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ABSTRACT

THE EFFECT OF MALE VERSUS FEMALE LEADERS
ON SATISFACTION, PERFORMANCE, AND PERCEPTION
OF LEADER BEHAVIOR IN SMALL WORK GROUPS

By
Kathryn Ottinger Bartol

The purpose of the study was to explore several
major issues regarding male versus female leadership in a
simulated business situation. Because much of the published
opinion about females in business has dealt with their prob-
able effect on subordinates, several parts of the study fo-
cused on comparisons of follower reactions to male versus
female leadership.

The research situation was a computer-simulated
business game played over a nine-week period in conjunction
with a management course at Michigan State University. The
subjects were 110 male and 36 female game participants who
were formed into teams or "firms" which competed in a set
of oligopolistic market places. The teams made a series of
executive-type decisions, such as product price and market-
ing expenditures for each quarter of simulated play. For a
practice session of the game, the subjects were randomly
formed into leaderless four- and five-person, mixed-sex

teams; for the eight-week standard section of the game,
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the subjects were randomly assigned to four- and five- person
groups of the following types: 1) male leader, male follow-
ers; 2) male leader, mixed (male and female) followers; 3)
female leader, male followers; and 4) female leader, mixed
followers. Leaders were appointed randomly.

First, the study examined the extent to which males
and females in leaderless groups were perceived by group
members as differing (in predicted directions) in the per-
formance of group maintenance and goal achievement functions.
The group maintenance-goal achievement measure was based on

the Cartwright and Zander (Group Dynamics, 1968) delinea-

tion of components of group maintenance and goal achievement
functions. Second, the research investigated the extent to
which male and female leaders were perceived as differing
(in predicted directions) on the performance of group main-
tenance and goal achievement functions both at the beginning
and end of the simulated business task. These data were
analyzed using nonparametric statistical techniques. Third,
the research compared follower satisfaction levels in the
male-led and female-led groups over time. The satisfaction
measure was developed based on discussions with students

and instructors who had experience with the game. The meas-
ure also included Fiedler's Group Atmosphere Scale. The

a priori scales were factor analyzed in developing the final
measure which included five dimensions: satisfaction with

task structure, leader action, group atmosphere, team
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interaction, and task conceptualization. The satisfaction
data were analyzed using analysis of variance with repeated
measures on one factor (2x2x2). Fourth, the usefulness of
the personality variables leader and follower need for dom-
inance in predicting follower satisfaction in the male-led
and female-led groups was examined using three-way (2x2x2)
analysis of variance. Similar analysis was made for the
personality variables leader and follower need for achieve-
ment. Need for dominance and achievement were measured

using items from the Edwards Personal Preference Schedule.

Fifth, the usefulness of dominance need and achievement need
in predicting female leader satisfaction was examined with
correlation analysis. Finally, t tests were utilized to
compare the satisfaction levels of male and female leaders
and to make comparisons of performance for male-led and
female-led groups. Performance was measured by the dis-
counted rate of return on owners' equity earned by each
team during the simulated business task.

Analysis showed that males in the leaderless groups
were ranked significantly higher than females on goal
achievement functions; but females were not ranked higher
than males on group maintenance functions. By contrast,
in the leader-appointed situation, female leaders were not
seen as ranking lower than male leaders on goal achievement
functions. Female leaders also did not receive higher

rankings than males on group maintenance functions.
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In general, satisfaction levels were similar in the
four types of leader-appointed groups, although there was a
significant reduction in satisfaction with task structure in
mixed groups over time. Further analysis indicated that
most of the reduction could be attributed to a sharp decline
in satisfaction with task structure among female members of
male-led mixed groups. The decline also appeared to be re-
lated to male leaders with high dominance need. 1In other
analysis, male follower groups with high need for dominance
female leaders were significantly more satisfied with team
interaction than male follower groups with low need for dom-
inance female leaders. Leader need for achievement appeared
to be more predictive of follower satisfaction for male
leaders than for female leaders. Other findings related to
the personality variables and follower satisfaction suggest
the relationships are complex.

Groups led by females performed as well as the
groups led by males and satisfaction levels for male and
female leaders on all five dimensions were statistically
equal. Female leader need for achievement showed signifi-
cant positive correlations with female leader satisfaction
with task structure and leader behavior, but a significant
negative correlation with team interaction. None of the
correlations between female leader need for dominance and
female leader satisfaction with the five dimensions was

significant, although several were large.
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CHAPTER I

INTRODUCTION

In view of the changing concept of women's role in
society and the increasing likelihood that women will seek
and get business positions entailing leadership responsi-
bility, there is an acute need for research which can help
reduce the current confusion and uncertainty over the im-
plications of placing women in such positions. The need
for research is particularly great given the fact that
much of what has been written concerning leadership by wo-
men has been based primarily on conjecture and opinion.

By checking the validity of assumptions made about the ef-
fects of appointing women to leadership positions, empir-
ical research would assist business organizations in making
viable personnel decisions regarding women, particularly in
the areas of selection, placement, and training. The re-
sults of empirical inquiry would also help females to better
assess themselves and their leadership potential. Finally,
increased knowledge would hopefully foster a rational ap-
proach to the evaluation of women in business by supervi-
sors, subordinates, and co-workers.

The general purpose of the present study, therefore,






was to explore several major issues regarding females in
leadership positions related to business, particularly those
involving the leadership of groups composed partially or ex-
clusively of males. Because much of the published opinion
about women deals with their probable effects on subordi-
nates, several parts of the study focused on comparisons of
follower reactions to male versus female leadership.

Specifically, the study utilized a simulated busi-
ness situation to examine the extent to which male and fe-
male leaders were perceived by their followers as differing
in the performance of certain essential group leadership
functions. Secondly, the research compared satisfaction
levels of male-led and female-led groups over a period of
time, utilizing several dimensions of satisfaction and
groups with male followers as well as groups with male and
female followers. Thirdly, the analysis involved compari-
sons of the satisfaction of the male and female leaders them-
selves. Fourthly, the performance of male-led versus female-
led groups was investigated. Finally, the usefulness of two
personality variables, dominance and achievement, in predict-
ing female leader satisfaction and also group satisfaction
with male and female leaders, was examined.

The issues involved in each of these areas will be

discussed in detail in the following sections.



The Research Need: An Overview

The employment of women in the United States economy
has been changing rapidly in this century. Close to 31 mil-
lion or 42 percent of women 16 years old and over were work-
ing or looking for work in January, 1970, while only 8.2 mil-
lion or 23 percent were in the labor force in January, 1920.
As their numbers have risen, the characteristics of women in
the work force have also undergone alteration. The average
woman worker in 1920 was about 28 years old and single. To-
day's working women, however, are quite likely to be married,
owing to a 320 percent rise in the number of working wives
since 1940, and more than half are over 39 years old. Fur-
thermore, it is becoming increasingly true that the more edu-
cation a woman receives, the more likely she is to be a mem-
ber of the labor force. 1In 1969, for example, 49 percent of
women with high school diplomas were engaged in paid employ-
ment, while only 30 percent of women who had completed the
eighth grade were employed. In addition, 54 percent of fe-
male college graduates were working; and, the largest percent-
age, 59 percent of women who had completed 5 years or more
of college were in the work force. The fact that 83 percent
of this latter group were between the ages 45 to 54 led
Waldman to comment that the extent of the labor participa-
tion of highly-educated women "indicates a veryv strong com-
mitment to both marriage and a career, a far stronger one

than prevails among high school graduates the same ages






(57 percent).“l

Yet in spite of the high educational attainment of
women in the labor force and the slowly increasing proportion
of advanéed degrees being earned by women after a slump be-
tween 1940 and 1960 (See Table 1), women hold a disproportion-
ately large share of jobs in low-paying categories. For ex-
ample, in 1968, women comprised 98.8 percent of the stenog-
raphers, typists and secretaries; 98.1 percent of the private
household workers; 75.1 percent of the waitresses, cooks and
bartenders; and 72.7 percent of all clerical workers2 (See
Table 2). At the same time women's share of professional and
technical work declined from 45 percent in 1940 to 37 percent

in 1969.°3

Although the 1.2 million women who made up 4.4
percent of managers, officials and proprietors in April, 1968
represented a three-fold increase over 1940, many held posi-
tions as proprietors of small retail stores or in other re-

tail trade and service areas.? 1In spite of the current rise

lElizabeth Waldman, "Women at Work: Changes in
the Labor Force Activity of Women," Monthly Labor Review
(June, 1970), 10-16. See also Trends in Educational Attain-
ment of Women (Washington, D. C.: U. S. Department of Labor,
1969) .

21969 Handbook on Women Workers: Women's Bureau
Bulletin 294 (Washington, D. C.: U. S. Department of Labor,
1969), p.90.

3underutilization of Women Workers (Wwashington, D. C.,
U. S. Department of Labor, 1971), p. 9.

1969 Handbook on Women Workers: Women's Bureau
Bulletin 294, p. 100.
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in the employment of women in the managers, officials and
proprietors category, Hedges presents data which illustrate
that the increase was smaller than might be expected given

the rise in both the female labor force and the total labor
force in that category during the period 1960-1969° (See Table
3). While it is difficult to determine the number of females
in managerial positions, Hamill estimated in 1956 that not
more than 5,000 of the approximately one million "real" exec-
utives in the work force were likely to be women.6 In 1965,
Bowman, Worthy, and Greyser used the number of female mana-
gers, officials and proprietors earning $10,000 a year or

more to estimate the number of female executives. They found
that, although the number of female managers had tripled be-
tween 1950 and 1960, women executives continued to account for
only 2 percent of the total number of executives in both
years. Thus the researchers concluded that in absolute terms
the number of women executives had increased "dramatically,"
but there was little appreciable change in their proportion

to male executives in the work force.7

Yet a study of Vassar alumnae, which asked members of

5Janice Neipert Hedges, "Women at Work: Women
Workers and Manpower Demands in the 1970's," Monthly Labor
Review (June, 1970), p. 20.

6Katharine Hamill, "Women as Bosses," Fortune
LIII (June, 1956), 106.

7Garda W. Bowman, N. Beatrice Worthy, and Stephen A.
Greyser, "Are Women Executives People?", Harvard Business
Review (July-August, 1965), pp. 14-17+.
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various classes to choose one of four patterns to describe
their lives after college, points to increasing emphasis by
women on careers in the working world. While the overall
majority chose a life style which could be called "home with
some outside interests," the classes of 1954 to 1958 indicated
a shift towards "home with whatever career could be fitted
around it." The changing attitude towards careers was most
evident, however, among the majority of alumnae from the
classes of 1964 to 1966, who endorsed "career with as little
time out for family as possible." Among the 1964-66 alumnae,
there was also a notable increase in the number who indicated
that they were interested only in careers.8

The 1972 Virginia Slims American Women's Opinion Poll

conducted by Louis Harris and Associates concluded that "a
swing in attitude--and a dramatic one--is taking place among
women in America today." The study cites figures indicating
that while in 1971 women were almost equally divided (42 per-
cent for and 40 percent against) on whether they favored or
opposed most of the efforts to strengthen and change women's
status in society today, "only a year later" women approved
such efforts by "a substantial” 48 to 36 percent. In addition,

49 versus 36 percent of the males surveyed were in favor of

8
Cited in Caroline Bird, Born Female: The High

Cost of Keeping Women Down (New York: David McKay Company,
Inc., 1968), p. 184.
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Table 3

The Actual and Theoretical Growth
of the Experienced Female Labor Force,
by Occupation, 1960-69

Female labor force
Occupation Growth

Surplus or
Actual | Theoreticall| deficit by
(Numbers in thousands) occupation
All occupations........ 6,786 6,786 ceeses
Professional and technical.| 1,265 2,266 -1,001

Managers, officials, and
proprietors...c.cceecececcccs 194 687 -493
Salaried....cccceeeccces 328 1,526 -1,198
Self-employed, retail.. -108 -511 403
Clerical...ccececcceccaeaces 3,292 2,360 932
SaleS.cccesecccccccscnances 186 60 126
Craftsmen....ccccececccceas 96 707 -611
OperativesS...ccceeeeccccssce 963 1,151 -188
Service workers......cc....f 1,006 902 104
Household.....ceceeeeee -499 -333 -166
Other.....ccceeeeeeeeess 1,505 1,236 269
Farmers and farm managers.. -32 -668 636
Farm laborersS.....ccccceeee -227 -599 372
Laborers except farm....... 41 -82 123

lThe theoretical growth of the female labor force in each
" occupation represents the growth that would have occurred if
the change in the total number of persons in the occupation

had been distributed between the sexes in the same proportion
as the increase in the total labor force was distributed be-

tween the sexes.

With this measure, it is possible for a

theoretical decrease in either the female or male labor force
in a given occupational group to be larger than the actual
number of males or females in the group in 1960.
stances in which this occurs for the female labor force and
the maximum possible decrease in each instance are as fol-

The in-

lows: farmers and farm managers, 122,000; self-employed pro-
prietors in retail business, 353,000.

Note: Columns may not add to totals because of rounding.
Source: Janice Neipert Hedges, "Women at Work: Women

Workers and Manpower Demands in the 1970's," Monthly Labor
Review (June, 1970), p. 20.
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efforts to strengthen or change women's status in society.9

Labor market factors are also likely to affect the
female role in the world of work. Hedges, in an assessment
of manpower demands in the 1970's as they relate to women
workers, noted Bureau of Labor Statistics projections of a
surplus of teachers, a traditional career choice of college
women. Increasingly, she predicted, women will need to
choose careers outside the "traditional 'women's occupa-
tions'" if they wish to hold positions commensurate with
their abilities.®

The 1965 Bowman, Worthy, and Greyser study, mentioned
earlier, was aimed primarily at surveying the attitudes of
2,000 male and female executives towards the role of women
in the higher echelons of business management. The study was
inspired in part by Title VII of the Civil Rights Act which
provided that "all employees be treated without regard to sex
in every phase of employment." The researchers' belief that
Title VII would increase discussion of the prospects for women
in management received the concurrence of 50 percent of the

male executives and 59 percent of the female executives sur-

veyed; all of whom viewed Title VII as helpful in drawing

ILouis Harris and Associates, The 1972 Virginia Slims
American Women's Opinion Poll (Louis Harris and Assocliates,
Inc., 1972), p. 2.

lOHedges, "Women at Work: Women Workers and Man-
power Demands in the 1970's," p. 19.
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public attention to the status of females in business. Ap-
proximately 80 percent of both the males and females agreed,
however, that the impact of the law would be determined more
by its administration than by its basic provisions.ll

One important and recent aspect of the administra-
tion of Title VII has been the Department of Labor's "Re-
vised Order 4." The Order, signed in December, 1971, gave
organizations with federal contracts amounting to $50,000
and with 50 or more employees 120 days to set goals and
timetables for the elimination of "underutilization" of wo-
men at all levels and segments of the work force. Managers
were particularly mentioned by the Order as a job category
where women were likely to hold a disproportionately small

12

number of positions, Eli Ginzberg called Order 4 "the

new feality" and predicted that "the employment picture will

never be the same.13
Indicative of the change, Chrysler Corporation Pres-

ident J. J. Riccardo wrote in a memo to the company's cor-

porate officers:

« « .Although discrimination because of sex became

1 .
1 Bowman, Worthy, and Greyser, "Are Women Executives

People?", p. 17.

le. S., Secretary of Labor, Rules and Regulations,
"Affirmative Action Programs," Federal Register, XXXVI,
No. 234, December 4, 1971, 23152-23157.

13Marylin Bender, "Order to Bring Female Execu-
tives," State Journal (Lansing, Michigan), February 20, 1972,
p. D-3.
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illegal with the passage of the Civil Rights Act of
1964, changes in the traditional role of women have
been slow in coming. Since the new federal regulation
(Revised Order 4) calls for affirmative action in re-
cruiting and upgrading women in our work force, our
entire management team must recognize that new atti-
tudes must prevail, and that opportunities must be
created for women to move up into jobs traditionally
held by men.

It is important that all your managers understand
that the law requires Chrysler to upgrade the status
of women in our work force and that:
1. we are going to comply with the law, and
2. we are going to approach this responsibility
in a positive and enlightened manner so that
women moving into new areas of responsibility
can make a real contribution to the groductivity
and profitability of the company. ..l
Fears expressed in the memo that perhaps women would not
want to accept more demanding and challenging jobs were
symptomatic, however, of unverified concepts regarding work-
ing women which interfere with rational approaches to person-

nel decision making.

A survey conducted by Dun's Review among the 300

"seasoned executives" on its President's Panel also indi-
cated the probability of future gains in the proportion of
female executives. While the respondents did not agree on
the ultimate effect on the world of work, they were "all but
unanimous” in the view that business was increasingly turn-

ing to women as candidates for at least middle-management

14Helen Fogel, "Women's Reluctance to Move Ahead...
And How It Can Be Overcome," Detroit Free Press, March 30,
1972, p. 1-C.
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positions and that the trend would continue.15

Yet in spite of growing indications that the number
of women in managerial positions is likely to rise not only
in absolute but also in relative terms, the amount of data
available which relates to women in leadership positions and
in work environments which are dominantly male is remarkably
sparse. Amundsen, in a discussion of "institutional sexism,"
concluded that "women executives or bosses...are so few and
far between that they might as well be left out of the
picture."16 Ellman, in his book on managing women, noted
the dearth of "scientific" studies related to women workers
and managers.l7 Kaufman, Farr, and Shearer, in discussing
future research requirements for the effective development
and utilization of human resources, also pointed to the need
for research related to women workers. They asked, in par-
ticular, "Why are so few women in managerial and profession-
al occupations? For what reasons and under what circum-

stances are women effective or ineffective as

15John Perham, "Women--Industry's Newest Challenge,"

Dun's Review and Modern Industry, LXXXVIII (August, 1966),
36-37+.

16Kirsten Amundsen, The Silenced Majority: Women

and American Democracy (Englewood Cliffs, N. J.: Prentice-

pe—

Hall, Inc., 1971), p. 52.

7 . . .
Edgar S. Ellman, Managing Women in Business
(Waterford, Conn.: Prentice-Hall, Inc., 1963), p. 1ll.
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supervisors?"18 Furthermore, books, articles, and surveys,
too numerous to mention, point to and/or illustrate the
rampant confusion regarding the role of women in and their
effect on the world in which they work, particularly when
they assume managerial positions.19

The need for additional knowledge is also illus-
trated by the Bowman, Worthy, and Greyser finding that men
and women reporting actual experience working with women
managers were more likely to be "strongly favorable" towards
women in managerial positions than those without such experi-
ence.20 Killian, in a survey of attitudes towards working
women, also found that those with little or no experience in
actually workihg with women "seemed to parrot prejudices
about the deficiencies of female workers and leaders," while
those who had worked with women were more positive in their
q.21

evaluation of women's place in the business worl

In a 1957 assessment of the state of knowledge

18Jacob J. Kaufman, Grant N. Farr, and John C.
Shearer, The Development and Utilization of Human Resources
(University Park, Penn.: The Pennsylvania State University
Institute for Research on Human Resources, 1967), p. 34.

19See, for example, Ellman, Managing Women in Busi-
ness; Elmer L. Winter, Women at Work: Every Woman's Guide
to Successful Employment (New York: Simon and Schuster,
1967); and Ray A. Killian, The Working Woman: A Male
Manager's View (American Management Association, Inc., 1971).

20Bowman, Worthy, and Greyser, "Are Women Executives
People?", p. 1l6.

21Killian, The Working Woman: A Male Manager's
View, p. 181.
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related to working women, Gilmer noted that the absence of
"scientific studies" had allowed the literature to become
"fraught with conflicting opinions, pronounced prejudices,

and almost a 'mythology.'"22

The situation has changed
little in the ensuing 15 years, pointing up the vital need
for further research.

The present research project, therefore, was aimed
at exploring several major issues related to leadership by
women, particularly in business-related situations. The
following sections discuss research which is relevant to
these issues and present the development of research hypoth-
eses for the present study.

Research Related to Sex Differences
In Group Interaction and Leadership

Concepts of Essential
Group Functions

The literature dealing with both group theory and
leadership contains a number of references to the concept
that there are essential multiple roles which must be en-
acted in order for a group to fulfill its purpose and to
survive.

For example, Benne and Sheats suggest that. there are
two vital group roles. Group task roles "facilitate and

coordinate group effort" towards the achievement of a

22B. Von Haller Gilmer, "Psychological Aspects of
Women in Industry," Personnel Psychology, X (Winter, 1957),
439.
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particular goal. Group building and maintenance roles, on
the other hand, "are designed to alter or maintain the group
way of working, to strengthen, regulate and perpetuate the
group as a group."23

Paralleling the idea of essential group roles,
Halpin and Wiener with the Ohio State University leadership
group have also isolated two major dimensions of leadership:

1. Initiating structure: Refers to the leader's
behavior in delineating the relationship between him-
self and the members of his groups, and in endeavoring
to establish well-~defined patterns of organizations,
channels of communications, and ways of getting the job
done.

2. Consideration: Refers to behavior indicative
of friendship, mutual trust, respect, and warmth in
relatig&ships between the leader and members of the
group.

Cartwright and Zander also divide the functions
necessary to achieve most group objectives into two paral-
lel types: goal achievement functions, which are oriented
to the achievement of some specific group goal; and group
maintenance functions, which are aimed at maintaining or

strengthening the group itself. Examples of behaviors

which constitute goal achievement functions are "initiates

23k. D. Benne and P. Sheats, "Functional Roles of
Group Members," Journal of Social Issues, IV (Spring, 1948),
42—47 )

24A. W. Halpin and B. J. Wiener, "A Factorial Study

of Leader Behavior Description," in Leader Behavior: Its
Description and Measurement, ed. by R. M. Stogdill and A. E,.
Coons, Research Monograph 88 (Columbus, Ohio: The Ohio State
University Bureau of Business Research, 1957), pp. 39-51.




18

action," "keeps members' attention on the goal," "clarifies
the issue," "develops a procedural plan," "evaluates the
quality of work done," and "makes expert information avail-
able." Examples of group maintenance functions are "keeps
interpersonal relations pleasant," "arbitrates disputes,"
"provides encouragement," "gives the minority a chance to be
“heard," "stimulates self-direction," and "increases the in-
terdependence among members. "25

Bowers and Seashore, after a study of numerous lead-
ership concepts, suggested four dimensions as the basic
structural elements of leadership:

1. Support. Behavior that enhances someone
else's feeling of personal worth and importance.

2., Interaction facilitation. Behavior that
encourages members of the group to develop close,
mutually-satisfying relationships.

3. Goal emphasis. Behavior that stimulates
an enthusiasm for meeting the group's goal or
achieving excellent performance.

4, Work facilitation. Behavior that helps
achieve goal attainment by such activities as
scheduling, coordinating, planning, and by pro-
viding resources sucB as tools, materials, and
technical knowledge. 6

The first two dimensions again relate to interpersonal

considerations, while the latter two are concerned with

25Dorwin Cartwright and Alvin Zander, Group Dy-
namics (New York: Harper & Row, Publishers, 1968), p. 306.

26David G. Bowers and Stanley E. Seashore, "Pre-
dicting Organizational Effectiveness with a Four-Factor

Theory of Leadership," Administrative Science Quarterly
XI (Summer, 1966), 238-63.
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achievement of the specific group tasks.

The need for both task- and group-oriented behavior
was also affirmed by Carter in a study of college males in
groups. Carter found that three behavioral factors emerged
regardless of the group size, kind of task, and leadership
practice. One factor, group goal facilitation, involved
"being effective" in helping the group achieve its goal.

A second factor, group sociability, related to friendly in-
terpersonal behavior within the group. A third factor,
individual prominence, Carter associated with attempts to
gain individual recognition.27

Bales and Slater, in a study of male Harvard under-
graduates, concluded that there are "different components
of leadership" and that these components are not necessarily
contributed by the same person. 1Instead, they note that
there is a tendency for one person in a group to excel in
matters related to the task of the group, while another per-
son is the object of liking because he seems to meet the
28

social and emotional needs of the group.

Bass argues that members bring different

27Launor F. Carter, "Evaluating the Performance of
Individuals as Members of Small Groups," Personnel Psychol-
ogy, VII (1954), 477-84.

28Robert F. Bales and Philip E. Slater, "Role Dif-
ferentiation in Small Decision-making Groups" in Family
Socialization and Interaction Process, ed. by T. Parsons and
R. F. Bales (Glencoe, Ill.: The Free Press, 1955), pp. 259-
306.
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orientations to groups. Task-oriented persons concern them-
selves with accomplishing group tasks or goals. Persons with
an interaction orientation are mainly interested in forming
friendships and fostering strong interpersonal relationships
in the group. A third category, self-oriented persons, de-
sire status and esteem for themselves.29
Along similar lines, Zaleznik and Moment have stud-
ied role performance in groups and isolate four role types:
1) stars, who perform both task and social roles; 2) tech-
nical specialists, who emphasize the group task; 3) social
specialists, who enact group maintenance roles; and 4) under-
chosens, who concentrate on their own individual needs.
They found further that stars were most often perceived as
leaders by groupé, with technical specialists ranking second

as leaders.30

Male Versus Female
Interaction and Leadership

Using the family structure as a springboard, Parsons
has argued that differentiation along "instrumental-express-
ive" lines is characteristic of the "leadership element" in
all types of small groups. Parsons holds that, while

the instrumental and expressive functions are mutually

29B. M. Bass, Leadership, Psychology, and Organiza-
tional Behavior (New York: Harper, 1960), pp. 148-50.

30Abraham Zaleznik and David Moment, The Dynamics of
Interpersonal Behavior (New York: John Wiley & Sons, Inc.,
1964), pp. 191-93.
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exclusive, they complement one another. Instrumental or
task functions concern the group's or system's ability to
adapt and achieve its external goal objects. Expressive or
social-emotional functions are concerned with the internal
matters of the group such as maintenance of positive inter-
personal relationships.

What is particularly significant for the present
research is the assertion by Parsons that instrumental be-
havior in groups is the essence of masculinity while ex-

31 Such

pressiveness is the essence of feminine behavior.
a proposal suggests that there are major differences be-
tween the behavior of males and females in group situations.
Furthermore, it also implies fundamental differences in the
type of leadership which males and females will be per-
ceived as exerting.

Some reinforcement of Parsons' concept is provided

by Bass and his associates, who developed an Orientation

Inventory designed to classify persons according to their
orientation towards task, interaction or self. The Inven-
tory consists of 27 incomplete sentences, each with 3 alter-
native completion phrases reflecting task, interaction or
self-orientation. The subject chooses the least- and most-

preferred phrases for each sentence. The results of a

31T. Parsons, "Family Structure and the Socializa-
tion of the Child," in Family Socialization and Interaction
Process, pp. 35-131.
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series of validity tests indicated that females tend to be
more interaction oriented than males. Marston and Levine
used the Inventory in a study of college student attitudes
about politics and mental health problems. Their research
also indicated that females score higher than males on in-
teraction orientation.32
In a study of undergraduate married couples, Kenkel
concluded that husbands did most of the talking and had more
influence on decisions than their wives who fulfilled a more
social-emotional role.33 Strodtbeck and Mann used Bales'

Interaction Process34

to analyze mock jury deliberations.
Similarly, they found that males tended to actively pursue
a solution to a task, while females were more inclined to
"react" and to perform social-emotional acts.35
Heilbrun asked 30 male and 30 female undergraduates
assigned to short-term discussion groups to rate their group
members on instrumental (goal-oriented) and expressive (re-

lationship-oriented) behavior. Females were rated as more

32Albert R. Marston and Edward M. Levine, "Inter-
action Patterns in a College Population," Journal of Social
Psychology, LXII (1964), 149-54.

33W. F. Kenkel, "Influence Differentiation in Family
Decision Making," Sociological and Social Research, XLII
(1957), 18-25.

34R. F. Bales, Interaction Process Analysis (Cam-
bridge, Mass.: Addison-Wesley, 1950).
35

F. L. Strodtbeck and R. D. Mann, "Sex Role Dif-

ferentiation in Jury Deliberations," Sociometry, XIX (1956),
3-11.
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expressive than instrumental by both their male and female
peers. However, no such differentiation between expressive
and instrumental behavior was made for males by raters of
either sex. These results suggest that in a group situa-
tion females are likely to be perceived as more expressive
than males.36

Vinacke studied coalition behavior in both male and
female triads composed of psychology students playing a
modified pachisi game. He found that males tended to form
coalitions, to bargain, and to decline to form an alliance
when they were in a winning position. Females, however,
were oriented towards the "social relationships" of the
game and were more concerned with outcomes that were fair
to the players. Thus female triads were more likely to
split winnings evenly and to either form three-person coal-
itions or avoid forming coalitions at all.37

Extending this research, Bond and Vinacke studied
coalition behavior in mixed-sex triads. They concluded
that male strategy was "exploitative" whereas females

leaned towards "accommodative" behavior. Males were more

active in seeking coalitions which could enhance their

36a1fred B. Heilbrun, Jr., "Influence of Observer
and Target Sex in Judgments of Sex-Typed Attributes," Per-
ceptual and Motor Skills, XXVII (1968), 1194.

