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ABSTRACT

STATUS-ROLE PERCEPTIONS IN THE
TAIWAN EXTENSION ORGANIZATION

by Irving Rudolph Wyeth

The purpose of the study was (1) to determine and analyze the attitudes held
by status-role groups toward the present extension organization in Taiwan and
their perceptions of expectations and needs for organizational change, and (2)
to ascertain whether or not there was consensus between status-role groups with
respect to such attitudes and perceptions. It was hypothesized that status-role
groups of the Taiwan extension organization (1) would not hold significantly differ-
ent attitudes toward the structure and functionality of the present organization,
(2) would not significantly differ in their perceptions of expectations and needs for
organizational change, and (3) there is no relationship between the consensus on
the attitudes held toward the present organization and the consensus on percep-
tions of expectétions and needs for organizational change.

The sample consisted of eight administrators, fourteen supervisors, nine-
ty-one advisors, and ten specialists. From this sample, 119 responded to each
of thirty statements dealing with organizational and administrative principles ap-
plied to the present organization. Forty-six of the total sample were interviewed
to determine their perceptions of what was expected and believed needed for or-
ganizational change, oriented to each of the four status-role groups and self.

There was a relatively high degree of inter-group consensus regarding the
structure and functionality of the present organization. Such consensus tendedto
be one of general disagreement to many of the thirty statements which described
an effective and efficient organization. There was no significant difference inthe
consensus between administrator, supervisor, advisor, and specialist groups
with respect to fifteen of eighteen ranked expectations for organizational change.
The extent of agreement between these status-role groups was less evident when

oriented to ranked needs. When analyzed, relationships between the consensus
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on attitudes held toward the present organization and consensus on expectations
and needs for organizational change revealed mixed patterns depending uponpar-
ticular aspects of organization and administration in question.

Findings of the study identify areas of inter-group consensus and suggest
the types of stresses and strains confronting the organization.

Results of the study imply the following for the Chinese Extension Chief and
his immediate staff of administrators: concern for improved authority-responsi-
bility relationships; professional improvement programs; improved cooperation
and/or coordination; organizational goal achievement; the carrying out of assigned
responsibilities; consideration for the selection of more competent personnel;
planning and decision-making; and, improved financial support for the organiza-
tion. Implications for an American extension advisor are: the danger of mixing
education with business and/or politics; adequate financial support; better plan-

ning; job security; and, improved cooperative and coordinative arrangements.
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CHAPTER I

INTRODUCTION

Introductory Statement

This study of status-role perceptions finds its rationale in the fact that an
increasing number of American professionals are working as extension educa-
tional advisors in many underdeveloped areas of the world. In fulfilling their
duties and responsibilities, these advisors usually encounter an array of pro-
blems to include, for example, those of cultural lag; cultural, social, and psy-
chological barriers to change; traditionally oriented patterns of behavior; con-
flicting cross-cultural value patterns; and, the lack of local skills, knowledge,
and competently trained personnel to assume positions of educational leadership.
The American extension advisor is apt to experience frustration and conflict
which, in turn, impair his effectiveness and efficiency of operation. It is be-
lieved that an extension advisor can substantially reduce such tension and con-
flict and thereby provide more effective service to the local extension leaders
and workers if he understands the total culture within which he is operating.

Included in the host country's culture are numerous institutions. One is
the organization responsible for the development and implementation of extension
programs. A thorough understanding of the organization should provide useful
clues to the advisor as he seeks ways to understand organizational behavior and
the solution to extension problems. It is believed that many of the problems fac-

ing the American extension advisor in cross-cultural situations can be solved

1



through organizational analysis, utilizing concepts, assumptions, and empirical
evidence furnished by organizational theory. Organizational analysis not only
helps the American in the performance of his advisory role but also should pro-
vide valid data to the local extension administrator as he decides upon courses

of action and predicts consequences of action.

Some Perspectives

A formal organization can be examined from several perspectives. One
approach views an organization as a legal-rational structure of impersonal, for-
mal relationships postulating rights and obligations and devoid of psychological
considerations for individuals who comprise the organization. 1

In direct contrast is a second approach which finds its rationale in psycho-
logical theory and is stressed by adherents of the human relations school. Em-
phasis is placed on such concepts as motivations and needs; group dynamics;
morale; communications; and leadership.z’ 3, 4

An examination of the formal roles of participants in an organization (nom-

ethetic dimension) in conjunction with the needs and personalities of individuals

1Harold J. Leavitt, ed., The Social Science of Organizations (Englewood
Cliffs, New Jersey: Prentice-Hall, Inc., 1963) pp. 11-12.

%1bid, pp. 13-15, 45-56.

3Danie1 Griffiths, Human Relations in School Administration (New York:
Appleton-Century-Crofts Inc., 1956).

4William F. Whyte, "Human Relations - A Progress Report, ' Complex
Organizations, ed. Amitai Etzioni (New York: Holt, Rinehart and Winston, Inc.,
1962) pp. 100-112.
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as a whole (idiographic dimension) enables one to cast new light on the dynamics
. e s e ... 1,2 This
of interchange between institutional roles and individual personalities.
frame of reference combines perspectives two and three above.
This study finds its rationale in the first perspective, focusing on the per-

ceptions of status-role groups of a formal, complex organization utilizing role

theory as the study's frame of reference.

Statement of the Problem

Taiwan's extension organization has been encountering serious difficulty
in achieving its goals. The organization's inadequate structure and the Exten-
sion Chief's failure to take appropriate action have consistently been reported by
organizational personnel as the major contributing factors. The Extension Chief
and his immediate administrative staff have considered corrective measures, but
all proposals have been restricted to and have focused upon the development of
a few diagramatic sketches for what they believe to be ideal structural arrange-
ments.

As Extension Advisor to National Taiwan University, the writer's services
were solicited by the Extension Chief and his immediate circle of administrative
personnel. In this capacity, the writer could not effectively advise without first
acquiring the needed knowledge and understanding of this organization's goals,

personnel, programs, and needs.

1Philip Selznick, '"Foundations of the Theory of Organization, ' Complex
Organizations, ed. Amitai Etzioni (New York: Holt, Rinehart and Winston, Inc.,
1962) pp. 18-24.

2Jacob Getzels, ""Administration as a Social Process, "' Administrative
Theory in Education, ed., Andrew W. Halpin (Chicago: Midwest Administra-
tion Center, 1958) pp.150-165.
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Initial observation and inquiry revealed a substantial number of possible
clues. Conflicting reports regarding intra- and inter-organizational problems
were revealed as possible impediments to goal attainment. As the initial search
for additional clues continued, factual items were observed and recorded in an
attempt to reveal new questions, provide further evidence, and uncover possible
relationships between observations and explanations. Coupled with a review of
existing concepts, assumptions, and empirical evidence comprising organization-
al theory, it became apparent that Taiwan's extension leaders had given little or
no consideration to the expressive activity of the organization, which in this case,
represented the perceptions of all personnel regarding organizational improve-
ments.

