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Purmose and lethod of Study: The purpose of this study is to exsmine the
effects of personal space invasion and the leader behaviors of con—
sideration and initiating structure on subordinate job related char-
acteristics of satisfaction, perfomence, and arviiety. Using a
2 x 2 X 2 matrix desipn, senarios were developed to convey nigh and
low manipulations of the three independent variables, A sarmle
compogsed of one hundred sixty persomnel management students viere
instructed to ensuer cuestiomaires relating their feelings about

he leader's supervisory style

Findings and Conclusions: Beveral significant relationships were found:
(1) consicderation has a positive effect on job satisfaction, (2)

initiating structure has a positive effect on job performance, (3)

consideration is nesatively related to anxiety, (4) initiating

stricture is poszitively related to enxiety, and (%) spatial invaszion
has a resavive effect on anxiety. A three-vey interaction was also

Ca
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Toumnd between the variables predicting jop setisfaction., The results
sumnort the theory that soatlal invasion interacts vith leader belz
Jetter methods of conveying meninulations ere needed TO 1nwrove future

rescarch Dinddnes,
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CRAPTER T

Purpose of Study

The study of leader behaviors as predictors of compensatory behav—

~

iors in subordinates has focused mainly on the relatvionshins bhebween con—
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sideration and initiating structure as a leader's swpervisory style and
subordinates! job satisfaction and performance. Althoush meny studies
have found sienificant results showing the factors as adequate predictors,

very Tew agree as to the correct relationships,

Supervisory sltyle, hovever, is not limited to the two factors men-

tioned above, A third factor that could influence a subordinate's behav—

~
WeTa
(et

ior is the vhvsical contact and spatizal irvasion of the leader, This

)

1

N

tor, known as Y"oersonal space invasion', has never heen incorporated in

7

a study researching swuwervisory style and its effect on subordinate behav-
ior.

The purvose of this study is to examine the eiffecls of personal space

invasion and the leader behaviors of consideration and initiating structare

jon related characteris

(%

on subordinate satisfection, performance,

and aniety,



Methodolowy

Underpraduate students from Oklashoma State University were asked
to be subjects in this eyperiment., The design for this experiment is
a 2 x 2 x 2 matrix containing high and low manipulations of the leader
behaviors! consideration, initiating structure, and personal space inva-

sion.,

Senarios were used to desofibe woriing situations to enable stu-~
dents to visualize the supervisory style developed by each of the cell
blocks. Fach student was randomly given a packet containing one senario
and two questiomnmaires. Students were instructed to answer the cues—

4

tiommaires by placing themselves in the position of the subordinate and
relate their feelings about the leader and their ovn compensatory behav-

iors through a semantic differential.

The data was compiled and analyzed through the use of analysis of
variance, The main effects and interactions between the independent

variables were considered.

n



CHAPTER TI

LITERATURE, FIEVIEW

Contingency ‘I'neory

Resgearch in the area of leadersinip behavior has focused on different

theories and models, Recent trends have heen toward a contingency theory.

. .

Contingency theory ig based on the assumpltion that a group's performance
will be contingent vpon the appropriate matching of leadership style and

the degree of favorableness of the group situation for the leader.

Fiedler (1967) in describing the theory suggested that group per-

L)

formance is related to both the leadership style and the degree to which

the situation provides the leader with the opportunity to exert influence.
"Task~oriented leaders perform best in situations which are highly faver-
able for them or in those which are relatively unfavorable, Considerate,
relationship-oriented leaders tend to perform best in situations in vhich
they have only moderate influence.!" (pz. 147) The favorable and unfavor-

L.

[ o
&

anle situations that Mledler referired to can be illustrated by the amount

of stress applied to the group to perform., In conditions of high stress,

BN

such as a military corbat situation, the task-oriented leader will tend

o perfon, hest because the group mermders are ready to be directed and

are axpected to he teld vihat to do. They must workk as a team Or else nay

the conseguences, In conditions of low stress, such as a voluntary com-
mittee plaming a party, the task-oriented leader will again do best he~

cauce he can make Cecigions vithout excess discussion and debate, On the

3
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other hand, in situations of moderate stress, such as a group of creative

designers, the considerate, relationship-oriented leader will tend to per—
form best because the Task 1s relatively unstructured and more creative

idezcs are allowed to e discussed,

One of the most significant setv of studies in the last cquarter cen-
tury using contingency theory has been the Ohlo Sta
The researchers tried to develop a method to describe leadershin behavior
which could be applied to meny cifferent situations. An instrament vas
firat develoved by Hemrmhill and others at the Persomnel Research Hoard
(Herphill, 1950). It was a questionnaire containing 150 items vhich des-

3 .

cribed how people in leadersihiio positions onerate in thelr leadershin

role, The major proplem was to classify the iters into meaningful cat-

ecories of leader behavior. Tleishman (1953) using Alr Force crew mamers

RN

Wno described their airplane comanders, analyzed the items on Uhe guestion

naire. The analysis revealed two major factors of Yconsideration't and

"initiating structure." Tleishman and Peters (1962) later defined them
in their study:

"Consideration reflects the extent to wihich an individuai

ig likely to have job relationships characterized by mutual

trust, rescect for subordinates' iceas and cangideration of

their feelinz., A nigh score ig indicetive of a climate of

rood reptort and two-way cormumication, A low score indicates

the sanervisor is likely to be more inpmerszonal in his relations

wvith groun merbers,

iating stiucture reflects the extent to which an individusl

)

kely To define and structure his role and those of his

e
n
-
=
I A\l



~

S

pu

subordinates toward coal atlaimment., A high score on i

dimension characlterized individuals vho play a more active role

in directing grouvp activities through plenning, communicating

informeation, scheduling, trying out new ideas, ete.' (pz. 130)
Although the dimensions have been defined in other terms, for the purpose
off this study the above dedinitions of consideration and initiating

1

structure will be used,

Al

Considerztion and Strociture

There were several larze-scele research programs on lesder heravior,

however, one of the most significant was that at Ohio State University

during the years 1946 through 1556, The most significant finding of
these studies was the isolation of cornsidersiion and initiatine structure

bagsic dimensions of leader behavior., In his review of Uhe literature

2]
D’)

in this area, Nomman (18668) stated that "these variziles were identified
“as a result of a series of investizations which attermted to determine,
through fector-aralytic procedures, the smallest muber of dimensions
vihich would adequately describe leader hehavior, as percelved Dy the
leader's subordinntes and as the leader himself perceived his own atti-

tudes voward his role," (pg. 349)

”

The dimensions are usually meesured by three different instruments.
The Leadership Cpinion \,ucsu onnaire (LO%) is a Likerb-Uype attitude scale
vihich actampis o assezs how The supervisor thinks he should het ;Ve in

his leadership role. The Leader Deravior Description GQuestiomnaire (LBDG)

neasures supordinate perceptions of supervisory behavior and the Sunervisor

BHehavior Description Questiormeire (SEDQ) is similar to the 1BDG in that

it obtains infomeation from leader's subordinates, but the itemz are dif-

ferent, fore studies yield stetistically significent relationghips using
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the LERQ and the SEX then for those which utilize the 1LOQ to obtain data.

Consideration has gystematically been found to have a positive re-

. .

lationghip with satisfaction and periomance of subordinates (Schriegheimnm

:

House, and Xerr, 1075). -l (1932) found a strong positive relationship

m

‘0 4

between consideration and subordinate satisfaction as did Lowin (1969)
and Nealey and Blood (1968). In two laboratory cxperients (Day and
Harblin, 1064; “dauml end Shirelasia, 1566) punitive leader behavior (low
consideration) wes as:socif-rted vith low subordinate satisfaction. In the
relationsiiip to perfomence the literature is more mixed, Xay, lleyer,
and Trench (1965) found a strong positive relationshin, and Dovney
Sheridan and Slocum (197%) found that consideration wes significf,ni,] G~

] -

Jated to botn perfommance and satisfaction, Several resezrchers have

o e

found no siognili

-4

cent linear relation (Dey and Farblin, 1964; iealey and

Blood, 18G2) and negatively with proficiency retings by higher monsse

’)

raent
(CGreen, Douserezu, and IMinsmi, 1972).

R _\ .

