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PREFACE 

This study was concerned with the perceived leadership behavior 

of nursing education administrators in two-year and four-year colleges 

as reported by 313 nursing education administrators and their superor

dinates, faculty, and students at 53 National League for Nursing ac

credited associate and baccalaureate degree nursing education programs 

in the United States. The primary objective was to determine whether 

there were significant relationships among the leadership behaviors 

of nursing education administrators as perceived by themselves and 

others. A secondary objective was to describe the biographical and 

professional backgrounds of these nursing education administrators. 
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CHAPTER I 

INTRODUCTION 

The need for effective leaders in business enterprises and in 

institutions of higher education is a plea made by many authors, as 

identified in the educational literature. Terry (1960) and Drucker 

(1954), in their writings, stated the need for effective managers in 

business organizations. Saville (1975), Bailey (1980), and Cyert 

(1980) cited changes that are occurring in social circumstances and 

expectations that are confronting higher education administrators. 

These changes require management and leadership competencies that 

differ from those used in the past, as higher education institutions 

'are moving from a period of growth into a period of stability or 

probable decline. 

The area of mid-management is a relatively new innovation in 

higher education institutions and is considered to be a position 

fraught with ambiguity in terms of role definition (Dill, 1980). 

There is a dearth of published research regarding the leadership 

behavior and characteristics of the nursing education administrator as 

a mid-manager in institutions of higher education. Nursing education 

is a comparatively new area of study and is described as a 11 quasi 

profession, .. which may account for little research in this discipline. 

Therefore, this study will focus on the leadership behavior of the 
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nursing education administrator, as a mid-manager, in institutions of 

higher education. 

The Problem 

The major purpose of this study was to determine whether there 

were significant relationships among the leadership behaviors of nurs

ing education administrators as perceived by themselves and others in 

specifically designated accredited baccalaureate and associate degree 

nursing programs in the United States. A secondary purpose of this 

study was to obtain descriptive characteristics of the nursing educa

tion administrators using a demographic data sheet as a means of 

better understanding and describing the group. Responses were sought 

to the following research questions: 

1. Is there a difference between dominant leadership style of 

nursing education administrators in two-year colleges and nursing 

education administrators in four-year colleges as perceived by the 

administrators themselves? 

2. Is there a relationship between nursing education administra

tors• self-perceptions of leadership behavior and central administra

tors• perceptions of the nursing education administrators• leadership 

behavior in two-year colleges? 

3. Is there a relationship between nursing education administra

tors• self-perceptions of leadership behavior and central administra

tors• perceptions of the nursing education administrators• leadership 

behavior in four-year colleges? 

4. Is there a relationship between nursing education administra

tors• self-perceptions of leadership behavior and the faculty•s 
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perceptions of the nursing education administrators• leadership behav

ior in two-year colleges? 

5. Is there a relationship between nursing education administra

tors• self-perceptions of leadership behavior and the faculty•s percep

tions of nursing education administrators• leadership behavior in 

four-year colleges? 

6. Is there a relationship between nursing education administra

tors• self-perceptions of leadership behavior and students• perception 

of nursing education administrators• leadership behavior in two-year 

colleges? 

7. Is there a relationship between nursing education administra

tors• self-perceptions of leadership behavior and students• perception 

of the nursing education administrators• leadership behavior in four

year colleges? 

8. Is there a difference between dominant leadership style of 

nursing education administrators in two-year colleges and nursing 

education administrators in four-year colleges as perceived by the 

central administrators? 

9. Is there a difference between dominant leadership style of 

nursing education administrators in two-year colleges and nursing 

education administrators in four-year colleges as perceived by the 

faculty? 

10. Is there a difference between dominant leadership style of 

nursing education administration in two-year colleges and nursing 

education administrators in four-year colleges as perceived by the 

students? 
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11. Is there a difference between dominant leadership style of 

nursing education administrators in private two-year colleges and 

nursing education administrators in public two-year colleges as per

ceived by the administrators themselves? 

12. Is there a difference between dominant leadership style of 

nursing education administrators in private two-year colleges and 

nursing education administrators in public two-year colleges as per

ceived by the central administrators? 

13. Is there a difference between dominant leadership style of 

nursing education administrators in private two-year colleges and 

nursing education administrators in public two-year colleges as per

ceived by the faculty? 

14. Is there a difference between dominant leadership style of 

nursing education administrators in private two-year colleges and 

nursing education administrators in public two-year colleges as per

ceived by the students? 

15. Is there a difference between dominant leadership style of 

nursing education administrators in private four-year colleges and 

nursing education administrators in public four-year colleges as per

ceived by the nursing education administrators themselves? 

16. Is there a difference between dominant leadership style of 

nursing education administrators in private four-year colleges and 

nursing education administrators in public four-year colleges as per

ceived by the central administrators? 

17. Is there a difference between dominant leadership style of 

nursing education administrators in private four-year colleges and 

4 



nursing education administrators in public four-year colleges as per

ceived by the faculty? 

18. Is there a difference between dominant leadership style of 

nursing education administrators in private four-year colleges and 

nursing education administrators in public four-year colleges as per

ceived by the students? 

The population to which the results of this study are generalized 

comprised two groups of nursing education administrators of two-year 

and four-year nursing programs accredited by the National League for 

Nursing (NLN): 

1. Deans of the college of nursing, or chairpersons/heads of 

departments of nursing in four-year colleges. 

2. Division chairpersons of the nursing division in two-year 

colleges. 

A total of 313 subjects comprised the sample for this study, and 

included the following: vice-presidents or deans of instruction; col

lege deans, department heads, or division chairpersons of nursing edu

cation programs; faculty members; and students from a random selection 

of 53 NLN accredited two-year and four-year nursing education programs. 
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Three instruments were utilized in this study: "The Leader Effec

tiveness and Adaptability Description•• for self (LEAD-Self), "The Leader 

Effectiveness and Adaptability Description" for others (LEAD-Other), 

and a demographic questionnaire prepared by the researcher. The LEAD

Self instrument measures the leader•s self-perceptions of leadership 

behavior. The LEAD-Other instrument measures others• perceptions of a 

leader•s leadership behavior. The instruments were originally devel

oped by Hersey and Blanchard (1982) as training instruments, but since 



their inception, have been used in more than 100 research studies 

(Hersey, 1982). Due to the wide geographical spread and the size of 

the sample, the data were collected via a mail survey approach. 

Background and Significance 

The growth and effectiveness of an organization are partly depend

ent upon the ability of the managers who are responsible for the day

to-day operation of the enterprises. Terry (1960) reported data which 

showed that half of the new businesses being formed each year go out 

of business within two years because of poor management. Effective 

managers, according to Drucker (1954) are the basic and scarcest 

resource of any business enterprise. The need for effective manage

ment is not limited to business organizations. Institutions of higher 

education employ many administrators who function in managerial roles 

such as presidents, deans, department heads, and chairpersons. As 

managers they are concerned with getting things done with and through 

people, and, at one time or another, each must carry out all the 

duties characteristic of managers (Koontz and o•Donnell, 1968). 11 Man

agement competencies, whether naturally endowed, or learned, or both, 

w1thin the higher education system are vitally important to the effec

tiveness of the institution .. (Saville, 1975, p. 2). 

A comparatively new field of study in higher education is that of 

nursing education, which is generally stereotyped as a female 

discipline (Andruskiw, 1981). There have been few research studies 

regarding the leadership behvavior of the nursing education 

administrator. Marriner (1980) stated that leadership is a quality 

often lacking in practicing nurses due to inherent role conflicts 
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within the autocratic setting of hospitals. "Nursing seems to attract 

people who rank low in self-esteem and initiative, and higher on 

submissiveness and need for structure than people in other 

occupations" (Marriner, 1980, p. 111). Corcoran (1981) studied nurse 

managers in the Army Nurse Corps, and concluded that many nurses 

lacked decision-making skills and the motivation to manage. Chan-Yit 

(1980) tested differences in self-perceived leadership styles of 

graduate nurses. The most dominant leadership profile identified by 

her sample was one of high consideration and low structure. Thrane 

(1980) concluded that nurse leaders and nurse followers were not clear 

about the roles each was fulfilling. According to Johnson (1981), 

consideration and role assumption were two aspects of leader behavior 

which were significantly related to satisfaction with supervision. 

When nurses had leaders who demonstrated role security and human 

relations oriented behavior toward them, then the nurses were satis

fied with the supervision aspects of their jobs. 

The problem of educating future nursing leaders should become 

more acute in the difficult times ahead. In an editorial of the 

American Journal of Nursing, Schorr (1981) published excerpts from a 

letter written by Schlotfeldt, who asked if nursing leaders were an 

endangered species. Schlotfeldt cited the current economic crunch in 

private institutions of higher education which has resulted in the 

closing of nursing schools in some of the nation•s most prestigious 

institutions. She noted the closing of schools at Stanford, Cornell, 

and the University of Chicago. The most recent school under the 

threat of extinction is the school of nursing at Duke University. 
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These schools and others like them are responsible for educating 

nursing leaders and for promoting the research that contributes to the 

establishment of a theoretical base upon which nursing as an emerging 

profession is being built. 

The persons immediately responsible and accountable for the nurs

ing education program are the nursing education administrators. If it 

can be assumed that some of these conclusions regarding nurses as 

leaders are valid, then it would appear that current nursing education 

administrators, who were once practicing nurses, may be lacking in 

leadership effectiveness. 

Torres (1981) described nursing education administrators collec

tively as being accountable, vulnerable, and oppressed. The nursing 

education administrator is accountable to faculty, students, and the 

health care consumer. The obligation of accountability leads to 

vulnerability. Two major sources of vulnerability are the economic 

8 

and political environment of the university or college, and sex stere

otyping of nursing deans where women are viewed as the means to an end 

of male ••work." Nursing deans are oppressed, due to the lack of control 

and restraint placed upon them from both external and internal forces. 

The faculty may view the dean as oppressor when the dean increases 

social distance between herself and the faculty based on the assump

tion that this isolation will facilitate objectivity in professional 

matters. Torres concluded the study with a plea for research regard

ing faculty perceptions of the nursing dean•s leadership behavior, and 

an identification of those behaviors which are perceived as enhancing 

the effectiveness of the group in achieving personal and professional 

development. This research is, in part, a response to Torres~s plea. 
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One aspect of this study was to determine if there were signifi

cant differences in leadership behavior among nursing education ad

ministrators in two-year and four-year nursing education programs. 

Another aspect of this study was to determine if the two variables of 

self-perception and others' peceptions are correlated. According to 

Hersey and Blanchard (1982), leadership behavior is considered to be 

more effective if the leader's self-perception of leadership behavior 

and others' perceptions of the leader's behavior is positively corre

lated. This study goes a step beyond Torres's (1981) recommendation in 

that perceptions of others regarding the leadership behavior of the 

nursing education administrators include not only the faculty, but 

also the immediate superordinate, and students. In addition, nursing 

education administrators in two-year colleges, as well as those in 

four-year colleges, were included. 

Definition of Terms 

For the purpose of the study, the following definitions were 

used: 

Nursing Education Administrators - Persons in administrative 

positions who are responsible for nursing education programs. The 

title affixed by the education institution may be chairperson, depart

ment head, or dean, depending upon the organizational structure of the 

higher education institution. 

Leadership Behavior - As defined in this study, includes three 

aspects of leader behavior: style, style range, and style adaptability 

as measured by the LEAD-Self and LEAD-Other instruments (Hersey and 

Blanchard, 1982). 



Perception - An immediate or intuitive cognition or judgment. 

Self-Perception - What is known to the individual about his or 

her leadership style as measured by the LEAD-Self instrument. 

Others• Perceptions - What is known to others about the leader

ship style of the administrator as measured by the LEAD-Other instru

ment. 

Leadership Effectiveness - The extent to which an individual can 

vary leadership style appropriately according to the demands of a given 

situation as measured by the LEAD-Self and the LEAD-Other instruments. 

Dominant Leadership Style - As defined in this study, may include 

either a primary style that encompasses one of the four possible 

configurations from high relationship orientation to low relationship 

orientation, and high task orientation to low task orientation, or it 

may represent a basic and supporting style as measured by the LEAD

Self and LEAD-Other instruments. 

Faculty Member - An individual employed full time by the divi

sion, department, or college of nursing to carry out one or all of the 

functions of the nursing education program and which may include 

instruction, research, or public service. 

Student - An individual currently enrolled and identified as a 

full-time student by the division, department, or college of nursing. 

Central Administrator - That individual in the educational hier

archy to whom the nursing education administrator is immediately 

responsible, usually the dean or vice-president of instruction. 

Two-Year Colleges - Public and private institutions which offer 

an associate degree nursing program. 
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Scope and Limitations 

In an attempt to study the leadership behavior of the nursing 

education administrator as perceived by the central administrator, the 

nursing education administrator, faculty, and students, a sample was 

selected from National League for Nursing Accredited associate degree 

and baccalaureate degree nursing programs in the United States. The 

sample itself was identified as one limitation of the study. The 

leadership behavior of nursing education administrators in accredited 

and non-accredited diploma nursing programs was not compared; non

accredited associate degree and baccalaureate degree programs were not 

considered in this study. In addition to the omission of diploma and 

non-accredited programs, the study was also limited by the small 

sample size, which contributed to a large number of cells having low 

expected frequencies in the chi-square analyses, and under representa

tion of participants in nursing programs located in private colleges. 

The study was further limited by the following assumptions: 

1. Each respondent's knowledge of and experience with the nurs

ing education administrator was sufficiently adequate to enable him or 

her to describe the leadership behavior of this middle manager. 

2. Each respondent's perceptions of the leadership behavior of 

the nursing education administrator was related primarily to the re

quirements of the position that he or she occupied in the nursing 

education program. 

Hypotheses 

For the purpose of this study, the following null hypotheses were 
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tested: 

1. There is no significant difference between the dominant 

leadership style exhibited by nursing education administrators in 

two-year colleges and the nursing education administrators in four

year colleges as perceived by the nursing education administrators 

themselves. 

2. There is no significant correlation between nursing education 

administrators' self-perceptions of leadership behavior and central 

administrators' perceptions of the nursing education administrators' 

leadership behavior in two-year colleges. 

3. There is no significant correlation between nursing education 

administrators' self-perceptions of leadership behavior and central 

administrators' perceptions of the nursing education administrators' 

leadership behavior in four-year colleges. 

4. There is no significant correlation between nursing education 

administrators' self-perceptions of leadership behavior and the fac

ulty's perceptions of the nursing education administrators' leadership 

behavior in two-year colleges. 

5. There is no significant correlation between nursing education 

administrators' self-perceptions of leadership behavior and the fac

ulty's perceptions of the nursing education administrators' leadership 

behavior in four-year colleges. 

6. There is no significant correlation between nursing education 

administrators' self-perception of leadership behavior and students' 

perceptions of the nursing education administrators' leadership behav

ior in two-year colleges. 
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7. There is no significant correlation between nursing education 

administrators• self-perceptions of leadership behavior and students• 

perceptions of the nursing education administrators• leadership behav

ior in four-year colleges. 

8. There is no significant difference between dominant leader

ship style of nursing education administrators in two-year colleges 

and nursing education administrators in four-year colleges as perceived 

by the central administrators. 

9. There is no significant difference between dominant leader

ship style of nursing education administrators in two-year colleges 

and nursing edu~ation administrators in four-year colleges as per

ceived by the faculty. 

10. There is no significant difference between dominant leader

ship style of nursing education administrators in two-year colleges 

and nursing education administrators in four-year colleges as per

ceived by the students. 