How did each of the status-role groups (administrators, supervisors, ad-
visors, and specialists) perceive their organization? What perceptions did such
groups hold for each other regarding what they expected for organizational change
and what did they believe was needed to bring about such change? What percep-

tions did the status-role groups hold with respect to the actual functioning of their

present organization compared to how the organization ought to function. Was
there consensus on these perceptions? If so, to what extent? Did there exist a
relationship between the three variables, namely (1) consensus on the actual

structure and functionality of the present organization, (2) consensus on expec-

tations for organizational change, and (3) consensus on needs for organizational
change? These are the kinds of questions with which this study treated. Our
center of focus was upon the normative aspects of status-role perceptions, name-

ly, what ought to be, compared to what is.



Purposes of the Study

The general purposes of this study were: (1) to identify major organization-
al problems in Taiwan's extension organization; (2) to provide valid, analyzable
information of Taiwan's extension organization in order that the Extension Chief
and an American extension advisor might more effectively cope with those organ-
izational problems believed to be impeding goal attainment, to calculate conse-
quences of action, and to increase administrative predictive powers; (3) tomore
fully understand the patterns, factors, and variations of organizational and ad-
ministrative behavior within the Chinese culture, believed useful to an American
advisor; and, (4) to offer insights and useful concepts for possible future exper-
imentation conducted by the Extension Department of National Taiwan University.

Specific objectives of the study were:

1. To determine the attitudes held by occupants of status-role groups with
respect to how they view the actual structure and functionality of their present
organization.

2. To determine the expectations for organizational change as perceived
by occupants of status-role groups; to condense and ""group' all such expectations
into meaningful categories placed in rank order; and, to ascertain whether or not
there is consensus between status-role groups with respect to such expectations.

3. To determine what the occupants of each status-role group believed was
needed to fulfill the expectations for organizational change; to condense and "group"
all such needs into meaningful categories placed in rank order; and, to ascertain
whether or not there is consensus between status-role groups with respect to such

needs.
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6
4. To determine if there is a relationship between (a) the consensus on
attitudes held toward the actual structure and functionality of the present organ-
ization, and (b) the consensus on perceptions of expectations and needs for or-
ganizational change.
5. To draw conclusions and propose recommendations in accordance with

the data.

Scope and Limitations

The study was limited to status-role perceptions of expectations and needs
for organizational change, the perceptions held with respect to the structure and
functioning of the present organization, and the determination of the extent to
which such perceptions agreed or disagreed.

Although Taiwan's overall extension programs were inter-organizational
in scope, the study was further limited to the single organization responsible for
the development and implementation of extension, namely, the Farmer's Asso-
ciation collectivity.

Both vertical and horizontal patterns of relationships, or more specifically,
the perceptions between superordinates, subordinates, and peers were considered.

Chinese Value Patterns and Their Relationship
To the Extension Organization

Any analysis of Taiwan's extension must give prime consideration to the
ecological context of the organization.
This country's economic, social, and educational development more nearly

parallels that of a Western state, ranking second only to Japan in all of Asia.



Industrialization and urbanization are commonplace phenomena.

Deep-rooted traditional social values continue to play a vital role in the
daily lives of these people. Knowledge of these societal values is imperative to
an American advisor as he attempts to understand the structure and functioning
of a non-Western organization. The very fact that an organization may be inde-
pendent does not preclude its divorcement from the culture within which it oper-
ates.

What are some of these universal Chinese values which ought to be consid-
ered in a study of Taiwan's extension organization? Kinship and family patterns,
although somewhat disrupted by the phenomena of industrialization and urbaniza-
tion still play major roles in influencing behavior, especially in rural areas.
Concommitant to this is the widely held value of respect for age. Even in the
more formal interpersonal relations, one observes that seniority predominates.
In like fashion, the goal of personal status is one which is commonly desired.

The implementation of '"benevolent authoritative' policies by the ruling
Nationalist Kuomintang Party in Taipei to include denying citizens the right to
vote in National elections but granting them the opportunity to fully participate
in political activities at lesser governmental levels are three political factors
that significantly determine individual and group behavior.

Formal education is strongly revered and is more likely to be viewed as
an end in itself. Classroom teachers at each level of education occupy the high-
est positions of status within the culture. Their wisdom and counsel is seldom
challenged. Teaching methods within the classroom rely almost entirely upon

the lecture method and great emphasis is placed on memorization of subject-

matter. In contrast, extension personnel have been attempting to utilize more



informal techniques of teaching as they work directly with rural people in an
adult educational setting. There is the strong inherent desire on the part of
many Chinese to strive for white-collar rather than blue-collar positions. Ex-
cept for extension personnel, many educators are reluctant to engage in practi-
cal pursuits which, at times, may involve ''the rolling up of white shirt sleeves
and the dirtying of ones hands."

Using an ideal-typical bureaucratic model1 as a base for cross-cultural
comparison, the following characteristics based on Chinese cultural value pat-
terns seem appropos to the Taiwan extension organization.

This bureaucracy was neither completely charismatic nor legal-rational
although it exhibited a growing tendency toward the latter.

The Extension Chief and his superiors were not entirely free to decide up-
on courses of action. In addition to being subject to authority with respect to
their impersonal official obligation, they were responsible to the policies of the
ruling Nationalist Party who initially appointed them to their positions. Although
technical qualifications were supposedly employed as a basis for selec-
tion of personnel at all levels, recruitment tended to be subjective and "particu-
laristic" rather than "universalistic.'" Yet, extension employees did represent
divergent class, ethnic, and religious groups.

The Extension Chief was subject to strict and systematic discipline and
control by his superordinates in the conduct of his office. This characteristic

applied to lesser administrators and supervisors as well. All extension positions

1Robert V. Presthus, '""Social Bases of Bureaucratic Organization, "
Social Forces, Vol. 38, 1959, p. 103.
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constituted a career. Only under certain defined circumstances did the employ-

ing township, county, and provincial managers terminate one's employment.

Characteristics of the Organization and Its Personnel

Extension education, as one of several services provided to 1, 000, 000
rural families by Taiwan's highly bureaucratized Farmer's Association, was and
still is the function of approximately 1, 000 men and women hired and controlled
by township, county, and provincial association managers and their respective
boards of elected directors. All associations at each operational level within
the hierarchy functioned as semi-autonomous units.

The Provincial Extension Chief and his staff of administrators were unable
to exercise any degree of control over the county supervisors. In a similar fash-
ion, there was a minimum of authority, power, and/or control inherent in county
supervisory positions with respect to their relations to township extension advis-
ors. Superordinate-subordinate relationships within the extension hierarchy
were largely restricted to such functions as influence, communication, joint
program planning, personnel training, technical assistance, and the dissemina-
tion of knowledge . Formal authority in all extension matters rested with indivi-
dual association managers.

Extension personnel at all levels were often required to conduct Farmer
Association business and to implement rural policies developed by the National-
ist government. Such non-educational activities were in direct opposition to
extension's delegated role of education outlined by a contract signed by the Chin-

ese and United States governments and the Farmer's Association.
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Extension's annual budget of one-and-one-half million dollars was jointly
shared by governmental and Farmer Assodatin units at all levels, by farm fam-
ily contributions, and by the United States Government.