Initiating structure has at various times, been significantly nosi-

.

tive, simificantly necetive, and insignificently related To subordinate

!_"
A

satisfaction and performmance. FHouse (1871) stated that the evidence vith

resoect o the relationship between indtisti gtructure and satisfzction

are very iixed, Vukl (1508) found vosltive correlations using first and
second~1line rarerers in tvo manulacturing conpanies anc a nublic ucllity,
Healey end Tlood (1968) Tound a nerative correlation between initiating
strocture and subordinate satlisTaction o second-level sumervigors and
a positive corrclation for first-level supervisors., Negative correlations
were also found By Vroom and Mann (1960) for delivery trucl drivers but

not for leaders end Flelshinn and Harris (1662) concluded Tthat structure

often correlates negetively with eubordinate satisfaction, grievarices,



and mover.  Dowmey, Sherddan, ond Slocusn (1075) did not Sind a

e ) P o e . -
Letveen structre and saclsfaction,  In their gstudy of
leader initiating structiwe, Schirieshedbn, fouse, and Xerr fond that e
o oy mamr e AT o : Tred i "
of measurement Instrusent alfected the relationship, Using the LIDT,

the structure-gatisfoction relationshin was nositive and wi

the relationship was fomd Lo be negative. This can account for sone of

the variation in the literature mantioned,
Korman (196G) criticized the literature on consideration and initi-
ating structure in the Ffollowing ways:

1. Korman nointed out that "in nost cases
little atlempt o elther conceptialize siltuational veriehles vhich migh
1. el Ja ,-4 1/ N R TN iy TV oy e "‘ N ~} >
be relevant and/or measure them.® (pg. 355) These sitvationzl variebles

vihich moderate the different dimensionsl relationshins have since teeon

studied, Noderating studies have been reviewsd by Herr, Schrieshelin,

Thrpny, and Stogdill (1574). That review identified meny variahles vhich
may moderate the relationchips hetween leader belhavior and various criterl
Yerr and Schriesheim (1874) clessifizd these moderates in the follovwinz
ategories:
Subordinate conslderationz: Inpertize, erperience, cometence
jobllf;no\:fle«i«go, mierarchical level of ocoupled position, exnect~

ationg concermirngy leader behavior, perceived organizational

hel )

wnoerent, and uward influence,

Q.
2
g

conslderations: Degree of time urgency, emount of physical

<=

3 k3

ssible error rate, presence of extermal stress,

of attliudes and benhavior



degree of autonony, lmportance and meardngfulness of

viork, and decree of ambigaity. Do, 558D

N MY L7es e

IS

These potential moderators have been studied by various researchers,
hoviever, the results and conclusions are mixed. Dor example, FHouse (1971)
found that tast gtructure moderated the relationship betieen leader init-
3

g “

iating structure and the dependent verizblies of Job satisfaction and ner-

formance, hut vhen Downey et.al. (1975) tried to repeat Fouse's finding,

elfect.

~

2. Jiost of the revieved studies
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correlations heltween lezder behavior and the criteria of job szatisifaction
and performance, ost of the studies clted by Forman utilized all three

measurarent instrunents and, as stated earlier, the 1OQ vielded less sig—

TN

nificant results than did the 1.DD and the SERO, Xerr and Schrieghein

N~ -

(1974) corcluded that in general Xorman's 1966 observation that use of

.

normally accorpanied by insimificant

:

1the Ohio State Instrunents i

n

correlations betwcen leader behavior predictors and criteria (job sat-

. isfaction and performance) is not valid today.

3. lany of the studies require that the vredictor and criterion

. -

ratings be race Ty the samne individual, Tor example, e study using the

1200 midht sather information from subordirates corcerning leader behevior

P

and then obtain satisfection gcores from the same individuals., Horman

expressed concern over the possibility that raters mioht distort their
perceptions so to balance the results., The problem rerains true in the
more recent studies but To a lesser extent. Some studies have tried to

obtain performance data from performance evaluations (Curmins, 1972) and



L X

through objective reasuwres of standard perforrance (Davizon, Messe, and

Phillips, 1972). Researchers have nob developed a means to collect diprest
satislaction data from sources other than the subordinates themselves.
However, in a few cases, a discatisfaction rati nz was obivained using
actual rates of absence, lateress, grievances, and twmover (Skimer, 12369;

Fleisiman and Herris, 19G2),

4, The fourth criticism Komman notes vwas the nestion of causaliliy .

He vag Y"unahle to locate any studies in the literature vhere conglderation

and/or initiat: structure vere syvstemabtically varied in order to detercdine

outcones." (pgz, 354) Tt is nossible then, that the denendent varishles
could cause cercain levels of congideration and structure rather than
on the

caused by these varisbles,

suabject of ceusality and Xa

nroblem is still asz valid today as it was in 1966 vhen Noman pointed it
out.

5. Xorman's last criticiam was that no one had attacied the problem

v

of determining vitich Jeader behavior scores ere related to variance in the

ol

criteria of satisfaction and performance, and vhich are not., Linear and

curvilinear natterns of relationshipns have been found. X

(1974) started that his problenm hes still not bean direct

that several problens st this ares of research, DBecause of

] L3
i

the incongistency of The consideration and iniltizting structure Tindings,

a new direction of rescarchy is needed to discover i there are other in—
dependent variables in leader behavior that affect Jjob satisfaction and

perrormance.



The anomnt of dDresgure or strese irvolved at the work place has,
for many vesrs, bhaeen correlated wiih leader behavior., One of {he ecarlier
sbudies was by Falvin (1854), viho loocked a2t the relationship belvieen the

~
i

leacership behavior in the alrvlane comander and

L

crev's perception O

o< hia crev's nercfommance in combat and s crew

in comhat, The considers

significent level, Oaklander and Fleisiman (1964) suggested
stress Ls applied from external sources, the initlating struciure re-
lationships with satisfaction and perfonnance are affected, where under

stress from intrauwidt sources, the consideration relationships are

somewhnat moderatead,

In their review of the literature, Kerr, Schriesheim, Iurphy and
Stozdill (1874) concluded that Ythe greater the amount of pressure

(stress), the greater will be subordinate tolerance of leader iniliating

structure, the creater will be the (positive) relationshins hetwueen

structure and satisfaction end perforance criteria.” (Dg. 73) This
concluslion was narlially supported in a stody Dy Scinlesheim and Iurohy

(1876)., They Tound that Jcb stress modersted the structure-performance

~r

did yot, however, Tind that the structlre-zatisfaction

reiationship, T

relationsiip was moderated as Ferr el.al. (1974) herd suggested., One
other interesting firding of Schrieshein and Jrehy was the moderating
effect on the consideration—rerforvonce relatio tincer condditions

or hich stress, the correletion vag found to e nesative and under conditions

-4

low stress, the correlati positive.

L}
p]
f

Decause of the inconglstercy of findings in the literature, the



oan

. L
QLGRS

C 1r~nr"'

LT

- 4 5 A5 A - P PN ~ v PN
ahove otudics have usced cxtermnl dhrans

iteell, onad Sommer (1085) sunreated thatl o7 nersonal
rerson o
leader, hio zirmle nresorne com e
5 meracnal nace ond couse Stress.
Perzenal Snace
Feroenin.. Ll
Dercona] o novehelordieal nhoropor interperoonnl dis-

e TONEY An FAan e o) Sy o

e PASLGR S A VI TR S X TS AR R 1 ROVAL

1

A1

L
B N

! ey
LI 2. PEYEen

v s N R 4 2. o o (R} o - 2
et Aoy 1 S~ rmp? . A e A S AT AT T e

1 - ~
onG onen ohage

.
o e by
TLOCT CGLLAE

(1072) in his definition stated

R LIS B VE R S

AT
OCnenz

o :
vraal e Ao e aren
uhc. nersoinn ool 1D G &

Tride, Yine an

i 2l g

)
ct

— -+ e
recnonaes of subicects

- WA S EE]
o (GO eRAvieiciel
3 Flom 3 T~ . S Sy
._T"\I‘QC_'SC'} CaC AT LD erCusel aryledy.

2 -\r [ R aNe i/ 19 A7 ey 3~ £
C Mattor (1070) did 2 sbtudr usine confederates

IR

At ot it s aa
at diffeirent dictances to the

S
+ I 4
O VSe

roseon i
e 4L

IS Ovv"‘f\ ore

RGO

concliuded

Lol X

- +1a Lt
25 -LO wal o

. - AL 1-
oral distance. I%

P R T 3 -
conel. .c‘co ool e 6o net oo

CEDCNTO S O"""

e Foeey e
AoV D Gl



—
[\S)

yelt Thoroughly understand all the variables which are relevant to personal-

space behavior." (pg. 342)

Recently, recearchers have tried to corbine the areas of personal

31
1

space and job-related charecteristics, Worchel and Teddlie (1975) con-

ducted a study on the effects of crowding and personal space invasion on

tasic performance. They found that interection digtance significantly

fonrance as grouns Ner u_o*mod better in the distant condition.

™

affected per

The density, however, did not significantly affect tas!: performance., Thsy

also found that violations of personal svace led subjects to report feeling
crowced, uncomfortanle, and nervous, They concluded that violations of

personal space can lead to a decrease in grow perforinance. Rawls, Trero,

i

MeGafrfey, and Rawis (1872) also studied the effects of personal space on

performance, They came to the same conclusion that performance decrease:

kel

as the depsree of closeness increases, These studies manioulate personal
gpace invasion through crowding conditions of fellow workers, There is

not, however, any studies on the effects of personal stace invasion of

surordinates by thelr sunervisor.