11. There is no significant difference between dominant leader

ship style of nursing education administrators in private two-year 

colleges and nursing education administrators in public two-year col

leges as perceived by the administrators themselves. 

12. There is no significant difference between dominant leader

ship style of nursing education administrators in private two-year 

colleges and nursing education administrators in public two-year col

leges as perceived by the central administrators. 

13. There is no significant difference between dominant leader

ship style of nursing education administrators in private two-year 
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colleges and nursing education administrators in public two-year col

leges as perceived by the faculty. 

14. There is no significant difference between dominant leader

ship style of nursing education administrators in private two-year 

colleges and nursing education administrators in public two-year col

leges as perceived by the students. 

15. There is no significant difference between dominant leader

ship style of nursing education administrators in private four-year 

colleges and nursing education administrators in public four-year col

leges as perceived by the nursing education administrators themselves. 

16. There is no significant difference between dominant leader

ship style of nursing education administrators in private four-year 

colleges and nursing education administrators in public four-year 

colleges as perceived by the central administrators. 

17. There is no significant difference between dominant leader

ship style of nursing education administrators in private four-year 

colleges and nursing education administrators in public four-year 

colleges as perceived by the faculty. 

18. There is no significant difference between dominant leader

ship style of nursing education administrators in private four-year 

colleges and nursing education administrators in public four-year 

colleges as perceived by the students. 
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CHAPTER II 

REVIEW OF SELECTED LITERATURE 

The need for effective leadership of mid-managers in institutions 

of higher education is well documented in the educational literature. 

There are conflicting theories concerning the role, functions, and 

characteristics of these mid-managers. There have been few published 

studies concerning the characteristics and leadership effectiveness of 

the nursing education administrator functioning in a mid-management 

position. 

The review of the literature was focused on leadership theory 

with definitions of terms and a synthesis of the three main approaches 

to leadership; a presentation of organizational structures in institu

tions of higher education with implications regarding leadership behav

ior; descriptions of the role, functions, and characteristics of mid

managers in higher education institutions; and, a summary of studies 

on the nursing education administrator. The conclusion of this sec

tion addresses the need and rationale for further research regarding 

the leadership effectiveness of the nursing education administrator. 

Leadership Theory 

Definitions of Leader and Leadership 

The leader was defined by Jenkins (1956) as one who holds a 
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particular position in an organization. This position grants to the 

leader influence or authority over other people and allows him to 

control the group. Thus, leadership lies with the position rather 

than the person and gives the occupant power to influence (Abrahamson 

and Smith, 1970). Each position produces for the members expectations 

of how the occupant of that position should act, and frequently 

members respond to their expectations for the role occupant rather 

than to the behavior of the individual (Napier and Gershenfeld, 1981). 

It was believed for many years that personal characteristics or 

leadership traits differentiated leaders from non-leaders. Napier and 

Gershenfeld (1981) conducted an extensive review of the literature and 

found no significant, specific traits that differentiate leaders from 

non-leaders. Stogsdill (1948) conducted many studies regarding per

sonal traits of leaders and affirmed that leadership is not the mere 

possession of some combination of traits, but rather a ••working rela

tionship among members of a group, in which the leader acquires status 

through active participation and demonstration of his capacity for 

carrying cooperative tasks through to completion 11 (p. 66). 

Acts of leadership, if they are to be effective, must rely on 

some basis for power. French and Raven (1960) discussed five types of 

power thqt a leader may have:: 

1. Referent Power - A type of power or influence an individual 

has over others without imposing a feeling of manipulation. 

2. Legitimate Power - An authority relationship in which a 

person, by virtue of his position, is given the right to make deci

sions for others. The recipients of influence view this as appro

priate use of power. 
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3. Expert Power - The influence that an individual has due to 

his experience or expertise in a given area or situation. 

4. Reward Power - The ability the leader has to give rewards. 

The recipients of reward power may feel controlled. It is usually 

situational and can only be exerted if the recipient values the of

fered rewards. 

5. Coercive Power - If the reward power does not bring compli

ance, the authority frequently resorts to coercion, the invoking of 

punishment. 

Stevens (1980, p. 208) defined power as 11 The capacity to modify 

the conduct of others in a desired manner while avoiding having one's 

own conduct modified in undesired ways by others ... Stevens's advice 

to power seekers was to pay the entry fee via hard work on committees, 

extensive network building, having something to say, using profes

sional channels to link your institution to the rest of the world, 

acting like a powerful person, starting to accumulate psychological 

debts, and interacting with top management outside of your division. 

A proper definition of leadership and leadership behavior must 

take into account the differences between leadership and management 

behavior. Stevens (1975) differentiated leaders from managers in 

terms of the types of power each holds. The basis of the power source 

for managers, according to Stevens, is position power; the leader's 

power source comes from the group members on the basis of the leader's 

interaction with the group. Zaleznik (1977) differentiated managers 

from leaders according to five variables: personality, attitudes 

toward goals, conceptions of work, relations with others, and a sense 

17 



of self. In regard to each of these variables, he offered the follow-

ing specifics: 

1. Personality - Managers are more rational; are problem 
solvers; are directed toward goals, resources, and 
people; are more practical; rely on experience; and 
tend to have a narrow view. Leaders tend to work 
more in isolation and have a world view (pp. 67-70). 

2. Attitudes Toward Goals - Managers are more passive 
and impersonal; goals arise out of necessity rather 
than desire. Leaders are active toward goals; they 
shape ideas rather than respond to them, and develop 
a personal attitude toward goals (pp. 70-71). 

3. Conceptions of Work - Managers view work as an enab
ling process involving some combination of people and 
ideas interacting to establish strategies and make 
decisions. Managers need to coordinate and balance 
continually in order to get people to accept solu
tions to problems, and they act to limit choices. 
Leaders accept an opposite view. They attempt to 
develop fresh approaches to problem-solving and solu
tions, open issues for new options, work from high
risk positions, and often seek out risk and danger, 
especially when opportunity and reward are high 
(pp. 71-72). 

4. Relations With Others - Managers prefer to work with 
people, avoid solitary activity, relate to people 
according to the role they play in the decision
making process, and view decision-making as a win
lose or win-win situation. Leaders have empathy 
toward others, an inner perceptiveness, and attract 
strong feelings of identity and difference (pp. 72-
73). 

5. Sense of Self - Managers feel that they are part of 
the institution; leaders do not (p. 74). 

The development of leadership begins in the family, and is further 

developed by an intense, one-on-one relationship through an appren

ticeship or through mentors. 

The characteristics of effective and ineffective leaders were 

described by Walker (1979). Ineffective leaders display two atti-

tudes: an attitude toward role and status of the office, and an 
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attitude toward the university which they perceive as perverse and 

inert. The ineffective leader views his job as one of moving the 

organization away from indolence and mischief by enforcing a high 

vision of what he thinks it ought to be. 

Effective administrators accept the privileges and status of the 

office, but wear them lightly. They view the academic community as a 

group of legitimate constituencies with different interests. They see 

themselves as in a position of service rather than as rulers. Their 

administrative style is pragmatic and they regard their personal 

qualifications as wisdom and diplomacy rather than strength. They 

consider administration as a process and administrative events as 

related. They tend to be good politicians with a sense of self

confidence, which helps them to decrease the feeling of ambiguity and 

to absorb the uncertainties of others. "The most effective adminis

trator perceives the university as operating, to a considerable de

gree, like a political, democratic community" (Walker, 1979, p. 8). 

The leader may be the individual in an authority position, or he 

may be any individual in an organization who assumes a leadership role 

by virtue of using any of the five types of power discussed. Person

ality characteristics or traits are not significant variables to 

differentiate leaders from non-leaders. 

Three Major Approaches to Leadership Theory 

Three major approaches to leadership theory include the trait 

theory, the behavioral theory approach, and the contingency approach. 

In an analysis of 124 research studies, Stogdill (1948) found correla

tions between leadership and the following traits: intelligence, 

19 



scholarship, dependability in exercising responsibilities, activity 

and social participation, and socioeconomic status. Ghiselli (1963) 

found five traits to be significantly correlated with management 

performance and organizational level. These traits are: intelli-

gence, supervisory ability, initiative, self-assurance, and individ-

uality. Selznick (1957), Gouldner (1950), Faber and Shearron (1970), 

and Jennings (1961) were critical of Stogdill•s work and the trait 

theory approach to leadership. Faber and Shearron stated: 

Despite the fact that Stogdill found positive correla
tions between leadership and several traits, these cor
relations are generally low and of questionable value in 
contributing to an understanding of leadership (p. 310). 

Research has been unable to support the trait theory approach to 

leadership. 

Proponents of the behavioral approach to the study of leadership 

behavior view leadership behavior as a two-way process, and one of 

interaction involving shared experiences (Geering, 1980). The effec

tive leader is characterized by two styles of leadership: supportive 

and instrumental. Two significant dimensions of leadership, initi

ating structure and consideration, were delineated by Halpin and Winer 

based on the work of Hemphill and Coon (Halpin, 1966). Initiating 

structure refers to the leader•s function in motivating the group to 

fulfill the organizational goals of task-achievement. Consideration 

refers to the leader•s awareness of group members• needs for support-

iveness, and warm personal relationships when making decisions. 

Likert•s (1967) studies at the University of Michigan identified 

two distinct styles of leadership, the job centered leadership style, 

and the employee centered leadership style. While studying problem 
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solving behavior of small task groups, Bales (1969) identified two 

separate leadership roles; the task leader and the social leader. 

Getzels and Guba (1957) described the dual leadership styles of the 

behavioral approach to leadership as nomothetic and ideographic. 

Nomothetic refers to placing emphasis upon the organizational role, 

and ideographic places emphasis on the individual need dispositions. 

Blake and Mouton (1968) conceptualized leadership as a two-dimensional 

model; concern for people and concern for production. 

The research literature supported the two-dimensional style. 

Leadership effectiveness in this model is determined by how high the 

leader scored on the two dimensions. These two dimensions relate to 

task orientation and relationship orientation. 

Theories of leadership behavior based on contingency models are 

the most recent models in the study of leadership. According to 

Fiedler (1964), leadership effectiveness is contingent upon three 

variables: task structure, leader position power, and group atmos

phere. Leaders who are task oriented perform more effectively in very 

favorable and very unfavorable conditions, while leaders who are 

relationship-oriented perform more effectively in situations intermed

iate in favorableness. The leader's effectiveness is measured on the 

basis of the group's performance of its major assigned task. Fiedler 

(1971) cited 12 studies which support the contingency model. An 

experimental study was designed by Graen, Orris, and Alvares (1971) to 

replicate and further study the contingency model. The results of 

this study did not support the contingency model, as none of the 

observed correlations reached an acceptable level of statistical 

reliability. 
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Reddin (1967) was the first to add an effectiveness dimension to 

the two-dimensional model of task concern and relationship concern. 

He termed this model the 3-D Management Style Theory, and operational

ized the theory by developing the 11 Management Style Diagnosis Test. 11 
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Hersey and Blanchard (1982) developed the Situational Model, a 

three-dimensional, leadership model based on the managerial grid and 

using group member maturity as the contingency variable. The emphasis 

in situational leadership theory is on the behavior of the leader in 

relation to followers. This model builds on the assumption that there 

is no ideal style of leadership that is appropriate to all situations. 

Leadership effectiveness is contingent upon the variables of the 

leader, the situation, and the maturity level of the group members. 

Hersey and Blanchard developed two instruments to operationalize 

leadership effectiveness: The 11 Leadership Effectiveness and Adapta

bility Description - Self 11 (LEAD-Self), and the 11 Leader Effectiveness 

and Adaptability Description 11 - Other 11 (LEAD-Other). These instruments 

measure self-perception and others-perception of leadership style, 

style range (flexibility), and style adaptability (effectiveness). 

Tannenbaum and Schmidt (1973) supported situational leadership 

theory. They described the successful leader as one who is keenly 

aware of those forces which are most relevant to his/her behavior at 

any given time. The leader understands himself/herself, the individ

uals or group members he/she is dealing with, and the environment in 

which he/she operates. The leader can assess the forces that deter

mine his/her most appropriate behavior at any given time and act 

accordingly. 



Walter, Caldwell, and Marshall (1980) conducted a study to test 

the reliability and validity of the education LEAD instrument. They 

asked 26 elementary school principals to respond to the LEAD instru

ment to establish reliability. Two measures of internal consistency 

yielded reliability coefficients of .810 and .613. Congruent validity 

was established by asking 12 elementary school principals to respond 

to the education LEAD and four teachers from each school to respond to 

the LBDQ XII. Their findings indicated some validity for the educa

tion version of the LEAD. Some of the findings, especially those 

regarding high relationship/low task behavior, raise issues deserving 

further study. 

According to Hersey (1982), over 100 studies have been conducted 

by graduate students in doctoral dissertations using situational 

leadership theory. Many of the studies have been done by nurses. 

Unpublished doctoral dissertations by Boucher (1980), Gooding (1978), 

and Beck (1978) validated some parts of situational leadership 

theory. 

Stech (1980) investigated work group communication modes based on 

contingency theory and using two leadership models: Fiedler•s contin

gency model and Hersey and Blanchard•s situational leadership model. 

Although the work with both models has been controversial, Stech•s 

findings revealed support of the models. 

A review of the literature indicated both support and non-support 

for contingency models of leadership. These models are fairly recent 

developments in the study of leadership behavior and the controversy 

surrounding their use indicates a need for further research in this 

area. 
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Organization of Institutions of Higher Education 

Cohen and March (1974) described the governance structure of 

higher education institutions as organized anarchies. Models of gov

ernance of organized anarchies include: bureaucratic, collegial, and 

political (Baldridge, 1971). According to Corson (1975), in some 

respects the college or university is organized much like a corpora

tion, or governmental agency, as reflected in the organizational 

charts. Differences occur between education and business organiza

tions due to the fact that business organizations have clear state

ments of objectives that are measurable in quantifiable terms. In 

education, these goals are either vague or in dispute. 

Because of the loose structure and differing emphasis on research 

in various departments, the university resists classification in terms 

of any model (Gross and Grambsch, 1974). Some aspects of the univer

sity are highly organized and completely bureaucratic, while at the 

same time retaining communities of self-governing scholars. In recent 

years, due to internal and external forces, the university is moving 

more toward the bureaucratic model. Faculty are becoming more in

volved with governance, however, they are not trained for the role and 

feel a sense of powerlessness (Gross and Grambsch, 1974). 

Baldridge (1971) identified characteristics of the university 

that fit the bureaucratic model. These characteristics are: (1) a 

complex organization chartered by the state; (2) a formal hierarchy 

with offices and bylaws that specify relations between these offices; 

(3) formal channels of communication that must be respected; (4) 

bureaucratic authority relations in which some officials exercise 
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authority over others; (5) formal policies and rules that govern much 

of the institution•s work; and (6) ••people processing" elements of 

record keeping, registration, graduation requirements, etc. 

A collegial form of governance has been defined by Millet (1978) 

as a round table type of governance with full participation of the 

academic community in decision and policy making. Decision-making in 

a collegium is by consensus, and recognition of the "professional" 

authority of faculty. It is the ability to make one•s own decisions 

with freedom from organizational constraints. 

According to Baldridge et al. (1978), the political model of 

governance is apparent in most institutions of higher education. The 

college or university is run by interest groups, as is city and state 

government. Characteristics of this model include: decision-making 

by a small elite, decisions made by those who persist and others who 

drop in and out of the process, institutions fragmented into interest 

groups with different goals and interests, conflict is normal, author

ity is limited, and external interest groups are important. 

