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AN ANALYSIS OF CHANGES IN ATTITUDES OF SUPERVISORS AND MANAGERS 

TOWARD SUPERVISORY PRACTICES, COMPANY POLICIES 

AND SUPERVISOR OPINIONS

CHAPTER I

STATEMENT OF THE PROBLEM

Introduction

The need for improving worker productivity  is a  well docum ented

concern of contem porary business and industry. M anagement personnel in

business and industry have rea lized  for decades th a t improved technology and

efficiency  seem  to be key fac to rs  releasing human po ten tia l, an item  of equal

im portance for the a ttitu d e  of the  work s ta ff .^  File explained:

"In a very real sense the  supervisor is the  key person in industrial 
production. From th e  low est to  the highest levels, the  supervisor 
re flec ts  a ttitu d es  and in itia tes  p rac tices which g rea tly  influences 
worker efficiency . To the worker, his actions are  d irec t expressions 
of company policy. His knowledge and insight concerning human 
relations in industry a re , therefo re , of crucial im portance. A 
m easure of this knowledge and insight is an im portant tool in 
industrial production."

^Steven H. Appelbaum, "A ttitudes and Values: Concerns of Middle
M anagers," Training and Developm ent Journal, (O ctober, 1978), p. 52.

2
Quentin W. File and H.H. Rem m ers, How Supervise Manual, (New 

York: The Psychological C orporation, 1.971 Revision), p. 3.



It is generally agreed th a t some form of training, be it form alized

classroom instruction or on-the-job developm ent, takes place a t nearly all levels

in most modern organizations.^ The past th ree decades have witnessed an

unparalleled growth in the number of form alized instruction effo rts in itia ted  in

organizational se ttings. The need fo r, and m ethodologies of training evaluation

have received a tten tion  in the train ing lite ra tu re . To date , however, these
2

admonitions and recom m ended methodologies have gone unheeded. Bunker and 

Cohen sta ted :

"Training evaluation is one of the most under-researched and 
neglected areas of industrial/organizational psychology. Iron­
ically, th is trend toward continued avoidance of the evaluation 
issue comes a t  a tim e when the  m easurem ent of training im pact 
would appear to be increasingly m ore im portan t. The need for 
e ffic ien t, econom ical, and valid training program s becomes more 
param ount."

Training evaluation was characterized , in the 1950's, by collecting

participants ' reactions (in rating  form) to  how th e  training was conducted and

whether the participants liked the training. Brinkerhoff w rites:

"The focus for evaluation can be re la ted  to any or all of the-th ree  
m ajor stages: planning, delivering, and recycling.

Planning;

1. What are  the needs for training?

2. What are the strengths and weaknesses of past training 
approaches?

3. What is the current s ta tus (e.g., perceptions, a ttitudes, 
knowledge levels, etc .) of po ten tial trainees?

Kerry A. Bunker and Stephen L. Cohen, "The Rigors of Training 
Evaluation: A Discussion and Field D em onstration," Personnel Psychology; A 
Journal of Applied Research, Vol. 30, No. 4, 1977, p. 523

^Ibid

^Ibid



Delivery;

1. What problems em erge as training progresses?

2. What are the nature and likely causes of defects in the
training?

3. Has the training accomplished its  intended objectives?

4. What o ther (planned, suspected, e tc .) results is the 
training producing?

Recycling:

1. Have tra inee 's  needs been met?

2. Are reasons/problem s for the training changing?
getting  b e tte r?  getting  worse?

3. Is more, less or d ifferen t training needed?"^

In summ ary, Brinkerhoff elaborated:

"Evaluation is an im portan t part of any training and developm ent 
e ffo rt. It is more than an assessm ent of outcom es or e ffec ts . 
Evaluation is system atic  inquiry into training contex ts, needs, 
plans, operation and e ffec ts . It should help collect inform ation to 
decide w hat's needed, w hat'^  working and how to improve it and 
what's happened as a  result."

Results of supervisory training can be measured by testing  before and 

a fte r  training, and then determ ining w hether significant im provem ent has 

occurred.

An exam ination of the lite ra tu re  revealed studies involving the  evalu­

ation of supervisory training program s. The studies reported  positive results 

based on da ta  gathered  by a varie ty  of evaluation instrum ents. The evaluation

^Robert O. Brinkerhoff, "Making Evaluation More Useful," Training and 
Development Journal, (Decem ber, 1981), p. 67.

^Ibid., p. 66.



instrum ent common to the m ajority of the supervisory/m anagem ent studies

researched  was the  How Supervise? instrum ent developed by File.^

The How Supervise? instrum ent contains item s which assumes the

supervisor has a responsibility both to  m anagem ent and to  h is/her workers and

th a t proper discharge of this responsibility can and should be made to  the 
2

advantage of both. The instrum ent has two form s, A and B, each form is 

divided into th ree  genera l areas; (1) Supervisory P rac tices , (2) Company 

Policies, and (3) Supervisor Opinions. The firs t two sections deal with the  

specific  actions which the supervisor would endorse as desirable for e ither 

him self or the  company as a whole to  in itia te . The th ird  section  deals prim arily 

with problems in human relations which face  the supervisor in day-to-day
3

con tac t with workers.

The use of How Supervise? in conjunction with supervisory/m anagem ent 

training programs has been established. R eports of resu lts obtained when the 

instrum ent was adjunct to  train ing courses or college courses in m anagem ent 

have been consistently  positive.*^ The m ajority  of supervisory/m anagem ent 

studies, using the  How Supervise? instrum ent, reported  to ta l scores before and 

a f te r  tra in ing . Studies involving the  valid ity  and reliab ility  of the  How 

Supervise? instrum ent a re  discussed in C hapter II.

The extensive search  of available l ite ra tu re  in supervisory/m anagem ent 

tra in ing  program s, using the  How Supervise? instrum ent, revealed  no research

^Q.W. File , "The M easurem ent of Supervisory Q uality in Industry," 
Journal of Applied Psychology, 1945.

2
File and R em m ers, How Supervise Manual, p. 14.

^Ibid., p. 14 

'^Ibid.



was conducted to determ ine which areas m easured by the  instrum ent were 

significantly  changed or unchanged due to training.

Objectives of the Study 

The objectives of the  study were: (1) to  identify areas th a t a re  being 

significantly  changed due to  training, and (2) to  determ ine the relationship 

betw een and within each of the  following areas: (A) Supervisory P ractices , (B) 

Company Policies, and (0) Supervisor Opinions.

S ta tem ent of the Problem 

This descrip tive study was designed to  ascerta in  if th ere  were any 

s ta tis tica lly  significant changes in participants ' a ttitu d es  concerning Supervisory 

P ractices, Company Policies, and Supervisor Opinions while participa ting  in a 

training program designed to  bring about positive changes in these areas.

Significance of the  Study 

This study was conducted to ascerta in  changes in partic ipan ts ' a ttitu d e  

concerning Supervisory P ractices , Company Policies, and Supervisor Opinions 

following a ttendance  in a training program  designed to bring about positive 

changes in these areas. Supervisory/m anagem ent training program s should find 

the  resu lts  of th is research  beneficial in th e ir  own evaluation and curriculum 

design in present and fu tu re  training.

A num ber of studies have identified  the relationship betw een scores on 

How Supervise? and ratings and rankings are  subject to contam ination by such 

factors as the "halo" or "leniency" e ffec ts . N evertheless, such procedures are



frequently  employed in view of the d ifficulty  often found in obtaining other 

criterion  data.^

File and Rem mers s ta ted :

"The chief value of the use of How Supervise? in connection with 
supervisory training programs is th a t it enables m anagem ent to 
determ ine w hether or not established program s effectively  im part 
such knowledge. Adm inistration of How Supervise? to candidates for 
supervisory train ing  can reveal the areas in which the group as a 
whole is weak. E ither Form A or Form B will yield scores which are 
su fficien tly  reliable for this purpose.

Q uarterly  and annual evaluations are com pleted on the industrial 

supervisory/m anagem ent train ing program this study investigated. The evalu­

ation instrum ents used are: (1) pre and post conten t te s t , (2) pre and post How 

Supervise?, and (3) pre and post Supervisory Style Survey. The t  te s t  is used in 

the  analysis of the differences observed in pre and post content te s t and How 

Supervise? A t  te s t  is a commonly used param etric  te s t  to determ ine the 

s ta tis tic a l d ifference of observed differences in the mean values for groups, 

which is m ost e ffec tive  in using continuous da ta . The evaluation is designed to 

m easure the effectiveness of the industrial supervisory/m anagem ent training 

program as an agent to introduce favorable m anagerial change.

Raphael and Wagner writes:

"Inappropriate or peripheral factors are often  measured. Much 
research  has cen tered  on the  tra inee 's reactions to  the program or 
the amount of knowledge gained; behavioral measures have been 
lacking."

^File and Rem m ers, How Supervise Manual, p. 8.

^Ibid., p. 14
3

M.A. Raphael and E.E. Wagner, "Training Surveys Surveyed," Training 
and Developm ent Journal, (Decem ber, 1981), p. 46.



Consequently, a b e tte r  understanding of the changes in supervisors' and 

m anagers' a ttitu d es  tow ard Supervisory P ractices, Company Policies, and Super­

visor Opinions will reveal areas where significant changes did or did not occur as 

the  result of training.

