced ia the ILA procedure developed %o isolate few subdlusters:

8¢ To enhance the dependability of the subclusters isolated, eeach
suboluster must eontain ad least three menbers,
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be Within each subolusier one or more Inexpearienced Leaders must
be attached to an Bperiensed Leadsr or one or nore Dxperienced Leaders
mst be attached to an Inexperienced Leader. The assoclation of one
or nore nenbers from one oategory %o another 45 described as & grucial
palats Crucial points are shown in Figares 3 ¥, and 7 at all points
in wiich Insxperienced Leaders (mall letter's in boxes) are atteshed
to Experienced Leaders (capital letters in circles) by a dotted line,
or snalogously in Figures 3, 6§, 8, and 9 where Experienced Leaders are
Joined to Inexperiensed Leaders Yy dotted lines,

Ge An attept vas nade to isclate subslusters in which relatively
high sgreement was shovn swong the nabars of the subcluster, Relativdly
Mgh agremaat was ardvitrarily chosen as & swbaluster in which the
agreaaent score between the two most dissiailar aenmbere of the subde
Quster s greater than o squal to 49,8

mmﬂoummn-d.-munms.a agrees
With » 00 53 prediotor itens; & agress with d on 48 predictor ites;
and n agrees with d on 55 predictier Stams, These agrement soores are
found in Table 16, Inexperiensed Leaders a, n, and d therefore form
.uxmpauux.msm-. Thrwe neubers somprise thls scale and
there 1s at least one eresisl point (J, C, and G ave atiached %o ),
Censequently the thres oriteria just specified (a, b, and ¢) have bemn
met 10 the construetion of the Inwperimoced Leader Scale s n 4,

6 Tatles 17 and 13 served as a gaide 1 the selection of this
sutting point, Fortyecight 4s the lowest maximm ggreesent soore found
in any oolum of the matrix of agreeasnt soares for groups FMDT and CSR,

Ly



S¢ 5Steps a, b, and ¢ ware followed for both Experienced and
Inexperiensed Leader lusters: The scales obtained were them further
nodified in the following manness

8¢ A teporary scale was omposed of all the predictor iteas
wpon which the members of a subcluster sgreed.

be To arrive at a final scale, those itens on each Experiensed
Leader Seale vhich vere found te de in comon with all Inexperiensed
Leadar scales were rewved, This step was facilitated by pumehing
out all teyporary scales on maching key stamoils, Iach Experienced
Leader scale was then plased on top of all Inaxperienced Leader scales.
Any Ltem on the Rperienced Leader scale which was in agreenent with
all Inexperiencod Leador scales was then removed, This step is based
upon the assumption that test Ltonms agreed wpon Ly everyons in two
categories cannot anhance discrimination between those two eategories,
Anmalogously SSI items on Insxperienced Leader soales in common with
all Experienced Leader sozles were 4lso removed.

The steps followed in the ILA prosedare which attampted ts isolate
mary subclusters were identioal %% the steps fallowed to isclate few
subclusters, exept for step 76, In liem of the eriterion estatlished
in step 7¢, the following eriterion devaloped to isclate many sudbclusters
was utiliseds Cluster & with sny § which joins 18 direotly. If this
gives only two in & cluster, then join with these two the one other
vhere the differsnce in its assoclation with 4 is maximal over that
with the I, (A crucial point s any § Joined by J,) For eumple, ad
crusial point K in Figme &4, B 183 joined Mrestly to X, L and I are
Joined indirectly and are therefore possiltle candidstes for inclusion
in the scale composed of K and X,

k5



The following formila, based upon the last mamtioned eriterion,
was applied in order to obtain maximm differentiation from £

u_%m_u_—,x_t_g.w.ms

A rrenfa-pes

L was therefore chosen for inclusion in the subcluster XX becszuse
hs dffermoe in association with K and B is maximal over that with f,
An alternative ¢o lils eriterion was necessary, however, in any oase
vhare the application of the adeve formula resulted in ties, In this
case I would be scored in turn on all scales composed of each indirect
associate combined with the two direct associates, The scale composed
of the two dlrest assoclates and one indirest asscciate ypon whleh
person I scored highest wvas then salected,

For purpose of erosssvalidation all Experienced and Inexperienced
Leaders in the crosssvalidational sesiple (growpe MBT and CSR), as
detarnined bty position adeve and ddow the median en the cenfligurally
soared ariterion, vere scored oh every scale obtained in steps one
through eight. This procedurs was fullowed separately for the scales
devaloped from the method designed %0 isclate few subclusters. The
Mypothesis investigated was that Experienced Leadsrs should have higher
stores on Experianced Leader Scales than Inaparienced Leaders. Soores
on the predistor scales were expressed in per cants because the seales
developed had unequal rumbers of itexss Chli square was considered the
sppropriste statistie to investigate this hypothesis, IDxperienced
leaders and inexperienced leaders were assigned te the category of the
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fourfald eontingenoy table in which they scored higheste. Chi square
esll distributions odtained separately for groups MBT and CSR were
then ecnbined to arrive at a ehi square sestimate dased yon @ greater
ourbey of cases, This eombination of cdll frequencies was ecusidered
an sppropriate procedure because ILA was conduoted separately for
groups ¥BT and CSRe This procedure inwelved the utilization of within
group sriterion 7 scores, Condbining eall frequensies would thus retain
the within group comparisons. Another method of arriving et & ohi
square estinate based upon 8 largar mmber of cases wvas also utilised,

Criterion Z soores, computed scross growps, were used %0 assign persons
% thelr position above or balow the medisn, This procedure, however,
vas eonsidered less aopropriate becanse ILA was mot attepted with

the MBT<LSR eomdined grow.

In order to make a direct comparison of eonfigural and linear
antlysss, item analysss with the eonfigural eriterion for groups HOET
and CSR were reanalysed in terus of ehi square, For both groups MDT
and CSR the iten analytiec scale showing the highest ercssevalidity vas
utilized. MNedians of the distribution of sceres en these two item
analytic scales vers computed. The 4op 0¥ ef persons on the configural
eriterion scores were considered Rxperiensed Leaders, and the botiom
D% Ineperienced Leadsrse The two eclumns in the four fald esatingendy
table vere (a) below the median en the predistor, and (b) above the
sedian on the predictor, The sams prosedure was utilized for growp
MBT<CSR gombined, However, eriterion I socores somputed asross greups

7



vere utilised, Additionally it was nesessary to use & sooring key
devaloped for group HEBT<COR combined, Another ¢hi square wvas also
eozputed, For purposas of oomparison with LA, chi square cell
distributions obtained separataly for groups MBET and C5R were combined.
This procedure wvas considered 19ss gpropriate becauze a lineer
analysis was conduetod with growp MST-CSR eombined.

An attampt was nade to express the cross~validity of Differential
Livkage Analysis in torms of produstsment oorrdlation coefficients,
Corralations were carputod for groups M3T and CSR between oonfigural
oriterion socores and per gent agreement on the scale upon wvhich sach
person scored hizheste Thase per ¢ant soores were first normalised
asoording to the T acore procedure suzcostod by Gullford (1956)e
flowever, & linear relationshlp was mot predicted, The aszumption made
was that persons with higzh and low eriterion scores are *stronger”
nenbers of thelr respeotlive clusters and should therefore manifast
Mgher agreenent on stal e oorresponding to thelsr ariterion category.

Intercorralations among eritericn scores, age, echwatioa, intellle
gnce, and muber of people suervised were tomputed. The eritarion
scares used in this analysis were the combined sritarion scores. The
combined eriterion scores, as will bLe recalled, represent an averags of
the configural and iten analytie criterion soores. Predictor seores
wer'e not entered into these intarrelationahips dessuse no one predistor
sooring key was adninistared to sl )% subjeots. Couplete information
on age, education, intelligence, and mumber of poople supervised was

43



available for )56 subjects, The remaining 23 mubjeocts falled to
report either thelr age and/or edusation and therefore had to be
exnluded from this part of the anmalysis,



CHAPTER IXX
RESULTS

Analyais of the Criterion
The ralisbility of the configural judgments by the nine judges

is shoun in Table 2, Twdo estinmates of the raliability are presented,
The intreclass eorrclation coefficient represents the average intere
eorrelation of the nine judges' ratings. This correlstion eoeffisient
of ,708 oould alse have been carputed by cerrelating each judge's
ratings with every other judges® ratings, and the avereging the %
(n (nl)/2) correlation ccefficients, The second eorrelation coefe
fiotent (r » ,956) shown in Tahle 2 desoribes the reliability of the
suns or means of the judges® ratings. Aceording to Guilford (1956)
this method of averaging the judges' ratings reduces the relative
importance of errors, leaving the relationships enhanced, The s0ore-
rescare relisbility of the item analytie oriterion was ,98.