In their study of governance in higher education institutions, 

Baldridge et al. (1978) made the following generalizations: 

1. Private and public universities had strong faculties and 

strong administration. The faculty assumed control over academic 

matters and the administration exercised strong leadership in long 

range planning and budgeting. The degree of administrative control 

was moderate because administrative power was tempered by faculty 

influence. 
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2. Elite liberal arts colleges were identified as a semi

collegial governance system, as they had the highest degree of faculty 

participation in governance. 

3. Public comprehensive and public colleges were identified as 

bureaucracies, due to the increased external control over faculty. 

The managers in these institutions exercised a much more prominent 

role. 

4. Private liberal arts colleges were very bureaucratic in their 

governance patterns, had weak faculties and strong administrations. 

5. Two-year colleges, both public and private, were identified 

as the most bureaucratic of all higher education institutions. 

Three governance models were discussed which may be in operation 

in any given college or university. Each governance model calls for a 

different type of leadership behavior on the part of administrators. 

Persons in administrative positions and who are mobile may need to be 

aware of the governance model in place if they are to exercise effec

tive leadership. 

The Role of Middle-Management in Higher 

Education Institutions 

Deans are fairly recent mid-managers in academia. Originally, 

they were considered to be an extension of the office of the presi

dent, but today the role is a more ambiguous mid-management position 

(Dill, 1980). The dean in a large university has two major responsi

bilities: (1) recommending the annual budget to the president and 

allocating the received budget, and (2) recommending the appointments 

to and all promotions within the staff and membership of the college 
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faculty (Ryan, 1980). In addition to the two major responsibilities 

cited by Ryan (1980), Scott (1979) described two other concerns of 

deans which were curriculum and extraordinary concerns, such as stu

dent sit-ins. 

Meisel (1979) identified characteristics of academic deans in 

four-year schools. He sampled 113 deans in 41 states in four-year, 

public and private institutions. More than half of the deans in his 

study perceived the dean•s role as academic leader, catalyst, innova

tor, protector of academic and fiscal integrity, guardian of stand

ards, faculty leader, mediator, problem-solver, budget administrator, 

policymaker, and implementor. Less than half considered themselves 

faculty spokesman, managers, coordinators, contract administrators, or 

clerical managers. More than one-third no longer taught, more than 

one-half had discontinued research in their field. Managerial and 

administrative duties demanded most of their time and personnel mat

ters demanded the greatest skill. 

Cyphert and Zimpher (1980) have developed a profile of the Ameri

can college academic dean. The 11 Type A11 dean is typically male; 

employed in large, doctoral-awarding universities; productive as a 

scholar; active in national associations; takes an administrative, 

rather than professional perspective of the role; is relatively auton

omous in decision-making capacity; has little direct student contact; 

and consults moderately. 

The 11 Type B11 dean is male or female in equal number; is called 

11 Chairperson 11 ; is employed in small, bachelor degree-awarding col

leges; spends little time in writing and research activities, has 

increased contact with advising and teaching students; is active in 
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state and regional professional associations; and views professional 

functions as important as administrative functions. 

The third type is called "transitory." These administrators have 

more problems with organizational questions. Typically, they are 

employed in master's degree-granting institutions and are inconsistent 

in leader characteristics and role demands. 

Dill (1980) emphasized the dean's role as an academic-management 

role, but one which required more emphasis on academic leadership 

rather than academic administration. He asserted that deans must 
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learn the relationship between economics and education, must become 

better personnel managers, and must keep their schools socially respon

sive and responsible. 

The dean's role is one of ambiguity, which requires social and 

personal skills beyond managerial skills. The dean's role has changed 

in recent years and, according to the literature, there is little 

agreement on how a dean functions. 

The early studies of middle managers in higher education institu

tions and business organizations were focused on the male. In the 

early 1970s, more studies dealt with the role of the female in this 

position. Miner (1974) studied the motivation to manage among women 

and whether or not sex differences exist among practicing managers. 

He found no differences in motivational capability for successful 

management between men and women, and no reason to assume that female 

managers will be less successful than male managers. 

Moore and Rickel (1980) investigated characteristics which dis

tinguish women who choose traditional as opposed to nontraditional 

careers and who function at differing occupational levels. The sample 



selected from the traditional career was composed of 156 nurses. The 

remaining 147 subjects were selected from business and industry. The 

women from the nontraditional setting scored higher on achievement 

motivation, job involvement, production emphasis, and described them

selves as having characteristics more like men and managers. The 

general duty nurses, nonsupervisory position, scored higher on consid

eration and described themselves as less like men and managers. Women 

in nontraditional roles spent more time with their organization, 

supervised fewer employees, included more persons of Afro-American 

origins, had fewer children, and considered the domestic role as 

insignificant. 

Benedetti (1975) compared personal characteristics and leadership 

styles of women in educational administration and women in business. 

She reported more single women in educational administration; of those 

women who were married, those in business were married longer. More 

women in education had fathers who were professional people. Women in 

business were employed by smaller organizations. Women in education 

were receiving a larger annual salary, and had more academic degrees. 

Women in business had been at their position a longer period of time. 

Women in education scored higher on the consideration dimension, and 

women in business scored higher on the structure dimension of the LOQ. 

Loudermilk (1979) conducted a similar study to Benedetti•s, with 

the exception that her study compared a sample of women in higher 

education in administrative and nonadministrative positions. Using 

the LOQ, Loudermilk found no significant differences between women 

administrators on the structure and consideration dimensions. The 

personal characteristics of administrators and non-administrators were 

29 



similar, except that the administrators tended to have a bachelor of 

arts degree and non-administrators tended to have a bachelor of educa

tion degree. 

Research ~Nursing Education Administration 

Few research studies have been published concerning the role, 

functions, and characteristics of the nursing education administra

tors. Hall, Mitsunaga, and de Tornyay (1981) replicated a study of 

demographic characteristics of nursing deans. The original study was 

conducted in 1970 by Hall and Mitsunaga. They reported differences 

in the following areas: marital status, race, number of children, 

and educational preparation. In 1980, more deans were married; 12% 

were non-caucasian; they had more children; and 90% were doctorally 

prepared, with a majority having a doctorate in education or 

administration. 
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Andruskiw (1981) reported a survey of six deans of nursing regard

ing the priority of scholarly work. Whether the deans placed it high 

or low in importance was determined by their superiors, by their own 

goals and values, and by the type of institution. All of the deans 

agreed that administration and leadership received priority in their 

institutions. 

A study of relationships among leadership styles of nursing 

education administrators of baccalaureate nursing programs and se

lected organizational variables was reported by Gooding (1978). Using 

the LEAD instrument to analyze leadership style, Gooding reported that 

from a sample size of 48 (63% return), 28 respondents demonstrated the 

high task/high relationship leadership style. The remaining 20 



subjects demonstrated the low task/high relationship leadership style. 

Hersey and Blanchard (1982) found these two styles to be the most 

frequently identified in the United States and other countries with a 

high level of education and extensive industrial experience. Gooding 

found no significant relationship between the leadership styles and 

the organizational variables of group size, group maturity, academic 

preparation, organizational structure, and position power of the ad

ministrative head. Gooding did not examine the relationship between 

the administrators• self-perceived styles of leadership and others• 

perceptions of leadership style to determine leadership effectiveness. 

The leadership styles reported in this study indicated that these 

administrators tended to do well working with people of average ma

turity level, but found it difficult to handle immature work groups 

and discipline problems, as well as delegating responsibility to high 

maturity people to maximize their development (Hersey and Blanchard 

(1982). 

Goldenberg (1980) conducted a similar study to determine whether 

the leadership styles of the head of Ontario Diploma Nursing programs 

were consistent with Baldridge•s theory of constraint and Hersey and 

Blanchard•s situational leadership theory. Using the 11 Leadership 

Style Anaysis 11 (Self and Others) instrument, Goldenberg reported a 

dominant leadership style of high relationship/low task and a support

ing style of high relationship/high task. She found no significant 

differences between self-perception and others• perception of leader

ship style. There were no significant relationships between the 

situational variables and leadership style. The findings were 
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consistent with situational leadership theory, but inconsistent with 

constraint theory. 

The studies of women in mid-management positions generally re

vealed that as women move up into the higher management positions, 

they assume characteristics similar to men and managers at that level 

of the hierarchy. At the lower levels of management and in tradi

tional roles, the characteristics of women are less like men and 

managers. There is a lack of published research regarding the nursing 

education administrator as a middle manager. 

Torres (1981) described the nursing education administrator as 

accountable to many groups, vulnerable within the economic and politi

cal environment, and oppressed by internal and external forces. She 

believed that nursing deans tend to isolate themselves from central 

administration and from their faculty members. This isolation in

creases the social distance between faculty and the dean, which may 

lead the faculty to view the nursing dean as the oppressor. Torres 

identified this area as a need for research. She asked two specific 

questions: 11 How do nursing faculty perceive and interpret nursing 

deans• behaviors? 11 and 11 Which behaviors are seen as enhancing the 

effectiveness of the group in achieving development personally and 

professionally? .. (p. 14). 

Grossman (1981) stated that nursing education administrators 

should have insight into their behavior and its influence on others. 

They should be knowledgeable about individual differences of follow

ers, group characteristics, motivational and task structures, situa

tional and environmental variables, and should be flexible in 

leadership style. Grossman described how nursing education 
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administrators 11 0ught 11 to behave. The question is: what is the leadership 

behavior of nursing education administrators? Some nursing education 

administrators and nursing service administrators have trouble with 

the delegation of responsibilities and not in having tight control 

(Prock, 1981). According to Prock, nursing faculty in university 

settings have not kept up in the areas of research and scholarly 

activity with other faculty of similar ranks in other disciplines. 

Downey (1970) believed that the key to designing effective 

leadership in institutions of higher education was to study the 

leadership perspective of the participants in the organization. This 

data would provide the missing knowledge about what kind of leadership 

is needed and would work. Griffiths (1980) made a plea for further 

studies and research in higher education administration based on 

theory and scientific methodology. He believed that most previous 

studies were laced with personal opinions, broad generalizations, and 

testimonials. Future studies need to be focused on the people in the 

organization and how they think and feel about administrators, what 

they consider to be important, how they view their organizations, and 

how they perceive the world in which they live. 

Summary 

Leadership has been defined as the process of influencing the 

activities of the individual or the group members in efforts toward 

goal accomplishment. Characteristics of effective and ineffective 

leaders have been extracted from the literature. Three major ap

roaches to the study of leadership behavior were discussed: the trait 

approach, the behavioral approach, and the situational approach. 



According to the educational literature, the role of the mid

manager in institutions of higher education is one fraught with ambi

guity, for the role is not well defined, objectives and goals are 

unclear, and it is difficult to measure or quantify outcomes connected 

with job responsibilities. Mid-managers are a fairly recent develop

ment in higher education, and as such, the persons occupying these 

positions have not been studied extensively using available scientific 

methodology. An even more recent mid-manager is the nursing education 

administrator. There is a shortage of published research studies 

regarding the leadership behavior of individuals occupying this posi

tion, although authors of published papers state that leadership is 

the most important role of the nursing education administrator. 
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CHAPTER III 

METHODOLOGY 

Sample 

A total of 313 subjects from 53 nursing education programs com

prised the sample for this study, including the following: 44 vice

presidents for academic affairs or deans of instruction; 53 deans, 

department heads, or division chairpersons of nursing education pro

grams; 120 faculty members; and 96 students. The sample was limited 

to those programs which were accredited by the National League for 

Nursing in 1981. The responsibilities of the nursing education admin

istrator are commonly defined and delineated in the National League 

for Nursing Publications Criteria for The Appraisal of Baccalaureate 

and Higher Degree Programs~ Nursing (1972), and Criteria for the 

Evaluation of Educational Programs~ Nursing Leading to an Associate 

Degree (1982). These responsibilities included: 

1. Faculty appointment and review. 

2. Preparation and administration of the budget. 

3. Facilitation and coordination of activities related to cur

riculum development, academic policies, personnel policies, and pro

gram evaluation. 

4. Provision of an environment conducive to scholarly and crea

tive pursuits. 
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5. Liaison activities with central administration and other 

units of the institution, other agencies, and community groups. 

As of January 31, 1981, there were 378 accredited associate 

degree and 309 baccalaureate degree nursing programs in the United 

States (National League for Nursing, 1981). Of the associate degree 

programs, 329 are public and 49 are private; 159 baccalaureate degree 

programs are public and 150 are private. The sample in this study 

included 53 programs (32 associate degree and 21 baccalaureate de

gree). Both private and public institutions were represented in the 

sample. 

In addition to NLN accreditation, all of the nursing education 

programs in the sample have been accredited by one of the six regional 

accrediting agencies. Institution accreditation by the appropriate 

regional accrediting agency is a prerequisite to NLN accreditation. 

The geographic areas of the six regions are: New England, Middle 

States, Southern, North Central, Northwest, and Western (Encyclopedia 

of Education, 1971). 

The method of sample selection for this study was cluster random 

sampling and multi-stage sampling. "Cluster sampling is more conven

ient when the population is very large or spread out over a wide 

geographic area" (Gay, 1981, p. 93). Fifteen NLN accredited associate 

degree and 15 baccalaureate degree nursing programs were randomly 

selected from each of the four national regions, as designated by the 

NLN, making a total sample size of 120. Names of the programs were 

obtained from the NLN publication State Approved Schools of Nursing R· 
~· 1981. The programs were listed according to states. The states 

within each of the four national regions were identified, and the 30 
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nursing programs from each region were selected at random, utilizing a 

table of random numbers. 

The pool of programs in each region was numbered consecutively 

using four digit numbers beginning with 1000 for region I, 2000 for 

region II, 3000 for region III, and 4000 for region IV. The random 

number table was then entered by placing a pencil on a number while 

not observing the table. Each time a number within the desired range 

was encountered, the program represented by the number was included in 

the sample. This procedure was followed until the sample of 120 was 

obtained. 

A cover letter (Appendix A), the LEAD-Self Questionnaire (Appen

dix B), and a biographical questionnaire (Appendix B) were mailed to 

the nursing education administrator of each selected nursing program. 

The cover letter requested voluntary participation in the study. The 

purpose, method of data collection, and a guarantee of anonymity was 

described in the cover letter. In addition, the nursing education 

administrator was asked to provide the names and addresses of his/her 

immediate superordinate, full-time nursing faculty members, and full

time senior nursing students. Three full-time nursing faculty members 

and three full-time nursing students were randomly selected utilizing 

a table of random numbers from the lists provided by the nursing 

education administrator. A cover letter (Appendix A) stating the 

purpose of the study, method of data collection, and a guarantee of 

anonymity, and a LEAD-Other-Questionnaire (Appendix B) were mailed to 

the central administrator, the faculty, and students from each selec

ted program. 
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A self-addressed, stamped envelope was included for ease in 

returning the questionnaire. A numerical coding system was used as a 

means of identifying the subjects from a particular program, which was 

necessary for data analysis purposes. A follow-up letter was mailed 

to each nonrespondent approximately four weeks after the initial 

mailing to encourage participation (Appendix A). 

Instruments 
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Three instruments were utilized in this study: the "Leader Effec

tiveness and Adaptability Description" for self (LEAD-Self), the "Leader

ship Effectiveness and Adaptability Description" for others (LEAD

Other), and a biographical questionnaire (Appendix B). 

