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ABSTRACT

EFFECTS OF LEADERSHIP ON PERCEIVED JOB SATISFACTION
AND INFLUENCE AMONG INTERMEDIATE SCHOOL DISTRICT
SPECIAL EDUCATION PERSONNEL IN MICHIGAN

By
Megan Haupt Oberlin

This study examined the effects of leadership and demographic
information on perceived job satisfaction and influence in inter-
mediate school district special education staffs in Michigan.
Basically, this study investigated:

1. The relationship between the perceived job satisfaction

and perceived influence as moderated by leadership.

2. The possibility of a predictive model for the dependent

variables.

The population consisted of special education employees in
49 of the existing 58 intermediate school districts. Survey instru-
ments used were the Leader Behavior Description Questionnaire (LBDQ)
demographic questions, the Job Description Index (JDI), and ques-
tions on influence taken from the Control Graphs by Tannenbaum.
Statistical treatment of Pearson product-moment correlations and
multiple regression analyses were used. Results showed positive
correlations between variables of leadership, job satisfaction (except

satisfaction with pay), and influence. Demographic information did



Megan Haupt Oberlin

not correlate significantly with any variables. The leadership
variables of Initiation of Structure, Consideration, and Integration
provided the most correlations on both the dependent variables.
Multiple regression findings suggested a considerate leader who main-
tains an integrated, closely-knit organization, who resolves con-
flicts and maintains cordial relations with superiors and has influ-
ence with them, will be perceived by workers as exerting influence

and contributing to job satisfaction.
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CHAPTER I

INTRODUCTION

Background

Organizations have been the focus of research and interest
for theorists since Wilbur's first writings on bureaucracy in 1929.
For the past two decades, intensive and concentrated attention has
been paid to organizational research in the behavioral sciences.
Prior research of "classical" theorists Fayol, Urwich, Taylor, and
others discussed chain of command, with heavy emphasis placed on
factors related to organizational structure. There was a general
tendency to view the employee as an inert instrument performing the
task assigned (March & Simon, 1958). The classical viewpoint was
aptly summed as "organizations without people" (Bennis, 1959,

p. 259).

Modern organizational theory developed by Likert, Haire,
McGregor, Argyris, and others has recognized the importance of the
organizational milieu with particular respect to its input on the
organization's members (Porter, Lawler, & Hackman, 1975). Some
dimensions within the milieu are psychological, not physical or
structural, e.g., members' perceptions of the organization, reac-
tions to the organization, and attitudes toward the organization.

Consider the research literature on supervisory behavior,
Traditionally, this research has focused on the effects of various

1



leader personalities or managerial styles on individual and group
performance. Many studies have been done which examine how subor-
dinate satisfaction differs for supervisors who have a "considerate,"
employee-centered style from those who have a structuring, task-
oriented style. Much of the literature reviewed by House and Filley
(1968), Vroom (1964), and Likert {1961} indicates a relationship
between supervisory consideration and job satisfaction. Considera-
tion is a dimension of leadership defined as one where the leader
"regards the comfort, well being, status, and contributions of the
follower" (Stogdill, 1963, p. 5). Initiating structure of the leader-
manager and job satisfaction are not as clear-cut, though correla-
tional studies tend to indicate they are related (Vroom, 1964).
Initiating structure, another dimension of leadership, is defined as
one where the leader "clearly defines own role and lets followers

know what is expected" (Stogdill, 1963, p. 5). A relationship between
leadership and influence may be supposed from tﬁe definition which
equates leadership with the differential exertion of influence.
"Indeed every act of influence on a matter of organizational rele-
vance is in some degree an act of leadership" (Katz & Kahn, 1966,

p. 303).

Research focusing on organizational variables in school
organizations is meager. According to Bidwell (1965), "To under-
stand what schools are like as organizations we must rely on empiri-
cal work, much of which is not explicitly directed toward organizational
questions. . . . As a result this empirical literature is fragmentary

and discontinuous" (p. 72).



Need for the Study

The intermediate school district in Michigan is an expanding
organization. Increased functions have resulted in a greater respon-
sibility for prov1d1ng educational services within the state. This
increased respon51bil1ty is most evident in special education programs
and services for the handicapped. With the changes in organizational
responsibility and climate, there is a need to examine the interme-
diate school district as an organization and the special education
component as a new, expanding suborganization.

In 1971, Public Act 198 or Mandatory Special Education was
passed by the Michigan legislature. This comprehensive law required
public school districts to provide programs and services for handi-
capped children ages 0 to 25. This law and the accompanying rules
and regulations have projected the intermediate school district into
a powerful position as an intermediary between local school districts
and the state board of education and state department of education.
The legislation has changed the provisions for services to handi-
capped children from permissive to mandatory. Many of the positions
in special education created by this legislation change are new and
did not exist six years ago.

With change, leader behavior and employee job satisfaction
with the organization become areas of interest for study. Does leader-
ship style make a difference or have on effect on employee job satis-
faction? What, if any, is the relationship between leader behavior
and perceived influence? Is it possible to predict job satisfaction

of employees by analyzing the leadership style of their superiors?



Research Objectives

This study is an exploratory correlational-regression inves-
tigation of the effects of leadership and demographic information on
job satisfaction and influence as perceived by three hierarchical
groups of special education personnel in intermediate school districts
in Michigan. Special education directors, supervisors, and itinerant
staff represent the population for study. Instruments for research
include the Leader Behavior Description Questionnaire, demographic
information, the Job Description Index, and influence questions based
on Tannenbaum's Control Graph.

This study examines the intermediate special education staff
as a component of the total intermediate school districts and attempts
to add to the knowledge pertaining to the relationship of the vari-
ables of influence, job satisfaction, leadership, and demographic
information in school organizations. In this research it is hypothe-
sized that member job satisfaction and influence are functions of
leadership-management style.

The first research objective is to investigate the relation-
ship of the dependent variables of perceived job satisfaction and
perceived influence as affected by the independent variables of per-
ceived leadership and demographic factors or variables among members
of special education staffs in intermediate school district organiza-
tions. The second objective is to investigate the possibility of a
prediction model for the dependent variables. Finally, knowledge of
reported perceptions may provide a better picture of what is happen-

ing in intermediate school district special education suborganizations.



Definition of Terms

The following definitions were assumed for this research.

Leadership is defined as the process whereby one person
exerts social influence over the members of the group. A leader,
then, is a person with power over others, who exercises this power
for the purpose of influencing their behavior.

Influence as a function of leadership is defined as any pro-
cess whereby a person or group of persons or organization determines,
that is, intentionally affects, the behavior of another person, group,
or organization.

Job satisfaction is defined as the attitude of workers toward

the company, their job, their fellow workers, and other psychological
objects in the work environment.

Intermediate school districts are defined as those districts

organized on a county or multi-county basis as described in Michigan
Public Act 190 of 1957.

Intermediate special education director is defined as a

person(s) approved and reimbursed in the position as a full-time
administrator by the Michigan Department of Education.

Intermediate special education supervisor is defined as a

person(s) approved and reimbursed in the position by the Michigan
Department of Education.

Intermediate special education staff is defined as approved

jtinerant staff housed at the intermediate office.



Qverview

The remainder of this thesis is organized in the following
manner:

Chapter 11 is a review of the relevant literature on leader-
ship, job satisfaction, influence, demographic information, and the
instruments used.

Chapter III contains the population, data collection, method-
ology of the study, and the schema for the correlations of the vari-
ables of interest.

Chapter IV presents the results of the analyses of the
relationships between the variables of leadership, demographic infor-
mation, job satisfaction, and influence.

Chapter V is a summary of the results of the study, conclu-

sions reached, and implications for further study.



CHAPTER II

REVIEW OF THE LITERATURE

Leadership

Introduction

Leadership is one of the most researched and perhaps least
understood variables in organizational research. Studies of leader-
ship in organizations are confusing, if not chaotic.

Not much smaller than the bibliography on leadership is the
diversity of views on the topic. Many of the studies essen-
tially ask: What do people mean when they speak of a leader?
Other studies begin with a conceptual or empirical definition
of leadership and then proceed to determine correlates or
consequences of leadership so defined. Even a cursory review
of these investigations shows that leadership means many dif-
ferent things to different people (Janda, 1960, p. 345).

A simple definition proposed by Stogdill (1974) indicates a
leader is the person whose behavior exercises a determining effect on
the behavior of group members. Bowers and Seashore (1966) identified
certain common-sense attributes of leadership. First, the concept of
leadership is meaningful only in the context of two or more people.
Second, leadership consists of behavior: behavior by one member of
the group toward other members of the group which advances some joint
aim. These definitions are simplistic and may not give insight into
the process and studies of leadership. They do provide a basic con-

ceptualization of leadership.



Early research studies in leadership are predominantly of
the personal traits or individual-centered variety. Leaders are
defined as persons holding an office. Trait theory asserted there
is a finite number of identifiable characteristics or traits of
successful and effective leaders. These traits differentiate the
successful from the unsuccessful leaders (Filley & House, 1969).
Stogdill (1974) reviewed the literature with respect to these studies.
Personal factors were classified under five general headings:

(1) capacity (intelligence, alertness, judgment); (2) achievement
(scholarship, knowledge, athletic accomplishments); (3) responsibility
(dependability, initiative, persistence, aggressiveness); (4) partici-
pation (activity, sociability, cooperation, adaptability; (5) status
(socioeconomic status, popularity). Only traits of intelligence,
scholarship, dependability, responsibility, social participation, and
socioeconomic status consistently differentiated leaders from non-
leaders.

Trait theory research to this point ignored the situation in
which leadership takes place. Ghiselli (1963) correlated traits of
leadership with management performance ratinﬁs and organizational
levels, The leadership traits that correlatedwere intelligence, supervi-
sory ability, initiative, self-assurance, and individuality. This research
gives more dynamic and replicable results than previous trait research.

The behavioral approach to the study of leadership character-
izes leaders by behavior patterns rather than inherent or individual
traits. The behavioral "theory" began with Kurt Lewin of the Group

Dynamics Center at M.I.T. Four styles of leadership behavior have



emerged from the research: autocratic, supportive, instrumental, and
great man. Filley and House (1969) stated that the autocratic leader
commands and enforces by his power to reward and punish, and his deci-
sions are most often arbitrary. The supportive leader is democratic,
employee oriented, and considerate of employees (Argyle, 1957). The
instrumental leader is effective, active, task oriented, and he may

be autocratic or supportive (Bass & Dunteman, 1963). The great man

is an effective leader who is both supportive'and instrumental (Moore &
Smith, 1952; Bales, Strodbach, Mills, & Roseborough, 1951).

The study of leadership has become increasingly interesting
when viewed as an interaction process between the leader, the group,
and individual group members. In other words, the leader influences
his followers in the interaction process and the group's reactions
have an impact on leader behavior.

In an experiment demonstrating that satisfaction of group
members with the leadership they receive is affected to a large
extent by attributes of the person providing the leadership, Bell and
French (1950) have shown it is possible to predict with some accuracy
the attitudes of members of a group toward the quality of individual
leadership ability. In their experiment each subject participated
in six discussion groups. In each group his fellow participants were
four different students with whom he was unacquainted. At the end of
the discussion session, the five group members were asked individually
to rank other group members on their ability to lead the discussion
for an expected next meeting. The rankings for a given person by the

other four members were averaged and correlated with the leadership
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rankings that the same person received in the other five groups.
The correlation coefficients between leadership rankings in different
groups ranged from .03 to .96, with a mean of .75.

The attempt by several Ohio State University psychologists to
find a few general behavior dimensions which apply to all types of
leaders is significant. Hemphill and Coon (1957) and Halpin and
Winer (1957) performed factor analyses of leadership behavior and
produced two orthogonal factors. The factors are consideration and
initiating structure. "Consideration is the degree to which a leader
acts in a warm and supportive manner and shows concern and respect for
his subordinates. Initiating structure refers to the degree to which
a leader defines and structures his own role and those of his subor-
dinates toward goal attainment" (Yukl, 1971, p. 414). Many years of
experimentation and maniputation of the factors of consideration and
initiating structure have found them positively related to various
measures of group cohesiveness and harmony. Initiating structure is
related to group cohesiveness, whereas consideration is related to
low absenteeism, turnover, bureaucracy, and satisfaction.

It would appear the significance of cohsideration and struc-
ture is to be explained, not in terms of leadership, but in
terms of followership. The two behavior patterns emerge as
important but not because they are exhibited by the leader,

but because they produce different effects on the behavior
expectations of followers (Stogdill, 1974, p. 147).

Studies of Consideration and
Initiating Structure

Hemphill (1955), using the Leader Behavior Description Ques-

tionnaire (LBDQ) to study the leadership of academic department heads
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in a university, reported consideration and administrative competence
correlated at .36 and initiating structure and administrative compe-
tence correlated at .48. Hills (1963), in a study of school principal
behavior, reported consideration and structure are highly correlated
with two representative functions: (1) representing the interests of
teachers to higher levels of the organization and (2) representing
teachers' interests to the school clientele. Additionally in this
study, consideration and initiating structure are not only concerned
with internal leadership but reflect the manner in which the leader
deals with outsiders and higher levels of authority. Another educa-
tional study using principals as respondents to describe the leader
behavior of superintendents and assistant superintendents found that
those principals who describe their superiors as high in consideration
but not high in structure perceive themselves as exercising-highdegrees
of responsibility, authority, and as delegating extensively. In a
study of the staff position of director of instruction, Luckie (1963)
surveyed 434 superintendents, directors of instruction, and teachers
for descriptions of 53 directors of instruction. Using the ideal
model as portrayed by the LBDQ, directors are reported as lower in
consideration and structure than all groups would consider ideal. An
experiment by Bailey (1966) using four principals and four teachers
described as higher in consideration and four other principals described
as higher in structure involved a decision-making game. Neither prin-
cipals' consideration nor structure scores were significantly related
to the group's decision. However, principal consideration is signifi-

cantly related to the teachers' satisfaction with the decision and
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their support of it. Flocco (1969), in a study of 1,200 school
business managers, reported consideration and initiating structure
are unrelated to personality test scores or dogmatism.

In studies of consideration, structure, and school size,
Hunter (1959) stated teachers and board members describe superinten-
dents of large schools higher in consideration and initiating struc-
ture than those in small schools. Charters (1964) indicated size of
school was unrelated to teachers' description of leader behaﬁidr;
however, administrators rated superintendents of large schools higher
in consideration and initiating structure than those in small schools.

House, Filley, and Kerr (1970), in a study of three companies
as a test of the Fleischman and Harris (1962) hypothesis, discovered
that structure acts as a mediator of the relationship between consid-
eration and job satisfaction. Structure related positively and sig-
nificantly with satisfaction with company and freedom of action in
all three organizations. Although data did not support the mediating
hypothesis, structure was positively rather than negatively related
td employee satisfaction. Stogdill (1965) also found in a study of
27 organizations that leader structure is related to follower satis-
faction with the organization, whereas consideration is associated

with satisfaction and freedom of action.

Leadership and Satisfaction

Mann (1965), in a study of community hospitals involving three
employee groups and a trilogy of leadership skills, found the satis-

faction of nurses is related to human relations skills of supervisors.
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Satisfaction of supervisor is related to administrative skills of
their superiors. In studies of two firms using consideration and
initiating structure as leadership variables, House, Filley, and
Gujarti (1971) reported conflicting results. Both leader considera-
tion and initiating structure acted as moderators of employee satisfac-
tion with freedom on the job, job security, and family attitudes in
one firm but not the other. Nahabetian (1969) stated group members
are better satisfied with leaders who rate high in influence rather
than those Tow in influence with superiors. Yukl (1971) stated that
in five studies using the leadership dimension of consideration and
subordinate satisfaction, a strong positive relationship is present
between these two factors. In an experiment Lowen, Hrapchak, and
Kavanagh (1969) found a significant positive relation between subor-

dinate satisfaction and their ratings of leader consideration.