37W. E. Vinacke, "Sex Roles in a Three-Person Game."
Sociometry, XXII (1959), 343-60.
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chances of winning, while females tended to receive rather
than initiate offers to ally. The researchers pointed out,
however, that male competitive behavior was somewhat "self-
defeating" in the sense that it was often a factor in allow-
ing the female to win.38
Kaess, Witryol, and Nolan investigated leadership
patterns in 20-minute, mixed-sex leaderless discussion groups
by having both observers and participants rank group members
on global leadership. One conclusion: "Females appear to
exercise more subtle, if secondary, leadership when the sex-
es are mixed. Those who actually competed for the first posi-
tion with males fall outside the conventional pattern." 1In
the six-person groups in the experiment, females tended to
be ranked second, third, or fourth in leadership, while
males dominated the first, fifth and sixth ranks. 32
Utilizing a role-playing situation where the foreman
tries to induce three workers to alter their work procedures,
Maier investigated the effect of male versus female discus-
sion leaders. When the solution to the problem was supplied

to the leader, males and females performed similarly in get-

ting the group to go along with a solution favorable to

38J. R. Bond and W. E. Vinacke, "Coalitions in

Mixed-Sex Triads," Sociometry, XXIV (1961), 61-75.

39Walter A. Kaess, Sam L. Witryol, and Richard E.
Nolan, "Reliability, Sex Differences, and Validity in the
Leaderless Groun Discussion Technique," Journal of Applied
Psychology, XLV (1961), 345-50.
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management. In contrast, when the solution was not supplied,
females became "more permissive" and the group was less
likely than a male-led group to settle on a solution that
resolved the conflict between the leader and the workers.
Maier concluded that when a situation is "unstructured in
the sense that a solution is not supplied," females tend to
play "a less dominant role" than they do in situations where
a solution is provided. The females in the study may have
been acting under a disadvantage, however, since Maier re-
ports that the females played "the part of males."40

In addition to indications that males and females
differ in the type and extent of leadership which they ex-
ert, there are also data which suggest that females have
different attitudes than males on what constitutes proper
leadership behavior. In an investigation of attitudes to-
wards authoritarian behavior among members of a sorority-
fraternity population, Denmark and Diggory found that males
were more likely to use and sanction authoritarian leader-
ship behavior than females, particularly in making members
conform to group norms or in controlling goal achieve-

ments.41 While studying conflict resolution differences

40Norman R. F. Maier, "Male Versus Female Discus-

sion Leaders," Personnel Psychology, XXIII (1970), 455-61.
41Florence L. Denmark and James C. Diggory, "Sex
Differences in Attitudes Toward Leaders' Display of Authori-
tarian Behavior," Psychological Reports, XVIII (1966),
863-72.
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between male pairs and female pairs, Steiner found that, as
predicted, females tended to make less use of "overtly de-
fiant behaviors." He reasoned that such behaviors are not
socially sanctioned for females.

Other data suggest that, as a group, females tend to
have or be perceived as having different main interests from
males. Garai, in a study of sex differences in mental health,
concluded that:

Men derive their main life satisfaction from

the successful performance of a meaningful task or
occupation! whereas women obtgin tasir main content-
ment from interpersonal relations.
On a similar theme, results of Wagman's survey of occupa-
tional values among high school seniors and college sopho-
mores showed that females placed a significantly higher
value on "a job where you could help other people" than did
males.

In a study of intrinsic and extrinsic job motivators,

Centers and Bugental interviewed a selected cross section

consisting of 692 adults employed in the greater Los Angeles

area. Their results indicate that, in general, males and

42Ivan D. Steiner, "Sex Differences in the Resolu-

tion of A-B-X Conflicts," Journal of Personality, XXVIII
(1960) , 118-28,

3Josef E. Garai, "Sex Differences in Mental Health,"
Genetic Psychology Monographs, LXXXI (1970), 123-42.

4Morton Wagman, "Sex and Age Differences in Occupa-
tional Values," Personnel and Guidance Journal, XLVI (1965),
258-62.
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females do not differ in the extent to which they value in-
trinsic or extrinsic factors. In particular, however, males
were seen to value the opportunity to use their talent or
skill more highly than females did, while females attributed
a higher value to "good co-workers. "43

Ross, in a study of philanthropic money-raising ac-
tivities in an eastern Canadian city, concluded that social
and business power were the most important characteristics
for successful male leadership, while personal qualities
were most important for female leaders of philanthropic
activities.46

In researching the role women have played in the
field of personnel administration in the United States,
Miller and Coghill found that women tended to be more heav-
ily involved early in the development of personnel adminis-
tration when the field had a strong humanitarian orienta-
tion. "Training as a woman was seen as an asset in deal-
ing with the problems of 'humanizing' work organization."

With the origin of scientific management and the influence

of military psychologists after World War I, however, the

45R. Centers and D. E. Bugental, "Intrinsic and Ex-
trinsic Job Motivation Among Different Segments of the Work-
ing Population," Journal of Applied Psychology, L (1966),
193-97.

46Aileen D. Ross, "Control and Leadership in Women's
Groups: An Analysis of Philanthropic Money-Raising Activity,"
Social Forces, XXXVII (1958), 124-31.
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field of personnel began to take a more "scientific" bent;
and the researchers concluded that, in spite of women like
Lillian Gilbreth, females were no longer viewed as having
the proper credentials for personnel work. Thus the nur-
turant image of women appears to have had a direct effect on
their rise in personnel employment during the "welfarist"
phase of personnel work and on the decline of women in per-
sonnel with the advent of the "technicist" phase.47
Warner, et al., in an intensive investigation of the
education, socio-economic backgrounds, and career routes of
executives in the federal government, discovered that many
of the women executives began their careers in areas such
as social security, child welfare, public assistance, and
vocational rehabilitation. The researchers comment that
"as women have moved into government (and industry) they
have often felt constrained to begin in areas of speciali-
zation for which they could claim special insight or
Thus the association of women with nurturance-
related activities can also be seen in the entry patterns
of women into managerial posts in the federal government.

There is considerable support, therefore, for the

47Frank B. Miller and Mary Ann Coghill, "Sex and the
Personnel Manager," Industrial and Labor Relations Review,
XVIII (1964), 32-44.

48W. Lloyd Warner, et al., "Women Executives in the
Federal Government," Public Personnel Review, XXIII (1962),
227-34,
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concept that women tend to enact expressive or social-
emotional roles in group interaction, are likely to have
group-maintenance orientations as leaders, and are inclined
to value interpersonal relations more than task goals.

Not all the evidence points in the same direction,
however. Lovett studied personality characteristics and
other factors related to graduate women's choice of science
research as a vocation. She concluded that person orienta-
tion consistently differentiated female graduate students
in the social welfare area from their more nonperson-
oriented counterparts in science research. Lovett's re-
search, therefore, provides evidence that it may be erron-
eous to assume that all women are person oriented.4

Along similar lines, Perry and Cannon utilized the

Strong Vocational Interest Blank to investigate the voca-

tional interests of a sample of female computer programmers.
According to those results, the female programmers exhibited
a strong interest in various forms of mathematics and a
relative lack of interest in people and particularly in ac-

50
tivities involving responsibility for helping other people.

49sarah L. Lovett, Personality Characteristics and
Antecedents of Vocational Choice of Women Students 1n Science
Research, Dissertation Abstracts, XXIX (12-A), 4287-288.

50Dallis K. Perry and William M. Cannon, "Vocational
Interests of Female Computer Programmers," Journal of Applied
Psychology, LII (1968), 31-35.
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Doll made a comparative study of 27 pairs of top-
level male and female executives in a Texas county. In ad-

ministering 5 cards of the Thematic Apperception Test to the

54 executives, she found no significant difference between
the executives on affiliative motive; but female executive
scores on power and achievement motives were significantly
higher than male executive scores.Sl Again, the research in-
dicates that females may not necessarily be more person
oriented than males.

Smith examined the occupations of men and women list-

ed in Who's Who in America for 1935-36 and 1956-57. Several

studies based on Vernon and Allport's Test for Personal
Values had indicated that women rank highest on aesthetic,
social, and religious values; while men rank highest on
theoretic, economic, and political values. Smith hypothe-
sized, therefore, that the occupations listed in Who's Who
would tend to be closely associated with values esteemed by
men and that when women were listed, they would tend to be
in occupations which were associated with aesthetic, social,
or religious values. While the hypothesis was confirmed,
Smith found that the proportion of women in occupations
associated with masculine values had increased from 13.7

percent in 1935-36 to 25.6 percent in 1956-57. Smith

51Paddy A, Doll, A Comparative Study of Top Level
Male and Female Executives in Harris County, Dissertation
Abstracts, XXVI (11), 1966, 6883-884.
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theorized that the increase was due to a rise in job oppor-
tunities for women.52 Nevertheless, the findings suggest
that women are likely to have similar values as males in
occupations where theoretic, economic, and political values
are deemed important. The researcher's conclusions also
point up the possibility that lack of job alternatives, ra-
ther than lack of proper qualifications, may account for the
concentration of women in certain occupations.

Along similar lines, a U. S. Department of Labor
study of 1llth grade students revealed that only two-thirds
as many men as women showed high aptitude for engineering, a
traditional man's field.53 Although it cannot be claimed
that women have achieved full employment equality in the
Soviet Union, their proportions in certain types of work
largely performed by males in the United States infer that
job-relevant behavioral differences between males and fe-
males may actually be minimal. Women in the Soviet Union
account for 58 percent of persons trained in professional
and technical areas. They also constitute about 52 percent

of all college-trained specialists, about 70 percent of the

medical doctors, 64 percent of the economists, 40 percent of

52Madorah E. Smith, "The Values Most Highly Esteemed
by Men and Women in Who's Who Suggested as One Reason for the
Great Difference in Representation of the Two Sexes in Those
Books," Journal of Social Psychology, LXIII (1962), 339-44.

3
Cited in Hedges, "Women at Work: Women Workers and
Manpower Demands in the 1970's," p. 26.
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the agronomists and veterinarians, and 31 percent of the
engineers.54

In a classic study, Mead found that in the Mundugamor
society, both men and women exhibited ruthlessness, severity,
and aggressiveness. In the Arapesh society, in contrast,
both men and women tended to be cooperative, unaggressive,
and responsive to the needs of others. 1In a third society,
the Tchambuli, the women were dominant, impersonal, and ad-
ministrative, while the men tended to be dependent and less
interested in managing activities of the society. Such
findings provide evidence that the roles of women and men
in society are culturally, rather than biologically, defined
and support the view that women are not necessarily peérson
oriented.55

Kogan and Jackson, in a comparison of wives of al-
coholics with wives of nonalcoholics, discovered that the
wives of nonalcoholics did not perceive any significant sex-
role differentiation between themselves and their husbands.
The wives of alcoholics, however, perceived significant sex-
role differentiation, particularly in viewing themselves as
highly feminine. The researchers saw their findings as sup-

porting the view "that in the 'normal' family of today the

roles of husband and wife are more likely to be analogous

54Edmund Nash, "Women at Work: The Status of Women

in the U.S.S.R.," Monthly Labor Review (June, 1970), pp. 39-44.

5 . o .
Margaret Mead, Sex and Temperament in Three Primi-
tive Societies (New York: Morrow, 1935).
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than they are to be differentiated."56

Lirtzman and Wahba investigated coalition behavior
of female triads engaged in a competitive, high-risk game.
The results indicated that when the situation is competitive
and highly uncertain, females will not necessarily follow the
behavior defined by the traditional sex role. "The female
may be expected to act according to the demands of the
situation, e.g., competitively, aggressively, exploitatively,
trying to maximize her chances of winning." The researchers
also suggested that the "accommodative" female behavior iso-
lated by the Vinacke studies was due to the minimally compe-
titive nature of the game used in that research, and the fact
that in the Vinacke game uncertainty and risk were eliminated
at the point that coalitions were’formed. They concluded
that "if women are told the rules, and rewarded for appro-
priate behavior, their coalition formation decisions should
be indistinguishable from men.“57

Martin, noting the difficulty of locating women man-
agers in sufficient numbers to make valid comparisons between

males and females, studied 137 professional buyers for 21

department stores located in 7 midwestern and southwestern

56Kate L. Kogan and Joan K. Jackson, "Conventional
Sex Role Stereotypes and Actual Perception," Psychological
Reports, XIII (1963), 27-30.

578. I. Lirtzman and M. A. Wahba, "A Managerial Myth:
Differences in Coalitional Behavior of Men and Women in Or-
ganizations," New York, 1972, pp. 1-19. (Unpublished).
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states. Since professional buying for retail stores is an
area which has been "sexually integrated for several years,"
he was able to obtain data for 60 males and 77 females.
Based on buyers' self-evaluations and objective data ob-
tained from the stores, Martin found no significant differ-
ences between male and female buyers in their pursuit of new
buying resources or their aggressiveness in asking for and
obtaining "product and service extras" such as money to off-
set retail price reductions or to fund advertising. There
was also no significant difference in the percentage of in-
ventory committed to "new trend" merchandise. As a measure
of initiative or leadership, the buyers were asked to choose
from among five alternatives a store could pursue in estab-
lishing new trends. There were no significant differences
in the number of male and female buyers choosing the alter-
natives indicating the store should be a leader. The impor-
tance of this particular measure is suggested by the fact
that 70 percent of the buyers from "successful" stores
chose the leader alternatives while only 24 percent of the
buyers from "failure" stores did.58

Hoyle had faculty members of 30 Texas suburban

elementary schools complete Randall's Problem-Attack Behav-

ior Inventory, a measure of five types of administrative

58Claude R. Martin, Jr., "Support for Women's Lib:
Management Performance," The Southern Journal of Business, VII
(1972), 17-28.
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behavior. Responses to the inventory indicated how fre-
quently the teachers felt their principals engaged in the
administrative behaviors. Results showed that male princi-
pals were not perceived as differing from female principals
in three of the areas:
Problem-Analysis Behavior: the extent to which
an administrator appears to discover and examine
responses to problem situations.
Group-Participation Behavior: the extent to
which an administrator encourages those with whom
he works to use initiative to criticize and to
involve themselves in solving school problems.
Administrator-Action Behavior: the extent to
which an administrator acts in problem situations,
including the quality of his actions.
However, female administrators were described as performing
significantly more administrative acts in the other two
areas:
Problem-Recognition Behavior: the extent to
which an administrator appears to perceive situa-
tions that are seen as problems by his staff.
Administrator-Evaluation Behavior: the extent
to which an ggministrator reviews the results of
his actions.
The studies just cited, therefore, provide data in-
dicating it may be false to assume that all women are highly

person oriented or that their behavior in positions of re-

sponsibility differs substantially from the behavior of

59John Hoyle, "Who Shall Be Principal--A Man or a
Woman?", The National Elementary Principal, XLVIII (1969),
pp. 23-24,
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males. Thus while considerable evidence supports the con-
cept that women tend to perform interpersonal or group
maintenance functions and males fulfill task or goal achieve-
ment functions, there is some evidence to the contrary. It
should be noted, however, that few of the studies cited
considered females in actual leadership positions, dealt
with business contexts, or researched mixed-sex situations.
One exception is the Maier study of male and female discus-
sion leaders,60 which incorporated all three of these ele-
ments. But, as previously mentioned, the Maier study had
females act in male roles; and, in addition, certain behav-
ioral conclusions regarding female leaders were surmised
from performance data rather than tested directly. Finally,
in the Maier study, as in most of the group studies cited,
the subjects interacted only once for a brief period. The
brevity of interaction raises the possibility that the
findings may be relevant mainly to first-impression situa-
tions rather than indicative of stable relationships.

The Martin study of male and female buyers61

offers
some evidence that females in managerial positions engage
in effective task-oriented behavior, but again we must de-

rive our conclusions mainly from performance results. Since

60Maier, "Male Versus Female Discussion Leaders."

61Martin, "Support for Women's Lib: Management
Performance."
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the researcher does not provide information about the super-
visory responsibilities of the buyers and since in many re-
tail stores the buyers' work is highly individual in nature,
we are not able to draw comparisons about the way in which
males and females function in group situations. Nor can we
determine from the data provided how the buyers' actions
were perceived by subordinates.

Only three of the studies cited dealt with the re-
spondents' perceptions of leadership behavior. Two of these,
the Heilbrun62 study and the Kaess, Witryol, and Nolan63
study, examined leaderless groups; and hence, it was not
possible to compare follower perceptions of male and female
leaders. Since the third study, Hoyle's research,64 con-
cerned elementary school teachers' views of their princi-
pals, caution must be exercised in generalizing those find-
ings to a business-type situation. 1In addition, the nature
of the behavior inventory used in that investigation pre-
cludes drawing meaningful conclusions about whether females

tend to be perceived as performing more group maintenance

and fewer goal achievement functions than males.

624eilbrun, "Influence of Observer and Target Sex
in Judgments of Sex-Typed Attributes."

3Kaess, Witryol, and Nolan, "Reliability, Sex Dif-
ferences, and Validity in the Leaderless Group Discussion
Technique."
64
Hoyle, "Who Shall Be Principal--A Man or a
Woman?"
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In the present research, an area of particular in-
terest was followers' perceptions of how male and female
leaders function within a business context, since much of
the discussion regarding women in business concerns their
acceptance by others. Because, as Amundsen has noted,
Parsons' theories have formed the theoretical basis for
many of the assumptions made about women in business-
related literature,65 follower perception was measured
within a framework of Parsonian concepts.

Before presenting related hypotheses, however, the
choice of a study situation for the present research will

be discussed briefly.

Selection of Study Situation

Several properties were important in choosing a
situation in which to test the hypotheses of interest.
First, because the emphasis was on leadership in business
contexts, it was desirable that the subjects be interested
in and engaged in business-type activities. Secondly, for
experimental purposes, it was necessary to be able to con-
trol the sex composition of the task groups and to randomly
assign subjects to the groups. Thirdly, it was considered
advantageous to be able to randomly appoint group leaders

and to control whether the leader was male or female. A

65Amundsen, The Silenced Majority: Women and Amer-
ican Democracy, p. 110.
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fourth prerequisite was that the group be engaged in a task
where group performance could be measured. Finally, it was
essential that the groups' members have multiple opportuni-
ties to interact.

In view of these properties, therefore, 146 college
students (110 males and 36 females) interested in business
and engaged in a simulated executive business game while en-
rolled in a 10-week beginning management course at Michigan
State University were utilized as the sample for the present
study. Because the game was played in four- and five-
person groups over a period of nine weeks, it was possible,
within limits, to control the composition of the groups,
randomly appoint leaders of either sex, and arrange for in-
teraction over a period of time. It was also possible to
measure group peiformance. Complete details are provided in

Chapter II.

Development of Hypotheses I and II

The results of Heilbrun's study indicated that fe-
males in his leaderless groups were perceived by their peers
as exhibiting more expressive or relationship-oriented be-
havior than instrumental or goal-oriented hehavior. In the
present research project, one interest was to determine whe-
ther the subjects in the present sample would share similar
perceptions of male and female behavior in a leaderless sit-
uation. The results would be useful as benchmarks in eval-

uating perceived differences in behavior when male and
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female leaders were appointed and would provide a partial
test of Parsons' concepts. The plan was to establish lead-
erless groups for interaction during a trial or practice
session of the simulated business situation. On this basis
the first null hypothesis was established. In formulating
the hypothesis, the researcher adopted the group maintenance-
goal achievement terminology of Cartwright and Zander, whose
delineation of the two terms, described earlier, was utilized
in constructing the measure used in the present study. The

measure is described in Chapter II.

Hypothesis I

In leaderless task groups containing members

of both sexes, the males and females will re-
ceive similar peer ranking on both the perform-
ance of goal achievement functions and the per-

formance of group maintenance functions.

Since the main interest was in making comparisons
between how male versus female leaders would be perceived,
after a leaderless practice session the subjects were formed
into the following type of groups with appointed leaders:

1. Male leader, male followers

2. Male leader, mixed (male and female) followers

3. Female leader, female followers

4. Female leader, mixed followers

If Parsons' theories are correct, then follower
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perceptions of the way in which male leaders function would
differ from follower perceptions of the way in which female
leaders function. We would also expect that the differences
would become more pronounced as the groups interacted over a
period of time. Therefore, the following null hypothesis was

formulated:

Hypothesis 1II

In leader-appointed task groups, there will be
no difference in follower rankings of male and
female leaders on the performance of group
maintenance or goal achievement functions
either early or late in the life of the group.

Research Related to
Attitudes towards Female Leadership

Prevalent among literature related to women execu-
tives is the idea that neither men nor women like to work
for women. A number of surveys support this position. For
example, among 130 top personnel executives surveyed by
Ellman, 80.76 percent agreed that men generally object to
having a woman supervisor, while 10.76 percent disagreed and
8.48 were undecided. 1In addition, 50.76 percent agreed that
women generally object to having a woman supervisor, with
45.38 percent dissenting and 8.36 percent remaining

undecided.

66Ellman, Managing Women in Business, p. 108.
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In the Bowman, Worthy, and Greyser study cited ear-
lier, 86 percent of the men and 77 percent of the women sur-
veyed accepted the proposition that men feel uncomfortable
working for women. Only 40 percent of the men versus 63
percent of the women also agreed with the contrasting propo-
sition that women feel comfortable working for other women.
It is not surprising, therefore, that only 27 percent of
the males replied affirmatively that "I would feel comfort-
able working for a woman," while 75 percent of the females
assented to the statement.67

The executives in the Doll comparison of top-level
male and female executives also agreed that men resent work-
ing for women.68 In Killian's survey of attitudes towards
women in business, 36 percent of the respondents indicated
they would rather have a staff composed of males, while only
8 percent indicated a preference for females. A majority
of 56 percent, however, expressed no preference; but only
17 percent of the same respondents disagreed with the
statement that "both men and women are reluctant to accept
supervision from women." At the same time, 52 percent
felt this reluctance should have no effect on management

decisions regarding employment, placement, compensation,

67Bowman, Worthy, and Greyser, "Are Women Executives
People?", p. 166.

68Doll, A Comparative Study of Top Level Male and
Female Executives in Harris County, p. 6884.
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and promotion of women; while 36 percent felt that such re-
luctance should have a significant effect on management per-
sonnel decisions. A problem in evaluating these particular
findings is Killian's failure to specify the size or provide
sufficient information about the exact nature of the
sample.69
In a study of the demand for women at administrative
levels, Fuller and Batchelder interviewed 157 persons repre-
senting 95 organizations. Most of the interviewees expressed
the opinion that men resent working for a woman. More sig-
nificantly, the executives' comments led the researchers to
conclude that "in the thinking of the great majority of
business men and women interviewed, it is clear that there
is less status in working for a woman than in working for a
man."70
Along similar lines, the results of a sentence-
completion exercise which MacBrayer administered to 90 male
and 125 female college students indicated that the females
viewed males in a more favorable light than males viewed

71
females.

69Killian, The Working Woman: A Male Manager's
View, pp. 180-84.

7OF. M. Fuller and M. B. Batchelder, "Opportunities
for Women at the Administrative Level," Harvard Business
Review, XXXI (1953), 111-28.

7lCaroline Taylor MacBrayer, "Differences in Perceo-
tion of the Opposite Sex by Males and Females," Journal of
Social Psychology, LII (1960), 309-14.
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In the Dun's Review survey of attitudes towards wo-

men in business, the 300 panelists agreed that a traditional
dislike of working for women existed, but a large majority
of the respondents were "confident that with good will and
adroit management, frictions of this sort" could be "mini-

mized."72

Such a stance suggests that reluctance towards
woman leaders may not be an insurmountable obstacle to their
assuming positions of leadership. Furthermore, Merkel, in
her profile of women members of the Personnel Club of New
York, offered the fact that 20 percent of the survey respond-
ents had a woman superior as a disclaimer of the "notion"
that women will not work for women.73

Similarly, a survey by Barter found that teachers
rated female and male principals as equal in ability and
personal qualities. In addition, the research indicated
that while females were more favorable towards female prin-
cipals, male teachers who had taught in schools headed by
women were more favorable towards female principals than to-
wards male principals. On the other hand, males who ex-

pressed unfavorable views towards female principals tended

to be those who had taught only in schools administered by

72perham, "Women--Industry's Newest Challenge,"
pp. 37, 64.

3Muriel E. Merkel, "Profile of the Professional Per-
sonnel Woman," Personnel Journal, XLII (1963), 122,
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male principals.74

The Barter study illustrates the necessity of dif-
ferentiating between those who have worked for women and
those who have not, in drawing conclusions about the effect
of female leaders. Maier, for example, in his study of male
and female discussion leaders, asked. the nonleader partici-
pants to indicate on a seven-point scale the extent of their
satisfaction with the leader. The results showed no differ-
ence in the ratings received by male and female leaders.75
Since the discussants had interacted only for a brief period,
these results must be viewed with caution; however, the meas-
urement and comparison of satisfaction in male and female
leader situations is an important step towards the meaning-
ful assessment of the effects of female leaders on followers.

Female attitudes towards assuming leadership are
also a matter of interest to the present study. For example,
Komarovsky, in a now classic article on cultural contradic-
tions and sex roles, found that her sample of senior stu-
dents at a women's college suffered from uncertainty and in-
security because of pressure to conform to inconsistent
homemaker and career ideals. In her study, 40 percent of

the subjects reported that they occasionally "played dumb"”

74Alice Barter, "The Status of Women in School Ad-
ministration," Educational Horizons, XXXVII (1959), 72-75.

75Maier, ""Male Versus Female Discussion Leaders."
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while on dates, pretended to be ignorant on a particular
subject, or permitted the male to have final say in intel-
lectual discussions.7

Wallin conducted a partial replication of
Komarovsky's study, using a coeducational university set-
ting. He also found that a substantial portion (46.2 per-
cent) of the college women in his sample revorted pretend-
ing to be inferior to males. In addition, roughly 34 per-
cent of the subjects indicated some incompatibility between
their concepts of their roles in college and the views held
by their fathers. Some 30 percent revealed similar differ-
ences with their mothers' views. On the basis of interview
data, however, Wallin concluded that the incompatibilities
and feigned inferiority did not produce serious conflicts
for the subjects.77

Research by Steinmann and Fox lends support to the
idea that women see themselves as objects of conflicting
expectations. The two researchers administered an Inventory

of Feminine Values to 837 women and 423 men living in New

York City. The Inventory contained 17 items describing a

family-oriented woman who places her own satisfactions in a

76Mirra Komarovsky, "Cultural Contradictions & Sex

Roles," American Journal of Sociology, LII (1946), 184-89.

77Paul Wallin, "Cultural Contradictions and Sex
Roles: A Repeat Study," American Sociological Review, XV
(1950), 288-93.
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secondary position behind those of her spouse and her family.
An additional 17 items related to the self-achieving woman
who considers her own satisfactions as being equally impor-
tant as those of her husband and family and who wishes to
develop her talents. The women in the sample were asked to
complete three forms of the Inventory in terms of 1) how
they themselves felt, 2) how they thought the ideal woman
would respond, and 3) how they thought man's ideal woman
would respond. The women tended to describe themselves as
slightly less self-achievement oriented than their own ideal
woman, but they saw man's ideal as being significantly more
family oriented and permissive than themselves or their
ideal woman. The men in the sample were asked to complete
the inventory as their ideal woman would. Comparison showed
that the ideal woman of the males was close to the women's
self description. The researchers were not able to deter-
mine the cause of the discrepancy between the ideal woman
described by the men and the women's perception of man's
ideal woman.78 In the absence of more direct evidence, such
studies point to possible conflicts, real or perceived, which
women may face in assuming leadership positions. Such con-
flicts could lower women's satisfaction and performance as

leaders.

78Anne Steinmann and David J. Fox, "Male-Female Per-
ceptions of the Female Role in the United States," Journal
of Psychology, LXIV (1966), 265-76.
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Development of Hypotheses III and IV

An attitude is "a relatively stable or enduring
syndrome of consistent responses made by an individual with
respect to some psychological object--any symbol, slogan,
product, institution, person, group, or issue--with which
he may be confronted."79 As Schwab and Cummings point out
in a review of theories of performance and satisfaction,
one way of viewing satisfaction-dissatisfaction is "as the
evaluative component of an attitude." Thus a person can "re-
spond affectively" or feel satisfied or dissatisfied about

an object in an attitudinal sense.80

In the present study,

satisfaction is considered in this attitudinal sense.
Evidence has already been cited which suggests that

a considerable number of persons view being led by a female

as less desirable than being led by a male. Therefore, in

a simulated business setting, such as existed in the present

research situation, one would expect the followers in female-

led groups to be less satisfied than followers in male-led

groups. One would also expect that satisfaction would be

affected both by the sex composition of the followers and

the period of time over which the groups interact.