As an arm of China's Nationalist Government, the United States AID/Joint
Commission on Rural Reconstruction provided an Extension Division with ten ex-
tension specialists, assigned the role of providing technical and financial assist-
ance to on-going extension programs.

All 850 township extension advisors as well as all 85 county extension super-
visors had completed no less than secondary levels of formal education. By and
large, these individuals were conscientious and hard working. Their financial
rewards were minimal but their positions carried a relatively high degree of
esteem and prestige as viewed by their clienteles.

The Extension Chief and his administrative staff of seven were all college-
trained and had accepted opportunities for professional improvement through
formal and informal educational experiences in Europe, Japan, or the United
States. Each was proficient in two or more languages, including English. Of
significance to the investigator was the fact that (1) the Extension Chief's posi-
tion carried the requirement that he be a member of the ruling Chinese Nation-
alist (Kuomintang) party, (2) the Extension Chief, as a political appointee, had
little previous knowledge of extension and had performed his role as Chief for
only one year.

All ten specialists were generally recognized by their colleagues as Tai-
wan's extension elite, endowed with considerable know-how, enthusiastic, highly
trained in Taiwan, mainland China, and/or the United States, and dedicated

workers.
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At the time of the study, the great majority of extension personnel were
well aware of their organizational problems and frankly discussed these dilem-

mas with their superiors, subordinates, peers, constituents, and the writer.

Procedures and Techniques Used

A review of all available literature in Taiwan was undertaken in an effort
to identify and formulate the final problems with which this study dealt. Numer-
ous American and Chinese sources were and have since been explored. Refer-
ences to similar research conducted within American organizations, to include
extension, were studied. Insofar as could be determined, no similar investi-
gations had ever been reported as having been planned for or conducted by the
Chinese with respect to their own organizations. Frequent contact was estab-
lished and maintained with local Chinese and American educators, sociologists,
and other professionals so as to profit from their breadth of experience and
knowledge.

Based on the foregoing, a study design was developed to incorporate con-
cepts of role theory. The theoretical formulations of Getzels, 1 Loomis, 2 and

Parsons3 and readings of such authorities as Etzioni, 4 Gross, 5 and Linton, 6.7

lGetzels, loc. cit.

2Chav.rles Loomis, Social Systems (Princeton: D. Van Nostrand Company,
Inc. 1960) pp. 1-56.

3Talcott Parsons and Edward Shils, eds. Toward A General Theory of
Action (Cambridge: Harvard University Press, 1951).

4Amitai Etzioni, ed., Complex Organizations (New York: Holt, Rinehart
and Winston, Inc., 1962).

5Nea.l Gross, Ward Mason, and Alexander McEachern, Explorations in
Role Analysis (New York: John Wiley & Sons, 1958).

6Ralph D. Linton, The Study of Man (New York: D. Appleton-Century
Company, Inc., 1936).

7Ralph D. Linton, The Cultural Background of Personality (New York:
D. Appleton-Century Co., 1945).
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to mention but a few, have since supplemented and complemented the initial re-
search design. These authorities, as a totality, provided clues for a frame of
reference which makes it possible to examine status-role perceptions with re-
spect to organizational expectations and needs, as well as the structure and func-
tionality of the present extension organization.

A series of instruments was developed to include interview, attitude scale,
observation, and document schedules. The interview and attitude scale sched-
ules were pre-tested among several extension personnel of the Farmer's Asso-
ciation (excluding those in the study sample) as well as among Chinese and Amer-
ican professionals not directly associated, but familiar with, the extension or-
ganization. Based on their suggestions, the number, scope, and nature of items
on these two specific instruments were re-examined and reformulated.

All data were collected by the writer-investigator, assisted by a Chinese
graduate student in Rural Sociology and a junior staff officer in the University's

Agricultural Extension Department.






CHAPTER I

ANTECEDENTS OF THE STUDY

Introduction

Oriented to the American scene, there has been an increasing tendency in
recent years to understand organization structure and function through the appli-
cation of role theory to the study of various positions. Such concepts as those
of status, role, expectations, consensus, and conflict have represented typical
units of analysis. The role theory approach to the study of organizational be-
havior has made it possible to (1) focus on the conceptions, expectations, and
performances of individuals occupying various positions within a social system
and (2) to analyze the relationship of individuals to others within the system.

In contrast, recent research of formal organizations in non-Western so-
cieties, although providing the opportunity to examine the implications of vary-
ing cultural environments for organizations and providing useful insights into
their structural and functional aspects, has not been oriented to role theory.

Taiwan's extension organization, largely patterned after the American
""model, " appeared to lend itself to the study of status-role perceptions inher-
ent in role theory. It was assumed that knowledge of such perceptions would
provide a means whereby major problems affecting the organization might be
identified and subsequently assist the Chinese Extension Chief decide upon pos-

sible courses of administrative action for organizational change.

13
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Orientation to Taiwan

Consultation with prominent social scientists in Taiwan prior to the study's
formulation and execution revealed that none of this country's formal, complex
organizations, to include extension, had ever been systematically investigated
within the role theory framework.

The Taiwan Farmer's Association collectivity, organized initially by the
Japanese occupation government more than 60 years ago, was studied by Ander-
son1 in 1950 following Taiwan's restoration to the Chinese Nationalist Govern-
ment. His survey research uncovered numerous organizational weaknesses of
a structural-functional nature to include among others the lack of intra-and
inter-organizational cooperation and coordination; the splintering of responsi-
bilities; the need for professionally trained extension educators; and, the dev-
astating consequences of political involvement in organizational operations.
Recommendations evolving from Anderson's study formed the basis for a reor-
ganization of the Farmer's Association to include a modern system of democratic
extension education patterned after the American ""model" but hopefully adapted
to local conditions and needs.

In the decade that followed, Chinese and American extension advisors be-
came increasingly alarmed over the mounting problems facing the organization.

By and large, only superficial evaluations were undertaken, largely the work of

1W. A. Anderson, Farmer's Associations in Taiwan, A Report to the
Joint Commission on Rural Reconstruction (Taipei, Taiwan: Joint Commission
on Rural Reconstruction, 1950) pp. 8, 11, 12, 29.
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short-term visiting American consultants assigned by the United States Govern-
ment. 1 As a permanently assigned American Extension Advisor to the Joint
Commission on Rural Reconstruction in Taipei, Colling2 exchanged views and
developed plans with local Chinese extension leaders in an attempt to help re-
solve reported organizational problems.

Kwoh's3 progress report, encompassing the overall Farmer's Association
organization, enumerated major areas of concern impeding organizational goal
attainment. Problems of authority relationships, financial support, and person-
nel competency were among those reported.

Although each of these studies can be viewed as systematic attempts to
identify organization problems, none was designed within a theoretical frame~

work, namely role theory.