Elght out of the nine configural eriterion judges returned the
questionnaire, asking judges which "process” they used in making the
leadership evaluations, AlL elght of these Judges indicated that
thelr numerical evaluations were based on some type of global, qualle
tative assesonant of the lesdarship experiences reflected in response
%o itens on the BII. Three of these judges sald they looked for the
"{zportance® of leadersidp experiences in srriving at overall judgments,
Thres other judges stated they tried to nse “as mwh information as
possitle” in arriving at thelr global evaluations. The two remaimng
Judges said they used a glebal spproach and gave no further elaborations

D



Tadle 2
Rdiakility of Configural Criterion Seores Yy
Intreslass Corrdlation

s K-’ { B ) 4
16,053 8 2,010 6.01)
Suwpervisers 2995.09 »l 7.62 22.8.) p <001

103..392 1“ '”
h062,095 NS

Yoy ® HS Supervisers « M5 Residual . J708

MS Supervisor (k « 1) XS Restidaal

rn.usw-mmm..,”
M3 Supervisers



mmmamzmm;mm«mm

mmmmmmmmununsmdh. The results
mhnmummmmtmnmmpmum
mummmmmmam.csa.m:. For both
mtmm;mm»msmn:mmmtmn.mmm
ihughutmmmmrtholmtmmo. The mean
it anslytie oriterion scere for group MBT s S.li group CSR, 4.07;
growp ¥, 3.U4, mmnmmmMmmmmmu
29478 gromp C3R, 25,84 and growp F, 22.4. Nffarences betwoen gll
pombhpunormnnohwp-rlmm‘tormim
amlytio and configural eriterion scores, With both sets of eriterion
s00res, mmunmnmnymmunnmocsnmdr.vm.
group CSR 4s Mgher than growp 7,

2akeetion of ST (Predistor) Iteny

Table 5 smmarises the eleven Judges® categoriszations of the 70
itens chosen for inclusion in the predister, irty six vere designated
ummmnmmm.mwmmmt
theory of leadership, camsmmmmumum
roninated each itam as representing the stituational theory of leadership.
camrm«mmmworjwummmmtmu
Wmmwtmuzmm. Column *Category® summare
i3es ooluans T and S by indicating whether a glven item was moxinated
umummwenummmuxw. There wms
significantly better agrestent on itens designated as trait itess, The
Sverage agreasent for treit itens was 9.91; the average agrement for

2



Tadtle )

Anslysis of Varianse of Raw Item Amalytis Criterion
Soores, and Oroup iean Comparisons

sougee &3, 4L i3, L
Between Growps  153.222 2 76.61 15.86
Within Growps  1839.03%6 »n L %%
Total 2042,2%7 »3
CsSR HBT 4
CsR - 1.08* o620
¥oT - 1.,70¢

53

p< 01



Tatle &

Analysis of Varianse of Raw Configaral Criterion

Seores and Group Mean Comparisons

<3 [ 4 %1 L
2627, 2 133660 20,83
24653.055 »n 63.05
27280, 376 »3 -
MBT CsR ’
HDT - 3.94 T3¢
C3R - 3.4

$ Differense betwesn palr of means significant at better than
the 405 level, as estimated bty Tukey's ]} procedure,



situational items was 9.11, The statistical signifisanse of this
differece (p @ ,02) vas detemained by the median test, as showm in
m.60

The investigation of differentes between Ixperienced and Inexperie
enced 1eaders on age, education, and Adsptahility Test scores, is
shown in Talles 7, 8, and 9, Ko differente detasen any palr of means
s signifisant at or less than the five per eard level, None of the
varianses betwesn any tw groups were found ts be significantly
hetavogenesous,

Talle 10 swmmarises the nmumber of phi coefficients found significant
for all nine iten snalyses, One lundred and fifty-nine out of 63 phi
eoefficiats comprted between Lten alternatives and the dichotomeus
eriteria were significant at or beyond the tem per st level of
significances 7The one predictor Ltem wiich was found o have a signe
fisant relationship with the oritarion is all nine iten analyses 18 the
followings “I work hard all the time.®* The response im the experiensed
leadership direstion is eny alternative emvept ALways, L.e., Never,
Seldom, Ogsasionslly, and Often are *esperienced leader® sltermatives,

Cress-mlidity results with growps MBT, CSR, and NBTCSR eoubined
are smmarised in Tables 11, 12, and 13, Seering keys developed on
the tasis of relationsiip with the item anelytieally scored criterien
in the eross-validationsl smple failed to show significant cross~validity,
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Talle S

Clasaification of S5I Items, Acocording %o
Trait Yersus Situational Dichotoay

s30 Ite Muber r o

1s The nexbers of ny group think I ean 2 9
get them what thay want,

2, I influsnce pesple aroand me more than 10  §
I aa influenced by them.

3+ I sontrol others in the pursuit of a 9 2
SOMMOND SMSe,

&, I ereate conditions such that my posie 3 8
tion eventually becomes wmecessary.

5 If the memberx=of =y groxp teck a poll, 3 8
Imuldbovotedﬂulmo

6. Uhen I wove in & partioular direstion, 11 0
others follow mes

7« 1 sn acoepted and noticed by people 9 2
wxier me,

8s I help people reach & goal they think 3 8
is desirable.

9¢ My sutbhority comes from the people 1 10
under ne.

10, My goal is to "become one of them,* 2

11, mdvuﬁmd&aﬂuﬂzm ‘ 10 p

1dees of masbersof the growp,

12, My sscts increase my understanding of 2 9
and ny knowledze about what is going
on in the growp.

13, I stress making it possitle for membars 2 9
of an organization to work topether.

13, I exert more influence in goal setting 9 2
or goal achievenent than most othes
perecns in my organisation.

%

Sakecory®

[ 2]



Tatle 5 (cont.)

LAk A, =

15 I geb things done on 4he basis of my 1n
own initiative,

16¢ I help the nenbers of the growp to ) §
learn from thelr oxperionce,

17¢ I keep rosponaibility for making 2
desigions wholly within the group.

18, I help the group to detarmine its 1
procedures,

13

204
.

23,

23

27.

29.
X.

I prod aon under ne toward acldevenent 9
and efforte

I set levels for achievenent and eoffort, 9

Soms of my ssts epress disapproval

of mens under ne,

An important part of my Job is to 0
koep group maubers informed,

I help bring sbout the sharing of l
information An my group.

I halp individual members adjust to 1
the grouwp.

I try %0 80t on behalf of ths manbers 0
of my grovpe

Mixing with the men under me 10 an 2
Loportant part of my Jobs

I halp bring about mutual ecoperation 0

smong peoples

A large part of ny work involves exor- 9
eising suthority and making decisions.

1 plan ny day's aotivities in detail, 10
I ses that a member is rowarded for a 3
Job well done,

g

o I8

10

10



e
ko,
2,
43.

M,
45

.

&3,

Tabls 5 (cont.)

X have nexbers share in making
deslsions.

I put growp walfare sbove the walfars
of any menbere

I draw a defin'.te 1ins between mysalf
and the rest of the group.

I get spproval on minor matters before
going shoad,

I maintain definite standards of
pefornance,

I set an example by working hard myself,

I yidld %0 others in a dlssussion,

What other nenbars of my group attept
t0 achiove means a lot to nes

I try to keep things as thay are.
I follow the guvidonce of the grow.

I sn sugccessful in getiing other
peopnle to fallow me,

I organise now ideas and practices,
I believe fimly, defend docgedly.
I aluays get the job done,

Y keep my gyes cpen for oprortunitics
in advance,

I ast sperior %O rawbem of my group.
I stress being 2 soolally accentable
person in my mixing with other mambors
of the organization,

I stress getting the Job done,
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Table 5 (esmt,)

8.
De

R
e

52
He

55

e

60,
61,

63
64,

65

I'n mvare of the opinion of grewp
nenbers on matters important te then,

I am successful in maintaining ®esprit

de eorps® among the mambers of my group.

Imﬁ-mwtwo

Ny sctions influence the erganisation
rathar than individual persons.

Ry agressive astions help me sontrol
people undesr nee

It s through special abliities that
1 can control other pesple.

I possess certain abilill es which dise
tinguish ne from the rest of the greuwp.

I ax ahle and willing te assist growp
Resbers in doing what they want %0 do,.

I an very sure of nost of my astions.

I'm pretty wall ahle to sise wp ny
oun assets and abilities,

Hy approach to my Job i3 charasterised
by my ambition and drive,

I work hard all the tine.

I'n enthusiastic about most of my
sotivities,.

I find working with my growp interw
esting and challenging.

I seer to talk more than most pesple.

I btring about acts which help solve
sotual problems,

I generally get along vith almost
everyone in my group.

3

»

N -

EE E 8FE » & E &

o

w 5

10

0

Catemrys



Table 5 (eont.)

s3Llien Hog o4

66, My actions tend to insrease scoperse 3
tion among growp meshers,

67« I consider the organisstiona pard of me,

69« The growp is dependenrt upom ne.

70 I sa eany to understand,

= %

w0 w
N O O
-3 1

¢ Intries under soluans T and S refer to the mmber of judges
out of eleven vho considered a

oategory respectively, Intries ]
whether a given iten belongs to the tralt (T) or situational (8)

[

The protatility of all aleven judges agreeing by chance is ,000%
ten judges, 0051 mine Judges, 027 eight judges, .12,






Table 6

Comparison of Judges' Agresment on
Trait Versus Situatiomal Itens

Iten Category
Iosls  Siimationa)
Above 22 13 3
Below )2 ] a8
* % 70

a5z (p= .02)

Hotes Above and Below refer to mmber of itens with agresmaant above
or balow median agreenent, Agreanent by mne judges is
eonsldaored the dividing point of the distribution because the
modian lies slightly ahove 9 agreomants.



Leaders, as Determined by

o

ity q nean
(r=l7) s.s..‘ are,

CsR mean
(3m25) 303.th.

MBT£SR nean
(B=ti2) s.s.tw.
¢ L prefers

II I, refary

Tatle ?