“Srmary
RECLLIES NS

Over the last thirty yvears, studles

directed their attention to two nain factors that aflfect a nerson's viori,
These factors of "consideration znd initiating structure” were developed
hv Ohiio Otate Leadership Studies. They are characteristics of a leader's

supervicory style Thel are used To predict a sucordinate's job satlslaction
and perfomance. The conclusions of later studies corcerning the direction

and useftlness of pPredicltor's have heen very mixed, Xomman (1956) cited

several problems associated with the literatuwre throush 1°

since that time have tried to eddress some of these issues,
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Fwen with cone of the drobleoms solved, there stlll is nol conclusive

evidence to resolve the issue of mixed relationships between the oredic-

have loolwed for moderators to

- -, 2 T - hal g "}
tors and job relaled factors,

wsladin the mixed re sults,  The noderetors 12t have been discussed and

conlderation as clasgified by Herr

moderators suszest That some spatial in-

P

vasion does exist ut livterpe

cance nas rnever been studied as a

3
,_J

Q
0
} —
o
rJ

i
&

2

moderator. A new dircection in research is neceded to reszolve thie nuxed

)

ies, One direction is a possible third

o,

s of the leader behavior stud

) ) Py

recictor of Job related factors, The lltersbure on stress suggests that

it can affect a vorker'ts satistzction and perfomnance., 9

-

created throush the vwork iteell, ©time, outside nressures, and Ly people

1 with the viorser, One Tyoe of stress Uhat can be nlaced on a

mersonal shace invasion vy the leader, Althousn little

research: as been perfonned o relate personsl woace wilth the

ordinzte relationszhin, the literature does suzrest that personel sdace ine
vasion by neers can affect a percon's worll, Wy correlating the effects
of weraonzl gpace invasion with the leacer behavior factors
of consideration and initiating structure, the vredictadility of these
Tactors mighit dnerease and produce clearer resulis. Another dependen

=te
[

by all three of the vrediclors,

L reaction to fear

A incercainty,  Little rescorch hen besn cong o correlate anvieny with

-

. ¢ a € s 3 . LS S S, 1 JRRSE I S 4
considerantion and initiating strciuce bul Raxcter end Desnsvic {(1870)
. -

.y m . - - 2 e \ N KR — B R R I I -~ ey )
Mcdlendst, Knovdes and Matter (1976) and others Lirieed 1T to personal

goace Invasion,
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Imothesas
The curulation of literature sucgests that a study is needed to es-
tablish a third behavioral predictor of subordinate worlc factors. Iu

.,

is the intention of this study To correlste the effects of personsl space

. o

on jov related characteristics of satisfaction, pemoz‘.‘x‘u ce‘ and anxiety.
It is an attempt to show that a leader's personal presence and gpatial
invasion of subordinates is another dimension to leader behavior that

can predict the joo characteristics mentioned,
Using the esteblished and most Trecuently citsed rela

the litereature, the followinm hypodhesen will De tested in this reseerch

studys

1. Vhen the leader displeys high consideration to the
supordinate, that suvordinate will heave relatively high
Jjob eatisfaction.

. e * 1.

2. Wnen the leader coweyg high initieting structure

the subordinate, thet subordinete will have relatively

s a )

high job satisfaction.

3. Vhen the leader exhihits a high depree of invasior

into the subordinate versonal smace, that aubondd

4, Vhen the leader dignleys high conglderation to the
subordinate, that subordinate will show relatively hish

Jjob performance,
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style using the independent varisbles. The Leader Behavior Description
Questionnaire (LEDG) was used to run a manipulation check on the variables

of consideration and initiating structure (See Appendix B).

The first sitvation within a senario dealt with the supervisor's
reaction to a subordinate vho had been ill and absent from work. The var-
iables cohsideration and personal space invasion were used in this illus-
tration. Consideration was either high: concern about the subordinate's
well being, or low: céncern only for the lack of work by the subordinate
(manipulatiqn was checked by question No. 16 in Appendix B). Personal
space invasion was considered either high: leader putting his arm around
subordinate or patting his back, or low: leader calling subordinate on

the telephone.

The second situation vithin the senario concerned the leader's as-
signing of a new project to his subordinates. The variables initiating
structure and personal space invasion were manipulated in this instance.
~Vhen initiating structure was hish, the following illustrations were
used: 1. the leader explained the problem, background, and previously
tried solutions; 2. he assigned specific tasks to the engineers; 3. he
specified a deadline for completion; 4. he recommended normal design
procedures; and 5. he told them he vented to check their progress on the
assigrment. Structure was then low in the following illustretions: 1. the
leacder gave little explangtion concerﬁing the project; 2, no work was
specifically assigned; 3. deadlines were vague; 4. someone besides the
leader discussed design procedures; and 5. the leader said he would be

around if there was problems (LBDQ questions Mo, 2,3,5,6, & 7 check this
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manidpulation). Personal space invasion was considered high when: 1. the
“project was discussed in a staff meetine; 2. the leader shoolt hands with
the engineers, and 3. he checked on their prooress in person. Persona

space invasion was low vhen: 1, a packet explaining the project wms sent

to the engineer, and 2, the leader checked on the subordinates' rrorress

by havine the subordinate call him on the teleohone,

The next situation was gbout the installation of a new VATTS 1in
A1l three veriables weré used to illustrete this situation. Consideration
was high when the leader gave the subordinates advence rnotice and low
vihen he told them the dey it was installed (maninulation chaecked r
No. 15 of the 1L2D?). Initiating structure wasz considered hish when tﬁe
* -

3 - + 3 e -~ . L -~ 3 o i
leader informed the enzineers chout the miles and instructions concornine

the use of the line and low when he did not (checled hy o, & of the IDND).,

’
.
~.

Personal spece invesion wes then congideresd hirh vihen the informmetion
concerning the VATTID line vwes conveved in person end low vhen 1

2 mero or on the bhulletin boord,

Situation Mo.4 dealt with the swervizor's handlin~ of an enplorec

erconsl mpece invasion

vho was late to worlzs, Initiating structaxre and
were the varinbles involved, Structiore was consicdered hidh vihen the leader
streacsed conmony molicy to the tardf,f crmlovree and low vhen he let the
situation neoss (maninwlotion asegin chockied By Mo, 8).  Porconal zpace

* 3 . 3 1.3 . ' . 33 - . T e O 4.
invecion vas concicdered hich vhen the subordinate vwas confronted face~to-

g -y oot L, ! Ny 1 - x
ace b the lesder and low vhen the information vas nasced by tolerhione

or bulletin toard memos. .

In situntion Mo. 5 an enrinecr informed a fellow enmincer zbout the
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leader's use of uniform procedures. Initiating stl;ucture and personal
space invasion are the manipulated variables. Structure was high when
the leader required a standard format of design preseﬁte.tion and low when
the leader was not particular about the format (checked by No, 4 and 5 of
the ILBDQ). A small change in personal space invasion vas used in that
the subordinate said she was going to show the proposal to the leader

(high manipulation) or send the proposal to the leader (low manipulation).

The next situation concerned the leader's relationship with his
subordinates with menbership at a bowling team being used to. illustrate
the condition, Consideration and personal space invasion were the manip-
ulated variables. In conditions of high consideration, the leader and
the subordinate engineers were all members of an office bowling team and
the leader.inquired ebout the attendance of a member of the team viho had
been ill., Under low consideration, the leader was a member of a super—
visors! team and bregged to the subordinate sbout how well they were doing
(manipulation checked by cuestions Mo, 10, 13 and 16). Personal space
invasion was high when the leader came in person and put his hand on the
subordinate's shoulder and low vhen he telephoned. During the course of
this situation the leacer is asked about a problem concerning the proposal
desion., Initiating structure vas then maninulated by the leader making
several specific recormendations (high manipulation) or referring the .
subordinate to one of the other engincers for specifics’ (1ow manivulation,
checkied by No. 7, 8 and 9 in the LEDN).

The lest situation dealt with the selection of the best desien provosal.

All three variahles are agein used to illustrate this situation. Consid-

eration is considered high in the following cases used: 1. the leader



provided coffee and refreshments for the eneineers; 2. the leader rnazde

;

specific recommencations in several of the desicn; 3. the engineers
were glven en opportunity to respond to the recomended cl“an'»es, and
4, the leader expressed appreciation to the engineer whose sirm was
selected. Considerefion is then low vhen: 1. the le ader ¢id not provide
coffee or asked one of the engineers to bring just him a cup;.2. ro-
comendations supgested by ‘he leader were only general changes; 3. there

was no discussion about the changes susgested, and 4. the leader did not

I by question No. 2,

express anpreciation to any of the enzyineers (checked
10, 11, 12, 13, & 14), Initiating structure was high when the lcade:

gselected the best design and low when the engineers selected the design
o be used (checked by questions Mo, 1, 7 and 8). Personsl space in—

vasion was ’rﬁemipulated hish when: 1. the leader called a r*eotmf of the
groum, and 2. ghook Tie selected enginecer's hand or nut his am around

dm. Tt was menmipulated low vinen: 1. the secretary collected the propnosal

and 2. the best desisn vies posted on the bulletin Loard,

-4 o

Deserintion of

~

N

>

’

Two instrunents were uszed To collect data Tor this rescarch experiment,

4 hl

AJ ter the students had read

styvle, a manipulation check for the cchsideration and indtiation structure
varigbles was perconred,
Icader RNehavior Descrintion Muestiowaire., The maninulation check

Iinstiment wvas a qx.lesti inaire derived from LIDC Fom 10T, Dish and
Schriesheim (1974) conducted a content validity study of the Ohio Stabte
Leadership sceles and determined strong end mediunm loadings for items

m the Form XTI. The following items (strong loadings) were used to

the gsenarios desceribing the leader's sunervisory



measure conzi l ion:
1. He trics out his ideas with the group.
2. He does little things to malwe it
a member of the oroun.
3. Fe acts without conmuilting the croun,
4, Fe expresses ampreciation vhen one
merbers does a gond Job.
5. He troatzs all arow mernbers as his oou
€. MNe is willing to malie chanres.