Other Studies of Leadership

Heller and Yukl (1969) defined another leader behavior dimen-
sion encompassing leader behavior procedures and group participation,
which they call decision-centralization. This is an average of the
degree of participation the leader allows into any set of typical
decisions. This dimension emphasizes the behavior of the leader
rather than behavior of subordinates. Yukl (1971) maintained decision-
centralization is independent or oblique from consideration and
initiating structure. In a study of 67 second-line supervisors in
three companies, results showed a low significant correlation of

r= .24, p < .05 between consideration and decision-centralization.
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No significant correlation was present between decision-centralization
and initiating structure. The instrument used was the Decision Pro-
cedure Questionnaire (Form C) described in Heller and Yukl (1969).
Yukl further developed his premises into a multiple-linkage model of
leader effectiveness. The central feature of the model is a set of
intermediate variables such as subordinate task motivation, subordi-
nate task skills, and task-role organization for the group. A leader
can do little to improve group productivity unless he alters one or
more of these variables.

In the research on the relationship between organizational
performance and leader attitudes, Fiedler {1971) and associates
sought to determine whether the leader who is very lenient in evaluat-
ing his associates is more or less likely to lead an effective, high-
producing group than the leader who is highly demanding or discrimi-
nating in evaluating his associates. Two perception factors were
considered. One, "assumed similarity between opposites" (ASO),
measures the degree to which a leader is perceived as very similar to
his most and least preferred co-workers. A perception of close simi-
larity suggests the leader is not discriminating in his preferences
about co-workers. The second factor is the "least preferred co-worker"
(LPC). This measures the degree to which the leader sees the poor
co-worker in a favorable manner. LPC is a measure of leniency or
tolerance or an inverse measure of the degree to which he discriminates
in evaluating others. The ASO and LPC scores are highly correlated
and so are used interchangeably. Groups are described as interacting

(members work cooperatively and interdependently on a task) or coacting
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(members perform their tasks in relative independence from one another).
The variable that moderates the relationship between LPC and group per-
formance is situational favoritism. This is defined as the degree to
which the situation itself provides the leader with potential power
and influence over the group's behavior. Situational factors include
leader-member relations, task structures, and position power. These
rating scales were described by Fiedler (1967). Group situations are
classified on these three dimensions. The resultant classification
system is an eight-sided cube. Each octant could be scaled in learning
how much power and influence a leader might have in a situation.
Meuwese and Fiedler (1965), in a study using the LBDQ, reported
leaders who are high and low.on the LPC measures tend to differ sig-
nificantly on specific items of the LBDQ but not in total scores for
consideration and structure. Graham (1968) found high-LPC leaders
were described as being higher in consideration and structure than
Tow-LPC leaders. Yukl (1968), in a study of leader personality and
situational variables as determinants in leader behavior, found task-
oriented leaders tend to be described as high in structure and low in
consideration. Fiedler analyzed earlier studies in which ASO and LPC
were developed and added the situational factors. New laboratory and
field studies were conducted to validate the model. Shima (1968)
tested the contingency model in Japan using students and two of
Guilford's tests: the Unusual Uses test, considered to be moderately
structured, and an integration task requiring groups to invent a story
using ten unrelated words. All leaders were elected by the group mem-

bers. The corresponding correlates were -.26 (n = 16) and .71 (n = 16),
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p < .05, thus supporting the model. In the analyses and reanalyses
studies, Fiedler found adiscriminating leader attitude was associated
with high group performance when the situation was highly favorable

or unfavorable. A lenient, considerate leader attitude was associated
with high group performance when the situation was moderately favor-
able or unfavorable. Under a very unfavorable condition, however, the
group would fall apart unless the leader's active intervention and

control could keep the members on the job.

Conclusion
Research on dimensions of leadérShip has progressed from

encompassing theories to empirical experimentation. Leadership
involves the leader, his personality and behavior, the group members'
behavior and interactions of the leader, the tasks and goals to be
accomplished, and the situations or context within which the leader,
group, and task are operating. This wasbest stated by Hollander and
Julin (1969):

One overriding impression conveyed by surveying the literature

of the 1960's, in contrast to the preceding two decades, is

the reduction of interest in leadership toward processes such

as power and authority relationship. . . . The tendency is to

attach far greater significance to the interrelationship

between the leader, the followers and the situation. . . . In

consequence, the problem of studying leadership and understand-

ing these relationships is recognized as more formidable than
was earlier supposed (p. 395).

Job Satisfaction

Definitions of Job Satisfaction

Since Hoppock's monograph on job satisfaction in 1935, a

substantial amount of research has been conducted on this topic.
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Variables such as job satisfaction, employee attitudes, and morale
acquired an important place in the literature of industrial, voca-
tional, and social psychology. The terms job satisfaction and job
attitudes were typically used interchangeably. Both refer to affec-
tive orientations on the part of individuals toward work roles which
they were presently occupying. Beer (1964) defined job satisfaction
as the attitude of workers toward the company, their job, their fellow
workers, and other psychological objects in the work environment.

The term "morale" has been given a variety of meanings, some
of which correspond quite closely to the concepts of attitude and
satisfaction. For example, Likert and Willits {1940) defined job
- morale as an individual's "mental attitude toward all features of his
work and toward all of the people with whom he works" (p. 27). Simi-
larly, Guion (1958) defined morale as "the extent to which the indi-
vidual's needs are satisfied and the extent to which the individual
perceives that satisfaction as stemming from his total job situation"
(p. 62).

Job satisfaction and motivation seem to represent two differ-
ent constructs and may be only tangentially related. For example, a
sales manager who expended enough effort to meet minimum job require-
ments may have demonstrated low job motivation; however, the poorly
motivated manager may have preferred not to work hard. He may have
appreciated the opportunity to coast along in his career. Although
his job motivation was low, his job satisfaction was high (Dubrin,
1974). Research on motivation had involved many disciplines, including

developmental learning and other areas of psychology. Research on job
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satisfaction, on the other hand, had come from efforts of industrial
psychologists interested in work organizations. No encompassing
theories stating causal relationships have been developed for job
satisfaction. Most research has consistently looked simply for
“relationships among variables (Porter, Lawler, & Hackman, 1975).

| Lawler (1975) characterized job satisfaction as (1) global

in nature, (2) a single variable, and (3) specific factors which are
reactions to particular aspects of jobs. Global satisfaction has been
defined as a person's affective reactions to his total work role.
Campbell, Dunnette, Lawler, and Weick (1970) cited the distinction
between general job satisfaction and specific job satisfaction,

tied to specific referents, as an important one. A number of investi-
gators have tried to break down the notion of general job satisfaction
into relatively independent components (e.g., Ash, 1954; P. C. Smith,
1967; Weiss, Davis, England, & Lofquist, 1967).

Although the structure of job satisfaction thus conceptualized
varied somewhat across studies, the similarities were more apparent
than the differences., The referents which commonly appeared were such
things as pay, working conditions, supervisory practices, company
policy, co-workers, opportunities for advancement, security, and the
1ike. Vroom (1964}, in his review of job-satisfaction literature,
indicated that most studies dealing with the determinants of job
satisfaction used specific measures, whereas those dealing with the
relationship of job satisfaction to job behavior tended to use more
general measures. There were problems when factors of satisfaction

were combined to form a global measure. Nezzer (1971) found in her
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search for determinants of global satisfaction for managers that
determinants varied from company to company even when they were mem-
bers of the same corporation. Blocker and Richardson (1963), in their
25-year review of morale research in education, noted a trend from
global to component (facet or factor) job-satisfaction measures.

Wanous and Lawler (1972) reviewed nine operational definitions
of job satisfaction. Data were reported on the relationship between
each of these definitions and two traditional measures of errall job
satisfaction. The results showed all the operational definitions of
job satisfaction did not yield empirically comparable measures of satis-
faction. The authors suggested theory and research were needed which
mapped in detail the relationships among different ways of measuring
global satisfaction, facet satisfaction, and a number of independent
and dependent variables.

Factors Associated With
Job Satisfaction

Many factors have been associated with job satisfaction.

General environmental factors in teacher satisfaction were investi-
gated by McCluskey and Strayer (1940) based on work by Hoppock (1935).
Garrison (1945), building on McCluskey and Strayer, concluded nearly
every aspect of the teacher's environment was involved in adjustment
to the job situation. Relationships between satisfaction and super-
vision in public schools were investigated by Bidwell (1955). He
concluded that teachers who perceived administrative procedure as

being consistent with their expectations tended to be satisfied with
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the teaéhfng situation; teachers whose perceptions were not consis-
tent with expectations were dissatisfied.

There has been some experimental evidence that extensive
changes in satisfaction may follow changes in supervision. Jackson
(1953) used an attitude questionnaire to measure the attitudes of
members of nine work groups, each concerned with the installation or
repair of telephone equipment. Subsequent to this measurement, three
foremen whose men had relatively positive attitudes toward their
leadership were exchanged with three foremen whose men had relatively
negative attitudes toward their leadership. The remaining three fore-
men remained with their original sections and served as controls.
Approximately four months after the original attitude measurement, the
same questionnaire was readministered. The three work groups who
initially had positive attitudes toward their foreman changed in a
negative direction. In two of these groups the differences were
statistically significant. Similarly, the three work groups who
initially had more negative attitudes toward their foreman changed in
a positive direction. In two of these groups the differences were
significant, while the significance of the third was not tested
because the newly acquired foreman had become i1l and had to be
replaced. The attitudes of the three work groups who had served as
controls remained unchanged. |

Many of the early Ohio State University studies reported a
significant relationship between leader's behavior and satisfaction.
Vroom (1964) cited Baumgartel in a study of scientists which indi-

cated directive or participative leadership affected job satisfaction.
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Locke, in Steers and Porter (1975) discussed, but didn't empirically
test, how a supervisor could contribute to an individual's job satis-
faction but could not "motivate" an employee. The supervisor's influ-
ence was limited. What he accomplished depended on the values,
knowledge, and goals of his subordinates.

Job performance was at one time believed to be caused by
satisfaction. Vroom (1964) showed studies which found weak relation-
ships between performance and satisfaction. Recent research has indi-
cated the slight relationship may be due to good performance causing
'satisfaction (Lawler & Porter, 1967). If we assume rewards caused
satisfaction, and in some cases performance produced rewards, then it
was possible the relationship found between satisfaction and perform-
ance came about through the action of a third variable--rewards.
Briefly stated, good performance led to rewards, which in turn led to
satisfaction; this formulation then would say that satisfaction was
caused by performance.

Katzell, Barrett and Porter (1961), in a study of wholesale
warehousing divisions ofpharmaceutiéa1 companies where variables of
performance, satisfaction, and situational inputs were manipulated,
found a positive relationship between measures of satisfaction and
performance if the situational variables were characteristic of small
towns, i.e., fewer employees and more evenly proportioned staffs based
on sex.

The evidence which related wage Tevels to satisfaction is
conflicting and confusing. Mathis (1959) and Chandler (1959) reported

on studies of the relationship between types of salary schedules and



22

teacher morale. Using ten systems, five which had merit rating systems
and five which did not, they administered an instrument to rate morale.
The conclusions were the instrument did differentiate morale but type
of pay plan and amount of pay did not significantly affect morale.
However, Harap (1959), in field studies conducted by George Peabody
College for teachers (1949 and 1957) found salary improvement as the
most suggested improvement for morale by teachers in the 20 districts
studied. Results of Harap's studies must be put in a proper frame of
reference. Salaries in education were low relative to salaries in
other occupational groups in the 1949-1957 era, according to the
United States Department of Labor Statistics.

Summary.--Summarizing the authors reviewed suggests that
'understanding of what determines job satisfaction has not substan-
tially increased. Much of this may have been due to a lack of cohesive

theory and consistency of results across research studies.

Other Theories

Theoretical work on job satisfaction includes fulfillment
theory, discrepancy theory, and the "Smith et al." theory. These
theories will be briefly discussed.

Fulfiliment theory.--Schaffer {1953) stated, "“job satisfaction

will vary directly with the extent to which those needs of an indi-
vidual can be satisfied are actually satisfied" (p. 3). Using a
questionnaire, he measured the strength of 12 needs of each of 72
employed persons. In the same guestionnaire he measured the extent

to which each need was being satisfied in the work situation and the
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individual's overall job satisfaction. In general, the greater the
relative strength of the need, the greater the positive correlation
between the measure of the degree to which the need was described as
being satisfied and overall job satisfaction.

Discrepancy theory.--The discrepancy approach was based on

the conceptualization that satisfaction may be determined by the dif-
ferences between the actual outcomes a person receives and some other
expected outcome. When received outcome is below the expected outcome
level, dissatisfaction results. Portef (1961) presented a discrepancy
approach which saw satisfaction influenced not by how much a person
wanted but by how much he felt he should receive. To measure satis-
faction he asked respondents how much of a given outcome there should
be for a job (ideal) and how much of a given outcome there actually
was (real). Locke (1969) emphasized that perceived discrepancy, not
actual discrepancy, was important. Satisfaction was determined by

the difference between what one wanted and what one perceived he
received. Both discrepancy measures did yield different results. For
example, a person may feel his present pay is appropriate for his
present job and be satisfied; however, he may feel his present pay is
below what he wants and be dissatisfied.

"Smith et al." theory.--The inclusion of alternatives within

the job situation was hypothesized by Smith et al. (1969):

Feelings of satisfaction are associated with a perceived dif-
ference between what is expected as a fair and reasonable
return (or when the evaluation of future prospects is invoived,
what is aspired to) and what is experienced, in relation to the
alternatives available in a given situation, Their relation to
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behavior depends upon the way in which the individual expects
that form of behavior to help him achieve the goals he accepted

(p. 50).

Smith et al.'s hypothesis expanded job satisfaction to include envi-
ronmental or situational variables. This led to theories of social
comparison and predictions of employee behavior which are beyond the
scope of the present review.

Summary.--Summarizing the research on satisfaction is diffi-
cult as strong conclusions cannot be made. Conflicting findings have
suggested present theories and models are inadequate as frameworks for

an exhaustive investigation of the subject.

Influence in Organizations

Introduction

The literature on influence is filled with diverse defini-
tions and approaches. The words influence, power, control, and
authority are redefined across academic disciplines. Sociologists
have been concerned with power both as a dependent and an independent
variable. Students of business organizations have examined causes and
consequences of management control vis-a-vis owners and centralization
and decentralization as aspects of the distribution of power. Politi-
cal scientists have examined the influence of external pressure groups
on policy making and administration in governmental agencies as
redefined by each researcher to fit his particular situation (Zald,'
1969). Dahl (1957), in his comments on the study of power, said, "A
thing to which people attach many labels with subtly or grossly differ-

ent meanings in many different cultures and is probably not a thing at
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all but many things some researchers think the study of power is a
bottomless swamp" (p. 206).

The word influence has been defined as any behavior which pro-
duces an effect whether in behavioral, psychological state or any
other condition. Other words connoting influence were control,
authority, and power. For the purposes of this research, all the
above-named concepts were viewed as differential acts of influence

and were treated as influence.

Typologies
Theorists and researchers have had to create "maps" to gquide

them through the "swamp" of influence literature (Cartwright, 1965).
Typologies have been developed to define or organize the theory and
research on influence. French and Raven (1959) created a typology
of bases of interpersonal power. Their approach was based on the
nature of the relationship between the power holder and the power
recipient.
1. Reward power--used in those situations in which the reward
is important to the recipient.
2. Coercive power--based on the recipient perceptions of the
ability of the power holder to distribute punishment.
3. Legitimate power--when the recipient acknowledged the
power holder had a right to influence.
4, Referent power--when the recipient identified with the
power holder and tried to emuiate him.
5. Expert power--when the recipient attributed special knowl-

edge to the power holder,
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A1l of these forms of power were found in organizations. Experimental
studies by French, Morrison, and Levinger (1960) lend support to the
conception of bases of power.