Miferentes Betweon Bxperienved and Inexperiensed
Iten Amlytic Criterion Scores,
on Age, Education, and Adsptebility Test Soores

e ILees R, IL
bs.2h &s,12 12,76 12,38
1.00 7
‘wl? 7R
Lh k3 W64 1316 12,96
z.“ .26
»06 76
05 W71 1319 12.%
1.99 19
BN 1.0

Adsptability
~dest Score,

B L
22,88 2.1

=
18.72 19,20
3.9
7
Q.48 20,07

78

.8



Differeres Between Dperienced and Insxperianced

Tatle 8

Leaders, As Deterwmined hy Configural Criterion Scores,

MBT
(Nea7)

CsR
(H=25)

on Age, Edncation, and Adeptability Test Scores

Azse Egucation
o A ILes 1, I
29 k4,9 12,52 12,52
b ¢ o2
«09 «00
46,08 M4, 52 1%958 12.3%
2,94 82
«53 1.9%
45,93 WR,66 13.33 12.%
2.01 .‘W
1.3 .62

63

Adsptability
~Legl 2oere,

9 1L

22,24 21,29
1,54
52

21404 19.56
1.43
1.03

.62 20,93
93

o732



DMfferences Betwesn Dxperienced and Ineperienced

Takle 9

Leadors, as Deternined Yy Combined Criterion Scores,

on Age, Education, snd Adaptability Test Soore

Srom Aze xpeation
e ILes 1L IL
(¥=17)  S.E, Aff, §,22 2,02
t «70 9
CsR noan by, 72 k3,03 13.72 12,12
(Na25) SeB, difef, 2,66 o2R
' Qy 068
MBT-CSR nean 45,8 A2,76 1338 12,76
(is2) SeBe ALl 2,02 P
1.26 1.15
¢ L refers %0 Experiensed Leader
% IL refore W Inexparienced leader

Adeptability
~lest Soore,

1) L
23,06 20,35
1.89
1.83
20,16 19.00
1.%
85
2152 20.2

1.08
la2



Talle 10

Ewnber of Predictor « Criterion P Coefficients
Sigmficant in FBperinental Sample

Criterion
Itm
Analytig Conllgural Sontined Igtal
Leval

o0 2 b ) p § 5

¥BT 05 2 j 2 10
10 4 £ 2

total 1 1h 9 »

N3 2 2 2 é

cok 05 10 -1 é a
10 s pL -t &

total 23 s § 15 »

«01 7 3 3 1)

HDTw 05 10 9 8 27
CSR 0 Ly i 4 -] 26
total 23 19 19 66

Grand total =1%

65



Sooring keys developed on the basis of yelationships with configural
and oontined eriterion seores, however, gmerally showed significant
S¥oes-validity., Sixz out of the nine ervss-validity eoefficients based
on the configural eriterion were significant at or detter than the ,05
loevel., Seven out of the nine cross.-validity ceefficients based ea the
eonbined eriterion were significant at or better than the .05 leval,
For all three eriteria, cross-validity coefficienta ranged from «,1%6
to 428, with a median of (177. The eross.validity ceefficient of
o283 found with the configural eriterion (growp CSR; seven item scoring
kqy) 1s significantly greater than the highest sross-validity ecefficle
ent found with the item analytie eriterion for growp CSR, Ko other
amalogous significant differences were found. For exmmple, the highest
sross-validity soefficient found for the combined eritericn with growp
CSR was o317, This 18 not sigificantly different from (043«ehighest
eross-valldity eoefficient found for the 1tem analytie ariterion with
growp CSRe  The oddeeven ralisbdilities, sorrested for full length of
the test, for the mine scoring kays comprised of items significant at
or better than the .10 level ranged from 064 %0 7%, vith a median
of idh,

Validity generalisation results are shown in Tahle 14, Sooring
kays oomprised of itens significant at the 10 level or better, axd the
»05 Leval or better, showed significant validily generalisstion., A
sooring key comprised of two iteas significand at the 01 level failed
to show significant validity gensralisation. The Self-Situgtional
ineemiary scoring key applied to the validity generalisation sample is
shown in Tahle 15. This scoring key ocomposed of 21 Stems showed the
Kghest cross-validity (r = ,423) of all the sooring keys utilised in

etoss=validation, p”



Table 11

Crosss=Yalidities and Reliabilities of S5I Scoring Keys,
Using Configural Criterion Scores

Signiflicanse
Levels in Foe Cdd-oven Spearnane
S 3 . Gubkest,. it RellaMlly B, YalldiY
MBYT 63 01 0% 20 1b « 6 «706 177
001' .os 8 Qm '5"2 Om“
N § 3 «205 « 0 135
CR3 98 A1) 05 A0 A 297 53 159
#0134 05 7 o160 »276 oli28ee
01 2 o2 32 o225
g- 16L  L013 05 -10 19 39 70 o167
+013 «05 9 RY 267 37
0 3 «148 238 o263

® Significant at 01 level,
8 Signifioant at 05 leval,



Cross=Validitiee and Raliabilities of S5I Scoring Keys,
Using Iten Anzlytic Critarion Scores

o K

MBT 63
CR3 93
MBT- 141

€23

Significance
lovals in

.m.mw.m.m

O3 L% .10
13 HO85
01

wOls 105( #10
013 03
01

Q13 05
+0%

Tahle 12

Ro.

n

*358
202
Jd1h

o 20
+103
1%

82
«535
170

58

«336
«20%

o34
195
259

7%
597

079
238
«s085

<035

Q57
=slB6

«090

“%



Table 13

Cross-Vqlidities and Raliabilitles of ST Scoring Keys,
Using Combined Criteion Scores

Sipgnificance
‘ levels in 0dd-even

e § subtest . Iiens [ollstility -m_-. Jalidity

MBT 63 013 4051 410 9 2 xS B R
oO0Ls 405 3 +266 o820 4168
aot 6 22 o062 2648

CRs 98 013 0% 10 15 033 064 153
R ¥ ..05 8 «20 w7 '.’7..
o) § 2 o201 333 o 200

2{'4{ - 1 013 0% 10 19 137 o258 2200

o 013 05 1 o1 <486 «189*
o1 3 a9 JRE 2060

1 Orily one iten in this set was sigmificant at the .01 level,
ville six were significant at the..10 level; consequently these six
1ters vare used to comprise & scoring key,

* significant at 01 level,
® Significant at 05 level,
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Tatle 14

Group C3R Seoring Key Applied to V
Validity Generalisation Semple (i = 71)

Signd ficance

levels in Spearnsne
-futek I&m W ~iown..,  YOidity
.m. OO’l ’10 a 0169 .289 .“52“
«013 40 s 7 411 199 OW
0L 2 235 Py s § o126

¢ Significant at .01 level.



The effects of intalligence wese partialled out from the validity
generalisation soefficient obtained using all itams significant at or
better than the .10 level, This coefficient wvas reduced a statistically
Anstignificant amounts from 452 to 446, The partial correlation
progedure s sumarised in Table 15,

Sonlizursl Analysia
The configurally scored criterion was used in the eonfigural

anglysis portion of this investigation because the highest crosse
validity eoefficient in linear analysis wvas obtained with the configural
oriterion (.428), Comparing Differential Linkage Analysis to an iten
analytio method of knowm positive value was considered an sppropriste
test of the forumr method,

m.mawmmmynmwnudm
Insxperienced Leaders 48 shown in Tabtle 17, The matrix of agreement
soores among the 0 CSR Experiented and Inexperienced Lesders is shown
in Tadble 18, Doth matrices are divided into four section; upper left,
wpe right, lower left, and lover right.

Three MUT Experienced Leader clusters were found using the data
in the wper left section of the matrix in Table 17. Cluster one is
oompesed of soven menbere; E, F, B, ¥, D, C, and P, Cluster tuwo is
eanposed of eight menbers; I, N, Ko L, A, O, H, and Q¢ Cluster three
is corposed of two menbers, the reciprocal palr O and Jo MBT
Dperienced Leader clusters are shown in Figures 3 and &, Three MBI
Incperiented Leader clustars ware isolated using the data 4in the lower
right seotion of the matrix, Cluster one consists of 13 menbers;

a



Talle 13

Effests of Intalligence Partialled Out In
Validity Generalization Sample (8 » 71)

) - 52 1N

(2) - 035

(2 -
ri12,3 = M

0mnanm;wmtmrn

Hote: SSI = Predictor
BIT = Criterion
ADT = Intalligence (Adsptability Test)



Tahle 16
SSI Seoring Key Applied to Validity Generslisation Smple

S31_Bynbepe Altern’ in Exp, Significance
Leadse Mreotion __Lovel

1s The senbors of my growp think Y 4, S 01
ean get ther vwhat they want,

S If the nembers of my group teock a h, S 01
pall, I would be votad the leader,

9« My authority comes frcm reople 1, 2, 3 05
under ne,

e I try %0 keep things as they arve, 1e 24 ) «05

o, Id.mmthoatbm 1.30»30‘ «05

e I sn successful in neintaining & 5 «05
*esprit de corps® oong the niambers
of By growp. .

53+ I'm pretty well altle te sise wp my 1, 2, 3 «05
ovn assets end 1isbilities,

7¢ I an ancented ané notlced by peoole h, 5 0
wndor me,

12, My acts incresse xy understanding of b, S «10
and xy knowledze about what 4s goling
on in the group,

13: I stress making it possitle for metbars s 10
of an organisation % work tozether,

1h, I exert more influence in goal setting &, S 10

<2¢ An imortant part of my Job is to kecp S «10
prow macbers inf

24y I help individual menmbers adjust to l, 2, 3 10
the growe

26, Mixing with the men under me is an , 2, 3 10

important part of my position,

7



Tatle 16 (ocont.)
Altern’ in Bp. Significance

22l Qe Leador Dipection __Level .

29, I plan my day's sotivities in detadl, 1, 2, 3 10

Re I put group welfare above the welfare 4, § 10
of any mexber,

35 I msmintaln definmite standards of 20 2, 3 10
performance,

. I am suocessful in getting other 1, 2 % & 10
people to follew me.