79Marvin D. Dunnette and Wayne K. Kirchner, Psy-
chology Applied to Industry (New York: Meredith Publish-
ing Company, 1965), p. 215.

80Donald P. Schwab and Larry L. Cummings, "Theories
of Performance and Satisfaction: A Review," Industrial
Relations, IX (1970), 421-22.
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Vroom has suggested that global satisfaction is made
up of multiple components which, if isolated, provide more
meaningful research results.81 Therefore, a priori scale

construction and a posteriori factor analysis was used to

isolate five dimensions or factors of satisfaction which re-
late to the simulated-business situation. The five dimen-

sions were as follows:

Dimension 1. Task Structure

This dimension relates to satisfaction with the
overall task itself and the general context within
which the task was executed.

Dimension 2. Leader Action

This dimension relates to satisfaction with the
behavior of the leader in assisting the group towards
its goals. In the case of leaders, this dimension is
associated with satisfaction with the leadership role.

Dimension 3. Group Atmosphere

This dimension relates to satisfaction with the
climate in the group and measures the extent to which
the subject finds the group atmosghere pleasant and
relaxed versus tense and anxious.%2

Dimension 4. Team Interaction

This dimension relates to satisfaction with the
working interrelationships among team members.

Dimension 5. Task Conceptualization

This dimension relates to satisfaction with the

lVictor H. Vroom, Work and Motivation (New York:
Wiley, 1964), pp. 101-05.

This dimension is made up of items from Fiedler's
Group Atmosphere Scale and will be explained in greater de-
tail in Chapter II. See also Fred E. Fiedler, A Theory of
Leadership Effectiveness, p. 32.
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cognitive aspects of the task.
The satisfaction measure and its construction are described
fully in Chapter II,

It is now possible to formulate the next null

hypothesis.

Hypotheses III-1 through III-5

There is no significant relationship between

the sex of the leader, the sex composition of

the group, or the length of time over which

the group interacts and follower satisfaction

with the following five dimensions:

III-1. Task Structure

III-2, Leader Action

III-3. Group Atmosphere

III-4. Team Interaction

III-5. Task Conceptualization

Since, as we have seen, the literature would suggest
that females may experience conflict which would reduce their

satisfaction with positions of leadership, the following null

hypothesis was also developed:

Hypotheses IV-1 through 1IV-5

There is no significant difference between male
and female leader satisfaction with the following
five dimensions:

IV-1l. Task Structure

Iv-2. Leader Action

IV-3. Group Atmosphere

Iv-4. Team Interaction

IV-5. Task Conceptualization
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Research Related to Female Leadership
And Selected Personality Factors

Hollander and Julian, in their review of contemporary
trends involving the analysis of leadership processes, point
to the need for further research in considering the effect
of leader personality on groups.83 Since female leadership
as a research area has been grossly neglected, there are few
relevant studies which relate to female leaders and the
personality factors, need for dominance and need for

achievement.

Dominance

Mann, in an extensive review of the relationships
between personality factors and performance in small groups,
cited 12 studies which examined the extent to which need for
dominance was associated with leadership status. 1In 73 per-
cent of the studies there was a positive relationship between
need for dominance and leader status and in 42 percent of
the results the relationship was both positive and signifi-
cant. While the strength of the results was not overwhelm-
ing, Mann saw the data as suggesting that "dominant or as-
cendent individuals have a greater chance of being desig-

nated leaders."84

83Edwin P. Hollander and James W. Julian, "Contempo-
rary Trends in the Analysis of Leadership Processes,"
Psychological Bulletin, LXXI (1969), 387-97.

4Richard D. Mann, "A Review of the Relationships
Between Personality and Performance in Small Groups,"
Psychological Bulletin, LVI (1959), 249.
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Megargee, Bogart and Anderson found that when lead-
ership in a simulated industrial task was emphasized, the
high need for dominance member of selected male pairs as-
sumed leadership 90 percent of the time.85 In a follow-up
study Megargee investigated the relationship between sex
roles, need for dominance, and the assumption of leadership.
Megargee formed four types of pairs based on sex and need
for dominance: 1) high dominance male, low dominance male;
2) high dominance male, low dominance female; 3) high domi-
nance female, low dominance male; and 4) high dominance fe-
male, low dominance female. The pairs were introduced to a
mechanical task in one study and a dictating task in a sec-
ond study. Both tasks called for one member of the pair to
assume a leadership position and the decision as to who
should be leader was left to each pair. Megargee's hypothe-
sis that high need for dominance women would fail to assume
the leadership position when paired with a low need for domi-
nance male, even though the high need for dominance member
of the pair would assume the leadership position under the
other three conditions, was confirmed. He attributed the
phenomenon to the social role prescriptions of women, noting
that while it is acceptable for men to dominate women, the

reverse is not true. An analysis of tape recordings of

85Edwin I. Megargee, Patricia Bogart, and Betty J.
Anderson, "Prediction of Leadership in a Simulated Indus-
trial Task," Journal of Applied Psychology, L (1966), 292-95.
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verbal interchanges between the pairs revealed that the high
need for dominance female tended to make the decision that
the male should be the leader. Thus the female appeared to
have exerted her need for dominance, but in a subtle, less
visible manner. The researcher suggests that the reluctance
of a high need for dominance woman to assume leadership
might be overcome by appointing her the leader and thereby
reducing the role conflict for the woman by legitimizing her
need for dominance.86
These results suggest that for women the relation-
ship between dominance motive and leadership is indeed com-
plex; yet it is the negative image of the domineering female
executive which pervades the literature and suggests that
the appointment of a female supervisor will have an undesir-
able effect on the satisfaction of her subordinates.
Therefore, the following null hypotheses were devel-

oped related to high and low leader need for dominance:

Hypotheses V-1 through V-5

There is no significant relationship between
the sex of the leader, the sex composition of
the group, leader need for dominance, and fol-
lower satisfaction with the following five

dimensions:

86Edwin I. Megargee, "Influence of Sex Roles on the
Manifestation of Leadership," Journal of Applied Psychology,
LIII (1960), 377-82.
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V-1l. Task Structure

V-2. Leader Action

V-3. Group Atmosphere

V-4. Team Interaction

V-5. Task Conceptualization

Hollander and Julian have also pointed to the need
to consider the disposition of followers in analyzing lead-

) 87 . .

ership processes. Therefore, the analysis was carried a

step further by formulating these additional null

hypotheses:

Hypotheses VI-1 through VI-5

There is no significant relationship between

the sex of the leader, leader need for domi-

nance, follower need for dominance, and fol-

lower satisfaction with the following five

dimensions:

VI-1l. Task Structure

VI-2. Leader Action

VI-3. Group Atmosphere

VI-4. Team Interaction

VI-5. Task Conceptualization

Since it seems logical to assume that need for domi-
nance would be related to female satisfaction with an ap-

pointed leadership position, we propose a third set of null

hypotheses related to need for dominance:

87 . .
Hollander and Julian, "Contemporary Trends in the

Analysis of Leadership Processes," pp. 387-97.
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Hypotheses VII-1 through VII-5

There is no significant relationship between
female leader need for dominance and female
leader satisfaction with the following five
dimensions:

VII-1l. Task Structure

VII-2. Leader Action

VII-3. Group Atmosphere

VII-4. Team Interaction
VII-5. Task Conceptualization

Achievement

Studies of achievement motive in women have not
tended to provide results which are directly relevant to
the present study.

Amidjaja and Vinacke studied three-person triads
in which the members were either all male or all female and
where one subject was high in need for achievement, one high
in need for nurturance, and one intermediate in these qual-
ities. 1In playing a pachisi-like game where coalitions
were possible, the high achievement motive male in the
group tended to play a more aggressive role in bargaining
than did the other two players. The same was not true, how-
ever, for the high achievement motive female in the female
triads, who tended to act similarly as the other two

88
players. It must be remembered, however, that the sexes

88Imat R. Amidjaja and W. Edgar Vinacke, "Achievement,
Nurturance, and Competition in Male and Female Triads," Jour-
nal of Personality and Social Psychology, II (1965), 447-51.
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were not mixed in this situation, nor were the high achieve-
ment motive subjects designated leaders.

Doll, in her comparison of male and female execu-
tives, found that the females scored higher on achievement

as measured by the Thematic Apperception Test.89

In the absence of specifié studies on which to base
hypotheses, we reason that leaders who are high in need for
achievement will attempt to do a better job of leading their
groups and, hence, will increase their own and their follow-
ers' satisfaction. Furthermore, as with dominance, it is
possible that satisfaction will also be affected by the need
for achievement levels of the followers. Therefore, we pro-

pose the following null hypotheses:

Hypotheses VIII-1 through VIII-S

There is no significant relationship between
the sex of the leader, the sex composition of
the group, leader need for achievement, and
follower satisfaction with the following five
dimensions:

VIII-1l. Task Structure

VIII-2. Leader Action

VIII-3. Group Atmosphere

VIII-4. Team Interaction
VIII-5. Task Conceptualization

89Doll, A Comparative Study of Top Level Male and
Female Executives in Harris County, p. 6884.
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Hypotheses IX-1 through IX-5

There is no significant relationship between

the sex of the leader, leader need for achieve-
ment, follower need for achievement, and follower
satisfaction with the following five dimensions:
IX-1l. Task Structure

IX-2. Leader Action

IX-3. Group Atmosphere

IX-4. Team Interaction
IX-5. Task Conceptualization

Hypotheses X-1 through X-5

There is no significant relationship between
female leader need for achievement and female
leader satisfaction with the following five
dimensions:

X-1l. Task Structure

X-2. Leader Action

X-3. Group Atmosphere

X-4. Team Interaction
X-5. Task Conceptualization

Regearch Related to the Relationship
Between Female Leadership and Performance

Only a few studies provide data relevant to compari-
sons of the performance of males versus females in positions
of responsibility and leadership. The study of male and fe-
male retail buyers by Martin, discussed previously, concluded
that the female buyers performed as well as their male coun-
terparts and that differences between the buyers were more
likely to be in the areas of marital status and education.

In spite of similar job performance, however, the study
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found that the women were paid substantially less and were
given less decision-making discretion by their employers.90

Much of the research comparing male and female per-
formance has been conducted by Norman F. Maier and others at
the University of Michigan. In one study Hoffman and Maier,
noting the "typically inferior performance" of females on a
horse-trading problem, suggested that lack of motivation
rather than lack of ability was involved. Mixed performance
results on eight other reasoning problems completed by the
male and female subjects and the failure of manipulations of
certain social factors to produce consistent results caused
the researchers to conclude that more experimentation is
needed to make generalizations about sex differences in
problem-solving performance.91

As was mentioned previously, in Maier's study of
male and female discussion leaders, female leaders were as
likely as male leaders to get their "workers" to adopt a
solution favorable to management when the solution to the
problem was given to the leaders. When only the data were
supplied, however, female leaders became more permissive and

were less likely than males to obtain "worker" agreement on

90Martin, "Support for Women's Lib: Management Per-
formance," pp. 17-28.
91

L. R. Hoffman and N. R. F. Maier, "Social Factors
Influencing Problem Solving in Women," Journal of Person-
ality and Social Psychology, IV (1966), 382-90.
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a solution favorable to management.92

On the other hand, in the Bond and Vinacke study of
mixed-sex groups playing a pachisi-like game, the exploita-
tive strategy of the males often allowed the females to

.93
win.

Cattell and Lawson placed ten groups of men and
seven groups of women, each composed of ten members, into
nine performance situations ranging from deciphering prob-
lems to making group judgments. Comparison of the groups
of male and female college students in the various situa-
tions led the researchers to conclude that the performance
of both types of groups was substantially similar.94

Carey found that sex differences in problem-solv-
ing performance which could not be explained by variances
in intelligence, aptitude or information could be traced to
sex differences in attitude towards problem solving.95

Horner, in a study of the achievement conflicts of

women, administered verbal and arithmetic tests to 30 male

92Maier, "Male Versus Female Discussion Leaders,"
pp. 455-61.

93
pp. 61-75.

Bond and Vinacke, "Coalitions in Mixed-Sex Triads,"

94Rayrnond B. Cattell and Edwin D. Lawson, "Sex Dif-
ferences in Small Group Performance," Journal of Social
Psychology, LVIII (1962), 141-45.

95G. L. Carey, "Sex Differences in Problem-Solving
Performance as a Function of Attitude Differences," Journal
of Abnormal and Social Psychology, LVI (1958), 256-60.
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and 30 female college students who worked both alone and in
large group competition. The results showed that a substan-
tial number of males tended to perform significantly better
in competition, while most females performed far better
when working alone. Horner also measured "motive to avoid
success" by scoring stories written by the students based on
the clue, "After first-term finals, John (Ann) finds himself
(herself) at the top of his (her) medical-school class."
The females wrote about Ann, the males about John. Using
the motive scores, Horner found that 75 percent of the fe-
males who feared success performed better when working alone
while those who were low on the motive to avoid success
tended to behave more like males, with 93 percent achieving
higher scores in competition. Horner noted that the women
in the sample who exhibited a high fear of success also
tended to have high intellectual abilities and records of
previous academic success. The results of this research
suggest that females do experience conflicts which interfere
with their performance in competitive situations.

In conformity with current "mythology," a Civil
Service Commission study requested by the 1961-63 President's
Commission on the Status of Women revealed that "a very
large proportion" of men at all levels of the Federal Civil

Service felt that men made better supervisors than women.

96M. S. Horner, "Woman's Will to Fail," Psychology
Today, III (1960), 36-38+.
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A smaller proportion believed that men were superior per-
formers in nonsupervisory positions as well. The strength
of such views, however, was tempered somewhat by actual ex-
perience in working with female supervisors or co-workers.
In contrast, women did not perceive differences in the per-
formance of men and women.97

The studies just cited point to the complexities
surrounding issues of female performance. For example, the
Hoffman and Maier study98 and the Carey research99 suggest
that in some situations female problem solving performance
is inferior to male performance, but that motivations and
attitudes are involved. Horner concluded that many females
who are high in ability also experience a "motive to avoid
success" which interferes with their performance in com-

100

petitive situations. At the same time, Cattell and

Lawson found that groups of males and groups of females

101

performed similarly in nine performance situations and

97rhe Report of the President's Commission on the
Status of Women and Other Publications of the Commission,
American Women (New York: Charles Scribner's Sons, 1965),
pp. 52-53.

984offman and Maier, "Social Factors Influencing
Problem Solving in Women," pp. 382-90.

99Carey, "Sex Differences in Problem-Solving Per-
formance as a Function of Attitude Differences," pp. 256-60.

lOOHorner, "Woman's Will to Fail," pp. 36-38+.

101Cattell and Lawson, "Sex Differences in Small
Group Performance," pp. 141-45.
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Martin concluded that the male and female buyers in his
study were equal in performance.102 None of the studies
cited, however, dealt explicitly with comparisons between
the performance of business-related task groups led by
males and females.

Although there is conflicting evidence, the hypoth-
esis for the present study is based on the widespread as-
sumption that the appointment of a female leader will ad-
versely affect group performance. The concluding null hy-

pothesis, therefore, is as follows:

Hypothesis XI

There is no significant difference between
the performance of male-led and female-led

groups.

In this chapter, literature related to a number of
major issues involving leadership by females has been re-
viewed and relevant hypotheses have been developed for the
present study. The concentration has been on the effect of
male versus female leadership on performance, perceived
leader behavior, and leader and follower satisfaction. 1In
the course of the discussion, basic information regarding
the research situation has been presented. The complete
methodology used to test the various hypotheses is, however,

outlined in detail in Chapter II.

l02Martin, "Support for Women's Lib: Management
Performance," pp. 17-28.



CHAPTER II

METHODOLOGY

General Overview of Procedure

A simulated-business game, The Executive Game,l

played by student teams in a beginning management course at
Michigan State University provided the situation for the
present research.

Leaderless teams purposely designed to be composed
of both males and females completed a sociometric measure
of perceived group maintenance and goal achievement func-
tions (the GMGA Measure) during a practice session of the
game. A nonparametric test developed for this research
project was used to determine the extent to which the sex
of the subjects served as a predictor of the rankings which
the subjects received on goal achievement and group main-
tenance functions.

Then, for the standard eight-week session of the
game, the subjects were rearranged into the following types
of teams:

1. Male leader, male followers

lRichard C. Henshaw, Jr., and James R. Jackson, The
Executive Game (Homewood, Ill.: Richard D. Irwin, Inc.,
1966) .

63
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2. Male leader, mixed followers

3. Female leader, male followers

4. Female leader, mixed followers
After the teams completed the GMGA Measure at two intervals
during the game, the Kolmogorov-Smirnov nonparametric test
was utilized to determine the extent to which the sex of the
leaders was related to how the leaders ranked on group main-
tenance and goal achievement functions.

The leader-appointed teams also completed a Satis-
faction Measure at two time intervals. A factor analysis of
the measure yielded five factors which then served as cri-
teria in studying the relationship between each of five sat-
isfaction dimensions and the three predictor variables, lead-
er sex, group composition, and period of time over which the
teams interacted. The data were analyzed utilizing three-
way analysis of variance with repeated measures on one fac-
tor. Male and female satisfaction levels were also compared
using the t test.

In addition, the subjects completed dominance and
achievement scales composed of items from the Edwards

Personal Preference Schedule. The scale scores served as

additional predictor variables in a study of relationships
among the five satisfaction dimensions and leader sex,

group composition, and the personality factors. Three-way
analysis of variance was used in this phase of the research.

Correlation analysis was also utilized.
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Finally, the expected rate of return on investment
earned by each team during the game was used as criterion
in comparing the performance of male-led versus female-led
teams. This analysis was carried out with the t test.

The following sections present a detailed discus-
sion of the research situation, the measures and data col-

lection procedures, and the methods of analysis.

The Research Setting

The Course

The Executive Game is played each term in an intro-
ductory management course which provides basic instruction
in several major areas of business administration, such as
management, marketing, accounting, and finance. During the
term in which the present research was cdnducted, the
course was comprised of one large lecture section and five
recitation sections. The lecture section was team-taught
by professors from the various departments in the College of
Business and coordinated by a main lecturer, while the five
recitation sections were handled by three recitation in-
structors. Both the lecture and the recitation sections
met for fifty-minute periods twice weekly during the ten-
week term. Aside from introductory materials presented in
the lecture section, the main portion of the game was han-
dled in the recitation sections. 1In playing the game, the

students met during part of the recitation classes, in
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addition to meeting outside of class. Most of the guidance
regarding the game was provided by the recitation instruc-
tors. Performance during the game, which traditionally

has engendered a considerable amount of student enthusiasm,
contributed approximately ten percent to the students'

final grades for the course.

The Executive Game

The players were introduced to the game through
course instruction and through extensive use of the manual,

The Executive Game.2 In addition to containing a variety

of forms needed for game play, the manual outlined basic
information such as the state of the firms at the beginning
of the game, the decisions to be made, and the constraints
under which the firms had to operate. Supplementary
course instruction centered on expanding explanations of
items in the manual and suggesting various strategies which
the teams might employ.

Each game team constituted a firm making a single
product, the nature of which was left to the imagination
of the players; and, except during the one practice session,
each team had an appointed leader. The leader's job was
to (1) guide team discussions, (2) assign duties to team
members as necessary, (3) give team decisions to the reci-

tation instructor each week, (4) receive and distribute

2Henshaw and Jackson, The Executive Game.
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team game results each week, (5) coordinate plans for out-
side-of-class meetings, and (6) make final decisions in
case of disputes among the team members. The method used
to form the teams and appoint the leaders is explained
later in this chapter. In actually playing the game, each
team or firm was required to make a set of eight decisions
for each "quarter" of simulated business operations. Since
the game was played for eight "quarters," a period of two
years was simulated. In addition, the practice session with
practice teams was held to familiarize the players with the
game procedure.

The eight decisions made during each quarter of
play were:

(1) Price of Product

(2) Marketing Budget

(3) Research and Development Budget

(4) Maintenance Budget

(5) Production Volume Scheduled

(6) Investment in Plant and Equipment

(7) Purchase of Materials

(8) Dividends Declared
Decisions were based on the status of the firm during the

previous quarter, and on economic and seasonal indexes,
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expected inflation3 and the general strategy of the team.

At time zero, when the game began, each firm was at the
quarterly status reported in Table 4. Thus all teams began
at an equal point. Since the Executive Game allowed a maxi-
mum of nine firms to enter its oligopolistic market place,
each recitation section's teams competed against one
another.

When all the team leaders had submitted team deci-
sions for a particular quarter, the data were fed into an
electronic computer where a program prepared by Henshaw and
Jackson simulated the market situation and printed a new
quarterly status report for each team. The report indicated
how each particular firm had fared in relationship to its
competitors in the areas of price, dividends declared, sales
volume, and net profit. Other information such as operating
data, income, cash flow, and financial statements was given
only for the firm receiving the report. A sample quarterly
report is shown in Figure 1. As in an actual market situa-
tion, the firms no longer had specific information about the
internal conditions of their competitors. The Henshaw and

Jackson program also retained data necessary to evaluate the

3The inflation factor was not included in the game
manual previously cited since it was added by Dr. Richard Hen-
shaw, a member of the Michigan State University Management
Faculty, during a revision of the game. The game players
were informed of the change through course instruction.
Revised economic and seasonal indexes were also distributed.
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Table 4

Status of all Firms at Executive Game Period O

Item Value
Information on Competitors
Price $ 6.40
Dividend Paid 50,000
Net Profit 156,074
Operating Statements
Market Potential 434,551
Sales Volume 434,551
Percent Shares of Industry Sales 11
Production This Quarter 400,000
Inventory Finished Goods 65,449
Plant Capacity Next Quarter 415,000
Income Statement
Receipts, Sales Revenue $2,781,124
Expenses
Labor Expense (Cost/Unit 1.43) $573,939
Materials (Cost/Unit 1.58) 630,667
Reduction Finished Goods Inv. 103,652
Administration 278,000
Marketing 240,000
Research and Development 150,000
Maintenance 75,000
Depreciation 200,000
Miscellaneous 229,725 2,480,983
Raw Materials Carrying Costs
$40,000
Finished Goods Carrying Costs
$32,725
Plant Investment Expenses
$25,000
Financing Charges
Ordering Costs $50,000
Sundries $82,000
Profit Before Income Tax 300,141
Addition to Income Tax Fund 144,068
Net Profit After Income Tax 156,074
Dividends Paid 50,000
Addition to Owners' Equity 106,074
Cash Flow (In Dollars)
Receipts, Sales Revenue 2,781,124
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Table 4 (Cont'd.)

Item Value
Disbursements
Cash Expense $1,546,664
Addition to Income Tax Fund 144,068
Dividends Paid 50,000
Investment in Plant 500,000
Purchase of Materials 1,000,000 $3,240,732
Addition to Cash Assets -459,608
Balance Sheet
Assets
Net Cash Assets 1,040,392
Inv. Value, Finished Goods 196,348
Inventory Value, Materials 1,169,333
Plant Net Book Value 8,300,000

Owners Equity 10,706,074
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firms' performances over time, since many of the firms' de-
cisions had cumulative implications.

The nature of the decisions required careful concen-
tration and coordination for success. For example, lowering
the product price in an attempt to expand a firm's market
share required changes in marketing strategy, as well as re-
vised budgetary allocations for plant capacity and materials
to meet the changing demand. Investments and dividends de-
clared had to be tied to the level of profits and the avail-
ability of funds, while failure to adequately budget for
maintenance could have a detrimental effect on operating
costs.

The game attempted to incorporate many of the major
contingencies which operate on actual business firms.

These contingencies were explained to the players through
the game manual and recitation instruction. For example,
the market was fairly sensitive to changes in price and was
influenced by marketing campaigns and product improvements.
At the séme time, expenditures for marketing had the great-
est effect in the quarter in which they were made and di-
minishing leverage thereafter, while expenditures in re-
search and development had very little effect in the quar-
ter in which they were budgeted, but had a cumulative in-
fluence which became evident in subsequent quarters. A par-
ticular firm's share of the market was strongly dependent

on the policies pursued by its competitors and the economic



MODEL 1 PERIQD

72

Figure 1

Executive Game Quarterly Report

EXECUTIVE QAME

1 JAS PRICE INDEX 100,2 FORECAST,ANNUAL CWANGE 3,0 0/0

SEAS,INDEX 93 NEXY QTR, 118 ECON,INPEX 103 FORECAST,NEXY QTR, 106
INPORMAYION ON COMPET]TORS
PRICE DIVIDEND SALES VOLUME NET PROFIT
PIRM ¢ s 6,30 ] 40000 409025 $ 92240
Firn 2 s 6,30 ] 45000 440547 $ lt§l7
Fian 3 s 6,27 ] s0000 496093 s 03393
FIRW 4 s 6,30 ] 2%000 449409 s 04578
Finm 9 s 6,36 ] 60600 441092 $ 107390
FIRW ¢ s 6,30 [ ] 45000 469244 $ #3399
FiRn 7 s 6,29 L ] 50000 4935340 [ ] 09991
Filrn 6 s 6,20 ] 50000 480046 s 4427
FiRn 9 s 6,30 [ 2%000 473712 s 0399
ALLIEEEY
. IPERATING STATEMENTS
MARKEY POTENTIAL 469023
SALES VoLuME 409029
PERCENY SHARE 0P INDUSTRY SALES 12
PRODUCTION, THIS QUARYTER 430000
INVENTORY,FINISJ4ED GOODS 1{97%
PLANT CAPACITY,VEXT QUARTER 434296
INCOME STATEMENY
RECE]PTS,SALES REVENUE s 308009
EXPENSES, MARKETING s 275000
RESEARCH AND OEVELQOPMENY 360000
ADMINISTRATIOV 332000
MAJNTENANCE 00000
LABOR(COSY/UNIT EX ,OVERTIME § 1,42) 064769
MATERIALS CONSUMED(COST,UNIT? 1,54) 692733
REDUCTJON,FINISHED GOODS INV, 117076
DEPRECIATION(2,5%500 B/4) 207500
FINISHED 800DS CARRYING COS?S 5987
RAN MATERIALS CARRYING COSTYS 60000
ORDE=RING COSTS 50000
SHIFTS CHANOGE CoSTS 0
PLANT [NVESTMENY EXPENSES 36000
FINANCING CHARGES AND PENALTIES 0
SUNVRIES 04700 29069503
PROF|T SEFORE JVCOME TAX 174374
INCOME TAX(IN,TY,CR, 4 0/0,SURTAX 0 0/0) 02027
NET PROFIT AFYER INCOME TAX 92348
DIVIDENDS PAD 40000
ADDITION YO OWNBRS EQUITY 52240
CASH FLOW
RECE}PTS,SALES RWVENUE $ 3000099
DISBURSEMENTS,CASH EXPE‘:SF s 108892%6
INCOME TAY 82027
DIVIDFNDS PAlD 40000
PLANT INVESTMENY 600000
MAYERIALS PURSHASED 1500000 4111283
ADDITION YO CASd ASSETS ©3030423
FINANCIAL STATEMENY
NEY ASSFTS,%ASH $ 16377
INV,e VALUE,FINViSHED GOODS 39924
INVENTQORY VAL JE,MATERIALS 2007247
PLANT BOOC VA_UE(REPLACF,VAL,S A793381) 0092%00
OWNERS FQUITY(ESONOMIC FQUITY 10853128) 10752248
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and seasonal indexes also helped players assess the future
potential of the market for their product.

Production at or below current plant capacity re-
sulted in the lowest direct cost per unit, but production
could be increased up to 50 percent of capacity by incurring
labor overtime costs and accelerated administrative over-
head charges. Operating costs could also be adversely af-
fected by inadequate maintenance, inflation and/or failure
to have sufficient raw materials on hand to meet scheduled
production. Raw materials had to be ordered at least one
period in advance, but it was also necessary for teams to
consider storage and ordering charges in making their plans.
Failure to produce sufficient goods to meet a firm's market
potential would result in lost sales and revenues, while
overproduction could engender storage costs and a less-than-
optimum use of the firm's productive capacity during the
next period.

Depreciation of plant and equipment at a rate of
2.5 percent per quarter caused a continuous reduction in
capacity. Therefore, teams were required to reinvest in
order to maintain or increase the productive capacity of
their firms. The situation was complicated by the fact
that, as in an actual business situation, plant and equip-
ment expansion budgeted in a particular quarter was not
immediately available.

The teams also had to assess constantly the cash
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position of their firms. When net cash assets dropped be-
low zero, a firm received an automatic loan to cover its
expenditures, with interest charged accordingly. A company
would go bankrupt, however, if its cash deficiency exceeded
$3,000,000. None of the firms in the present study reached
the point of bankruptcy. At the end of each fiscal year

of the game, the players received a report which stated the
rate of return earned over the period. A sample fiscal
report covering a two-year simulated period is shown in
Figure 2.