Zenger and H argis comm ented;

"Training programs can be fined-tuned in content and methodology.
Only with good assessm ents of effectiveness can programs be made 
more relevant and p ractical. Until good research  is provided, 
m anagem ent support will be based prim arily on fa ith  and em otions, 
both of which can change radically."

The indepth analysis of the industrial supervisory/m anagem ent training

program investigated  in this study gave direction to  the  areas, specified  in the

study.

Hypotheses to be Tested

The rationale  underlying the hypotheses of the  study evolved from a

study of the th ree  areas found in the evaluation instrum ent. How Supervise?.

Specifically, the  null hypotheses to be tes ted  in this study were:

Hypothesis 01: There is no significant differences a t the  .05 level
betw een the participants ' p re -te s t and p ost-tes t scores re la ting  to  
Supervisory P ractices as m easured by th e  How Supervise? instrum ent.

Hypothesis 02; There is no significant d ifferences at the .05 level 
betw een the  participan ts ' p re -te s t and post-test scores re la ting  to  
Company Policies as m easured by the  How Supervise? instrum ent.

Hypothesis 03: There is no significant differences a t the  .05 level
betw een the participants ' p re -te s t and p ost-tes t scores re la ting  to 
Supervisory Opinions as m easured by the  How Supervise? instrum ent.

Hypothesis 04: There is no significant relationship a t the .05 level
betw een Supervisory P ractices , Company Policies, and Supervisor 
Opinions as m easured by the  participants ' p re -te s t and post-tes t scores 
from the How Supervise? instrum ent.

^Jack Zenger and Kenneth Hargis, "Assessing Training Results: It's
Time to  Take the  Plunge!," Training and Development Journal, (January, 1982), 
p. 53.



Lim itations

Limiting fac to rs were those prim arily involving the population and 

instrum ent conten t. The lim itations were: (1) the study was lim ited  to  an

industrial supervisory/m anagem ent training program . The im plications and 

findings can only be generalized  to the population in the industrial 

supervisory/m anagem ent train ing program; and (2) the study was lim ited to the 

consideration of the  th ree  areas contained in the How Supervise? evaluation 

instrum ent: Supervisory P rac tices , Company Policies, and Supervisor Opinions, 

in Forms A and B.

O perational Definitions 

For the purpose o f this study, the  following definitions were estab­

lished;

A ttitude : How an individual feels, or what he believes; not d irectly
m easurable in a p rac tica l sense; in ferred  or estim ated  from sam ples of 
opinions expressed. Even though there  is no sure method of describing 
and m easuring a ttitu d e , the description and m easurem ent of opinion, 
may be closely re la ted  to the r e i  feelings or a ttitu d e  of the indi­
vidual.

How Supervise?: The evaluation instrum ent, con«sting  of Forms A and 
B, which m easures general aspects o f supervision.

Low, Substantial: S ta tis tica l term s used in the  study to  indicate the
relationship of the  variables. G arre tt expresses relationships as " r 
from + .20 to  + .40 is low , present but slight and r  from + .70 is 
substan tia l or marked."

John Lawrence Butler, "Evaluating T itle  I, Higher Education A ct of 
1965 Human Resource Developm ent Training for M etropolitan Oklahoma City 
A rea Local Government Supervisors," (unpublished Ph.D. d isserta tion . University 
of Oklahoma, 1972), p. 8.

2
File and Rem m ers, How Supervise Manual, p. 3.

3
Henry E. G arre tt, E lem entary S ta tis tic s , (New York: David McKay

Company, Inc., 1962), p. 100.



M anagem ent; The function of ge tting  things done through others.^

M anager: An individual who is responsible for individuals in supervisory 
and non-supervisory positions.

P re-T est: Form A of How Supervise?, which was adm inistered to a
group of supervisors and m anagers before training.

P ost-T est; Form B of How Supervise?, which was adm inistered to a
group of supervisors and m anagers upon com pletion of training.

Supervisor: An individual who is responsible for individuals in non-
supervisory positons.

Training Program  : The 12 day F irst-L evel Supervisory Course for
supervisors and m anagers employed a t  Tinker Air Force Base conducted 
a t the M anagement Training C enter located  a t Oscar Rose Junior 
College, Midwest C ity , Oklahoma.

The evaluation of any train ing program should be made an in tegral part 

of program design including curriculum , developm ent, and revision e ffo rts  to 

determ ine if  the  train ing  program delivered what it  intended. The scope of 

evaluation determ ines w hat types or levels of learning a re  em phasized, no 

m atte r what the curriculum  indicates. Training program s must identify weak­

nesses and streng ths of the ir program to  m aintain effectiveness and viability.

O rganization of the Study 

The introduction to  the  investigation was presented in C hapter I. 

Included were the in troduction, objectives of the study, s ta tem en t of the 

problem, significance of the  study, hypotheses to be tes ted , lim ita tions, opera­

tional definitions, and organization of the  study.

C hapter n  presents a review of the  lite ra tu re  p ertinen t to  the  research  

investigation. The th ree  major categories. T heoretical B acl^round, Related 

Studies and D issertations, and Supervisory/M anagem ent Training are presented.

^Harold Koontz and Cyril O'Donnell, Principles of M anagement, (New 
York: McGraw-Hill Book Company, 1955), p. 3.
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C hapter III presents the research  design and methodology of the study. 

Included a re  the introduction, population for the study, collection of data, 

methods of s ta tis tic a l analyses, and sum m ary.

C hapter IV presents the analysis and in terp re ta tion  of the data  

co llected  and analyzed for the  study. The data  is presented in tab le  and graph 

form ats.

C hapter V presents the findings, conclusions and recom m endations for 

fu ture  research  based on the analysis of the da ta  gathered  in the  research 

investigation.



CHAPTER n 

REVIEW OF RELATED LITERATURE 

Introduction

The review of the lite ra tu re  serves two purposes; (1) to explain the 

theo re tical base for the research and (2) to  set the curren t research  into 

perspective to  show "the s ta te  of the art."^  The focus of this study involved an 

analysis of industrial supervisors' and m anagers' a ttitu d es  tow ard Supervisory 

P ractices, Company Policies, and Supervisor Opinions upon com pletion of 

training. Many studies have been conducted on supervisory/m anagem ent training 

programs, however, the researcher did not find any studies th a t re la ted  specifi­

cally to the analysis of the  th ree  areas, Supervisory P ractices, Company Policies, 

and Supervisor Opinions, contained in the  How Supervise? evaluation instrum ent.

The lite ra tu re  review ed in this chapter was se lec ted  on the basis of its 

relevance to  the  problem this study investigated . The review of the  lite ra tu re  

was classified into th ree  major categories, which are: T heoretical Background, 

R elated  Studies and D issertations, and Supervisory/M anagem ent Training.

T heoretical Background

The developm ent of an organization as a social-system  evolved from 

the research a t W estern E lectric 's  Hawthorne plant, near Chicago, from 1924 to

^Mildred H illestad, Research: Process and P roduct, Service Bulletin
No. 1, (St. P e ter, Minn: D elta Pi Epsilon, 1976), p. 104.

11
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1932. Mayo eind Roethlisbergep, industrial psychologists a t Harvard, and William 

Dickson, a W estern E lectric  engineer, carried  out several studies to determ ine if 

a relationship existed betw een improved working conditions and productivity. 

The longest experim ent consisted of five women who assem bled telephone relays, 

the  experim ent lasted  from April 1927 to June 1932, and the following conclusion 

was reached: " it was not the wages but improved m orale, supervision, and

interpersonal relations th a t led to g rea te r output."^ Many recen t re-evaluations 

have raised serious doubts about the  way the Hawthorne experim ents were
9

carried  out." Rice s ta ted :

"For w hatever the flaws in conduct and subsequent in terp reta tions of 
the  Hawthorne studies, they did spur e ffo rts  to humanize the work 
place, to  find more sensitive ways to  mobilize workers, ra th e r than 
regarding them as assem bly-line robots th a t could be kept producing 
by fear and discipline."

The Hawthorne study was classic and identified  a link betw een super­

vision, m orale, and productivity which becam e the  foundation of the  Human 

Relations movement."^ Wren s ta ted :

"In short, th e  outcom e of the Hawthorne research  was a call for a 
new mix of m anagerial skills. These skills were ones which were 
crucial to handling human situations: f irs t, diagnostic skills in
understanding human behavior and second, in terpersonal skills in 
counseling, m otivating, leading and com m unicating with workers. 
Technical skills alone were not enough to  cope w ith the man 
discovered a t  the Hawthorne Works."

^Roethlisberger, F. J ., and Dickson, W. J. M anagement and the Worker 
(Cambridge: Harvard University Press, 1939), pp. 14-18.

2
Berkeley R ice, "The Hawthorne D efect; Persistence of a  Flawed 

Theory," Psychology Today, (February, 1982), p. 72.

^Ibid., p. 74.
4

Daniel A. Wren, The Evolution of M anagement Thought, (New York: 
The Ronald Press Company,1972), p. 283.