60, I work hard all the time. 1,2, % & «10

62, I find working with my growp intare s «10

esting and challen inge
68+ I eonsidar the organization part of mes S «10

® Codos Hover

Seldn 2)
Occasionally 3)
R P
Always

™






& by 1y 0, 4,8 30 ® 4 8 B, g 8nd 0 Cluster tio consists of tw
nezbers, the resiprecal pair h and pe. Cluster three slso sonsists of
G nembers, the reeiprocal palr £ and ko MBT Insperienced Leader
elusters are shown in Figures 5 and 6.

One large cluster vas isolated in the wperleft section of the
matrix in Table 18 (growp CSR)e All 25 group CSR Experienced Leaders
are found in cluster one, shown in Mgure 7. Two olusters were isalated
in the lower right section of the CSR matrix (Inexperienced Leaders).
Cluster one, shoun in Figure 8, consists of 23 Ineperienced Leadorsee
all Inexperienced Leadsrs except d and @ Cluster 2, shown in Figure
9, consists of ths reciprocal pair d and e,

The methnd of Differential Linkege Analysis applied to isclate
few clustars yldided four Dxperienced Leadsr and thres dexperiensed
Leader seales for group FMBT, These scales are listed in Tahle 19.
Using the same method, three Experienced Loader Scales and four
Inexperianced Leader Scales weare construsted for mrouwp CSRe These
scales are 1isted in Table 20,

Hine PExneriented Leader Scales and seven Incxperienced Leader Scales
were constructed for Group MNT, using the method of Diffarential
Linkage Analysis spplied to isolate many subclusters, The members
oorprising these 16 scales are 1listad in Table 2. Using the sane
ncthody 13 BRpaianced and 9§ Ineperiensed Leadar scales vere construoted
for group CRe It will be recalled that an additioral oriterioa for
the salection cf subalustors was considored necessary when the formula
$1lustrated in step 70 (Charter II) produced tles between two or more

(k]



Tatle 17

Hatrix of Agroement Scores Among the % MBET Supervisors
Chosen From the Exparimental Sample
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Table 18

Matrix of Agreement Scores Among the P CSR Supervisors
Chosen From the Experimental Sample

UPPER LEFT SECTION

Person A B C D B F G HIJKLNUENEOPAGQRSTUVWIY

A

B
c
D
B
¥
¢]
R
I
4
K
L
M
|
0
4
Q
R
3
?
0
v
W
X
} 4

RBBHBLBDARYDRHBYY DB DW0N 2B
2 NIMMPIRAWRSAMNDBRDLBY B2
WS WKMRYHBLIIDHIMM ALY K BKL0HEL
BN AMBBBDANDMY HISD ALY % DK
MWW BRWNSSKS5ARSDMDMHINNADBA I S
MM MNE KR AMAMYRBBBYY R B KK
MPRWREK MupLBERIRRRRLYPRLRY H.
MR R0 RS A5 R M AW ASAS D 0 B I
DANBEANE ABNBBVMNUDBABANBBD
AWM DYEDH DBWASANK D DM BB L

RRMAMUAVIZBH VPN NDUERISADOO A
DA DASR MRS BN MRMMLNLLSRBMY DY

DHANDDIIHYDBBYHE] KMSIN KL ROINDD LR
VMMM R NBBISMN0 MM Y RIMA D
MMM AU A2 RSP HSSAGASA) NS NI R W) W N0 M A W A3
MNBADDBRASSHHIMHINE DWSIME B IS AW
MRS ABASAAB A2 DAMAMMAMD 49 B2k
PRMDNMRWBNREAKRAMM 229P2BRELQM
BDAAOYRWADRSBRYIIHA BT %D
PABU RPN YRMB2E HPIISAD
WBMWEBBRIABBOLOAIYNY 0I5 P
NN OPDROMYNBNMDIEMBE26Y BN 3N28%
REDSLAVNIABOMBMAEREZEIISRN B
NRBDPEMHIMBALONSANANODNIBS 4
s b7 12 B9 LS A0 AL A6 D A6 S M A2 P AB AP A2 WA K0 M B % A9 48
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Flgure 3

HMDT Bxperienced Leadars wWith
Inexperienced Leaders Attached; Cluater One
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Figure &

107 Expearionced Leadars With
Inoporiencod Loadars Attached; Clusters Two and Three
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Figure 5
0T Insxperienced Leaders With
Experiensed Latders Attached; Clustes One
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Mgure 6

HMBT Inexperienced Leaders \ith
Experienced Leadars Attached; Clusters Two and Three
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CSR Experienced Leaders With
Inexperienced Leaders Attached; Cluster One






Figure 8

CSR Ineperiensed Leaders With
Epaieced Leaders Attached; Cluster One
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Mgure 9

C5R Inexperiented Leadess Wi th
Experienced Leadars attached; Cluster Two



mdlractumutqs. Orly one sat of ties was found, The Experienced
Leader palr, V and K, shom in Figure 7, has three indirest sssociates,
P, Csand I, k.ll‘ﬂniopm.r.m and I produced a negative
differentiation of 3,5 according to the formila spplied, Person w,
the Inexperienced Loadcr sooring highest with 7V, was then goored on
scalos coprised of persons VP, ViiC, and Vills Person u soored lowest
on soale ViI, GScale VII was therofore chosen for inclusion in the
investigation of cross-validity. The 22 scales, including VNI, are
listoed in Tahle 22,

Cross.validation results for tho scales estalilished with the
Differentisl Linkage Analysis procedare spplied to 1sslate few subde
clusters are shoun in Teble 23. The ohi square for group MOT is 0,762;
for growp CSR, 2,613 When the eall frequenaies for groups MOET and
CSR ware comMned, the chl square found was 3,282, None of these el
squares is significant at the .05 level or better,

Cross-validation results for the scales odtained with the XA
procedurs applied to obtaln many subslusters sre shown in Tahle 24,
The ohi square found for group MBT was 1.17; for growp CSR, A2,
khen the ¢all frequenciles for groups VST and CSR vers combined, the ehd
square obtained vas & 5, This chi square is significant detween the
+05 and 01 levels,

I fferential Linkage Analysis cross-validation recults odblained
Ry utilising across grow oriterion 7 seures are showm in Tatle 25
Both the LA procedure spplied to develop few swbolusters and the proe
cadure spplied to isclate many sudelusters failed to yidid s ehl square
signifioant at or better than the 05 level.

N



Taldle 19

Bpeariensed and Ineaperiensed Leadersip Seales Obtained With
ILA Precedure Applied to Isclate Few Subslusters (Grewp MBT)

Spaxiensed Leadsr Inmperienced Leader
% %

Bamder of Iteme Nesbers 1a Nunber of Itens
..illh... PR ¢ W B SN ¥\ U -

EFD 33 and 29

= : = -

INLAK 23

& scales 2.5 3 ssales ape

¢ Nedian mmber of itens in seales of ssrrespending sategery (EDxperiensed
of Insxperienced Leaders),
Tadle 20
Experimsed and Inmperienced Leadership Seales ObAained With
ILA Precedure Applied %o Isslate Fov Subdlusters (Grewp CSR)

Eperienced Leader Inexperiensed Leader
w*

w“
Nenbers in REumder of Items wnber of Itens
JXRXA 3 130 29
= - 5
IW{IRSBP
wisp 2
3 scales 28¢ & seales p

® Nodian smsber of Ltens in ssales of cerresponding estegory (Experiemsed
or Insperienced Lesaders),



Table 2

Doaianced and Insperienced Leadarship Seales Obtained With
ILA Procedure Applied to Isclate Many Subslwsters (Grewp MBT)

Experienced Leader Inexperienced Leader
.——Mﬂl—-—- —-—Mﬂ—-—.—-

Kembers in Busber of Iteas Beabers in Husber of Itens

BEP L) 1be 3

FBE{ a nbod 2

e » Jend R

DEF 35 on} »

EFM 33 doogqm 14

DFP 3 0d 23

KL 3 and 3

LEAQ »

oL a3

9 soales e 7 sedles ae

* Median number of items in scales of corresponding category (Experiensed
or Inexperienced Leaders).
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Taldle 22
Bparienced and Incperienced Leadersiip Seales Odiained With
ILA Procedure Applied to Isalate Mamy Subdlusters (Oroup CSR)

Experienced Leader Insxperienced Leader
‘-&M* —W——-—

Hembers in Rucber of Items Nembers Ain Number of Items

- . ST U . S ... ——d B ESRAE
RAX o hnk %
KWR » sknq 26
= 3 = 2
RKXW 7] 1 [ Y
it 2 wpsidge b {
YDMFHEDW 23 sl %
WRILQRS 22 ur 2
PINC %

[ o]

ONI 27

XAX 5

13 seales »* 9 ssales %

¢ Median nuaber of 1tans in scales of corresponding category (Sxperiensed
or Inexperiensced Leaders),



Tatle 23

Croes Vulidity of LA Prosedure Appliod te

Isolate Few Subclusters
Group MBY (X = £3)
Predictor

I Seale K Scale

- 16 15 a
Criterion
o a2 & 2
» 27 63
Group CSR (N = 98)
Prediotoy
IL Scale K Seale
Critert K’ 4§ 28 L]
L 2 2R L2
L ] 93
Cdll Frequencies For
Oroups MBT<CSR Combined (X = 14)
Predictor
IL Sesale K, Sedle
5 A 4 L5 0
Criterion
n - B X 1§
86 75 1a

§
E
%
|
|

2 w 0,762 (8S)

2 = 2.Q3 (xs)

lz. 3.282 (n3)



Tahle 24

Cross Validity of ILA Procedure Applied to
Isclats Many Subclusters

Group MBT (K = 62)
Predistor
L Sedle K. Soale
K, 12 19 a
Criterion
b1 2 &2 id 2
29 5 6 X w1.27 (85)
Growp CSR (N = 98)
Prediotor
IL Sedle K, Sesle
> 2 28 w
Crilerion
I 2 a2 ]
9 n 98 1% e 5.2 (x5)
Cell Frequencies ¥
Greups MBT.CIR caun: (:' =14)
Predictor
IL Sesle E, Scale
> 8 » (74 80
Criterion
L /4 A a
8 & 1R 2« b5P (p £ 409

Bote: Rows refer %0 Dparienced and Inaxperienced Leaders (oriterion).