The requirements of the game, therefore, made it
necessary for the teams to make their decisions with care
in order to maximize the rate of return invested in their
firm. While the major factors involved in the game have
been outlined here, further details can be obtained by re-

ferring to the manual, The Executive Game. 4

The Subjects

The subjects were mainly freshmen and sophomores
interested in majoring in some area of business adminis-
tration and upperclassmen nonbusiness majors who wished to
acquire some basic business knowledge. Since the class was
not open to students with previous class work in the area,
the subjects were similar in that none had an academic back-

ground in business administration. Characteristics of the

4Henshaw and Jackson, The Executive Game.
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Figure 2

Executive Game Fiscal Report

EXECUTIVE GAME
END OF FISCAL YEAR 2
FIRM  NET INVENTORY  INVENTORY PRLANT OWNERS
NO, CASH VALUE VALUE REPLACE, ECONOMIC
ASSETS FIN,GOODS MATERIALS VALUER EQUITY
T3) ($) (s) ($) ($)
11 380457 938722 8872 12359145 12923283
"7 2 es3722 0 " 12670382 11606680
-4 3 1420422 164600 . 0 10984088 12970040
1 4 2426944 0 424454 9465763  123167%8
T % 2123019 0 0 10702003 12829822
18 22262%0 . 12300 250077 _ 16232775 12921492
17 1304542 0 0 12202771 12987323
L8 1860129  64%519 n 9968066 12474514
1.9 237439 o 83669 8889337 11847402

. . AVERAGES PER QUARTER FOR FISCAL YEAR 2 ONLY

FIRM MARKETe R SALES NET RATE OF
N0, .. ING .. ____ _AND D _ _VOLUME __PROFIY  RETURNe
(s) ($) (UNITS) (8) (0/0) RANKe
1 262500 133750 627664 212198 11,28 1
12  1912%0 150000 363557 -73682 4,94 9
43 _  162%00 168750 535393 204050 10.21 6
14 328000 135000 593189 296909 10,26 5
1% 348750 150000 381414 253209 11,20 2
16 410750 _2%000 . 6%27n7_ 245823 10,74 3
17 368750 158759 647165 254130 10,32 4
18 217500 T 1587590 496948 {43736 9.04 2
19 193750 25000 473133 193891 6,34 8

¢ RANK AND ANNUAL RATE OF RETURN ARE BASED UPON DIVIDEND PAYe

OUT FOR ALL 8 PER]ODS AND QWNERS ECONOMIC EQUITY AT THE END
OF FISCAL YEAR 2
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subjects are shown in Table 5.

The subjects were introduced to the research study
and the Executive Game by the main course lecturer during
one of the initial lecture periods. Since the research
had direct iﬁplications on the manner in which the game
could most effectively be operated, the subjects were asked
to cooperate in an effort to evaluate and improve the oper-
ation of the game. Furthermore, the subjects were assured
that their responses would be held strictly confidential
and would not be used for grading purposes. A copy of the
introductory statement is given in Appendix A. Although
the exact nature of the study was not specified to avoid
affecting the results, the subjects were invited to inquire
about the study results at a later date when the results

would be available.

The Teams

For the practice session of the game, the subjects
were randomly assigned to temporary leaderless teams to
allow the collection of data in a leaderless situation.
Age, class level, and marital status were used as control
variables in order to avoid variances in group interaction
and responses caused by marital status or by large dif-
ferences in either age (more than two years) or class level
(more than one year). The 35 temporary teams were mainly
4- and 5-person teams consisting of both female and male

members. Deviations from this size and sex composition of
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Table 5

Basic Characteristics of Subjects in Sample

Category Number in Percentage
Category in Category
Class Level
Freshmen 57 39.0
Sophomores 46 31.5
Juniors 28 19.2
Seniors 13 8.9
Other 2 1.4
Total 146 100.0%
Age
17-18 years 60 41.1
19-20 years 54 37.0
21-22 years 15 10.2
23-24 years 10 6.8
25 and over 7 4.9
Total 146 100.0%
Sex
Male 110 75.3
Female 36 24.7
Total 146 100.0%
Marital Status
Single 132 90.4
Married 14 9.6
Other 0 0.0
Total 146 100.0%
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composition of the groups were caused by the imbalance of
males and females in a particular recitation section or by
the fact that the number of subjects in a particular section
did not always lend itself to an even division into teams of
the desired size. It will be noted by looking at the data
in Table 5 that females formed 24.7 percent of the class
total and, therefore, were in the minority.

The majority of the teams were composed of four per-
sons. As mentioned earlier, a maximum of nine teams could
compete in the same oligopolistic market place. Because
one section contained 41 persons, a practical problem was
to choose between having a constant group size and intro-
ducing more than one competitive market place into a section
or varying the group size between four and five persons and
keeping the competitive situation constant. A review of
literature related to effects of group size by Thomas and
Fink5 suggested that different group sizes within the lim-
ited ranges of the study would have a minimal effect on per-
formance and interaction. Therefore, it was decided not to
accept the latter alternative and avoid disrupting the com-
petitive aspect of the research by introducing more than one
game market place into a particular recitation section.

After the practice session, the subjects were

5Edwin J. Thomas and Clinton F. Fink, "Effects of
Group Size," Psychological Bulletin, LX (1963), 371-84.
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randomly reassigned to the following four types of teams:

(1) Male leader, male followers

(2) Male leader, mixed followers

(3) Female leader, male followers

(4) Female leader, mixed followers
This schema involved two types or levels of leader, male and
female, and two types or levels of foilowers, all male or
mixed. Because of the low proportion of females in the sam-
ple, it was not possible to form teams with all female fol-
lowers. Again the 35 teams consisted mainly of 4 and 5 sub-
jects. Age, class level, and marital status were control

variables and the leaders were appointed randomly.

Table 6

Size Composition of Teams by Sections

- - - —
Section 4-person S-person Other Total
Teams Teams

1 4 5 0 9
2 6 0 1 7
3 7 0 0 7
4 2 0 2 4
5 _6 9 2 _8

25 5 5 35
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The Measures and the Data
Collection Procedure

To assure the subjects that their responses would
not be seen by their teammates, all questionnaires, except
the General Information Questionnaire, were distributed in
manila envelopes. The envelopes, each with a particular
subject's name typed on the front, were grouped by teams and
were given by the recitation instructors to the team leaders
for distribution at the point that the questionnaires were
to be completed. The envelopes containing the question-
naires were returned by the subjects to the recitation in-
structors either through the team leaders or directly. All
the questionnaires were completed during recitation classes,
except for the General Information Questionnaire which was
filled out during a lecture session.

The General Information
Questionnaire

A general information sheet was distributed at the
beginning of the course, which obtained information on the
marital status, class level, sex, and age of each subject.
These data were utilized in assigning the subjects to the
various teams. The General Information Questionnaire is

shown in Appendix A.
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The GMGA Measure

After the team game decisions had been made for
game periods two and six, each team member completed Ques-
tionnaire Al, a sociometric measure of the relative extent
to which the team members were perceived by their peers as
performing group maintenance and goal achievement functions.
A copy of Questionnaire Al, referred to in this research as
the GMGA Measure, is included in Appendix A. In concept,
the measure followed the general form used by Bales and

6 and by Gustafson and Harrell? in studies of role

Slater
differentiation among MBA students at Harvard and Stanford,
respectively. The questions, however, were based on func-
tions outlined by Cartwright and Zander as characteristic of
group maintenance and goal achievement functions.® The
Cartwright and Zander delineation of group maintenance and

goal achievement functions was discussed in Chapter I.

In completing the questionnaire, the subject was

6robert F. Bales and Philip E. Slater, "Role Dif-
ferentiation in Small Decision-Making Groups," in Family
Socialization and Interaction Process, ed. by T. Parsons,
et al. (Glencoe, Ill.: Free Press, 1955), pp. 259-306;
Philip E. Slater, "Role Differentiation in Small Groups,"
American Sociological Review, XX (1955), 300-10.

"David P. Gustafson and Thomas W. Harrell, "A Com-
parison of Role Differentiation in Several Situations,"

Organizational Behavior and Human Performance, V (1970),
299-312.

8Cartwright and Zander, Group Dynamics, pp. 306-09.
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asked to rank all members of the team (including himself or

herself) by using initials to designate who did the most

(or best), next most (or next best), etc., in the area

covered by each question. To aid the subject, a listing of

the names of the subject's team members and their initials

was provided at the beginning of each questionnaire.
The questions which applied to group maintenance
functions were as follows:
Number Question
1. During your discussions for this period of
the game, who on the team did the most to encourage

other team members to express their opinions?

2. Which team member did the best job of helping
the team resolve differences of opinion?

5. During your discussions who on the team did
the most to make the other members feel that their
contributions were needed and worthwhile?

9. Which member did the most to promote warm,
friendly relations among team members?

The goal-achievement-oriented questions were the
following:
Number Question

3. 1In your discussions which team member placed
the most emphasis on beating the other teams in the
game?

4. Which member was most influential in getting
the team to adopt and follow an overall game

strategy?

7. Which member did the most to guide your team

discussions and keep them moving towards this period's

game decisions?

10. Which team member most often got the others to

go along with a new idea when it came up?
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For possible assistance in analyzing the results,
three additional sociometric-type questions were included
in the GMGA Measure. One of these questions was aimed at
measuring attempts to gain dominance:

Which member of the team talked the most
(whether or not what he or she said mattered very
much) ?
Another question measured relative conformity to group

norms:

Which member of the team most often gave in
and accepted someone else's point of view?

A final gquestion was geared at determining the perceived
relative competence of the team members:

Which team member had the best ideas?
Two other questions were included for the use of the in-
structors in evaluating the operation of the game and were
not analyzed in the present study.

The GMGA Measure was also completed by the subjects
at the end of the leaderless practice session. However,
there were two minor differences in the measures used for
the practice session. The word "good" was used in place
of "new" in the question:

Which team member most often got the others
to go along with a good idea when it came up?

"New" was later substituted for "good" since the subjects
seemed to find it easier to make a judgment about the re-
vised question. Also Question 8, "Which team member had

the best ideas?", was added after the practice session.
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The practice session GMGA Measure, Questionnaire A2, is
shown in Appendix A. Both Questionnaires Al and A2 will be
referred to as the GMGA Measure since the differences are
slight and it will be obvious from the context which speci-

fic measure is under discussion.

The Satisfaction Measure

The Satisfaction Measure consisted of five scales
measuring the different aspects or dimensions of satis-
faction discussed in Chapter I:

(1) Task Structure

(2) Leader Action

(3) Group Atmosphere

(4) Team Interaction

(5) Task Conceptualization

The Group Atmosphere Scale was developed by
Fiedler for use in his studies of leadership effective-
ness. The scale was intended by Fiedler to measure the
extent to which the subject finds the group atmosphere

9 In the

pleasant and relaxed versus tense and anxious.
present research, therefore, the Group Atmosphere Scale
gave an indication of the strength of positive versus

negative feelings towards the climate in the group. The

higher the score, the more positive the impression of group

9Fred E. Fiedler, A Theory of Leadership Effective-
ness, p. 32.




85

climate. The Group Atmosphere Scale was a ten-item, eight-
point semantic differential scale in which the subject was

asked to choose which point between two sets of dichotomous
adjectives best described the atmosphere in his or her

group. The adjective sets were as follows:

Successful - Unsuccessful
Satisfying - Frustrating
Accepting - Rejecting
Interesting - Boring
Friendly - Unfriendly
Supportive - Hostile
Enthusiastic - Unenthusiastic
Warm - Cold
Cooperative - Uncooperative
Productive - Nonproductive

The items on the scales other than the Group Atmos-
phere Scale were based on discussions of sources of game
satisfaction held with students in the course, students who
had completed the course, and instructors with experience
at conducting the game. Items were created on a five-
point, Likert-type pattern in which, for each statement,
the subjects were asked to circle one of five alternative
responses ranging from strongly agree to strongly disagree.
Three a priori scales, in addition to the Group Atmosphere
Scale, were developed. Later factor analysis, described
in the next section, suggested that general satisfaction
with the game itself should be split into the present two
scales, Task Appreciation and Task Conceptualization.

The Leader Action Scale had slightly different, but
parallel, items for leaders than for followers. For

example, one item on the scale completed by leaders read,
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"I feel comfortable in my role as leader," while the item to
be completed by followers read, "Our team leader seems to be
comfortable in the role of leader." The arrangement neces-
sitated separate questionnaires for leaders and followers.
The Satisfaction Measures for followers, Questionnaire Bl,
and for leaders, Questionnaire B2, are included in Appendix
A. Both will be referred to as the Satisfaction Measure un-
less the nature of the discussion requires differentiation.
The Satisfaction Measure was completed during game period

three and at the end of the game.

The Factor Analysis. Factor analysis is a statisti-

cal method which aids the researcher in determining whether
the interrelationships among a set of variables can be ex-
plained in terms of simpler relations.10 The technique,
therefore, seeks to isolate a small number of factors or di-
mensions which account for the intercorrelations among the
variables. By attempting to pinpoint those common elements
which may be found in two or more variables and which ac-
count for their intercorrelations, factor analysis assists
in explicating the underlying structure of a particular
measure or set of variables.11 While it can be employed to

search for factors, factor analysis can also serve to verify

loRaymond B. Cattell, "Factor Analysis: An Intro-
duction to Essentials," Biometrics, XXI (1965), 190.
11 .
Karl Schuessler, Analyzing Social Data: A Statis-
tical Orientation (Boston: Houghton Mifflin Company, 1971),
pp. 44-45.
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the existence of factors theorized on an a priori basis.
In attempting to derive factors which capsulize the "essen-
tial information" in a set of variables, factor analysis
fosters what Harman terms "scientific parsimony" and "econ-
omy of description."13
In the present study, the Satisfaction Measure was
factor analyzed and yielded the five factors mentioned pre-
viously, which accounted for 39.41 percent of the variance.
The data were computer analyzed using Factor A, a packaged
program which performs factor analysis by the principal axis
method, with quartermax and varimax rotation options.14
Rotation facilitates the identity of factors and the variables
associated with them. The varimax rotation option was cho-
sen since it was the rotation most likely to isolate a
factor matrix which approached the simple structure concep-
tualized by L. L. Thurstone. A factor matrix approaches
Thurstone's simple structure "when each factor is loaded

highly by only a few variables (the rest loading essentially

zero) and each variable loads highly on only one

12Jum C. Nunnally, Psychometric Theory (New York:

McGraw-Hill Book Company, 1967/), p. 289.

3Harry H. Harman, Modern Factor Analysis (Chicago:
The University of Chicago Press, 1967), p. 4.
14A. Williams, Factor A: Principal Components and
Orthogonal Rotations, Technical Report No. 34 (East Lansing,
Mich.: Michigan State University, Computer Institute for
Social Science Research, 1967), pp. 1-5.
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factor"1® Nunnally points out that "even in those cases
where the results do not meet the investigator's concept of
a simple structure, the varimax solution usually is close
enough to greatly reduce the labor of finding a satisfactory
rotation."16

The Factor A program offered three initial commun-
ality options: unities, highest correlations, and Guttman
communalities. The highest correlation option was chosen
as most likely to yield satisfactory factor loadings.l7
Weiss has termed the highest correlation of a variable with
the other variables a "moderately conservative estimate" of
communality.18

A detailed description of the factor items and fac-
tor loadings for the Satisfaction Measure is given in Table
7. The factors are given in the order of extraction. The

complete factor structure is presented in Appendix B; means

and standard deviations for the items appear in Appendix C.

5David J. Weiss, "Further Consideration in Appli-
cations of Factor Analysis," Journal of Counseling Psy-
chology, XVIII (1970), 89-90.

16Nunnally, Psychometric Theory, p. 333; See also
Harman, Modern Factor Analysis, pp. 304-06.

17See Nunnally, Psychometric Theory, pp. 348-55.

18
Weiss, "Further Considerations in Applications

of Factor Analysis," p. 86.
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Table 7

The Five Satisfaction Factors with Their Respective Titles,

Items, and Item Loadings

Item Item
Number Loading

Item

Factor 1:

17 -.6261
5 -.5711
25 -.5650
22% .5577
2 .5356
14 -.4524

Factor 2:

26 .7494
4 .7469
7 .7228

Task Structure

Playing the executive game has made
the concepts I learn in lecture and
recitation more meaningful.

Management 101 is a worthwhile
course.

Playing the executive game is in-
creasing my understanding of the
complex nature of business decisions.

I am not really interested in playing
the executive game.

This course would be better if we
weren't playing the executive game.

Talking decisions over with team mem-
bers helps me get more out of playing
the executive game than I would if I
were playing it alone.

Leader Action

Our team leader does a lot to guide
our team's game discussions.

(In my role as team leader, I do a
lot to guide our team's game
discussions.) #

Our team leader does a good job of
leading the team.

(Being team leader is a good learn-
ing experience.)

Our team leader seems to be comfort-
able in the role of leader.
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Table 7 (cont'd.)

Item Item
Number Loading Item
(I feel comfortable in my role as
leader.)

16 -.6785 One or more other members of the team
could do a better job of leading the
team than our present leader does.
(One or more other members of the team
could do a better job of leading the
team than I do.)

1 .6662 Our team leader makes sure our game
decisions are made and turned in each
week.

(I make sure my team's game decisions
are made and turned in each week.)

23 .4584  Our team leader picks up and dis-
tributes our team's game results each
week,

(I pick up and distribute the weekly
game results to the team.)

21 -.3977 Our team would function just as well

’ without a leader.

12 -.3338 I do more than my share of the team's
work.

Factor 3: Group Atmosphere

35 -.7777 Uncooperative (versus cooperative)

34%** -.6864 Cold (versus warm)

33 -.6819 Nonproductive (versus productive)

38** -.6033 Unsuccessful (versus successful)

36 .5210 Supportive (versus hostile)

3L** .5029 Satisfying (versus frustrating)
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Table 7 (cont'd.)

Item Item
Number Loading Item

30 -.4566 Rejecting (versus accepting)

37%* -.4101 Boring (versus interesting)

32%* .3532 Enthusiastic (versus unenthusiastic)

29*%* .3242 Friendly (versus unfriendly)

Factor 4: Team Interaction

3 -.5022 I am satisfied with the effort our
team is making.

11 .4656 Our team leader really isn't inter-
ested in the game.

(Being team leader is too much work.)

24 -.4630 I am satisfied with our team results.

18 .4398 I would rather be on another team.

10 .4261 Most of my ideas aren't really given
serious consideration by the other
members of the team.

20 .4010 Our team's decisions are too
conservative,

9* .3920 Some of the other members of the team
aren't really interested in the
executive game.

Factor 5: Task Conceptualization

28 .5711 I have a clear understanding of the
meaning of the various figures and
concepts we use in playing the game.

19 .5701 Our pre-game orientation was

adequate.
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Table 7 (cont'd.)

Item Item
Number Loading Item
6 -.5615 I do not always understand the rela-
tionship between our game decision
and our game results.
8 -.3896 Our team's game decisions are too
radical.
15 .3692 I find the game manual, The Executive

Game, easy to follow.

*This indicates a complex item which was placed with the
factor on which it had the highest loading.

**This indicates a complex item from the a Eriori Fiedler
Group Atmosphere Scale which was placed with the group
atmosphere factor.

#This indicates a parallel leader action item from the
leader form of the Satisfaction Measure (See Appendix
A, Executive Game Questionnaire B2).
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Factor Scoring. The high-loading items selected to

represent a factor or dimension provided the basis for com-
puting individual scores on the dimension. An individual
dimension score, therefore, was derived by adding the value
of the individual's responses to each of the items making up
the dimension. The higher the factor or scale score, the
higher the individual's satisfaction with the particular
dimension.
Items were selected for inclusion in a particular
factor and were scored according to the following procedure:
l. Items which were not complex and which had a
factor loading of .32 or higher were selected and
listed for the particular factor. A complex item
was one which loaded above .32 on more than one
factor. The .32 figure was used as a criterion
since there was a fairly sharp drop in factor load-
ing sizes below that figure; and also, as Nunnally
points out, "it is doubtful" that factor loadings
below .30 should be "taken seriously."19
2. Since all of the items in Fiedler's Group Atmos-
phere Scale had a loading of .32 or higher on the
same factor, complex Fiedler items were added to
that factor. The Group Atmosphere Scale was, there-

fore, retained intact.

19Nunnally, Psychometric Theory, p. 357.
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3. The two remaining complex items were placed

with the factor on which they had the highest

loading.

4., Since for each factor the factor analysis

yielded a set of items whose loadings were posi-

tive and a set of items whose loadings were nega-

tive, one set of items in each factor was reflected.

Reflection involved subtracting the value of the

response to an item from the number of steps in

the scale plus one. This procedure allowed one

to consider complete agreement with a positive

statement the same as complete disagreement with

a negative statement.20 For each factor, then,

the set of items whose content had a positive con-

notation was reflected. 1In this way it was pos-

sible to utilize the factor scores as a measure

of the extent to which the individual was satis-

fied with the aspect represented by the factor.

The higher the score, the higher the satisfaction

level.

Intercorrelations of the factor scores are shown in
Table 8. The internal reliabilities of the five scales ap-

pear in Table 9. The internal reliabilities were measured

201pia., p. 533.
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Table 8

Intercorrelations of

Factor Scores

Factor Factor
Title 1 2 3 4 5
1. Task
Structure - .08 .43 .22 .25
2. Leader
Action - .30 .29 .17
3. Group
Atmosphere -- .45 .37
4, Team
Interaction - .19
5. Task
Conceptualization -
Table 9
Factor Score Internal Reliability
As Measured by Coefficient Alpha
Factor Title Coefficient Alpha
1, Task Structure .7523
2. Leader Action .8019
3. Group Atmosphere .8692
4. Team Interaction .6524
5. Task Conceptualization .6656
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using Cronbach's Coefficient Alpha.21

The Achievement and Dominance
Measure

The measure of need for achievement and need for
dominance was composed of 28 pairs of forced-choice state-

ments taken from the Edwards Personal Preference Schedule,

(EPPS) , an inventory designed to assess the strength of 15

personality needs such as affiliation, autonomy, nurturance,

aggression, etc.22 The EPPS Manual describes the "manifest

needs" associated with the achievement and dominance var-
iables it is designed to measure as follows:

Achievement: To do one's best, to be successful,
to accomplish tasks requiring skill and effort, to be
a recognized authority, to accomplish something of
great significance, to do a difficult job well, to
solve difficult problems and puzzles, to be able to
do things better than others, to write a great novel
or play.

Dominance: To argue for one's point of view,
to be a leader in groups to which one belongs, to
be regarded by others a leader, to be elected or
appointed chairman of committees, to make group
decisions, to settle arguments and disputes be-
tween others, to persuade and influence others to
do what one wants, to supervise and direct the
actiogi of others, to tell others how to do their
jobs.

21See Ibid., pp. 210-16, and also Lee J. Cronbach,
"Coefficient Alpha and the Internal Structure of Tests,"
Psychometrika, XVI (1951), 297-334.

22Anne Anastasi, Psychological Testing (London: The
Macmillan Company, 1968), pp. 452-54.

23Allen L. Edwards, Edwards Personal Preference
Schedule Manual (New York: The Psychological Corporation,
1959), p. 11.
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Both the dominance and achievement scales contained 14
pairs of statements chosen randomly from the 28 total items
comprising each of the respective scales on the EPPS. The
shortened scales were utilized because of time constraints
in having the subjects complete the scale items and because
the results would not be used for individual counseling
purposes.

Internal reliabilities, as measured by coefficient
alpha, for the shortened dominance and achievement scales
were .67 and .47 respectively. The Manual for the EPPS re-
ports internal reliabilities for the full dominance scale
at .81 and the full achievement scale at .74. These figures
are based on completion of the entire EPPS and were com-
puted using split-half reliability coefficients corrected

by the Spearman-Brown formula.24

These reliability esti-
mates, therefore, are not strictly comparable with those in
the present study. In addition, Nunnally has noted, "The
difficulty with the split-half method is that the correla-
tion between halves will vary somewhat depending on how the
items are divided which raises some questions regarding what
the reliability is.n2°

The Dominance and Achievement Measure was

24Edwards, Edwards Personal Preference Schedule

Manual, p. 19.

5
Nunnally, Psychometric Theory, pp. 213-14.
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distributed with the final Satisfaction Measure. The re-
spondents indicated by circling the appropriate "A" or

"B" letter which statement in each pair they liked the most
or, if they disliked both, which statement they disliked the
least. Two sample pairs are shown below:

A When serving on a committee, I like to be appointed
or elected chairman.26

B When I am in a group, I like to accept the leader-
ship of someone else in deciding what the group
is going to do.

A I like to be able to do things better than other
people can.27

B I like to tell amusing stories and jokes at
parties.

The EPPS was utilized because it was judged that the
nature of the items would appear particularly relevant to
the respondents in the context within which the research
was conducted. A copy of the Achievement and Dominance

Measure, Questionnaire C, is shown in Appendix A.

The Performance Measure

Team performance was measured by the discounted rate
of return on owners' equity which each team earned during
the game. As explained in the game manual, calculations were
made by a Henshaw and Jackson computer program which utilized

the principle that money had "a 'time' value to the

6 . .
Dominance item.

27Achievement item.
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stockholders" who, therefore, placed a higher value on
money received today than on an equal dividend received
tomorrow. The book value of the company's assets (owners'
equity) at a particular point in time was considered equal
to the simulated market value of the company's assets.

The formula for calculating the discounted rate of

return was:28

0.E.g=_DPL 4+ _D2 4 4 Dnt0.E.p
(1+r)1 (1+r) 2 (1+x)n

where:

O0.E., = owners' equity as of period O.

0.E., owners' equity as of period n.
D, = dividend paid in period i, i =1, 2, ... n.
r = discounted rate of return on beginning

owners' equity (O.E.o)

The Performance Measure used in the analysis de-
scribed in a later section and detailed in Chapter III was
taken after seven periods of game play, since one section
was not able to complete the eighth period for reasons un-
related to the experiment. The discounted rate of return as
calculated by the Henshaw and Jackson program was produced
in the form of the fiscal report shown in Figure 2. The

final game results were distributed to the teams after the

28Henshaw and Jackson, The Executive Game, p. 39.




100

data-gathering phase of the research project was completed.

Analytical Techniques

Two Nonparametric Tests

A nonparametric test is a test which does not make
assumptions about the population from which the sample data
were drawn. In addition, many nonparametric tests are also
suitable for use with ordinal or ranked data, such as the

GMGA Measure provided.29

Two different nonparametric tests
were used in the present study. The first we will call the
S-L Test, since it was developed by Dr. James H. Stapleton,
associate professor of statistics and probability, and Mr.
Robert Lovell, a statistical consultant in the Computer
Center at Michigan State University, for use in analyzing
the practice session data. The Kolmogorov-Smirnov Test for

Two Samples was employed to analyze the GMGA Questionnaire

data from the regular eight-week game session.

30

The S-L Test. The S-L Test can be used to deter-

mine whether values drawn from one population will tend to

29Sidney Siegel, Nonparametric Statistics for the
Behavioral Sciences (New York: McGraw-Hill Book Company,
I956), p. 31; Charles T. Clark and Lawrence L. Schkade, Sta-
tistical Methods for Business Decisions (New Rochelle, N. Y.:
South-Western Publishing Co., 1969), pp. 423-24.

30A note of gratitude is extended to Dr. Stapleton
and Mr. Lovell for assisting this research project by
developing the S-L Test. However, the present author is
wholly responsible for both the explanation of the test and
its use.
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rank below values from a second population. In the leader-
less situation, the interest was in testing whether females
in the various teams would be ranked lower than males on goal
achievement functions and vice versa on group maintenance
functions. Since the rankings took place within a number of
small independent groups and the observations were not inde-
pendent, none of the standard nonparametric tests could be
used. The S-L Test is based on the principle that if there
is no difference between the populations, the probability
estimates derived from the data will indicate a close to 50
percent chance that an observation from one population will
rank higher than the other. A z Test is utilized to deter-
mine whether the probability estimate is significantly dif-
ferent from 0.5. The S-L Test procedure is given in

Appendix D.

The Kolmogorov-Smirnov Test. The purpose of the

Kolmogorov-Smirnov Test for Two Samples is to decide whether
two independent samples have been drawn from the same popu-
lation.31

The one-tailed version of the test can be used to
determine if the values of the population from which one
set of observations was drawn are "stochastically larger"

than the values of the population from which a second set

1_. . .
Siegel, Nonparametric Statistics for the
Behavioral Sciences, p. 127.
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of observations was drawn.32 This test, therefore, was
useful in analyzing the data from the GMGA Questionnaire
where the interest was whether male leaders ranked higher
than female leaders on goal achievement functions and
whether female leaders ranked higher on the group main-
tenance functions. The two-tailed test is geared to
detecting any type of difference in the population dis-
tribution, such as differences in central tendency, dis-

persion or skewness.33

In the present study the two-tailed
test was used to trace significant changes in the ranks
earned by either male or female leaders at different points
during the game.