Donald Warren (1968) utilized the French-Raven power typology
in his analysis of the manner in which school teachers conformed to
organizational controls. Warren was concerned with behavioral as
opposed to attitudinal conformity as the dependent variable in the
power relationship. Behavioral conformity was compliance "in overt
behavior, but without internalization and norms" (p. 953). Attitudi-
nal conformity involved both compiiance and internalization. Warren
also dealt with the visibility of the power recipients. He suggested
those recipients subject to coercive and reward power must be highly
visible, since their performance must be constantly under surveillance
by the power holder. On the other hand, referent and expert power
recipients were much less visible, since they shared the same social
goals as the power holder. In these latter power forms, the recipi-
ents were motivated to conform and there was less need for direct
surveillance, Warren found, in most of the school studied, more than
one form of power was used. The combinations of power forms were
consistent with what would be normally expected. Expert and referent
power tended to be found together and were closely related, while
coercive and legitimate power had a minimal relationship. Coercive
power was the type found alone most often, while referent and expert
power were most often combined with one of the other forms. These
combinations were important from a theoretical standpoint; they sug-

gested in these cases that power was not something that is available
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in a social system in a fixed amount (zero-sum game) but variable
within the system, as to both type and amount. Warren then added

the professionalism of the teachers to his analysis. He found that

in highly professionalized settings coercive power was weak, whereas
it was a stronger base in less professionalized settings. The addi-
tion of the professional variable weakened the impact of reward power,
which apparently was not a major basis for control in these school
settings. Legitimate, expert, and referent power were all linked to
professionalism, with legitimate power having the strongest associa-
tion. The control system in a highly professional school then appeared
to be most effective when these three forms of power were present and
utilized. Control would tend to be ineffective when coercive or
reward power was the major basis used,

Further insight into the sources and bases of power is pro-
vided in a study by Filley and Grimes (1967) conducted in a nonprofit
organization. Thirty-six of the professional organization members
were interviewed about eight hypothetical incidents which required them
to seek a decision from the director or associate director. Respon-
dents were asked (1) to whom they should go if they were to seek a
decision, (2) to whom they would like to go, and (3) to whom they would
in fact go. Answers to the above questions were classified according
to the bases of power to which the organization members responded. The
empirically derived statements of organizational bases of power
included: formal authority, responsibility and function, manipulation,
default or avoidance, autonomy, expertise, control of resources, bureau-

cratic rules, traditional rules, collegial friendship, and equity.
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Patchen (1974) examined 33 specific purchasing decisions in
11 firms., In each organization, a person knowledgeable about the
purchasing function was interviewed about a nonrepetitive purchase
made in the firm, typically one where a product was bought for the
first time or where it had been purchased only infrequently. For
each decision, this knowledgeable person was asked to supply the names
and titles of others who were involved in the purchase. A total of
180 interviews were conducted concerning the 33 cases; these inter-
views were with those designated originally as being involved in the
purchase and with others whoée importance to the decision-making pro-
cess was revealed during the initial interviews. Individuals involved
in the decision were asked (1) who brought the problem to their atten-
tion and with thom they have discussed the problem, (2) their role in
the decision, (3) who was involved during each stage of the decision,
(4) what difference of opinion existed within the firm, (5) how such
differences were resolved, and (6) who they judged had the greatest
influence on the decision and why. One of the most striking findings
in this study was the lack of aéreément among people interviewed as
to who had had the most influence in making the decision. Patchen
suggested that only in a few cases was there a single, prime decision
maker; his data show that most often the decision meetings, problem
solving, and getting additional information were much more frequently
used to resolve conflicts than were decisions made by persons with
higher authority. A variety of answers were obtained in response to
the question, "Why did the person named as most influential in the

decision have so much influence?" (p. 195). The majority of the
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responses concerned characteristics related to the extent to which the
person would be affected by the decision. Sometimes the explanation
was a general statement that someone would be affected. For example,
in a company which makes musical instruments, the choice of a tractor
truck was said by one informant to have been influenced most by the
traffic supervisor. Closely related was the somewhat more specific
assertion that a certain person was influential in the decision con-
cerning a purchase because the product would be used by him or his
department. In addition to being affected by virtue of having to use
the product, a man may be affected in other ways by the decision. A
variety of responsibilities, the meeting of which might be affected
by the decision, were mentioned as reasons for great influence. The
characteristics mentioned next most frequently had to do with the
expertise of the individual with influence; this experience sometimes
took the form of specific information, sometimes a more general kind of
knowledge. Formal responsibility of the influential individual to play
a key role was also mentioned as a frequent basis for power, as was the
fact that the individual had formal, legitimate authority.

While many responses referred to individual characteristics,
as indicated above, other respondents suggested that the activities
of certain persons were the reason for their influence. The two most
commonly mentioned activities were "prodding others to act" (that is,
bringing the need for the new product to others' attention) and those

connected with information gathering and technical matters.
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Patchen concluded by examining his data with particular refer-
ence to the French and Raven classification of power, described earlier
in this chapter:

The data indicate first the coercive power and reward power
are noticeable chiefly by their absence. Influence was never
attributed to the characteristics of control over material
sanctions, nor to activities involving use of such sanctions
(e.g., threat, promise, punishment, reward). It is possible
that some respondents were reluctant to talk about such modes
of influence. It may be, too, that the possible use of sanc-
tions lurks behind other characteristics or activities which
were some-referent power. . . . Influence did appear to be due
often to expert power. A man's expertise was frequently men-
tioned as the reason he was influential in a decision. . . .

A second basis of power which was present was legitimate power.
The responsibilities, duties, for formal authority which a man
made, the characteristics of someone with legitimate power, were
given with some frequency as reasons for influence (pp. 216-17).

Etzioni (1961) attempted to develop a typology and an analyti-
cal scheme for organizational analysis in his three forms of power:
coercive, remunerative, and normative. Coercive and remunerative
power were almost identical to French and Raven's coercive and reward
power. Normative power was similar to referent power.

Yet another typology of influence was suggested by Cartwright
(1965). Theory and empirical studies were organized into three cate-
gories: (1) the agent exerting influence (0), (2) the method of
exerting influence, and (3) the agent subject to influence (P). When
an agent 0 performed an act resulting in some change in another agent P,
0 had influenced P. If 0 had the capability of influencing P, 0 had
power over P. Research findings were included on persuasion, confor-
mity, supervision, decision making, and exercise of economic, politi-

cal, and military power.
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Perception of Influence

The measurement of members' perceptions of organizational
influence was studied extensively in many types of organizations by
Tannenbaum (1968). Tannenbaum and Georgopolos (1957) used an instru-
ment called the control graph. In summarizing a series of studies on
the amount of power in organizations, Tannenbaum noted the expansion
of power may occur under either of two classes of conditions. The
first was that of an external expansion of power into the organiza-
tion's environment. At the same time, increased opportunities to
exercise control within the organization may have contributed to the
members' involvement in and identification with the organization and
hence increased their interest in exercising control and their amena-
bility to being controlled. Members, then, as possible control agents,
engaged in more frequent influence attempts, and as possible objects
of control, provided new opportunities to one another to exercise
control.

Hickson, Hinings, Lee, Schnech, and Pennings (1973) theorized
that control within organizations was not exclusively vertical; hori-
zontal control and coordination were necessary. Furthermore, questions
of organizational control should focus on units or departments within
an organization rather than on individual relations exclusively. They
argued differential power among organization units was central to the
question of organizational control and direction. Thompson (1967) and
Lawrence and Lorsch (1967) stated all organizational units faced con-
tingencies and constraints which limited their ability to control

themselves, and that all units face interdependence with other units.
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Power became a question of unequal dependencies among units. In

order to maintain control, an organizational subunit sought power rela-
tive to other units by (1) absorbing or coping with some of the uncer-
tainty faced by the other unit, (2) reducing its substitutability
relative to other units, or (3) increasing its centrality to the work

flow of the organization.

Influence in Education

Additional research on influence in education organizations
was Funk's study (1964) as reported by Briner and Iannaccone (1966).
The research dealt with two administrative roles--the high school
principal and instructional supervisor in a large school district--
using a variety of measures including documents and survey questions.
* Funk found that the principals-supervisors followed a typical line
and staff configuration explored by Browne (1949). Following this,
the power of principals was most consistent with French and Raven's

legitimate power while supervisors tend to use expert power.

Conclusion

The above survey of the literature on influence has indicated
influence relationships in organizations are typically thought to be
interpersonal. It has also been pointed out that power differentials
between organizational units usually take place along the lateral or
horizontal axis in the organization. Vertical or hierarchical arrange-
ments by definition involve in influence component. There was evidence
that influence in organizations does not take just one form. The

empirical research reviewed provided additional insights into these
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relationships. In a broader look at influence, it was emphasized
that influence was not a fixed sum in organizations. The amount of

power in the system could increase or decrease.

Instruments and Related Research

Leader Behavior Description
Questionnaire (LBDQ)

The original LBDQ was developed by John Hemphill and Oliver
Coons in 1957, as was part of the Ohio State University leadership
research. In subsequent research Halpin and Winer (1957) identified
two factors of leader behavior, named consideration and initiation of
structure. Stogdill (1959) developed a theory of leader role differ-
entiation and group achievement which suggested ten additional factors.
Items were developed for the newly posited factors and successively
item analyzed, revised, readministered, reanalyzed, and revised with
various groups. At various stages in the development of the instru-
ment, Stogdill, Goode, and Day (1962) conducted research projects
utilizing the LBDQ and described the leadership behavior of community
development leaders, United States senators, corporation presidents,
and presidents of labor unions.

The LBDQ, Form XII, is a measure to obtain descriptions of a
supervisor by the group members he supervises. It can be used to
describe the behavior of the leader or leaders in any type of group or
organization (Stogdill, 1963). It includes 12 subscales based on
hypothesized dimensions of leader behavior.

1. Representation: speaks and acts as the representative

of the group (five items).
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Demand reconciliation: reconciles conflicting demands
and reduces disorder to system.

Tolerance of uncertainty: is able to tolerate uncertainty
and postponement without anxiety or upset.
Persuasiveness: uses persuasion and argument effectively;
exhibits strong convictions.

Initiation of structure: clearly defines own role, and
lets followers know what is expected.

Tolerance of freedom: allows followers scope for initia-
tive, decision, and action.

Ro]é assumption: actively exercises the leadership role
rather than surrendering leadership to others.
Consideration: regards the comfort, well-being, and con-
tributions of followers.

Production emphasis: applies pressure for productive
output.

Predictive accuracy: exhibits foresight and ability to
predict outcomes accurately.

Integration: maintains a closely knit organization;
resolves intermember conflicts.

Superior orientation: maintains cordial relations with
superiors; has influence with them, is striving for

higher status.
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Related Research on the LBDQ

Brown (1967) utilized the LBDQ, Form XII, with 170 schools in
Alberta, Canada. The mean scores on all 12 subscales were compared
to reference groups of corporation presidents, labor presidents, col-
lege presidents, and community leaders. Brown stated:

Because of mean and other population differences, comparisons
between groups can only be hinted, at best. From inspection,
however, one derives the general image of the principal, as
compared with the other leaders, as a very tolerant fellow
(regarded by his staff certainly as more tolerant of profes-
sional or academic freedom than are college presidents) with
little upward drive or productivity push who, over the total
picture, probably appears to his teachers as much the sort of
person as a community leader, certainly not like an executive
president (p. 62).

The Job Description Index (JDI)

The JDI, developed by Edwin Locke, Patricia Smith, and Charles
Hulin at Cornell University during a ten-year research effort on job
satisfaction, attempted to measure job satisfaction in the areas of
pay, promotion, supervision, type of work, and people on the job.
Using 72 adjectives or descriptive phrases, the respondent was asked
to decide if the items described his job.

The JDI was validated using responses of 952 people in seven
organizations. Corrected split-half internal consistency coefficients
were reported to exceed .80 for each scale. There were several fac-
tors intrinsic to the scale which recommend its use. The concepts are
distinct and do not require the respondent to understand complicated
or vague abstractions. While the JDI was neither projective nor
directive, it did approach "job satisfaction" somewhat indirectly.

The respondent is asked to describe his job rather than his feelings
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about it. In addition, the JDI had validity, could be easily admin-
istered, and scored in a short time (Robinson, Athanasiou, & Head,

1969).

Related Research on the JdDI

Hulin (1966, 1968) gave evidence of stability of the JDI
over time in his studies of the impact of job satisfaction on turn-
over among female clerical employees. In 1966 he matched each subject
who subsequently left the company (“leavers") over a 12-month period
with “stayers" (employees who remained with the organization) along
demographic dimensions. Significant differences were found between
stayer and 1eaver\groups on mean satisfaction scores. This raised the
question of the possibility of reducing turnover by increasing a
worker's degree of satisfaction on the job. The company instituted
| ﬁew policies, and approximately one and one-half years after these
changes, Hulin (1968) again administered the JDI to a sample similar
to the previous one. Subsequent "leavers" were matched with "stayers,"
and again terminations were significantly related to the degree of
worker satisfaction. Satisfaction scores with four of the five JDI
scales rose significantly between the first and second studies, while
the turnover rate dropped approximately 80%.

Vaughn and Dunn (1972) used the JDI in studies of staff satis-
faction in six large university libraries. In a subsequent article,
the following basic criteria for selecting an instrument to measure
job satisfaction were given:

1. It should index the several dimensions of job satisfac-

tion.
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2. It should be applicable to a wide variety of jobs.

3. It should be sensitive to variations in attitudes.

4, The instrument used should be of such a nature (interest-
ing, realistic, and varied) that the scale will evoke
cooperation from both management and employees.

The index should be reliable.

5

6. The index should be valid.

7. The index should be brief and easily scored.
8

. Normative data shou]d'bé available.

General Influence--The Control Graph

The control graph developed by Arnold Tannenbaum is a straight-
forward Likert scale on which people at various levels of an organi-
zation rate the amount of influence they and people at other levels
have in running the organization, i.e., a general measure of members'’
perceptions. Tannenbaum collected data from a wide variety of volun-
tary and formal organizations. It was used as a research instruﬁent
to indicate the manner in which influence is structured as reported

by members within the organizations.

Related Research--Control Graph

Studies which related influence to organizational effective-
ness in voluntary organizations and in labor unions were reported by
Morse and Reiner (1956), Tannenbaum (1956, 1962, 1961), and Likert
(1960, 1961). Williams, Hoffman, and Mann (1959) investigated influ-
ence in a staff division of a large company. The perceptions of the

influence structure by two different organizational levels showed
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marked similarity, indicating the consistency of the method. Differ-
ences in the perceptions of the influence structure of two subgroups
within the division attributable to their different functions and
administrations illustrated its discriminatory pawer.

Lazerfield and Thielens (1958), in their study of the academic
mind, also used a global question to assess the power situation in
universities. A sample of faculty members were asked, "If you had to
choose one, who would you say has the most powerful voice on campus in
deterring the academic freedom that exists here? The trustees, presi-
dent, the deans, the heads of departments, faculty, students, or who?"
A measure based on- these answers was strongly related to the overall

improvement of quality within the university.

Specific Influence

Specific measures of influence developed with the need for a
more stringent definition of influence. "The present method (control
graph) leaves the definitional problem with the respondent. He must
decide what 'influence' means for him and then respond to the question-
naire in terms of his own definition" (Williams et al., 1959, p. 195).
Levine's (1973) criticism of Tannenbaum's methodology was based on
one item of measurement for perception. Halo effect, social desira-
bility, self-esteem, and error of measurement can be serious whgn
one-item measures are used. Patchen (1962) proposed that organiza-
tional influence could alternatively be measured by examining influ-
ence across a number of specific decision situations and then summing

these into a simple index. He compared the use of a global index, the
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control graph, with specific decision situation questions from data
collected on a manufacturing company and its dealerships. He concluded
the measure of influence based on specific influence areas was more a
reliable measure of the influence structure than a global-type ques-
tion among persons at the same organizational level. The measurement
of more specific aspects of influence in the manufacturing company was

obtained by responses to the following questions:

1. When it comes to decisions about who should be selected
to be transferred if many have applied for the same job
opening, how much say or influence do you feel the per-
sons listed below have on these decisions?

a. the hourly paid employees
b. the group leader

¢. the foreman

. higher manufacturing managers

the union executive committee

people in staff departments, such as personnel,
industrial engineering, scheduling, etc.

~-hM aQ

(For each of the levels judged, the fo]]owiné fixed-alternative
responses were provided: "lLittle or no influence," "Some influence,"
"Quite a bit of influence," "A great deal of influence," "A very great
deal of influence") (Patchen, 1963).

Related Research With
Demographic Information

Smith et al. (1969) used situational or demographic variables
as stratification variables to develop tables of stratified norms for
the JDI. Their rationale was satisfaction varied with variables which
contribute to frames of reference. "Income or community prosperity,
or similar variables . . . are proposed as indices of relevant per-
sonal and situational factors which influence frames of reference"

(p. 75). Through cluster analysis and multiple regression, the six
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variables of sex, income, education, job tenure, community prosperity,
and community decrepitude were chosen for stratification from a pre-
vious pool of 29 demographic variables.

Hulin (1966), in his study of job satisfaction and turnover
with female office workers, used the demographic variables of age,
educational level, job level, mother tongue, and marital status as
controls. The two subgroups, nonterminators and terminators, were
matched on the control variables. No significant differences in any
of the control variables were observed between the two groups.