Columans refer to mmbder of people in eorresponding Ineperiensed
or Experienced Leader catcyory who seore oa Ineperiemsed

and Experienced Leader scales respectively De
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Talde 25

XA Cross=Validity Using Asross Orewp Criterion
Z Soores for Groups MOT and CoR

It Many Subclusters

Frediostor

I 2 A

Criterion I, 38 g
L & L)

1@ Leoag ()

IIs Few Subolusters

Predictor

oL &%

Criteton X % &)
k3

18 2 «1.7% (Ks)

Hotet Rows refer %o Fxperiensed and Ineperienced Leaders (eriterion),
Colums refer to mmber of people in corresponding Inexperiensed
or BExperiensed Leader category who score highest owinixperienced
and Experienced Leader scales respectively (Predictor).
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The produst.monent sorrelation coefficient detween eonfigural
eritarion seores and per cend sgreemant with the scale (Dxperienced or
Inoxperiensed Leader Seales) uwpon vhich each persen soored highest was
«0Q for growp MBT. The seale applied to isolate fow subslusters
s uwsed in this analysis, Using the provedure applied to isolate
many subdlusters the corrdlation bdetween oriterion soore and per cent
agresasnt vith the esale vpoa which each pereon soored highest vas
01l3s For growp CSR the ecrrelation betwesn configural eriterien
ssores and per cent agreement vith the scale wpon which each pesreon
seared highest (using the procedure applied to isclate few subalweters)
as (120, The sorrelation coeffisient found between the same wariahles
for growp CSR, but using the procedure for many subslusters was 084,
Hone of these four corrdation coefficients reach the five per eent
level of significance.

To facilitate & direct comparison of item and eonfigural analyses,
the cross-validation results obtained with lineay snalysis for the
eonfigural eriterion were expressed in tems of ochi square. These
relationships are shown 4in Tahle 26, The ochi sguare sxpressing the
relationship Detween the eriterion and predistor for group MBT is 2,045
for group CSR the obtained el square was 1.5%7¢ When the edl
frequancies for groups HET and CSR were combined, the chi square found
ws 2,897 These thres cii squares all fail 0 ressh the five per cent
devdl of signifioance or bettere



It Wil be recalled that the more sppropriate eil sguare test for
linear snalysis was ecanidered to be a procedure whieh utilised asrose
oo eriterion I soores. The ssoring key utilised here consisted of
19 Atens which showed & cress«validity relstionship of 167 te the
sonfigural criterion for group MET.CSR ecomdined, The ehi square
dafining the relationship between the predister and criterion is 10,55
(p < +01), s showm in Talde 27,

Table 28 shows the eomparisens between the yesults edtained with
the tw differential linkage amalyses and linear snslysis. Two of the
twdlve ahl squares reported are significant at the .05 level or Letter.
The iten snalytie procedure whish wiilised saross grow eriterisn I
scores (group MBTCSR eombined) yldided & ehl square of 10,528 (p < 01)
The LA procedure spplied to isclate many subslusters, which utilised
within group criterion Z soores (cell frequensies for groups MET and
CSR combined) yidlded a shl square of 8.5 (p < 05 >.01),

The largest cross-validity eoefficient found for the ILA presedure
s 120 (growp CSRe=few subolusters)s the largest eross-validily
sosfficient found for linear analysis was A28 (group CSReeseven L4eme).
The A fference betwesn these corndlation ecefficients is significant ay
the .02 level (p = ,0183),

Joaid Yerwus Slinational Analyels

An analysis of the number of itens representing the trait theary,
versus the nusber of itens representing the situstiseal theory of
leadership was made for all 1inear ssoring keys which showed «ignifiosnt
oross-validity. (It will be resalled that he Self-Sitaational Imvenhery
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Table 26

Cross Validily of Itex Analysis with Configural Criterion
Bpressed in Terms of Chi Square

Growp MBT (X = 63)
Precdiotor
Below Medlan Above Medlan
BL 10 21 X
Criterion
L 16 16 2
26 7 63 X = 2,045 (5s)
Group CSR (R = 93)
Predictor
Bdlow Hedian Above Medisn
> A 1?7 » L
Criterion
17 & 22 -}
» » 98 X w197 (i5)
Cell Frequencies for
Growps HET-CSR Conbined (N =» 161)
Proedictor
Bolow Modian Adbovs Hodlan
EL 27 53 8
Criterion B
I = A3 2
65 96 18 1* = 2,897 (s)

Hotest Above and Dolow Median refer %o scores on soven itmm predicter
cat erosswvalidity (r = ,U428),

;%1
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Talde 27

Cross-Validity of Item Analysis with Across Orovp
Coufigurel Criterion Z Seeres (Oroup MBT-CSR)

Predicter
Badlow ¥Median Above Medlan
L 27 53
Criterion
o 5 B X

14
£ « 10,823 (p <00
Kotet Adave and Below Median refer 4o soores om 19 itex predicter

sdoring key developed for grouwp HBT.CSR essttined. This scoring
key showed a oross-validity of 167 (p 405
B and IL refer to Experienced Leaders and Ineperienced
respectively, I and IL desigmations are based uwpon top and
botion D7 configural critarion scores.

- 0 O W G DGO DD DGO D O OODE D WO OESDOS

Talde 23

Comparison of Iten Anslysis, ILA vith Fev Sutclusters, and
ILA with Many Subtlusters, in Terms of Chi Square

ILAFou LA-any
SR Atan Aoslyala ukalustecs 2ukglustars
MBT 2,048 0.762 1.37
CsR 1.97 2.3 B2
HBT-CSRY 3.897 %282 LN
MBTCSRS 20,29 14790 (RY

¢ Sipificant st the 05 1evel,
* Significant at less than the 01 level.

1m-mumpmdmumm-mmzm.
zmmnmmmmmmmMuZM‘
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consists of 35 situstional items and ¥ traif items,) Bo ites was
counted more than ontSe for each set of soering keys in the trait versus
sitoational analysis, Righty-fowr items entered into this smalysis, as
shoam 4in Tahle 29, Forty-six of these 84 Ltems represent the trait
theory of leadarship and 33 the situational theory. This difference
does not reach the 05 level of significanse or betters the chl square
obtained expressing this relationship is 1,190,

The validity generulisation smaple of 71 Lesales was chosen to
detamine the relative walue of sooring keys contilning treit Ltems
versus those containing orly situstional items. This growp was cshosan
beomuse (a) The validity genevalisation coefficiant of 452 was the
Mghest validity obteined in this study, and (}) 21 items entered
into this sooring key, allowing for a someshat dependable tomparisen of
the rdlative value of trait versus situstional Ltezs, These 21 items
oonsisted of 12 situational and mine trait items., Three situstional
itens which vers significant between the 05 and 10 levels of
significance in the experinental sample with group CSR were dissarded.
In this mammer nine trait Atens were corpared %o unine siteational itens,
As shown in Table 0 neithar the tredt nor sitwational sooring keys
shoued a significant rdlationship to the oriterion. The valldity of
the trait 1tans wvas ,028; the validity of the situatioml itess was
«010s The difference betwoen these twe validity coafficients is mot
sigificant, The trait and situstional sooring keys alse falled %o
show a significant difference in relisbility (.135 versus ,401 respestivaly.)
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Table 29
Tral§ Versus Sitwationsl Analysis of SSI Seoring Keys With

Sigificant Cross.Validity
Sigmificance
8.B. levals Noe Boe T No. 8
Srowmp Criterlony Vldity Reliability _ofitess  Itess Items Items
MB?T Confi morell. .M .” ol 05 8 6 2
¥BTe Corfigul 167* o7 o0lye05d0 19 b4 § 8

CSR

HBT m .18‘ .37 ’ ‘01.0050010 9 7 z
CRs Combined o A7%® o7 014405 8 b 5
go Combined 2200 28 000540510 n .3 u
84 46 b -}
¢ Significant at 01 level,
¢ significant at 05 level,
Table ¥
Trait Yersus Sltuationsl Subtests in
Validity Ceneralization Sample
Izt pAT- s | Reliatility Jald\tx
LSl sarmted)
Tralit 9 135 «028
Situstional 9 «l0) +010
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Interrelationships amang sge, mmbder of people supervised, education,
Adeptabllity Test soore, and configural-iten analytic eriterion soores
are showmn in Tablo A, It w11l be recalled that predictor scores
vere rot included in this analysis because no one predictor scoring
key vas applied to the entire sample of 04 persons. Six of these
- interrelationships are significant at the cne percoent leval; age and
eduoation (« +23)3 age and Adaptability Test score (= «252); mmber
of people supervised snd sriterion score (.383) education and criterion
score (+307)s Adoptability Test score and critarion score (.133)
eduoation and Adapiability Test score («45.)« The corrdlation dDetueen
age and mmber of pecple spervised is 100, significant at the five
per cent level., HNo other interrdlationships wers found to be signifle
cant at the five per cent level or betier,

Seven itans which showed a aross-validity of 423 and & validity
gearslisation of 327 were used in the formdlation of two hypotheses
about the Self and Situstional reports of experienced leaders versus
less exparionced leaders.