7. He i

1o

>

advance notice of changes.

ut for the nersonal welfare of aro

€2

D

plcasant to be

of the grouw

i CmL"U.'.

e
e

Ttem number 8 wes considered a necative item and for the purpose of
enalysis the response scores were reversed, Indtiating structure wos
measured using the folloving items:

1. Tle makes his attitudes clear to the sroun.

2, Fe aszigns group members to rarticular tosis.

3. e schedules the worls to be dene.,

4, HMe maintains definite standzrds of performonce.

5. He encourszes the use of wniform mrecedures.

6. He asks that groww merbers follow standard rules

and regulaticons.

T 4 ~ I~
He decides vt

1
sholl

be done and hio

7 it zhall be cdone,

21

T™e swhjects were aslied Lo rate the leadsr on eoch item using a five point
Liltert scale, Each point on the scalce vwas assimmed a rmaber from one ©o
five to analize the data collected.

Sementic Diffarential, The sccond instrument was a2 semantic differ-




22
ential scale consisting of ten items describing various terms for the

dependent variables anxiety, job satisfaction and Jjob performance. The
1tems measured the subjects' perceptions of likely subordinate feelings
given the set of circumstances in the senario, Amxiety was measured by

the following pairs:

1. Tense - Calnm

2. Nervous - Serene

3. Anxious - Tranquil.
Each item had a five point Likert scale to denote varying degrees of the
opposite adjectives., Perceived job setisfaction was measured by

1. Satisfied - Unsatisfied

2. Tascinated -~ Bored

3. Challenged - Unchallenged

4. Heppy - Urhappy
The last category of items assessed perceived job performance, It was
measured by the following items:

1. Productive — Unproductive

2, lMotivated - Unmotivated

3. Hard working - Lazy
To avoid the bias etffects of proximity errors, some of the items were

reversed and in the analysis coded to correct this reversal.
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FESULTS

The results of this experiment will be shown through an examination
of the three dependent variables measured and a msnipulation check of

two independent variables.

Menipulation Check

As described carlier in the methodology section, a manipulation
check was performed on the independent variables consideration and
initiating structure. A form of the LZDQ was used to collect the data
needed to determine signitficant relatvionsnips. Using the SP3S version

of the analysis of variance, the maninulations of both varisbles vere
found to be significant. (See Table 1) Consideration was found to have
TADLE 1
AFALYSTS OF VARTAMCE TOR

MANTPULATION CHECKS

Source af s} F
Consideration 1 757.656 07 617H%%
Initiating Structure 1 529.0C4 130.679%
p<.,01*

P <.001**
p< 0001 #¥*

23
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an F value of 27.817 vihich is significant beyond the 0001 level. The

manipulation of initiating structure was found to have an F value of

130,679 and was also significant to the .01 level,

The results of the check give support to the validity of the senarios
to successiully convey the manipulation of consideration and initiating
structire, Without the verification, the results from the' Gependent var-
iables would be meaningless., Because there is not a standardized paper
and pencil instrument to measure invasion of personal space available and
because the students vere not physically subjected to invasion of personal
swace, the sltudents were not used to check the manipulation of this in-

-

dependent variable, liowever, two Jjudges were asked o assess the manipu-

<>

lation of personal srace 1n a blind condition. Their assessments corres—
ponded to the intended manipulation.

Job Satisfaction

The 2 x 2 % 2 analysis of varience for the dependent variable job
sa.tisfaC'tion is given in Table 2, The main effects reveal that only con-
sideration has a gignificant relationship as a predictor of job satisfaction.
then consideration was manipulated high, job satisfaction wes significantly
higher (x = 3.95) than vhen consideration vas low (% = 3.40, p<.0001, refer
to Tebles 2 and 3). This glves support to the first hypothesis.

L)

There is not a main effect produced by the veriable initiating
structure as predicted in Hypothesis 2. The relétionsbip indicated by the
analysis corresporris lo the predicted relationship: Jjob satisfaction
wnder high initiating structure (x = 3.85) was greater than under low

structure (X = 3.50), but not at a significant level(p = .607).



TABLE 2

ANATYSTS OF VARTAICE FOR

THE DEPIIDRITY VARTABLE JOD SATISrACTION

Source . af S F
1ain Effects
Consideration 1 131,406 19.357
Initiatine Structure 1 1.806 0.256
Spatial Invasion 1 1.056

Two-l'ey Interections

Congiceration _
Initiating Structure 1

Consideration
Spatial Thece

e

Initiating Structure

Spatial Invasion 1
Three-iay Interaction 1
Total 159

15.006

'7 [ptalal
2 OO

0.1%6

2.211

E S Yt e

ARSI

1.C03

7.293*%

p< .01*
p < .001%*
D < LOCOL*
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TABLE 3
MRANS TOR TrE DEPIIDENT

VARTABLE JOB SATISFACTION

Consideration Structure Spatial Invasion
High 3.85 3.65 3.60
Low 3.40 3.50 3.64

Hote: Ileans correspond to a 5 point scale with 5 being the highest.

The main effect of personal space invasion is also found to be non-
gignificant, but in the direction as indicated in iypothesis 3: under high
spatial invasion, Jjob satisfaction is lover (xx = 3.60) then under lovi in-
vasion (X = 3.64, p = .694), There are no two-way interaction effects
found to be significant between the independent variables but a three-way
interaction is found to be significant at a level of L0001, The possible

explanation for this result will be given in the next section.

Job Performance

The results for this variable are found in Tables 4 and 5. There is
not a significant main effect prod.ubed by consideration: under high
conditions of consideration, job performence was greater (x = 3.96) than
under low consideration (x = 3.66); however, the 0.078 significance level
is low enough to be considered in future studies as a possible relationship.

This relationship is found to be positive as predicted in Hypothesis 4.
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TABLE 4
ANALYSTS CF VARTAICE TFOR

THE DEPEIDENT VARTABLE JOP PERFORMANCE

Source af : 1S F
Main Effects

Consideration 1 198,600 3.157

Initiating Structure 1 31l.225 13.003*x**

Spatial Invasion 1 0.8CO 0.145
Two—visy Intersctions

Consiceration -

Initiating Structure 1 C.0C0 C.000

Com-;ideration -

Spatial Invasion 1 7.225 1.164

Initiating Structure -

Spatial Invasion 1 3.100 1.305
Three-viey Interaction 1 _ 11.025 1.776
Total 150 6.741
n < .0l*

P < O0L**
P < .OOQL*#**
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TABLE 5

MEANS TFOR THE DEPLINDENT

VARTABLE, JOB PEREFORNMATICE

Consideration Structure Spatial Invasion
High 3.90. 4,02 2.75
TLow 3.66 3.54 3.80

The main effect produced by initiating structure is found to be

1.0

at a significant level., Vhen initiating structure wes high, Jjob per-
formance was considered sisnificantly higher (i = 4.02) then when struc—
ture was low (X = 3,54, p <.0C01l). Tnis give support for the vrediction

in Hynothesis 5,

The rain effect produced by personal space invasion is not signif-
icant but as predicted vhen invasion was high, performence was lover
(x = 3.75) than vhen invasion was low (x = 3,80, » = .704). There are no

significant two or tlree-wey interaction effects found between the indepen—

dent variables as relating to perfomance,

Anxiety

The means and the gnalysis of variance for anxiety can be found in
Tables 6 and 7. There is a significant main effect produced by consider-
ation, As predicted in Hypothesis 7, vhen consideration was manipulated
high, anxiety was significantly lower (X = 2,53) then vhen consideration

vias low (% = 3.00, p<.000L).
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ANALYSTS OF VARTAWCE FOR THE

DEFENDENT VARTADLE AMIIETY

Source dc : S . F

Main Effects

Consideration 1 79,305 T, 87N

Initiating Structure 1 237,655 : 47,1327
Persional Sooce Invasion 1 79.3C5 15,827%%%

Two-ay Interactions

Congideration
Initiating Structure

[_J

0,15

6)]
O
C
o
!

Considerastion

Snatial Invasion 1 1.456 C.278

Initiating Structure

Spatial Tnvasion ] 3.905 C.775
Taree-tlay Interaction 1 . 6.0C6 1.191
Total 159 7.321

p<.C1*
p<,COLx*
P < 000L***



VARTADLE ANXTETY

Consideration Structure Spatial Invesion

Another sienificant main effect is produced by initiating stricture,
It has a significance level of less then 0001 and vhen initiating
structure is high, anxiely is significantly higher (% = 3.17) than wien

= R ~

structure was low (X = 2.33), This gives sunport to Hypothesis 8.

0}

'

v

[

The third main effect is produced by versonal cpece irwasion,

(R}

was also found to be significant at level of less than 0001, When the
invasion was high the analysis revealed that arxiety vias lower (x = 2,33).
than wnder low invasion (x = 3.@). This is contrary to the relationship
predicted in Hypothesis 9, A possible explanation will be discussed in

the next section. As in Jjob performance, no interaction effects are found

to be significant.
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DISCUCSTION

The resultz of this experiment have vielded interesting findines;
some sipporting the curront litercture and others pointing to ncw direc-
tions., The motheses on job satisfaoetion and porformarce were all
found to hove the correct relationships elthoush only a fow were found

.

to be significant. This part of the rescarch sumports the findines of

RPN 2 ey T, AT ' .
such research as ey, Mever, and TFrench (1955); YVakl (1989

@
e
v
Q
B
(
A
‘:4

Shericden, and Slociim (1975); and Schriezheim, Icuse, and Kerr (1973).