Other Cross-Cultural Studies

Bureaucratic theory seemingly provides the theoretical framework for all
organizational studies of a cross-cultural nature reviewed in existing literature.
Concepts of role, status, and consensus which serve to focus upon the basic con-
tent and process in the bureaucratic situation through the active involvement of

individuals and which serves to synthesize information gained from other relevant

1Reports on file. Agricultural Extension Division, Joint Commission on
Rural Reconstruction, Taipei, Taiwan.

2Ibid.

3Min-—hsioh Kwoh, Improvement Program of the Farmer's Association in
Taiwan, A Report to the Joint Commission on Rural Reconstruction (Taipei,
Joint Commission on Rural Reconstruction, 1960).
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areas is lacking in all such studies. Instead, emphasis has been placed upon
formal structure and the effects of the surrounding milieu on the bureaucracy
as well as concentration on the culturally prescribed behavior which conforms
to normative standards of the particular society.

Bradburn's research1 points out a few of the problems characteristic of
Turkish bureaucracies which arise when people who have been socialized into
one pattern of interpersonal relations try to operate in an organizational setting
that was developed in the context of a different pattern of inter-personal relations.
This study has useful application to our analysis of Taiwan's extension organiza-
tion.

A "pattern analysis' approach by Presthus2 based on existing social values
of two Middle Eastern States demonstrates the functional relations between tra-
ditional culture values and organizational behavior. It is his thesis that organ-
izational change must rest upon deeper cultural change than by mere microscopic
analysis of a bureaucratic structure. In a study of the Turkish coal industry,
Presthus3 concluded that the Weberian model was useful in his cross-cultural
analysis.

Like other organizational analyses of complex organizations of the non-

western world, Soemardjan's study4 focused on cultural values and their effect

1Norma.n Bradburn, ''Interpersonal Relations Within Formal Organizations
in Turkey, " Journal of Social Issues, Vol, 19, No. 1, January, 1963, pp. 61-67.

2Presthus, loc. cit.

aRobert V. Presthus, '""Weberian vs. Welfare Bureaucracy in Traditional
Society, ' Administrative Science Quarterly, Vol. 6, No. 1, June, 1961, pp. 1-24.

4Selo Soemardjan, '"Bureaucratic Organization in a Time of Revolution, "
Administrative Science Quarterly, Vol. 2, 1957, p. 182-199.
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on bureaucratic organization and function. To him, organizational change is ef-
fected only as there is both social and political revolution within a society.

Abegglen's research1 on fifty-three factories in Japan revealed the im-
portance of traditional values in sharp contrast to the pervasive impersonality
in western organizations.

A study of civil servants in Egypt by Berger, 2 which compared bureau-
cratic and professional predispositions in the East as well as the West, revealed
that there may be differences of attitude and behavior in spite of similarities in

structure.

Extension Organizational Studies in the United States

Limited use has been made of role theory in studying American extension
organizations.

The comparison of the perceptions of county agricultural committee mem-
bers with those of county extension agents regarding general objectives and spe-
cific roles of county extension workers was studied by Wilkening. 3 Patterned
after the Massachusetts superintendent's study, his investigation was essentially

one of role consensus.

1James G. Abegglen, The Japanese Factory (Glencoe, 1l1.: Free Press,
1958).

2Morroe Berger, '"Bureaucracy East and West, "' Administrative Science
Quarterly, Vol. 1, pp. 518-529.

3Eugene A. Wilkening, ""Consensus in Role Definition of County Extension
Agents Between the Agents and Local Supervisory Committee Members, " Rural
Sociology, Vol. 23, No. 2, June, 1958, pp. 184-197.
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Brown and Deekensl reported on the findings of a study which focused on
the role of extension specialists as conceived by themselves and the perceptions
of role expectations held by researchers, extension administrators, and county
agents.

In another investigation, Wilkening2 studied role conflict and role consen-
sus as they relate to role performance. He viewed stress within the extension
organization as a resultant of present (or past) behavioral situations and situa-
tions as the extension individuals would like to see them. The variables of sex,
age, length of service, and status in the extension organization were revealed
as factors of influence in role consensus.

Role expectations of county agricultural agents and their superiors held
toward the job of the supervisor were studied by Durfee. 3 Extensive differences
were found between the expectations held by agents and those held by their super-
visors on all of 96 supervisory or responsibility items. Differences also exis-
ted between agents reporting to the same supervisor, between agents reporting
to different supervisors in the same state, and between supervisors in the same

state.

1Emory T. Brown and Albert Deekens, '""Roles of the Extension Subject-
Matter Specialist, " Rural Sociology, Vol. 23, No. 3, September, 1958, pp. 263-
276.

2Eugene A. Wilkening, Role Discrepancy as a Measure of Stress in Coop-
erative Extension Work, Preliminary Report No. 2 (Madison, Wisconsin: De-
partment of Rural Sociology, March, 1956).

3Art;hur E. Durfee, "Expectations Held Toward the Extension Supervisor's
Role," An Abstract of a Dissertation (Ithaca: Cornell University Extension Ser-
vice, 1956).
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Perceptions of role expectations and role performance of advisory com-
mittee members in the county extension organization were studied by Bible and
Brown. 1 They found a high consensus on role expectations as well as role per-
formance perceptions between and among two sets of role definers.

In Michigan, Caul2 studied county extension director perceptions regard-
ing administrative roles. He reported on (1) the difference in the importance of
the consensus on expectations held for various administrative processes in the
county extension director position as perceived by the respondent groups, and
(2) the difference in the consensus within each position group and between the
county extension director group and each of the other respondent groups on the
perceived expectations and their importance as held for responsibilities and ac-
tivities of the county extension director position.

An attempt was made by Wilkening3 to determine how county extension
agents had performed their roles in the past compared to how such agents felt
they ought to be performed.

Ferver's study4 in the Upper Peninsula of Michigan revealed both role con-
sensus and dissensus among county extension directors with regards to how they

perceive the function of their position.

1Bond L. Bible and Emory J. Brown, ""Role Consensus and Satisfaction of
Extension Advisory Committee Members, "' Rural Sociology, Vol. 28, No. 1,
March, 1963, pp. 81-90.

2Denio A. Caul, "Perceptions of the County Extension Directors Admini-
strative Role in Michigan" (unpublished PhD thesis, University of Wisconsin,
1960).

3Eugene A. Wilkening, '""Perceptions of Role Definitions as Viewed by Agents, "
The County Extension Agent in Wisconsin, Research Bulletin 203 (Madison, Wis-
consin: September, 1957).

45ack C. Ferver, A Paper Prepared for Extension 500 (East Lansing, Mich-
igan: Institute of Personnel Development, Michigan State University, 1959).
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Related Antecedents of the Study

Based on findings, Jacobson, Charters, and Lieberma.n1 have suggested
that a more extensive application of role theory to the analysis of complex struc-
tured organizations should lead to a better understanding of the functioning of the
organizations. To them, the degree of integration existing within an organiza-
tion at any time stems in part from the degree of consensus or sharing of expec-
tations. Behavior can be predicted more accurately in an organization when con-
sensus is highly developed than in one where it is relatively underdeveloped even
though formal organizational charts are identical.