^Wren., p. 290.
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The m icro phase of the human relations m ovem ent s ta r te d  to probe 

human behavior in industry in the first th ree  decades of the  tw entie th  century , it 

was not until the 1930's and 1940's th a t the g rea tes t outpourings of behavioral 

research  would appear.^  The human rela tions m ovem ent was in terdiscip linary , 

drawing from the contributions of sociologists, psychologists, and 

anthropologists. The basic prem ise in their research  into the social face t of man 

was a G esta ltis t notion th a t all organized behavior involved some human 

"m ultiplier e ffec t."^

Moreno's and Lewin's work, reflec ting  the  G esta lt psychology, involved 

ai«alysis of groups. Lewin's "field theory" held th a t group behavior was an 

in tr ic a te  set of sym bolic in terac tions and forces which not only a ffec ted  group 

s tru c tu re  but also m odified individual behavior. Lewin, L ipp itt, and White 

exam ined the e ffe c ts  of supervision. Their study involved th irty  ten  year old 

boys in six  groups. Each group was supervised by an adult tra ined  to a c t in e ither 

dem ocratic , a u to c ra tic , or laissez-fa ire  manner. R esults indicated au thoritarian  

leadership im paired in itia tive , bred hostility , and aggressiveness while o ther 

styles were more e ffec tiv e  in creating  b e tte r  m orale and a ttitu d es .^  Lewin 

added to  the  study o f subordinate participation  in decision making and the use of 

the groups to achieve changes in behavior.

h b id ., p. 322.

^Ibid., p. 323.
3

Kurt Lewin, Resolving Social C onflicts, (New York: Harper and Row, 
1948), pp. 136-41.

'^K. Lewin, R. L ippitt, and R.K. White, "P a tte rn s of Aggressive 
Behavior in Experim entally C reated  "Social C lim ates," Journal of Social Psych­
ology, Vol. 10, 1939, p. 271.
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Moreno's work involved the developm ent of a sociogram chart. The

sociogram  consisted of pairing and ranking individual's p references for o ther

individuals. Psychodram a and sociodram a were also the contributions of Moreno

and together these ideas form ed a  basis for "role playing" techniques and for the

analysis of in terpersonal relations.^  Moreno and Lewin brought a new focus to

the  group ra th e r than the  individual. Their work led to fu rther studies of social

change, social control, co llective behavior, and in general the e ffec ts  of the
2

group on the  individual.

Coch and French's research  was based on the th eo re tica l work of Lewin. 

Coch and French's work involved the e ffe c t of worker participation  in decision 

making in the introduction of technological and work m ethod changes a t 

Harwood M anufacturing Company. The resea rch  involved trying out two form s 

of employee participa tion . The groups were divided into th ree  classifications: 

to ta l-partic ipa tion , experim ental (participation by e lec ted  representatives) and 

control groups which had no participation  in the  changes of technological and
3

work m ethod changes.

The findings were: (1) control groups th a t had no participation  had

reduced ou tpu t, g rea te r  absenteeism , turnover, and increased expression of 

worker d issatisfaction , (2) experim ental groups (participation  by elected

^J. L. Moreno, "Who Shall Survive?: A New Approach to Human
Interre la tions,"  (Washington, D.C.: Nervous and M ental Disease Publishing Co., 
1934), p. 11.

2
Daniel A. Wren, The Evolution of M anagement Thought, (New York: 

The Ronald Press Company, 1972), p. 323.
3

Lester Coch and John R. P. French J r . ,  "Overcoming R esistance to 
Change," Human R elations, Vol. 1, No. 4 (1948), pp. 512-32.
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representatives) had a drop in output a t the  tim e of the introduction of the 

change, but they recovered quickly and their output soon exceeded the standards 

prior to the change, and (3) to ta l-partic ipa tion  group experienced a sharper drop 

in output but made the  m ore impressive recovery and stab ilized  a t a higher 

level. ̂

These resu lts suggest th a t a restructu ring  of interpersonal relations

betw een workers and au thority  figures in industry could resu lt in productivity

increases and favorable changes in worker-m anagem ent a ttitu d es . Coch and

French, as well as Lewin's research , influenced o ther studies which provided

evidence th a t participation  by subordinates could lead to higher levels of
2

production, sa tisfac tion  and efficiency. Gibson, Ivancevich, and DonneUy 

sta ted :

"Despite the considerable research , many unanswered questions 
rem ain regarding the relationships betw een subordinate participation, 
production, and accep tance of change. M oreover, w hether actual 
participation  or perceived participation  is the more im portan t fac to r 
bearing on orgemizational effectiveness is not com pletely se ttle d . It 
may be th a t all subordinates do not aspire to  partic ipa te , but do 
desire the opportunity to  do so when the occasion arises. N everthe­
less, the  tendency in much of the curren t lite ra tu re  on developm ent 
methods and stra teg ies is to take the position th a t active participa­
tion is a  cardinal requirem ent for successful OD program s. This 
position is much more a m atte r  of espousing a  set of values than a 
m a tte r  of sc ien tific  evidence."

Leadership

Leadership has long been a  focus of theo rist and researchers. Much of 

th e  early  work on leadership focused on identifying the tria ts  of effec tive

^Ibid., pp. 512-32.

^Wren, p. 325.
3
Jam es Gibson, John Ivancevich, and Jam es Donnelly, J r .,  Organiza­

tions, (Dallas, Texas: Business Publications, Inc., Revised Ed., 1976), p. 405.
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leaders. This approach was based on the assumption that a fin ite  number of

individual tr ia ts  of e ffec tiv e  leaders could be found.^ Thus, m ost research was

designed to identify In tellectual, em otional, physical, and other personal charac-
2

te ris tic s  of successful leaders.

Stogdill reviewed th irty -th ree  studies and found that there is a general
Q

trend which indicates th a t leaders are  more in telligent than followers. Stogdill

reported  th a t leadership and intelligence were probably correla ted , however, the

relationship was not strong. Stogdill's a tte m p t to classify these studies resulted

in his identification of the following tra its  being associated with leadership:

intelligence, achievem ent, responsibility, participation , and status.'^ Gibson,

Ivancevich, and Donnelly s ta ted :

"A num ber of theo rists  argue for the  use of a particu lar sty le to bring 
about end resu lts such as high production and sa tisfac tion . The sty le, 
or personal-behavioral, leadership approaches th a t have been the 
m ost widely utilized in p rac tice  appear -to be the  University of 
Michigan work and the Ohio S ta te  Studies."

The In stitu te  fo r Social R esearch a t the  University of Michigan under

the  direction of L ikert began as early as 1945 to  set up a series of em pirical

studies, in a  varie ty  of organizations, to  determ ine w hat kinds of organizational

struc tu res, what principles and methods of leadership resu lted  in the highest

productivity , the  least absenteeism , the  lowest turnover, and the g rea tes t job

^ Jam es Gibson, John Ivancevich, and Jam es Donnelly, J r ., Organiza­
tions, (Dallas, Texas: Business Publications, Inc., Revised Ed., 1976), p. 183.

^Ibid., p. 183.
3

Ralph M. Stogdill, "Personal Facto rs A ssociated with Leadership," 
Journal of G eneral Psychology, (1948) XXV, p. 40.

'^Ibid., p. 40.

^Gibson, Ivancevich, and Donnelly, p. 185.
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sa tisfac tion .^  These series of studies led to the  identification  of two d istinct

styles of leadership; job -cen tered  and em ployee-centered. The em ployee-

centered  leader stressed  the in terpersonal relationships on the job and the  job-

centered  leader focused on g e ttin g  out production and was more concerned with
2

the techn ica l aspects of the job.

The e ffe c t of these two leadership sty les was tes ted  by Morse and 

Reim er a t  the  In stitu te  for Social R esearch. The experim ent lasted  for one year 

and involved 500 clerica l employees in four divisions. In two of the four 

divisions, an a tte m p t was made to  make decision making process m ore p a rtic i­

pative, w hereas in the o ther two divisions, the closeness of supervision was 

increased and the  decision making cen tralized . Production increased under both 

system s. P roductivity  was m easured in each departm ent before the experim ent 

and a fte r  it  had been carried  out for one year. Q uestionnaires were used to 

obtain employee sen tim ents. The findings revealed that production went up in 

the groups w here the level of decision making had been lowered, but i t  went up
3

even more where the level had been raised. The research  of Morse and Reim ers 

shows th a t productivity  and worker a ttitu d es  do not necessarily  move together.

The major th rust in the leadership s ty le  research  developed a fte r  World 

War II. This "classic" piece of research  was the Ohio S ta te  Studies. Stogdill, 

Shartle and associates, using fac to r analysis, iso lated  a two-dim ensional view of 

leadership, (1) in itia ting  s tru c tu re : which the  leader ac ted  to fu rther the  work

’•Ibid., p. 186.

^Ibid., p. 186.
3

Nancy G. Morse and E. Reim er, "The Experim ental Change of a Major 
O rganizational Variable", Journal of Abnormal Psychology, Wanuary, 1956), pp. 
120-129.
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objectives of the group; and (2) consideration: which the emphasis was on the 

needs of the followers and upon in terpersonal relationships.^ The research 

investigation of Stogdill and Shartle  lead  to the developm ent of a "situational" 

approach to  leadership. Wren s ta ted :

"The analogies betw een the Ohio S ta te  and the Michigan studies of 
leadership are  substan tial: (1) both held a new view which was
an tith e tica l to a tra i t  or a single continuum approach; and (2) both 
identified  two dimensions of leader behavior. The emphasis was on 
man in the  group, on social m otivation, on redesigning organizational 
tasks to  yield g rea te r worker sa tisfac tion , on participation  in decision 
making, and on developing new dimensions of leadership."