Barton (1961) included demographic variables in his descrip-
tive categories of organizational research. Size is perhaps the most
frequently measured variable as it is easy to measure. Another study
made of a union which underwent fluctuations in size over 50 years
attempted to see how other factors were related to size (Brown, 1956).
Using organizational records, measures of intra-union conflict were
constructed (i.e., number of challenges to convention delegates). A1l
indicators of conflict appeared when the membership was small and
declined when it grew.

Spicknall (1970) used demographic variables in the study of
organizational climate among special education staffs in intermediate
school districts. Correlations between innovativeness, organizational
climate, and demographic variables were analyzed. Demographics relat-
ing to the adoption of innovative programs were size of school-age
population, professional organization membership, and staff reading

habits.
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Summary of Review of the Literature

There is no consistent body of research in the study of organi-
zations and organizational variables. Descriptions of the variables
of leadership, job satisfaction, and influence are so varied from
study to study that comparisons are difficult. Further, early
researchers described some variables erroneously and suggested causal
relationships from correlational data. Early descriptions of the
variables were based on a static, simplistic view of organizations
and organizational research.

The 1iterature as reviewed in this study suggests organiza-
tional research of the variables is still in its early stages where
hypothesis "suggesting" and theory seeking using correlational data

are still the predominant methods of research.



CHAPTER III

PROCEDURE AND METHODOLOGY

Introduction

In this study, leadership and demographic information are
considered independent variables and are expected to have a moderating
effect on the dependent variables of job satisfaction and influence.
Leadership is defined as a process whereby one person exerts social
influence over the members of the group. A leader, then, is a person
with power over others, who exercises this power for the purpose of
influencing their behavior. Leadership is measured on the Leader
Behavior Description Questionnaire (LBDQ) Form XII (Stogdill, 1963).
The LBDQ includes the following 12 subscales, which are dimensions of
leader behavior: representation, demand reconciliation, tolerance of
uncertainty, persuasiveness, initiation of structure, tolerance of
freedom, role assumption, consideration, production emphasis, predic-
tive accuracy, integration, and superior orientation.

Demographic information, as specified in the questionnaire,
includes measures of position, age, race, sex, years in the district,
and years in position.

Influence and job satisfaction are considered dependent vari-
ables. Influence as a function of leadership is defined as any pro-
cess whereby a personor group of persons or organization determines or
intentionally affects the behavior of another person, group, or

42
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organization. Influence is measured by questions based on Tannenbaum's
(1968) control graph and Patchen's (1963) questions. Measures were
taken on these 17 questions from all respondents.

Job satisfaction is defined as the attitude of workers toward
the company, their job, their fellow workers, and other psychologi-
cal objects in the work environment. Job satisfaction is measured by
the Job Description Index (JDI) (Smith, Kendall, & Hulin, 1969). The
JDI includes five dimensions of job satisfaction: work on present
assignment, present pay, opportunity for promotion, supervision in

present assignment, and people in present assignment.

Data-Collection Procedure

To aséess the applicability of the Job Description Index to
school populations, the clarity of the survey, and the estimated time
necessary to complete the questionnaire, a pilot survey was conducted.
Respondents were 15 special and general educators chosen at random
from the personnel registers of Michigan local school districts. The
pilot was conducted one month before the survey. Changes resulting
from the pilot were: (1) changing "he" on the LBDQ to read "he/she,”
(2) placement of demographic information as the first items of the
survey, (3) deletion of items on the JDI which were not applicable to
public organizations. The "revised" JDI consists of 58 items in the
five categories listed in the Appendix. These changes were determined
to bé so minor that it was presumed the original validity and relia-

bility of the instrument werenot affected. (See Appendix A.)
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A survey of the directors, supervisors, and itinerant special
education staff in 49 of the existing intermediate school districts
in Michigan represented the sample for this research. "Intermediate"
school districts are defined as those districts organized on a county
or multi-county basis, as described in Public Act 190 of 1957. The
intermediate school district must meet two criteria to qualify for
inclusion in the study: (1) a state-approved director of special
education must be employed, and (2) there must be more than seven
employees in the special education area. The entire population of
cancern is included in the study. Intermediate school districts were
selected for study because of their (1) consistent organizational
structure in special education, (2) identifiable 1listing of personnel
in special education, and (3) previous research studies in special
education. The three positions of directors, supervisors, and itiner-
ant special education staff were selected for study because of the
research interest in leadership, influence, and job satisfaction. The
instruments used require direct contact with the leader, It was
assumed the itinerant special education staff housed at the inter-
mediate school district office would have the contact with the director
and supervisor necessary to report on these positions.

Personnel registers from the Michigan Department of Education--
special education service area for 1974-75 were received, and an
updated 1ist in the fall of 1975 provided the population list for the
study. The total population included in the survey was 1,162:

49 directors, 123 supervisors, and 990 itinerant staff members.
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The survey questionnaire, sent by mail to the potential
respondents in each intermediate district, included: (1) a letter of
introduction and explanation, (2) the survey instrument, and (3) a
return-addressed envelope. The directors received an additional let-
ter requesting their participating in the study and directions to give
the survey to new personnel if a participant had been replaced. A
follow-up mailing was sent within three weeks of the original to urge
nonrespondents to participate. (See Appendix B.)

The response rate for the survey was 54% or 628. A total of
610 usable questionnaires were used in the study: 31 directors,

82 supervisors, and 480 itinerant staff members. The respondents
answered all questions on machine-scorable (optical scan) answer
sheets, which were specifically designed for the present study. The
individual items that made up the variables of leadership, job satis-

faction, and influence were summed to produce scales.

Independent Variables and Measures

The independent variable of leadership was measured using the
LBDQ, Form XII. As described earlier in this text, the LBDQ is made
up of 12 subscales: representation, demand reconciliation, tolerance
of uncertainty, persuasiveness, initiation of structure, tolerance of
freedom, role assumption, consideration, production emphasis, predic-
tive accuracy, integration, and superior orientation. The fota] scale
has 100 items. Responses are scored on a Likert scale of 1-5 or low to
high for positive items and 5-1 or high to low for‘negative jtems.

Each response is tabulated and summed to provide a subscale score.
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Each subscale score represents a respondent's score on the leader-
ship variables.

Demographic information provided the other independent varijable.
The demographic measures used were the following: (1) position in
district: (a) director, (b) supervisor, (c) staff; (2) size of dis-
trict's special education staff: (a) 31 or above--large, (b} 30 or
below--small; this dichotomy follows the example of Hodson (1975);
(3) age--seven categories for age, listed in five-year intervals;
(4) race--five categories for race were given; (5) sex; (6) length of
time in present position, and (7) length of time in present district,
categorized by (a) less than three years or (b) more than three years.
The length of time an individual had been employed by the district
was dichotomized so members employed after the effective date for
mandated special education (1971) could be compared with previous

employees.

Dependent Variables and Measures Used

The dependent variable of job satisfaction, as described pre-
viously, was measured with the JDI. The original JDI contains 72
items composing five categories: satisfaction with work, satisfaction
with supervision, satisfaction with people, satisfaction with pay, and
satisfaction with promotions. Only the positive items are scored with
a scale of 0, 1, 2, 3; the higher the scare, the higher the degree of
job satisfaction reflected by the item. The score of respondents on
each category is the sum of the positive items. The possible score

on each survey ranges from a low of zero (no response) to a high score
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of 30. The "revised" JDI used in this research consists of 58 items
in the five categories listed above.

The dependent variable of influence is measured with a series
of questions developed by Tannenbaum (1968) and Patchen (1963). The
original questions were described previously. Directors, supervisors,
and itinerant staff were asked to respond to questions of influence of
each group in six categories: (1) general influence, (2) influence
in selection of new personnel in the ISD, (3) influence in establish-
ing new special education programs in the ISD, (4) influence in cur-
riculum changes in the ISD, (5) influence in the promotion of personnel
in the ISD, and (6) influence in establishing new policies in the ISD.
Each category represents a subscale, and responses for each are
measured on a Likert-typé scale with five choices possible: (1) little
influence, (2) small amount of influence, (3) moderate amount of influ-
ence, (4) large amount of influence, and (5) complete influence. The

responses are summed for a score on each subscale.

Design of the Data Analysis

This study is basically an exploratory investigation of the
effects of leadership and demographic information on job satisfaction
and influence. As such, frequency distributions, correlation-
regression techniques, and analysis of variance are all used as descrip-
tive tools. The frequency distributions present an overview of the raw
data, as do other descriptive statistics such as means and variances.
Correlation-regression techniques are used because of their past per-

formance for: (1) permitting the measure of a great number of variables
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and their interrelationships simultaneously, (2) providing informa-
tion concerning the degrees of relationship between variables,

(3) giving deeper insights into the relationship than is possible with
research designs that do not yield some estimate of degree, and

(4) outputting of prediction equations.

The validationworkin the JDI by Smith et al. (1969) and the
LBDQ, Form XII by Stogdill (1963) have lent support that both are at
least ordinal. Tufte (1970) and Labovitz (1972) argued that Pearson |
correlation coefficients and other statistics designed for interval-
level measurement may be used even if the data satisfy only the assump-
tion of ordinal-level scales.

Frequency distributions, correlations, and group comparisons
are computed for the various cells of the schematic representation of
the study as shown in Table 1. Specifically, (1) each dependent
measure (i.e., the six measures of influence and five measures of job
satisfactidn) are regressed on each of the independent measures (i.e.,
the seven demographic measures and twelve subscales of the LDBQ) for
both the total population and for each of the three positional groups
(i.e., directors, supervisors, and staff); (2) analyses of variance
are computed, comparing differences between the assorted levels of the
demographic variables on the dependent measures; and (3) multiple
regression analyses are computed in an attempt to estimate the effects
of combinations of the independent variables as predictors of the

dependent measures.
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Table 1.--Schema of research design of matrix for correlations of dependent and independent
variables (N = 610},
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CHAPTER 1V

RESULTS AND ANALYSIS

Description of the Sample

Demographic Information

The sample population for this study is composed of special
education personnel in intermediate school districts in Michigan.
An intermediate school district in Michigan is a regiona1 educational
administrative unit, organized as an intermediary between the Michigan
Department -of Education and local school districts. Specific func-
tions of an intermediate school district include child accounting,
transportation, land transfers, vocational education, media, and
special education. Special education is defined as programs and ser-
vices for handicapped children and youth. These programs and services
are mandatory by federal and state law. Special education responsi-
bilities at the intermediate level require comparatively large, dif-
ferentiated, professional staffs to provide the mandated services.
Three of these subgroups were surveyed: (1) special education
directors--directors have management or administrative personnel
responsible for the overall functioning of the special education unit;
(2) special education supervisors--supervisors have administrative
responsibilities for specific special education programs, usually in

one area of exceptionality; and (3) itinerant staff--included were
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teacher consultants in various special education program areas who
did not have direct responsibility for a classroom.

Special education directors represent 31 or 5.2% of the total
sample; special education supervisors, 82 or 13.8%; and special edu-
cation itinerant staff, 480 or 80.9% of the total sample.

Intermediate school district sizes vary from the 153 respon-
dents in "small" districts which have 30 or fewer special education
staff members to the 422 respondents in "large" districts which have
a staff of 31 or more members.

The ages of the respondents are grouped by five-year inter-
vals. One hundred ninety-three respondents are between the ages of
26-30 years; 113 between the ages of 31-35; 92 between the ages of
36-40; 58 between the ages of 41-45 years; 56 between the ages of
46-50; 36 between the ages of 51-55; 35 between the ages of 56-60 years
of age. Each progressive age category accounts for fewer respondents;
68.3% of the total sample is 40 years of age or younger,

White respondents represent 96.9% of the total, while of the
four minority categories which are represented, blacks and native
Americans are the largest groups, representing 1.2% and 1.0%, respec-
tively.

Females represent 59.9% (329) of the sample population and
males 40.1% (220). Sixty-two and three-tenths percent of the respon-
dents have worked in the sampled intermediate schooi district for
three or more years; 37.7% have worked in their district for less than
three years. Additionally, 39.9% of the respondents have been in their

present positions for less than three years.
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The sample for this study is composed of respondents from 49
intermediate school districts. Fifty-four percent of the 1,162 ques-
tionnaires sent out were returned and are used in the analyses. Sum-
maries for these comparative data can be found in Table 2.

Descriptions of the Scales
for Other Variables

The scales for leadership (LBDQ), influence, and job satis-
faction (JDI) were calculated for each respondent, and frequencies,
means, and standard deviations were computed. Summaries for these
data are listed in Table 3.

Respondents in one of the intermediate school districts
included in the sample received notice of employment termination one
week prior to the date of the survey to determine if this group's
responses were significantly different from the rest of the sample.
The population variances were found to be homogeneous; thus pooled
variance terms and student's T distribution are used. No significant

differences between group means were found.

Correlation Analyses of the Total Population

The dependent variables of job satisfaction (five measures)
and influence (six measures) were correlated with the independent
variables of leadership (twelve measures) and demographic information
(seven measures). In addition to the individual correlations, multiple
linear regressions were constructed using certain key variables to
determine the correlational effect of these variables as predictors.

In general, the correlations between leadership variables and

influence were of lesser magnitudes (.20-.31) than the correlations
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Table 2.--Summary characteristics of the sample.(N = 610).

%
Variable N (Adjusted
Frequency)
Position of respondents
Director 31 5.2
Supervisor 82 13.8
Staff 480 80.9
Special ed. staff number in ISD
30 or below 153 26.6
31 or above 73.4
Age of respondents
26-30 193 33.1
31-35 113 19.4
36-40 92 15.8
41-45 58 9.9
46-50 56 9.6
51-55 36 6.2
56-60 35 6.0
Race of respondents
Black 7 1.2
White 568 96.9
Chicano 2 .3
Native American 6 1.0
Oriental 3 .5
Sex of respondents
Male 220 40.0
Female 329 59.9
Years respondents worked in ISﬂ
Less than 3 220 37.7
3 or more 363 62.3
Years respondent in present position
Less than 3 222 39.9
3 or more 335 60.1
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Table 3.--Summary statistics on independent and dependent variables of
leadership, influence, and job satisfaction.

N Mean Staqdard
Score Deviation

LDBQ Leadership Variable Name
Representation ' 610 17.6 3.34
Reconciliation 610 17.3 3.87
Tolerance of uncertainty 610 33.1 6.53
Persuasiveness 610  33.4 6.71
Initiation of structure 610 34.0 6.05
Tolerance of freedom 610 37.9 6.35
Leadership assumption 610 36.0 6.55
Consideration 610 34.5 7.10
Production emphasis 610 28.8 5.36
Predictive accuracy 610 17.8 3.46
Integration 610 15.9 4,02
Superior orientation 610 34.0 6.11
Influence
General influence 610 8.7 2.44
Curriculum 610 7.8 2.65
Selection of new personnel 610 8.0 2.65
Development of new programs 610 8.6 2.35
Promotion 610 7.2 2.36
Development of policy 610 7.9 2.34
JDI Job Satisfaction
Satisfaction with work 610 12.3 4.37
Satisfaction with people 610 15.1 3.85
Satisfaction with supervision 610 21.6 7.29
Satisfaction with pay 610 .0 2.52
Satisfaction with promotion 610 2.7 2.94
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between leadership and job satisfaction variables (.20-.67). No
practically significant correlations were observed between the demo-
graphic variables and either job satisfaction or influence. Simi-
larly, the measure of satisfaction with pay showed no meaningfully
significant correlations with leadership. However, integration and
consideration correlated with more of the dependent variables than
the other ten leadership variables. The correlations are summarized

in Table 4.

Influence and Leadership

General influence correlated quite highly with eight of the
leadership measures. Policy formation correlated with seven leader-
ship measures. Integration was the leadership variable which corre-
lated with all of the influence measures. Superior orientation,
initiation of structure, and consideration correlated with four out of

the five influence measures.

Job Satisfaction and Leadership

Characteristics of supervision (job satisfaction) correlated
with all the leadership variables (eleven) except production emphasis,
with magnitudes ranging from .30 to .67. The satisfaction variables
of people on the ISD staff and work were correlated with nine leader-
ship variables. Eight out of nine leadership variables were the same
for the two satisfaction variables.