Reissma.n2 tested the significance of the difference of frequencies on de-
lineated categories resulting from questions asked respondents about how each
individual conceived his role in an organization. He found the concept of role to
be a valuable tool for the study of a bureaucracy.

A study of naval leadership by Scott3 was concerned with the problem of
how the social structure of an organization is perceived by its members. He ex-
amined the perceptions of the members comprising the organization to determine

the nature and extent of the deviations from formal organizational charts in use.

1Eugene Jacobson, W. W. Charters, Jr., and Seymour Lieberman, ""The
Use of the Role Concept in the Study of Complex Organizations, ' The Journal of
Social Issues, Vol. 7, No. 3, 1951, pp. 18-20.

2Leonard Reissman, "A Study of Role Conceptions in Bureaucracy,' Social
Forces, Vol. 27, Nos. 1-4, October, 1948-May, 1949, pp. 305-310.

3Ellis L. Scott, Leadership and Perceptions of Organization (Columbus:
The Bureau of Business Research, College of Commerce and Administration,
Ohio State University, 1956).
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Scott concluded that an organization as perceived by its members may be quite
different from the organization as formally defined.

A total of 57 civilian and military administrators were asked by Stogdill1
to describe what they do and what they ought to do on forty-five items of work
performance. Data was analyzed in terms of relations between expectations and
performance as well as in terms of discrepancies between expectations and per-
formance.

Role theory has provided the framework for an increasing array of investi-
gations related to the American public school. Of particular interest are those
which describe the relationship of school administrators to such other groups as
the teaching staff, school board, and community. Primary concern is with those
dealing with staff relations. Chase's sttudy2 demonstrated that teacher morale
and satisfaction are related to participation in planning and formulating policies.
Teacher satisfaction was studied from the point of view of teacher involvement
in decision making. 3 Schultz4 found that administrative practices and procedures

were of primary importance in determining roles.

1Ralph M. Stogdill, Ellis L. Scott, and William E. Jaynes, Leadership and
Role Expectations, Ohio Studies in Personnel, Monograph R-84 (Columbus: Ohio
State University, March, 1962).

2Francis S. Chase, ""How to Meet Teacher's Expectations of Leadership,"
Administrator's Notebook, Vol. 1, April, 1953, pp. 1-4.

3"Who Should Make Such Decisions ?"" Administrator's Notebook, Vol. 3,
April, 1955, pp. 1-4.

4Raymond Schultz, "Keeping Up Teacher Morale,'" Nation's Schools, Vol.
50, October, 1952, pp. 53-56.
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A determination of how the superintendent and staff perceived the actual
behavior of a school administrator compared to how the administrator should be-
have was made by Halpin. 1

Bidwell's st:udy2 indicated the usefulness of role theory in the study of ad-
ministrative behavior. It revealed the importance of the superordinate-subordin-
ate duality for effective organizational performance.

Buffington3 and Medsker4 studied the role of the elementary school princi-
pal as viewed by parents and teachers. The teacher group expected leadership
from their principal while the parents tended to see the role of the principal as
one of organizing, implementing, and working with groups. In their relation to
parents, the teachers saw their role as one of coping with parental pressures
whereas the parents held no expectation at all for the principal's behavior toward
teachers.

The extensive study of educational administration by Gross, Mason, and

McEachern5 using the role analysis approach provided the theoretical formulation

1Andrew W. Halpin, The Leadership Behavior of School Superintendents
(Chicago: Midwest Administration Center, University of Chicago, 1956).

2Cha.rles E. Bidwell, "Some Effects of Administrative Behavior: A Study
in Role Theory," Administrative Science Quarterly, Vol. 2, 1957, pp. 163-181.
3Reed L. Buffington, '""The Job of the Elementary School Principal As Viewed
by Parents' (Doctor's thesis, Stanford University, 1954).

4Lela.nd L. Medsker, "The Job of the Elementary School Principal As
Viewed by Teachers' (Doctor's thesis, Stanford University, 1954).

5Gross, et al., loc. cit.
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for Bible's exa\.mination1 of the relation between teacher effectiveness and con-
sensus on role definition and role performance involving vocational agricultural
teachers and school administrators.

Lacognata's study2 among faculty and students at Michigan State Univer-
sity revealed relatively high degrees of consensus and convergence on the norm-
ative aspects of role behavior.

Although the foregoing review of studies,which have applied concepts of
role theory to organizational and administrative analyses, has provided useful
insights, none is directly applicable to the nature of the problem confronting the
Taiwan extension organization. Moreover, none of the organizational studies of
a cross-cultural nature utilized one or more concepts of role theory.

No attempt was made in Taiwan to first secure information regarding per-
ceived role definitions. Attention centered on what each of the status-roles ex-
pected and believed was needed (of others and of themselves) for organizational
change and how such individuals viewed the structure and functioning of their pre-
sent organization. The focus was upon the interrelationship and extent of con-
sensus between all status-role groups within the extension hierarchy and thus

not limited to any one or two positional groups.

1Bond L. Bible and James D. McComas, '"Role Consensus and Teacher
Effectiveness, " Social Forces, Vol. 42, No. 2, December 1963, pp. 225-233.

2Angelo Lacognata, '""Role Expectations of University Faculty and Students:
A Social Psychological Analysis'" (unpublished PhD thesis, Michigan State Uni-
versity, 1962).






CHAPTER III

ORIENTATION TO THEORY

The purpose of this chapter is to present and define a body of concepts in
role theory believed to be useful in developing a theoretical framework for in-

vestigating status-role consensus.

Role Theory
The Concept of Role

Four interpretations of the concept, role, although not exhaustive, are rep-
resentative of the major role formulations in social science usage today.

One such definition is normative in approach in that it views role as the
ways of behaving which are expected of an individual who occupies a certain posi-
tion. 1 Thus, one interpretation is concerned with what an actor should do.

In a second interpretation, a role is treated as an individual's definition of
his situation with reference to his and other's social positions. According to
Sa.rgent2 a person's role is a pattern or type of social behavior which seems
situationally appropriate to him in terms of the demands and expectations of those

of his group.

lTheodore M. Newcomb, Social Psychology (New York: The Dryden Press,
1951) p. 280.

2Sta.nsfeld Sargent, Social Psychology (New York: The Ronald Press Com-
pany, 1958) pp. 351-355.

24
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A third category defines role as the behavior of actors occupying social

positions. Gross says,

A role defined in this way does not refer to normative patterns of
what actors should do, nor to an actor's orlentaflon to his situation, but
what actors actually do as position incumbents.

Sarbin's social psychological treatment of role represents a fourth inter-

pretation. He says,

A role is a patterned sequence of learned actions or deeds performed
by a person in an interaction situation . . . . A role, the organized ac-
tions of a person in a given position, may be a person's own, or it may be
the actigns of other persons not immediately involved in the reciprocal be-
havior.

Although the concept, role, is treated differently by different authorities
representing the various social science disciplines, three basic ideas appear in
most of the conceptualizations, namely that individuals (1) in social locations (2)
behave (3) with reference to expectations. 3 Most conceptualizations of role em-
brace the normative element of social behavior.