The Kolmogorov-Smirnov Test is based on the concept
that if two sets of independent observations have been
drawn from populations with the same distribution, "then
the cumulative distributions of both samples may be
expected to be fairly close to each other, inasmuch as they
both should show only random deviations from the population
distribution." If the cumulative distributions of the
samples are not close in terms of the test, then the test
will lead to a rejection of the null hypothesis in favor
of a hypothesis that tﬁe two samples are from populations

with different distributions or, in the case of a one-

tailed test, that one population's values are higher than

321p54. 331bia.
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the other's.34

Analysis of Variance

Analysis of variance is a statistical procedure
used to evaluate the effect of given treatment levels on
a dependent variable by simultaneously testing for dif-
ferences among sample means.35 The usual hypothesis is of
the form,q1 =;42 = e =M against the alternative "at

least two means are not equal.“36

The technique relies

on comparing variance estimates obtained from within and
between sample categories. A single-factor experiment com-
pares the relative effectiveness of two or more levels of a
particular treatment. A multifactor or factorial experiment
permits the comparison of several combinations of treatments
or factors simultaneously acting on subjects.37 In a fac-
torial experiment, therefore, several experimental variables,

perhaps several levels each, can be considered at the same

time, resulting in an economical use of time, effort, and

341pid., pp. 127-28.

35Schuessler, Analyzing Social Data: A Statistical
Orientation, p. 137.

36yilliam C. Guenther, Analysis of Variance (Engle-
wood Cliffs, N. J.: Prentice-Hall, 1964), p. 27; Roger E.
Kirk, Experimental Design Procedures for the Behavioral
Sciences (Belmont, Calif.: Brooks/Cole Publishing Company,
1968), p. 101.

37B. J. Winer, Statistical Principles in Experimental
Design (New York: McGraw-Hill Book Company, 1962), pp. 47,
140-43.
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subjects. In addition, a factorial experiment makes it
possible to study interaction effects, i.e., effects
caused by the combination of treatments acting together.
Thus a factorial experiment has the advantage of greater
generality of findings than a series of experiments in
which each treatment is evaluated alone.38

In the present research, analysis of variance was
employed to investigate the effect of two levels (or types)
of leader, two levels of group, and two levels (high and
low) of a leader personality variable on each of five cri-
terion variables, the five dimensions of satisfaction. The
personality variables, used in separate analyses, were
dominance and achievement. Because three different predic-
tor variables were included, this type of analytical tech-
nique is often termed three-way analysis of variance.
Since two levels of each predictor variable or factor were
involved, more specifically, analysis of variance for a

2 x 2 x 2 factorial experiment was employed.39

The analysis
entailed testing a hypothesis of equal means for each of
three treatments as well as for three two-way interactions
and one three-way interaction. The F Ratio was used to

estimate the significance of differences between means.

38Guenther, Analysis of vVariance, pp. 99-100.

39See Winer, Statistical Principles in Experimental
Design, pp. 140-42.
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Three-way analysis of variance was also performed with
leader type, leader personality type, and follower person-
ality type as predictor variables.

When the F Ratio indicated that the hypothesis of
equal means for an interaction should be rejected, it was
necessary to use a test for multiple comparisons among
means to determine which pairs of means were not equal.40
Because specific comparisons among interaction means were

not planned prior to the experiment, a method for a

posteriori comparisons of mean pairs, the Tukey Test, was
41

utilized. The Tukey Test requires that the number of ob-
servations in each treatment level be equal or approximately
equal. Since the number of observations for each treatment
level was approximately equal for the three-way analysis of
variance experiments, the approximation formula suggested

by Winer and Kirk was used in computing the Tukey Tests.42
Computation of the Tukey Test for multiple comparisons

was not necessary when treatment main effects were signifi-

cant, since only two levels of treatment and, therefore only

40See Kirk, Experimental Design Procedures for the
Behavioral Sciences, p. 69.

41 ) . . . . . .
See Winer, Statistical Principles in Experimental

Design, p. 87; Kirk, Experimental Design Procedures for the
Behavioral Sciences, pp. 88-90; Guenther, Analysis of var-
iance, pp. 54-57.

See Winer, Statistical Principles in Experimental
Design, pp. 101-102; Kirk, Experimental Design Procedures
for the Behavioral Sciences, p. 90.
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two means, were involved.

Analysis of Variance with
Repeated Measures

One ubiquitous problem in determining the effect
of experimental treatments is the variability of subjects.
Diverse backgrounds and experience can cause subjects to
differ widely in their reactions, complicating the assess-
ment of particular treatment effects. Analysis of variance
with repeated measures is an experimental design which
allows the variance due to subjects to be reduced by using
each subject as his own control.43 Each subject then is
observed under two or more treatment conditions or levels
and his responses "are measured in terms of deviations
about a point which measures the average responsiveness
of that individual subject."44 Because, in addition to
studying the effect of leader and group types, the interest
was in the effect of the length of interaction period on our
five dimensions of satisfaction, it was possible to use to
advantage a three-factor experimental design with repeated

measures on one of the factors. This type of design is also

sometimes called a split-plot or mixed design since the

43 . .
John Gaito, "Repeated Measurements Designs and

Counterbalancing," in Readings in Statistics for the
Behavioral Sciences, ed. by Emil F. Heermann and Larry

A. Braskamp (Englewood Cliffs, N. J.: Prentice-Hall, Inc.,
1970), p. 288.

4 C C . .
Winer, Statistical Principles in Experimental

Design, p. 105.
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subject receives all levels of some treatment(s) but not
all levels of one or more others.45 In this particular
case, the subjects were all observed under the same two
levels of length of the interaction period, since Satis-
faction Measures were taken at two points during the
eight-week game. Each subject, however, was assigned to
only one level of both the leader and group treatment.46
This arrangement made it possible to study the extent to
which the five dimensions of satisfaction would change dur-
ing the game task without having the effects confounded by
subject differences. As with the three-way analysis of
variance, the Tukey Test was used to test for differences
among multiple means when interactions were significant.47
In this situation, however, the number of observations in
each treatment level was equal.

Test of Difference Between
™o Means

The t Test can be used to test the difference between

two sample means. The purpose of the test is to decide

45Kirk, Experimental Design Procedures for the
Behavioral Sciences, p. 246.

46For an example of a three-factor experiment with
repeated measures on one factor, see Winer, Statistical
Principles in Experimental Design, pp. 337-47.

See Kirk, Experimental Design Procedures for the
Behavioral Sciences, pp. 292-94,
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whether the difference between the means of two independent
random samples is sufficiently large to indicate that the
samples were drawn from two different populations. The
usual null hypothesis is: ’Ml =.*5.48 Since the interest
was in determining whether the discounted rate of return
earned by teams with male leaders differed from that earned
by teams with female leaders, the t Test was utilized. It
was also used to test for differences in satisfaction levels

of male versus female leaders.

Correlation

Simple correlation can be defined as "the degree
to which one variable may be predicted from another
variable.“49 One measure of linear correlation is the
coefficient of correlation which is a statistical measure
of the degree of linear relationship between two variables.50
In the present research the coefficient of correlation was
enlisted to investigate the relationship between male and

female leader satisfaction and the personality variables,

48Clark and Schkade, Statistical Methods for Busi-
ness Decisions, pp. 398-402; William Mendenhall, Intro-
duction to Probability and Statistics (Belmont, Calif.:
Wadsworth Publishing Company, Inc., 1967), pp. 196-201.

49Schuessler, Analyzing Social Data: A Statistical
Orientation, p. 2; also see Quinn McNemar, Psychological
Statistics (New York: John Wiley and Sons, Inc., 1969),
pp. 152-53.

50 . A
Mendenhall, Introduction to Probability and
Statistics, pp. 239-42.
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dominance and achievement.

In this chapter the research situation was dis-
cussed in detail. The measures and data collection pro-
cedures were also outlined. In addition, the reader was
introduced to a variety of analytical techniques which
have been used in this study. Chapter III presents the

detailed results of the data analyses.



CHAPTER III

RESULTS

Pertinent prior research and the development of
hypotheses for the present research were outlined in Chap-
ter I, while the research methodology was explained in
Chapter II. This chapter presents the results of analyses
of the study data. The results are detailed in six main
parts related to relationships:

1. Between the sex of participants and

perceived performance of majority group
functions.

2. Among leader type, group composition,

time, and satisfaction.

3. Between leader type and leader

satisfaction.

4. Among leader type, group composition,

need for dominance, and satisfaction.

5. Among leader type, group composition,

need for achievement, and follower
satisfaction.

6. Between sex of the leader and group

performance.

110
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Sex of Participants and Perceived
Performance of Major Group Functions

The importance of group maintenance and goal
achievement functions in groups and the research related
to male and female performance of these functions have been
discussed earlier. Here the analysis of the data collected
utilizing the GMGA Measure described in Chapter II is

presented.

Leaderless Groups

As previously mentioned, the GMGA Measure (Question-
naire A2) was administered to leaderless groups during a
practice session of the Executive Game. The purpose of this
phase of the research was to test the following hypothesis:

Hypothesis I

In leaderless task groups containing members
of both sexes, the males and females will re-
ceive similar peer rankings on both the per-
formance of goal achievement functions and on

the performance of group maintenance functions.

The S-L Test (See Chapter II) was used to analyze
the data. The S-L Test enables the researcher to determine
whether values drawn from one population tend to rank below
values drawn from a second population. In this study the
major interest was in testing whether males were ranked
lower than females on the performance of group maintenance

functions and higher than females on the performance of goal
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achievement functions. The test was performed on data for
24 leaderless teams. Each team consisted of either 4 or 5
members and contained both males and females. Five of the
total of 35 teams playing the Executive Game were eliminated
from the analysis because they did not consist of 4 or 5
members; 6 teams were eliminated because they did not con-
tain any female members and/or because they violated one or
more of the control specifications, e.g., contained married
subjects or a wide variety of ages or class levels.

The results of the S-L Test are shown in Table 10.

Table 10

S-L Test Results for Rankings of Males and Females
in Leaderless Groups on Group Maintenance and
Goal Achievement Functions

Probability
Estimate for
Male Team Significance
Functions Members z Level P
Group Maintenance .478 -0.19* .58
Goal Achievement . 315 -1.60%** .05

* One-tailed test of probability that males rank lower
than females.

** One-tailed test of probability that males rank higher
than females.
As the table indicates, females were not perceived as rank-

ing significantly higher than males on group maintenance
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£ wamctions; while, in contrast, males were viewed as ranking

s A _gnificantly higher on goal achievement functions. Thus,
*tIxre null hypothesis that males and females will receive sim-
3.1 ar peer rankings on goal achievement functions can be re-
3 ected; but we cannot reject the parallel section of the

Tawull hypothesis related to group maintenance functions.

X.eader-Appointed Groups

The data obtained utilizing the GMGA Measure in
groups with male and female appointed leaders were analyzed
using the Kolmogorov-Smirnov Test for Two Samples. The one-
tailed version of the test allows the researcher to deter-
mine, based on independent samples from two populations,
whether the values of one population are "stochastically
larger" than the values of the second population. The one-
tailed Kolmogorov-Smirnov Test, then, was used to test the
following hypothesis:

Hypothesis II

In leader-appointed task groups, there will be
no difference in follower rankings of male and
female leaders on the performance of group
maintenance or goal achievement functions either

early or late in the life of the group.

The test was performed on data for 24 leader-
appointed groups. As in the leaderless situation, 5 of the

35 groups engaged in the Executive Game were removed from
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the analysis because they did not contain 4 or 5 persons,
while 5 others were eliminated because they did not conform
to control specifications and presented a probable source
of experimental "noise." 1In addition, one 5-person group
was eliminated, using a random number table, in order to
balance the number of 5-person groups used in the analysis.
Characteristics of the remaining 24 groups used in this and

the rest of the analysis outlined in this chapter are shown

in Table 11.
Table 11
Group Characteristics

Type Type Total Number with Number with
Leader Followers Groups Four Persons Five Persons
Male Male 6 5 1
Male Mixed 6 5 1
Female Male 6 5 1
Female Mixed 6 5 1

24 20 4

Twelve of the groups, therefore, had male leaders and 12 had
female leaders. In order to reduce individual bias in the
ranking of the leaders, the ranking for each group leader
was obtained by pooling the rankings of all group members.

Pooling was done by adding the rankings received by each
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member from every other group member and re-ranking the
totals. This is the same procedure followed in computing
the S-L Test (See Appendix D). The one-tailed Kolmogorov-
Smirnov Test was then used to compare the peer rankings re-
ceived by male leaders with the peer rankings received by
female leaders.

The results of the Kolmogorov-Smirnov analysis are
shown in Table 12. One section of Table 12 contains the
analysis results for data collected during the early
stages of the executive task. These data were collected
during the second week of regular game play. The other
section of Table 12 documents the results for data collect-
ed during the latter stages of the game (sixth week). As
Table 12 demonstrates, in contrast to the findings in the
leaderless situation, none of the results were significant.
These findings indicate that the null hypothesis of no dif-
ference in the perceived functioning of male and female
leaders either in the early or latter stages of the task
should not be rejected.

The two-tailed Kolmogorov-Smirnov Test detects many
different types of changes in the distribution of rankings,
such as differences in central tendency or dispersion. To
provide additional data for evaluating Hypothesis II, there-
fore, the two-tailed version of the Kolmogorov-Smirnov Test
was used to compare the rankings received by female leaders

in the second and sixth weeks of the task. A similar test
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Table 12

Kolmogorov-Smirnov Test Results for Comparative Rankings
of Male Versus Female Leaders on Group Maintenance and
Goal Achievement Functions at Early and Late Stages of Task

Significance
Functions D Level P=

Early Stages of Task

Group Maintenance 0.021%* 0.95

Goal Achievement 0.104** 0.50
Late Stages of Task

Group Maintenance 0.042* 0.90

Goal Achievement 0.167** 0.50

*One-tailed test of probability that female leaders rank
higher than male leaders.

**One-tailed test of probability that male leaders rank
higher than female leaders.

Table 13

Kolmogorov-Smirnov Test Results for Comparative Rankings
of Same Leader Type on Group Maintenance and Goal
Achievement Functions at Early and Late Stages of Task

Significance
Functions D* Level pP=
Female Leaders
Group Maintenance 0.104 0.95
Goal Achievement 0.125 0.95
Male Leaders
Group Maintenance 0.125 0.95
Goal Achievement 0.104 0.95

*Two-tailed test
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was made on the rankings of male leaders. The results for
female and male leaders are presented in Table 13. The
findings indicate that the rankings received by female
leaders and by male leaders did not change significantly

during the course of the task.

Leader Type, Group Composition,
Time, and Satisfaction

As was explained in Chapter II, analysis of variance

with repeated measures was used to study certain relation-
ships between the independent variables, leader type, group
composition, and time, and the dependent variables, five
dimensions of follower satisfaction. The particular design
involves three factors with repeated measures on one of the
factors. Subjects, therefore, received one of two levels of
leader treatment (male or female); one of two levels of
group composition (male followers or mixed followers); and
repeated measures were taken on the third factor, time, at
two different points or levels (beginning and end) during
the executive task. By taking repeated measures on the same
subjects, it was possible to study the effect of time on the
satisfaction dimensions while keeping the variance due to
individual differences at a relative minimum.

The specific hypotheses to be tested were as

follows:
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Hypotheses III-1 through III-5

There is no significant relationship between

the sex of the leader, the sex composition of

the group, or the length of time over which

the group interacts and follower satisfaction

with the following five dimensions:

III-1. Task Structure

III-2. Leader Action

III-3. Group Atmosphere

III-4. Team Interaction

III-5. Task Conceptualization

In making the analysis, data for two subjects were
missing for reasons not directly attributable to the exper-
iment. 1In order to retain equal cell sizes so that an
available computer program could be used for computations,
data for two other subjects were removed on a random basis.
There was, then, a total of 72 subjects. With repeated
measures on each subject, computations were made on 144
observations.l The results of the analysis for each dimen-
sion of satisfaction are shown in Tables 14 through 19.

As Table 14 indicates, there were significant inter-

actions between group composition and time, as well as among

11 am indebted to Dr. John Gill, professor of Dairy
Science at Michigan State University, for his assistance in
specifying the design control cards for computer analysis
of the data. I am also indebted to Dr. Raymond Frankmann,
professor of Psychology at Michigan State University, for
his helpful suggestions on the experimental design.
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Table 14

Analysis of Variance with Repeated Measures
Table with Computations on Task Structure
For Leader Type, Group Composition, and Time

Sum of |Degrees of| Mean Significance

Source Squares| Freedom Square F Level P=
Total 2117.97 143
A (Leader

Type) 1.36 1 1.36 | 0.0559 0.814

B (Group

Composition) 56.25 1 56.25 | 2.3084 0.133
AB 1.36 1 1.36 [ 0.0559 0.814
Subj w.
groups

(Error
between) 1657.00 68 24.37
C (Time) 6.25 1 6.25 | 1.2232 0.273
AC 4.69 1 4.69 | 0.9188 0.341
BC 23,36 1 23.36 | 4.5721 0.036
ABC 20.25 1 20.25 | 3.9632 0.051
B x subj w.
groups

(Error
within) 2117.97 68 5.11
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Table 15

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type, Group Composition,
and Time on Task Structure

Comparison Category Means q p*x<

Group Composition and Time

Male Folw.-Begin. vs
Male Folw.-End 22,40 vs 22.80 F1.061 NS

Mixed Folw.-Begin. vs
Mixed Folw.-End 21.95 vs 20.75 3.183}| .05

Male Folw.-Begin., vs
Mixed Folw.-Begin. 22.40 vs 21.95 0.703 NS

Male Folw.-End vs
Mixed Folw.-End 22,80 vs 20.75 3.203} .05

Leader, Group, and Time

Male Ldr.-Male Folw.-
Begin. vs Female Ldr.-
Male Folw.-Begin 22,20 vs 22.60 0.442 NS

Male Ldr.-Male Folw.-
End vs Female Ldr.-Male
Folw.-End 23.00 vs 22.60 0.442 NS

Male Ldr.-Mixed Folw.-
Begin. vs Female Ldr.-
Mixed Folw.-Begin. 22,30 vs 21.60 0.773 NS

Male Ldr.-Mixed Folw.-
End vs Female Ldr.-Mixed
Folw.-End 20.00 vs 21.50 }F1.657} NS

Male Ldr.-Male Folw.-
Begin. vs Male Ldr.-
Mixed Folw.-Begin. 22,20 vs 22,30 FO0.111 NS

Male Ldr.-Male Folw.-
End vs Male Ldr.-Mixed
Folw.-End 23.00 vs 20.00 3.315} .05
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Table 15 (cont'd.)

Comparison Category Means q p*<

Female Ldr.-Male Folw.-
Begin. vs Female Ldr.-
Mixed Folw.-Begin. 22.60 vs 21.60 1.105} NS

Female Ldr.-Male Folw.-
End vs Female Ldr.-Mixed
Folw.-End 22.60 vs 21.50 1.215} NS

Male Ldr.-Male Folw.-
Begin. vs Male Ldr.-Male
Folw.-End 22,20 vs 23.00 1.501} NS

Male Ldr.-Mixed Folw.-
Begin. vs Male Ldr.-Mixed
Folw.-End 22.30 vs 20.00 4,315}].01

Female Ldr.-Male Folw.-
Begin. vs Female Ldr.-
Male Folw.-End 22,60 vs 22.60 0.000 } NS

Female Ldr.-Mixed Folw.-
Begin., vs Female Ldr.-
Mixed Folw.-End 21.60 vs 21,50 0.188 | NS

*NS on this and subsequent tables indicates the findings
were nonsignificant.
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Table 16

Analysis of Variance with Repeated Measures
Table with Computations on Group Atmosphere
For Leader Type, Group Composition, and Time

Sum of |Degrees of| Mean Significance

Source Squares| Freedom Square F Level P =
Total 14050.64 143
A (Leader

Type) 66.69 1 66.69 | 0.3897 0.535
B (Group
Composition) 261.36 1 261.36 | 1.5270 0.221
AB 23.36 68 23.36 | 0.1365 0.713
Subj w.
groups

(Exrror
between) 11639.22 68 171.17
C (Time) 38.03 1 38.03 ]11.2971 0.259
AC 20.25 1 20.25 | 0.6907 0.409
BC 8.03 1 8.03]0.2738 0.602
ABC 0.03 1 0.03]0.0010 0.976
B x subj w.
groups

(Exrror
within) 1193.67 68 29.32
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Table 17

Analysis of Variance with Repeated Measures
Table with Computations on Leader Action
For Leader Type, Group Composition, and Time

Sum of |Degrees of| Mean Significance

Source Squares| Freedom Square F Level P =
Total 4010. 44 143
A (Leader

Type) 4,34 1 4.34) 0.0880 0.768

B (Group

Composition) 12.84 1 12.84 | 0.2602 0.612
AB 31.17 1 31.17 | 0.6317 0.429
Subj w.

groups

(Error
between) 3355.58 68 49 .35

C (Time) 7.56 1 7.56 ] 0.9012 0.346
AC 15.34 1 15.34 | 1.8282 0.181
BC 0.17 1 0.17] 0.0207 0.886
ABC 12.84 1 12.84) 1.5303 0.220

B x subj w.
groups

(Error
within) 570.58 68 8.39
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Table 18

Analysis of Variance with Repeated Measures
Table with Computations on Team Interaction
For Leader Type, Group Composition, and Time

Sum of |Degrees of| Mean Significance

Source Squares| Freedom Square F Level P =
Total 1771.75 143

A (Leader

Type) 0.44 1 .44 | 0.0256 0.873

B (Group

Composition) 0.44 1 0.44 | 0.0256 0.873
AB 1.36 1 1.36 | 0.0783 0.780
Subj w.

groups

(Exror

between) 1181.50 68 17.38

C (Time) 40.11 1 40.11 | 5.201 0.026

AC 17.36 1 17.36 | 2.2513 0.138

BC 3.36 1 3.36 | 0.4359 0.511
ABC 2.77 1 2,77 | 0.3602 0.550

B x subj w.
groups

(Error
within) 524.39 68 .71
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Table 19

Analysis of Variance with Repeated Measures
Table with Computations on Task Conceptualization
For Leader Type, Group Composition, and Time

Sum of |Degrees of| Mean Significance

Source Squares| Freedom Square F Level P —
Total 1449.75 143

A (Leader

Type) 14.69 1 14.69 | 0.8296 0.366

B (Group

Composition) 1.36 1 1.36 | 0.0769 0.782

AB 6.25 1 6.25 | 0.3529 0.554
Subj w.

groups

(Exrror

between) 1204.44 68 17.71

C (Time) 7.11 1 7.11 | 2.3186 0.132

AC 1.77 1 1.77 | 0.5797 0.449

BC 2.77 1 2.77 | 0.9057 0.345
ABC 2.77 1 2.77 |1 0.9057 0.345

B x subj w.

groups

(Error
within) 208.56 68 3.07
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leader type, group composition, and time on the satisfaction
dimension task structure. These relationships were further
analyzed using the Tukey Test for multiple means. The find-
ings, shown in Table 15, suggest that there was a significant
reduction in mixed follower group satisfaction with task
structure as the game progressed. The results also indicate
that the difference was particularly pronounced in groups
with a male leader and that mixed followers in male-led
groups were significantly less satisfied with task structure
towards the end of the game then were male followers in

male-led groups. The results are shown graphically in

Figure 3.
Figure 3
Satisfaction with Task Structure
For Beginning and End Stages of Task
23 Male Ldr., Male Folw.
a —————_ Female Ldr., Male Folw.
sfn <
RS Female Ldr., Mixed Folw.
o 3
& n21 \
0
20 Male Ldr., Mixed Folw.
Beginning End

Time

Table 16 results on the satisfaction dimension
leader action provide evidence that the null hypothesis of
no significant relationship between leader type, group

composition, time, and the leader action dimension should
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be accepted. Similarly, Table 17 indicates no basis for re-
jecting the null hypothesis of no significant relationship
between the three independent variables and satisfaction
with group atmosphere.

Examination of Table 18, however, reveals a signi-
ficant relationship between time and satisfaction with team
interaction. Since there are only two levels of time and
no interaction is present, it is not necessary to perform
the Tukey Test for multiple means. Knowing the mean level
of satisfaction for each of the two levels (26.65 vs 25.60),
we can determine that there was a significant reduction in
the satisfaction with team interaction between the begin-
ning and end stages of the task.

The results outlined in Table 19 do not provide a
basis for rejecting a null hypothesis of no relationship
between the independent or predictor variables, leader type,
group composition, and time, and the dependent variable
satisfaction with task conceptualization.

These analyses, therefore, indicate that hypotheses
of no significant difference between the predictor variables,
leader type, group composition, and time, and the dependent
variables task structure and team interaction should be re-
jected. At the same time, the analyses suggest acceptance
of hypotheses of no significant difference between the
three predictor variables and the dependent variables

leader behavior, group atmosphere, and task conceptualization.
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Leader Type and Leader Satisfaction

Another focus of the present study was on the re-
lationship between leader type and leader satisfaction.
Specifically, the following null hypotheses were to be
tested:

Hypotheses IV-1 through IV=5

There is no significant difference between male

and female leader satisfaction with the following

five dimensions:

IV-1. Task Structure

IV-2. Leader Action

IV-3. Group Atmosphere

IV-4, Team Interaction

IV-5. Task Conceptualization

In evaluating these hypotheses, the t Test was used
to test for significant differences in the mean satisfaction
of male versus female leaders on the five satisfaction di-
mensions. The analysis utilized data from the final meas-
ure of satisfaction taken during the task. The results
summarized in Table 20 indicate that the hypotheses of no

difference in male versus female satisfaction on any of the

five dimensions cannot be rejected.
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Table 20

Differences in the Mean Satisfaction of
Male Versus Female Leaders on Five Dimensions

Five Female Mean| Male Mean|Standard
Dimensions (n=12) (n=12) Deviation tx
l. Task Structure 23.250 23.000 2.614 0.1716
2. Leader Action 29.417 31.250 2.487 -1.2344
3. Group Atmosphere 67.250 64.000 6.856 0.9441
4, Team Interaction 26.583 26.917 3.796 -0.1806
5. Task Conceptu- 15.667 15.000 3.464 0.4816
alization

* Two-tailed t Test

Leader Type, Group Composition,
Dominance, an atisfaction

In this section, the results of analysis of several

hypothesized relationships involving combinations of the in-
dependent variables leader type, group composition, leader
need for dominance, and five dimensions of satisfaction are
presented.

Leader Type, Group Composition,
Leader Dominance, and Follower Satisfaction

One interest in the present study was to investi-
gate the relationship between the independent or predictor
variables, leader type, group composition, and leader need
for dominance, and the dependent or criterion variables,
five dimensions of follower satisfaction. Specifically, the

following null hypotheses were advanced:
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Hypotheses V-1 through V=5

There is no significant relationship between

the sex of the leader, the sex composition of

the group, leader need for dominance, and fol-

lower satisfaction with the following five

dimensions:

V-1. Task Structure

V-2. Leader Action

V-3. Group Atmosphere

V-4, Team Interaction

V-5. Task Conceptualization

In testing these hypotheses, three-way (2 x 2 x 2)
analysis of variance (See Chapter II) was utilized. The
analysis included two levels of leader (male and female),
two levels of group composition (male followers and mixed
followers), and two levels of leader need for dominance
(high and low). Assignment of follower satisfaction scores

to the two levels of leader dominance need were based on

leader scores on dominance items from the Edwards Personal

Preference Schedule. The specific dominance measure was

described in Chapter II. Since males tend to score higher
than females on the dominance scale of the full EPPS, mean
scores for both male and female leaders were computed.2
The means were then used as separate criteria in dividing
male leaders and female leaders according to high and low

need for dominance. Leaders with scores below the

25ee Edwards Personal Preference Schedule Manual,

p. 10.
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respective mean for their sex were categorized as leaders
with a low need for dominance, while those with scores
above the mean were considered leaders with a high need for
dominance. Follower satisfaction data were then placed in
the proper categories for analysis depending on the need for
dominance level of the corresponding leaders. Data obtained
from the final administration of the satisfaction measure
during the executive task were used in this and other
analyses which relate to satisfaction and personality var-
iables and which will be discussed in subsequent sections.
These data were used since it was assumed that the longer
the interaction, the greater the opportunity for the per-
sonality variables to affect the dependent variables. Data
for a total of 73 subjects were included in the analysis.3
The results of the three-way analysis are shown in
Tables 21 through 27. The data in Table 21 suggest there
is a significant relationship between group composition and
satisfaction with task structure. Since only two levels of
group composition were involved, it was possible to deter-
mine from the respective means that satisfaction with task

structure was higher among groups with male followers than

among groups with mixed followers (23.07 versus 21.05).