In sum m ary. Wren concluded:

"The group was the process, social man the  product. M anagement 
was exhorted to  turn its a tten tio n  to  the  social side of man, to  ge t 
people involved, and to thereby couple worker sa tisfac tion  and higher 
productivity . Social man may have been born a t  Hawthorne, but his 
nurturance and elem entary  education were a t Yale, Harvard, 
Michigan, M.I.T., and Ohio S ta te .

R elated  Studies and D issertations 

The p rac tice  of m anagem ent as a  science compels the  modern m anager 

to  form ulate  a  personal se t of norms and values.'^ The question concerning 

m anagem ent philosophy is a m a tte r  of how procedures and m ethods are  followed 

in managing. Within the organized fram ew ork of the firm , m anagem ent’s 

philosophy of the powers of its  people is a  pervasively rad iating  influence which 

shapes the s tru c tu re  of the  organization. When the  organized ac tiv ities  of the

Ralph M. Stogdill and C arroll L. Shartle , "Methods in the  Study of 
A dm inistrative Leadership," (Columbus: Ohio S ta te  U niversity, Bureau of
Business R esearch , 1955), No. 80).

2Daniel A. Wren, The Evolution of M anagement Thought, (New York: 
The Ronald Press Company, 197 2), p. 336.

^Ibid., p. 344.

^Ibid., p. 284.
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firm are viewed as a social system , the philosophies which m anagers have about 

the po ten tia l ab ilities of subordinates are  com m unicated in the ir a ttitu d es  and 

actions and expressed in se tting  standards of work perform ance.

A varie ty  of m anagem ent philosophies are  expressed by Likert: 
"M easurem ents now being made available by social sicnece research 
reveal th a t managers achieving b e tte r  perform ance (in o ther words, 
g rea te r  productivity , higher earnings, lower costs, and so forth) d iffer 
in leadership principles and prac tices from those achieving poorer 
perform ance. This variation re flec ts  im portan t .d ifferences in basic 
assum ptions about the ways of managing people."

The Am erican sociologist Thomas was the firs t to se t forth  the theorem
2

"If men define situations as real, they are  real in their consequences." Merton, 

professor of sociology a t Columbia University, elaborated  this concept—The Self 

Fulfilling Prophecy. Merton defined this concept by s ta tin g  th a t when one 

predicts an event, the expectation of the  event changes the  behavior of the 

"prophet" in such a way as to make the event more likely to  happen.

According to  M erton, the  Self-Fulfilling Prophecy is, in the beginning, a 

false definition of a situation. This false definition causes a new behavior th a t 

makes the false conception come tru e . This perpetuates a c ircle  of error, for 

the  prophet will c ite  the ac tual course of events as proof th a t he was right from
4

the very  beginning.

Rosenthal, a Harvard professor, coined the term  "Pygmalion E ffect."  In 

his early stud ies, Rosenthal supervised experim ents on laboratory  ra ts .

^Rensis L ikert, New P atte rn s  o f M anagement, (New York: McGraw- 
HiU, 1961), p. 3.

2
R obert K. Merton, Social Theory and Social S tru c tu re , (New York: 

The F ree Press, 1968), p. 24.

^Ibid., p. 24.
4

R obert K. Merton, Social Theory and Social S tru c tu re , (New York: 
The F ree Press, 1968), p. 24.



20

ra ts  were randomly chosen and students were informed that some of the ra ts

were "m aze bright" or "maze dull." The ra ts  th a t  were thought be be "m aze

bright" or "maze dull" by the students actually  turned out to be th a t way. The

students even found the  "maze bright" ra ts  to be m ore pleasant to  handle and

more cooperative.^

In the mid-60's, Rosenthal and Jacobson tes ted  the Pygmalion E ffec t in

an elem entary school in a lower-class neighborhood. At the beginning of the

school year, they gave all the  children in eighteen classrooms (three each of the

six grade levels) a nonverbal IQ te s t . They disguised the te s t  as one th a t would
2

predict "in te llec tual blooming." Rosenthal and Jacobson randomly se lec ted  

tw enty percen t of the children in each room a fte r  the children com pleted the IQ 

te s t. They told the teachers th a t the  children th a t were randomly se lec ted  could 

be expected  to  show rem arkable gains during the  coming year on the basis of 

their IQ te s t. In ac tuality , the d ifference betw een these experim ental children
3

and the  contro l group was solely in th e  teachers ' minds. The children were 

re te s ted  eight months la te r . The experim ental children (in te llectual bloomers) 

showed an overall IQ gain of four points over the IQ gain of the control group. 

Their excess in gain was two points in verbal ability  and seven points in 

reasoning. It made no d ifference w hether the child was in a high-ability or low- 

ability classroom .^

^Robert Rosenthal, "The Pygmalion E ffec t Lives," Psychology Today, 
(Septem ber, 1973), p. 58.

2
R obert Rosenthal, "The Pygamlion E ffec t Lives," Psychology Today, 

(Septem ber, 1973), p. 58.

^Ibid., p. 58.

“̂ Ibid., p. 59.
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Rosenthal and Jacobson's data  indicated tha t there  was no difference in

the amount of tim e teachers spent with the studen ts. This suggests th a t the

quality of in teraction  th a t took place betw een the teachers and their students

determ ined the IQ gains. The teachers thought the b righter students were m ore

appealing, more affec tionate , and b e tte r  adjusted than the o ther students. In

summ ary, Rosenthal and Jacobson s ta ted :

"Thus, it was not the increased IQ th a t caused the teachers to like or 
dislike their pupils, but w hether or not they had done what had been 
expected of them .

Many studies have reanalyzed Rosenthal's and Jacobson's work. 

Rosenthal's response to  the o ther research  concerning the Pygmalion E ffec t, is 

as follows:

"By now 242 studies have been done, w ith a ll so rts of subjects and 
situations. Of these, 84 found th a t prophecies, i.e ., the experi­
m enters' or teachers ' expectations, made a significant d ifference.
But we must not re je c t the theory  because "only" 84 studies support 
it; on the  contrary. According to  the rules of s ta tis tic a l significance, 
we could expect five percent of those 242 studies (about 12) to have 
come out as pred icted  just by chance. The fac t th a t we have 84, 
seven tim es m ore than chance would d ic ta te , means th a t the 
Pygmalion E ffec t does exist in certain  circum stance. M oreover, it is 
not lim ited  t& young children and rats; adolescents and adults are 
a ffec ted  too."

Livingston, Harvard professor of business, believes th a t the Pygmalion
3

E ffec t can be found a t  the roo t of most business problems. Livingston 

explained:
"What managers expect of employees and the way m anagers tre a t 
them  largely determ ines their perform ance and career progress. In 
o ther words, subordinates, more o ften  than not, m eet their superior's

^Ibid., p. 59.

^Ibid., p. 59.
3
J . Sterling Livingston, "Pygmalion in M angement," Harvard Business 

Review , (July-August 1969), p. 82.
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expectations. A unique ch a ra c te r is tic  of superior m anagers is their 
ability to  c re a te  high perform ance expectations th a t subordinates 
fulfill."^

Livingston c ited  the case study of M etropolitan L ife Insurance Company

on how the  m anager can learn  to  becom e a postive Pygmalion. Oberlander,

m anager of the  Rockaway D istric t O ffice of the M etropolitan Life Insurance

Company, grouped what he considered to  be his superior salesm en with his best

assistan t m anager in one unit in order to s tim u la te  the salesm en's perform ance.
2

This group soon becam e known in the  company as the  "Super S ta ff."  Oberlander 

put the average salesm en with an average assistan t m anager, and the rem aining 

low producers w ith th e  lea s t able assis tan t m anger. Both the  superior and the  

poor groups accep ted  the  roles expected  of them and g rea tly  increased or 

decreased th e ir  sa les, which illu s tra te s  how th e  Pygmalion E ffec t can hinder as
3

well as help.

Berlew , m anagem ent professor a t M.I.T., and Hall, from the  University 

of Michigan, studied the  firs t five years of the  careers  of forty-seven  young 

A m erican Telephone and Telegraph Company m anagers. They found th a t what 

higher m anagem ent expected  of these  college graduates g rea tly  determ ined the ir 

subsequent perform ance and success.^ There was a  .72 correla tion  betw een how 

much a company expected  and how much th e  new m anagers contribu ted  during 

the  five-year period. The new m anagers who were given demanding and 

challenging jobs perform ed b e tte r  and w ere more successful in the next several

^Ibid., p. 82.

^Ibid.,p. 82.
3

David E. Berlew and Douglas T. Hall, "The Socialization of Managers: 
E ffec ts  of Expectations on Perform ance," A dm inistrative Science Q uarterly , 
(Septem ber, 1966), p. 208. ^

'^Ibid., p. 82.
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years than the new managers who w ere given less demanding assignm ents.^ 

Livingston supports Berlew and Hail's conclusion th a t the first year is a critica l 

period of learning for new tra inees. He s ta te s  th a t a young person's first 

m anager is likely to  be the m ost in fluential person in his or her career.

King, professor of business adm inistration a t Kansas S ta te  University, 

studied the  Pygmalion E ffec t in business and industry. King was in te rested  in 

the e ffec ts  of supervisor expectations on job perform ance of disadvantaged 

workers, m ostly blacks and o ther m inorities, who were unemployed or under­

employed. King's study was conducted on the welder tra inee  program a t Texas 

S ta te  Employment and Education Agency. Five welding tra inees were se lec ted  

a t random, and the supervisors were told th a t these five had an exceptionally
3

high ap titude  for welding. King's research  on experim ental e ffe c ts  in

organizational change set out to find what acheived b e tte r  production: the

simple power of expectation  or ac tua l job enrichm ent program s.^ King utilized a

clothing p a tte rn  m anufacturer's four-plant operation as a  laboratory  for one

year. Each plant's supervisor was instructed  d ifferen tly :

P lant 1: Job enrichm ent was in stitu ted , and supervisors were told tha t 
th is would resu lt in higher levels of output.