EBperiened leaders, in sontrast $0 less experienced leadars,
£dt the following statements spplied to them to a greater extent:

1¢ The nexbers of my growr think I ean get them what bey want.

S {tmmcwmm.m I wuld be voted the
m.

. rammuw'mmd.m'mw
neasbers of ny growp.



Takle R

Interrelationsihips imong Age, Bwmber of Pecple Supervised,
Education, Adaptahility Score, and Combined Criterion Seoress

(x = 66)
Azs | Edila Adts Seitaxion
- «100¢ el 00 wol 5208 029
- .021 NO“ ® w
- s ee aXoTes

AEpE

- «1830¢

8 Significant ad .01 level,
¢ Signdificant at .05 level,
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Exparienced leaders, in sontrast to less experiensed leaders,
£a3% the following statements spplied te them to a lesser extemts
9« Hy suthority comes from pecple undes me.
Pe I try to kewp things as they are,
&i, I alumys get the Job done.
$Be I'n pretty will able to sise wp Ry ovn asests and 1iaMlities.

On the basis of am inspestien of the sontent of the above Sglf~
S\taations) Inveniery statemsuts, the following hypotheses about the
differentisl salf and sitmational reports of experiensed and less
smperiensed Leaders 1n our sample Are made:

(a) Expariensed Leaders in esatrast te less axperienced Leaders
have more confidense about the adequany of thelr relationships with
thelr grows. This Aypothesis 48 made en the basis of SSI item, 1, S
and .

(b) Experienced leaders, in contrast i 1ess experienced leaders,
are leos ecnfident about (or perhaps are more "realistic” about) sertsin
of thelr porsonal charasteristies. This hypothesis is made on the basis
of SST dtems Ab and 5B, It 1s &leo supported by ites mmber 60 ("I work
hard all the time,*) which showed & signifinsnt relaticnship te the
_eritericn in all nine ites snalyses in the experimmtisl ssyle, snd was
ineluded in scoring keys kich shoved both sigmficant cress-validity
and walidity generwlization, As will be resalled, the answer in the
experienced leader direstion for 1ten nmbew 60 As any response but

*Always.*



CHAPTER IV
DISCUSSTON

The itea amalytically developed predictor yidded & Mgher
relationsiip With the eonfigurelly derived eriterion than with the
iten analytically derived eriterion. It uas therefors reasoned that
an sppropriste test of Differential linksge Analysis (the method of
confizural analysis utilized here) for tmilding a configwral prediction
wnild be to coopire results from 4t vith cur item analytie predietor.
To facilitate this comparison the cress walidation results of linear
and configural analyses were expressed in tarms of both oMl square
and prodact monent correlation coafficients,

khen the eonfigural criterion was made dichotomous, and groups
HBT and CSR were conslidered separetuly neither LA nor linsar anslysis
mnifested a significant ol square. When ahl square estimates were
obtained on & larger mmber of cases (roups MET and CSR combined)
both LA and linear analysis yidlded one significant and one nomsignie
ficant ochl square,

To obtain wn estimate based upon & larger mmber of cases two
procedures vere carried out for both linear and configwral anmlyses:
(a) Chi square cell frequencies obtalned separately for groups MBT and
CSR vere comlinad, The criterion Z scores used in this analysis were
oomputed within groups MST and CSR, thersty retaining withia grewp
relationships. (b) Across group MBT-CSR eriserion 2 seares were
utiliged to assign persons to positions above or below the median,
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Differentisl Lirikage Analysis yialded g ohi square of A, 5%,

(p < +05 >.01) vhen the prossdsre which retained within growp comparisens
wms utilised, The ILA presedure wtilising ssross growp oriterion 2
soeres falled %0 yidld & signifisant ehl square. It will be resslled
that ILA was eonducted with groups HBT and CSR separetdy and therefore
8 statistical procedure which utilised within growp compariscas ean be
sensidered the more spprvpriats precedure,

The linear analysis presedure which utiiised asross growp oriterion
i soores ytelded & cid sguare of 10,525 (p .01l)s The presedure Whiech
willised within group compariscns failed #0 yidld & significant ehl
oquare, It will be resalled that iten analyses were eondusted with
@*oups MET-CSR ccudined) therefore a ekl sqguare dased eu & larger
mmber of cases wideh utilized asross grovp ariterien I seeres was
eonsidered the more appropriste procedure,

Whan configural eriterion scores were mads sontimmens, linear
analyslis yidlded erossevalidity cosfficients signifisant at Letter than
ths .01 level, for both groups MBT and CSR, while eonfigural analysis
falled to yldld signifissat eross-validity. The highest linesr amlysis
erosesvalidity coefficient (.423) was signifisantly greater thaa the
highest soufigurdl amalysis orcssevalidity soefficient (J120), Thase
results eould posxitly have bata due 40 the partiedlar nethod of cone
verting eenfigurel results ints linear.

In discussing the relative nerits of configursl and linesr amalysis,
three fastors must be recogniseds (a) A chi square estinate based en
& larger nuber of eases shich utilised withia growp econpariseus wms
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considered the more sppropriate methed of expressing ILA eross~validity.
(b) The el square estimate based en & larger mmber of cases which
wtilized across powp tomparisons was somsidered the more appropriate
nethod of expressing linear amslysis cross-validity. (¢) Prodmet
mament correlation coefficients were scnsidered the most appropriate
nethod of expressing linear analysis crossevalidity, Our results
indicated that wvhen the moed appropriate nethods were wtilised for
both linear and eonfigurel snalyses, signifiocant reslts were obtained,
Linear amlysis manifested significant cxves validity whem its resuits
were expressed in produot nonmt eorrelation ecefficients and wvhen
831088 group comparisons were retained in the chi square estimats of
aross-vlidity. Configurel anslysis smwifested signifissat crosse
validity vhen the chi square estimate of eross validity was based wpon
within growp eocmparisons. However, it must be cantiened thad the most
spprepriate statistic and procedure for configural or linesr amlymis
st be determined by the eharasteristics of each eperimental design
in which they are utilised,

The nethod of Differential Lirkage Analysis spplied to isclate
many subslusters naifested sigdficant cross«validity, wiile the
nethod of ILA spplied t0 fsolate few subdlusterw did not. This finding
As consistent with the suggestiom by Sohiller (19%) that & method of
configurl analysis which yielded mary types (0@ "sudelusters®) might
be of positive valus, Since significanse was ebiained with relstively
nay subolusters and mot with fow, it is likdy that an imeresse in the
muber of subjests shovld inoresse validity besawse the dependability
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of the types should alse be ineressed. An spprepriate spplisatioa of
this suggestion in our study would have besn te conduwat ILA en growp
MBT«CSR oombined. However, before ILA can be spplied to larger samples,
1% wuld appear necessary to develop electronis computer progruns

for LA, A% present ILA inwolves relatively eany time conswaing

peper and pencil procecures.

The criterion measure used in tiis investigation was svaluated
and ssored in thres vays: (a) Configerelly, (b) ites analytisally,
and (o) Yy an average of the configerul and ites anslytic sceres. Owr
results indicated that we wers betier able % predist the eonfigarel
then the itm amlytis eriterion, In order te make a mere definitive
siatenent of the relative value of & eriterion based npen esnfigarel
assessnents versus & eriterion based wpon item analytie assesmasnts,
1% night be necessary to use an equal mmber of judges in the sonstruo
tion of both. It will be recalled that nine judges were utilised in
the developnent of the configurel eriterion sceres, and only one
Judge (this suthor) was utilised in the devalopment of iten analytis
eriterion scores, The rdative swperiority of the eonfigural over the
itea amalytic ariterion may have been a fimation of the mmbder of
Judges eployed in thelr development ruther than the superiority of the
configural method of meking oritericm assessuents, Howewer, it mast
%111 de recognized that the item amalytic eriterion had an objestive
oomponent not possessed Yy the eonfigural. It is pessille that dhis
objective caponent has less rdevance for evaluating leadership
eperiences than the configurel method utilised here.
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One rationale given here fur stadying lendership 4in tems doth
sdlf and sitwationsl was that by doing so both the trait and
sitostional theories of leadership would be taken into consideration,
The positive support found for eur tuwo hypotheses, relating to the
dfferential self and sitmationsl reports of experienced and inexperie
ensed leadars suggests that this spproash has value,

Another Lssue raised in this investigation was ¢ detesrwine which
theory of leadership, mhﬁtnnm.-d-tmm
#0n to the validity of our predictor. One precedure which sttempted
to answer this question demonstrated that these theories of leadership
oontributed a nonsignificantly different muber of valid items,
Another prosedare sttempting to answer the same question wiilized two
sooring keys, one containing only traif items, and ene sontaining
enly sitnationsl items, These two sooring keys were spplied to the
wmlidity gemeralisation ssxple. Nelther seoring key yidlded a signie
Licant redlationsiip %o the sriterion and the reitabilities of these
keys vere monsignificantly different, Although it mgy be concluded
that both the trait and situational theories are woeful in Gomiributing
A%ens to leadershlp assessmamt, Ve were wnalle 40 detarmine which
theory made the largest eontridution ¢ the validity of the predister,
his question might be betier ansvered Yy using trait and sitmationad
scoring keys contalning s larger musber of items than used hare. The
trait and situationsl seoring keys spplied ¢o the validily generalisation
saxple eontained only nine items esch,



On the dasis of resilts found in this investigation, certain
sugzestions for further research ean de made.