3This figure reflects the return of observations for
2 subjects removed from the analysis of variance with repeated
measures in order to achieve equal cell sizes. It also
reflects the removal of one observation which could not be
used due to an improperly completed Achievement and
Dominance Measure.
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Table 21

Analysis of Variance Table with Computations on Task
Structure for Leader Type, Group Composition,
and Leader Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares | Freedom Square F Level P=
Total 1239.78 72
A (Leader
Type) 1279 1 1.791 0.1132 0.738
B (Group
Composition) 72.67 2 72.67 | 4.6072 0.036
C (Leader
Dominance) .34 1 .34 0.0218 0.883
AB 2.79 1 2,791 0.1770 0.675
BC 40.61 L 40.61| 2.5747 0.113
AC 29.39 1 29.39 1.8633 0.177
ABC 49.34 1 49.34 3.1284 0.082
Error 1025.23 65 15.77
Table 22

Analysis of Variance Table with Computations on
Leader Action for Leader Type, Group Composition,
and Leader Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares| Freedom Square F Level P=
Total 2257.92 72
A (Leader
Type) 26.03 1 26.03| 0.8063 0.373
B (Group
Composition) 44.73 il 44,73} 1.3854 0.243
C (Leader
Dominance) 16.75 8 16.75f 0.5189 0.474
AB 2.79 1 2:791) '2%5:117.2 0.150
BC 12.66 1 12.66| 0.3923 0.533
AC 3.49 1 3.49} 0.1080 0.743
ABC 2.96 1 2.96| 0.0917 0.763
Error 2098.50 65 32.28
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Table 23

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type, Group Composition,
and Leader Dominance Need on Task Structure

Comparison

Category Means

Difference

Leader, Group, and
Leader Dominance Need

Male Ldr.-Male Folw.-
High vs Female Ldr.-
Male Folw.-High

Male Ldr.-Male Folw.-
Low vs Female Ldr.-
Male Folw.-Low

Male Ldr.-Mixed Folw.-
High vs Female Ldr.-
Mixed Folw.-High

Male Ldr.-Mixed Folw.-
Low vs Female Ldr.-
Mixed Folw.-Low

Male Ldr.-Male Folw.-
High vs Male Ldr.-
Mixed Folw.-High

Male Ldr.-Male Folw.-
Low vs Male Ldr.-
Mixed Folw.-Low

Female Ldr.-Male Folw.-
High vs Female Ldr.-
Mixed Folw.-High

Female Ldr.-Male Folw,-
Low vs Female Ldr.-
Mixed Folw.-Low

Male Ldr.-Male Folw.-
High vs Male Ldr.-
Male Folw.-Low

24,13

22.10

18.55

22.86

24.13

22.10

23.66

22.40

24.13

vs

Vs

Vs

vs

Vs

Vs

Vs

Vs

vs

23.66

22.40

22,20

20.63

18.55

22.86

22.20

20.63

22.10

0.47

5.58%*




Table

134

23 (cont'd.)

Comparison

Category Means

Difference

Male Ldr.-Mixed Folw.-
High vs Male Ldr.-
Mixed Folw.-Low

Female Ldr.-Male Folw.-
High vs Female Ldr.-
Male Folw.-Low

Female Ldr.-Mixed Folw.-
High vs Female Ldr.-
Mixed Folw.-Low

18.55 vs 22.86

23.66 vs 20.63

22.20 vs 20.63

4.31

3.03

1.57

*p=,01l; critical value, 5.49.
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Table 24

Analysis of Variance Table with Computations on Group
Atmosphere for Leader Type, Group Composition,
and Leader Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares | Freedom Square F Level P=
Total 7255.56 72
A (Leader
Type) 7.65 1 7.65 | 0.0742 0.786
B (Group
Composition) | 127.15 1 127.15| 1.2335 0.271
C (Leader
Dominance) 147.70 1 147.70 | 1.4328 0.236
14.97 1 14.97 1 0.1453 0.704
BC 25.47 1 25.47 | 0.2471 0.621
AC 116.82 1 116.82 | 1.1332 0.291
ABC 72.48 1 72.48 1 0.7031 0.405
Error 6700.51 7 79.29
Table 25

Analysis of Variance Table with Computations on Team
Interaction for Leader Type, Group Composition,
and Leader Dominance Need

Sum of |[Degrees of| Mean Significance
Source Squares | Freedom Square F Level P==
Total 951.48 72
A (Leader
Type) 3.36 1 3.36 | 0.2722 0.604
B (Group
Composition) 2.40 1 2.40 | 0.1944 0.661
C (Leader
Dominance) 0.64 1 0.6410.0518 0.821
0.58 1 0.58 ] 0.0452 0.832
BC 34.00 1 34,00 | 2.7530 0.102
AC 28.11 1 28,11} 2.2765 0.136
ABC 70.74 1y 70.74 | 5.7288 0.020
Error 802.67 65 12i5:35,
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Table 26

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type, Group Composition,
and Leader Dominance Need on Team Interaction

Comparison Category Means Difference

Leader, Group, and
Leader Dominance Need

Male Ldr.-Male Folw.-
High vs Female Ldr.-
Male Folw.-High 25.13 vs 28.11 -2.98

Male Ldr.-Male Folw.-
Low vs Female Ldr.-
Male Folw.-Low 26.80 vs 23.30 3.50

Male Ldr.-Mixed Folw.-
High vs Female Ldr.-
Mixed Folw.-High 25,55 vs 24.20 1.35

Male Ldr.-Mixed Folw.-
Low vs Female Ldr.-
Mixed Folw.-Low 26.00 vs 26.13 -0.13

Male Ldr.-Male Folw.-
High vs Male Ldr.-
Mixed Folw.-High 25,13 vs 25.55 -0.42

Male Ldr.-Male Folw.-
Low vs Male Ldr.-
Mixed Folw.-Low 26.80 vs 26.00 0.80

Female Ldr.-Male Folw.-
High vs Female Ldr.-
Mixed Folw.-High 28.11 vs 24.20 3.91

Female Ldr.-Male Folw.-
Low vs Female Ldr.-
Mixed Folw.-Low 23.30 vs 26.13 -2.83

Male Ldr.-Male Folw.-
High vs Male Ldr.-
Male Folw.-Low 25.13 vs 26.80 ~-1.67
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Table 26 (cont'd.)

Comparison Category Means Difference
Male Ldr.-Mixed Folw.-
High vs Male Ldr.-
Mixed Folw.-Low 25.55 vs 26.00 -0.45
Female Ldr.-Male Folw.-
High vs Female Ldr.-
Male Folw.-Low 28.11 vs 23.30 4,.81%*
Female Ldr.-Mixed Folw.-
High vs Female Ldr.-
Mixed Folw.-Low 24,20 vs 26.13 -1.93

*p.=,05; critical value, 4.11.
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Table 27

Analysis of Variance Table with Computations on Task
Conceptualization for Leader Type, Group Composition,
and Leader Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares| Freedom Square P Level P<
Total 778.88 72
A (Leader
Type) 1111 it 11.11} 0.9913 0.323
B (Group
Composition) 3.41 1 3.41 ) 0.3040 0.583
C (Leader
Dominance) 4.80 1 4.80 | 0.4279 0.515
AB 5.62 1 5.62 | 0.5013 0.481
BC 17.53 1 17.53 | 1.5637 0.216
AC 1.45 1 1.4510.1294 0.720
ABC 3.73 1 3.7310.3332 0.566
Error 728.69 65 11.21
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The interaction among leader type, group composition, and
leader dominance need, significant at below the .10 level,
was analyzed using the Tukey Test. These results, shown in
Table 23,4 indicate that male follower groups led by high
need for dominance male leaders were significantly more
satisfied with task structure than were mixed follower
groups led by high need for dominance male leaders. The
results are presented graphically in Figure 4.

Table 22 and 24 results provide evidence that the
null hypothesis of no relationship between leader type,
group composition, and leader dominance need and the depen-
dent variables leader action and group atmosphere can be
accepted.

The findings listed in Table 25, however, show that
the relationship between group composition and leader dom-
inance need approaches significance at the .10 level. The
contrast between male followers with low dominance leaders

account for the largest difference in satisfaction with team

4Because Tukey Test computations for analysis of
variance with repeated measures required the use of pooled
error terms, q values were computed for each mean comparison
and were reported for comparison of means associated with
the analysis of variance with repeated measures results (See
Table 13). For multiple comparisons among means associated
with three-way analysis of variance, it was more convenient
to compute Tukey HSD critical values; hence q values are not
reported. The results are, of course, equivalent. See Kirk,
Experimental Design Procedures for the Behavioral Sciences,
pp. 88=90; 268-69; 292-93; also Guenther, Analysis of
Variance, pp. 54-57.
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Figure 4

Interaction Among Leader Type, Group Composition,
and Leader Dominance Need for Satisfaction
with Task Structure
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interaction (26.61 versus 24.69). Table 25 also revealed a
highly significant interaction among leader type, group com-
position, and leader dominance need and satisfaction with
team interaction. The comparison of means in Table 26 in-
dicates that male-follower groups with high need for dom-
inance female leaders were significantly more satisfied with
team interaction than were male-follower groups with low
need for dominance female leaders. The results are shown
graphically in Figure 5. Based on data in Table 27, the
null hypothesis of no relationship between the predictor
variables and task conceptualization is accepted.

In summary, then, the findings suggest rejection of
hypotheses of no relationship between leader type, group
composition, and leader dominance need and satisfaction with
task structure and team interaction. In both cases, however,
interactions indicate that the relationships are complex.

At the same time, hypotheses of no difference between the
predictor variables and satisfaction with leader action,
group atmosphere, and task conceptualization are accepted.

Leader Type, Leader Dominance,
Follower Dominance, and Follower Satisfaction

As was discussed in Chapter I, the present research
was concerned with the effect of follower need for dominance,
as well as leader need for dominance, on satisfaction. The

hypotheses to be tested were as follows:
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Hypotheses VI-1 through VI-5

There is no significant relationship between

the sex of the leader, leader need for dom-

inance, follower need for dominance, and fol-

lower satisfaction with the following five

dimensions:

VI-1l. Task Structure

VI-2, Leader Action

VI-3. Group Atmosphere

VI-4., Team Interaction

VI-5. Task Conceptualization

As with leader dominance need, follower dominance
need was based on scores on dominance items from the EPPS.
Again separate male and female follower means were computed
and assignments to high or low need for dominance categories
were based on whether the follower's score fell above or
below the mean for his or her sex. The results of the three-
way analysis of variance including follower dominance need
are shown in Tables 28 through 33.

The data presented in Tables 28, 29, and 31 provide
evidence for accepting the null hypothesis of no relation-
ship between leader type, leader dominance need, and follower
dominance need and the criterion variables satisfaction with
task structure, leader action, and team interaction.

Table 30, however, indicates that the relationship

between leader dominance need and group atmosphere ap-

proaches significance at the .10 level. According to these
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Table 28

Analysis of Variance Table with Computations on Task
Structure for Leader Type, Leader Dominance Need,
and Follower Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares | Freedom Square F Level P=
Total 1239.78 72
A (Leader
Type) 3.30 1 3.30 |0.1812 0.672
B (Leader
Dominance) 0.85 1 0.85 |0.0468 0.829
C (Follower
Dominance) 1.20 1 1.20 {0.0658 0.798
AB 39.70 1 39.70 [2.1826 0.144
BC 0.04 1 0.04 0.0019 0.965
AC 0.96 1 0.96 [0.0528 0.819
ABC 12.29 q 12.89 |0.6756 0.414
Error 1182.36 65 18.19
Table 29

Analysis of Variance Table with Computations on Leader
Action for Leader Type, Leader Dominance Need,
and Follower Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares | Freedom Square E; Level P =
Total 2257.92 72
A (Leader
Type) 29.69 1 29.69 [0.8793 0.352
B (Leader
Dominance) 6.33 1 6.33 10.1873 0.667
C (Follower
Dominance) 0.03 1 0.03 ]0.0008 0.977
AB 0.09 1 0.09 [0.0026 0.900
BC 19.63 1 19.63 ]0.5813 0.449
AC 6.29 1 6.29 ]0.1863 0.667
ABC 1.28 J 1.28 10.0378 0.846
Error 2195.09 65 3337
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Table 30

Analysis of Variance Table with Computations on Group
Atmosphere for Leader Type, Leader Dominance Need,
and Follower Dominance Need

Sum of| Degrees of| Mean Significance
Source Squares Freedom Square F Level P=
Total 7255.56 72
A (Leader
Type) 0.91 oL 0.91 | 0.0089 0.925
B (Leader
Dominance) 271.62 i 271.62 | 2.6509 0.108
C (Follower
Dominance) 118.24 1 118.24 | 1.1540 0.287
196.90 b3 196.90 | 1.9217 0.170
BC 54.09 1 54.09 | 0.5279 0.470
AC 87.25 v 87.25 | 0.8515 0.360
ABC 38.65 1 38.65 | 0.3772 0.541
Error 6660.12 65 102.46
Table 31

Analysis of Variance Table with Computations on Team
Interaction for Leader Type, Leader Dominance Need,
and Follower Dominance Need

Sum of | Degrees of| Mean Significance
Source Squares Freedom Square F Level P=
Total 951.48 72
A (Leader
Type) 10.51 1 10.51 |0.7664 0.385
B (Leader
Dominance) 0.59 1 0.59 }0.0433 0.836
C (Follower
Dominance) 4.61 1 4.61 |0.3361 0.564
AB 30.50 i 30.50 |2.2236 0.141
BC 54515 1 5.15 |0.3756 0.542
AC 6.47 . 6.47 10.4720 0.495
ABC 5.68 . 5.68 |0.4144 0.522
Error 891.63 65 13,72
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Table 32

Analysis of Variance Table with Computations on Task
Conceptualization for Leader Type, Leader Dominance Need,
and Follower Dominance Need

Sum of |Degrees of| Mean Significance
Source Squares Freedom Square F Level P =
Total 778.88 72
A (Leader
Type) 23.84 1 23,84 | 2.3787 0.128
B (Leader
Dominance) 21.51 1 21.51| 2.1458 0.148
C (Follower
Dominance) 49.57 1 47.57 | 4.9457 0.030
1.68 1 1.68| 0.1677 0.684
BC 2.04 1 2,04} 0.2032 0.654
AC 41.55 1 41.55| 4.1450 0.046
ABC 32.31 1 32,31} 3.2232 0.077
Error 651.50 65 10.02
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Table 33

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type, Leader Dominance Need,
and Follower Dominance Need on Task Conceptualization

Comparison Category Means Difference

Leader Type and Follower
Dominance Need

Male Ldr.-High Folw.
vs Male Ldr.-Low Folw. 21,57 vs 20.08 1.49

Female Ldr.-High Folw.
vs Female Ldr.-Low Folw. 22.25 vs 22.28 0.03

Male Ldr.-High Folw.
vs Female Ldr.-High Folw. | 21.57 vs 22,25 0.68

Male Ldr.-Low Folw.
vs Female Ldr.-Low Folw. 20.08 vs 22.28 2.20%

Leader Type, Leader Domi-
nance Need, and Follower
Dominance Need

Male Ldr.-High Ldr.-High
Folw. vs Female Ldr.-High
Ldr.-High Folw. 14.29 vs 13.60 0.69

Male Ldr.-High Ldr.-Low
Folw. vs Female Ldr.-High
Ldr.-Low Folw. 15.83 vs 14.78 1.05

Male Ldr.-Low Ldr.-High
Folw. vs Female Ldr.-Low
Ldr.-High Folw. 14.00 vs 15.44 1.44

Male Ldr.-Low Ldr.-Low
Folw. vs Female Ldr.-Low
Ldr.-Low Folw. 19.00 vs 14.56 4.,40*

Male Ldr.-High Ldr.-High
Folw. vs Male Ldr.-Low
Ldr.~-High Folw. 14.29 vs 14.00 0.29
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Table 33 (cont'd.)
Comparison Category Means Difference

Male Ldr.-High Ldr.-Low

Folw. vs Male Ldr.-Low

Ldr.-Low Folw. 15.83 vs 19.00 3.17
Female Ldr.-High Ldr.-

High Folw. vs Female Ldr.-

Low Ldr.-High Folw. 13.60 vs 15.44 1.84
Female Ldr.-High Ldr.-

Low Folw. vs Female Ldr.-

Low Ldr.-Low Folw. 14.78 vs 14.56 0.22
Male Ldr.-High Ldr.-

High Folw. vs Male Ldr.-

High Ldr.-Low Folw. 14,29 vs 15.83 1.54
Male Ldr.-Low Ldr.-

High Folw. vs Male Ldr.-

Low Ldr.-Low Folw. 14.00 vs 19.00 5.00%*
Female Ldr.-High Ldr.-

High Folw. vs Female Ldr.-

High Ldr.-Low Folw. 13.60 vs 14.78 1.18
Female Ldr.-Low Ldr.-

High Folw. vs Female Ldr.-

Low Ldr.-Low Folw. 15.44 vs 14.56 0.88
#p.=.05; critical value, 2.18,.

*p.=.05; critical value, 4.03.
**p=_01; critical value, 4.86.
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findings, followers with high need for dominance leaders
tended to be significantly less satisfied with the group
atmosphere than followers in groups with low need for dom-
inance leaders.

Finally, an examination of Table 32 reveals a sig-
nificant relationship between follower dominance need and
task conceptualization with high need for dominance follow-
ers significantly less satisfied with task conceptualization
than low need for dominance followers (21.91 versus 22.18).
Since there are also significant interactions present for
leader type and follower dominance and for leader type,
leader dominance need, and follower dominance need, it was
necessary to apply the Tukey Test before making further
evaluations. The Tukey Test results are shown in Table 33.
They reveal that low need for dominance followers with fe-
male leaders were significantly more satisfied with task
conceptualization than were their counterparts with male
leaders. Table 33 results also indicate that low need for
dominance followers with low dominance male leaders were
significantly more satisfied than low dominance followers
with low dominance female leaders. In addition, high need
for dominance followers with low need for dominance male
leaders were significantly less satisfied with task con-
ceptualization than were low need for dominance followers
with the same type of leader. The results of the three-way

interaction are shown in Figure 6.
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Figure 6

Interaction Among Leader Type, Leader Dominance Need,

and Follower Dominance Need for Satisfaction
with Team Interaction
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In summary, the analysis suggests that we reject
the hypotheses of no relationship between leader type,
leader dominance need, and follower dominance need and
satisfaction with task conceptualization. Also, the rela-
tionship between leader dominance need and group atmosphere
approached significance. Hypotheses of no relationship be-
tween the predictor variables and satisfaction with task
structure, leader action, and team interaction could not be
rejected.

Femgle Leader Dominance
and Female Leader Satisfaction

As outlined in Chapter I, the present study includes
an evaluation of the following hypotheses regarding female
leader need for dominance and female leader satisfaction:

Hypotheses VII-1 through VII-5

There is no significant relationship between

female leader need for dominance and female

leader satisfaction with the following five

dimensions:

VII-1l., Task Structure

VII-2, Leader Action

VII-3. Group Atmosphere

VII-4. Team Interaction

VII-5. Task Conceptualization

The correlation coefficient was used to test these
relationships. The results, listed in Table 34, indicate

that there is no basis for rejecting the null hypotheses

of no relationship between female leader need for dominance
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and female leader satisfaction with the five dimensions of

satisfaction.

Table 34

Correlation Coefficients Between Female Leader Need
for Dominance and Five Dimensions of Satisfaction

Five Correlation Level of
Dimensions Coefficients Significance P<
(n = 12)

l. Task Structure -0.003 NS

2. Leader Action 0.224 NS

3. Group Atmosphere -0.477 .15

4, Team Interaction -0.347 NS

5. Task Conceptu— -0.317 NS
alization

Leader Type, Group Composition,
Achievement, and Satisfaction

In Chapter I several hypotheses were advanced re-
garding certain relationships among leader type, group com-
position, leader need for achievement, follower need for
achievement, and five dimensions of satisfaction. This sec-
tion presents analyses related to those hypotheses.

Leader Type, Group Composition,
Leader Achievement, and Follower Satisfaction

One set of hypotheses of interest was the following:
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Hypotheses VIII-1 through VIII-5

There is no significant relationship between

the sex of the leader, the sex composition of

the group, leader need for achievement, and

follower satisfaction with the following five

dimensions:

VIII-1. Task Structure

VIII-2. Leader Action

VIII-3. Group Atmosphere

VIII-4. Team Interaction

VIII-5. Task Conceptualization

These hypotheses were tested with the same analy-
tical techniques utilized in evaluating a similar set of
hypotheses (discussed previously) where leader dominance
need, rather than achievement need, was a major independent
variable. The method of analysis, therefore, was three-way
analysis of variance with two levels of leader, two levels
of group composition, and two levels of leader need for
achievement (high and low). Determination of high and low
leader need for achievement was based on scores on achieve-
ment items taken from the EPPS. The achievement measure
was described in Chapter II.

The high and low need for achievement leaders were
designated and the follower satisfaction observations
assigned to their respective treatment levels in exactly
the same manner as in the previously discussed analysis with
leader type, group composition, and leader dominance need as

predictor variables (See page 130).
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The analysis results for Hypotheses VIII-1 through
VIII-5 are shown in Tables 35 through 40. Table 35 reveals
a significant relationship between group composition and
the satisfaction dimension task structure with male follow-
ers being significantly more satisfied than mixed followers.
The data in Table 36 lead to the acceptance of a null hy-
pothesis of no relationship between the independent var-
iables and the satisfaction dimension leader action.

The results shown in Table 37 indicate significant
interaction between leader type, group composition, and
leader achievement need on the satisfaction dimension group
atmosphere. Tukey Test results (not shown) indicated that
differences in satisfaction with group atmosphere between
mixed follower groups with high need for achievement male
leaders and mixed follower groups with low need for achieve-
ment male leaders approached significance at the .05 level.

Data in Table 38 point to significant interaction
between leader type and leader achievement need on the
satisfaction dimension team interaction. The difference be-
tween follower satisfaction in groups with high need for
achievement male leaders versus with low need for achieve-
ment male leaders approached significance at the .05 level
with satisfaction higher in groups led by high need for
achievement males.

According to Table 39, the relationship between

leader type and leader achievement need is highly
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Table 35

Analysis of Variance Table with Computations on Task
Structure for Leader Type, Group Composition,
and Leader Achievement Need

Sum of | Degrees of| Mean Significance
Source Squares Freedom Square F Level P=
Total 1239.78 72
A (Leader
Type) 6412 1 6.12 |0.3593 0:/551:
B (Group
Composition)] 75.99 1 75.99 [4.4597 0.039
C (Leader
Achievement) 5.45 1 5.45 [0.3198 0.574
AB 6.12 1 6.12 |0.3593 0.551
BC 10.63 G 10.63 |0.6242 0.432
AC 3.47 i1 3.47 }0.2036 0.653
ABC 13.94 1 13.94 [0.8180 0.369
Error 1107.60 65 17.04
Table 36

Analysis of Variance Table with Computations on Leader
Action for Leader Type, Group Composition,
and Leader Achievement Need

Sum of | Degrees of]| Mean Significance

Source Squares Freedom Square F Level P=
Total 2257.92 72
A (Leader

Type) 20.65 1. 20.65 [0.6478 0.424
B (Group
Composition 26.58 1 26.58 |0.8340 0.364
C (Leader
Achievement 1.88 1 1.88 |0.0591 0.809
AB 50.20 1. 50.20 [1.5750 0.214
BC 92 o 9.21 [0.2888 0.593
AC 50.20 b 50.20 }1.5750 0.214
ABC 0.12 35 0.12 }0.0038 0,951
Error 2071.77 65 31.87
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Table 37

Analysis of Variance Table with Computations on Group
Atmosphere for Leader Type, Group Composition,
and Leader Achievement Need

Sum of | Degrees of| Mean Significance

Source Squares Freedom Square F Level P==
Total 7255.56 72
A (Leader

Type) 1.19 1 1.19| 0.0120 0.913

B (Group

Composition)| 99.30 il 99.30| 1.0016 0.321

C (Leader

Achievement)] 97.91 4 97.91} 0.9876 0.324
AB 28.72 1 28.72( 0.2898 0.592
BC 147.78 y 147.78| 1.4907 0.227
AC 1173 1 11.73} 0.1183 0.732
ABC 380.08 5k 380.08| 3.8338 0.055
Error 6443.99 65 99.14

Table 38

Analysis of Variance Table with Computations on Team
Interaction for Leader Type, Group Composition,
and Leader Achievement Need

Sum of | Degrees of| Mean Significance
Source Squares Freedom Square F Level P=
Total 951.48 T2
A (Leader
Type) 4.63 1 4.63] 0.3389 0.562
B (Group
Composition) 4,73 1 4.73] 0.3463 0.558
C (Leader
Achievement) 0.35 1 0.35] 0.0254 0.874
AB 0.02 1 0.02} 0.0018 0.966
BC 4.98 1 4.98| 0.3651 0.548
AC 41,19 81 41.19| 3.0169 0.087
ABC 6.08 1 6.08| 0.4453 0.507
Error 887.44 65 1365
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Table 39

Analysis of Variance Table with Computations on Task
Conceptualization for Leader Type, Group Composition,
and Leader Achievement Need

Sum of | Degrees of| Mean Significance
Source §quares Freedom Square F Level P==
Total 778.88 72
A (Leader
Type) 9.89 i b 9.89 |0.9689 0.329
B (Group
Composition) 8.55 1 8.55 | 0.8372 0.364
C (Leader
Achievement) 3.80 3 | 3.80 | 0.3725 0.544
AB 4.20 1 4.20 10.4113 0.524
BC 8.28 B i 8.28 | 0.8107 0.371
AC 78.04 1 78.04 | 7.6548 0.007
ABC 1.59 1 1.59 | 0.1560 0.694
Error 663.46 65 10.21
Table 40

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type and Leader
Achievement Need on Task Conceptualization

Comparison Category Means Difference
Leader Type and Lead-
er Achievement Need
Male Ldr.-High
vs Male Ldr.-Low 13.95 vs 16.52 2.57*
Female Ldr.-High
vs Female Ldr.-Low 15.30 vs 13.66 1.64
Male Ldr.-High
vs Female Ldr.-High 13.95 vs 15.30 135
Male Ldr.-Low
vs Female Ldr.-Low 16.52 vs 13.66 2.86**

*p.<£,05; critical value, 2.25.
**p=.01; critical value, 2.80.



157

significant. Tukey Test results shown in Table 40 indicate
that satisfaction with task conceptualization was lower in
groups with high need for achievement male leaders than in
groups with low need for achievement male leaders. In ad-
dition, satisfaction was lower in low need for achievement
female leader groups than it was in low need for achievement
male groups.

In summary, therefore, the data suggest rejection of
hypotheses of no relationship betweeh leader type, group com-
position, and leader achievement need and task structure,
group atmosphere, and task conceptualization. The hypothe-
sis of no relationship between the three predictor variables

and leader action is accepted.

Leader gxgeliLeader Achievement
Follower Achievement, and Follower Satisfaction

The present research was also aimed at testing the

following hypotheses:
Hypotheses IX-1l through IX-5

There is no significant relationship between

the sex of the leader, leader need for achieve-
ment, follower need for achievement, and follower
satisfaction with the following five dimensions:
IX-1l. Task Structure

IX-2. Leader Action

IX-3. Group Atmosphere

IX-4. Team Interaction
IX-5. Task Conceptualization
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In this analysis, follower achievement need (high
and low) was substituted for group composition. As with
leaders, follower level of achievement need was based on
scores on achievement items from the EPPS and assignment
to high or low categories was based on whether the fol-
lower's achievement score fell above or below the mean for
his or her sex.

The results of the three-way analysis related to
Hypotheses IX-1 through IX-5 are shown on Tables 41 through
47,

The data on Tables 41, 42, and 43 suggest acceptance
of the null hypothesis of no relationship between leader
type, leader achievement need, and follower achievement
need and satisfaction with task structure, leader action,
and group atmosphere.