. . - 4, 1 1~ 2 55 JRpR o - 3 el -3 3~
The rcsearcn data supnorts the hypothesis that consideration positively

i

. .

aftfects job satisfaction., This weos oxmected to be sismificant vith
consiideration ticd clezely to satisfaction in the literature. The
other sismificant relationzhin was the pozitive effect indtiating struc-
ture had on job perforrmence. This is consiztent with that literature
vhich surrests that if the leader plays a more active role in directing

the group; perfernimance will then increase because the leader has a direc-

tional or motivating affect on the subordinztes.

The results 2150 revealed a strons relationshin between arzdety and

3 ,\ K3 T . - . - .
cach of the three independent variobles, Consideration vas found to he
e iy - ~rey < i ' - vl Rave —~
very neratively relaced ©o exviiety vhich supnorts the findings of Ogzlzlander

-

and Fleictman (1054), YWhen o leader is considerate towerds a subordinate
through supnortive actions, that subordinate will feel more secure in

his/her vosition and thus levels of anxdety will be reduced, Inditiatineg

structure was found to be very vositively related to axiiety, This cean

31
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he expected sinece the use and compliznce with stric't' rules end rerulations
- cén increase tension on the part of the smubordinate. Personal space in-
vesion was found to be a stronz negative predictor of Aam{‘ie{,y. This is
contrary co the hynothesis "rd the literature in this area. Tivvasion was
conzistently found to he arousing in studies such as Felipe and Sormar
(1866); Baxter and Deanovicﬁ. (1970); Middlemist, Knov:leé, and Matter
(1976); end Vorchel and Teddlie (1976). One explanation for this seemingly
opposite effect is that the subjects in this exseriment verceived the

nipulations of invasion of personal spece as an extension of the con-

D)

0

ideration variable, The plysical invasion of the Jeader is difficult ©o
convey through the means of a written senario, The students could have
perceived the ohwysical contact of the leader as a degree of warmth., This
explanation is consistent with the finding that cchsideration is a nesative
predictor of ancdety. If the leader shoved warmth instead of invasion, a

similar relationshipy would exist,

The other area in the results that deserves attention in this section
is the three-way interaction between the variables predicting jcb satis-—
faction, This was the only interaction found to be significant. The inter-
action between these variables is not a sinple relationship. As illustrated
by Figure 1, an inverse relationship exists between consideration and
initiating structure. Higher ‘levels of satisfaction are associated with
high consideration. 'This is evident in Teble 8 which is the tabular form
of Figure 1. Regardless of the manipulations of structure and spatial in-
vasion, consideration predicts the level of satisfaction. This suggests
thet of the three predictors, consideration is the strongest contributor

to satisfaction.
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FIGURE 1
THREE-VAY INTERACTION EFFECT

ON THE DEPENDENT VARTABLE JOB SATISFACTION
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THFREE-VAY INTERACTION ITFECT ON

THE DEPIIDENT VARIADLE JOB SATISFACTION
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Mean levels Consideration: : Structure Spatial Invazicn
4.03 High . Low High
3.85 High High Low
3.78 High Low Low
2.75 Hign Tich High
3.61 Low igh izt
2.56 Low Low Lew
3.3¢ Lovr Hish Low

Lo Lowrs
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Initiating structure, according to the main effects results, is
pogsitively related to satisfaction. In this interaction the relationship
is foundé to be very weak, When consideration is high, structure plays a
small part in increasing satisfaction., If the top row of Table 8 were
dropped to below the fourth line, the menipulations and their. effects wbuld
become more consistent. The highest level of satisfaction would fhen be
obtained through high degrees of consideration and structure and a l§w
degree of spatial invasion, Initiating structure (the veakest component)
would then be the distingushing factor between level 1 and 2. Then with
spatial invasion (the second strongest component) menipulated high,
initiating structure would again distingush betieen level 3 and 4. To
continue this expilanation for the lower half of the table, .line 5 and 6

would have to be reversed,

Although the above theory is not fully suwported by the results in
this experiment, it does give a hasis from which further research can be
erployed, The results do support the theory that spatial invesion is in-
volved and does interact with leader behaviors. Better methods of convey- '

ing manipulations are needed to assure accurate results in future studies,

There are a few suggestions on thé design that might improve the

- findings of future research in this area. First, the sample could be im-
proved by selecting subjects more acc@stmed to the leader/subordinate re-—
lationships., HMost students have limited experience in dealing with a super-
visor, Secondly, as Kormen (1966) sugcested, performance data should not

be collected ;‘.‘rom the same individuals that rate the predictors. Job
evaluations would be a good means of obtaining performance data that

would not be subject to subordinate biases. Finally, one interesting way to
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convey the manipulations of consideration, structure, and spatial invasion
is through the use of video equipment. This would illustrate the inter-
personal distances more efficiently than the senarios. A combination of
the senarios and the video tapes might very well solve the problem of

subjects misinterpreting spatial inwvasion for warmth,
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JGreeﬁ Systems is a ;arge corporation, located in a midwestern state,
tﬁat contracts the‘désign and productian of aircraft. They would like to
improve the supervisory skills of their first and second liﬁe managers.
Greer Systems has been looking for a coordinator to head up a supervision
workshop. In order to assess potential candidates, observers were sent to
several leading managers  to record their supervisory styles. The sélected
managers were told that their office.was'ﬁeing observed to detg:mine the
function of each employee in Greer Systems. The observer would}Be a tempor- -
ary assistant to help catch up on the paperwork that was lagging behind. 1In
this manner the manager and his subordinates could be observed Qﬁder their
normgliconditions. We would like you to read one of the observ;;'s reports
and answer some questions assessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of landing
gears. The team is composed of four engineers who have been wofking together
for about eleven months. Presently the team is working on a project to im~
prove the lahding gear for a jet fighter produced for the Navy. Mr. Manning
is a former naval pilot and has been with the company for several years. When
the contract was negotiated with the Navy for the fighters, Mr. Manning was a
logical choice to head up one of the designing teams.

The observation started Monday morning, the 12th of February. This ob-
~ server worked in an office with Robert Spaulding, a senior member of the team.
Robert has a degree in aeronautical engineering and has been with the firm for
six years. He was out with the flu the preceding Thursday and Friday. In the
office lobby, Mr. Manning put his arm around Robert, welcoming him back to
work. Mr. Manning asked him how he was feeling and if he neededAany help
catching up. Robert told him that he Qas better and wouldn't have any prob-

lems catching up. Mr. Manning then reminded him of the staff meeting to be
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held later that morning.

In the staff meeting, everyone was greeted with a handskake by Mr. Man-
ning. He then introduced a new project to all the engineers on his team.
Because of the stress put on the landing gear of the jet fighter when it
makes a short landing on an aircraft carrier, a problem arose with the wheel.
bearings. Mr. Manning gave a short history of the problém and mentioned
previously tried solutions. He then made specific work assignments to the
individuals on the team and asked that they be prepared to present their
findings on Thursday. He also reminded the enéineers to follow the company's
normal design procedures: making the drawing to scale, recommending a series
of experiments to test fhe design, etc. He asked that he be allcwed to check
each engineer's progress by examining each step in the production and develop-
ment of the new design.

After answering questions on the new project, Mr. Manning made some ad-
ministrative announcements. He told the team that the company was installing
a new WATTS line on Thursday, so from Thursday on they should be careful to
make all long distance calls on that 1line alone. He promised further details
on the line's use when it was installed. As a final announcement Mr. Manning
brought up the fact that several employees were not at the office on time in
the mornings. He reminded them that it was company policy that they be there
on time or they would have to make up the time.

On Tuesday, Robert was working in his office when a fellow engineer,
Déréthy Andrews, stopped in with a sketch of the proposed design. She planned
to show it to Mr. Manning and asked Robert's opinion. After looking the draw-
ing over, Robert reminded Dorothy that Mr. Manning required a certain format
for design presentations, including avspecific scale and a number of measurements

and relevant figures on the same page. Dorothy thanked Robert for his criticisms



and geturned to her office.

| Later that afternoon Mr. Manning dropped by Spaulding's office to check
on Robert's pfogress on the design. They discussed a préblem Robert had with
the wheel bearings and Mr. Manning made several specific recommendations.
Afterward Mr. Manning put his hand on Robert's shoulder and asked him if he
felt up to bowling with them in the company league that evening. Robert as-
sured him that he would be able to attend.-

Thursday afternoon,'after examining all the proposals, Mr. Manning
called a meeting for all the engineers and asked his secretary to bring them
some coffee. At this time, Mr. Manning proposed some changes of his own in
some of the designs and asked for the team's objections and suggestions.
After a forty-five minute discussion, Mr. Manning decided that Tom Jackson's
design was the best. Mr. Manning shook Tom's hand and congratulated him on
the selection of his design. At the end of the meeting, Mr. Manning . gave each

employee a WATTS directory and a manual outlining the procedures for its use.