The leadership variables of demand reconciliation (.22-.48),
consideration (.20-.67), predictive accuracy (.23-.51), and integration

(.28-.58) correlated with all of the satisfaction measures except pay.
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pendent and dependent variables for the total population
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Representation .2ogﬁ.2o .22 | .35
Demand reconciliation i.24 .22 .48 i .22
Tolerance of uncertainty E.22 .49’
Persuasiveness .26 .22 .21 .28 .28 | .49 .25
Initiation of structure .26 | .25 .22 .24 §.20 .24 1,40 | .21
Tolerance of freedon AR
Role assumption .20 ' .22 .39 i 21
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p < .001.
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Correlation Analyses of the Three Positions:
Director, Supervisor, and Itinerant Staff

The initial correlations which examined the relationships
between the dependent and independent variables displayed nonsignifi-
cant interactions for demographic information and satisfaction with
pay (TéL]e 4). To investigate relationships which might be present,
additiona] correlations were computed using the dependent variables
of job satisfaction (five measures) and influence (six measures) on
the independent variables of leadership (twelve measures) and demo-
graphic information (seven measures) by the three positional levels
of director, supervisor, and itinerant staff. Where data from these
correiations provided significant information for the interpretation

of resuits, they were reported in Tables 5, 6, and 7.

Correlation Analysis for Directors

Dependent variables and demographic information.--Summary

data for these correlations are contained in Table 5. Demographics
correlated with two influence measures and three job satisfaction
measures. Influence on promotions correlated with age. Influence
in curriculum correlated with length of time director was in the
district. Satisfaction with work correlated with race and sex.
Satisfaction with supervision correlated with years worked in the
ISD.

Dependent variables and leadership.--Table 6 contains cor-

relations showing relationships between the dependent variables and
leadership. Eight leadership measures correlated with general influ-

ence. Seven leadership variables correlated with policy formation
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Table 5.~-Corre1ati?ns of demographic information with influence and job satisfaction matrix for
director (N
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Table 6.--Correlations of leadership with influence and job satisfaction matrix for director

INDEPENDENT VARIABLES

(N = 31).
DEPENDENT VARIABLES
Influence Job Satisfaction (JDI)
] O C
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Representation .40 .43 401 .36
Demand reconciliation .39 >
Tolerance of uncertainty .38 .33
Persuasiveness .35 .36 | .30 .36 351 .40
o Initiation of structure .33 .39 .351.381 .32
E% Tolerance of freedom .50 | .40} .56 .46 | .45 | .52 .50} .60 .35
Eg Role assumption .36 | .42 .34 .37
EE Consideration .50 .49 .43].34].52].31|.64] .67 .40
Production emphasis .32 31 37 .44 .46
Predictive accuracy .40 .44} .32 .38 .30
Integration .49 50| .42 .37 | .54 .43 .53
Superior orientation .31 36| .52 | .45 .37

p < .05.
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(influence). Seven leadership measures for the position of director
correlated with selection of personnel (influence) which had not cor-
related in Table 4. Four leadership variables correlated with influ-
ence variables of new programs, promotion, and job change.

Tolerance of freedom (leadership) correlated with all the
influence measures as perceived by the director. Leadership variables
of consideration and integration correlated with the influence measures
of general influence, selection of personnel, new programs, promotion
and job change, and policies formation.

Persuasiveness and predictive accuracy, leadership variabies,
correlated with general influence, selection of personnel, new pro-
grams, and policies formation.

The job satisfaction measures correlated with leadership on
the position of director, withthree satisfaction measures having the
greatest number of correlations. Characteristics of supervision
correlated with all leadership variables except predictive accuracy.
The variable people on ISD staff correlated with ten leadership vari-
ables. Pay, a satisfaction variable that had not correlated in the
original matrix in Table 4, now correlated with five leadership vari-
ables.

The leadership variables of consideration and superior orien-
tation correlated with most job satisfaction measures (four out of

five) on the position of director.
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Correlation Analysis for Supervisors

Dependent variables and demographic information.--Correlations

with demographic information were few and isolated and did not over-
lap for the position of supervisor. Demographic information corre-
lated with influence and job satisfaction measures for the position
of supervisoras listed in Table 7. The variables race and sex cor-
related with the influence measure, influence on establishing new
policies. Sex also correlated with iﬁfluence in selection of pér-
sonnel. Age correlated with satisfaction with work and satisfaction
with people.

Dependent variables and leadership.--Correlations between

leadership and influence and job satisfaction for the position of
supervisor are reported in Table 8, It must be remembered that the
supervisor reported leadership scores on the director. The influence
measure which correlated most closely with leadership variables was
influence on establishing new policies. It correlated with eight
leadership variables. General influence and influence in establish-
ing new programs correlated with the same seven leadership variables.
Initiation of structure, consideration, and integration leadership
variables correlated with all the six influence measures for super-
visors. Persuasiveness (leadership) correlated with all influence
measures except promotion and job change for the position of super-
visor. Four leadership variables--demand reconciliation, tolerance
of freedom, role assumption, and production emphasis--did not cor-
relate with any of the influence measures. The measure work satis-

faction correlated with nine leadership variables, as did the measure
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Table 8.--Correlation of leadership with influence and job satisfaction matrix for supervisor

(N = 82).
DEPENDENT VARIABLES
Influence Job Satisfaction (JDI)
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Demand reconciliation 281 .22 .20
Tolerance of uncertainty 381 .33 .36 .29 .39 .22
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e =]
= Initiation of structure .34 .33).22} .38 .21 .33} .30 .30 .39 .36
[= 4 Q.
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i o |
o Production emphasis
[
= Predictive accuracy .30 31 241 .30 .28 .30
Integration .40 .29 .30 .38 .27| .38) .20] .26 .39 .47
Superior orientation .33 314 .231 .34 .26 .24

p < .05,
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characteristics of supervision. The nature of promotional oppor-
tunities variable correlated with eight leadership variables. The
leadership variable of representation correlated with all the satis-
faction variables for supervisors. Persuasiveness, initiation of
structure, consideration, and integration all correlated with the same
satisfaction variables {work, people, characteristics of supervision,
and nature of promotional opportunities) for supervisors. Production

emphasis (leadership) did not correlate with any satisfaction measures.

Correlation Analysis for Staff

Dependent variables and demographic information.--Demographic

information did not correlate with measures of influence and job sat-
isfaction for the position of staff.

Dependent variables and leadership.--The correlations for the

dependent variables and leadership on the position of staff are shown
in Table 9. Seven leadership variablés correlated with géneral
influence. The influence measure of policy formation correlated
with three leadership variables. The leadership variable of superior
orientation correlated with four out of six influence measures.
Leadership correlated with the satisfaction measures of work,
people, and characteristics of supervision. Characteristics of
supervision correlated with 11 out of 12 leadership variables. Satis-
faction with work and people correlated with eight leadership vari-
ables. Satisfaction with pay did not correlate with any leadership
variable. Leadership variables of demand reconciliation, persuasive-

ness, consideration, and integration correlated with the satisfaction



Table 9.--Correlations of leadership with influence and job satisfaction matrix for staff (N = 480).

DEPENDENT VARIABLES

Influence Job Satisfaction (JDI)
. .U | =
Y 0 a b T2 la .
(=] 1= o — N e o
E [1=] (] | . o |orm epm fop= S o
Q|3 [l ] [ = o [l | e | cole >mcd (v~ 0
Q]le [« 3N }] o ocjiwnwoflo Ol l2ec]0
-~ cC i3 - c o - 3| O Q1 > t {203 .
sO|loolLC = Ple=pfl I |O|TDE |
e Jfjr- O] 0O Q. [« X 8] [S I - | [ { Y o S 1 @ e O
Q= S ]l D n = = E X2 Q.48 |~ un [ S = i ]
CYH- sl S = o0 |r— LS DOm0 | > + O
vcCclac]lao @ (1] O] OO0 |[OW Y% o4 |©O
B OOV O = aamiav-jlXTmion OO0 a0l
Representation 22 |.22 |.38
Demand reconciliation .00 24 .23 |.54 24
- Tolerance of uncertainty .26 .48
:_‘_.j Persuasiveness .24 .27 .29 1.53 .23
E N Initiation of structure 22 .39
= .F:'; Tolerance of freedom .28 {.24 |.47
E E Role assumption .21 .23 .43
L% § Consideration .21 .31 (.32 {.69 .23
% Production emphasis .20 .20
= Predictive accuracy 27 .27 |.54
Integration .26 | .22 .21 .23 1.29 1.35 |.61 .30
Superior orientation .25 .22 | .22 | .26 .30

p < .05.
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variables of work, people, characteristics of supervision, and nature

of promotional opportunities.

Comparison of Directors,
Supervisors, and Staff

Across the three positions of director, supervisor, and staff,
correlations were similar for the satisfaction measure of character-
istics of supervision with eight leadership variables and satisfac-
tion with people on four leadership variables. The leadership vari-
ables of persuasiveness, consideration, and jntegration correlated
with the highest number of satisfaction measures across all positions.

General influence had the highest composite score on the four
leadership variables.

Comparison of directors and supervisors.--When the directors

and supervisors were compared, the measures of influence in selection
of personnel and influence in establishing policies correlated with
leadership variables of persuasiveness and consideration. Other
leadership variables correlated with these variables singly.

In the analysis of leadership and job satisfaction of the
director and supervisor, the variable people in the ISD correlated
with initiation of structure, while the variable work correlated
with superior orientation,

Comparison of directors and staff.--When the two groups of

directors and staff were compared, the influence variables of general
influence and influence in establishing policy were related to pro-

duction emphasis (leadership). Satisfaction measures of people in
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the ISD and characteristics of supervision were correlated with
tolerance of freedom and predictive accuracy.

Comparison of supervisors and staff.--The leadership variable

of superior orientation correlated with several influence variables:
general influence, new programs, promotions, and policy.
In a comparison of satisfaction measures and leadership,

satisfaction with work was correlated with six leadership variables.

Multiple Regression Analyses

To determine how well job satisfaction and/or influence
could be predicted by knowledge of leadership style, multiple regres-
sion analyses were computed using key variables. Variables which
correlated with a (r) = magnitude of .20 or above at a < .05 sig-
nificance level as shown in Table 4 were entered in a multiple
regression analysis. All the'1eadership subscales of the LBDQ (12}
were entered as independent variables. All six dependent variables
of influence were entered. Five satisfaction variables were entered

with the exception of satisfaction with pay.

Leadership With General Influence

Summary Table 10 shows the analysis of the dependent variable
general influence. Significant leadership variables were integration
and superior orientation. Integration accounted for approximately
9.41% of the variance on the variable, and superior orientation
accounted for 1.15%. A1l ten leadership variables summarized in
the regression accounted for 13.92% of the variance for the variable

of general influence.
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Table 10.--Summary results of regression analysis of leadership
variable used to predict dependent variable of general

influence.

Independent 2 2

Variables B R R RS Change  Overall F
Integration* .3067680  .30677  .09411 .09411 63.16066
Superior
T ion¥ .1626106  .33853  .11460 .02050 39.28356
Tolerance of
uncertainty -.0840173  .34575  .11954 .00494 27.42573
tonsidera- 1926629  .36395  .13246  .01292 23.00381
Production
emphasis .0592684  .36756  .13510 .00264 18.86919
Role -.0552503 36972 13670 00160 15.91311
assumption : y . . .
Initiation
of ctoveture .0453203  .37081  .13750 .00081 13.71035
Tolerance
of frongem .0406361  .37183  .13826 .00076 12.05314
Reconcilia- .37283  .13900  .00074 10.76271

i0n
ﬁ?ﬁ;ese”ta' -.0461512  .37313  .13923 .00023 9.68857

(constant) 3.5963250

*Significance
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Leadership With Influence
in Curriculum

Summary data are shown in Table 11. The significant vari-
ables, integration and production emphasis, accounted for 6.66% and
1.55%, respectively, of the variance. A1l ten leadership variables
accounted for 11.04% of the variance of the change on the variable
influence in curriculum.

Leadership With Influence in
Selection of Personnel

Integration was the significant variable accounting for
approximately 5.10% of the variance, as shown in Table 12. A1l ten
leadership variables accounted for 7.99% of the variance in influence
in selection of personnel.

Leadership With Influence in
Establishing New Programs

Summary statistics are shown in Table 13. The significant
variables for this analysis were integration, superior orientation,
tolerance of uncertainty, and consideration. Integration accounted
for 7.20% of the variance, superior orientation 1.87%, tolerance of
uncertainty 1.13%, and consideration 2.20%. Total variance explained
by the ten leadership variables was 13.23%.

Leadership With Influence on
Promotions in ISD

Three leadership variables were significant in this analysis,
as shown in Table 14. Superior orientation accounted for approxi-

mately 4.73% of the variance, integration 1.46%, and tolerance of
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Table 11.--Summary results of regression analysis of leadership
variable used to predict dependent variable of influence
in_curriculum.

Independent 2 2

Variables B R R R® Change  Overall F
Integration* .2580499 .25805 .06659 .06659 43.37488
Production
emphas i s* 1331807  .28648  .08207 .01548 27.13530
Initiation .
of structure .0986144  .29454 08676 .00469 19.18967
5§;§"351Ve- -.1422024  .03950  .09579 .00904 16.02347
%?gzidera' .1036201  .31624  .10001 .00422 13.42383
Tolerance of .
incereninty  -1111695  .32675  .10676 .00675 12.01205
Reconcilla- . 064g674  .32904  .10827  .00150 10.44129
Superior
e on .0879054  .33110  .10963 .00136 9.24994
Tolerance
of freedom .0395480  .33215  .11033 ,00070 8.26719
Eﬁggese"ta- .0131882  .33231  .11043  .00011 7.43612

(Constant) 3.0882761

*Significance
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Table 12.--Summary results of regression analysis of leadership
variable used to predict dependent variable of influence
in selection of personnel.

Independent 2 2

Variables B R R R™ Change ngrall F
Integration* .2257769  .2257%  .05098 .05098 32.65766
Superior
e tarion .0932833  .24025  .05772 .00674 18.59105
Tolerance of
uncertainty -.1165928  .25929  .06723 ,00951 14.44962
ggg;ide”a' 1324992  .27082  .07334 .006117 11.97103
§$§g"°“‘a' -.0717129  .27489  .07556 .00222 9.87421
2222“351ve‘ .0688323  .27808  .07733 .00177 8.42316
Predictive
acouracy -.0568710  .27999  .07839 .00106 7.31516
Initiation
of Steicoure .0542725  .28225  .07966 .00127 6.50280
Role -.2012330  .28252  .07982 00015 5.78265
assumption ) : ' : :
Tolerance
of Freedom .0164569  .28274  .07994 .00012 5.20445

(constant) 5.1724775

*Significance
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Table 13.--Summary results of regression analysis of leadership
variable used to predict dependent variable of influence
in _establishing new programs.

Independent 2 2

Variables B R R R™ Change Overall F
Integration* .2683908  .26839  .07203 .07203 47.19615
Superior
e s don™ 1551427  .30115  .09069 .01866 30.26935
Tolerance of
uncertainty -.1267813  .31927  .10194 .01125 22.92829
Cons dera- 2412168 ,35200  .12390  .29170 21.39082
2?32”“‘113' .0875913  .35668  .12722 .00311 17.60786
§$g:ese"ta' -.9479889 35885 .12878 .00156 14.85502
ﬁgg:“aSive' .0689201 .36118  .13045 .00167 12.90185
Production
emphasis .0282983  .36195  .13101 .00056 11.32601
Tolerance
of Froadon .0393132  .36291 .13170 .00069 10.11178
Role -.0374790 36366 13225 00055 9.12915
assumption ' : : ' '

(constant) 4.7552704

*Significance



73

Table 14.--Summary results of regression analysis of leadership
variable used to predict dependent variable of influence
on promotion in ISD.

Independent B R R® R? Change  Overall F
gg?g:ig:ion* .2175588  .21756  .04733 .04733 30.20755
Integration*  .1373587  .24891  .96196  .91462 20. 04550
Eglggggggtgi -.1566003  .28127  .07911  .01716 17.35419
;$‘$;ggggm -.0638035  .28564  .08159  .00247 13.43647
Reconcilia- . os92754  .28830  .08312  .00153 10.95107
Role .0540578  .29054  .08441 .00129 9.26540
assumption
E?g:idera' .0684255  .29268  .08566  .00125 8.05678
ﬁgg;uasive- .0177450  .29286  .08576 .00011 7.04744
Prectl'® 0218403 20312 .08592 00015 6.26625
Projuction  ..olsse3 20329 08602 00010 5.63757

(constant) 5.0243795

*Significance
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uncertainty 1.71%. Total variance accounted for by leadership vari-

ables is 8.60%.