P lant 2: Job enrichm ent was in stitu ted , but supervisors were told th a t 
there  would be not g rea t change in productivity .

% id . ,  p. 208.
2

J . Sterling Livingston, "Pygmalion in M anagem ent," Harvard Business 
Review (July-August 1969), p. 83.

3
A lbert Sidney King, "M angerial Relations with Disadvantaged Work 

Groups: Supervisory Expectations of th e  Underprivileged Worker," (D.B.A.,
d isserta tion , Texas Tech University, 1970).

^Ibid.
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Plant 3; Instead of job enrichm ent, only job ro ta tion  was institu ted , but 
supervisors were told th a t this would g rea tly  increase production.

Plant 4: Only job ro ta tion  was in stitu ted , but supervisors were told that 
they should not expect any change in production.

The resu lts  of th is experim ent were th a t plants one and th ree  had

significant increases in production. Plants two and four rem ained the sam e as in 
2

pretest conditions. King concluded th a t the ac tu a l innovation of job enrichm ent

does not have as much e ffe c t on the increase of productivity  as the expectations 
3of increase.

Based on Rosenthal's research , as well as o ther research involving 

expectations, a fou r-fac to r "theory" was proposed by Rosenthal.

"People who have been led to  expect good things from their students, 
children, c lien ts, or what-have-you appear to ; (1) c rea te  a w arm er 
social-em otional mood around their "special" students (clim ate); (2) 
give more feedback to  these students about the ir perform ance 
(feedback); (3) teach  more m aterial and more d ifficu lt m ateria l to 
their special students (input); and (4) give th e ir  sp ecia l students more 
opportunities to respond and question (output)."

Supervisory/M anagem ent Training 

Supervisory/m anagem ent training program s may take  any of several 

form s, but such train ing alm ost always implies the  need for some change in the 

a ttitu d es  or behavior of the  tra inee . The program s are designed to  bring about 

change in knowledge, skills, a ttitu d es , or perform ance of tra inees. This section, 

in the  review of re la ted  lite ra tu re , wiU identify  curren t trends in 

supervisory/m anagem ent training and studies th a t dealt with the evaluation of 

these  training program s.

^Ibid.

^Ibid.
3

R obert R osenthal, p. 60. 

“̂ Ibid.
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Trends

Lee and Stinson analyzed four thousand two-hundred and sixty-six 

a rtic les  from journals th a t cover topics pertaining to supervisory and m anage­

ment developm ent. Their da ta  revealed a d rastic  loss of in te rest in first-line  

supervisory training.^ Lee conducted a follow-up sampling in 1977, which 

indicated no significant change in the 1969 ra tio s. Lee rem arked:

"Although no research  has been done on changes in training depart­
m ents' budget allocation, my acquaintance with changes in a dozen or 
so com panies' training ac tiv ities  over the  years lead me to be 
convinced th a t ac tua l training ac tiv ity  ratios follow the lite ra tu re  
ra tio s. And a poll I conducted in an industrial a rea  of Southeastern 
Ohio tends to  confirm this. Of the 153 supervisors polled who 
attended  a program sponsored by the  In ternational M anagement 
Council in 1973, 101 claim ed to have had no form al training of any 
kind during the  previous 12 m onths. Only 30 had had more than six 
hours of form al training during this period. The v irtual elim ination of 
regular first-line  supervisory training in many, firm s seem s to  me to 
be throwing the baby out with the  bathw ater.""

In summ ary Lee said:

"Failure to provide train ing support coupled with the  o ther reductions 
in the  a ttrac tiv en ess  of first-line  supervisory job may account for the 
steady increase over the years of promotion rejection  ra tes  in the 
firm s I am fam iliar w ith. One personnel m anager claimed th a t about 
half of thg promotion to supervision offered  today are re jec ted  in his 
company.

Lee believes th a t m anagem ent will respond to this problem by restoring 

the  a t t r  

through training.

some of the  a ttrac tiv en ess  of the  job, which will be by providing m ore support 
4

 ̂Jam  es Lee and John Stinson, "The Deemphasis of Supervisory
Training," Training and D evelopm ental Journal, (February 1975), p. 39. 

2
Jam es A. Lee, The Gold and Garbage in M anagement 1 

Prescrip tions, (Ohio University: Ohio University Press, 1980), p. 460.
3Ibid., p. 461. 

'^Ibid.
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Middlebrook's study analyzed the trends th a t have developed in middle 

m anagem ent train ing and developm ent since 1963. Prim ary data  were acquired 

from a questionnaire mailing to  two-hundred and fifty -one members of Am erican 

Society for Training and Developm ent. Middlebrook's study revealed  th a t 

organizations are spending a g rea te r percentage of th e ir  training and 

developm ent money on middle m anagem ent.^ The da ta  also revealed th a t the 

techniques of training middle managers have not changed in the past fifteen  

years and there  was a lack of a system atic  approach in updating training and 

curriculum .^

Boisselle's study investigated  the problems being experienced by 

companies in th e  Colorado Springs region in providing train ing for firs t-leve l 

supervisors. The e ffo rt was made to determ ine what type of program ming would 

be required for a comm unity college to deliver supervisory train ing to 

m anufacturers and support businesses within the com m unity. Boisselle used 

th ree  survey questionnaires to  survey company supervisors, and college ac tiv ities
3

and opinions on existing train ing  program s. Major conclusions of the study 

were: (1) there  was a need to  provide firs t-leve l supervisor training, (2)

companies placed a high im portance on training, (3) the  prim arily  reason for no 

training was the  lack of a form al training departm ent, (4) th e re  was in te res t in 

having a  com m unity college provide training for supervisors, (5) companies 

prim arily  desired the ability  to  designate training subjects and scheduling

Billy J . Middlebrook, "Analysis of Trends in Middle M anagement 
Training and Development betw een 1963 and 1979," (Ph.D. d isserta tion . North 
Texas S ta te  U niversity , 1980).

^Ibid.
3

A rthur Henry Boisselle, "Community College Supervisory Training for 
Business and Industry," (Ph.D. d isserta tion , Colorado S ta te  U niversity, 1979).
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flexibility  to  accom m odate their operating schedules, (6) a ll companies placed a

high im portance on having specific  objectives and goals for program outcom es,

and (7) the  top five ranked im portant subjects which be should included in a

training program were: com m unication skills, human relations, m otivation of

subordinates, group dynamics, and control of work quality.^

Boisselle used a one-way analysis of variance to identify  significant

d ifferences in the individual item s betw een m anufacturers and support business

and companies and supervisors w ith consideration of w hether or not the  company

had a train ing program . The hypotheses were tes ted  a t the .05 level of 
2

significance.

Morse believes th a t educators must be concerned for training relevance 

and unless training was clearly  tied  to the  individual employee's job perform ance
3

and career developm ent it was not worth the tim e or the  money.

Morse e laborated :

"U nfortunately , all too many train ing  people d rift into offering a 
c a fe te r ia  assortm ent of neatly-packaged, standardized courses 
which they then  peddle from departm ent to departm ent, or location 
to location. That such a train ing is so often  not relevan t is 
dem onstrated  by the speed with which the axe is wielded whenever 
top m anagem ent faces budget problems or a  need to  cut costs."

Clark's study was designed to  ga the r da ta  regarding com petencies

needed by middle m anagers in industrial firm s located  in the Oklahoma C ity

^Boisselle, pp. 88-94.
2

A rthur Henry Boissell, "Com munity College Supervisory Training for 
Business and Industry," (Ph.D. d isserta tion , Colorado S ta te  University, 1979).

3
G erry E. Morse, "Focus on the Individual; The M andate for E ffective 

Education and Training," August, 1971, (Keynote Address, Am erican M anagement 
Association, New York City.).

^Ibid.
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m etropolitan  a rea . C lark's population was comprised of eighty firm s within the 

Standard M etropolitan S ta tis tica l Area, grouped into four d ifferen t size 

c lassifications.^ A questionnaire was the major da ta  collection instrum ent, 

which received a sixty-nine percent (69%) ra te  of retu rn . C lark's study revealed;

1. Junior college courses designed for middle managers in the 
Oklahoma City m etropolitan a rea  lack relevancy for current and 
prospective middle managers.

2. Additional courses should-te-designed  th a t are applicable to the
geographic a rea  studied. Courses should include com petencies
dem anded by m anagem ent of the  industrial organizations in the 
geographic a rea  surveyed.

3. Survey respondents were cognizant of the ir curriculum  needs, and
showed a willingness to  cooperate with educators by identifying 
c r ite r ia  needs in the developm ent of an industrial middle 
m anagem ent curriculum .

4. Middle M anagement com petencies may vary according to  the size
of the  firm . This should have a Rearing on planning a curriculum
for the geographic a rea  involved.

Butler's research  involved eighty-nine m unicipal employees, 

representing  th ree  cities in the M etropolitan Oklahoma C ity  Area. The study 

lasted  six  m onths involving th ree  experim ental groups and th ree  control groups. 