SEUARTO 1O, 2

enipulations

Consideration High
Initiatine Structure High

Spatial Irwasion Low



48

Greer Systems is a large corporatién, located in a midwestern state,
chat contracts the design and productién of aircraft. They wéuld like to
mprove the supervisory skills of their first and second line managers.
sreer systems has been looking for a coordinatof to head up a supervision
jorkshop. In order to assess potential candidates, observers were sent to
several leading managers to record their supervisory styles. The seiected
nanagers were told that thelr office was being observed to determine the
function of eacﬁ employee in Greer Systems. The observer would be a tempor-
ary assistant to help catch up on the paperwofk that was lagging behind. In
this manner the manager and his subordinates could be observed under their
normal conditions. We would like you to read one of the observer's reports
and answer some questions assessing the manager's supervisdry skills.

Mr. Jerry Manning is the head of an engineering team in charge of land-
ing gears. The team is composed of four engineers who have been working to-
gether for about eleven months. Presently the team is working on a project
to improve the landing gear for a jet fighter produced for the Navy. Mr.
Manning is a former naval pilot and has been with the company for several
years. When the contract for the fighters was negotiated with the Navy, Mr.
Manning was a logical choice to head up one of the designing teams.

The observation started Monday morning, the 12th of February. This ob-
server worked in an office with Robert Spaulding, a senior member of the
team. Robert has a degree in aeronautical engineering and has been with the
firm fof six years. He was out with the flu the preceding Thursday and Fri-~
day. In his office, Robert received a telephone call from Mr. Manning, who
asked how he was feeling and if he needed any help in catching up on his
work., He told Robert to expect the secretary to bring him a packet contain-

ing that week's project. Later that morning, Robert received his packet and
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as Mr. Manning had said, it contained sbecific information on a new design
project. Because of the stress put on the landing gear of the jet fighter
when it makes a short landing on an aircraft carrier, a problem arose with
the wheel bearings. A brief histéry of the problem was included in the packet
and previously tried.solutions were mentioned. Robert was given his specific
assignment and was asked to prepare a report for Mr. Manning for Thursday.
Mr. Manning's note reminded Robert to follow the company's normal design pro-
cedure: making the drawing to scale, recommending a series of experiments to
test the design, etc. It also asked Robert to.keep Mr. Manning posted on the
pfogress of each step in the production and development of the design.

On Tuesday, Robert received a memo from Mr. Manning which stated that the
company was installing a new WATTS line on Thursday and instructed him to make
all long distance calls on that line alone following Thursday. It also told
him that he would be receiving a WATTS directory and a manual outlining the
procedures for its uée.

On Wednesday, Robert was working‘in his office when a fellow engineer,
Dorothy Andrews, stopped in with a sketch of the proposed design. She planned
to send it‘to Mr. Manning and asked Robert's opinion. After looking over the
drawing, Rbbert reminded Dorothy that Mr. Manning required a certain format
for design presentations, including a specific scale and a number of measure-
ments and relevant figures on the same page. Dorothy thanked Robert for his
.criticisms and asked him if he had noticed the new announcement that Mr. Man-
ning had posted on the bulletin board. When he said that he had not, she said
it reminded all employees that it was company policy that they be on time in
the mornings or they would have to make up the time.

Later that day, Mr. Manning called Robert to check on his progress on

the design. They discussed a problem Robert had with the wheel bearings and



Mr. Manning made several specific recommendations. Afterwards, he asked
Robert if he felt up to bowling with them in the company league that evening.
Robert assured him that he would be able to attend.

On Thursday morning, Mr. Manning's secretary came by and collected the
design propbsals. She told Robert that Mr. Manning had provided coffee and
" doughtnuts for the engineers in the lounge. After Mr. Manning ¥evieWed each
proposal, he returned them with specific recommendations for changes. He
then wanted each team member to let him know what they thought of his recom-
mendations. | | |

On his way out of the office Friday afternoon, Robert noticed that Tom
Jackson's proposal had been posted on the bulletin board. It had been se-
lected by Mr. Manning as the design for the project. Robert stopped by Tom's

office and congratulated him.
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Greer Systems is a large corporation, located in a midwestern state,
that contracts the design and production of aircraft. They would like to
improve the supervisory skills of their first and second line managers.
Greer Systems has been looking for a coordinator to head up a supervision
workshop. In order to assess potential candidates, observers were sent to
several leading managers to record their supervisory styles.. The selected
‘managers were told tha; their office was being observed to determine the
function of each employee in Greer Systems. The observer would be a tempor-
ary assistant to help catch up on the paperwork that was lagging behind. 1In
this manner the manager and his subordinates could be observed under their
normal conditions. We would like you to read one of the observer's reports
and answer some questions assessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of land-
ing gears. The team is composed of four engineers who have bsen working to-
gether for about eleven months. Presently the team is working oﬁ a project
to improve tﬁe landing gear for a jet fighter produced for the Navy. Mr.
Manning is a former naval pilot and has been with the company for several
years. When the contract was negofiated withrthe Navy for the fighters, Mr.
"Manning was a logical choice to head up one of the designing teams.

The observation started Monday morning, the 12th of February. This ob-
- server worked in an office with Robert Spauldiné, a senior member of the
team. He has a degree in aeronautical engineering and has been with the
firm for six years. Roberé was out with the flu the preceding Thursday and
Friday. In the office lobby, Mr. Manning put his arm around Robert, welcom-
ing him back to work, and asked him if he was feeling better and if he needed
an& help in catching up. Robert told him that he was better and wouldn't

have any problems catching up. Mr. Manning reminded him of the staff meeting
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to be held later that morning.

In the staff meeting, Mr. Manning greeted everyone with a handshake. He
then introduced the new project to all the engineers on his team. Because of
the stress put on the landing gear of a jet fighter when it makes a short
landing on an aircraft carrier, a problem arose with the wheel bearings.

Mr. Manning gave a general description of the problem and asked them to make
thgir assignments and submit a design later that week. He also told them he
would be around throughouf the week if they needed him. As an administrative
announcement, Mr. Manning told the team that the company was installing a new
WATTS line on Thursday. Mr. Manning left the meeting and the engineers dis-
cussed who would have each assignment. One of the engineers suggestedlthat
it might be a good idea if they followed some type of uniform procedures.

The other engineers agreed and the procedures were set by the group.

Tuesday morning, Joe Benson, one of the engineers,was late getting to
work. Joe went to Mr. Manning and explained the reason why he was late. Mr.
Manning put his hand on Joe's arm and told him it was all right and not to
worry about 1t.

On Wednesday, Robert was working in his office when a fellow engineer,
Dorothy Andrews, stopped in with a sketch of the proposed design. She planned
to show the drawing to Mr. Manning and asked Robert's opinion on the format.
After looking over the drawing, Robert told her that Mr. Manning didn't re-
quire any particular fofmat, but the format she used was fine.

Later that afternoon, Mr. Manning dropped by Spauldingis office. He put
his hand on Robert's shoulder and asked him if he felt up to bowling with them
in the company league that evening. Robert assured him that he would be able
_ to attend. Robert then asked Mr. Manning about a problem he had with the de-

sign of the wheel bearings. Mr. Manning told him to.check with one of the



other engineers for specifics.
| Thursday afternoon Mr. Manning called the engineering group into his

office and told them to bring their proposals with them. Mr; Manning asked
his secretary to bring them some coffee. After looking over the designs that
were finished, Mr. Manning proposed some changes of his own and asked for the
team's objections and suggestions. The team discussed the differeng proposals
and decided that Tom Jackson's design was gﬁe best. Mr. Manning shook Tom's
hand and congratulated him on the selection of his design. At the end of the

meeting, Mr. Manning gave everyone a WATTS directory for their desks.
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Greer Systems is a large corporation, located in a midwestern state,
that contracts the design and prodﬁction of aircraft, They would like to
improve the supervisory skills of their first and second line managers. Greer
Systems has been looking for a coordinator to head up a supervision workshop.
In order to assess potential candidates, observers were sent to several lead-
ing managers to record their supervisory styles. The selected managérs were
told that their office was being observed to determine the function of each
employee in Greer Systems. The observer would be a temporary assistant to
help catch up on the paperwork that was lagging behind. In this manner the

-manager and his subordinates could be observed under their normal conditions.
We would like you to read one of the observer's reports and answer some ques-
tions assessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of land-
ing gears. The team is composed of four engineers who have been working to-
gether for about eleven months. Presently the team is working on a project
to improve the landing gear for a jet fighter produced for the Navy. Mr.
Manning is a former naval pilot and has been with the company for several
years. When'the contract for the fighters was negotiated with the Navy, Mr.
Manning was a logical choice to head up one of the designing teams.

The observation started Monday morning, the 12th of February. This ob-

- server worked in an office with Robert_Spauldiné, a senior member of the

team. He has a degree in aeronautical ‘engineering and has been with the

firm for six years. Rober& was out with the flu the preceding Thursday and
Friday. In his office Robert received a telephone call from Mr. Manning, who
asked how he was feeling and whether he needed any help in catching up on his
work. Mr. Manning also told him to expect the secretary to bring him a packet

containing this week's project. Later that morning Robert received his packet



and as Mr. ﬂanning had said, it contained information on the new project.

’ Bécaﬁse of the stress put on the landing gear of the jet fighter when it

makes a short landing on an aircraft carrier, a problem arosé with the wheel
bearings. A general description of the problem was enclosed and Robert was
asked to submit a design later .that week. Mr. Manning said to call if Robert
had problems with the design. After lunch, the engineers got together to dis-
cuss the new project and to decide who woﬁid have each assignment. One of the
engineers suggested that it might be a good idea of they followed some type of
uniform procedure. The other engineers agreed and the procedures weré set up
by the group.