According to Gross,

People do not behave in a random manner. Their behavior is influenced
to some extent by their own expectations and those of others in the group or
society in which they are participants . . . . Sometimes, the expectations

referred to are ascribed to society; in other formulations they are held by
members of the group in which the actor participates. Regardless of their

1Gross, op. cit., p. 14.

2Theodore R. Sarbin, "Role Theory,' Handbook of Social Psychology, ed.
Gardner Lindzey (Reading, Massachusetts: Addison-Wesley Publishing Co., Inc.,
1954) p. 225.

3Gross, op. cit., p. 17.
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derivation, expectations are presumed by most role theorists to be an es-
sential ingredient in any formula for predicting social behavior. Human
conduct is in part a function of expectations.
If expectations are to be held for an actor, it becomes necessary to speci-

fy his location or position in a social system, thus, consideration for the concept,

status or position.

The Concept Status

Like role, the concept, status, is conceptualized differently by various
authorities. Some distinguish between the two while others treat status-role as
a single concept. Secondly, status can be viewed either positionally or as differ-
ential ranking.

Loomis and Beegle regard status as ''the ranking of individuals, based up-
on the consensus of members as to what traits and qualities are to be rated high
and low. n2 Such ratings give individuals different status within a social system.
In similar fashion, Gross conceives of status as the "differential ranking among
a set of persons or social locations. n3

A more commonly held frame of reference by most role theorists concep-

tualizes status as ''position' or ""location' within a social system. For Linton,
p

1Gross, op. cit., pp. 17-18.

2Cha.rles P. Loomis and J. Allan Beegle, Rural Social Systems (New York:
Prentice-Hall, Inc., 1951) pp. 5-6.

3Gross, op. cit. p. 48.
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"The place in a particular system which a certain individual occupies at a par-
ticular time will be referred to as his status with respect to that system." 1 In
a similar fashion, Parsons2 refers to status as a place in the relationship system.
For Gross3 and Brookover4 the term position refers to the location of an
actor or class of actors in a system of social relationship. A similar view is
held by Westie who says,

Inasmuch as one's position or status is meaningless without reference
to others, the concept must always be defined in terms of interaction of
persons. 9

Sarbin6 and Linton7 view position (status) as equivalent to a system or collection
of rights and duties.
Statuses, as positions, do not exist within a social system at random, but

instead, are interrelated. To locate individuals within a social system requires

a description of their relationships to other individuals. In addition, positions

1Ralph Linton, The Cultural Background of Personality (New York: D.
Appleton-Century Co., 1945) p. 76.

2Talcott Parsons, The Social System (Glencoe, Illinois: The Free Press,
1951) pp. 88-96.

3Gross, op. cit., p. 48.

4Wilbur B. Brookover and David Gottlieb, A Sociology of Education (New
York: American Book Company, 1964) p. 323.

5Charles M. Westie, A paper presented before the Sociology Section of
the Michigan Academy of Arts, Science, and Letters, Ann Arbor, March 23, 1962.

6Sarbin, op. cit., p. 225.

"Ralph D. Linton, The Study of Man (New York and London: D. Appleton-
Century Company, Inc. 1936) p. 113.
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need to be specified situationally, describing the scope of the social system in
which the position is to be studied.

What Gross1 describes as achieved or ascribed positions, Merton2 chooses
the term achieved or ascribed statuses. In either usage, the concern is for the
manner in which an individual acquires his status (position) either by means of
individual performance, competition, and/or achievement or by virtue of fortu-

nate birth.

The Combined Status-Role Concept

As viewed by Brookover, the two concepts status and role are inseparable
in social phenomena. He says,

The single concept of status-role is the complex of expectations which
apply to a particular position in a social system apply to the individual oc-
cupying that position . . . . Status may be defined as the expectations
which various persons or groups interacting with a particular positionheld
for any occupant of that position . . . . The expectations held for a spe-
cific person occupying a position may be different in some respects from
those held for another occupant of the same position . . . . These speci-
fic expectations we term role. We distinguish role from status . . . by
identifying it as the expectations which persons or groups hold for a parti-
cular occupant or action in a status. 3

Status-role incorporating both element and process is basic to Loomis'

theoretical scheme for the analysis of a social system. In his words,

1
Gross, op. cit., p. 49.

2Robert K. Merton, Social Theory and Social Structure (Glencoe, Ill.:

The Free Press, 1957) p. 382.

3Brookover, op. cit., pp. 322-323.
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The two-term unit, status-role therefore contains in the concept a
structural element (status) and a functional process (role). Status-role is
that which is expected from an actor in a given situation. Use of the com-
bination 'status-role' in preference to 'role' makes it possible to eliminate
from consideration such psychological concepts of role as 'agression role, '
'glamour' role, and 'altruistic' role .

In his noted book, Explorations in Role Analysis, Gross says,

The use of the phrase, 'the combined status and role, ' indicates that
except for the locational function assigned to status, which is not assigned
to role, there is little to distinguish the two concepts. The former refers
to the ideal pattern, the latter to behavior which expresses the pattern. 2
Similarly, Linton3 sees little distinction between the two concepts. For

him, a status, as distinct from the individual who may occupy it, is simply a
collection of rights and duties. A role represents the dynamic aspects of status.

When the individual puts the rights and duties which constitute the status into ef-

fect, he is performing a role.
Consensus

Another of the concepts characterizing role theory is that of consensus.
Like status and role, consensus is conceptualized differently by role theorists.

Reisma.nn4 and Gross5 conceive of consensus in terms of expectations as-
sociated with positions. Consensus on evaluative standards is assumed by Par-

sons6 in his definition of a social system.

1Charles P. Loomis, Social Systems (Princeton: Van Nostrand Co., Inc.,
1960), p. 19.

2Gross, op. cit., p. 12.
3LintJon, loc. cit.

4 _ . .

Reismann, op. cit., pp. 305.
5Gross, op. cit. p. 43.

6Parsons, op. cit. pp. 5-6.
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According to Newcomb, 1 the concept of role is incomplete without consid-
eration for the concept of consensus.

Normative integrationist theories of society make the assumption that con-
sensus is a necessary factor underlying social stability. In applying the concept
to a study of complex organizations, Jacobson et al say,

The degree of integration existing within an organization at any time
stems in part from the degree of consensus. Behavior can be predicted
more accurately in an organization where consensus is highly developed
than in one where it is relativelg underdeveloped, even though formal or-
ganization charts are identical.

Objective consensus is conceived by Newcomb3 as a necessary cement for
holding structures together, and as such, effects perceived consensus.

In a comparative analysis of complex organizations Etzioni4 treats con-
sensus as the differences and similarities in the orientations of two or more
groups. In his words,

The degree of consensus is a measure of the degree to which the or-
ganization is integrated as a collectivity, though no assumption is made

that high consensus is generally found in organization, nor that it is uni-
versally required if an organization is to operate effectively.5

1Theodore M. Newcomb, ''Sociology and Psychology,' For A Science of
Social Man, ed. John Gillin (New York: The Macmillan Co., 1954) p. 249.