Biographical Questionnaire 

The biographical questionnaire was designed to obtain information 

from the nursing education administrators in two major areas: demo

graphic information (age, sex, marital status, number of children, 

ethnic background), and professional information (number of years in 

current position, prior administration positions, educational back

ground, scholarly productivity, and prior and present career aspira

tions). This questionnaire consisted of 10 items and was based, in 

part, on items suggested by similar questionnaires designed to collect 

biographical information. The tabulated results of this questionnaire 

are included in Appendix c. 

Leader Effectiveness and Adaptability Descrip

tion Instruments 

The nursing education administrator was asked to complete the 



LEAD-Self instrument as an attempt to determine self-perception of 

leadership style, style range, and style adaptability. Central ad-

ministrators, faculty members, and students were asked to complete 

the LEAD-Other as a means of determining others• perceptions of the 

leader's leadership behavior. 
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The LEAD instruments were developed by Hersey and Blanchard (1982) 

at the Center for Leadership Studies at Ohio State University as train-

ing instruments, but since their inception have been used in more than 

100 research studies (Hersey, 1982). Initial publication of the LEAD-

Self instrument, formerly known as the "Leader Adaptability and Style 

Inventory" (LAS!), appeared in the February, 1974, issue of Training 

and Development Journal in an article entitled "So You Want to Know 

Your Leadership Style?" (Hersey and Blanchard, 1974). Since the 

initial publication, the instruments have been refined and modified. 
Z-o 

Each instrument contains 12 multiple choice items which yield 

four ipsative style scores and one normative adaptability score, or 
LP;l\-U~ '"L o 

effectiveness score. The LtAD presents 12 situations in which the 

respondents are asked to select from four alternatives which action 

would reflect their leadership behavior if confronted with that par
'ti:? 

ticular situation. The 12 situations are differentiated in the fol-

lowing manner: three situations involve groups of low maturity (M1), 

three situations involve groups of low to moderate maturity (M2), 

three situations involve groups of moderate to high maturity (M3), and 

three situations involve groups of high maturity (M4). The leadership 

style pattern, task-oriented or relationship-oriented behavior, or a 

combination of both appropriate to the situation, is contingent upon 

the maturity level of the group members in each of the situations 



described. The LEAD-Other is the same instrument as the LEAD-Self, 

containing the identical 12 multiple choice items but with slight 

modification to permit others to fill it out on the leader. 

Concepts from Likert•s research at the Survey Research Center, 

University of Michigan, from Cartwright and Zaader•s studies at the 

Research Center for Group Dynamics, from Blake and Mouton•s "Manage-
y~tll 

rial Grid," Fiedler•s~;~~dntingency Model, 11 and Reddin•s 11Three Dimen-

sional Leader Effectiveness Mode,.. have been integrated into the 

11 Situational Leadership Theory•• and the LEAD instruments (Hersey and 

Blanchard, 1982). LEAD•s findings have been shown to correlate with 

those of Likert (Hersey and Blanchard, 1982). The inclusions of the 

findings of Stogdill, Coons, and Likert, together with the extensive 

use and analysis of the LEAD instruments, were sufficient to have 

established their psychological, logical, and face validity (Gay, 

1981). The situations in the instrument have been analyzed to illus

trate why it is appropriate to use one leadership style and not 

another. The situation, its diagnosis, and rationale for each alter

native action, are based on many trials (Hersey and Blanchard, 1982). 

In preparing the LEAD instrument, an initial pool of 60 situa

tions, including the 12 items used in this study, was produced. A 

panel of experts selected 40 situation items which were then pilot 

tested using 85 graduate students enrolled in a management science 

course after being exposed to the theory. After item analysis, the 

situations were split into two halves to produce parallel forms. 

The parallel-form reliability of the LEAD effectiveness scores was 

.76, and the proportion of agreement in the dominant style determined 

from each form was .79. Comments from the students in the course 
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and item analysis data were used to prepare another draft of the 

parallel-forms. The two forms of the 20 situation LEAD-Self (Actual) 

instrument were administered to a group of 35 middle-level managers at 

a management training workshop. This time the parallel-form reliabil

ity of the effectiveness scores was .72. The preparation of agreement 

in dominant style determined from each form was .79 (Psychometric and 

Evaluative Research Services, 1978). 

Procedures 

The data for this study was collected in the following sequence: 

a listing of the NLN accredited associate degree and baccalaureate 

degree nursing programs was obtained from the NLN publication State 

Approved Schools of Nursing&· li· 1981 (1981). One hundred and twenty 

programs (60 associate degree and 60 baccalaureate degree) were selec

ted via a random sampling approach. The nursing education administra

tor of the college or university which administered the program was 

contacted by mail, informed of the purpose and nature of the study, 

and requested to voluntarily participate in the study by completing 

the LEAD-Self and the biographical questionnaire. This administrator 

was asked to supply the names and addresses of his/her superordinate, 

full-time nursing faculty members, and full-time senior nursing 

students. 

After participation was obtained, cover letters and LEAD-Other 

instruments were sent to the immediate superordinate, three faculty 

members, and three students of each nursing education administrator 

who consented to participate in the study. The cover letters re

quested participation, explained the purpose of the study, and assured 
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confidentiality of the participant•s identity. Faculty members and 

students were randomly selected from the lists supplied by the nursing 

education administrator. The nursing education administrator•s name 

appeared on the LEAD-Other instruments, however, these identities were 

kept confidential. A numerical coding system was used for statistical 

analysis purposes. The LEAD-Self instrument and the biographical 

questionnaire were sent along with the cover letter to the nursing 

education administrators. The LEAD-Other instrument was mailed along 

with the cover letter to the central administrator, faculty members, 

and students. Self-addressed, stamped envelopes were enclosed for 

ease in return mailing of the questionnaires. 

The nursing education administrators were assured that this study 

was not an evaluation of their individual leadership style, but that 

it was to determine the leadership behavior of nursing education 

administrators in general as perceived by self and by others. They 

were assured that only the researcher would see the completed instru

ments and questionnaires. 

Follow-up mailings were made one month after the first mailing to 

those who had not responded by the stated date to further explain the 

significance and nature of the study and to request participation. 

Responses were received from 82 nursing education administrators of 

the 120 programs selected for participation in the study. Forty-one 

(50%) of those responding agreed to participate in the study. The 

nonparticipants gave the following reasons for nonparticipation: 

breach of confidentiality in releasing students• and faculty's names 

and addresses, beseiged by too many research studies of doctoral 

students, constrained by time and work demands, and/or short tenure 
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in the administrative position. Because of the initial low response 

rate, 75 additional programs were randomly selected for participation, 

60 four-year, and 15 two-year programs. Responses were received from 

28 nursing education administrators; 12 of the 28 (42.8%) agreed to 

participate in the study. 

As a result of sample selection, 41 of the 120 (34.2%) nursing 

education administrators of nursing programs selected from the first 

draw, and 12 of the 75 (16.0%) nursing education administrators se

lected from the second draw participated in the study. In addition to 

those reasons cited in the responses received from nursing education 

administrators for nonparticipation in the study, and noted above, the 

low response rate may be also attributed, in part, to the turnover of 

administrators in the position, a reluctance to participate in risk-

taking activities, and the possibility that nurses in administrative 

positions are confronted daily with an ever increasing amount of 
-

paperwork and view research questionnaires as low priority items. 

Data Analysis 

After all instruments were hand scored, the data for each subject 

was subjected to computer analysis. Data obtained from the biographi-

cal questionnaire was tabulated using frequency tables and percent-

ages. Much of the data were described in narrative form. 

Analysis of LEAD Data 

The LEAD instruments yield information which determine style, 

style range, and style adaptability. The four basic leadership styles 

are: High Task/Low Relationship, High Task/High Relationship, Low 
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Task/High Relationship, and Low Task/Low Relationship. The dominant 

leadership style was determined by matching the number of alternatives 

chosen by the individuals to the corresponding leadership categories, 

as indicated in the test manual. When ties occurred in these respon

ses, the dominant style was indicated as a combination of the two or 

three styles receiving the majority of responses. Faculty and student 

responses for dominant leadership style were averaged to provide one 

score for the three faculty members and one score for the three stu

dents from each nursing educational program. In cases in which only 

one faculty member or one student responded, that one case was used. 

Style range is the extent to which an individual is able to vary 

leadership style to accommodate different situations. Some individ

uals are very rigid and are limited to one leadership style; others 

can modify their behavior to fit any of the four styles. Style range 

of the subjects was not determined because of the limitations of the 

research design. 

Style adaptability is the degree to which an individual can vary 

leadership style appropriately to the demand of a given situation. In 

scoring adaptability, there were 12 situations for which one of four 

alternatives was chosen. Each alternative corresponded to a particu

lar leadership style and was assigned a scoring weight that reflected 

the degree of correctness. The scoring weights assigned were +2 for 

the correct alternative, +1 for the closest partially correct action, 

-1 for the next most correct action, and -2 for the most incorrect 

action. The adaptability in effectiveness score was determined by 

algebraically summing the scores from the 12 situations. Style adapt

ability or effectiveness scores can range from -24 to +24. 
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In this study, dominant leadership styles and effectiveness 

scores as perceived by the nursing education administrators and the 

superordinates', faculty members', and students' perceptions of the 

administrators' effectiveness scores in two-year and four-year nursing 

programs were compared. The three scores obtained from faculty and 

student responses were averaged to provide one score for the faculty 

and one score for the students in each nursing education program. In 

cases in which only one faculty member or one student responded, that 

one score was used as the adaptability score. Data for 12 of the 

hypotheses to be tested (p. 12, no. 1; pp. 13-15, nos. 8-18) were 

nominal in nature, representing dominant leadership style of subjects 

in two-year and four-year institutions. The individual observations 

were independent from each other. Based on these considerations, the 

nonparametric test of two-way (axb) chi-square was used to analyze 

these data. Six of the hypotheses to be tested (pp. 12-13, nos. 2-7) 

concerned correlations between two variables and were ordinal in na

ture. Based on these considerations, the Spearman rho nonparametric 

test was used to analyze these data. 

The two-way chi-square test (axb chi-square) is a nonparametric 

test which is used to determine significant differences between two 

independent variables with two or more levels of either variable (Lin

ton and Gallo, 1975). The Spearman rho is a nonparametric technique 

which describes the amount of relationship between two variables when 

one or both of the variables are expressed in an ordinal scale (Bartz, 

1981). 

The alpha level for all tests of significance was set at the .05 

level. Responses to the LEAD-Self and the LEAD-Other instruments were 

45 



hand scored. The data were then analyzed using the computer and the 

appropriate programs from the Statistical Package for the Social 

Sciences (Nie et al., 1975). The results of these computations are 

reported in Chapter IV. 
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CHAPTER IV 

RESULTS 

Introduction 

The purpose of this chapter is to present the results of the sta

tistical analysis for the data collected in this study. More specifi

cally, 18 hypotheses were tested concerning the leadership behavior of 

nursing education administrators as perceived by self and others in 

two-year and four-year colleges. Perceived leadership behavior is 

considered more accurate if there is a positive relationship between 

the leaders' self-perceptions of leader behavior and others' percep

tions of the leaders' behavior. Self-perception instruments tend to 

measure attitudinal frameworks, i.e., how one would like to behave 

rather than how one actually behaves. Instruments that measure 

others' perceptions of the leaders' behavior more accurately describe 

how a leader actually performs (Hersey and Blanchard, 1982). It was 

for this reason that this study on leadership behavior of nursing 

education administrators also included central administrators, fac

ulty, and students. There were a total of 313 subjects from 53 nurs

ing education programs, consisting of 44 central administrators, 53 

nursing education administrators, 120 faculty members, and 96 students. 

Presentation and Analysis of Data 

In this study, the following 18 null hypotheses were tested using 
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the nonparametric tests of two-way (axb) chi-square and Spearman rho. 

All tests of significance were set at the 0.05 level. 

Hypothesis !· There is no significant difference between the 

self-perceived dominant leadership styles of nursing education admin

istrators in two-year colleges and the nursing education administra

tors in four-year colleges. 

A two-way (2x3) chi-square analysis was performed to determine 

whether there was a significant difference in the self-perceived 

dominant leadership style of the two groups of administrators. The 

self-perceived dominant leadership styles of nursing education admin

istrators in both programs were styles 2, 3, or a combination of 

styles 2 and 3. Style 2 is high task-high relationship, and style 3 

is low task/high relationship. These administrators perceived them

selves as providing a high degree of socioemotional support and a 

moderate to high degree of structure. They perceived their subordi

nates as being average in maturity level. The obtained chi-square is 

not significant at the .05 level, therefore, the null hypothesis was 

not rejected. These data are shown in Table r. Two of the six 

(33.3%) cells had an expected frequency of less than five. 

Hypothesis ~: There is no significant correlation between nurs

ing education administrators• self-perceptions of leadership behavior 

and central administrators• perceptions of the nursing education ad

ministrators• leadership behaviors in two-year colleges. 

The self-perceived leadership effectiveness scores of nursing 

education administrators in two-year colleges were correlated with the 

leadership effectiveness scores reported by their central administra

tors. These data were analyzed using the Spearman rho procedure. The 
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correlation (rho) between the two sets (N=27) of effectiveness mea

sures is not significant (£ > .05), and the second null hypothesis was 

not rejected. 

Program Type 

Two-year 

Four-year 

TABLE I 

TWO-WAY CONTINGENCY TABLE FOR DOMINANT LEADER
SHIP STYLES FOR NURSING EDUCATION ADMIN

ISTRATORS BY PROGRAM TYPE 

Dominant Leadership Style 

Style 2a Style 3b Style 

12 19 

7 11 

x2= 2.26362, £ > .05 

2 & 3c 

1 

3 

~High task/high relationship 
Low task/high relationship 

cCombina~ion of high/task high relationship and low task/high rela
tionship 

Hypothesis l: There is no significant correlation between nurs

ing education administrators• self-perceptions of leadership behavior 

and central administrators• perceptions of the nursing education ad-

ministrators• leadership behaviors in four-year colleges. 
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The self-perceived leadership effectiveness scores of nursing 

education administrators in four-year colleges were correlated with 

the leadership effectiveness scores as reported by their central 

administrators. The Spearman rho calculated between the two sets 

(N=l7) of effectiveness measures is not significant (£ > .05), and the 

null hypothesis was not rejected. 

Hypothesis i: There is no significant correlation between nurs

ing education administrators• self-perceptions of leadership behaviors 

and the faculty•s perceptions of the nursing education administrators• 

leadership behaviors in two-year colleges. 

The self-perceived leadership effectiveness scores of nursing 

education administrators in two-year colleges were correlated with the 

leadership effectiveness scores as reported by their faculty. The 

results of the data analysis completed using the Spearman rho proce

dure indicated that the correlation (rho) between the two sets (N=29) 

of effectiveness measures is not significant (£ > .05), and the null 

hypothesis was not rejected. 

Hypothesis ~: There is no significant correlation between nurs

ing education administrators• self-perceptions of leadership behaviors 

and the faculty•s perceptions of the nursing education administrators• 

leadership behaviors in four-year colleges. 

The self-perceived leadership effectiveness scores of nursing 

education administrators in four-year colleges were correlated with 

the leadership effectiveness scores as reported by the faculty. The 

Spearman rho calculated between the two sets (N=l8) of effectiveness 

measures is not significant (£ > .05), therefore, the null hypothesis 

was not rejected. 
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Hypothesis ~: There is no significant correlation between nurs

ing education administrators• self-perception of leadership behaviors 

and students• perceptions of the nursing education administrators• 

leadership behaviors in two-year colleges. 
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The self-perceived leadership effectiveness scores of nursing ed

ucation administrators in two-year colleges were correlated with the 

leadership effectiveness scores as reported by their students. The 

Spearman rho value calculated between the two sets (N=17) of effective

ness measures is not significant (£ > .05), and the null hypothesis 

was not rejected. 