Tuesday morning Joe Benson, one of the engineers, was late getting to
work. Joe called Mr. Manning and explained the reason why he was late. Mr.
Manning told him that it was all right and not to worry about it.

Later on Tuesday Robert received from Mr. Manning a memo which stated
that the company was installing a new WATTS line on Thursday.

On Wednesday, Robert was working in his office when another engineer,
Dorothy Andrews, stopped in with a sketch of the proposed design. She planned
to send it to Mr. Manning and asked Robert's opinion on the format. After
looking over the drawing, Robert told her that Mr. Manning didn't require any
particular format, but the format she used was fine.

Later that day Mr. Manning called Robert and asked if he felt up to
bowling with them in the company leagué that evening. Robert assured him he
would be able to attend and then asked Mr. Manning about a problem he had
with the design of the wheel bearings. Mr. Manning told him to check with
one of the other engineers for specifics.‘

Thursday morning Mr. Manningh secfetary came by and collected the design

'proposals. She told Robert that Mr. Manning had provided coffee and doughnuts
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in the lounge for the engineers. After reviewing the proposals that were
finished, Mr. Manning posted each proposal on the bulletin board and
asked all the engineers to vote for the best design.

On his way out of the office Friday afternoon, Robert noticed that
Tom Jackson's design was posted on the bulletin board. It had been selected
by the enginéers for the project. Robert stopped by Tom's office and con-

gratulated him.
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Greer Systems is a large corporation, located in a midwestern state,
that contracts the design and production of aircraft. Tﬁey would 1like to
improve the supervisory skills of their first and second line managers.

Greer Systems has been looking for a coordinator to head up a supervision
workshop. In order so assess potential candidates, observers were sent to
several leading managers to record their supervisory styles. The selected
managers were told that their offise was being observed to determine the
function of each employee in Greer Systems. The observer would be a temporary
assistant to help catch up on the paperwork that was lagging behind. In this
manner the manager and his subordinates could be observed under their normal
conditions. We wouldllike you to read one of the observer's feports and
answer some questions assessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of landing
gears. The team is composed of four engineers who have been working together
for about eleven months. Presently the team is working on a project to im-
prove the landing gear for a jet fighter produced for the Navy. Mr. Manning
is a former naval pilot and has been with the company for several years.

When the contract for the fighters was negotiated with the Navy, he was a
logical choice to head up one of the design teams. |

The observation started Monday morning, the 12th of February. This
observer worked in an office with Robert Spaulding, a senior member of the
team. He has a degree in aeronautical engineering aﬁd has been with the
firm for six years. Robert was out with the flu the preceding Thursday and
Friday. In the office lobby, Robert was stopped by Mr. Manning who asked
why he was behind in his work. Robert explained that he had been ill the
last part of the previous week. Mr. Manning put his hand on Robert's shoulder

and told him to do his best to get caught up quickly because they had a new
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project thét week. Mr. Manning then reminded him of the staff meeting to be
held later that morning.

In the staff meeting everyone greeted Mr. Manning with a handshake. Mr.
Manning introduced a new project to all the engineersvon his team. Because
of the stress put on the landihg gear of the jet fighter when it makes a short
landing on an aircraft carrier, a problem arose with the wheel bearings. Mr.
Manning gave a short his;ory of the problem and mentioned previously tried
solutions. He then made specific work assigmments to the individuals on the
team and asked that they be prepared to present their findings on Thursday.
Mr. Manning also reminded the engineers to follow the company's normal design
procedures: making the drawing to scale, recommending a series of exﬁeriments
to test the design, etc. He asked that he be allowed to check each engineer's
progress by examining each step in the production and development of the de~
sign. As a final announcement, Mr. Manning brought up the fact that certain
employees were not at the office on time in the mornings. He specifically
reminded Joe Benson that it was company policy that he be there on time or he
would have to make up the time.

On Tuesday, Robert was working in his office when a fellow engineer,
Dorothy Andrews stopped in with a sketch of the proposed design. She planned
to show it to Mr. Manning and asked Robert's opinion. After looking the |
drawing over, Robert reminded Dorothy that Mr. Manning required a certain
format for design preséntations, including a specific scale and a number of
measurements and relevant figures on the page. Dorothy thaﬁked Rober t for
the criticisms and returned to her office.

Later that afternoon Mr. Manning.dropped by Spaulding’'s office to check
Robert's progress on the design. They discussed a problem Robert had with
the wheel bearings and Mr. Manning made several specific recommendations.

Afterwards he talked about his bowliﬁg team. Putting his hand on Robert's
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shoulder, Mr. Manning told him how well he and some other supervisors on
his bowling team were doing in the company league. Robert congratulated
him on their success.

Thursday afternoon, Mr. Manning called the engineering group into his
office and told theﬁ to bring their proposals with them. After examining
each deSign; he decided that Tom Jackson's design was the best. Mr. Manning
puﬁ his arm around Tom and handed.him the design. He told Tom to make sev-
eral specific changes before implementing the design. Mr. Manning asked
Dorothy to bring him some coffee and told the other engineers that the com-
pany had installed a new WATTS line and from then on, they were to use that
line for ail long distance calls, He then handed them a WATTS directory

and a manual outlining the procedure for its use.
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Greer Systems is a large corporation, located in a midwestern state,
that contracts the design and production of aircraft. They would like to
improve the supervisory skills of their first and second line managers.

Greer Systems has been looking for a coordinator to head up.a supervision
workshop. 1In order'to assess potential candidates, observers were sent to
Eseveral leading managers to record their supervisory styies. The seiected
managers were told that their office was being observed to determine the
function of each employee in Greer Systems. The observer would be a tempor-
ary assistant to help catch up on the paperwor# that was lagging behind. 1In
this manner the manager and his subordinates could be observed under their
normal conditions. We would like you to read one of the observer's reports
and answer some questions assessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of land-
ing gears. The team is composed of four engineers who ha w been working to-
gether for about eleven months. Presently the team is working on a project
to improve the landing gear for a jet fighter produced for the Navy. Mr.
Manning is a former naval pilot and has been with the company for several
years. When the contract for the fighters was negotiated with the Navy, he
was a logical choice to head up one of the designing teams.

The observation started Monday morning, the 12th of February. This ob-~
server worked in an office with Robert Spaulding, a senior member of the team.
ﬂe.has a degree in aeronautical engineering and has been with the firm for six
_years. Robert was out with the flu the preceding Thursday and Friday. 1In his
office Robert received a telephone call from Mr. Manning who asked why he was
behind in his work. Robert explained that he had been ill the last part of
thé previous week. Mr. Manning told him to do his best to get caught up
quickly because they had a new project that week. Mr. Manning also told him

{
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to expect the secretary to bring him a packet containing that week's project.
Later that morning Robert received his packet and as Mr. Manﬁing had said,

it contained specific information on a new design project. Because of the
stress put on the landing gear of the jet fighter when it makes a short land-
ing on an aircraft éarrier, a problem arose with the wheel bearings. A brief
history of the problem was included in the packet and préviously tried solu-
tions were mentioned. Robert was.given his specific assignment and was asked
to prepare a report for Mr. Manning for Thursday. Mr. Manning's note reminded
Robert to follow the comﬁany‘s normal design procedures: making the drawing
to scale, recommending a series of experiments to test the design, etc. It
also asked Robert to keep him posted on the progress of each step in the pro-
duction and development of the design.

Tuesday morning, Joe Benson, one of the engineers, was late getting to
work. Joe called Mr. Manning and explained the reason why he was late. Mr.
Manning told him he would have to make up the time because it was company
policy that employees make up lost time.

On Wednesday, Robert was working in his office when a fellow engineer,
Dorothy Andrews, stopped in with a sketch of the proposed design. She planned
to send it to Mr. Manning and asked Robert's opinion. After looking over the
drawing, Robert reminded Dorothy that Mr. Manning required a cerfain format
for design presentations, including a specific scale and a number of measure-
ments and relevant figures on the same page. Dorothy thanked Robert for his
criticisms and returned to her office.

Later that day Mr. Manning called Robert to check his progress on the
design. They discussed a problem Robert had with the wheel bearings and Mr.
Manning made several specific recommendations. Afterward Mr. Manning talked

about how well he and some other supervisors on his bowling team were doing in
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the -company league. Robert congratulated him on their success.

Thursday morning Mr. Manning's secretary came by and collected the de-
sign proposals. After examining the proposals, Mr. Manning decided that
Tom Jackson's design was the best. Manning sent Tom's proposal back to
him and told him to make several specific changes before implementing the
design.

Friday afternoon Robert received a memo frdm Mr. Manning telling him
that the company had installed a new WATTS line on Thursday and from then on
he should make long distance calls only on that line. He also sent Robert a

WATTS directory and a manual outlining the procedures for its use.
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Greer Systems is a large corporation, located in a midwestern state,
that contracts the design and production of aircraft. They would like to
improve the supervisory skills of their first and second line managers. Greer
Systems has been looking for a coordinator to head up a supervision workshop.
In order to assess potential candidates, observers were sent to several lead-
ing managers to record their supervisory styles. The selected managers were

-told that their office was being observed to determine the function of each
employee ‘in Greer Systems. The observer would be a temporary assistant to
help catch up on the paperwork that was lagging behind. In this mannef the
manager and his subordinates could be observed under normal conditions. We
would like you to read one of the observer's reports and answer some questions
agsessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of land-
ing gears. The team is composed of four engineers who have been working to-
gether for about eleven months. Presently the team is working on a project
to improve the landing gear for a jet fighter produced for the Navy. Mr.
Manning is a former naval pilot and has been with the company for several years.
When the contract for the fighters.was negotiated with the Navy, Mr. Manning
was a logical choice to head up one of the designing teams.