2Jacobson, op. cit., p. 20.
3Newcomb, op. cit., pp. 250-251.

4Amit:ai Etzioni, A Comparative Analysis of Complex Organizations
(Glencoe, Ill.: The Free Press of Glencoe, Inc., 1961), p. 128.

*Ibid.
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Although Etzioni's treatment of consensus is not associated with that of

role, he advances the thesis that "no paradigm for the study of consensus is com-
1

plete unless it specifies the status groups among which consensus is measured. "

This organization theorist suggests that "organizations differ not only in the de-

gree of general consensus they require, but also in the degree of consensus they

. . e
require in various consensus-spheres. His proposal for one such consensus
sphere, namely, the state of affairs that an organization endeavors to bring about,

seems particularly appropriate to the Taiwan extension organizational study.

Operational Definitions

Status-role, as used in this study, will be treated as a combined concept follow-
ing Linton. A status will be conceived as being a collection of rights and duties,
expressed through the medium of individuals. A role will represent the dynamic
aspect of the status. Each extensioner in Taiwan is assigned to a status and oc-
cupies it in relationship to other statuses. When he puts the rights and duties
which constitute the status into effect, he is performing his role. Thus, there

are no roles without statuses and no statuses without roles.

Consensus will refer to the extent of agreement or disagreement between status-
role incumbent groups, namely, administrators, supervisors, advisors, and

specialists with respect to their perceptions of expectations and needs for organ-
izational change and their attitudes toward the structure and functionality of their

present organization.

IIbid.

2
Ibid.
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Expectations will denote what extension personnel of the four status-role incum-
bent groups believe their organization, both structurally and functionally ought
to be, oriented to the future but based on the present operation of the organiza-

tion.

Needs will refer to those things which status-~role incumbents believe they and
others must have (requirements) in order that structural and functional changes

in the organization can be effected.

Perceptions will refer to the way things seem to be to the various status-roles

at the moment.

An attitude is a predisposition to act.

Organizational structure will connote the ""building materials' (the various ex-

tension personnel themselves), the interpersonal relationships, and the final na-

ture of the extension organization as a total social system.

Organizational functionality, patterned after anthropological functionalists, will

be understood to mean the various processes (communicating, coordinating, plan-
ning, influencing, and so forth) in which extension personnel engage for the main-

tenance of the organization (structure).

Development of a Theoretical Schema

The theoretical plan of this study can be visualized by utilizing two separ-
ate, but interrelated, illustrations.
In Figure 1, page 33, each of the four status-role incumbent groups, as

the independent variable, represent the hub of a wheel. Related to these
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status-role incumbent groups are three dependent variables, namely, (1) con-
sensus on attitudes held toward the actual structure and functionality of the or-
ganization, (2) consensus on perceptions of expectations for organizational change,
and (3) consensus on perceptions of needs for organizational change. The theo-
retical model as conceptualized here provides one of two approaches for analyz-
ing status-role perceptions of Taiwan's extension organization.

Figure 2, page 34, constitutes a conceptualization for the second major
approach. In this, the dependent variable number 1 ( to include status-role in-
cumbent groups) is treated as an independent variable and, in turn, is related to
dependent variables 2 and 3 (to also include status-role incumbent groups). Such
treatment of the selected variables should facilitate achieving the objectives of

this study.

Assumptions

Deducing from the theory and applied to this study, it can be assumed that
the Taiwan extension organization, as a social system, consists structurally of
a plurality of interacting individuals (administrators, supervisors, advisors, and
specialists) and functionally as a series of various processes (organizing, com-
municating, planning, coordinating, influencing, and evaluating).

It is further assumed that this organization is composed of statuses - the
collection of rights and obligations expressed through the medium of individuals.
Moreover, each extension person assigned to a status occupies it with relation
to other statuses. When each extension educator puts the rights and duties which

constitute the status into effect, he or she is performing his or her role.
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It is the thesis of this study that consensus is a significant variable for the
study of social behavior and the functioning of an organization. A study of con-
sensus seems incomplete unless it specifies the status-role groups. It is further
assumed that there is no significant difference on the consensus between status-
role groups with respect to how they perceive the structure and functioning of
their organization and what they expect and believe is needed to effect organiza-
tional change. Such an assumption constitutes the basis for the hypotheses of
this study.

In conclusion, it is assumed that knowledge of the extent of agreement and
disagreement between status-role groups will reveal a more valid "state of af-
fairs'" existing within Taiwan's extension organization and should suggest means
by which organizational changes might be made. If such knowledge can be deter-
mined, status-role behaviors, to include those of the Extension Chief, should be

better understood and predicted.

Hypotheses

General Hypothesis

Status-role groups within the Taiwan extension organization do not hold
significantly different attitudes with respect to the structure and functionality of
their present organization nor are their perceptions of expectations and needs

for organizational change significantly different.
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Specific Hypotheses

1. There is no significant difference in the consensus between administra-
tor, supervisor, advisor, and specialist groups with respect to attitudes held

toward the actual structure and functionality of the present organization.

2. There is no significant difference in the consensus between administra-
tor, supervisor, advisor, and specialist groups with respect to their perceptions
of expectations for organizational change.

3. There is no significant difference in the consensus between administra-
tor, supervisor, advisor, and specialist groups with respect to their perceptions
of what is needed for organizational change.

4. There is no relationship between (1) the consensus on attitudes held to-
ward the actual structure and functionality of the present organization, and (2)

the consensus on perceptions of expectations and needs for organizational change.



CHAPTER IV

METHODOLOGY

The purpose of this chapter is threefold: first, to describe procedures used
in selecting the study sample; second, to enumerate the instruments developed and
their use in data collection; and third, to summarize statistical tests employed

for analyzing all data.

Sampling Procedures

Although the application of the principles of a mathematical probability in
designing a sample provides the best known means of obtaining representative data,
it became necessary to deviate from this more reliable approach in planning the
study.

For two of the status-role groups, namely, administrators (provincial) and
specialists (national), it was possible to select a 100 percent sample without dif-
ficulty. However, for the remaining two groups, supervisors (county) and advis-
ors (township), the situation dictated the establishment of criteria on an a priori
basis. The lack of adequate funds and time for the research, the shortage of
trained and available Chinese rural sociologists to assist in interviewing respond-
ents where language barriers prevailed, and the uncertainty of transportation fa-
cilities proved to be significant factors. Personal consultation with Dr. Charles

F. Sarle1 in Taiwan confirmed this methodology

1Research Consultant and Visiting Professor at the Colleges of Agriculture,
Chung Hsing and National Taiwan Universities, representing the Council of Econ-
omic and Cultural Affairs, New York.
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For the selection of counties and townships, it was arbitrarily decided to
select ten of Taiwan's sixteen counties and, in turn, to select one township within
each of these ten counties. Criteria used for the selection of counties and town-
ships were: types of farming areas; population density; relative wealth; size and
composition of extension staffs; relative strengths of extension programs; and the
extent to which the county or township extension program met its own financial
needs.