Hypothesis Z: There is no signficant correlation between nursing 

education administrators• self-perceptions of leadership behavior and 

students• perceptions of nursing education administrators• leadership 

behaviors in four-year colleges. 

The self-perceived leadership effectiveness scores of nursing 

education administrators in four-year colleges were correlated with 

the leadership effectiveness scores as reported by their students. 

The Spearman rho statistic calculated between the two sets (N=l6) of 

effectiveness measures is not significant (£ > .05), therefore, the 

null hypothesis was not rejected. 

Hypothesis ~: There is no significant difference between the 

dominant leadership style of nursing education administrators in two

year colleges and nursing education administrators in four-year col

leges as perceived by the central administrators. 

A two-way (2x5) chi-square analysis was performed to determine 

whether there was a significant difference between dominant leader

ship style of these two groups of nursing education administrators as 



perceived by their central administrators. The central administrators 

reported dominant leadership styles in all four categories (style 1, 

2, 3, 4), and a combination of styles 2 and 3. Style 1 is high task/ 

low relationship, style 2 is high task/high relationship, style 3 is 

low task/high relationship, and style 4 is low task/low relationship. 

The obtained chi-square is not significant at the .05 level. 

These data are represented in Table II. The null hypothesis was not 

rejected. Six of the ten cells (60%) had an expected frequency of 

less than five. 

TABLE II 

TWO-WAY CONTINGENCY TABLE FOR CENTRAL ADMIN
ISTRATORS' PERCEPTIONS OF DOMINANT 

LEADERSHIP STYLES FOR NURSING 
EDUCATION ADMINISTRATORS 

BY -PROGRAM TYPE 

Dominant Leadership Style 
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Program Type Style 1 a Style 2b Style 3c Style 4 d Style 2 & 3e 

Two-year 1 16 7 1 2 

Four-year 1 10 6 0 0 

i= 2.3083, ..e.> .05 

~High task/low relationship 
High task/high relationship 

~Low task/high relationship 
Low task/low relationship 

ecombination of high task/high relationship and low task/high relation
ship 



Hypothesis~: There is no significant difference between domi

nant leadership style of nursing education administrators in two-year 

colleges and nursing education administrators in four-year colleges as 

perceived by the faculty. 

A two-way (2x7) chi-square analysis was calculated to determine 

whether there was a significant difference between dominant leadership 

style of these two groups of nursing education administrators as 

perceived by their faculty. Faculty responses were averaged to pro

vide one score for the three faculty members from each nursing educa

tion program. In the six cases in which only one faculty member re

sponded, that one score was used. 

The faculty reported dominant leadership styles in all four style 

categories in addition to three combinations of styles, including 2 

and 3; 1, 2, and 3; and 2, 3, and 4. The obtained chi-square is not 

significant at the .05 level. These data are shown in Table III. The 

null hypothesis was not rejected. Eleven of the 14 (78.6%) cells had 

an expected frequency of less than five. 

Hypothesis 10: There is no significant difference between domi

nant leadership style of nursing education administrators in two-year 

colleges and nursing education administrators in four-year colleges as 

perceived by the students. 

A two-way (2x4) chi-square analysis was performed to determine 

whether there was a significant difference between dominant leadership 

style of these two groups of nursing education administrators as 

perceived by their students. Student responses were averaged to 

provide one score for the three students from each nursing education 
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TABLE III 

TWO-~IAY CDriTINGHICY TABLE FOR FACULTY PERCEPTIONS OF 
DOMINANT LEADERSHIP STYLES FOR NURSING EDUCATION 

ADMINISTRATORS BY PROGRAM TYPE 

Program Type Style la 

Two-year 1 

Four-year 1 

aHigh task/low relationship 

bHigh task/high relationship 

cLow task/high relationship 
dLow task/low relationship 

Style 2b 

11 

9 

Dominant Leadershi~ St~le 

Style 3c Style 4d Style 2&3e 

6 6 4 

5 2 1 

X 2 = 4.18941 , ..e_ > • 05 

eCombination of high task/high relationship and low task/high relationship 

Style 1,2,&3f Style 2,3,&4g 

1 0 

0 1 

fcombination of high task/low relationship, high task/high relationship, and low task/high relationship 
gCombination of high task/high relationship, low task/high relationship, and low task/low relationship 

U1 
+:> 
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program. There were eight cases in which only one student responded 

from a selected program. That one score was used in the data analysis. 

The students reported dominant leadership styles in styles 1, 2, 

and 3, and a combination of styles 2 and 3. The obtained chi-square 

is not significant at the .05 level. Listed in Table IV are these 

data. The null hypothesis was not rejected. Six of the eight 

(75%) cells had an expected frequency of less than five. 

Program Type 

Two-year 

Four-year 

TABLE IV 

TWO-WAY CONTINGENCY TABLE FOR STUDENT PERCEP
TIONS OF DOMINANT LEADERSHIP STYLES FOR 

NURSING EDUCATION ADMINISTRATORS 
BY PROGRAM TYPE 

Style 1a 

1 

1 

Dominant Leadership Style 

Style 2b 

22 

12 

Style 3c Style 2 & 3d 

3 1 

3 0 

x2 = 1.20616, E. > .05 

aHigh task/low relationship 
bHigh taskjhigh relationship 
CLaw task/high relationship 
dcombination of high task/high relationship and low task/high rela

ship 

Hypothesis 1l: There is no significant difference between domi

nant leadership style of nursing education administrators in private 



two-year colleges and nursing education administrators in public two

year colleges as perceived by the administrators themselves. 

A two-way (2x3) chi-square analysis was performed to determine 

whether there was a significant difference between self-perceived 

dominant leadership style of nursing education administrators in two

year colleges by college type. The administrators reported dominant 

leadership style in styles 2 or 3, or a combination of style 2 and 3. 

The obtained chi-square is not significant at the .05 level. 

These data are represented in Table v. The null hypothesis was not 

rejected. Four of the six (66.7%) cells had an expected frequency of 

less than five. 

College Type 

Private 

Public 

TABLE V 

TWO-WAY CONTINGENCY TABLE FOR DOMINANT LEADER
SHIP STYLES FOR NURSING EDUCATION ADMIN

ISTRATORS IN TWO-YEAR PROGRAMS 
BY COLLEGE TYPE 

Dominant Leadership Style 

Style 2a Style 3 b Style 

2 2 

10 17 

x2 = 0.40100, £ > .05 

2 & 3c 

0 

1 

~High taskjhigh relationship 
cLaw task/high relationship 
Combination of high task/high relationship and low task/high rela

tionship 
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Hypothesis ~: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

two-year colleges and nursing education administrators in public two

year colleges as perceived by the central administrators. 
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A two-way (2x5) chi-square analysis was performed to determine 

whether there was a significant difference between the dominant leader

ship style for nursing education administrators in two-year colleges 

as perceived by their central administrators and college type. The 

majority (59%) of the administrators perceived style 2 as the dominant 

style. The central administrators in public two-year colleges re

ported dominant styles in style 1, 2, 3, and 4, and a combination of 

styles 2 and 3. All of the administrators in private two-year col

leges reported style 2 as the dominant style. 

The obtained chi-square is not significant at the .05 level, 

thus, the null hypothesis was not rejected. Eight of the 10 (80%) 

cells had an expected frequency of less than five. The data are shown 

in Table VI. 

Hypothesis 13: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

two-year colleges and nursing education administrators in public two

year colleges as perceived by the faculty. 

A two-way (2x6) chi-square analysis was performed to determine 

whether there was a significant difference between the dominant lead

ership style of nursing education administrators in two-year colleges 

as perceived by the faculty and college type. The faculty in the pub

lic colleges reported dominant leadership styles in styles 1, 2, 3, 

4, and combinations of styles 2 and 3, and styles 1, 2, and 3. The 



faculty in private colleges reported dominant leadership styles in 

styles 2, 3, and the combined style of 2 and 3. The majority (68%) of 

faculty in the public sector identified styles 2 or 3 or a combined 

style of 2 and 3; all of the faculty in the private schools identified 

these styles as dominant styles for their leaders. 

TABLE VI 

TWO-WAY CONTINGENCY TABLE FOR CENTRAL ADMINISTRA
TORS' PERCEPTIONS OF DOMINANT LEADERSHIP 

STYLES FOR NURSING EDUCATION ADMINIS
TRATORS IN TWO-YEAR COLLEGES BY 

COLLEGE TYPE 

Dominant Leadership Style 
b 

College Type Style 1a Style 2 Style 3c Style 4 
d 

Style 

Private 0 

Public 1 

~High task/low relationship 
cHigh task/high relationship 
dLow task/high relationship 

3 

13 

0 0 

7 1 
2 

X = 2.32032, .E. > .05 

2 & 3e 

0 

2 

Low task/low relationship 
eCombination of high task/high relationship and low task/high rela

tionship 

The obtained chi-square statistic is not significant at the .05 

level, therefore, the null hypothesis was not rejected. Nine of the 
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TABLE VII 

TWO-WAY CONTINGENCY TABLE FOR FACULTY PERCEPTIONS OF 
DOMINANT LEADERSHIP STYLES FOR NURSING EDUCATION 

ADMINISTRATORS IN TWO-YEAR COLLEGES 
BY COLLEGE TYPE 

Dominant Leadershi~ Style 

Call ege Type Style la Style 2b Style 3c Style 4d Style 2&3e 

Private 0 

Public 1 

aHigh task/low relationship 
bHigh task/high relationship 

claw task/high relationship 
dlow task/low relationship 

1 

10 

1 0 2 

5 6 2 
2 

X = 5.93621, £ > .05 

Style 1,2,&3f 

0 

1 

eCombination of high task/low relationship, high task/high relationship, and low task/high relation
ship 

fcombination of high task/high relationship, low task/high relationship, and low task/low relation
ship 

U1 
\.0 



12 (75%) cells had an expected frequency of less than five. These 

data are presented in Table VII. 

Hypothesis 14: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

two-year colleges and nursing education administrators in public two

year colleges as perceived by the students. 

A two-way (2x4) chi-square analysis was performed to determine 

whether there was a significant difference between dominant leadership 

style for nursing education administrators in two-year colleges as 

perceived by their students, and college type. The majority of stu

dents in private (100%) and public (79%) colleges reported style 2 

as the dominant leadership style used by their nursing education 

administrators. 

The obtained result of the analysis is not significant (R >.05), 

and the null hypothesis was not rejected. Seven of the eight (87.5%) 

cells had an expected frequency of less than five. The data related 

to this hypothesis are presented in Table VIII. 

Hypothesis ~: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

four-year colleges and nursing education administrators in public 

four-year colleges as perceived by the nursing education administra

tors themselves. 

A two-way (2x3) chi-square analysis was performed to determine 

whether there was a significant difference between self-perceived 

dominant leadership style of nursing education administrators in four

year colleges by college type. The administrators reported dominant 

styles in style 2 or 3 or a combination of styles 2 and 3. 
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The obtained chi-square is not significant at the .05 level;, 

therefore, the null hypothesis was not rejected. Five of the six 

(83.3%) cells had an expected frequency of less than five. These data 

are shown in Table IX. 

TABLE VIII 

TWO-WAY CONTINGENCY TABLE FOR STUDENTS• PERCEP
TIONS OF DOMINANT LEADERSHIP STYLES FOR 

NURSING EDUCATION ADMINISTRATORS IN 
TWO-YEAR COLLEGES BY COLLEGE TYPE 

Dominant Leadership Style 

College Type a 
Style 1 

b c d Style 2 Style 3 Style 2 & 3 

Private 

Public 

0 

1 

3 

19 

0 

3 

x2 = 0.76704, p > .05 

0 

1 

~~igh task/low relationship 
lHigh task/high relationship 
cLow task/high relationship 
dcombination of high task/high relationship and low task/high rela

tionship 
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Hypothesis ~: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

four-year colleges and nursing education administrators in public four-

year colleges as perceived by the central administrators. 
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A two-way (2x3) chi-square analysis was performed to determine 

whether there was a significant difference between the dominant leader

ship style of nursing education administrators in four-year colleges as 

perceived by their central administrators and college type. The major

ity (70%) of administrators in public colleges reported a dominant 

leadership style as style 2, whereas, the majority (57%) of administra

tors in private colleges reported dominant leadership style as style 3. 

However, the obtained chi-square is not significant at the .05 level, 

and the null hypothesis was not rejected. Five of the six (83.3%) 

cells had an expected frequency of less than five. These data are 

presented in Table X. 

TABLE IX 

TWO-WAY CONTINGENCY TABLE FOR DOMINANT LEADER
SHIP STYLES FOR NURSING EDUCATION ADMIN

ISTRATORS IN FOUR-YEAR PROGRAMS BY 
COLLEGE TYPE 

Dominant Leadership Style 

College Type Style 2a Style 3b Style 2 & 

Private 3 5 0 

Public 4 6 3 

x2 = 2.16608, R > .05 

~High task/high relationship 
Low task/high relationship 

ccombination of high task/high relationship and low task/high rela
tionship 

f 



College Type 

Private 

Public 

TABLE X 

TWO-WAY CONTINGENCY TABLE FOR CENTRAL ADMIN
ISTRATORS• PERCEPTIONS OF DOMINANT LEADER

SHIP STYLES FOR NURSING EDUCATION 
ADMINISTRATORS IN FOUR-YEAR 

COLLEGES BY COLLEGE TYPE 

Dominant Leadership 

Style la Style 2 b 

0 3 

1 7 

x2 = 2.82524, R >.05 

aHigh task/low relationship 
bHigh task/high relationship 
cLaw task/high relationship 

Style 

Style 3c 

4 

2 

Hypothesis lZ: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

four-year colleges and nursing education administrators in public four 

year colleges as perceived by the faculty. 

A two-way (2x6) chi-square analysis was performed to determine 
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whether there was a significant difference between the dominant leader-

style for nursing education administrators in four-year colleges as 

perceived by their faculty and by college type. The majority (86%) 

of faculty in private colleges and the majority (67%) of faculty in 

public colleges reported dominant styles in styles 2 or 3. The 
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The obtained statistic is not significant at the .05 level (see Table 

XI). The null hypothesis was not rejected. Eleven of 12 (91.7%) cells 

had an expected frequency of less than five. 

Hypothesis 18: There is no significant difference between domi

nant leadership style of nursing education administrators in private 

four-year colleges and nursing education administrators in public 

four-year colleges as perceived by the students. 

A two-way (2x3) chi-square analysis was performed to determine 

whether there was a significant difference between the dominant leader

ship style for nursing education administrators in four-year colleges 

as perceived by their students and college type. The majority (80%) 

of students in private colleges and the majority (67%) of students in 

public colleges perceived their nursing education administrators' 

dominant leadership style in style 2. The obtained chi-square is not 

significant (~ >.05); the null hypothesis was not rejected. Five 

of the six (83.3%) cells had an expected frequency of less than five. 

These data are shown Table XII. 