Leadership With Influence on
Establishing New Policies

As shown in Table 15, integration, superior orientation, and
reconciliation of uncertainty were significant, accounting for 7.45%,
2.74%, and 1.31%, respectively, of the variance. The ten leadership
variables explained 13.28% of the variance.

Leadership With Satisfaction
With the Job

Table 16 lists the summary statistics for this analysis.
Consideration and persuasiveness were the significant variables.
Consideration accounted for 8.23% of the variance and persuasive-
ness 1.62% of the total variance of 11.73%.

Leadership With Satisfaction
With People on ISD Staff

Summary statistics are listed in Table 17. Integration was
the only significant variable and accounted for approximately 11.20%
of the variance. Total variance was 13.44%.

Leadership With Satisfaction
With Supervision

Two significant variables resulted from this analysis, as
explained in Table 18. Consideration accounted for 44.15% of the
variance, and integration 1.74%. The total variance explained was

47.06%.
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Table 15.--Summary results of regression analysis of leadership
variable used to predict dependent variable of influence
on_establishing new policies.

Isgﬁ?gﬂ?ggt B R RE RZ Change  Overall F
Integration*  .2783582  .27836  .07748  .07748 51.06663
Superior . 1881341 32391 10892 02743 35.57472
Reconcilia-  _.1se2419  .34364  .11809  .01317 27.04833
Zgl§:22$§t§f -.0815305  .34910  .12187  .00378 20.99151
Considera- 1539155 .36054  .12999  .00812 18.04865
Z;gg:gg;ve .0654743  .36263  .13150  .00151 15.21641
s aon .0362488  .36391  .13243  .00093 13.12715
Representa- .9164882  .36414  .13260  .00017 11.48408
Tolerance -.0157459  .36439  .13271  .00011 10.20098
5§:§“aSive' -.0129594  .36437  .13276  .00005 9.16986

(constant) 3.7375458

*Significance
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Table 16.--Summary results of regression analysis of leadership
variable used to predict dependent variable of satisfaction

with job.

Independent B R G R® Change  Overall F
Consdera- .2868732  .28687  .08230  .08230 54.52315
Persuasive- .1630426  .31391  .09854  .01624 33.17501
Ig‘éﬁggggm .1187360  .32497  .10561 .00707 23.85149
Integration .1091095  .33167  .11000  .00440 18.69435
§$gzese"ta' .0574502  ,33513  .11231 .00231 15.28370
gglﬁmption -.0523292  .33697  .11355 .00124 12.87357
Z;gg:g§:°" .0457342  .33916  .11503  .00148 11.17851
Superior . .0387023  .34045  .11591  .00088 9.84932
::ggigg;ve .0478764  .34166  .11673  .00082 8.81037
Initiation .0405833  .34254  .11733  .00060 7.96258

of structure

(constant) 8.0214353

*Significance
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Table 17.--Summary results of regression analysis of leadership
variable used to predict dependent variable of satisfaction
with people on ISD staff--special education.

Isgﬁggg?ggt B R R? R? Change  Overall F
Integration* .3345982  .33460  .11196 .11196 76.65071
Zg1$:ggggm .0912223  .34396  .1183] .00635 40.72345
Z;gg:§§:°" .0735769  .35042  .12279 .00449 28.27660
Eglggiggﬁt;f -.0759816  .35510  .12609 .00330 21.82349
Egg;ide”a' .109857 .35966  .12936 .00326 17.94825
E?g;ese"ta' .0639016  .36385  .13239 .00303 15.33546
ggggglggion -.0329227  .36474  .13304 .00065 13.19695
zgg:"aSive' .043874 .36578  .13379 .00076 11.60384
5$gg"°“ia‘ -.0301363  .36622  .13412 .00032 10. 32624
z;ggigg;ve .0324989  .36666  .13444 .00032 9.30346

(constant) 7.5481382

*Significance
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Table 18,--Summary results of regression analysis of leadership
variable used to predict dependent variable of satisfaction
with supervision.

Icgﬁggggggt B R R® RZ Change  Overall F
Cons 1 dera- .6644680  .66447  .44152  .44152 480, 66485
Integration*  .1984617  .67748  .45897  .01746 257.47103
ﬁﬁg;ese“ta' .0961747  .68282  .46624 .00727 176.45077
Zgﬁﬂigz;ve .0704776  .68453  .46858  .00234 133.36493
Initlation ~ -.0402801  .68509  .46935  .00077 106.84476
ﬁﬂ?ggiggion -.0284935  .68544  .46983 .00048 89.06097
Persuasive- .0294779  .68567  .47014  .00031 76.30621
Role -.0273197  .68589  .47044  .00030 66.73830
assumpt1 on
Reconcilia- .0175382  .68596  .47054  .00010 59.24779
zg‘ﬁgggggm -.0143872  .68603  .47064 .00010 53.25515

(constant) -3.7108810

*Significance
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Leadership With
Promotional Opportunities

Only nine leadership variables were manipulated in this
analysis, as shown in Table 19. Integration was the significant vari-
able explaining 11.94% of the variance. Total variance accounted for

by nine variables was 12.51%.

Summary
Consideration accounted for 44% of the variance for the

variablg satisfaction with characteristics of supervision and 8% of
the variance in satisfaction with work. Integration accounted for
the significant variance in all the influence measures and two
satisfaction measures, people and nature of promotion. Superior
orientation accounted for less than 5% of the variance in four out

of six influence variables and no satisfaction variables.

Analysis of Variance

To see if differences existed between the three levels of
positions surveyed, one-way analyses were performed on the dependent
variables of influence (six measures) and job satisfaction (five
measures). Results are reported at the .05 level in Tables 20 to 30.

General Influence by
Position in ISD

In Table 20 the analysis of variance accounts for approxi-
mately 3.95% of the variance between groups. The group means for the

position of director and supervisor are similar.
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Table 19.--Summary results of regression analysis of leadership
variable used to predict dependent variable of satisfaction
with promotional opportunities.

Independent 2 2

Variables B R R R™ Change Overall F
Integration* .3455003  .34550  .11937 .11937 82.41517
gggzidera‘ .0688467  .34853  .12147 .00210 41.96389
Production
emphasis .0445480  .35095  .12317 .00169 28.37426
Initiation
of structure  --0423347  .35216 12402 .00085 21.41300
Tolerance of
uncertainty -.0333793  .35304  .12464 .00062 17.20021
Eﬁg;ese"ta‘ -.0173250  .35335  .12486 .00022 14.33860
ﬁg;guaS‘Ve' ,0173250  .35352  .12497 .00012 12.28287
Tolerance
of froedom -.0120671 .35361 .12504 .00006 10.73603
Role -.0100423 35367 12508 00004 9.53091
assumption : : e : .

F-level or tolerance level insufficient for future computation

(constant) -1.6075134

*Significance
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Table 20.--One-way analysis of variance: means for general influence
by position in ISD. '

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between
groups 136.5597 2 68.2799 12.1635 .0000 .03959
Within
groups 3311.9698 590 5.6135
Total 3448.5295 592
Position Group Means

Spec. Ed. Director 9.9032

Spec. Ed. Supervisor 9.6098

Spec. Ed. Staff 8.4771

Influence in Curriculum
by Position in ISD

In Table 21 the analysis of variance accounts for approxi-
mately 7.67% of the variance between groups. Staff mean 1is dissimilar
from other groups, indicating staff were not perceived as having as
much influence in curriculum as other two groups.

Influence in Selection of
Personnel by Position in ISD

Influence in selection of personnel with the position of
respondent accounted for approximately 7.22% of the variance between
groups, as shown in Table 22. Directors are perceived as having more

influence in selection of personnel for the ISD.
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Table 21.--One-way analysis of variance: means for influence in
curriculum by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f Square F of F ETA
Between .
groups 309.1556 2 154.5778 24,4888 .0000 .07664
Within
groups 3724,1935 590 6.3122

Total 4033.3491 592

Position

Spec. Ed. Director
Spec. Ed. Supervisor
Spec. Ed. Staff

Group Means

9.4484
9.1341
7.4208

Table 22.--One-way analysis of variance: means for influence in
selection of personnel by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between
groups 126.6277 2 63.3138 12.9861 .0000 .04126
Within |
groups 2876.5561 590 4.8755

Total 3003.1838 592

Position

Spec. Ed. Director:
Spec. Ed. Supervisor
Spec. Ed. Staff

Group Means

9.1935
8.9024
7.8146
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Influence in Establishing New
Programs by Position in ISD

The analysis shown in Table 23 indicates a variance of
approximately 5.16% between groups. Directors and supervisors are
perceived to have more influence in the development of new programs

than are staff.

Table 23.--One-way analysis of variance: means for influence in
establishing new programs by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between
groups 168.2199 2 84.1099 16.0531 .0000 .05160
Within
groups 3091.2877 590 5.2395

Total 3259.5076 592

Position

Spec. Ed. Director
Spec. Ed. Supervisor
Spec. Ed. Staff

Influence on Promotions in ISD

by Position in ISD

Group Means

9.9032
9.6951
8.4000

Results of the analysis of variance accounted for approxi-

mately 2.00% of the variance between groups, as shown in Table 24.
Supervisors are seen as having more influence on promotion of per-

sonnel than either staff or directors.
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Table 24.--One-way analysis of variance: means for influence on
promotion in ISD by position in ISD.

Source of Sum of Mean Signif.
Varijance Squares d.f. Square F of F ETA
Between
groups 80.7694 2 40.3847 7.5170 .0006 .02484
Within
groups 3169.7500 590 5.3725

Total 3250.5194 592

Position

Spec. Ed. Director
Spec. Ed. Supervisor
Spec. Ed. Staff

Influence in Establishing New

Policies by Position in ISD

Group Means

7.6129
8.0610
7.0250

The analysis shown in Table 25 accounts for approximately

3.5% of the variance.

Directors and supervisors are perceived as

having more influence on development of new policy in the ISD than

are staff.

Satisfaction With Job (Work)

by Position in ISD

As shown in Table 26, satisfaction with the job as analyzed

by position held accounted for only approximately 1.26% of the vari-

ance.

subgroups.

Directors are perceived to be most satisfied of the three
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Table 25.--One-way analysis of variance: means for influence in
establishing new policies by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F. ETA
Between
groups 110.6264 2 53.3132 10.9292 .0000 .03572
Within
groups 2986.0279 590 5.0611

Total 3096.6543 592

Position

Spec. Ed. Director
Spec. Ed. Supervisor
Spec. Ed. Staff

Group Means

8.8065
8.7683
7.6792

Table 26.--One-way analysis of variance: means for satisfaction with
job by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between .
groups 135.6680 2 67.8340 3.7219 .0248 .01261
Within
groups 10758.0740 590 18.2255

Total 10888.7420 592

Position

Spec. Ed. Director
Spec. Ed. Supervisor
Spec. Ed. Staff

Group Means
18.7097
18.1585
18,1229



Satisfaction With ISD
Staff by Position
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As shown in Table 27, this analysis also accounted for

approximately 1.20% of the variance between groups.

perceived as most satisfied.

Directors are

Table 27.--One-way analysis of variance: means for satisfaction with
ISD staff by position,

Source of Sum of Mean Signif,
Variance Squares d.f. Square F of F ETA
Between
groups 101.7491 2 50.8745 3.5688 .0288 01195
Within
groups 8410.5610 590 14.2552

Total 8512.3103 592

Position

Spec. Ed. Director
Spec. Ed., Supervisor
Spec. Ed. Staff

Satisfaction With Supervision

by Position in ISD

Group Means

16.9677
15.1098
15.1062

Directors are perceived as most satisfied with supervision,

as shown in Table 28.

ance is approximately 2.67%.

Variance between groups in the analysis of vari-
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Table 28;--0ne-way analysis of variance: means for satisfaction with
supervision by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between

groups 660.7953 2 330.3977 6.2273 .0021 .0267
Within

groups 31303.3092 590 53.0565

Total 31964.1046 592

Position Group Means
Spec. Ed. Director 25,5161
Spec. Ed. Supervisor 22.7073
Spec. Ed, Staff 21.1792

Satisfaction With Pay by
Position in ISD

This analysis, shown in Table 29, accounted for approximately
2.44% of the variance. Directors were perceived as most satisfied,

supervisors second, and staff third.

Satisfaction With Promotional
Opportunities by Position in ISD

Satisfaction with promotional opportunities accounted for
approximately 10.06% of the variance between groups, as seen in
Table 30. Directors, supervisors, and staff performed as expected,

in descending order.



88

Table 29.--One-way analysis of variance: means for satisfaction with
pay by position in ISD. '

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between
groups 92.5301 2 46.2650 7.4045 .0007 .02448
Within
groups 3686.4548 590 6.2482
Total 3778.9848 592
Position Group Means

Spec. Ed. Director 5.1935

Spec. Ed. Supervisor 4.6341

Spec. Ed. Staff 3.8208

Table 30.--One-way analysis of variance: means for satisfaction with
promotional opportunities by position in ISD.

Source of Sum of Mean Signif.
Variance Squares d.f. Square F of F ETA
Between

groups 519.3294 2 259.6647 33.0308 .0000 .1006
Within

groups 4638.1579 590 7.8613

Total 5157.4874 592

Position Group Means
Spec. Ed. Director 5.4516
Spec. Ed. Supervisor 4.3780

Spec. Ed. Staff 2.3500
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Summary
The Anovas analyzing differences between the three positions--
director, supervisor, and staff--on the dependent variables did not
yield results indicating great disparity between groups. Satisfaction
with promotional opportunities accounted for 10.06% of the variance

between groups. Analysis on the other measures explained less than

8% variance between groups.

Additional Analyses

To see if differences existed between the categories of some
of the demographic variables and the dependent variables of influence
and job satisfaction, one-way analyses of variance were performed.
Demographic variables used for analysis were age (seven categories),
sex (two categories), race (five categories), years in ISD (two cate-
gories), and years in position in ISD (two categories). Four analyses
were significant at the < .05 level of confidence. Years worked in
ISD was significant with both influence on promotion in the ISD and
satisfaction with pay. Age of respondents was significant with

satisfaction with work and satisfaction with people on ISD staff.



CHAPTER V
DISCUSSION AND CONCLUSIONS

Summar

The objectives of this research were: (1) to conduct an
exploratory investigation into the relationships of the independent
variables of leadership and demographic information with the dependent
variables of job satisfaction and influence in intermediate school
district special education organizations; (2) to explore the possi-
bility of a prediction model for the dependent variables. The instru-
ments used were the Leader Behavior Description Questionnaire (LBDQ),
demographic information, the Job Description Index (JDI), and ques-
tions on influence taken from the Control Graph by Tannenbaum. This
study was considered exploratory as neither research nor theory could
be found which provides specific hypotheses concerning these interac-
tions. The population chosen for study included special education
directors, supervisors, and staff in intermediate school districts
in Michigan; 49 of the existing 58 intermediate school districts’
special education units were surveyed. An n of 610 survey responses
were analyzed using correlation, regression, and one-way analysis of

variance techniques.
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Findings

Correlation of the
Variables Main Effects

The correlational method demonstrates relationships between
the variables, i.e., job satisfaction and consideration are positive
correlates, but does not permit definitive statements regarding the
respondents' perceptions of the variables, nor can causal relation-
ships be inferred. The previously stated demographic information
does not correlate significantly with any of the influence and job
satisfaction measures.

The dependent variable of satisfaction with pay does not cor-
relate with either demographics or leadership. Possible explanations
for this may be contractual pay agreements common in public education
collective bargaining provide for multi-year contracts and the pay
range for jobs in education is narrow. Strauss (1964) presented the
view that with increasing education the relative importance of finan-
cial rewards goes down while the challenge goes up. Another con-
sideration is a statistical one--the revised Job Description Index
scale for pay was reduced from six items to three positive statements
used for the total scale.