Criteria which were also established on an a priori basis for selecting the
sample of supervisors and advisors from within each of the chosen counties and
townships follow: the inclusion of one or more supervisors and/or advisors ir-
respective of staff size, nature of respondent's position, tenure of service, or
formal levels of education completed. (Such information, however, was secured
and recorded at the time of each interview.)

These criteria were fully met. Information was ultimately collected from
fourteen supervisors in ten separate counties and from fourteen advisors in ten
different townships located within the ten selected counties.

To further strengthen the advisor sample, it was decided in the early stages
of the original study plan to include seventy-seven advisors who were to attend
one of National Taiwan University's Extension Summer Schools. This inclusion
increased the total advisor sample to ninety-one.

Table 1, page 40, shows the distribution of status-roles in the study sample.
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The Instruments

Six separate instruments were developed using Young1 and Lindzey2 as
major sources of available reference.

For interviewing respondents with respect to what they expected and be-
lieved was needed for organizational change, a structured interview schedule
consisting of open-ended questions was devised and utilized. To assist the in-
terviewer in recording information, a set of organizational and administrative
guidelines was prepared (see Appendix D for copies of status-role interview
schedule forms and guidelines).

A second device employed in the study was an attitude schedule scale con-
taining thirty statements developed from basic principles of organization and ad-
4

ministration as purported by such American authorities as Morphet, 3 Simon,

Barnard, > Koontz, 6 and Neuman. 7 Each item was designed and adapted to fit

1Pauline V. Young, Scientific Social Surveys and Research (New York:
Prentice-Hall, inc., 1960).

2Gardner Lindzey, ed., Handbook of Social Psychology, Vol. I (Reading,
Massachusetts: Addison-Wesley Publishing Co., Inc., 1954).

3Edga,r L. Morphet, R. L. Johns, and Theodore L. Reller, Educational
Administration (Englewood Cliffs, N.J.: Prentice-Hall, Inc., 1959).

4Herbert A. Simon, Administrative Behavior (New York: The Macmillan
Company, 1960).

5Chester I. Barnard, The Functions of the Executive (Cambridge: Harvard
University Press, 1960).

6Harold Koontz and Cyril O'Donnell, Principles of Management (New York:
McGraw-Hill Book Company, Inc., 1959).

"William H. Newman, Administrative Action (Englewood Cliffs, New Jersey:
Prentice-Hall, Inc., 1951).
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one or more of the following organizational groupings: organizational goals; work
responsibilities and job description; decision-making; authority and responsibility
relationships; recognition and job security; loyalty; span of control; leader selec-
tion; cooperation, coordination, and communication. Each statement asked for
an expression of attitude on a four-point scale ranging from strongly disagree to
strongly agree. At the suggestion of Dr. Sa.rle1 in Taiwan, the commonly used
fifth point on the scale, namely '"'undecided," was omitted. This procedure elim-
inated the possibility of indecision on the part of respondents and forced answers
into one or another side of the mid-point. The purpose of the attitude schedule
scale was to secure data with respect to how each status-role respondent viewed
the structure and functionality of his present extension organization (see Appen-
dix D for copy of this form).

The above two described instruments were of prime importance and form the
major basis for analyzing data in this study. However, other devices were de-
signed and utilized during the two-year period in order to secure additional in-
formation believed useful in testing hypotheses. Schedules for non-directed in-
terviews, non-controlled participant observation, and documents were designed
and used extensively, each providing pertinent data. A personal diary represen-
ted still another instrument. Although a portable transistor tape recorder was
purchased for the study, it was used by the investigator only to supplement the
recording of observed data. Although all respondents were aware of the employ-
ment of interview and attitude schedules, none was conscious of these supplement-
al instruments which were hopefully used in a judicious manner. Copies of each

of these supplemental data collection forms appear in Appendix D.

L oc. cit.
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A pre-test was made of the interview and attitude schedules. For the for-
mer, one of the American Extension Advisors of the Joint Commission on Rural
Reconstruction and the writer's counterpart, Head of the Agricultural Extension
Department, National Taiwan University, performed pre-test roles. For the
latter instrument, pre-testing was carried out with these two extension leaders
and twenty-two extension supervisors who attended an Extension Summer School
at the University. None of the pre-testers was included in the study sample.

Not all sample personnel were administered identical instruments. A total
of forty-six status-roles were personally interviewed with each interview requir-
ing approximately one hour of time. Forty-two of these interviewees plus an ad-
ditional seventy-seven advisors (attending a training session at the University)
completed the attitude schedule scale. Table 2 summarizes the distribution of

and response to interview and attitude schedules by status-role groups.

Statistical Tests

All status-role responses to each of the thirty statements comprising the
attitude scale schedule were coded and the information key-punched on IBM cards.
Since the study was concerned with the extent of consensus between four status-
role groups on each of these statements, an analysis of variance was in order.
The UNEQI written progra.m1 with its one option, a one-way analysis of variance
involving unequal sub-classes, was ideally suited (see Appendix C). Considerable
information, to include the desired F statistic, was furnished by the Control Data

Corporation 3600 computer at Michigan State University. The F statistic, which

1W. L. Ruble, Use of Analysis of Variance Routines on the CDC 3600,
Agricultural Experiment Station, Description 2 (East Lansing: Michigan State
University Computer Laboratory, September 30, 1963) p. 35.
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reflects the difference between the means of three or more groups, thereby pro-
vided the basis for determining the extent of consensus between status-role groups
on each of thirty statements at three degrees of freedom and at both the .01 and
. 05 levels of significance. This methodology made it possible to reject or accept
the null hypotheses.

In handling data collected from interview schedules based on status-role
responses to open-ended questions dealing with perceived expectations and needs
for organizational change, more difficult problems were encountered.

It was first necessary to organize each of 588 and 604 separate expectation
and need responses into meaningful groupings or categories directly related to
organizational and administrative considerations. Although several references
were utilized, Morphet et al1 provided the most useful source for determining
expectations and need categories for the appropriate assignment of all responses.
Eighteen expectation and seventeen need categories were decided upon.

Second, each of the resulting expectation and need categories needed to be
placed in rank order based on frequencies of response.

Third, sample sizes for each of the supervisor and advisor groups were not
equal to those used for determining the extent of consensus on attitudes held to-
ward the structure and functionality of the present organization.

Fourth, no previous program utilizing the control Data Corporation 3600
computer had been prepared for a one-way analysis of unequal sub-groups for
such purposes.

The following approach was used to determine the extent of consensus be-

tween status-role groups relative to organizational expectations and needs.

1Morphet, et al., loc. cit.
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All responses for each respondent were first tabulated according to (1)
appropriate expectation and need categories, and (2) whether these perceptions
were held for administrators, supervisors, advisors, specialists and/or self.
More specifically, a score1 ranging from 0-5 was determined for each individual
respondent2 based on his total number of responses for each and every expecta-
tion and need.

All data collected from each individual, using the 0-5 scoring sys<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>