Summary 

In this chapter, the 18 null hypotheses tested in this study were 

presented. The data analyzed included responses of 313 subjects from 

53 nursing education programs, consisting of 44 central administrators, 

53 nursing education administrators, 120 faculty members, and 96 stu

dents. Twelve of the hypotheses (hypothesis 1 and hypotheses 8-18) 

tested dominant leadership style of nursing education administrators 

in two-year and four-year, private and public colleges as perceived by 

the nursing education administrators themselves, their superordinates, 



TABLE XI 

TWO-WAY CONTINGENCY TABLE FOR FACULTY PERCEPTIONS OF 
DOMINANT LEADERSHIP STYLES FOR NURSING EDUCATION 

ADMINISTRATORS IN FOUR-YEAR COLLEGES 

College Type 

Private 

Public 

Style la 

0 

1 

aHigh task/low relationship 
bHigh task/high relationship 
claw task/high relationship 
dlow task/low relationship 

Style 2b 

4 

5 

BY COLLEGE TYPE 

Dominant Leadership Style 

Style 3c Style 4d Style 2&3e 

2 

3 1 

2 
X = 2.14378, p ~ .05 

0 

Style 25 35 &4f 

0 

1 

eCombination of high task/low relationship, high task/high relationship, and low task/high 
relationship 

fcombination of high taskjhigh relationships low task/high relationship, and low task/low 
relationship 

m 
U1 



faculty, and students. The data were nominal in nature, thus, the 

two-way (axb) chi-square statistic was used to analyze these data. 

The obtained chi-squares for all of these hypotheses were not signif

icant at the .05 level, therefore, the hypotheses were not rejected. 

The leadership style selected by the nursing education administrators 

on the LEAD-Self instrument as the style they most frequently used 

was similar to the perceptions of their central administrators, fac

ulty, and students. However, because of the small sample size, a 

large number of cells had low expected frequencies in the chi-square 

analyses. 

TABLE XII 

TWO-WAY CONTINGENCY TABLE FOR STUDENTS' PER
CEPTIONS OF DOMINANT LEADERSHIP STYLES 

FOR NURSING EDUCATION ADMINISTRATORS 
IN FOU~-YEAR COLLEGES BY 

COLLEGE TYPE 

Dominant Leadership Style 

College Type Style 1a Style 2b Style 3c 

Private 

Public 

aHigh task/low relationship 
bHigh task/high relationship 
CLaw task/high relationship 

0 

1 

4 

8 

x2 = 1.77778, .2. >.05 

2 

1 

66 



Six of the hypotheses (hypotheses 2-7) concerned correlations be

tween the self-perceived leadership effectiveness scores of the nurs

ing education administrators in two-year and four-year colleges and 
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the perceptions of their central administrators, faculty, and students. 

These data were ordinal in nature, and each set was analyzed using the 

Spearman rho nonparametric test. There were no significant correla

tions between nursing education administrators• self-perceptions of 

leadership behavior as measured by the effectiveness scores and 

others• perceptions of the leaders• behavior. 



CHAPTER V 

FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 

The effectiveness of any organization is highly dependent upon 

the leaders in that organization and their ability to inspire and 

manage people and to manage scarce resources. This need for effective 

leadership is as important to institutions of higher education as it 

is to business and industrial organizations. The decades of the 

1960•s and early 1970•s were periods of growth for higher education 

institutions, leveling off in the late 1970•s, and, in many institu

tions decline for the l980•s. Mayhew (1980) and Keller (1983) have 

described enabling strategies for leaders and managers in higher 

education institutions which should promote institutional survival for 

the decades of the 1980•s, 1990•s, and into the twenty-first century. 

The.strategies for survival which they have identified require leader

ship by leaders who have vision and vitality and who are risk-takers, 

in addition to having management skills and the ability to optimize 

and mobilize the people in the organization. 

Educational institutions are generally organized into hierarchi

cal structures with various layers of administrators. This study 

focused on the mid-management position of the higher educational admin

istrative hierarchy, that of the nursing education administrator whose 

title may be dean, department head, or chairperson. Nursing education 

is a fairly new discipline in higher education, and, as such, little 
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research has been conducted in this area. In the 1960•s and 1970•s, 

more studies were done exploring the characteristics and leadership 

abilities of women in leadership and management positions, but these 

studies focused on women in nontraditional roles and tended to compare 

women with men as managers. 

Situational leadership theory, as developed by Hersey and Blan

chard (1982), was utilized as the leadership model in this study. 

According to Hersey and Blanchard, leadership behavior is effective 

when the leader has developed and can use appropriately the four basic 

styles of leadership: high task/low relationship (telling), high 

task/high relationship (selling), low task/high relationship (partici

pating), and low task/low relationship (delegating). Thus, the effec

tive leader is not only flexible in style use, but is also able to 

diagnose the situational variables and apply the correct style appro

priately (Hersey and Blanchard, 1982). 
-

Torres (1981) recommended that studies of nursing education ad-

ministrators• leadership behavior should include others• perceptions 

of the leaders• behavior, as well as the leaders• self-perceived 

behavior. Goldenberg (1980) conducted a study of the self-perceived 

leadership behavior of the heads of diploma nursing programs in Canada 

and included the senior faculty members• perceptions of the heads• 

leadership behaviors. According to Hersey and Blanchard (1982, p. 

50): "Self-perception instruments tend to measure attitudinal frame

works (how I would like to behave, or what I feel is acceptable 

behavior), rather than actual behavior." When perceptions of leader

ship behavior are elicited from those others upon whom the leader is 

attempting to influence, and comparisons are made, a truer picture of 
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the leaders' actual behavior emerges. The stratified random sample 

for this study of leadership effectiveness included 53 nursing educa

tion administrators from (National League for Nursing) NLN accredited 

two-year and four-year colleges, 44 superordinates or central adminis

trators, 120 full-time nursing faculty, and 96 full-time senior nurs

ing students. 

The problem in this study was to determine whether there were 

significant differences in the leadership behavior of nursing educa

tion administrators as perceived by self and others in two-year and 

four-year, private and public colleges. The data were collected 

through mailed questionnaires. The respondents were asked to com

plete the 12 item LEAD-Self or LEAD-Other instruments and return them 

to the researcher via self-addressed, stamped envelopes, which were 

enclosed. The data were scored by hand and analyzed using the SPSS 

computer program for the nonparametric tests of two-way (axb) chi

square and Spearman rho procedures. The findings are presented in the 

following section. 

Findings 

This study was restricted to NLN accredited two-year and four

year nursing education programs in the United States. The following 

are the notable findings for this study: 

1. All of the nursing education administrators who participated 

in this study reported dominant leadership styles as style 2, high 

task/low relationship; style 3, low task/high relationship; or a com

bination of styles 2 and 3. None of these leaders reported a dominant 

style in style 1, high task/low relationship; or style 4, low task/low 
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relationship. No significant differences in dominant leadership 

style were found between the nursing education administrators in two

year colleges and the nursing education administrators in four-year 

colleges. 

2. The central administrators• perceptions of dominant leader

ship style for the nursing education administrators were consistent 

with the administrators• self-perceived dominant style, although the 

central administrators identified dominant styles in all four style 

categories. No significant differences were found between central 

administrators• perceptions and the nursing education administrators• 

self-perceptions in two-year and four-year, private and public 

colleges. 

3. There were no significant differences between faculty percep

tions of the nursing education administrators• dominant leadership 

style in two-year and four-year, private and public colleges. How

ever, faculty in public two-year and public four-year colleges did 

report dominant styles in styles 1 and 4. The faculty reporting style 

1 perceived these administrators as being more directive and less 

relationship-oriented in dominant leadership style, and the faculty 

reporting style 4 perceived these administrators as being less direc

tive and less relationship-oriented. 

4. The students perceived the nursing education administrators 

in public two-year and public four-year colleges as being more direc

tive in dominant leadership style than the leaders• self-perceptions 

indicated, however, these differences were not statistically 

significant. 
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5. The correlations of self-perceived and others• perceived ef

fectiveness scores between the nursing education administrators in 

two-year and four-year colleges and their central administrators, fac

ulty, and students were not statistically significant. This analysis 

sis indicated that no significant relationship existed between self

perceived and others• perceived leadership effectiveness scores. Ef

fectiveness score measures of the LEAD instruments have a range of 

-24 to +24. These scores, as placed on a continuum, represent the 

most ineffective leadership behavior at -24 and the most effective 

leadership behavior at +24. The nursing education administrators• 

self-perceived effectiveness scores ranged from a low of +6 to a high 

of +19, X= 12.0, S.D. = 3.66. The central administrators• reported 

effectiveness scores for the nursing education administrators ranged 

from a low of -2 to a high of +18, X = 8.3, S.D. = 4.36. The fac

ulty•s reported effectiveness scores for the nursing education admin

istrators ranged from a low of -11 to a high of +15, X= 7.8, S.D. = 

4.89. The students• reported effectiveness scores for the nursing 

education administrators ranged from a low of +1 to a high of +18, X= 

9.4, S.D. = 4.12. 

Conclusions 

The following conclusions are based on the results of this study: 

1. All of the nursing education administrators who participated 

in this study reported a dominant leadership style of styles 2 or 3, 

or a combination of styles 2 and 3. These leaders perceived them

selves as providing a high degree of socioemotional support to their 

followers. A major component of the educational requirements in the 
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nursing education curriculum is the development of human relations 

skills. This may be the reason that both groups of nursing education 

administrators perceived themselves as demonstrating high relationship 

behavior. According to Hersey and Blanchard (1981), styles 2 and 3 

are reported as the most frequently used styles by professional lead

ers who work with followers of average maturity level. These are 

considered 11 Safe11 styles, as even though they are ineffective in some 

situations, they are seldom completely ineffective. 

2. The central administrators• consistency with the nursing 

education administrators• perceptions of dominant leadership style may 

indicate a change from the traditional authoritarian hierarchical 

structure to a more participative form of college governance in which 

the affairs of the college are managed through a team effort. Leader

ship styles which encompassed selling, style 2, and participating, 

style 3, blend well with participative management theory. 

3. Faculty in public two-year and four-year institutions re

ported dominant leadership styles in styles 1 and 4, although the 

majority of faculty reported dominant leadership style as styles 2 or 

3, or a combination of 2 and 3. One conclusion drawn from this obser

vation is related to the small sample size of faculty participants 

from private colleges. Perhaps if the number (N=29) of participants 

was larger, the analysis would have yielded more variety in dominant 

leadership style. A second conclusion which can be drawn from this 

observation is that more public colleges than private colleges are 

organized in the bureaucratic model, which affords the leader to 

exercise authority over others, hence, the faculty's perceptions of 

the nursing education administrators• increased use of style 1 as 
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dominant leadership style (Baldridge, 1971). Private colleges, es

pecially elite liberal arts colleges, are more often organized as a 

collegium where the community of scholars administer their own affairs 

and where decisions are made by consensus (Baldridge, 1971). The con

clusion can be made that the faculty from the private sector partici

pating in the study worked under these same or similar conditions. 

Style 2, selling, and style 3, participating, are congruent with this 

organizational paradigm. 

Based on the criteria for the study, the nursing education admin

istrators with highly job-mature faculty should use style 4, delegat

ing, as the appropriate style. The nursing education administrators 

with job-immature faculty should use style 1, telling, as the appro

priate style. According to Hersey and Blanchard (1982), these styles 

have a negative connotation for professional people in leadership pos

itions, and they do not like to admit to using them. 

4. The students in publfc two-year and four-year colleges per

ceived the nursing education administrators as being more directive 

than the students in private colleges did, although these differences 

were not significant statistically. It could be expected that stu

dents would perceive a superordinate as being more directive, if this 

individual had a real and imagined position power over the students 

and their future. In addition, it is appropriate for the nursing 

education administrator to tell students what to do, to set goals and 

objectives for them, and to provide structure and direction. The fact 

that only the students in public colleges reported the directive style 

could be related to the preceding discussion regarding the faculty's 

perceptions in conclusion number three. 
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5. The most significant finding in this study was the nonsignif

icant correlations between the nursing education administrators• self

perceived effectiveness scores and those perceptions of the central 

administrators, faculty, and students. According to situational lead

ership theory, leadership behavior is deemed more effective if there 

are positive correlations between self-perceptions and others• percep

tions of the leaders• behavior. The mean effectiveness scores for the 

nursing education administrators was higher (X = 12.0) than the mean 

of the central administrators• perceived scores (X= 8.3), the fac

ulty•s perceived scores (X= 7.8), and the students• perceived scores 

(r = 9.4). The data analysis indicated that no relationship existed 

between these sets of effectiveness scores. It can be concluded that 

the nursing education administrators responded to the LEAD-Self ac

cording to the manner in which they want to behave, rather than by 

describing their actual behavior in the theoretical situations, and 

that the others, centra1 administrators, faculty, and students, re

ported actual behavior according to their own perceptions. 

This phenomenon can be explained by the "Johari Window," as de

veloped by Luft and Ingram (1963). When there are great discrepancies 

between self-perception and others• perceptions of the leaders• behav

ior, the public arena in the Johari Window tends to be small. When 

there are no significant differences between self-perception and the 

perception of others in the organizational setting, the public arena 

in the Johari Window tends to be large. Hersey and Blanchard (1982, 

p. 245) reported that 11 There tends to be a high correlation between 

the openness of a leaders• public arena and that person•s effective

ness within that specific organizational setting ... 
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Recommendations 

The following recommendations were made based upon the findings 

in this study: 

1. Nursing education administrators should periodically eval

uate their leadership behavior in terms of dominant leadership style, 

style range, and style adaptability. It is recommended that these 

leaders explore the appropriateness of styles 1 and 4 and consider 

adding these styles to their repertoires of style range. These styles 

are effective in interactions with people of low and high job-maturity 

behaviors. 

2. This study should be replicated using a larger sample. The 

use of a sufficiently large sample is a means of protection against 

the situation of a large number of cells having low expected 

frequencies in the chi-square analyses. 

3. The sample in this study was comprised of participants from 

NLN accredited nursing programs. These nursing education programs are 

considered to be exemplary programs which meet accreditation standards 

beyond those imposed by the State Boards of Nursing. A similar study 

should be conducted to determine the leadership effectiveness of 

nursing education administrators in non-accredited nursing education 

programs in the United States. 

4. Research should be conducted to develop a leadership style 

instrument which is more sensitive to leadership behavior in the 

actual situation. Three nonparticipants in this study returned the 

LEAD-Other instrument uncompleted, stating that the situations were 

too contrived and inappropriate or that the choices were inadequate. 
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5. Future research should be conducted to determine the rela

tionship, if any, between demographic variables (age, ethnic back

ground, marital status, parenthood, etc.) and leadership behavior. 

6. Further study should be devoted to the determination of the 

effect that leadership type courses have on administrators• leader

ship behavior. Style range, style adaptability, and diagnostic skills 

might be enhanced through assertiveness training or management work

shops. Observations of administrators prior to and following such 

training programs could be valuable in the determination of factors 

which influence leadership ability. 

7. Similar studies should be conducted regarding leadership 

behavior of mid-managers in other academic disciplines. Nursing is 

considered a female discipline, and all the nursing education adminis

trators in this study were female, which limited generalization of the 

results. 

8. A similar study should be conducted using the Leader Behavior 

Analysis (LBA), which is a 20 item, enlarged research version of the 

LEAD instrument (Hersey and Blanchard, 1973). The LBA was developed 

for research purposes, whereas the LEAD instrument was designed for 

training purposes. 

9. Further study is indicated to explore the findings of no 

significant correlations between self-perceived and others-perceived 

leadership behavior, as measured by the effectiveness scores. 

10. Nursing education administrators should consider participa

tion in management workshops or training seminars as a means of ob

taining feedback which would increase self awareness of their behavior 

as perceived by others. 
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Dear Nursing Education Administrator: 

304 Grandview Circle 
Muskogee, OK 74403 
February 27, 1984 

The purpose of this letter is to request your participation in a research study 
regarding the leadership behavior of nursing education administrators in two-year and 
four-year colleges as perceived by self and others. The need for effective leadership 
is recognized almost universally by administrators in American higher education and by 
students in higher education administration programs. 