The th ree  experim ental groups had forty-one firs t-leve l supervisors and the 

control group contained fo rty-eight m unicipal supervisors and potential 

supervisors. Three instrum ents were used to evaluate the effectiveness of two 

courses of instruction  in th e  resource developm ent train ing  program . The th ree  

instrum ents were: How Supervise?, Forms A and B, Supervisory Inventory on

Human Relations and Marvin's Management M atrix. The reliab ility  coefficient

Charles E. C lark, "A Study of Curriculum Needs of Middle Managers in 
the  Oklahoma C ity  M etropolitan Area," (Ph.D. d isserta tion , University of 
Oklahoma, 1979), p. 37.

^Ibid., p. 93.
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range for the How Supervise? was .87 to  .91 with validity  of .65^ The reliability

and validity  of the  Supervisory Inventory on Human Relations and Marvin's

Management M atrix was not reported  by Butler. The conclusion reached by

Butler was th a t both courses of instruction in the human resource developm ent

training provided a valuable contribution to  upgrading of local governm ent 
2

supervisors. Butler recom mended:

1. Perm anent programs of supervisory train ing in human resource 
developm ent should be established for all m unicipalities and these 
program s should be conducted by cooperating institu tions of higher 
learning th a t  a re  located  within the  cities or in close proxim ity to 
them .

2. Form al evaluation should be planned for in each course of
instruction. Approximately 10 percent of the  program med funds 
should be allocated  to evaluation studies and re la ted  research to 
develop and m aintain a  program th a t will place the  training e ffo rt 
where the  need is g rea tes t.

3. Because of the trad itional neglect of training evaluation in general
and the  sparseness of studies in evaluating the  training of
municipal em ployees, fu rther research is recom m ended to genera te  
an accep tance  of form al evaluation as a part of every train ing 
program .

4. Institutions of higher learning should becom e more involved in the
needs of local governm ents and should conduct research  into th e ir  
needs for assistance in developing and evaluating programs of 
human resource developm ent.

5. The fac ilities  of the cities and resources of colleges should be
researched  for po ten tia l areas of cooperation in adult education 
program s th a t would provide work-study opportunities for the 
unemployed and underemployed, while aiding the cities to  acquire 
and m aintain more effec tive  work forces.

John Lawrence Butler, "Evaluating T itle  1, Higher Education Act of 
1965 Human Resource Development Training for M etropolitan Oklahoma City 
Area Local Government Supervisors," (Ph.D. d isserta tion . University of 
Oklahoma, 1972), pp. 173-4.

^Ibid, p. 15.

^Ibid., p. 175
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Fleishm an's research  dealt with supervisory courses away from the

organizational se tting . His findings revealed th a t the clim ate of leadership

differed from the organizational clim ate and upon re tu rn  to the organization, the

supervisors perform ed less effectively .^  Fleishm an com m ented:

"The resu lts clearly  indicated th a t the  forem an is more responsive to  
the day-to-day clim ate  in which he o p ia t e s  than to  any special 
course of training he may have been give."

Sm ith's research  involved the industrial supervisory/m anagem ent 

program this study also investigated. His study dealt with overall program 

effectiveness in partic ipan t’s a ttitu d e , knowledge, and on-the-job behavior a f te r  

train ing. The da ta  gathering instrum ents were: Course Content T est, How

Supervise?, and Supervisory Style Survey. The sam ple consisted of tw enty-five 

firs t-leve l civilian supervisors a t Tinker Air Force Base. The data  gathering 

instrum ents. How Supervise? and Course C ontent T est, was uniformly 

adm inistered before training and upon com pletion of train ing. The Supervisory 

Style Survey (on-the-job behavior) was filled out by the  participant's im m ediate 

supervisor six weeks prior to  attending the  training program and six weeks a fte r  

com pleting the  tw elve day training.

The How Supervise? instrum ent was reported  to  have a  reliability  range 

of .74 to .91, th is instrum ent was used to  m easure th e  participan ts ' a ttitu d es . 

The Course Content Test was an achievem ent te s t  th a t contained one hundred 

m ultiple-choice item s which reflec ted  the content of subjects taught in the

E.A. Fleishm an, E. F. Harris, H. E. B urtt, "Leadership and Supervision 
in Industry: An Evaluation of a  Supervisory Training Program ," (Ohio S ta te
University: Bureau of Educational R esearch, 1955), No. 33

^Ibid.

^Smith, p. 48.
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course. The re liab ility , using a Kuder-Richardson Form ula #8, was reported  as

.91. The Supervisory Style Survey was developed to m easure any changes in

supervisory on-the-job behavior a fte r  training. Kuder Richardson Formula #8

was used to  establish reliab ility . The reliab ility  reported  for the  Supervisory

Style Survey was .91.^

The resu lts  of Sm ith's study were: (1) th e re  was a significant

im provem ent in the  supervisory on-the-job behavior, (2) th e re  was a significant

im provem ent in the level of supervisory knowledge, and (3) th e re  was not a

significant relationship  betw een the  partic ipan ts ' a ttitu d e  and knowledge 
2

scores.

Smith's finding revealed  a significant im provem ent in supervisory on-
3

the-job behavior upon com pletion of training. Fleishm an's research  revealed 

th a t supervisors perform ed less effec tively . The d ifferences in Smiths and 

Fleishman's research  findings may be explained by Rosenthal's "Pygmalion 

E ffect" or M erton's Self Fulfilling Prophecy" concept. McGehee and Thayer 

believes th a t the supervisor may in ject his personal regard  for the  train ing  into 

the  ratings of tra ined  p e rs o n n e l.M c G e h e e  and Thayer explain:

"If he is favorable tow ard training, his judgem ent may be biased 
tow ard higher ratings to  those who have been trained . If he is hc^tile 
tow ard train ing , the opposite form of contam ination may occur."

^Ibid., pp. 52-53.

^Ibid., pp. 48.

^Smith, p. 48.
4

William McGehee and Paul W. Thayer, Training in Business and 
Industry, (New York: John Wiley and Sons, Inc., 1961), pp. 259-260.

^Ibid., p. 259.
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Belasco and T rice c ite  th ree  obstacles in the evaluation of training:

1. The possibility th a t sharp differences exist in each individual 
partic ipan ts ' knowledge, skills, and a ttitu d es .

2. The inability  to distinguish the possible e ffec ts  of a unique group of 
partic ipan ts  from the e ffe c ts  of the  change experience itse lf.

3. The possibility th a t the  in itial adm inistration  of the measuring 
instrum ents, applied on a befo re-and -after basis, will resu lt in 
sensitizing the  tra inees to the subject m atte r.

Belasco and Trice do not support p retesting , however, they  emphasize

th a t there  is no single, sim ple, foolproof way to  deal with the problems of
2

contro l and contam ination.

The prim ary objective of train ing evaluation is to assess changes th a t 

may be a ttr ib u ted  to  train ing. D ifferen t studies involving the evaluation of 

supervisory/m anagem ent training w ere reported  with significant and insignifi­

cant findings in overall program effec tiveness. Problem s can be encountered in 

evaluating train ing unless a system atic  approach is used with reliable data  

gathering instrum ents. Relevance, reliab ility , and freedom  from bias are  

ch arac te ris tic s  of any instrum ent used in evaluating train ing. McGehee and 

Thayer believe th a t  instrum ents th a t  appear to  be re levan t have no value in
3

assessing th e  outcom e of train ing if  they  lack re liab ility .

The m ost frequently  used instrum ent for evaluating supervisory/m an­

agem ent program s has been the paper-and-pencil inventory How Supervise?, 

Forms A and B.^

 ̂Jam  es A. Belasco and Harrison M. T rice, The Assessment of Change in 
Training and Therapy, (New York: McGraw-Hill, Inc., 1968), pp. 22-32.

^Ibid.
3

M cGehee and Thayer, p. 265.
4

Donald L. K irkpatrick, "Evaluation of Training," in Training and 
Development Handbook, ed. by R obert L. Craig and Lester R. B ittel (New York: 
M cGraw-Hill Book Company, 1967), p. 17.
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How Supervise? Instrum ent

The How Supervise? instrum ent contains item s which deal with

problems generally of concern to  a  person who supervises workers.^ The item s

for How Supervise? were obtained through conferences with industrial

supervisors, industrial rela tions personnel, and an exam ination of the lite ra tu re

dealing with industrial supervision. The two How Supervise? form s, A and B,

contains seventy  item s each and were developed from a pool of two-hundred and 
2

four item s. The "best" answers were obtained by adm inistering the 

questionnaire to  th irty -seven  supervisory s ta f f  m em bers of the governm ent's 

Training Within Industry program and to  eight individuals who have w ritten  books
3

and a rtic les  in the field  of industrial relations or m ental hygiene. The final 

se lection  of item s was accom plished by adm inistering two experim ental forms, 

one-hundred and two item s each , to  seven-hundred and fif ty  supervisors in ten 

industries.'^ The industries varied  is size, geographical location, internal 

organizational m akeup, and type of product made. The to ta l score was obtained 

for each of the  seven-hundred and fif ty  supervisors from the two form s. The 

d a ta  from the  highest tw enty-seven percent (27%) and th e  low est tw enty-seven 

percent (27%) were separa ted  for further study.^ Item s th a t did not discrim inate 

were discarded and the  one-hunderd and four rem aining item s were divided to 

make up th e  seventy item  in each form , A and B.®

^File and Rem m ers. How Supervise Manual, p. 3. 