1. Differentisl Linkage Amalysis was attempted with eross.validae
tion samples of 63, and 98 subjects, According to MeQuitty (1958)
larger samples then these are required to fully devalop the predictive
potentials of pattern analytie teshniques. In order to facilitate
the extension of LA to research with larger samples, it would sppear
necessary to develop dlestronie camputer prograns for ILA, as
dscussed earlier.

2, In this investipation 1A was used solely %o prediet a
eonfiurally soored sritorion. Ii is theoretically poszitile that
although item analysis was unsopcessfil in predicting the item amlytie
eriterion, conficural anmalysis might be useful in pradieting an item
analytically scored eriterion.s Such a possibility is eonsidered
wrthy of future resscarch,

3+ Only the concurrent validity of the Sl f-Situationa) Inventary.
doveloned for this investigation, was assessed, An applied study
might be profitally carried out which would attempt to assess the
predistive validity of the Sqif-Situational Inventory. To determine
thopoasihloudoqu&yottheSSI as a sdleotlon davice it would also be
necessary o predict criteria other than Mographieal indices of
leadarship.

b Two hypotheses about the differential self and situntional
reports of exparionced and less exparienced leadars were formlated on
the bhasia of the content of & disoriminating growp of eight 5SI itemss
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(a) Experienced leaders in contrast to less axparienced lesders have
mre oonfidence about the adequacy of thelr relationships with thelr
goupse (b) BExperienced leaders in contrast to less experieved
lesders are less sonfident aboud sertaln of their personal shareciere
isties, These hypotheses might profitatly be investigated.

13



CHAPTER V
SRLARY AND CONCLUSIONS

The purpose of this study was to develop an inventory based upon
the trait and situational approaches to leadership and to eompare
their relative contribution to validity. The relative efficasy of
linesr and configural methods were compared in developing beth the
Anventory and oeriterion of leadership. Two instrunents vere developed;
s Jalf-Situational Inventery (SSI) and » Blograohigal Information

Zaventery (BII).
The 531 consists of 70 Ltems; 3 “pituational,” and 3% "trait.?

The EIT surveys a respondant's leadersidp roles and wperiences. The
prediator, the eriterion, and an intedlligmes test were admimistered
to b swervisorss group MBTe«126 male telephone persomel; group
CSRal78 6ivil service persomnel along with 19 electric motor company
persomnel; group Fee63 civil service and three telephons company female
persomnel, The criterion was soored in three ways:s (a) configurallyee
oversll qualitative evaluations bty nine judges; (b) item analyticallyee
objective evaluations by the investigator; and (6) an average of (a)
and (b), Hine sets of scoring keys, developed en the basis of
predistorweriterion relationships found in the experimental sample,
were utilised in eross-validation,

Thirteen out of 27 crossevalidity coefficients were significant
&t or beyond the .05 level, These coefficients ranged from «.016 to
ofi28 with a median of .199. The eonfigurally seored eriterion yielded
one significantly better result than did the item-analytically scored
eriterion, The scoring key with the hghest cross-validity doefficient
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was applied to growp F (the wlidity generalisation sample), ylelding
8 Valldity of 452 wvhich did not significantly attermate when intellie
gmce was partialled oute Socoring keys which e¢ross«validated were
eompdsed of a nonesignificantly different mumber of trait and situse
tional items. The scoring key applied to the validity generalisation
ssxple vas divided into an equal mmber of trait and situational items,
Heither the trait mor situational items eonsidered separately showed

& significant relationship to the criterion,

A sonfigural analysis procedure applied to isclate many subclusters
Yielded nine Pxperienced Leader and seven Inexperianced Leader scales
for group MBT, and thirteen Expariensed and mine Ineperienced Leader
soales for grouw CSRe When the oall frequencies for grows MBT and CSR
wer'e combined in the oross-validational sample (thus retaining witidn
growp comparisons utilised in configural analysis) the ohi square
obtained vas 4.5 (p «05)e On the other hand, the eonfigural analysis
prosedure spplied to 1sclate few subclusters falled to manmifest signifi.
cant aross-validity.

Linear analysis expressed in texms of ohi square for the ¢rosse
validational sample showed :um.ﬁ.mt results only when across group
MBT-CSR eriterion Z scores ware utilized (X2 = 10.53). Confizural
andlysis expressed in terms of produst.moment correlations did not
manifest significant cross validity. Although linear analysis more
frequently ylelded sigmificant erossevalidity than did eonfigural
analysis, its relative swperiority over configmral analysis eould not be
desonstrated; toth methods yidlded significant crossevalidity vhen thelr
remilts vers expressed in terms of the most sppropriate statistical
procedure,

s



On the basis of these results it 1s concluded thats (a) Self and
situational reports of experienced leaders are both configurally and
dinensionally different from those of inexperienced leaders. (b)

Both the tralit and situational thecries of leadership are useful in
the construstion of iteus for leadership assessnent,

An hypothesis vas formilated that experienced leaders in contrast
0 less experienced leaders report more confidence about the adequacy
of thelr rclationships with thelr groups and report less confidence
about some of their personal charssteristics.
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MICHIGAN STATE UNIVERSITY East LANSING

DEPARTMENT OF PSYCHOLOGY

The purpose of this letter is to seek your cooperation in a research progrem
which might prove of mutual help to both of us.

The general purpose of the research is to attempt to differentliate leaders
from nonleaders, after controlling for certain relevant variables. In
analyzing the results, both conventional and newer, more refined statistical
procedures will be used. The ultimate purpose is to develop an instrument
which will assist in the selection of men for supervisory and managerial
positions.

In the prospectus and other material enclosed, full details of the proposed
study are presented, including the instruments which will be used. The
prospectus presents the study in its broadest application, We are willing
to adapt the study to the individual facilities and interests of your
organisation,

To sxscute the proposed research, approximately two hundred supervisors
would be required to complete the questionnaires. It would require a
naximun of one hour and a half for a supervisor to complete all four
questiomnaires, After the study is completed, we would present to your
organigation the full results of our findings to use at your discretion.

In reacting to this proposal you might appreciate having some background
information about me. I'm currently working on a Ph,D, in industrial
psychology at Michigan State University, under the direction of Professor
Louis L. McQuitty, Head of the Department. I graduated at Hunter College
in June, 1956, cum laude and Phi Beta Kappa. I received a Master of
Solence degree in psychology at Purdue University in August, 1957. I
recently received a National Science Foundation Fellowship which will allow
me tq devote full time to my research this summer. My disseptation topic:
has been fully approved by my committee., The next step in my research
requires the actual collection of data.
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If you feel your organization might be interested in participating in this
research, please notify us at your earliest corivenience. Specifically, I
would like to knowt 14 Under what conditionb would you be willing to furnish
subjects for the studyj 2, '/hat steps would it be necessary for me to take
in order to conduct my research in your organization} 3. The tentative date
on which I might be authorized to donduct the research. I would, bf course;
be delighted to come to your office to talk over this matter if you think
there is likelihood of assistance.

Thank you for your cooperation,
Sincerely yours,

Andrew J, DuBrin
Enclosures
AJD/cb
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GENERAL INSTRUCTIONS

We are asking you to participate in an industrial research project
being carried out at lidchigan State University. There are three
separate questionnaires to complete. Specific directions are found
on the first page of each questionnaire,

A11 completed questionnaires will be returned directly to the campus

at East Lansing, iichigan. Your division will only receive information
about the study as a whole. No information pertaining to specific
individuals will be given to your division. Since these results will
be used only for research purposes, and have absolutely no bearing on
your job, you are asked to answer each question as accurately as
possible,

After completion of the study, copies of a report of the findings
will be given to the State Personnel Director and to each cooperating
state agency.

Thank you for your cooperation,

Andrew J. DuBrin, Research Director

Please answer the following questions:

- Class Title

Numbér of people you supez;vise
Age

Sex

Education (Circle the correct answer)
Grade School 1.2 years  3-4 years  5-6 years 7-8 years
High School 1 year 2 years 3 years 4 years
College. 1 year 2 years 3 years L years
Oraduate work '
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GENERAL INSTRUCTIONS

We are asking you to participats in an industrial research project deing carried
out at Michigan State University, There are four separate questionnaires to
complete, Specific directions are found on the firet page of each questionnaire.

All completed questionnaires will be returned directly to the campus at Fast
Lansing, Michigan. Your company will only receive information about the study as
a vwholes No information pertaining to specific individuals will bde givem to your
company. Since these results will bde used only for research purposes, and have

absolutely no bearing on your job, you are asked to answer each question as
acourately as possible.

Please answer the following questionst
HAME

AGE

EDUCATICN (Circle the correct answer)
Grade School 2 years 4 years 6 years 8 years
High School 1 year 2 years 3 years 4 years
College 1 year 2 years 3 years 4 years
Any other schooling

POSITION (If eupervisor, indicate level of supervieion; let, 2nd, 3rd, etc.)

Thank you for your cooperation.

Andrew J. DuBrin, Research Director

ROTB: If you want a personal report of your questlonnaire results, please
complete the following:

HOME ADIRESS

(Go on to next page)
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BTOGRAPHICAL INFORMATION INVENTCRY

INSTRUCTIONS: Following are a number of questions asking biographical informatione
For some quesiions it might be difficult to recall exact information.
Please do not leave these questions blank, but give approximate

I.

11,

answerse

High School

Clubs, teams or organizations in
which you were a member

1.

24

3.

b,

5e

College

Clube, teams or organizations in
which you were a member

1.

24

3e

by

5e

Offices or positions held in each,
if any

1.

2.

3.
b

Se

Offices or positions held in each,
if any

1.

2.

3o
b,

Se

(Go on to next page)



1I1. Olubs, teams or organizations outside of school or businese (examplest
Hlke, Country Club, Bowling Team).