Your college has been selected as one of 120 educational institutions that will 
hopefully participate in this study. Your participation involves completing the 
Leadership Effectiveness and Adaptability Description - Self (LEAD - Self) 
questionnaire and a short biographical form. Completing the forms should take 
twenty to thirty minutes. 

In addition to your participation, I will request the involvement of your 
immediate supervisor, three full-t~me nursing faculty members, and three full-time 
nursing students from your program. All information will be treated confidentially 
and all respondents will remain anonymous in the written report. A numerical code 
will be used to match each nursing education administrator with his/her central 
administrator, faculty, and students as part of the data analysis process. 

I also need three additional pieces of information from your office: the name 
of you immediate supervisor; a list of the names and addresses of your full-t~me 
senior nursing students; and, the names and addresses of your full-time nursing 
faculty members. These lists will be-used to randomly select three members from 
each group for the study. 

It is anticipated that the results of the study will provide a rationale for 
appropriate developmental activities for nursing educators and administrators. 
Please complete the enclosed forms and return them along with the lists of students 
and faculty, and the name of your immediate supervisor, in the stamped self-addressed 
envelope by March 12, 1984. Your participation in this research project is very 
much appreciated. 

Thank you again for your t~e and assistance. 

Sincerely, 

Marlene Smith, R.N., M.S. 
Doctoral Candidate 
Oklahoma State University 
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Dear Administrator: 

304 Grandview Circle 
Muskogee, Ok. 74401 

The purpose of this letter is to request your participation in 
a research study regarding the leadership behavior of nursing education 
administrators in two-year and four-year colleges as perceived by 
self and others. The need for effective leadership is recognized 
almost universally by administrators in American higher education and 
by students in higher education administration programs. 

Your college has been selected as one of 120 educational 
institutions that will hopefully participate in this study. Your 
participation involves completing the Leadership Effectiveness and 
Adaptability Description - Other (LEAD - Other) questionnaire for 
your subordinate, the nursing education administrator. Completing 
the form should take fifteen to twenty minutes. 

In addition to your participation, I have requested the involve
ment of your nursing education administrator, three full-time nursing 
faculty members, and three full-time nursing students from your program. 
All information will be treated confidentially and all respondents will 
remain anonymous in the written report. A numerical code will be 
used to match each nursing education administrator with his/her 
central administrator, faculty, and students as part of the data 
analysis process. 

It is anticipated that the results of this study will provide 
a rationale for appropriate developmental activities for nursing educa
tors and administrators. Please complete the enclosed questionnaire 
and return it in the stamped, self-addressed envelope within the 
next two weeks. Your participation in this research project is 
very much appreciated. 

Thank you again for your time and assistance. 

Sincerely, 

Marlene Smith, R.N., M.S. 
Doctoral Candidate 
Oklahoma State University 
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Dear Nursing Educator: 

304 Grandview Circle 
Muskogee, OK 74401 

The purpose of this letter is to request your participation in a research 
study regarding the leadership behavior of nursing education administrators 
in two-year and four-year colleges as perceived by self and others. The 
need for effective leadership is recognized almost universally by administra
tors in American higher education and by students in higher education 
administration programs. 

Your college has been selected as one of 120 educational institutions 
that will hopefully participate in this study. Your participation 
involves completing the Leadership Effectiveness and' Adaptability Description
Other (LEAD-other) questionnaire for your superordinate, the nursing 
education administrator. Completing the form should take fifteen to 
twenty minutes. 

In addition to your participation, I have requested the i~volvement of 
your nursing education administrator, her/his superordinate, two other 
full-time nursing faculty members, and three full-time nursing students from 
your program. All information will be treated confidentially and all 
respondents will remain anonymous in the written report. A numerical code 
will be used to match each nursing education administrator with his/her 
central administrator, faculty, and students as part of the data analysis 
process. 

It is anticipated that the results of this study will provide a 
rationale for approptiate developmental activities for nursing educators 
and administrators. Please complete the enclosed questionnaire and return 
it in the stamped, self-addressed envelope within the next two weeks. 
Your participation in this research project is very much appreciated. 

Thank you again for your time and assistance. 

Sincerely, 

Marlene Smith, R.N., M.S. 
Doctoral candidate 
Oklahoma State University 
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Dear Nursing Student: 

304 Grandview Circle 
Muskogee, OK 74401 

The purpose of this letter is to request your participation in a 
research study regarding the leadership behavior of nursing education 
administrators in two-year and four-year colleges as perceived b/ 
self and others. The need for effective leadership is recognized almost 
universally by administrators in American higher education and by 
students in higher education administration programs. 

Your college has been selected as one of 120 educational institutions 
that will hopefully participate in this study. Your pa~ticipation 
involves completing the Leadership Ef=ectiveness and Adaptability 
Description-Other (LEAD-other) questionnaire for your nursing education 
administrator. Completing the form should take fifteen to twenty 
minutes. 

In addition to your participation, I have reqttested the involvement 
of your nursing education administrator., his/her superordinate, three 
full-time nur~ing f~culty members, and two other full-time nursing 
students rrom your program. All information will be treated confidentially 
~d ali cespondents will remain anonymous in the written report. A 
numerical code will be used to match each nursing education administrator 
with his/her central administrator, faculty, and students as part of 
the data analysis process. 

It is anticipated that the results of this study will provide a 
rationale for appropriate developmental activities for nursing educators 
and administrators. Please complete the enclosed questionnaire and 
return it in the stamped, self-addressed envelope within the next two 
weeks. Your participation in this research project is very much appreciated. 

Thank you again for your time and assistance. 