^Ibid., p. 8.

^Ibid., p. 8.

^Ibid., p. 8.

®Ibid., p. 8.

®File and Rem m ers. How Supervise Manual, p. 8.
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Forms A and B were released in 1943, and were originally constructed  

to yield equivalent scores when adm inistered to  com parable groups. Since the 

original publication, the instrum ent has been revised two tim es and used in 

numerous studies in business and industry.^

File and Rem mers reported  results of four studies that showed a 

reliab ility  coeffic ien ts of near .80. The Spearman-Brown form ula was applied 

to  the  a lte rn a te  correlations to  estim ate  the reliab ility  of the  two form s (A and
Q

B) used in combination by the  four studies. File and Rem mer report:

"Comparison of the  raw score equivalents on the two form s, for each 
of seven percen tile  points, indicates th a t within the score range 
studied, scores on Form B are betw een two and ten  points higher than 
scores on Form A, w ith a  median of four points. The mean Form B 
score exceeds the  m ean Form A score by five points. Thus, scores on 
Form B averaged less than three-eigh ts of a standard  deviation higher 
than scores on Form A. In view of the recom m ended uses of How 
Supervise?, th is d ifference is not considered sufficien tly  CTeat to 
ju stify  the  construction of separa te  norms for the two form s."

F ile and Rem m ers sum m arized available research , published and unpub­

lished, re la ting  to the valid ity  of the How Supervise? instrum ent. The

correlation values ranged from a low of r = 0.29 to  a high of r = .79.^ The 

studies testing  the  reliab ility  of the How Supervise? instrum ent ranged from r = 

.74 to  r  = .91.®

^Ibid., p. 7. 

^Ibid., pp. 9-10. 

®Ibid., p. 10. 

^Ibid., p. 11. 

®Ibid., p. 11. 

®lbid.
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Studies have explored the relationship betw een the to ta l scores on How 

Supervise? and ratings and rankings of on-the-job perform ance- The coeffi­

cients of correlation of How Supervise? with other te s t  ranged from r = .22 to  r = 

.67.^ Maloney researched the readability  o f Forms A and B, using the  Flesch

method, and found th a t the required reading skills equal to those of a  typical 
2

high school graduate.

The How Supervise? instrum ent's principal use is in conjunction with 

training program s, which accounts for the high correla tions. The How Supervise? 

has been found to  co rre la te  with various supervisory perform ance c rite r ia , but it
3

is basically a m easure of knowledge and a ttitu d es .

The inclusion of the How Supervise?, Forms A and B, instrum ent in this

study is prohibited by the publisher, th ere fo re , the  following explanation

concerning the  instrum ent is needed for the readers understanding.

Forms A and B, of the  How Supervise? instrum ent, contains one-

hundred and fo rty  s ta tem en ts , each form has seventy s ta tem en ts  divided into

th ree  major sections. The th ree  major sections per form are: Supervisory

P ractices, Company Policies, and Supervisor Opinions.

The Supervisory P rac tices  section contains seventeen s ta tem en ts  on

each form , A and B, th a t list p rac tices followed by d ifferen t supervisors, the

respondent makes one of th ree  choices per s ta te m e n t, desirable, uncertain , or

undesirable. An exam ple is as follows.

"11. Prohibiting conversations betw een .
coworkers on routine jobs.......................  D ? U

^Ibid.

^Ibid.
3

File and Rem m ers, p. 7. 

4lbid., Form A
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The Company Policies section contains tw enty-four s ta tem en ts  on each 

form, A and B th a t lis t methods used by d iffe ren t companies in handling the ir

relations with em ployees, the  respondent makes one of th ree choices per

s ta te m e n t, desirab le, uncerta in , or undesirable. An exam ple is as follows:

"24. Fining em ployees for violation of ^
ru les..................... D ? U

The Supervisory Opinions section contains tw enty-nine s ta tem en ts  on 

each form , A and B, th a t lis t opinions held by various supervisors in sim ilar 

positions to  the  respondent. The respondent makes one of th ree  choices per 

s ta te m e n t, ag ree, uncertain  or disagree. An exam ple is as follows:

"55. Ability to  handle workers is inborn, „
not lea rned ................. A ? DA"

File and Rem m ers reported  a  reliab ility  coeffic ien t range of .59 to .80
3

when Form s A and B are  used together as a single m easure. The researcher 

addressed the instrum ent's re liab ility  from th ree  directions: (1) overall

reliab ility  of Forms A and B to  the train ing program investigated , (2) reliab ility  

of each section , contained in Form s A and B, to  determ ine represen tativeness in 

each section . Supervisory P ractices, Company Policies <5c Supervisor Opinions, 

and (3) to determ ine the  consistency of the  instrum ent in m easuring the  sep ara te  

tra its  upon repea ted  m easures. The reliab ility  procedures and findings are in 

C hapter IV.

^Ibid., Form A 
2

File and Rem m er, p. 7. 

^Ibid., Form A
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The How Supervise? instrum ent's principal use is in conjunction with 

training program s, which accounts for the  high correlations. The How Supervise? 

has been found to co rre la te  with various supervisory perform ance c rite ria , but it 

is basically a m easure of knowledge and a ttitudes.^

Summary of Res arch

The following m ajor categories of supervlsory/m angerial training have 

been identified: (1) Theoretical Background, including the  developm ent of the 

organization as a social system  and the dynamics of leadership im pact upon 

subordinates, (2) R elated  Studies and D issertations, which identifies ch arac te r­

istics th a t influence the  shape of the  organizational s tru c tu re  and how if e ffec ts  

productivity , and (3) Supervisory/M anagem ent Training which includes trends and 

re la ted  studies of supervisory/m anagerial training.

The analysis of pertinen t research identifies pa tte rn s th a t currently  

exist pertaining to  supervisors and m anagers in organizational s truc tu res . The 

human relations movement called for a new mix o f m anagem ent skills which is 

s till being probed in today's industries. Numerous viable research  investigations 

have explored various degrees of worker participation , methods and stra teg ies of 

leadership in a varie ty  of organizational settings to  increase productivity and 

bring about a  higher job sa tisfac tion  for employees.

Trends in m anagem ent train ing  have not changed in the  past two decades, studies 

were identified  th a t called for a more system atic approach to updating train ing 

and more emphasis on training evaluation. O bstacles in training evaluation 

included control and contam ination. The evaluation instrum ent, How Supervise?, 

used in th is research  investigation was explained and the  instrum ents major use 

identified.

^Ibid.
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With the review o f  lite ra tu re  providing background inform ation, an 

a ttem p t was made to  determ ine if there  was a significant change in supervisors' 

/m anagers' a ttitudes toward Supervisory P ractices, Company Policies, and Super­

visor Opinions upon completion of training. The methods used to accom plish this 

purpose are  se t forth  in the following chapter.



CHAPTER ni  

METHODOLOGY 

Introduction

This descriptive study was designed to  ascerta in  if th ere  is any 

s ta tis tica lly  significant change in participants ' a ttitu d es  concerning Supervisory 

P ractices , Company Policies, and Supervisor Opinions while participating  in a 

train ing program designed to bring about positive changes in these areas. Best 

s ta ted :

"Descriptive research describes and in te rp re ts  what is. It is con­
cerned with conditions or relationships th a t  ex ist, p rac tices th a t 
reveal; beliefs, point of view, or a ttitudes th a t are held; processes 
th a t a re  going on; e ffec ts  th a t are being fe lt; or trencte th a t are 
developing."

The purpose of this chapter was to describe the methodology used in the 

study. The chapter was organized in four major categories: population for the 

study, collection of da ta , methods o f s ta tis tic a l analyses, and sum m ary.

Population for the Study

The population for the study consisted of all supervisors and m anagers 

a t Tinker Air Force Base, who com pleted the F irst-L evel Supervisory Course at

^John W. Best, Research in Education, 2nd ed., (Englewood Cliffs, New 
Jersey: P rentice-H all, 1970), p. 116.
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the M anagement Training C enter iocated  a t Oscar Rose Junior College, Midwest 

C ity , Oklahoma.

The F irst-L evel Supervisory Course is a tw elve day course consisting of

seven hours of instruction  per day. A to ta l of eighty-four hours of train ing is

given per class. Each F irst-L evel Supervisory Course presented  allows a

maximum of tw enty  supervisors and m angers per class and all partic ipan ts  must

be employed a t  Tinker Air Force Base, Midwest C ity , Oklahoma.

Class folders were re triv ed  from the  M anagement Training C enter's

files to determ ine the  to ta l population for the  research  investigation . The to ta l

population consisted of one thousand and six supervisors and m anagers who had

com pleted the  F irst-L evel Supervisory Course.

The decision for se lec ting  the  to ta l population was m ade by considering

th e  consequences of making a Type I as opposed to  a Type II e rro r. The alpha

level used in this study was the .05 level of significance.

Linton and Gallo com m ented:

"the .05 level is accep ted  as the most appropriate  choice. . .because 
it has h isto rical ju stifica tio n , and it is accep ted  by editors of 
sc ien tific  journals as an appropriate  alpha risk. At the sam e tim e, it 
m inimizes the  risk of a  Type H erro r b e tte r  than  more stringent 
levels."

The b e ta  level for any research  cannot be precisely controlled; neither
2

can its size  be easily estim ated . Many s ta tis tic ian s  believe the  b e ta  level is
O

inversely re la te d  to  the  alpha level and size of the sam ple.