The observation started Monday morning, the 12th of February. This ob-

. server worked in an office with Robert Spauldiné, a senior member of the team.
Robert has a degree in aeronautical engineering and has been with the firm-
for six years. He was out‘with the flu the preceding Thursday and Friday. 1In
the office lobby, Robert was stopped by Mr. Manning who asked why he was be-
~hind in his work. Robert explained that he had been ill the last part of the
previous week. Mr. Manning put his hand on Robert's shoulder and told him to

do his best to get caught up quickly because they had a new project that week.
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Mr. Manning then reminded Robert of the staff meeting to be held later that
morning.

In the staff meeting, everyone greeted Mr. Manning with a handshake
when he arrived. Mr. Manning then introduced the new project to all the engi-
neers on the team. Because of the stress put on the landing gear of the jet
fighter when it makes a short landing on an aircraft carrier, a problem arose
with the wheel bearings. Mr. Manning gave a general description of the prob-
lem and asked them to make their assignments and submit a design later that
week; He also told them that he would be arouﬁd throughout the week if they
needed him. Mr. Manning left the meeting and the engineers discussed who would
have each assignment. One of the engineers suggested that it might be a good
idea if they followed some type of uniform procedures. The other engineers
agreed and the procedures were set by the group.

Tuesday morning, Joe Benson, one of the engineers, was late getting to
work. Joe went to Mr. Manning and explained the reason why he was late., Mr.
Manning put his hand on Joe's arm and told him that it was all right but not
to let it happen too often.

On Wednesday, Robert was working in his office when a fellow engineer,
Dorothy Andrews, stopped in with a sketch of the proposed design. She planned
to show it to Mr. Manning and asked Robert's opinion on the format. After
looking the drawing over, Robert told her that Mr. Manning didn't require any
particular format, but that the format she used was fine.

- Later that afternoon, Mr. Manning dropped by Spaulding's office. Putting
his hand on Robert's shoulder, Mr. Manning talked about how well he and some
other supervisors on his bowling team were doing in the company league. Robert
congratulated him on their success and then asked Mr. Manning about a problem

he had with the design of the wheel bearings. Mr. Manning told him to check
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with one of the other engineers for specifics.

Thursday afternoon, Mr. Manhing called the engineering group into his
office and told them to bring their proposals with them. After a forty-five
minute discussion on the proposals that were finishad, the team decided that
Tom Jackson's design was the best. Mr. Manning handed him the design, and
with one arm on Tom's shoulder, told him of some very general changes that Tom
should think about before implmenting the design. Mr. Manning asked Dorothy
to bring him some coffeé and told the other engineers that the company had

installed a new WATTS line that day.
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- Greer Systems is a large corporation, located in a midwestern state,
that contracts the design and production of aircraft. They,would like to
improve the supervisory skills of their first and second line managers.

Greer Systéms has been looking for a coordinator to head up a supervision
workshop., 1In order_to assess potential candidates, observers were sent to
several leading manégers‘to record their. supervisory styles. The'selected
managers were told that their office was being observed to determine the
function of each employee in Greef Systems. The observer would be a.tempor-
ary assistant to help catch up on the paperwork that was lagging behind. In
this manner the manager and his subordinates could be observed under their
normal conditions. We would like you to read one of the observer's'reforts
and answer some questions assessing the manager's supervisory skills.

Mr. Jerry Manning is the head of an engineering team in charge of land-
ing gears. The team is composed of four engineers who have been working
together for about eleven months. Presently the team is working on a project
to improve the landing gear for a jet fighter produced for the Navy. Mr.
Manning is a former naval pilot and has been with the company for several
years. When‘the contract for the fighters was negotiated with the Navy, Mr.
ﬁanning was a logical choice to head'upﬁone of the designing teams.

The observation started Monday'morning, the 12th of February. This ob-
server worked in an office with ﬁobert Spaulding, a senior member of the team. ‘
Robert has a degree in éeronautical engineering and has been with the firm for
six years. He was out with the flu the preceding Thursday énd Friday. In his
office, Robert received a telephone call from Mr. Manning, who asked him why
he was behind in his work. Robeft explained that he had been ill the last
part of the previous week. Mr. Manning told him td do his best to get caught up

quickly because they had a new project that week. Mr. Manning also told him



to expect the secretary to bring him a packet cogtaining that week's project.
Later that morning, Robert received his packet and as Mr. Manning had said,
it contained.information on the new project. Because of the stress put on
the landing gear‘of the jet fighter when it makes a short landing on an air-
craft cafrier, a problem arose.with the wheel bearings. A general descrip-
tion of the problem was included in the packet and instructions asked Robert
to submit a design later'that weék.' Mr. Manning said to call if Robert had
any problems with the design. After lunch the engineers got together to
discuss the new project and to décide who would have each assignment. One
of the engineers suggested that it might be a good idea if they followed some
type of uniform procedures. The other engineers agreed and the procedures
were set by the group.

Tuesday morning, Joe Benson, one of the engineers,was late getting to
work. Joe called Mr. Manning and explainedAthe reason why he was late. Mr.
Manning told him that it was all right but not to let it happen too of ten.

On Wednesdaj, Robert was working in his office when a fellow engineer,
Dorothy Andrews, stopped in with a sketch of the proposed design. She planned
to send it to Mr. Manning and asked Robert's opinion on the format. After
lboking over the drawing, Robert told her that Mr. Manning didn't require any
particular format, but that the format she used was fine.

Later that day Robert calleé Mr. Manning about a problem he had with the ‘
design of the wheel beérings. Mr. Manning told him to check with oﬁe of the -
other engineers for specifics. Mr. Manning then talked abo;t how well he and
some other supervisors on his bowling team were doing in the company league;
Robert congratulated him on their success.

Thursday morning, Mr. Manning's secretary came by and collected the de-

sign proposals. After reviewing the proposals that were finished, Mr.
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Manning posted each proposal on the bulletin board and asked all the engi-
neers to vote for the best design.

On his way out of the office Friday afternoon, Robert noticed on the
bulletin board that the company had installed a new WATTS line on Thursday.
It was also posted that Tom Jackson's proposal had been selected by the engi-

neers as the design for the project. Robert stopped by Tom's office and con-

gratulated him,
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SUPERVISOR

The following section 1s to be used to describe the'leader of the group.
Assuming that the brief description of Mr. Jerry Manning is typical of his
usual behavior, we would like your opinion of that behavior. Your opinions
are to be indicated by placing a circle around one answer for each question.
1. He makes his attitudes ;1eaf to the group.
always ofﬁen . occasionally seldom never
2. Hé assigﬁs group members.to particular tasks.
-always ‘ofteﬁ‘ occasionally seldom‘ never
3. He schéduies fhe wérk téibe done.
élways, ~often occasiénally seldom never
4. .He maintaiﬁs definite standards of performance.
© always often . occasionally seldqm never
5. .He encourages the use of uniform procedures.
always often occasionally seldom never
6. He asks that group members follow standard rules and regulatioms.
glways often occasionally seldom never
7. He decidés what shall be done and how it shall be doné.~
| always of ten occasionally seldom never
8. He makes sure that his part in.the group is understood by the group membérs.
» .aiways often ~ occasionally“ “sél&oﬁ | neﬁér S |
9. He triea out his ideas with the group.
aiways.' ‘dfteﬁ occasionally séldom . never
10. He does litéle things to make it pleasant to be a member of the group.
always often occésionally seldom never
11. He acts without consulting the group.
always often occasionally x seldom never

12. He expresses appreciation when one of the group members does a good job.

always often occasionally seldom . never



13.

14.

15.

16.

He treats all group members as his equals.

always of ten occasionally seldom
He is willingrto make changes.

always often-. occasionally seldom
He gives advance notice of changeé.

always often occasionally seldom

He looks out for the personal welfare of group members.

always often occasionally seldom

never

never

never

never
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SUBORDINATES

In this section of the questionnaire, you are asked to judge the extent to
which each of the following descriptive words accurately describes the feel-
ings and job performances of Mr. Jerry Mamnning's subordinates.

For each pair of words, place an X over the degree that you feel best des-
cribes the subordinates. For example, if the pair of words were Happy, Unhappy,
and you felt the subordinates were probably extremely happy,. then you would
place am X on degree number 1 as shown below. :

Happy __X 3 Unhappy
1 2 3 & s

Mr. Manning's subordinates are likely to be:

1. Tense ) Calm
1 2 3 4 5

2. Satisfied Unsatisfield
1 2 3 4 5

3. Unproductive Productive
-1 2 3 4 5

4., Bored Fascinated
1 2 3 4 5 :

5. Challenged Unchallenged
1 2 3 4 5

6. Serene Nervous
1 2 3 4 5

~ 7. Motivated Unmotivated

8. Anxious Tranquil
1 2 3 4 5

9. Unhappy ~_ Happy
1 2 3 4 5

10. Hard Working Lazy
1 2 3 4 5