Sincerely, .J 
~~~~~ 

Marlene Smith, R.N., M.S. 
Doctoral Candidate 
Oklahoma State University 
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Dear Nursing Education Administrator: 

304 Grandview Cr. 
Muskogee, Ok. 74401 
March 17, 1983 

Recently I requested your participation in a research study regarding 
the leadership behavior of nursing education administrators in two-year 
and four-year colleges as perceived by self and others. As of this date 
I have not received your returned questionnaire or an i.Ldication of 
non-participation in this study. Realizing that letters get lost in the 
mail, and that you may not have received the previous material, I am 
enclosing additional materials for your use. 

Your participation involves completing the Leadership Effectiveness 
and Adaptability Description-Self (LEAD-Self) questionnaire and a short 
biographical form. Completing the forms should take twenty to thirty 
minutes. 

In addition to your participation, I will request the involvement 
of your immediate supervisor, three full-time nursing faculty members, 
and three full-time nursing students from your program. All information 
will be treated confidentially and all respondents will remain anonymous 
in the written report. A numerical code will be used to match each 
nursing education administrator with his/her central administrator, 
faculty, and students as part of the data analysis process. 

I also need three additional pieces of information from your office: 
the name of your immediate supervisor; a list of the names and addresses 
of your full-time nursing faculty members; and a list of your full-time, 
senior nursing students. These lists will be used to randomly select 
three members from each group for the study. If confidentiality is a 
problem in regard to the privacy act, I could send the questionnaires to 
you for random selection and distribution to your faculty members and 
students. 

Your participation in this research project is very much appreciated. 
Thank you again for your time and assistance, and any inconvenience this 
may have caused you. 

Sincerely, 

Marlene Smith, R.N., M.S. 
Doctoral Candidate 
Oklahoma State University 
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Dear Administrator: 

304 Grandview Cr. 
Muskogee, Ok. 74401 

Recently I requested your participation in a research project regarding 
the leadership behavior of nursing education administrators in two-year and 
four-year colleges as perceived by self and others. As of this date 
I have not received your returned questionnaire or an indication of your 
non-participation in this study. Realizing that letters get lost in the 
mail and that you may not have received the previous material, I am 
enclosing additional materials for your use. 

Your participation involves completing the Leadership Effectiveness 
and Adaptability Description-Other (LEAD-Other) questionnaire. Completing 
the form should take fifteen to twenty minutes. 

In addition to your participation, I have requested the involvement 
of your nursing education administrator, three full-time nursing faculty 
members, and three full-time nursing students from your school. All 
information will be treated confidentially and all respondents will remain 
anonymous in the written report. A numerical code will be used to match 
each nursing education administrator with his/her central administrator, 
faculty, and students as part of the data analysis process. 

Your participation in this research study is very much appreciated. 
Thank you again for your time and assistance, and any inconvenience this 
may have caused you. 

Sin~erely, 

Marlene Smith, R.N., M.S. 
Doctoral Candidate 
Oklahoma State University 
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Dear Nursing Educator: 

304 Grandview Cr. 
Muskogee, OK 74401 

Recently I requested your participation in a research study regarding 
the leadership behavior of nursing education administrators in two-year 
and four-year colleges as perceived by self and others. As of this date 
I have not received your returned questionnaire or an indication of your 
non-participation in this study. Realizing that letters get lost in the 
mail and that you may not have received the previous material, I am 
enclosing additional materials for your use. 

Your participation involves completing the leadership Effectiveness 
and Adaptability Description-other (LEAD-other) questionnaire. Com?leting 
the form should take fifteen to twenty minutes. 

In addition to your participation, I have requested the participation 
of your nursing education administrator, his/her immediate superior, 
two other full-time nursing faculty members, and three full-time nursing 
students from your school. All information will be t~eated confidentially 
and all respondents will remain anonymous in the written report. A 
numerical code will be used to match each nursing education administrator 
with his/her central administrator, faculty, and students as part of the 
data analysis process. 

Your participation in this research project is very much appreciated. 
Thank you again for your time and assistance, and any inconvenience this 
may have caused you. 

Sincerely, 

Marlene Smith, R.~ •• M.s. 
Doctoral Candidate 
Oklahoma State University 
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Dear Nursing Student: 

304 Grandview Cr. 
Muskogee, OK 74401 

Recently I requested your participation in a research study regarding 
the leadership behavior of nursing education administrators ~n two-year 
and four-year colleges as perceived by self and others. As of this date 
I have not received your returned questionnaire or an indication of your 
non-participation in this study. Realizing that letters get lost in the 
mail and that you may not have received the previous material, I am 
enclosing additional materials for your use. 

Your participation involves completing the Leadership Effectiveness 
and Adaptability-other (LEAD-Dther) questionnaire. Completing the form 
should take fifteen to ~~enty minutes. 

In addition to your participation, I have requested the involvement 
of your nursing education administrator, his/her immediate superior, 
three full-time nursing faculty members, and two other nursing students 
from your school. All information will be treated confidentially and 
all respondents will remain anonymous in the written report. A numerical 
code will be used to match each nursing education administrator with his/ 
her central administrator, faculty, and students as part of the data 
analysis process. 

Your participation in th~s research project is very much appreciated. 
Thank you again for your time and assistance, and any inconvenience this 
may have caused you. 

Sincerely, 

Marlene Smith, R.~ .• M.S. 
Doctoral Candidate 
Oklahoma State University 
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·Self 
Developed by Paul Hersey and Kenneth H Blanchard 

Directions: 
:\ssume YOU are mvolved m each oithe 
followmg twelve sttuaaons Each >ttuaaon has 
tOur J.lternanve acnons you mtght rrunate READ 
each ttem carefullv THINK about what YOU 
would do m each arcumstance Then CIRCLE 
rhe lerrer of the alternann? .1cnon chmce wh1ch 
~ou thmk would mmt c!osdv Jescrtbe YOL:R 
behavwr m the sttuatwn ;oresemed. C~rcle vnh 
~..medwtce 
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Leader IjUectiveness .1: A,daptabilitJ ~escri:ttion 

I 

1 

2 

SITUATION 
Your subordinates are not responding lately to your 
fnendly conver.anon and obvtous concern tor thetr 
welfare. Thetr performance lS declinmg raptdly. 

SITUATION 
The observable performance of your group 1s m
creasmg. You have been makmg sure that all mem
bers were aware of thetr responstbtltnes and ex
peered standards of pertormance. 

SITUATION 
Members of your group are unable to solve a prob-

3 lem themselves. You have normallv left them alone. 
Group performance and Intcrperso~al rebnons have 
been good. 

SITUATION 
You are constdenng a change. Your subordmates 
have a tine record of accomphshment. They respecr 
the need for change. 

SITUATION 

Is 
I 

The pertormance of vour group has been droppmg 
dunng the last few months .vlembers have been 
unconcerned Wtth meenng obJeCtives. Rederinmg 
roles and responstbtltoes hao hdped m the past The\· 
have contmuallv needed remmdmg to have thetr 
tasks done on orne. 

' 

I 

6 

SITUATION 
You Stepped mto lll erriaenrlv run orglntZltton 
The prenous adnuntstracor nghth· controlled the 
sttuJ.tton You \\lilt to ntJtn.c.un .1 proJucn\..: ~ttuJ.
non. but \\ ould t:k..: ::o ~~~1n :1UI11J.niZtn~ :.1~ 
cn\tromncnr 

ALTERNATIVE ACTIONS 
A. Emphastze the use of uruiorm procedures .nd the 

necesstty tor ta>k accompltshment. 
B Make vourself avatlable tor dtscusston but don"t 

push your tnvolvement. 
C. Talk Wlth subordinates and then set goals. 
D lntennonallv do not mtervene. -

ALTERNATIVE ACTIONS 
A Engage m tnendlv mteractton. but connnue to 

make sure that all members are a ware of thetr 
responstbtltnes and expected standards vi per
tormance 

B Take no detirute actton. 
C. Do what you can to make the group feei Impor

tant and mvolved. 
D Emphastze the 1mporrance of deadlmes and tasks 

ALTERNATIVE ACTIONS 
A Work wtth the group and together engage m 

problem-solvmg 
B. Let the group work tt our. 
C. :\cr qutckly and firmly to correct and redtrecr. 
D. Encourage group to work on problem md be 

suppornve of rhetr eftorrs 

A 

B 

c. 
D 

:\. 
B. 

c. 

D 

..... 

3 
c 
I) 

ALTERNATIVE ACTIONS 
Allow group mvolvemenc m lle,·eiopmg :he 
change. but don"t be too dtrecnve 
.'\nnounce changes and then tmplement "uh close 
supervision 
.-\llow group tO tormulate ItS v\\n Jtrecnon. 
Incorporate group recommendaoons. out VOl! Jt
rect the change. 

ALTERNATIVE ACTIONS 
-\llow group ro tOrmulate Its O\\ n dzrecnon. 
Incorporate group recomnlcndJ.tton::,, bur se~ m.u 
obJeCtives are :net 
R~detine roles md resoons1btlme' lnd supern;e 
corerullv . 
:\Uow group Ill\ oh en1enr m d.!tc!'numng: rvlt!s 
md respon>tbthnes but d,.m c t'e too J1recm ~ 

ALTERNATIVE ACTIONS 
Do what ..., au can to m.tkc! !!~oup t"..:ei 1:noor~;:mr 
lnd 1m ohed - . 
E:n~n.1sxz~ rhe tmt'orLHH.:e c·r· . ..1•.:J.J.h·1~~ u1d ~J.SK5 
Inre~non"'lh J.o 'l.Dt mt~rvcnt: 
Gc:r ;rvu;' •:n Ol\ .:.:1 :~ ... ~~c~wn-.n.~r~.:~.;. r~t )..:.: 
rhar ,-H.""_,cctt\ l'S Jrc •net 
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SITUATION 
You are cons1denng changing ro a srrucrure that '''Ill 
be new to vour group. Members of the group have 
made suggesnons about needed change. The group 
has been producnve and demonstrated fle:abthty m 
Its operanons. 

SITUATION 
8 Group performance and Interpersonal relanons are 

good. You tee! somewhat unsure about your lack of 
d1recnon oithe group. 

SITUATION 
Your supenor has appomred you to head a task force 
that IS iar overdue m making requested recommen-

9 Jac10ns for change. The group IS not clear on Its 
goals Attendance at sess10ns has been poor. The1r 
meenngs have turned mto soooil gachenngs. Poten
tially they have the talent necessary to help. 

SITUATION 

!10 
I 

Your suborchnates, usually able co cake responslbll
ltV. are not respondmg co your recent redefirung oi 
standarrls 

! 

i 

! 
:11 

I 

I 

!12 

SITUATION 
You ha\ e been promoted to a new posmon The 
prenous supervisor was unmvolved m the atfa1rs oi 
the group The ;;roup has adequaceh· handled ItS 
tJ.sks antJ. dtr~ct1on. Group tnt~r-rdaCIOn3 are good. 

SITUATION 
Recent mtormanon md1cates some mternal dit"ficul
ne• .1mong subordmates The group ha> a remark
. 1ble "ecord oi Jccomphshmcnt :\'!embers ha,·e et:. 
:~ctn·dv m.:nntJined !ong .. rang\!' i!OJ.ls Thc-v h,1ve 
~..-o:Kcd ln h.lrmonv tOr th~ :o~~t ~ l!ar :\ll J.rt! 'Vdl 
quJltried rOr the tJsk 

A 
B. 

c 

D. 

ALTERNATIVE ACTIONS 
Detine the change and supernse careiully 
Parnopare wtth the group m de,·elopmg the 
change but allow members ro orgaruze rhe Im
plementation. 
Be w11hng ro make changes as recommended. but 
mamtatn control oi 1mplemenranon 
Avmd confronranon; leave dungs alone. 

ALTERNATIVE ACTIONS 
.'\ Leave the group alone. 
B Dtscuss the s1ruanon With the group and chen you 

1rut1ate necessarv changes. 
C. Take steps ro chrect subordmates coward workmg 

m a well-defined manner. 
D Be suppornve m d1scussmg the s1ruanon wtth rhe 

group bur not roo chrecnve. 

ALTERNATIVE ACTIONS 
A Let the group work out Its problem> 
B Incorporate group recommendatiOns. but ;ee chat 

obJectives are mer 
C. Redefine goals and supervise carefully 
D Allow group mvolvement m semng goals, but 

don't push. 

A 

B. 
c. 

D 

A. 

B 

c 

D. 

B 
c 
D 

ALTERNATIVE ACTIONS 
Allow group mvolvement m redetirung ;tand
ards, but don· r take control. 
Redefine standards and supervise carefully 
A.vmd controntac1on by not applymg pressure: 
leave Sltuanon alone 
Incorporate group recommendanons. but >ee that 
new standard> are met. 

ALTERNATIVE ACTIONS 
Take steps ro d1rect subordmates row ard workmg 
m a well-Jerined manner 
[m·olve subordmates m dec"l>~on-makmg and rem-
force good conmbunons -
Dtscuss past per£orn1J.nce wnh broup J.nd chen 
you exanune the need for ne'\.\ pracnce::, 
Connnue co leave group alone 

ALTERNATIVE ACTIONS 
Trv out vour solunon \\<th suoordmares and ex
.lm.me the need tOr ne\\~ pracc:.ces 
;\llow group members co work It out themseh·es . 
\ct qu1ckh .md rirmlv to corn.:ct 1nll :-t.:.:!1r~ct 
PlrtiClDJte ~n probietn di::,cu!>.;ton wh1~~ FrO\ h.hng 

~upport for subordmar~ 
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LEADER'S SUPERIOR 0 
ASSOCIATE 0 

SUBORDINATE 0 

Othe:r 
PERCEPTIONS BY OTHERS (LEADERSHIP STYLE) 

Developed by Paul Hersey and Kenneth H Blanchard 

Directions: 

Assume ---------:::--:--------
(nJm~ oflcJdcr) 

1S mvolved m each of the followmg twelve SituatiOns 
Each Situation has tour alternative actions this leader 
m1ght mitlate READ each Item carefully THINK 
about what this PERSON would do m each 
Circumstance. Then CIRCLE the letter of the 
alternative action chotee wluch you thmk would most 
closely descnbe the behav1or ofTHIS LEADER •n the 
s1tuat1on presented, based upon vour expenence With 
h1m. C1rcle only o11e thOJce. 

Leader , · 
Ilffectiveness 8c 

Adaptability 
:r>escription 
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1 

2 

3 

4 

5 

6 

ALTERNATIVE ACTIONS 
SITUATION Tltll ltadrr would ••• 

Subordinatn are not responding lately to this A. emphasize the use of uniform procedures and the 

leader's friendly ecnversatlon and obvious concern necessity for task accomplishment. 

for theit welfare. Their performance Is declining B. be available for discussion but would not push his 

rapidly. : involvement. 
c. talk with subordinates and then set goals. 
D. intentionally not intervene. 

ALTERNATIVE ACTIONS 

SITUATION Tills ltadtr would ... 
A. engage in friendly interaction, but continue to 

The observable performance of this leader's group is make sure all members arc aware of their res pons-
Increasing. The leader has been making sure that all ibilities and expected standards of performance. 
members were aware of their responsibilities and B. take no definite action. 
expected standards of performance. c. do what could be done to make the group feel 

D. 
important and involved. 
emphasize the importance of deadlines and tasks. 

ALTERNATIVE ACTIONS 
SITUATION Tills ltadtr would ... 

This leader's group Is unable to solve a problem. The 
A. work with the group and together engage in 

roblcm-solving. 
leader has normally lefi the roup alone. Group B. et the group work it out. 
performance and lnterpersona relations have been c. act quickly and firmly to correct and redirect. 
good. ; ; D. encourage group to work on problem and be 

'• supportive of their efforts. 

ALTERNATIVE ACTIONS 
I lhb ltadrr wo1dd ••• 

SITUATION A. allow group involvement in developing the 

This leader Is considering a change. The leader's change, but would not be too directive. 

subordinates have a fine record of accomplishment. B. announce changes and then implement with close 

They respect the need for change. supervision. 
c. allow group to formulate its own direction. 
D. incorporate group recommendations but direct 

the change. 

ALTERNATIVE ACTIONS 
SITUATION Tills ltadtr would ... 

The performance of this leader's group has been A. allow group to formulate its own direction. 
dropping during ihe last few months. Members B. Incorporate group recommendations, but see that 
have been unconcerned with meeting objectives. objectives are met. 
Uedcfining roles and responsibilities has he~ed in c. redefine roles and responsibilities and supervise 
the past. 1 hey have continually needed rernln ing to carefully. 
have their tasks done on time. . D. allow group involvement in determining roles and 

responsibilities, but would not be too directive. 

ALTERNATIVE ACTIONS 
SITUATION Tltb ltadtr would . . . 

This leader stepped Into an efficiently run organiza- A. do what coultl be done to make group feel impor-
tion. The previou• administrator tightly controlled tant and involved. 
the shuuion. The leader wants to maintain a pro- B. emphasize the importance of deadlines and tasks. 
ductive situation, but would like to begin humaniz- c. intentionally not intervene. 
lng the environment. D. get group involved in decision-making, but see 

that objectives are tnet. 

•Copyrtghl1073 by Center for leadership Stud/81. M rights reserved. 
,/ 
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ALTERNATIVE ACTIONS 
SITUATION This leader would ... 

This leader is considering changing to a structure A. define the change and supervise carefully. 

1 
that will be new to the group. Members of the group D. participate with the group in developing the 

have made suggestions about needed change. The change but allow members to organize the irn-

group has been productive and demonstrated llexi- tie mentation. 

bility in its operations. c. e willing to make changes as recommended, but 
maintain control of implementation. 

D. avoid confrontation; leave things alone. 

ALTERNATIVE ACTIONS 
This leader would . . . 

SITUATION A. leave the group alone. 

Group performance and Interpersonal relations are D. discuss the ~ituation with the group and then he 

8 good. This leader feels somewhat unsure about his c. 
would initiate necessary changes. 

lack of direction of the group. take steps to direct subordinates toward working 
in a well-defined manner. 

D. be supportive in discussing the situation with the 
group but not too directive. 

SITUATION ALTERNATIVE ACTIONS 
This leader hu been appointed by a superior to head ThiJ /tadtr W011/d . . . 
a task force that is far overdue in nuking requested A. let the group work out its problems. 

9 recommendations for change. The group Is not clear D. incorporate group recommendations, but sec that 

on its goals. Attendance at scs•ions h2s been poor. ob~ctives are met. 
Their meetings have turned Into social gatherings: c. redefine goals and supervise carefully. 

Potentially they have the talent necessary to help. D. allow group involvement in setting goals, but 
would not push. 

ALTERNATIVE ACTIONS 
This lradrr would . • . 

SITUATION A. allow group involvement in redefining standards, 

10 
Subordinates, usually able to take responsibility, are but would not take control. 

not responding to the leader's recent redefining of B. redefine standards and supervise carefully. 

1tandards. c. avoid confrontation by not applying pressure; 
leave situation alone. 

D. incorporate group recommendations, but see that 
new standards are met. 

ALTERNATIVE ACTIONS 

SITUATION 'This lrader wo11ld ... 

This leader has been promoted to a new position. 
A. take steps to direct subordinates toward working 

11 
in a well-defined manner. 

The previous manager was uninvolved in the affairs D. involve subordinates in decision-making and rein-
of the group. The group has adeduatdy handled its 
tasks and direction. Group interre ations arc good. 

force good contributions. 
c. discuss past performance with group and then 

examine the need for new practices. 
D. continue to leave the group alone. 

SITUATION 
ALTERNATIVE ACTIONS 

ltecent Information indicates some Internal difficul-
This ltadtr wo.,/d . . . 

ties among subordinates. The group has a remark-
A. try out his solution with subordinates and exam-

12 able record of accomplishment. Members have ef-
inc the need for new practices. 

fectively maintained long-range goals. They have 
B. allow group members to work it out themselves. 

worked in harmony for the past year. All are weD 
c. act quickly and firmly to correct and redirect. 

qualified for the tuk. 
D. participate in problem discussion while providing 

support for subordinates. 



BIOGRAPHICAL QUESTIONNAIRE 

Completing this questionnaire will allow the researcher to have a 
more accurate description of the sample used in the study. Thank you 
for your help. 

1. Age at last birthday: __ __ 

2. Sex: Male Female 

3. Current marital status: Single Married Divorced 
Separated Widowed 

4. Number of children: 
Ages of children: 

5. Ethnic background: White Black Chicano Native American 
Asian Other 

6. Indicate the number of years of experience that you have in each of the 
following areas: 

A. Educational administration 
B. Teaching 
C. Nursing administration 
D. Nursing practice 
E. Current position 

7. Indicate your academic credentials by checking the appropriate categories: 

L.P.N. or L.V.N. 
A.D.N. 
Diploma 
B.S. in Nursing 
Bachelors degree in (please specify) 
M.S. in Nursing 
Master's degree in (please specify 
Ph. D. (please specify) 
Ed. D. (please specify) 
D.N.S. 
Other (please specify) 

8. How would you describe your scholarly productivity? 

9. What are your long range career aspirations? 

10. What factors do you feel assisted you in attaining your present 
position? 
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Biographical Data 

The 53 nursing education administrators who participated in this 

study responded to a 10 item questionnaire which elicited information 

regarding demographic characteristics and professional information 

(Appendix A). 

1. Age. The majority, 15 (28.3%), of the subjects listed their 

age in the range of 51-55 years. The low and high rang~s were 31-35 

and 65 plus years. 

2. Sex. All 53 (100%) respondents were female. 
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3. Marital Status. The majority, 33 (62%), were married, 13 

(24.5%) were single, 4 (7.5%) were divorced, 1 (2%) was separated, and 

2 (4%) were widowed. 

4. Number and Ages of Children. Thirty-four (64%) respondents 

reported a total of 89 children; nineteen (36%) were childless. The 

number of children per subject of those 34 who reported having chil

dren, ranged from 1 to 5, with the average being 2.6. 

The majority of children•s ages were reported in the 21-30 age 

range (46%). Two (2%) children were listed as under the age of 5, and 

15 (17%) children were listed between the ages of 31-40. 

5. Ethnic Background. The majority of respondents reported 

their ethnic background as White (48, 91%), 2 (4%) as Black, 1 as 

Asian (2%), and 2 people omitted this question (4%). 

6. Professional Work Experience. The subjects spent the ma

jority of their professional work years in teaching; the mean = 

14.6 years. The average number of years spent in educational ad

ministration was 13.9, average number of years spent in nursing 



administration was 2.7, averge number of years spent in nursing prac

tice was 8.7, and the average number of years spent in the current 

position was 5.4. 
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7. Academic Credentials. All of the respondents reported having 

a bachelor's degree; 52 (98%) reported having a master's degree, with 

40 (75%) having the master's degree in nursing; 27 (51%) reported 

having a doctorate, and 4 (8%) reported work toward the doctorate. 

The majority (25, 78%) of subjects in administrative positions in 

associate degree nursing programs held the master's degree as the 

terminal degree, while 20 of the 21 (95%) nursing education adminis

trators in four-year programs held the doctorate as the terminal 

degree. 

8. Scholarly Productivity. Twenty-seven (51%) respondents 

listed their scholarly productivity as minimal; 18 (54%) reported 

moderate or average productivity, and 8 (15%) reported high or above 
-

average productivity. Those 27 who reported scholarly activity as 

minimal gave the reasons for this as increased time spent in adminis-

tration, teaching, or program development activities, which left lit

tle time for research or publication. 

9. Future Career Aspirations. Nineteen of the respondents (36%) 

stated that they had achieved their personal career goals and that they 

planned to remain in their current positions until retirement. Other 

responses to this question included the following: achievement of the 

deanship and/or growth in the position (16, 30%), being published (7, 

13%), earning the doctorate (7, 13%), promotion to another position in 

educational administration (4, 8%), creating and implementing innova

tions (2, 4%), and earning the master's degree in nursing (1, 2%). 
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10. Factors Which Assisted in Attainment of Present Position. 

Factors listed most frequently as those which assisted in attainment 

of the current position were reported as: educational background; 

demonstrated experience in administration and nursing education; per-

sonal style, including interpersonal and intellectual abilities; being 

in the right place at the right time; enthusiasm and motivation; 

support of peers, colleagues, and family; the willingness to work hard 

and the ability to handle stress appropriately; good mentoring; and 

service on important committees. Other responses included: self

confidence, assertiveness, reliability in follow-through activities, 

openness to new ideas and change, curriculum expertise, and scholarly 

productivity. 

Hall, Mitsunaga, and de Tornyay (1981) reported a study of char

acteristics of deans in baccalaureate nursing education programs which 

included the following: 45% were single, 88% were Caucasian, and 90% 
-

were doctorally prepared, with the major focus in education and/or 

administration. This 1980 study was a replication of an earlier study 

conducted in 1970. In the earlier study, 69% of the deans were single 

and 100% were Caucasian. They reported the age of deans as being the 

same, but did not state a specific age. 

The data in this study regarding marital status, number of chil

dren, and ethnic background is consistent with those reported findings 

of Hall, Mitsunaga, and de Tornyay (1981). All of the deans of four-

year programs either had the doctorate as the terminal degree or the 

doctoral work was in progress. The terminal degree for chairpersons 

of two-year programs was the master•s degree. Administrative posi

tions in nursing education continue to be underrepresented by males 



and ethnic minorities. The route to the deanship or chairmanship is 

via years spent in the faculty position. 
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