Name of Club, team or organization Position or title held
1. 1.
2, 2.
3e 3.
b e
5 5.
6o 6
7 7.
8, 8.
9 9

IV. Vocational or business pcsitions held during the last tem years (list present
position first; next moct recent, etc.).

Number of
Promotions

Name of Organization Title or Position Received in Each

1. 1. 1.

2, 2. 2.

3 3. 3e

b, 4, L,

5e Se 5e

6o 6. 6.

7e 7. i 7.

8. 8. 8.

9 9. 9e

10. 10. 10.

(Go on to next page)
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SELF CONCEPT INVENTORY

NAME

INSTRUCTIONS: Following are a 1list of statements about men in positions similar to
yours. After reading each statement, you are asked to check how well
YOU FEHL the statement applies to you.
Remember, the best answer to any question is your personal judgment
of how well YOU FEEL the statement applies to you.
EXAMPLB;
O. I am very good at dealing with other people.
Never ___ Seldom ___ Ocosslonally ___ Often ___ Always \/
(The person who answered this statement felt it applied to him always.)
1. The members of my group think I ocan get them what they want.
Never ___ Seldom ___ Occasionally ___ Often ___ Always ____
2. I influence people around me more than I am influenced dy them.
Never ____ Seldom ___ Occasiomally _ __ Often ___ Always ____
3¢ I control others in the pursuit of a common causes
Never ____ Seldom ____ Occasionally ____ Often ___  Always ___
4, I oreate conditions such that my position eventually becomes necessary.
Never ___ Seldom ____ Occasionally ___  Often ___ Alwvays ____
5. If the members of my group took a poll, I would be voted the leader.
Never ___ Seldom ___ Occasionally ____ Often ___ Always ____
6. VYhen I move in a particular direction, others follow me.
Never ____ Soldom ___ Occasionally ___ Often ____ Always ___
7. I am accepted and noticed by people under mee

Nover ____ Seldom ____ Occasionally ___ Often Always

8. I help people reach a goal they think is desirable.

Never ___ Seldom ____ Occasionally ___ Often ___ Always ____
~ 9+ My authority comes from the people under me.
Never ___ Seldom ____ Oceasionally ____ Often ____ Always ___

(Go on to next page)



10.

1l.

12,

13. |

14,

15.

16.

17,

18,

19

20.

21.

22,

-2-

My goal 1s to "become one of them."

Never ____ Seldom ___ Oocasionally ___ Often ___ Always ____
Many of my actions disregard the ideas of members of the group.
Never'_ Seldom ____ Ooccasionally _ __ Often ___ Always ___

My acts increase my understanding of and my knowledge about what is going
on in the group.

Never ____ Seldom ___ Ocoasionally ___ Often ____ Always ___
I stress miding 1t possible for members of an orgaaization to work together;
Never ___ Seldom ___ Occasionally _ __ Often ____ Always

I exert more influence in goal setting or goal achiovement than moet other
persons in my organizatiom.

Never ____ Seldom ___ Occasiocnally ____ Often ____ Always ____
I got things done on the basis of my own initiative.
Never __ Seldom ____ Occasionally ___ Often __  Always ____
I help the members of the group to learn from their experience.
Never ___ Seldom ____ Occasionally ____ Often ____ Always ____ .
I keep responsibility for making decisions wholly within the group.
Nover ___ Seldom ___ Occasionally ___ Often ____ Always ____

I help the group to determine its procedures.

Never __._ Seldom ____ Occasionally ___  Often ___ Always ____

I prod men under me toward achievement and effort. -

Never ____ Seldom ____ Occasionally ____  Often ____ Alwayse ____

I set levels for achiovement and effort.

Never ____ Seldom ___ Occasionally ___ Often ____ Always ___
Some of my acts express disapproval of the men under me.

Nover ____ Seldom ___ Occasionally ____ Often Alwvays ____

An important part of my jod 18 to keep group members informed.

Never ___ Seldom ___ Occasionally __  Often ___ Always ___

(Go on to next page)



23.

27.

28,

29,

30.

3.

32.

33

34,

35.

—.3-

I help bring about the sharing of information in my group.
Never ___ Seldom ___ Occasionally ____ Often _ _ Always __
I help individval members adjust to the group.

Never ___ Seldom ____ Occasionally ___ Often ___ Always _
I try to act on behalf of the members of my group.

Nevor Seldom ___ Occasionally ____ Often Always

p— ——— L]

Mixing with the mon under me is an important part of my position,

Never ____ Seldom ___ Occasionally ____ Often _ __ Always __

I help bring about mutual cooperation among people.

Nover ___  Seldom ____ Occasionally ___ Often ___ Always ____

A large part of my work involves exercising authority and making decisions.
Never ____ Seldom ____ Occasionally ___ Often ___ Always ____

I plan my day's activities in detail.

Never _____‘ Seldom ____ Occasionally ____ Often ____ Always ____

I see that a member is rewarded for a job well done.

Never ___ Seldom Occasionally ____ Often __ __ Always ____

I have members share in meking decisions.

Never ___  Seldom ____ Occasionally __  Often ___ Always ____
I put group welfare above the welfare of any momber.

Nover ___ Seldom ___ Occasionally ____ Often ____  Always ____
I draw a definite line between my self and the rest of the group.
Nover ____ Seldom ____ Occasionally ____ Oftea ___ Always ___
I get approval on minor matters before going ahead.

Hover ___ Seldom ___ Occasionally ____ Often ___ Always ___
I maintain dofinite standards of performance.

Never ____ Seldom ___ Occasionally ___ Often ___ Always ___
I set an example by working hard myself.

Never ___ Seldom ___ Occasionally ____ Often ___ Always __

(Go on to next page)



37

38.

39

4.

43.

W,

45,

49.

-l =

I yleld to others in a discussion.

Never ____ Seldom ___ Occasionally ____ Often ___ Always __ __

Vhat other members of my group attempt to achieve means a lot to mo.
Never ___ Seldom ___ Occasionally ____ Often ____ Always
I try to keep things as they are.

Never ___ Seldom ___ Occasionally ____ Often ____ Always
I follow the guidance of the group.

Never ___ Seldom ___ Occasionally ____ Often ___ Always
I am successful in getting other pecple to follow me.
Never ___ Seldom ___ Occasionally ____ Often ___ Always
I organisze new ideas and practices.

Never ___ Seldom ____ Occasionally ____ Often ___ Always
I believe firmly, defend doggedly.

Never ___ Seldom ___ Ococasionally ___ Often _ __ Always ____
I always got the job done.

Never ____ Seldom ___ Occasionally ____ Oftem ____ Always ____
I keop my eyes open for opportunities to advance.

Never ____ Seldom ____ Occaslonally ____ Often ___ _ 4alvays ____
I act superior to members of my group.

Nover ____ Soldom ____ Occasionally _ __ Often ___ Always ____

I stress being a socially acceptable person in my mixing with othor members of
the organization.

Fover ____ Seldom __ _ Occasionally ____  Often ___ Always ____

I strees getting the Job done.

Nover ____ Seldom ____ Occasionally ____  Often ___ Always ___

I'm aware of the opinion of group members on matters important to them.

Never ____ Seldom ____ Occasionally ___ Often ___ Always ____
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I am successful in maintaining "esprit de corpe® among the members of my group.
Never ___ Seldom ___ Occasionally ___ Often __ _ Always __
I help the group organize itself.

Never ____ Seldom ___ Occasionally ___ Often ___ Always ____
My actions influence the organization rather than individual persons.
Nover ___ Seldom ___ Occasionally ___ Often ____ Always ____

My aggressive actions help me control people under me.
Nover ___ Seldom ____ Occasionally ___ Often _  _ Always __
It 1s through special abilities that I can control other people.

Never ___ Seldom ___ Occasionally __ . Often ___  Always ____

I possess certain abilities which distinguish me from the rest of the group.
Never ____ Seldom ____ Occasionally __  Often ___  Always ___

I am able and willing to aesist group members in doing what they want to do.
Never ____ Seldom ____ Occasionally ___ Often ____ Alvays ____

I am very sure of most of my actions.

Never __ Seldom ____ Occasionally ___ Often ___ Always ___

I'm pretty well able to sisge up my own assets and abilities.

Fever ____ Seldom ____ Occasionally ____ Often ___ Alweys ____

My approach to my Job is characterized by my ambition and drive.

Never ___ Seldom ____ Occasionally ___ Often ____ Always

e—

I work bard all the time.

Never ____ Seldom ___ Occasionally ____ Oftem ___ Always ___
I'm enthusiastic about most of my activ:l.ties.

Never ___ Seldom ____ Occasionally ____ Often ___  Always ___
I £ind working with my group interesting end challenging.
Never ___ Seldom ____ Occasionally ____ Often ____ Always ____
1 seem to talk more than most people.

Never ____ Seldom ____ Occasionally Often ____ Always ____
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64, I bring about acts which belp solve mutual problems.
Never ____ Seldom ___ Occasionally ____ Often ___ Always ____
65, I generally get along with almost everycne in my group.
Never ___ Seldom ____ Occasionally _____ Often ____ Always ___
66, My actione tend to increase cooperation among group members.
Never ____ Seldom ____ Occasionally ___  Often ___ Always ____

67. I follow routine to the lettor.

Never ___ Seldom ___ Occasionally ___ Often Always
68. I consider the orgaﬁﬁation part of me.

Never ____ Seldom ___ Occasionally . __ Often ___ Always ____
69, The group 1s dependent upon me.

Never _ __ Seldom ____ Occasionally ____ Oftezi — Always ____
70, I am easy to understand.

Never ____ Seldom ____ Occasionally ___ Ofton ___  Always ____
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