Expectedly, the job satisfaction measures of work, people,
and characteristics of supervision were the variables which corre-
lated most significantly with the leadership variables. An unexpected
correlation was satisfaction and nature of promotional opportunities.
School systems are "flat" organizations which don't provide for tall

career ladders. The loose or less structured organization of
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intermediate school districts may provide an explanation; positions
are interchangeable, somewhat autonomous, and the distance hetween
levels is small. Supervisory personnel are typically chosen from
lower echelons of the organization.

The leadership variables of initiation of structure, considera-
tion, and integration provided the most significant correlations with
both the dependent variables of job satisfaction and influence. The
findings of a large number of correlations using consideration and
initiating structure and other measures are consistent with general-
jzed studies in education and industry (Fast, 1964; Seaman, 1957;
Taylor, Crook, & Dropkin, 1961; House, Filley, & Kerr, 1971; Stogdill,
1965). House, Filley, and Gujarati (1971) hypothesized that positive
correlates between initiating structure, consideration, and measures
of satisfaction occur among workers whose work is intrinsically
satisfying and not repetitive or routine. The integration measures
correlated with all influence and job satisfaction variables. Inte-
gration has been defined as behavior the leader maintains to provide
a closely knit organization and resolve inter-member conflicts
(Stogdill, 1963). This finding would support the description of a
collegial group, all professionally trained and similarly educated.
Special educators in intermediate school districts generally work on
a "team" basis to diagnose and plan for handicapped children with all
members of the team considered co-equal and respected for their area
of expertise. As previously stated, there were more correlations for
leadership and job satisfaction with higher magnitudes than for leader-

ship with influence.
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Multiple Regression Analyses

The results of the multiple regression analyses provided
interesting results. The largest variance explained (R2 change) was
in the job satisfaction measure of supervision. The leadership vari-
able of consideration accounted for 44% of the variance. This result
has been previously explained in the correlation analysis and would
suggest a linear relationship between characteristics of supervision
and consideration. Consideration accounted for 8% of the variance
when regressed with satisfaction with work. Integration accounted
for significant variance in six of the influence variables. The
largest amount of variance explained was in general influence.
Additionally, 11% of the variance in the regressions with satisfac-
tion with people and satisfaction with promotional opportunities was
accounted for by integration. Superior orientation accounted for
less variance explained but was a significant variable in the find-
ings. These findings tentatively suggest a considerate leader who
regards the comfort, well being, status of others and who maintains
an integrated, closely knit organization, who resolves conflicts and
maintains cordial relations with superiors and has influence with them,
will be perceived by workers as exerting influence and contributing to
Jjob satisfaction. It is premature to.project a prediction model until
additional replication is done.

Correlations by Position of
Director, Supervisor, and Staff

Correlations for the position of director indicated the

leadership variables of consideration and tolerance of freedom
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correlated most often with the dependent measures. Directors per-
ceived these two variables as having the most impact on job satis-
faction and influence. Correlations for the position of supervisor
indicated the leadership variables of initiation of structure, con-
sideration, integration, and persuasiveness exhibited by the director
correlated with both influence and satisfaction.

Correlations for the position of staff indicated integration
was the leadership variable exhibited by the director most affecting
the dependent variables. These findings represent the differences
among the perceptions of respondents in the three positions.

One-Way Anovas by Position
on the Dependent Variables

The anovas indicated differences did exist between the posi-
tions on all of the dependent variables. However, without further

analyses it is not possible to generalize beyond this.

Conclusions Related to This Research

1. Demographic information is not linearly related to job
satisfaction and influence for special educators.

2. Consideration and initiating structure represent the
best tentative predictor variables for measures of influ-

ence and job satisfaction.

Limitations
This study was organized as exploratory correlational
research. It was not designed to test hypotheses consisting of causal

relationships between clearly defined and carefully controlied
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variables. Generalization beyond observed relationships is not
feasible.

Additional limitations are the potential inconsistencies
within and across respondents on the variables of study. As the
measures required individual perceptions, it is impossible to tell
whether the criteria used by individual respondents were consistent
among respondents.

The population surveyed was employees of intermediate school
districts in Michigan. It would be difficult to generalize present
findings to special educators in K-12 districts and state institu-
tions in Michigan as the organizational structures are very different.

The Job Description Index (JDI) was revised for the present
study. Some of the scales were shortened by the pilot study respon-
dents. The revised JDI was not revalidated, presenting another pos-

sible limitation.

Suggestions for Further Research

Some of the findings and limitations of this research suggest
further study. The relationships among the variables used in the
present study need to be replicated with other groups of educators
both in special and general education and public and institutional
schools to verify the results for a prediction model. With replica-
tion, other statistical analyses might be considered, i.e., canonical
regression if the leadership variables are consistent across studies.

The correlation with the satisfaction measures of promotional

opportunities should be investigated by employee position. There
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were generally higher correlations between leadership and satisfac-
tion with promotional opportunities for directors and staff than for
supervisors. Why is this? In general, the perceptions of the varying
employee groups included in this research should be investigated on

a micro level. Possible further research could be conducted by -
stratifying groups by demographic information--for example, large
versus small districts, high pay versus low pay--to see if differences
between the stratified groups do exist.

Another area of investigation would include performance
measures for the leader (director) added to the mix of variables to
see if effective leadership acts as an intervening variable on per-
ceived influence and job satisfaction in educational groups. This
was suggested by Spicknall (1970) in his research of intermediate
school districts.

Katz and Kahn (1966) suggested a further possibility: leader-
ship can and should be studied as it bears on the group's achievement
of desired outputs. This would involve research using organizational
goals related to leadership and measures of group performance.

Further research might also include organizational climate as

measured on the Organizational Climate Decision Questionnaire (0CDQ).
Halpin and Croft (1962) suggested this as an additional leadership
measure in studies of leadership, job satisfaction, and influence.

Are there relationships between perceived job satisfaction and influ-
ence of the leader which are affected by organizational climate?

Would the findings suggested by this research of a considerate leader,

who maintains an integrated organization and maintains cordial



97

relations with superiors, be partially explained by additional
leadership measures of organizational climate?

Finally, experimental studies involving leadership, job
satisfaction, and influence should be designed to investigate the
relationships to determine causal relationships.

The intention of this research is to investigate management
variables in intermediate school district special education functions.
The research is exploratory and the results suggest it is too early
to be of practical benefit. Much replication is needed before an
applicable prediction model of leadership style for special educa-
tion administrators can be developed. Future efforts may be more
fruitful if researchers concentrate on the variables of leadership,
consideration, initiating structure, and integration, which corre-

lated most often with the dependent variables.
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APPENDIX A

November 24, 1975

Dear Pilot Volunteer,

In preparation for my dissertation survey, I need "guinea pigs" to
answer the enclosed questionnaire. 1 am not interested in your
answers but in your critical evaluation of the proposed instrument.

PLEASE NOTE: The questionnaire assumes you are an employee of the
1.5.D. and not the local district. Please assume the role of an
1.5.D. employee.

Please do the following while responding:

A. Time yourself; how long does it take? (Please answer
the questions at one sitting.)

B. Correct any spelling errors. There are many.

C. Comment where there are confusing directions.

D. Comment on the organization of the questionnaire,
wording, etc.--anything which might throw people off
or anything which you feel would improve the instru-
ment.

Above all, please be honest. I need your input.

You will find an enclosed sheet for your comments. Please answer
and have this ready for me by Wednesday, November 26. I will pick
it up from you.

Thanks for volunteering.

Sincerely,

Meg Oberlin
MO: kg
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SPECIAL EDUCATION RESEARCH QUESTIONNAIRE
FROM MICHIGAN STATE UNIVERSITY

General Directions: For research purposes, it is important that you
answer each question of this questionnaire. For each item, please
mark your choice of response in pencil. Make your marks clearly.
Erase completely when necessary.

PART 1. This section of the questionnaire is aimed at obtaining some
information regarding your background. This information is
critical to the success of the study, so please answer each
question. Please mark only one answer for each question.

1. Your position in the I1.S.D. 1) Director 2) Supervisor 3) Staff

2. Number of special education staff in your I.S.D. 1) 30 or below
2) 31 or above

3. Age group 1) 26-30 2} 31-35 3) 36-40 4) 41-45
5) 46-50 6) 51-55 7) 56-60

4. Mark your race. 1) Black 2) White 3) Chicano
4) Native American 5) Oriental

5. Mark your sex. 1) Male 2) Female

6. How many years have you worked in your present [.S.D.?
1) Less than 3 2) 3 or more

7. How many years have you been in your present position?
1) Less than 3 2) 3 or more

PART 2. Listed below are some statements concerning amounts of influ-
ence in your intermediate school district. Indicate the
amount of influence you feel each of the positions have in
your 1.5.D. Please read each question carefully. The numbers
and their meanings are indicated below.

You feel the position has no influence, mark space 1. You
feel the position has a small amount of influence, mark
space 2. You feel the position has a moderate amount of
influence, mark space 3. You feel the position has a large
amount of influence, mark space 4. You fell the position
has a complete amount of influence, mark space 5.

8. In general, how much say or influence does the special 12345
ed. director have on what happsins in your I.S5.D.?
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9. In general, how much say or influence do the spec1a1 ed.

supervisor(s) have on what happes in your 1.5.D.? 12345
10. In general, yow much say or influence does the special

ed. staff have on what happens in your 1.S5.D.? 12345
11. Amount of influence of director in curriculum in

district? 12345
12. Amount of influence of supervisor(s) in curriculum in

district? 12345

13. Amount of influence of staff in curriculum in district? 12345
14. Amount of influence of director in personnel sellection

in district? 12345
15. Amount of influence of supervisor(s) in personnel

selection in district? 12345
16. Amount of influence of staff in personnel selection

in district? 12345
17. Amount of influence of director in establishing new

programs? 12345
18. Amount of influence of supervisor(s) in establishing

new programs? 12345
19. Amount of influence of staff in establishing new

programs?. 12345
20. Amount of influence of director in personnel promo-

tions in district? 12345
21. Amount of influence of supervisor(s) in personnel

promotions in district? 12345
22. Amount of influence of staff in personnel promotions

in district? 12345
23. Amount of influence of director in establishing new

policies in district? 12345
24. Amount of influence of supervisor(s) in establishing

new policies in district? 12345
25. Amount of influence of staff in establishing new

policies in district? 12345

PART 3. Listed below are words referring to items which describe particu-
lar aspects of jobs--work, supervision, people, pay promotion.
Mark space 1 if the item describes your job. Mark space 2 if
the item does not describe your jog. Mark space 3 if you can-
not decide.



WORK

26. Fascinating
27. Routine

28, Satisfying
29. Boring

30. Good

31. Creative

32. Respected
33. Hot

34. Pleasant

35. Useful

36. Tiresome

37. Healthful
38. Chalilenging
39. On your feet
40, Frustrating
41. Simple

42. Endless

43. Gives sense of accomplishment
PEOPLE

44, Stimulating
45. Boring

46. Slow

47, Ambitious
48. Stupid

49. Responsible
50. Fast

51. Intelligent
52. Easy to make enemies
53. Talk too much
54. Smart

55. Lazy

56. Unpleasant
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57.
58.
59.
60.
61.

No privacy
Active

Narrow interests
Loyal

Hard to meet

SUPERVISION

62.
63.
64.
65.
66.
67.
68.
69.
70.
71.
72.
73.
74.
75.
76.
77.
78.
79.

PAY

80.
81.
82.
83.
84.
85.
86.

Asks my advice

Hard to please
Impolite

Praises good work
Tactful

Influential

Up-to-date

Doesn't supervise enough
Quick-tempered

Tells me where I stand
Annoying

Stubborn

Knows job well

Bad

Intelligent

Leaves me on my own
Around when needed
Lazy

Income adequate for normal expenses
Satisfactory profit sharing

Barely live on income
Bad

Income provides luxuries
Insecure

Less than I deserve
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87. Highly paid 123
88. Underpaid 123
PROMOTIONS
89. Good opportunity for advancement 123
90. Opportunity somewhat limited 123
91. Promotion on ability 123
92. Dead-end job 123
93. Good chance for promotion 123
94. Unfair promotion policy 123
95. Infrequent promotions 123
96. Regular promotions 123
97. Fairly good chance for promotion 123
PART 4. Listed below are several items which may be used to describe the
behavior of your leader. Each item describes a specific kind of
behavior but does not ask you to judge whether the behavior is
desirable or undesirable. Please describe as accurately as you
can the behavior of the leader to whom you report.
Leader never acts as described, mark space number 1
Leader seldom acts as described, mark space number 2
Leader occasionally acts as described, mark space number 3
Leader often acts as described, mark space number 4
Leader always acts as described, mark space number 5
98. Please indicate the position of the leader you are
describing. 1) Supervisor 2) Director 12345
99. He acts as the spokesman of the group. 12345
100. He waits patiently for the results of a decision. 12345
101. He makes pep talks to stimulate the group. 12345
102. He lets group members know what is expected of them. 12345
103. He aliows the members complete freedom in their work. 12345
104. He is hesitant about taking initiative in the group. 12345
105. He is friendly and approachable. 12345
106. He encourages overtime work. 12345
107. He makes accurate decisions. 12345
108. He gets along well with the people above him. 12345
109. He publicizes the activities of the group. 12345



110.

111.
112.
113.

114.
115.

116.
117,
118,
119.
120.
121.
122.
123.
124.

125.
126.
127.
128.
129.
130.
131,
132.
133,

134.
135.
136.
137.
138.
139.

106

He becomes anxious when he cannot find out what is
coming next.

Hes arguments are convincing.
He encourages the use of uniform procedures.

He permits the members to use their own judgment
in solving problems.

He fails to take necessary action.

He does little things to make it pleasant to be a
member of the group.

He stresses being ahead of competing groups.
He keeps the group working together as a team.

He keeps the group in good standing with high authority.

He speaks as the representative of the group.

He accepts defeat in stride.

He argues persuasively for his point of view.

He tries out his ideas in the group.

He encourages initiative in the group members.

He lets other persons take away his leadership in
the group.

He puts suggestions made by the group into operation.

He needles members for greater effort.

He seems able to predict what is coming next.

He iw working hard for a promotion.

He speaks for the group when visitors are present.
He accepts delays without becoming upset.

He is a ver persuasive talker.

He makes his attitudes clear to the group.

He Tlets the members do their work the way they
think best.

He lets some members take advanteage of him.

He treats all groups members as his equals.

He keeps the work moving at a rapid pace.

He settles conflicts when they occur in the group.

His superiors act favorably on most of his suggestions.

He represents the group at outside meetings.

_—_— e e ad e d md ed e
PR N DN NN NN DN

— et wd ed ed ad
N NN NN NN
W W W W w ww
L T B K — TR~ T - -
(S NS B R B S RS, RS ) |

N NN NN NN MDD
W W W wWwwww w
Lo R R - TR - T - R R - R Y
LEX RS LR & IS L B S 2 BN S ) S B3 B ;)

w w

W W W W w ww w w
LT TR T - T — T - T — N N -
Oy Oy oot OOyt Ot

LT
(8]



140.
141.
142,
143.
144.

145,

146.

147.
148.
149.
150.
151.
152.
153.

154.
155.
156.
157.
158.

159,
160.
161.
162.

163.

164.
165.
166.
167.
168.
169.
170.
171.
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He becomes anxious when waiting for new developments.
He is very skillful in an argument.

He decides what shall be done and how it shall be done.
He assigns a task, then lets the members handle it.
He is the leader of the group in name only.

He gives advance notice of changes.

He pushes for increases production.

Things usually turn out as he predicts.

He enjoys the privileges of his position.

He handles complex problems efficiently.

He is able to tolerate postponement and uncertainty.
He is not a very convincing talker.

He assigns group members to particular tasks.

He turns the members loose on a job, and lets them
go to it.

He backs down when he out to stand firm.

He keeps to himself.

He asks the members to work harder.

He is accurate in predicting the trend of events.

He gets his superiors to act for the welfare of the
group members.

He gets swamped by details.
He can wait just so long, then blows up.
He speaks from a strong inner conviction.

He makes sure that his part in the group is
understood by the group members.

He is reluctant to allow the members any freedom
of action.

He lets some members have authority that he should keep.

He looks out for the personal welfare of group members.

He sees to it that the work of the group is coordinated.

His work carries weight with his superiors.

He gets things all tangled up.

He remains calm when uncertain about coming events.
He is an inspiring talker.