Table 44 reveals significant interaction between
leader type and leader achievement need and among leader
type, leader achievement need, and follower achievement
need and satisfaction with team interaction. The results
of the Tukey Test for leader type and leader achievement
need on the satisfaction dimension team interaction are
shown in Table 45. The data reveal that follower satisfac-
tion with team interaction is higher in groups led by low
need for achievement males than in groups led by low need
for achievement females. None of the mean comparisons for

the three-way interaction among leader type, leader
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Table 41

Analysis of Variance Table with Computations on Task

Structure for Leader Type,

and Follower Achievement Need

Leader Achievement Need,

Sum of | Degrees of| Mean Significance
Source Squares Freedom Square F Level P==
Total 1239.78 72
A (Leader
Type) 11.80 1 11.80 | 0.6307 0.430
B (Leader
Achievement) 121 a2 1.21 [ 0.0647 0.800
C (Follower
Achievement) 9,93 g 9.93 10.5307 0.469
AB 0.73 1 0.73 10.0388 0.844
BC 0.36 8 0.36 | 0.0195 0.889
AC 2.36 1 2.36 | 0.1260 0.724
ABC 0.01 3 0.01 j0.0000 0.997
Error 1215.83 65 18.71
Table 42

Analysis of Variance Table with Computations on Leader
Action for Leader Type, Leader Achievement Need,
and Follower Achievement Need

Sum of |Degrees of | Mean Significance

Source Squares Freedom Bquare F Level P==
Total R257.92 72
A (Leader

Type) 11.80 1 11.80 [ 0.6307 0.430
B (Leader
Achievement) .21 1 1.21 {0.0647 0.800
C (Follower
Achievement) 9,93 1 9.9310.5307 0.469
AB 0.73 1 0.73}{0.0388 0.844
BC 0.36 1 0.36 | 0.0195 0.889
AC 2.36 1 2.36 | 0.1260 0.724
ABC 0.00 3 0.00 { 0.0000 0.997
Error R104.29 65 3237
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Table 43

Analysis of Variance Table with Computations on Group
Atmosphere for Leader Type, Leader Achievement Need,
and Follower Achievement Need

Sum of |Degrees of| Mean Significance

Source Squares Freedom Square F Level P=
Total 7255.56 72
A (Leader

Type) 3.55 bk 3.55 }0.,0335 0.855
B (Leader
Achievement) 86.68 1 86.68 | 0.8180 0.369
C (Follower
Achievement) 0.02 4 0.02 }0.0002 0.990
AB 45.42 1 45.42 10.4286 0.515
BC 0.16 1 0.16 |0.0015 0.970
AC 120.21 1 120.21 [1.1344 0.291
ABC 126.88 1 126.88 |1.1974 0.278
Error 6887.51 65 105.96

Table 44

Analysis of Variance Table with Computations on Team
Interaction for Leader Type, Leader Achievement Need,
and Follower Achievement Need

Sum of | Degrees off Mean Significance

Source Squares Freedom Square F Level P==
Total 951.48 72
A (Leader

Type) 11.19 i ] 11.19 [0.8615 0.357
B (Leader
Achievement) 0.02 i 0.02 ]0.0016 0.968
C (Follower
Achievement) 5.79 1 5.79 [0.4461 0.507
AB 50.31 i 50.31 |3.8747 0.053
BC 1.80 1 1.80 {0.1386 0.711
AC 0.01 1 0.01 |0.0002 0.990
ABC 47.47 1 47.47 |3.6564 0.060
Error 843.93 65 12.98
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Table 45

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type and Leader
Achievement Need on Team Interaction

Comparison Category Means Difference
Leader Type and Lead-
er Achievement
Male Ldr.-High
vs Male Ldr.-Low 25.05 vs 26.75 1.70
Female Ldr.-High
vs Female Ldr.-Low 25,97 vs 24.20 1.77
Male Ldr.-High
vs Female Ldr.-High 25.05 vs 25,97 .92
Male Ldr.-Low
vs Female Ldr.-Low 26.75 vs 24.20 2.55*
*p.<.05; critical value, 4.29.
Table 46

Analysis of Variance Table with Computations on Task
Conceptualization for Leader Type, Leader Achievement

Need, and Follower Achievement Need
Sum of| Degrees of| Mean Significance

Source Squares Freedom Square F Level P==
Total 778.88 72
A (Leader

Type) 8.29 1 8.29 |0.7897 0.377
B (Leader
Achievement 5.39 1 5.39 }0.5178 0.476
C (Follower
Achievement) 0.17 1 0.17 |0.0162 0.899
AB 79432 1 79132 115517 0.008
BC 1.49 1 1.49 (0.1418 0.708
AC 0.44 1 0.44 ]0.0416 0.839
ABC 1.49 1 1.49 (0.1418 0.708
Error 682.74 65 10.50
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Table 47

Tukey Test for Comparison of Cell Means with Significant
Interaction Effects for Leader Type and Leader
Achievement Need on Task Conceptualization

Comparison Category Means Difference
Leader Type and Lead-
er Achievement Need
Male Ldr.-High
vs Male Ldr.-Low 13.84 vs 16.57 2,73%
Female Ldr.-High
vs Female Ldr.-Low 15.30 vs 13.70 1.60
Male Ldr.-High
vs Female Ldr.-High 13.84 vs 15.30 1.46
Male Ldr.-Low
vs Female Ldr.-Low 16.57 vs 13.70 2,87%%
2,25,

*p.=.05; critical value,
1l; critical value,
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achievement need, and follower achievement need were signi-
ficant at the .05 level; but the difference between satis-
faction with team interaction of low need for achievement
followers in groups led by low need for achievement males
versus low need for achievement females approached signi-
ficance. Satisfaction was higher in the male-led groups.

Table 46 provides evidence of a significant inter-
action between leader type and leader achievement need on
the dimension task conceptualization. The Tukey Test re-
sults in Table 47 indicate that satisfaction with task con-
ceptualization is significantly higher in groups led by low
need for achievement males than in groups led by high need
for achievement males. The data also point to higher satis-
faction with task conceptualization in groups led by low
need for achievement males than in groups led by low need
for achievement females.

Therefore, the data suggest rejection of the hypoth-
eses of no relationship between leader type, leader achieve-
ment need, and follower need and satisfaction with team inter-
action and task conceptualization. The hypotheses of no re-
lationship between the three predictor variables and task
structure, leader action, and group atmosphere are accepted.

Female Leader Achievement
and Female Leader Satisfaction

Data were also collected to evaluate the following

hypotheses:
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Hypotheses X-1 through X-5

There is no significant relationship between
female leader need for achievement and female
leader satisfaction with the following five
dimensions:

X-1l., Task Structure

X-2, Leader Action

X-3. Group Atmosphere

X-4, Team Interaction

X-5. Task Conceptualization

The correlation coefficient was used for the an-

alysis and the results are shown in Table 48,

Table 48

Correlation Coefficients Between Female Leader Need
For Achievement and Five Dimensions of Satisfaction

Five Correlation Level of
Dimensions Coefficients Significance PZL
1. Task Structure 0.503 .10
2. Leader Action 0.560 .10
3. Group Atmosphere 0.102 NS
4, Team Interaction -0.509 .10
5. Task Conceptu- -0.159 NS
alization

These results point to a significant correlation between need

for achievement and three satisfaction dimensions, task
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structure, leader action, and team interaction. Therefore,
the data suggest rejection of the null hypotheses of no rela-
tionship between female leader achievement need and female
leader satisfaction with task structure, leader action and
team interaction. The null hypotheses of no relationship
between female leader achievement need and female leader
satisfaction with group atmosphere and task conceptualiza-
tion are not rejected.

Male Versungemale
Leaders and Performance

The relationship between the sex of the leader and
group performance was of particular interest in the present
investigation. The specific hypothesis is as follows:

Hypothesis XI

There is no significant difference between
the performance of male-led and female-led

groups.

As explained in Chapter II, group performance was
measured by the discounted rate of return on owners' equity
which each team earned during the game. It was possible,
therefore, to use a t Test to compare the mean rate of re-

turn earned by male-led versus female-led groups.
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Table 49

Difference in Mean Rate of Return
Earned by Male-Led Versus Female-led Groups

Female-Led Male-Led Standard
Mean Mean Deviation t*
(n = 12) (n = 12)
9.930 10.369 2.008 -0.5017

*Two-tailed t Test

The test results, shown in Table 49, indicate that the null
hypothesis of no difference in the performance of male-
versus female-led groups should be accepted.

In this chapter, data analyses results have been
presented in detail. Various types of analyses were util-
ized in deriving these results, including the S-L Test,
the Kolmogorov-Smirnov Test, analysis of variance with re-
peated measures (2 x 2 x 2), analysis of variance, (2 x 2
x 2), the Tukey Test, the t Test and correlation coefficients.
In Chapter IV, the research results will be evaluated in

detail.



CHAPTER IV

CONCLUSIONS

The general purpose of the present research was to
investigate several major issues related to male versus fe-
male leadership in business-related situations. Given the
data analysis results presented in the previous chapter, it
is now possible to evaluate the research findings in terms of
this general study objective.

The first section of this chapter discusses find-
ings concerning the dependent variables perceived group
maintenance and goal achievement functions. Both the lead-
erless and leader-appointed situations are appraised. The
second section considers the effect of male versus female
leaders on the dependent variable performance. The third
section evaluates findings related to the effect of a num-
ber of independent variables on several dimensions of
satisfaction. Finally, a brief summary is presented.

The Relationship Between Sex and the Perceived
Performance of Essential Group Functions

Considerable research supports the concept that
both group maintenance and goal achievement functions must
be performed in groups in order for the groups to survive
and fulfill their purposes (See Chapter I). Parsons has

167
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suggested further that females in groups tend to perform
group maintenance or expressive functions while males tend
to perform goal achievement or instrumental functions.l
Since Parsons' idea has permeated a sizable portion of lit-
erature regarding women in executive positions without
being verified by research, the present study was aimed at
testing whether males would be perceived by group members

as ranking higher than females on goal achievement functions
and whether females would be perceived as ranking higher on
group maintenance functions. Both leaderless and leader-

appointed situations were considered.

The Leaderless Situation

The results of the analysis of data collected in a
leaderless situation (reported in the previous chapter)
indicated that rankings for males on goal achievement func-
tions were significantly higher than the rankings on goal
achievement received by females. At the same time there was
no significant difference between the rankings received by
either sex on the group maintenance functions. At a glance,
these results seem to differ from a similar study by
Heilbrun (See Chapter I) where subjects in a leaderless
setting rated females as more expressive or person oriented

then instrumental but did not rate males as differing on

lT. Parsons, "Family Structure and the Socialization
of the Child," in Family Socialization and Interaction
Process, pp. 35-131.
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the two types of functions. In Heilbrun's study, however,
the subjects made separate assessments for males and fe-
males, rating expressive and instrumental behavior for each
sex on a six-point scale ranging from "highly uncharacter-
istic" to "highly characteristic." By contrast, when the
subjects in the present study ranked the members of their
respective groups, they were of necessity forced to con-
sider males and females in direct relationship to one
another. Therefore, the fact that females failed to be
ranked higher than males on group maintenance functions is
not necessarily at variance with Heilbrun's findings that
females were rated as more expressive than instrumental.
It is possible, for example, for females to be perceived
as more expressive than instrumental while, at the same
time, not being seen as significantly more expressive than
males. Viewed in another way, the present finding that
males were ranked higher than females on goal achievement
functions would seem to agree with Heilbrun's results that
females are seen as less instrumental than expressive. It
is important to note, however, that in Heilbrun's study,
the subjects were asked to make direct assessments of be-
havior according to the sex of the participants, a factor
which may have caused Heilbrun to measure common beliefs or
stereotypes of males and females rather than perceptions

due to interactions in the leaderless discussion
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groups.2 In the present study, on the other hand, when the

subjects were asked to rank group members, no reference was
made to the sex of the participants as an evaluative cri-
terion. Rather the rankings received by males and females
were derived through data analysis.

The results of the present research in leaderless
groups were also partially consistent with Parsons' theories
in that males were viewed as ranking higher than females on
goal achievement functions. The fact that females were not
perceived as ranking significantly higher than males on group
maintenance functions, however, appears to be at variance
with what would be expected, given Parsons' theories. Never-
theless, in evaluating these results, it is important to
note that this research project has been concerned with how
males and females were perceived as functioning rather than
how they actually did function in an objective sense. On
that basis alone, therefore, additional research will be
necessary to fully evaluate Parsons' concepts.3

The finding that males were ranked higher than fe-
males on goal achievement functions also appears to be in

agreement with trends noted in several other studies of

2Heilbrun, "Influence of Observer and Target Sex in
Judgments of Sex-Typed Attributes," p. 1194.

3Parsons, "Family Structure and the Socialization of
the Child," in Family Socialization and Interaction Process,
pp. 35-131.
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leaderless situations, which concluded that males are more

aggressive than females in pursuing group goals.

The Leader-Appointed Situation

The finding of differences in goal achievement
rankings received by males and females in the leaderless
situation was not substantiated when rankings for male and
female appointed leaders were compared. As the analysis re-
sults outlined in Chapter III indicated, in the leader-
appointed setting male leaders were not ranked higher than
female leaders on the performance of goal achievement func-
tions. Nor were female leaders ranked higher than male
leaders on the performance of group maintenance functions,

a finding which parallels the results for males and females
in the leaderless situations. Furthermore, the findings re-
lated to male and female leaders held for both the early and
latter stages of the group task. Analysis of the data,
therefore, suggests the possibility that females may exert
themselves in a more instrumental way when they are actually
appointed leaders. 1In contrast, females may be inclined to
assume a more traditional feminine role in a leaderless
group where instrumental or goal achievement behavior is

not legitimized by a leadership position. An alternative

4See, Vinacke, "Sex Roles in a Three-Person Game,"
pp. 343-60; Bond and Vinacke, "Coalitions in Mixed-Sex
Triads," pp. 61-75; Kaess, Witryol, and Nolan, "Reliability,
Sex Differences, and Validity in the Leaderless Group Dis-
cussion Technique," pp. 345-50.
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possibilty is that the leadership position itself may in-
crease follower perceptions of goal achievement behavior by
female leaders. Either of these explanations or a combina-
tion of both would seem to indicate that perceptions of the
extent to which females engage in goal achievement behavior
may be altered by placing females in actual leadership
positions. Therefore, although one must proceed with cau-
tion in generalizing these findings to actual business sit-
uations, the data point to the possibility that one way to
overcome stereotypes about women leaders in business may be
to place women in executive positions.

It is difficult to relate these findings for the
leader-appointed situation to previous research findings
since few studies deal precisely with the goal achievement-
group maintenance functions question. The results of the
present study, however, would seem to lend support to the
Lirtzman and Wahba finding regarding female behavior in a
competitive high-risk game. Lirtzman and Wahba concluded
that females will "act according to the demands of the sit-
uation" rather than exhibit the same type of behavior in
every set of circumstances.5 The research outcome also ap-
pears consonant with a study by Hoyle which found that fe-

male principals were perceived as exhibiting as much, and

SLirtzman and Wahba, "A Managerial Myth: Differ-
ences in Coalition Behavior of Men and Women in Organiza-
tions," pp. 1-19.
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in some cases more, administrative behavior (such as
analyzing and acting on problems; see Chapter I) than their

male counterparts.6

The Relatgpnship Between Leader Sex
And Group Performance

One interest of this study was to determine whether
there would be differences in group performance as a func-
tion of female versus male leaders. As was indicated in
the previous chapter, no significant differences in the per-
formance of male- versus female-led groups appeared when the
discounted rate of return on owners' equity earned by the
respective groups was compared. These results suggest that
groups led by females perform as well as groups led by males,
although the mean rate of return was slightly less for the
female-led groups. The findings are consistent with the
conclusions of the Martin study, which found no significant
differences in the performance of male and female buyers
either in their pursuit of new buying resources, their abil-
ity to obtain "product and service extras" from resources
or their investment in "new-trend" merchandise. Since buy-
er performance in the Martin study was based mainly on in-
dividual rather than group criteria, the results are not

strictly comparable.7 There are, however, few studies

6Hoyle, Who Shall Be Principal--a Man or a Woman?",
Pp. 23-24,

7Martin, "Support for Women's Lib: Management Per-
formance," pp. 17-28.
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which compare the performance of groups led by males versus
females, particularly groups engaged in business-related
tasks. Most studies which have compared male and female
performance have done so in leaderless problem-solving
situations where the results have been mixed and indicative
of the complexity surrounding the question of sex differ-
ences in performance.8 Research by Horner further suggests
that females are subject to "success fears" which interfere
with performance.9 Therefore, caution must be exercised
when generalizing the findings of the present study to
other situations. Nevertheless, the present findings pro-
vide some basis for the position that in business situations,
groups led by females can perform as effectively as groups
led by males.

The Relationship Between Selected
Independent Variables and Satisfaction

Leader Type, Group Composition,
Time, and Follower Satisfaction

As was noted in an earlier review of the literature,
there have been numerous suggestions that, compared with male

leaders, female leaders of work groups would adversely affect

8Hoffman and Maier, "Social Factors Influencing Prob-
lem Solving in Women," pp. 382-90; Maier, "Male Versus Female
Discussion Leaders," pp. 455-61; Bond and Vinacke, "Coali-
tions in Mixed-Sex Triads," pp. 61-75; Cattell and Lawson,
"Sex Differences in Small Group Performance," pp. 141-45.

9
Horner, "Woman's Will to Fail," pp. 36-38+.
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group member satisfaction with various aspects of the work
situation. Many of the indications, however, have been in
the nature of survey opinion.10 There are, however, few
studies which provide data related to actual comparisons
of follower satisfaction in controlled situations involving
male and female leaders. At the same time, several surveys
indicate that respondents who have worked for and/or with
females are likely to be more positive in their attitudes
towards women than those who have not. Also, there appear
to be differences in the strength of negative attitudes to-
wards women which imply that whether the followers were all
male or mixed could affect follower satisfaction levels.11
Therefore, as was explained previously, the present
study considered the independent variables leader type,
group composition, and time as they affect the five satis-
faction dimensions task structure, leader action, group at-
mosphere, team interaction, and task conceptualization. The
results of the data analysis utilizing analysis of variance
with repeated measures were presented in the previous chap-
ter. Reviewing these findings reveals that there were sig-

nificant results involving two satisfaction dimensions,

loSee, Ellman, Managing Women in Business, p. 108;
Bowman, Worthy, and Greyser, "Are Women LExecutives People?",
p. 166; Killian, The Working Woman: A Male Manager's View,
pp. 180-84.

1
1 Ibid.
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task structure and team interaction.

Results for satisfaction with task structure showed
there was interaction between the independent variables
group composition and time. Further analysis using the
Tukey Test indicated that satisfaction with task structure
had reduced significantly among followers in mixed groups
from the beginning to the end stages of the executive task.
Therefore, as one might expect, at the end of the task
there was also a significant reduction in satisfaction with
task structure for mixed followers as compared to male fol-
lowers. In addition, there was significant interaction
among all three of the independent variables, which must be
evaluated before drawing any conclusions. In analyzing the
three-way interaction, the Tukey Test results showed that
at the end of the task, satisfaction with task structure
was significantly less in male-led groups with mixed follow-
ers than in male-led groups with male followers. Also,
satisfaction in male-led groups with mixed followers was
significantly reduced between the beginning and end of the
task. Similar comparisons for groups with female leaders
were not significant.

Since by definition the mixed follower groups con-
tained both males and females, it was possible that the dif-
ferences in satisfaction with task structure in the male
follower versus mixed follower groups could be explained

by trends over time in female satisfaction scores in
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mixed groups.

Figure 7

Differences in Satisfaction with Task Structure
Over Time in Mixed Groups

24

23\
Male Ldr., Male Folw.

22

Female Ldr., Female Folw.
21 Female Ldr., Male Folw.
20
19

18
17 Male Ldr., Female Folw.

Task Structure

16

Beginning End
Time

An investigation of means revealed that between the begin-
ning and end of the task, male satisfaction with the task
structure declined slightly in both male-led (23.67 to
22,.44) and female-led (22.42 to 21.42) mixed groups. In
contrast, by the task's end stages, female satisfaction had
declined sharply and significantly in the male-led mixed
groups (21.00 to 17.56) while rising in the female-1led
mixed groups (20.00 to 21.67). Therefore, differences in
satisfaction with task structure in male-led mixed groups
were caused mainly by reductions in the satisfaction of the

female members. Apparently, male leaders had an adverse
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effect on satisfaction with the task structure for female
members of mixed groups, while female leaders had a mildly
positive effect on the satisfaction dimension for female
followers of mixed groups. At the same time, the satis-
faction with task structure for male followers was at simi-
lar levels in male-led and female-led mixed groups. Although
it is difficult to determine the reasons for these results,
it is possible that the presence of a female leader legiti-
mized the task for the female followers. This would be con-
sistent with research by Hoffman and Maier in which a female
administrator of problem-solving sessions was found to have

12 It is also pos-

a positive effect on female performance.
sible that the female leaders may have actively encouraged
the participation of female followers and that male leaders
did not. Since the course in which the subjects were en-
rolled was not a required course, it is probable that the
females in the sample were at least more interested in busi-
ness than females in general would be. Clearly, additional
research is necessary, particularly in view of the complex-
ity of the issues surrounding female performance. Neverthe-
less, the fact that female followers in female-led mixed

groups were more satisfied with task structure than female

followers in male-led mixed groups were, suggests that in

12L. Richard Hoffman and Norman R. F. Maier, "Social
Factors Influencing Problem Solving in Women," Journal of
Personality and Social Psychology, IV (1966), 382-90.
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contexts with mixed followers it may be advantageous to ap-
point a female leader. This is particularly true since male
follower satisfaction with task structure was similar in
both the male-led and female-led groups.

The analysis results for this phase of the experi-
ment also showed significant differences related to team
interaction. 1In all groups, satisfaction with team inter-
action declined between the beginning and end of the task.
There is no obvious explanation for this phenomenon. It is
possible that the academic work pressure as the term drew
to a close caused reduced satisfaction with interaction
among team members. Another possibility is that the task
itself was responsible for the decline. This interpreta-
tion would be consistent with some prior research. 1In play-
ing the Executive Game, it was necessary for the teams to
formulate strategy and there was considerable uncertainty
involved due to the competition. A laboratory study by
Raven and Rietsema showed that when there is not a clear
procedure to be followed in achieving groups success, dis-
agreements may occur which reduce member attraction to the
group.13 Similarly, French found that disagreements re-

garding the method to be used in problem-solving groups

13 . .
B. H. Raven and J. Rietsema, "The Effect of Varied

Clarity of Group Goal and Group Path upon the Individual and
His Relation to His Group," Human Relations, X (1957), 29-44.
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could adversely affect interaction.14

There were no significant differences between leader
type, group composition, and time and satisfaction with
either leader action, group atmosphere or task conceptual-
ization. The leader action finding is consistent with re-
search by Maier which reported no significant differences in
follower satisfaction with male versus female discussion

leaders.15

Leader Type, Group Composition,
Leader Dominance, and Follower Satisfaction

The present study was also aimed at determining whe-
ther a significant relationship exists between leader type
(male and female), group composition (male and mixed), and
leader dominance need (high and low) and five dimensions of
follower satisfaction. As Megargee has noted, it is con-
sidered acceptable for men to dominate women but not vice
versa.16 The analysis results using three-way (2 x 2 x 2)
analysis of variance and satisfaction data from the latter

stages of the task, however, do not indicate that female

leaders with a high need for dominance adversely affected

14J. R. P. French, Jr., "The Disruption and Cohe-
sion of Groups," Journal of Abnormal and Social Psychology,

Maier, "Male Versus Female Discussion Leaders,"
pp. 455-61.

6Megargee, "Influence of Sex Roles on the Mani-
festation of Leadership," pp. 377-82.
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follower satisfaction. In fact, in the area of satisfaction
with team interaction, male follower groups were signifi-
cantly more satisfied with high need for dominance female
leaders than with low need for dominance female leaders. 1In
other areas, differences related to female dominance need
levels were nonsignificant.

Satisfaction with task structure in groups with high
need for dominance male leaders, however, was higher in
groups with male followers than in groups with mixed follow-
ers. In the previous section, it was noted that between the
beginning and ending stages of the task a sharp decline in
satisfaction with task structure occurred among female mem-
bers of mixed groups led by male leaders. A further look at
the data for the ending stages of the task, therefore, re-
vealed that the mean level of female satisfaction with task
structure in mixed groups with high need for dominance male
leaders was 15.17 versus 22,50 in mixed groups with low dom-
inance need male leaders. The data indicate that high need
for dominance male leaders may have a detrimental effect on
female follower satisfaction with task structure. These re-
sults are, perhaps, indicative of changing values regarding
sex roles, particularly the growing dissatisfaction of fe-

males with males who show a high need to dominate.
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Leader Type, Leader Dominance,
Follower Dominance, and Follower Satisfaction

Hollander and Julian have pointed to the relative
neglect of follower traits in studying leadership situa-
tions.17 Therefore, follower need for dominance was also
considered in the present research project. The inclusion
of the predictor variable follower need for dominance did
not lead to significant related results on four of the five
satisfaction dimensions. Follower dominance need did, how-
ever, appear to be significantly related to satisfaction with
task conceptualization, although the relationship was a com-
plex one due to interaction effects. Further analysis indi-
cated that low need for dominance followers were more satis-
fied with task conceptualization in groups led by low domi-
nance need male leaders than in groups led by low dominance
need female leaders. At the same time, low need for domi-
nance followers in groups led by low dominance need males
were significantly more satisfied with task conceptualiza-
tion than high need for dominance followers in groups led
by low dominance need males. It is possible that low need
for dominance male leaders did not provide the level of
leadership expected by high need for dominance followers;
and, hence, lessened satisfaction with task conceptualiza-

tion for high dominance need followers. Smelser, in a

l7Hollander and Julian, "Contemporary Trends in the
Analysis of Leadership Processes," pp. 387-97.
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study of male pairs performing a joint task, found that task
achievement was lowest in pairs with a low dominance need
leader and a high dominance need follower.l8 At the same
time, low need for dominance followers may have been less
confident in the task capabilities of female leaders with a
low dominance need as compared with male leaders with a low
dominance need, thus deriving less satisfaction from the
cognitive aspects of the task in the groups led by low domi-
nance need females.

Leader Type, Group Composition,
Leader Achievement, and Follower Satisfaction

The effect of high and low leader need for achieve-
ment was also considered in the present study. The results
indicate that satisfaction with group atmosphere is higher
in mixed follower groups led by high achievement need males
than in mixed follower groups led by low achievement need
males. Although the mean scores for females were lower
than the mean scores for males in the groups with the low
achievement need male leaders, both mean scores were lower
than their counterpart scores in the high achievement need
leader groups. Hence the low need for achievement male
leader seemed to have an adverse effect on both male and fe-

male satisfaction with group atmosphere, although the effect

18William T. Smelser, "Dominance as a Factor in
Achievement and Perception in Cooperative Problem Solving
Interactions," Journal of Abnormal and Social Psychology,
LXII (1961), 535-42.
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was more pronounced for the female followers.

In addition, differences in satisfaction with team
interaction based on the high versus low need for achieve-
ment of male leaders approached significance, with high need
for achievement male leaders having a positive effect on
satisfaction levels. A similar effect, however, did not
occur for female leaders.

Follower satisfaction with task conceptualization
was also affected by the achievement need level of the lead-
er, Satisfaction was significantly higher in groups led by
low need for achievement male leaders than in groups led by
either high need for achievement males or low need for
achievement females. It is possible that the high need for
achievement male leaders and low need for achievement fe-
male leaders ﬁlaced too much and too little emphasis, re-
spectively, on group achievement.

These results suggest that the relationship between
leader type, group composition, and leader achievement need
and follower satisfaction is complex; but worthy of further
research.

Leader Type, Leader Achievement,
Follower Achievement and Follower Satisfaction

The inclusion of the predictor variable follower
achievement need (high and low) provided significant results
related to only one satisfaction dimension. Low need for

achievement followers were significantly more satisfied with
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team interaction when the leader was a low need for achieve-
ment male then when the leader was a low need for achieve-
ment female. On the whole, however, follower achievement
need does not appear to be particularly useful in predict-

ing follower satisfaction. Nevertheless, it should be noted
that median scores were used to separate high and low achieve-
ment need scores for followers. It is possible that using a
larger sample and a percentage of only the highest and low-
est scores, more significant results could be obtained.

This is, of course, true of the other personality variables

used in this study as well.

Leader Type and Leader Satisfaction

According to the results outlined in the previous
chapter, there were no significant differences between male
and female leader satisfaction with task structure, leader
action, group atmosphere, team interaction or task concep-
tualization. While these findings are contrary to what
might be expected given some evidence of success conflicts
for females, there are few studies of male versus female
leader satisfaction with which to make a comparison. 1In
addition, as mentioned earlier, the females in this study
had some interest in business, a fact which may account for
satisfaction levels similar to male leaders. Nevertheless,
the results suggest that at least in some contexts satis-
faction levels of the leader do not differ for males and

females.
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Femqle Leadgr Dominance
and Female Leader Satisfaction

Correlation coefficients presented in Chapter III
indicated no significant relationship (p.<.10) between fe-
male leader need for dominance and female leader satisfac-
tion with either task structure, leader action, group at-
mosphere, team interaction or task cognition. The negative
correlation (-0.477) between female leader need for domi-
nance and satisfaction with group atmosphere did, however,
approach significance (p.<.15). Negative correlations be-
tween female dominance need and team interaction (-0.347)
and task cognition (-0.317) were also fairly high. 1In con-
trast, for male leaders there was a low but positive corre-
lation (0.224) between leader dominance need and group at-
mosphere. The correlations were also positive (but non-
significant) between male leader need for dominance and team
interaction (0.338) and task cognition (.354). The fact
that the correlations between need for dominance and several
satisfaction dimensions are negative for women and positive
for men would seem to support research by Megargee. Find-
ing that high dominance need females were reluctant to
voluntarily assume leadership over low dominance need
males, Megargee attributed the results to the social role

prescription for women which precludes their dominating
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men.19 It will take further research, however, to deter-

mine, first, whether the negative correlations will reach sig-
nificant in larger samples; and, if so, whether the cause is
internal conflict for the female, resistance of followers, or
both. The fact that there was a positive, though small, cor-
relation between female leader need for dominance and satis-

faction with leader action lends some doubt to the internal

conflict possibility.