He schedules the work to be done.
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172. He allows the group a high degree of initiative. 1
173. He takes full charge when emergencies arise. 1
174. He is willing to make changes. 1
175. He drives hard when there is a job to be done. 1
176. He helps group members settle their differences. ]
177. He gets what he asks for from his superiors, 1
178. He can reduce a madhouse to system and order. 1
179. He is able to delay action until the proper time occurs. 1
180. He persuades others that his ideas are to their

advantage. 1
181. He maintains definite standards of performance. 1
182. He trusts the members to exercise good judgment. 1
183. He overcomes attempts'made to challenge his leadership. ]
184. He refuses to explain his actions. 1
185. He urges the group to beat its previous record. 1
186. He anticipates problems and plans for them. ]
187. He is working his way to the top. 1
188. He gets confused when too many demands are made of him. 1
189. He worries about the outcome of any new procedure. 1
190. He can inspire enthusiasm for a project. ]
191. He asks that group members follow standard rules and

regulations. 1
192. He permits the group to set its own pace. 1
193. He is eaisly recognized as the leader of the group. 1
194. He acts without consulting the group. 1
195. He keeps the group working up to capacity. 1
196. He maintains a closely knit group. ' 1
197. He maintains cordial relations with superiors. ]
COMPLETE AND RETURN TO Special Education Research Questionnaire
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Items Deleted From Job Description Index as a
Result of the Pilot Survey

PAY

satisfactory profit sharing
bad
insecure

SUPERVISION

bad

PEOPLE

slow
fast
smart
no privacy

PROMOTIONS

good opportunity for advancement
infrequent promotions
regular promotions
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APPENDIX B

February 1976

GENERAL INFORMATION FOR THE DIRECTOR

Last summer I contacted you for information on your supervisors.
I also asked for your cooperation with this study last August at the
Administrators Institute in Grand Rapids.

I need your help in conducting this survey. Please, please
complete your survey and encourage your staff members to complete
their copies.

In order for the analysis to be valid, a Targe return rate is
needed. Also, the instrument and postage are expensive.

The folders enclosed are addressed to each staff member listed
in the 200-300 positions on your K0-10, 1974-75. It is vital that

you give your staff members their envelopes. If any envelopes are
marked for staff members who:

1. are no longer in your employ, or
2. are operating a classroom (100 position),

please cross out the name and give to another staff member to complete.
Each folder contains:
1. Letter of introduction and explanation
2. Survey instrument
3. Return envelope

Any questions, please call me collect in Traverse City at:

(616) 946-9140 Ext. 240 (8:00 a.m. - 5:00 p.m.)
(616) 946-3803 (after 5:00 p.m.)

Megan H. QOberlin
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GENERAL INFORMATION FOR THE DIRECTOR

There are folders in this box addressed to each staff member
listed in the 200-300 positions on your KO0-10, 1974-75. It is vital
that you give your staff members their envelopes. If any envelopes
are marked for staff members who:

1. Are no longer in your employ, or
2. are operating a classroom {100 position),

please cross out the name and give to another staff member to com-
plete.

Each folder contains:

1. Letter of introduction and explanation
2. Survey instrument
3. Return envelope

1 need your help in conducting this survey. Please, please
complete your survey and encourage your staff members to complete
their copies.

In order for the analysis to be valid, a large return rate is
needed. Also, the instrument and postage are expensive.

Any questions, please call me collect in Traverse City at:

(616) 946-9140 Ext. 240 (8:00 a.m. -~ 5:00 p.m.)
(606) 946-3803 (after 5:00 p.m.)

Sincerely yours,

Megan H. Oberlin

MHO: kg
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February 1976

Dear Colleague,

I am a Special Educator in Traverse City and graduate student at
Michigan State Urniversity. 1 am conducting a study and need your help
as a participant.

The purpose of this study is to obtain measures on how special
educators feel about aspects of their work organizations and their
jobs. Your perceptions will provide insight into how special edu-
cators view their jobs and may result in some predictors.

This questionnaire has been prepared with the guidance and sup-
port of Dr. Larry Foster, Department of Management, College of Business,
Micnigan State University, and Dr. Charles Henley, Department of Elemen-
tary and Special Education, College of Education, Michigan State Uni-
versity.

The questionnaire takes approximately 35 minutes to answer.
Please answer all questions on the survey with PENCIL.

Please express your true feeiings in completing the questionnaire.
Answers are confidential. You are identified by a respondent number
for the following reasons:

a. to insure contact with correct respondents for the study;
b. to insure accurate data analysis as more than one computer
card per respondent is necessary.

However, no individual or district is to be identified in the subse-
quent analysis.

Your cooperation and support are essential. Please, please
take a few minutes out of your busy day and complete the questionnaire.
Please return the completed questionnaire in the enclosed envelope by
March 10. The information you provide is crucial to the study.

Thank you in advance for your time and effort.

Sincerely yours,

Megan H. Oberlin
MHO: kg
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SPECIAL EDUCATION RESEARCH QUESTIONNAIRE
Michigan State University

Generai Directions: For resesrch purposes, it is important that you answer each question
of this questionnasire. For aach item, pisase mark your choice of responss in pencil.
Make your marks clearly. Erase complately when necessary.

PART 1

This section of the questionnaire is simed at obtaining some information regarding your background. This
information is critical to the success of the study, 80 please answer sach question. Please mark only
one foreach q i

1.  Your position in the 1.5.0 1. Owrector 2. Supervisor 3. Sta¥f

2. Number of special sducation statf in your |.5.0. " 1. 30 of below 2. 31 or sbove

3. Mark your sge 1. 2620 2 .35 3. %40 4, 4145 5. 46-% 6. 51.56
4. Mark your race 1. Blacx 2. White 3. Chicano 4. Native American S. Oriental
8 Mark your sax 1. Male 2. Female

6. How many years have you worked in your present 1.S.0.? V. Leasthan3 2. 3ormore

7. Mow many years have you been in your presant position? 1. Lessthan3 2. 3ormore

PART 2

Listad beiow sre some statsments concerning amounts of infiuence in your intermediate school district, Indicate the amount of influence you
and their mesnings are indicated below.

sach of the positions have in vour 1.5.D. Pissse read aach quasti tully. The
You tes! the position has no infl mark space 1.

You fesl the position has a smali smount of influence, mark space 2.

You fesl the position has a derate of infiuence, mars space 3.

You fesl the position has a large amount of inhuence, mark space &.

You feel the position has 8 complete amount of intluence, mark space 5.
*Districts without supervisor, leave 14-19 blank.

8. Ingeneral, how much infiusnce does the special ed. director have on what happens in your 1.5.0.?
9. How much influence has special ed. director i curriculurm in your 1.5.D.7

10. How much influence has special ed. director in personnel setection inyour 1.8.D.7

11.  Howmuch influence has special ea. director in blishing new prog inyour).S.0.?

12.  How much influence has spec:al ed. direcior in personne! promotions in your 1.5.0.?

13. Howmuch influence has im ed. d in establishing new policies in your 1.5.0.7
*14.  In genersl, how much influence does the special ed. supervisar have on what happens in your 1.8.D.7
*185. How much influsnce has specia’ 8d. supervisor in curiculu™ i your 1.S.D 7
*18. How much influencs has special #d. supervisar in personne! selectionin your 1.5.0.?
*17. How much infiuence Nas SD8C/a. €3 SUDEVISO! IN ES13DNSTNG NBW programs in vour |.S.D.?
*18. How much influence has specisl ed. supervisot in personnel promotions in your 1.S.0.7
*19. Howmuch influence has special ed sunervisor in estadbisnng new policies inyour 1.5.0.7
20. ingenersl, how much infiuence does the special ed sta¥ have on what happens in your 1.5.D0.7
21.  How much influsnce has spec.ai ea sta'’ o curriculumir vour 1.8 0.7
How much influence has specsa! 8d. stalf in personnael se.ection in yout 1.S.0.?
How much influence has special ed. staff in sstablishing new programs in your 1.8.D.7

How much influence has specisl ed. statf in personnel promotions in your 1.5.0.?

B2 B N

How much influence hes special bd. statf in sstablishing new policies in your 1.8.0.7
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PART 3. R
Listed below are some words describing particular aspects of jobs — work, supervision, people. pay, pro . .. .
motion. Mark space 1 it the word describes your job. Mark spsce 2 if the woid does not describe s o= - e -

yout job, Mark space 3 it you cannot decide.

SATRBEEY BEAARAS HEEHH

D -~ o2
WORK — YOUR JOB
28. Fascinating ;] 2 3 Z1. Routine 12 2
28. Satistying 1 2 3 25 Bonng 1 2 3
Creative 123 31. Respected 12 3
Tiresome 1 2 3 33 Pieasam 1 2 3
Gives senee of sccomplishment ¥ 2 2 3. Chattenging 12 2
On your teet 1 2 3 37 Frustranng i) 2 3
Simple t 2 3 3 Endlass i 2 3
PECPLE ON |.S.D. STAFF iSpeciai Ed.} i ’
Boring i 2 3 41, Stmulating 1 i k]
Ambitious 1 2 3 41, Stupio 1 2 3
Responsible 1 :2 3 45, Intallgent j 'g é
Eagy 10 make enemies A 2 3 47. Tals 100 much .1 2 3
Lazy J 2 2 49. Urpleasan: 1 2 3
Narrow interests 1 2 3 51 Actve 1 2 3
Loye! 1 2 3 53 Hard to mest 1 2 3
SUPERVISION
Asks my advice 102 3 . Impoifte T2 3
Hard to please 1 2 3 57 Prases goos work 1 2 3
Tocttul 1 2 3 59 Infiuer: s 1 2 3
Up-to-date 1 2 3 61. Doesn i suDe”vise #nOug™ M 2 3
Quick-tempered 1 2 3 63 Teils ma where | stand 1 2 3
. Annoying 1 2 3 85 Stupooern 1 2 3
Knows job well 1T 2 3 67 ircaligent + 2 3
Lesves ms on my own 1 2 3 69 Around when needed 1 2 3
70 Lazy 1 2 3
PAY
71. income adequats for normal sxpenses 1 2 2 7Z. Bareis ive f Incomae 1 2
73. Less than | deserve 1 2 K} 74 Income provides lurunes M 2 3
75. Highly paid ’ l 2 3 7. Ungescaz N < 3
PROMOTIONS
77. Promotion on abilty 1 2 3 78 Deao-enc st R 1 2 3
79. Good chance for promotion 1 2 3 80 Opoportunity sc™ea~a° Imited 1 2 3
81. Unfair promation policy 1 2 3 82. Fainy good cnarce for promotion i2 4
PART 4.

Listed balow are seversl items which may be used 10 describe the behavior of your lsaaes Each item describes a specific kind of behavio® but Jues
not ask you 10 judge whather the behavior is desiabie 0r undesrabie P ease Jusl' D¢ At ¢ l.la%e’, ar yuo 23~ 176 DENE. 0t 0f the leade 2 A™I™
you report.
Leader never scts as described, mark spacs number 1. Leader se\dom acis as descried mark space numbe' O Leaner occasionally acts as
dncnhod mad: mco numbov 3. Leader often acts as described mara space number 4 Leaae” always acts as des:--Led, mark spate number S

Y If in your p as director

8. Plesms indicate tha position of the leader your are describmg. ' Supen s 2 Duector

%

o

.
(2
o

WAL ' W W w O,
.

Lsader acts as the spokeeman of the group.

Leader waits patiently for the results of 8 decision.

Leader makes pep talks 10 stimuiste the group.

Leader lets group members know what 1s expected o’ them
Luader siows the membars completa frasdom in thair work.
Leader is hesitant about taking initiative i inthe group
Leader i friendly end approachabin.
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Lesder encourages overtime work.

Leader makes accurate decisions.

Leader gets slong well with the people above him,

Leader pubiicizes the activities of tha group.

Lesder becomes anxious when leader cannat find out what is coming next.
Leader's arguments are convinging.

Leader encourspes the use of uniform procedures.

Leader parmits the members 10 use their own judgmeant in sotving problems.
Lemder fails 10 toke necessary sction. - - - PR

Leader does little things 10 make it ieassr! to be 8 member of the group.
Laader $meeses being shesd of competing groups. -~ -+

Leacer keeps tne group working 1ogetner as s tesm

Lesder kesps the group in goad standing with high suthonty,
Leader speaks as the representative of the geoup

Leader accapts defeat in stnde.

Leader argues persuasively 1or leader’s point of view,

Leader tries out ieader’s xdeas in the group.

Lesdet sncoutapes intatve in the group members

Lasder lats othar peraons take swsy leadership in the group.
Leader puts suggestions made by tha group into operation.

Leader needies members for greater eftont.

Leader seems abie to predict wnat 1s coming next.

Lasder is ing hard for 8 p

Leader speaks tor the group when visitors sre present.

Leader accepts delays withcut becoming upset.

Leader is a very pérsussive tatker.

Lesder makes lasder's attitudes clear to the group.

Leader lets the members do thair work the way they think best.
Laader lets some members tske advantage of her/him.

Leader treats all group mermbers as har hus equals,

Laader keaps the work mowving at a repid pace.

Leadcer setties conflicts when they occur In the group.

Lander’s superiors act favorably on most of the lesder's suggestions.
Leader represents the group at outside meetings.

Lescer becomes snxious when waiting for new developments.
Leader s very skillful m an argument, .

Laader decides what shaii Ds done and how it shall be done.
Leader aasigns a task, then lets the members handie i.

He/She is the leader of the group in name only.

Lepder grves ad natice of chang

Leadar pushes for i d prog .

Things usually turn out as leader predicts.

Laader snjovs tha privileges of leadar’s position.

Leader handles complex problems eHiciently.

Lesder is able to tolersts postponsment and uncertainty,

Leader is not a very convincing talker.

Leader assigns group membaers 10 particulsr tasks,

Leader turns the members loose on a job. and lets them go to it.
Lasder backs down when he/she ought 10 stand .

Laader keeps to herssi! ‘himseif. o ) o
Laader asks the members 10 work herder, — =< _« - -
Leader is accurate in pradicting the trend of events.
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Leader gets his /her superiors 1o act {or the weitsre of the group members
Leade’ gets swamped by details.

Leader can wait just so long, then blows up.

Leader speaks f+or.: a sirong inner conviction

Laader makes sure that het/his pan in the group is understood Dy the Qroup Members.

Leade: s raluctant 1c aliow the membess any freedor of action
Loadet iets some members have authonty that he she should keep
Lesder l00ks out for the personst welfare of group members
Lasder permits the membaers Lo take it GBSY in their work.

Lesder sees 10 it that the work of the group is coordinated
Loader's word Carmes waight witn his her supenors.

Leade: gets thnps a¥ tangles ur

Leader ramains caim when uncertam sbout coming events

Leade+ 15 aninspiring talker.

Leeder schadules the work to be done

Leade’ atows the grous a higr degree of iniative

Leader takes fuli chatge when emergencies arse.

Leade! 15 willing to make changes
Lesder dnves hard when thers @ 8 job 10 be done.

Leacer helps group members settie ther dierences

Leader gets what he asks for f1om his her BLPeTIors.

Leacer can reduce @ madhouse to svsiem and orde’

Leader is able to detsy action untit the proper time occurs.

Leader persusdes others that his her ideas ace to their Advantage
Leader mamiains definne of pertor

Lesoer trusts the members 10 exercise Qo0d judgment

Leader overcomes antempts mace to chalienge har his leagership.
Leader refuses 10 expian his hes actions

Leader urges group to best its previous record.

Leade: ant.cipates probiems and plans for the

Leacer is working his ‘he: way tC the 10D

Leade! pets confusec when 100 many demands Bre made of her ~r.
Leader worries about outcome o' any new procedure

Leader caninsp.re entnus.as {0 8 projec!

Leader a5xs that grouc members 1200w S1andarc rules anc repuiations.
Leade’ permits the g oup Te- S6111r Ov.” Dace

Lesder 15 aasily recognizeo as the weade’ of the group.

Lasder azts withou! cONSL/LAG The grour

Leader keeps the grour working up ti CaDaCity

Leader mantains a CIosky ANt gl ol

Leader maintpins cordea’ reiations with sUpehors
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April 1976

Please thank your staff members who have responded to my
survey. Please encourage your staff members who have not responded
to complete and return the survey. I am sending you a first page
s0 you will remember the survey.

Please thank your staff for taking the time to complete the
survey, Thank you for distributing and responding.

Sincerely yours,

Megan H. Oberlin

MO:kg

Enc.
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