Femalg Leadgr Achigvement
and Female Leader Satisfaction

Analysis of the relationship between female leader
need for achievement and each of five satisfaction dimen-
sions revealed significant positive correlations with task
structure and leader behavior and a significant negative
correlation with team interaction.

Parallel correlations between male leader achieve-
ment need and each of the satisfaction dimensions were posi-
tive and nonsignificant although the correlation with group
atmosphere (0.483) approached significance (p.4.15). There-
fore, there appears to be a stronger relation between
achievement need and satisfaction for female leaders than for
male leaders. The significant correlation between female
leader need for achievement and female leader satisfaction

with leader action would seem to be consistent with Doll's

.
"9Megargee, "Influence of Sex Roles on the Mani-
festation of Leadership," pp. 377-82.
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finding that the female executives in her study scored high
on achievement need.20 Furthermore, the correlation be-
tween female leader need for achievement and female leader
satisfaction with task structure suggests the possibility
that the females who are high in achievement will be more
satisfied with an executive task. As was noted, there was
a significant negative correlation between female leader
achievement need and satisfaction with team interaction.
One possibility is that the higher the achievement need of
the female leader the less she felt that her followers were
expending sufficient effort. It is also possible that the
female leaders felt their efforts to lead were being re-

sisted to some degree by their followers who were thereby

interfering with group achievement.

Summagx

In leaderless groups females were perceived by
their group members as ranking lower than males on goal
achievement functions. In appointed-leader groups, how-
ever, there was no significent difference in the group
member rankings received by male and female leaders on goal
achievement or group maintenance functions. The findings
suggest that group members perceive increased female goal

achievement behavior when females are placed in leadership

20Doll, A Comparative Study of Top Level Male and
Female Executives 1n Harris County, p. 6884.
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positions. Further research is required to determine whe-
ther females actually increase goal achievement behavior
or are merely perceived as doing so. Nevertheless, the
findings suggest that the person-oriented or group main-
tenance image of females can be altered by placing them in
leadership positions.

According to the present study results, groups with
male leaders and groups with female leaders performed equal-
ly well as measured by the discounted rate of return earned
at the end of the task. In general, satisfaction levels on
five dimensions related to the task situation were similar
in the four types of leader-appointed groups considered
in the study:

1l. Male leader, male followers

2. Male leader, mixed followers

3. Female leader, male followers

4, Female leader, mixed followers
Data analysis using analysis of variance with repeated
measures showed that the similarities were stable for the
duration of the task. A significant reduction in the sat-
isfaction with task structure, however, was found between
male-led groups with male followers and male-led groups
with mixed followers at the task's end stages. The level
of satisfaction in the male-led groups with mixed followers
was also found to be significantly less at the end stages
of the task than it had been at the beginning of the task.
Further analysis indicated that there had been a sharp

decline in the satisfaction level of the female members of
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the mixed groups led by males. At the same time, satisfac-
tion with task structure rose among female members of mixed
groups led by females. The data point to the possibility
that male leaders can have detrimental effects on the task
satisfaction of female followers.

When leader dominance need was included in the anal-
ysis, the results pointed to high need for dominance male
leaders as a possible reason for reduced female group mem-
ber satisfaction with task structure.

High dominance‘need females did not have the ex-
pected adverse effect on follower satisfaction. 1In fact,
followers were more satisfied with team interaction in
groups with high need for dominance female leaders than
in groups with low need for dominance female leaders. 1In
other areas, differences related to female dominance need
levels were nonsignificant. The inclusion of follower
need for dominance as a predictor variable in the analysis
produced complex interactions which indicate the need for
further research.

High leader need for achievement seemed to be more
predictive of the satisfaction of followers in male-led
groups than in female-led groups, although satisfaction
with task conceptualization was significantly lower in
groups led by low need for achievement females than in
groups led by low need for achievement males. The in-

clusion of follower need for achievement as a predictor
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variable in the analysis suggested that low achievement need
followers were significantly more satisfied with team inter-
action when the leader was a low achievement need female.
Since analysis of variance might be expected to indicate
some significant results purely on a chance basis, particu-
larly when performing a large number of analyses, it is pos-
sible that certain of the findings related to personality
factors are random phenomena.

Focusing on leader satisfaction, female leader sat-
isfaction on all five dimensions was equal to the satisfac-
tion of males. Correlations between leader dominance need
and satisfaction, however, revealed different patterns for
males than for females. Several of the correlations were
negative for females and positive for males. While the
negative correlations were not significant, it is suggested
that further research with larger samples may prove fruit-
ful. Need for achievement was highly predictive of satis-
faction for female leaders but not for male leaders. For
female leaders there were significant positive correlations
between need for achievement and satisfaction with task
structure and leader behavior. There was a significant neg-
ative correlation between female leader need for achievement
and satisfaction with team interaction. These results sug-
gest that need for achievement may be an important factor in
choosing female leaders.

Clearly, additional research is needed. The



192

findings of the present research, however, would tend to
support the view that, at least in some contexts, the impli-
cations of placing females in leadership positions do not
differ greatly from those of placing males in leadership

positions.
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APPENDIX A

INTRODUCTORY STATEMENT

AND STUDY QUESTIONNAIRES

The students enrolled in Management 101 this term
are asked to participate in a study of the functioning of
the Executive Game. The purpose of this study is 1) to
determine how the various groups operate within the context
of the game, and 2) to determine whether additional guid-
ance is needed while playing the game.

Therefore, throughout the term, all of you will be
asked to fill out a number of short questionnaires relating
to the game. You will not, however, be graded on what you
say on the questionnaires. In fact, the study data will be
handled by a member of the Management Department who has no
grading responsibilities in the course. Please state your
opinions freely, since only honest, thoughtful answers can
help accurately assess the functioning of the game. Your
cooperation will be of great assistance in enabling us to
help participants get maximum benefit from playing the

Executive Game.



10.

11.

12.

13.
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GENERAL INFORMATION QUESTIONNAIRE

Name (first, middle, last)

Student Number

Recitation Section Number

Local Telephone Number

Class Level (check one)

Freshman Junior Other (specify)
Sophomore Senior

Age

Sex
Male Female

Marital Status (check one)

Single Married Other

Academic Major (if you are undecided, write "undecided." If you
have made a tentative decision, but are unsure, write tentative
after your major, eg., "accounting-tentative')

Probable Future Occupation

Father's Occupation

Father's Education (check one)
Grammar School Some College
Some High School College Degree
High School Graduate

Mother's Occupation
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GENERAL INFORMATION QUESTIONNAIRE - Continued

14. Mother's Education (check one)
Grammar School Some College
Some High School College Degree
High School Graduate

15. Home Town (legal residence - give city and state)

16. Was your high school coeducational? Yes No

17. How many of your brothers and sisters are older than you?
18. How many of your brothers and sisters are younger than you?
19. Work Experience:

Organization Type work From To Full or
(mo.,yr.) (mo.,yr.) Part-time
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EXECUTIVE GAME QUESTIONNAIRE Al

Your Name Today's Date

Student Number

INSTRUCTIONS :

This questionnaire will be used at several stages in the study of the Executive Game. At
the beginning of the game its usefulness may not be obvious, but by the end you will see
that this questionnaire can provide valusble information on how the game is going. Remem—
ber that the content of this questionnaire will not be used to grade either you or the
members of your game team. Your answers on this questionnaire will be kept confidential.
At the ssme time you are asked not to tell your answers to other members of your team
because, from the point of view of the analysis of how the game is going, each team member
should express his own opinions independently of anyone else's opinions.

Names of Team Members - Corresponding Initials

When you are asked to write the names of your fellow team members, you need only use the
first and last initials for each name.

QUESTIONS :
1. During your discussion for this period of the game, who on the team did the most to

encourage other team members to express their opinions? (When answering questions,
please always include yourself and all other team members.)

(most) ‘(next most) (next) (next) (next)

2. Which team member did the best job of helping the tesm resolve differences of opinion?

(best) (next best) (next) (next) (next)

3. In your discussions which team member placed the most emphasis on beating the other
teams in the game?

(most) (next most) (next) (next) (next)

4. Which member was most influential in getting the team to adopt and follow an overall
game strategy?

(most) (next most) (next) (next) (next)

5. During your discussions who on the team did the most to make the other members feel
that their contributions were needed and worthwhile?

(most) (next most) (next) (next) (next)
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QUESTIONNAIRE Al - Continued

6.

10.

11.

12.

13.

Which member of the team talked the most (whether or not what he or she said
mattered very much)?

(most) (next most) (next) (next) (next)

Which member did the most to guide your team discussions and keep them moving
towards this period's game decisions?

(most) (next most) (next) (next) (next)

Which team member had the best ideas?

(best) (next best) (next) (next) (next)

Which member did the most to promote warm, friendly relations among team members?

(most) (next most) “(next) (next) (next)

Which team member most often got the others to go along with a new idea when it
came up?

(mos t) (next most) (next) (next) (next)

Which member of the team most often gave in and accepted someone else's point of
view?

(most) (next most) (next) (next) (next)

To what extent do you agree with the decisions made by your team for this period
of the game? (check one)

agree completely agree mostly somewhat agree
agree with very little disagree completely

To what extent did questions arise which no one on the team had the background to
answer? (check one)

constantly often sometimes

rarely never



207

EXECUTIVE GAME QUESTIONNAIRE A2

Your Name Today's Date
Last, First

Student Number

INSTRUCTIONS :

This questionnaire will be used at several stages in the study of the Executive Game. At
the beginning of the game its usefulness may not be obvious, but by the end you will see
that this questionnaire can provide valuable information on how the game is going. Remem-
ber that the content of this questionnaire will not be used to grade either you or the
members of your game team. Your ansvers on this questionnaire will be kept confidential.
At the same time you are asked not to tell your answers to other members of your team
because, from the point of view of the analysis of how the game is going, each team member
should express his own opinions independently of anyone else's opinions.

Names of Team Members - Corresponding Initials

When you are asked to write the names of your fellow team members, you need only use the
first and last initials for each name.

QUESTIONS :

1. Who on the team did the most to encourage other team members to express their opinions?
(When answering questions, please always include yourself and all other team members.)

(most) (next most) (next) (next) (next)

2. Which team member did the best job of helping the team resolve differences of opinion?

(best) (next best) (next) (next) (next)

3. In your discussions which team member placed the most emphasis on beating the other
teams in the game:

(most) (next most) (next) (next) (next)

4. Which member was most influential in getting the team to adopt and follow an overall
game strategy?

(most) (next most) (next) (next) (next)

5. During your discussions who on the team did the most to make the other members feel
that their contributions were needed and worthwhile?

(most) (next most) (next) (next) (next)
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QUESTIONNAIRE A2 - Continued

6. Which member of the team talked the most (whether or not what he or she said
mattered very much)?

(most) (next most) (next) (next) (next)

7. Which member did the most to guide your team discussions and keep them moving
towards this period's game decisions?

(most) (next most) (nogt) (next) (next)

8. Which member did the most to promote warm, friendly relations among team members?

(most) (next most) (next) (next) (next)

9. Which team member most often got the others to go along with a good idea when it
came up?

(most) (next wost) (next) (next) (next)

10. Which member of the team most often gave in and accepted someone else's point of
view?

(most) (next most) (next) (next) ] (next)

11. To what extent do you agree with the decisions made by your team for this period of
the game? (check one)

agree completely agree mostly Somewhat agree
agree with very little disagree completely

12. To what extent did questions arise which no one on the team had the background to
answer? (check one)

constantly often sometimes

rarely never
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Last First

Student Number

Today's Date

This questionnaire will be used at several stages in the study of the executive
Its purpose is to find out your views on various aspects of the game; your

views about specific points can provide leads for improving the course.
tents will not be used to grade you or the members of your game team.

will

be kept confidential.

PLEASE INDICATE THE EXTENT TO WHICH YOU AGREE OR DISAGREE WITH EACH OF THE

FOLLOWING STATEMENTS BY CIRCLING THE APPROPRIATE NUMBER:

10.

11.

12.

13.

STRONGLY
_AGREE
Our team leader makes sure our 1
ganme decisions are made and
turned in each week.
This course would be better if 1
wve veren't playing the
executive game.
I am satisfied with effort our 1
team is making.
Our team leader does a good job 1
of leading the team.
Management 101 is a worthwhile 1
course.
I do not slways understand the 1
relationship between our game
decisions and our game results.
Our team leader seems to be 1
comfortable in the role of leader.
Our team's game decisions are 1
too radical.
Some of the other members of the 1
team aren't really interested in
the executive game.
Most of my ideas aren't really 1
given serious consideration by the
other members of the team.
Our team leader really isn't 1
interested in the game.
I do more than my share of the 1

team's work.

Our team leader dominates the team.

AGREE

CAN'T
DECIDE

3

DISAGREE

The con-
Your answers

STRONGLY
DISAGREE

5
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EXECUTIVE GAME QUESTIONNAIRE - Bl - Continued

14,

15.

16.

17.

18.

19.
20.

21.

22.

23.

24,

25.

26.

27.

28.

Talking decisions over with team members
helps me get more out of playing the
executive game than I would if I were
playing it alone.

I find the game manual, The Executive
Game, easy to follow.

One or more other members of the team
could do a better job of leading the
team than our present leader does.

Playing the executive game has made the
concepts I learn in lecture and
recitation more meaningful.

I would rather be on another team.

Our pre-game orientation was adequate.

Our team's game decisions are too
conservative.

Our team would function just as well
without a leader.

I am not really interested in playing
the executive game.

Our team leader picks up and distributes
our team's game results each week.

I am satisfied with our team results.

Playing the executive game is increasing
my understanding of the complex nature
of business decisions.

Our team leader does a lot to guide our
team's game discussions.

I resent it when our team leader tries
to coordinate our team efforts.

I have a clear understanding of the
meaning of the various figures and
concepts we use in playing the game.

STRONGLY AGREE CAN'T DISAGREE

AGREE DECIDE
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
) 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4

STRONGLY
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EXECUTIVE GAME QUESTIONNAIR!Q- B - Continued
INSTRUCTIONS:

The atmosphere of a game team can vary in a number of ways which may be important
to the success of the team. Listed below are pairs of words which are opposite
in meaning, such as Quiet and Noisy. You are asked to describe the atmosphere in
your game team during this week's game discussion by placing an "X" in one of the
eight spaces on the line between the two words.

EXAMPLE:

Each space represents how well the adjective fits the group atmosphere you are
describing, as if it were written:

Quiet: : : H | : : : :Noisy
Very Quite Somewvhat Slightly!Slightly Somewhat Quite Very
Quiet Quiet Quiet Quiet Noisy Noisy Noisy Noisy

If you were to describe your game team atmosphere as "Quite Quiet" you would put an
"X" in the second space from the word Quiet, like this:

Quiet: H X H : i : : : :Noisy

DESCRIBE THE ATMOSPHERR OF YOUR GROUP DURING YOUR GAME DISCUSSIONS FOR THIS WEEK BY
PLACING AN "X" IN THE PROPER SPACE FOR EACH PAIR OF WORDS (Please give your immediate
first reaction to the items):

1. Unfriendly H s e s { s s s ¢ Friendly

2. Accepting s $ s : s : 3 ¢ Rejecting

3. Frustrating : : : : : H : Satisfying

4. Unenthusiastic: s 3 : : s : s ¢ Enthusiastic
5. Productive : : : : = : s : ¢ Nonproductive
6. Warm : : : e 1 : : : : Cold

7. Cooperative

.
.
.
.
.

¢ Uncooperative

8. Hostile s : s | : : : Supportive
|
9. Interesting H : : : i : : t Boring
10. Successful : : : : | : : : : Unsuccessful

*Fred E. Fiedler's Group Atmosphere Scale, used with
permission of author.
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Last,First

Student Number

This questionnaire will be used at several stages in the study of the executive

views about specific points can provide leads for improving the course.
tents will not be used to grade you or the members of your game team.

will

Today's Date

Its purpose is to find out your views on various aspects of the game; your

be kept confidential.

The con-

Your answers

PLEASE INDICATE THE EXTENT TO WHICH YOU AGREE OR DISAGREE WITH EACH OF THE
FOLLOWING STATEMENTS BY CIRCLING THE APPROPRIATE NUMBER:

1.

10.

11.

12,

13.

I make sure my team's game decisions
are made and turned in each week.

This course would be better if we
weren't playing the executive game.

I am satisfied with the effort our
team is making.

Being team leader is a good learning
experience.

STRONGLY
AGREE

1

1

Management 101 is a worthwhile course. 1

I do not always understand the rela-
tionship between our game decisions
and our game results.

I feel comfortable in my role as
leader.

Our team's game decisions are too
radical.

Some of the other members of the
team aren't really interested in
the executive game.

Most of my ideas aren't really
given serious consideration by the
other members of the team.

Being team leader is too much work.

I do more than my share of the
team's work.

I would rather not be the leader
of the team.

AGREE

CAN'T
DECIDE

3

DISAGREE

STRONGLY
DISAGREE

5
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EXECUTIVE GAME QUESTIONNAIRE - B2 - Continued

STRONGLY AGREE
AGREE

1l4. Talking decisions over with team 1 2
members helps me get more out of
playing the executive game than I
would if I were playing it alonme.

15. I find the game manual, The Executive 1 2
Game, easy to follow.

16. One or more other members of the team 1 2
could do a better job of leading the
team than I do.

17. Playing the executive game has made 1 2
the concepts 1 learn in lecture and
recitation more meaningful.

18. I would rather be on another team. 1 2

19. Our pre-game orientation was adequate. 1 2

20. Our team's game decisions are too 1 2
conservative.

21. Our team would function just as well 1 2
without a leader.

22. I am not really interested in playing 1 2
the executive game.

23. 1 pick up and distribute the weekly game 1 2
results to the teanm.

24, 1 am satisfied with our team results. 1 2

25. Playing the executive game is increasing 1 2
my understanding of the complex nature
of business decisions.

26. In my role as team leader, I do a lot 1 2
to guide our team's game discussions.

27. Some team members resent it when I try 1 2
to coordinate our team's efforts.

28. I have a clear understanding of the 1 2

meaning of the various figures and
concepts we use in playing the
executive game.

CAN'T

DECIDE

3

DISAGREE STRONGLY

DISAGREE
4 5
4 5
4 5
4 5
4 5
4 S
4 5
4 )
4 5
4 S
4 5
4 S
4 S
4 S
4 5
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EXECUTIVE GAME QUESTIONNAIRE®- B - Continued
INSTRUCTIONS :

The atmosphere of a game team can vary in a number of ways which may be important
to the success of the team. Listed below are pairs of words which are opposite
in meaning, such as Quiet and Noisy. You are asked to describe the atmosphere in
your game team during this week's game discussion by placing an "X" in one of the
eight spaces on the line between the two words.

EXAMPLE :

Each space represents how well the adjective fits the group atmosphere you are
describing, as 1f it were written:

Quiet: : : : | : : : :Noisy
Very Quite Somewhat Slightly!Slightly Somewhat Quite Very

Quiet Quiet Quiet Quiet Noisy Noisy Noisy Noisy

If you were to describe your game team atmosphere as "Quite Quiet" you would put an
“X" in the second space from the word Quiet, like this:

Quiet: : X : : | : : : :Noisy
|

DESCRIBE THE ATMOSPHERR OF YOUR GROUP DURING YOUR GAME DISCUSSIONS FOR THIS WEEK BY
PLACING AN "X" IN THE PROPER SPACE FOR EACH PAIR OF WORDS (Please give your immediate
first reaction to the items):

1. Unfriendly : : : : 1 : : : Friendly
Ll
2. Accepting : : : : Rejecting

3. Prustrating : Satisfying

.
.

.

g

o

4. Unenthusiastic: : s H l s s : : Enthusiastic

5. Productive : : : 3 = s : ¢ Nonproductive
6. Warm : : : : : : : 3 : Cold

7. Cooperative : : : = : : ¢ Uncooperative
8. Hostile : H 5 : l e : s : Supportive

9. Interesting : : : l : : : : Boring

10. Successful H 3 H : | : : : : Unsuccessful

*Fred E. Fiedler's Group Atmosphere Scale, used with
permission of author.
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EXECUTIVE GAME QUESTIONNAIRE - C*

DIRECTIONS: The way a person feels about various types of activities may affect the
extent to which he benefits from participating in the Executive Game. A number of pairs
of statements are listed below. You are asked to choose the statement in each pair
which is most characteristic of what you like to do or how you feel.

Make your selection by circling the appropriate A or B letter. You may like both state-
ments A and B. If so, choose the statement that you like the most. If you dislike both
A and B, choose the statement that you dislike the L

Example:

1f, of the two given, A 1s most 1stic of what you would
1ike, you would circle the A:

@ I like to talk about myself to others.
I like to work toward some goal that I have set for myself.

Otherwise, you would circle the B.

1. A I like to observe how another indiv:
B I like to be able to say that I haj

2. A I like to be called upon to set
B I like my friends to do many

3. A When serving on a committee ‘ected chairman.

I am in a group, I lilk someone else in

When
deciding what the group i

4. A 1 like to be successful,

B 1 like to form new fr:

5. A I like to finish ang

=
~

like to be able ers to do what I want.

6. A I like to

B I like to acc gnize as requiring skill and effort.

7. A I like to
according

er papers neatly arranged and filed

organizations and groups to which

B I like to,
1 belong
8. A I lik no one will be able to answer.
B I 1y o do their jobs.

*Items on Questionnaire C are from the Edwards Personal Preference Schedule,
used and printed with permission from The Psychologlcal Corporation,
New York.
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EXECUTIVE GAME QUESTIONNAIRE - C - Continued

9. A I like to help my friends when they are in t:

B I like to do my very best in whatever I und,

10. A I like to supervise and to direct the ac 1 can.

B I like to do things in my own way witho

11. A I like to solve puzzles and problems

®
=l

1ike to judge people by why they

12. A I like to be able to do things be

B I like to tell amusing stories a

13. A When with a group of people, I, but what we are

going to do.
B I like to predict how my fr fons.

14. A I like to do my very best

I like to help other peo,

15. A When things go wrong f b blame than anyone else.

1 like to solve puzz. ple have difficulty with.

16. A I like to argue for, ttacked by others.

1 like to experiel 1ly routine.

17. A When I am in a g
deciding what

dership of someone else in

I like to supgh s of other people whenever I can.

in some job, profession, or field

anned before beginning it.

19. A I like § ather than to continue doing the same

B When to be appointed or elected chairman.

20. A el or play.

that are contrary to mine.
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EXECUTIVE GAME QUESTIONNAIRE - C - Continued

21.

22.

23.

24,

A I like to be able to come and

B I like to be able to say that g fell.

A I like to be regarded by of

B I like to put in long hou acted

A T like my friends to s, me up when 1 am depressed.

B When with a group of isions about what we are
going to do.

A I like to work h

B I would like to significance.

A I get so angr, d breaking things.

r jobs.

of the opposite sex.

rtaken.

when 1t 1s attacked by others.

and jokes at parties.

novel or play.
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APPENDIX B

COMPLETE FACTOR STRUCTURE OF SATISFACTION SCALE ITEMS
Factor
Variable 1 2 3 4 5
1 -0.0907 0.6662 -0.0550 0.0164 -0.1614
2 0.5356 0.0539 0.0683 0.1979 -0.2085
3 -0.0686 0.2340 -0.0726 -0.5022 0.0911
4 -0.0752 0.7469 -0.1050 -0.1038 0.0545
5 -0.5711 0.0150 0.0004 0.0895 0.0238
6 0.0915 -0.0051 0.0811 0.1612 -0.5615
7 -0.0109 0.7228 -0.1091 -0.1951 0.1554
8 0.1387 -0.0873 0.0260 0.1783 -0.3896
9 0.3235 0.0265 0.2484 0.3920 -0.0675
10 0.1037 0.1262 -0.0837 0.4261 -0.2658
11 0.1646 -0.2629 0.1572 0.4656 -0.0192
12 -0.0315 -0.3338 -0.0302 0.0030 0.2214
13 0.1551 0.1749 -0.0553 0.2382 -0.2803
14 -0.4524 0.0767 -0.1950 -0.0684 0.0660
15 -0.1501 0.1524 -0.2040 0.3286 0.3692
16 -0.1942 -0.6785 -0.0495 0.1844 -0.0820
17 -0.6261 -0.0366 -0.1460 0.0324 0.1285
18 0.2320 -0.1507 0.1187 0.4398 -0.0792
19 -0.1974 0.0919 -0.0428 0.1595 0.5701
20 0.0040 -0.0907 0.1027 0.4010 0.1627
21 -0.0770 -0.3977 0.1210 0.0809 -0.0334
22 0.5577 -0.0343 -0.0125 0.2718 -0.3628
23 -0.2490 0.4584 -0.0089 -0.0042 0.0785
24 0.0439 0.1591 -0.1019 -0.4630 0.1281
25 -0.5650 -0.0136 -0.1391 -0.1688 0.2160
26 -0.1025 0.7494 -0.0694 -0.0544 0.1908
27 0.0985 -0.1329 -0.2512 0.1352 0.0129
28 -0.2912 0.0545 -0.1729 -0.0751 0.5711
29 0.2527 -0.3427 0.3242 0.1498 0.0590
30 0.0619 0.0650 -0.4566 -0.0315 0.3031
31 0.3992 -0.0891 0.5029 0.2457 -0.1877
32 0.6222 -0.2069 0.3532 0.2482 -0.1238
33 -0.2838 0.1267 -0.6819 -0.1147 0.0414
34 -0.2124 0.3247 -0.6864 -0.1656 -0.0195
35 -0.0998 0.1710 -0.7777 -0.1197 0.0055
36 0.2253 0.1076 0.5210 0.0041 0.0189
37 -0.5386 0.1298 -0.4101 -0.1017 0.1814
38 -0.2354 0.0890 -0.6033 -0.3245 0.2460
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APPENDIX C

MEANS AND STANDARD DEVIATIONS OF THE 38 ITEMS

FACTOR ANALYZED

Variable Mean St. Dev.
1 4.5474 0.7734
2 3.6861 0.9571
3 3.9197 0.8718
4 3.8394 0.9377
5 3.7956 0.8207
6 2.7080 1.1536
7 3.7007 1.0063
8 4.0146 0.5665
9 3.4161 1.0850

10 3.9489 0.7953
11 4.0000 0.8015
12 3.5328 0.8883
13 3.8686 0.7906
14 4.1752 0.9194
15 2.1168 1.0041
16 3.1825 0.9059
17 3.1241 1.0213
18 4.0000 0.6941
19 2.6423 1.1253
20 3.5985 0.8497
21 2.7226 1.0990
22 3.7372 0.8651
23 4.0730 0.9093
24 3.4453 1.0458
25 3.8102 0.8417
26 3.2336 1.0200
27 4.0073 0.7199
28 2.8540 1.0708
29 6.7737 1.1961
30 6.2336 1.5438
31 5.9124 1.4269
32 5.7956 1.5527
33 6.2993 1.4667
34 6.1752 1.4085
35 6.6204 1.3243
36 6.6204 0.9600
37 6.0073 1.6367

38 6.2336 1.3895
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APPENDIX D

S-L TEST DESCRIPTION

In applying the S-L Test, for each scale item the
procedure followed was:

1. For each group, the group member rankings for

each particular group member were added to obtain

a pooled ranking for each member of the group.

2. The pooled rankings received by the male mem-

bers of the group were added to obtain Ti for

each group where T is the total of the rankings

received by male members of group i, i = 1,2...M.

3. The probability estimate for each group was

obtained by

T.

A i - ni (ni+1)

nj (Nj-nj)

where 6i = probability that males will be
ranked higher than (have a lower
rank number) females in group i,
i=1,2...M,

n. = number of males in group i,
i = l’Z.QQMo

N. = number of individuals in group i,
i = l'ZQOOM.

4. The average probability estimate for all the
groups was obtained by

M
- s A
P = §yZ Pi

i=1

-



221

while the known variance for each group was com-

puted by

Nj+1

Var S- =
1 12n; (N;=-nj)

5. The hypothesis:

Hj:
was tested using a z Test:

p-.5

M
\\l %é Var (pi)

i=1

Zz =

Females were substituted for males when testing whether
females ranked higher than males. When scales consisted of
more than one item, an average probability estimate was
obtained for the multiple scale items and the variances of
all the scale observations were considered in applying the

2 Test.