Marigold Linton and Philip S. Gallo, J r .,  The P ractica l S ta tis tic ian : 
Simplied Handbook of S ta tis tic s , (M onterey, C alifornia: Brooks/Cole Publishing 
Company, 1975), p. 49.

^Ibid., p. 48.

^Ibid.
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Linton and Gallo s ta ted :

’’The experim enter can reduce the probability of making a Type II 
error by (1) using an alpha level of .05 ra th e r  than a more stringen t 
one, as of .025 or .01 and (2) by using as many subjects as can be 
reasonably obtained .”

Collection of D ata  

The d a ta  needed in the research  investigation w ere the  partic ipan ts ' 

to ta l scores in Supervisory P ractices , Company Policies, and Supervisor Opinions 

contained in Form A and B of the How Supervise? instrum ent.

Class folders were re trived  from the M anagem ent Training C enter's 

files ai:d each partic ipan ts ' com pleted How Supervise? (Forms A and B) were 

m atched and eight scores were recorded fo r each partic ipan t. Form A was 

adm inistered to  each partic ipan t before train ing, th e re fo re , th is form  rep re­

sented  the four scores for the  following areas: Supervisory P ractices , Company 

Policies, Supervisor Opinions and to ta l score of Form A. The four scores 

obtained from Form A were dependent variables used in the study.

Form B was adm inistered to  each partic ipan t upon com pletion of 

train ing, th ere fo re , th is form represen ted  scores in four areas, also contained in 

Form A. The four areas were: Supervisory P rac tices , Company Policies,

Supervisor Opinions and to ta l score of Form B. The four scores obtained from 

Form B were dependent variables used in the study.

Marigold Linton and Philip S. Gallo, J r .,  The P rac tica l S ta tis tic ian : 
Simplied Handbook of S ta tis tics , (Monterey, C alifornia: Brooks/Cole Publishing 
Company, 1975), p. 49
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Methods of S ta tis tica l Analyses

To s ta tis tic a lly  analyze the relationship betw een and within the  areas.

Supervisory P rac tices , Company Policies, and Supervisor Opinions, Pearson's

product-m om ent correla tion  and analysis of variance were se lec ted . Pearson's

product-m om ent correla tion  is a param etric  procedure m easuring the degree of

association betw een two quan tita tive  variables.^

Downie and Heath explained:

"C orrelation  is basically  a m easure of relationship betw een two 
variab les. Most correla tion  coeffic ien ts te ll us two things. F irs t, we 
have an indication of the  m agnitude of the relationship  and second, it  
gives inform ation about the  direction of the relationship . -When the 
two variables a re  continuous, it  is the best s ta t is t ic  to use."

For this study, the  researcher was concerned with the degree of

relationship betw een pre and post te s t scores rela ting  to  Supervisory P ractices,

Company Policies, and Supervisor Opinions. Pearson's r m easured the s ta tis tic a l

relationships th a t exist in each of the areas contained in the How Supervise?

instrum ent.

The form ula for calcu lating  Pearson's Product-M om ent C orrelations is: 

N X Y - ( I X )  (LY)

^xly = N - ( XX) ^  N Y ^ - ( X Y ) ^

The relationship  of p re -te s t scores and p o st-tes t scores are identified  

for each a rea . Supervisory P ractices, Company Policies, and Supervisor Opinions, 

and to ta l scores. To determ ine the proportion of common variance betw een the 

two sets of variables in each a rea , the correlations are squared to  yield the

^Linton and Gallo, J r .,  p. 122.
2

N.M. Downie and R.W. Heath, Basic S ta tis tica l M ethods, (New York: 
H arper and Row, 1974), 4th ed ., p. 82.
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coeffic ien t of determ ination. The coefficient of determ ination enabled the

researcher to  conceptualize the strength  or in tensity  of each correlation found in

each of the four areas: Supervisory P ractices, Company Policies, Supervisor

Opinions, and Total Scores.

The dependent variables (pre- and post-test scores) and the dependent

variables (post-test scores) in each area. Supervisory P ractices, Company

Policies, Supervisor Opinions, and Total Scores of Forms A and B were plotted  to

assist the researcher in determ ining the direction and m agnitude of the

relationships. The sc a tte r  diagram also provided the researcher a visual check

on the facto rs which influenced the value of the coeffic ien t which had to be

taken into account for in terp re ta tion .

The analysis of variance (Anova) and the Tukey's M ultiple Comparison

te s t  were used to te s t  all null hypotheses.

Linton and Gallo elaborated:

"Analysis of variance is applicable to sim ple, two-condition experi­
m ents, but it  can be expanded to  analyze research  w ith any number 

. of independent variables and with any number of levels of those 
variab les. With minor m odification, it  can be used to  analyze 
betw een subjects, within subjects, and complex designs. Analysis of 
variance is one of the  most powerful and flexible s ta tis tic a l te s t  of 
significance."

"The analysis of variance was a w ithin-subjects Anova also called a 
2

random ized block design." The data  taken from the  How Supervise? instrum ent 

was pre and post scores from Forms A and B, in the following areas: (1) 

Supervisory P ractices , Company Policies, Supervisor Opinions, and Total scores. 

A to ta l of eight scores, four from Form A and four from Form B, per participant 

was recorded fo r analysis.

^Linton and Gallo, J r .,  p. 122.
2
Schuyler W. Huck, William H. Corm ier, and William G. Bounds, J r ., 

Reading S ta tis tics  and Research, (New York: Harper and Row, 1974), p. 281.
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The dependent variables were p re- and p o s t- te s t scores obtained f rom 

Forms A and B in four a reas: (1) Supervisory P rac tices , (2) Company Policies, (3) 

Supervisor Opinions, and (4) Total Scores. The s ta tis tic a l model was a w ithin- 

subjects, which rep resen ted  the pre-post m easurem ent of train ing in each of the  

areas. This determ ined  the in terac tion  of the two fac to rs , m easurem ent of 

a ttitu d e  in each a rea  before and a f te r  training.

Tukey's te s t is a m ultiple comparison technique th a t enabled the 

researcher to  determ ine which d ifferences betw een m eans a re  sign ifican t and 

which are not. the  Tukey te s t  (studentized range s ta tis tic )  uses the values 

obtained from the analysis of variance  (Anova) s ummar y tab le .

The general form ula fo r calcu lating  Tukey's m ultiple com parison te s t is: 

>!=

Huck, C orm ier and Bound elaborated:

"a resea rch er cannot stop  his analysis a f te r  g e ttin g  a sign ifican t 
F; he must lo ca te  the  cause of the , significant F. To do th is, he 
m ust perform  a  follow-up analysis."

Q
The S ta tis tic a l Package for the Social Sciences (SPSS) program s for 

Pearson's product-m om ent corre la tion , S ca tte rg ram , and analysis of V ariance 

were used to  determ ine the relationships and to te s t the significance at the .05 

level of each hypothesis s ta te d .

^A lbert E. B artz , Basic S ta tis tica l Concepts, (M innesota: Burgess
Publishing Company, 1981), 2nd ed ., p. 123.

2
Huck, C orm ier and Bound, p. 68.

3
Nie, Norman H., e t . a l. S ta tis tica l Package for The Social S ciences, 

(New York: McGraw-Hill Book Co., 1970), p. 276-402.
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The researcher com puted Tukey's Multiple Comparison technique using 

the values from the analysis of variance (ANOVA) sum m ary tab le .

Summary

The procedures used in the s ta tis tic a l analyses for each hypothesis

were:

Procedure one involved retriv ing  How Supervise?, Forms A and B from 

the  M anagem ent Training C enter's files and recording eight scores per p a rtic i­

pant for one-thousand and six industrial supervisors and managers employed at 

Tinker Air Force Base. Procedure two involved writing com puter program s, 

using the S ta tis tica l Package for the  Social Sciences (SPSS) form at.^  Procedure 

th ree  was the  punching of d a ta  cards and running th ree  programs: Pearson's

product-m om ent co rre la tion , sca tte rg ram , and anlaysis of variance (Anova). 

Procedure four consisted of determ ining the reliab ility  of the  How Supervise?, 

Forms A and B, to  the training program investigated . Procedure five involved 

determ ining the re liab ility  for each area : Supervisory P ractices, Company

Policies, Supervisor Opinions and Total Scores of the  How Supervise? instrum ent. 

Forms A and B. K uder-Richardson Form ula #21 and Pearson's product-m om ent 

correla tion  were used to  te s t  the  reliab ility  of all the areas in the How 

Supervise? instrum ent. Procedure six  involved the analyses of the data  for each 

area: Supervisory P ractices , Company Policies, Supervisor Opinions, and Total 

Scores, to  determ ine the  correla tion  coeffic ien t and coeffic ien t of 

determ ination . The sca tterg ram  was used to determ ine the linear relationship 

th a t ex isted  in each a rea . The researcher drew the  regression line from the  data  

provided. The sca tterg ram s are found in Appendix A. Procedure seven 

involved the te s t of

^Nie, Norman H., e t .  a l., p. 176-402.
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significance analysis of variance, for each hypothesis. The F ratios for each 

hypothesis were identified  and the  F distribution tab le  was used to determ ine 

significance a t the .05 level.^ Procedure eight involved the evaluation of the 

pairs of m eans fo r Supervisory P ractices, Company Policies, Supervisor Opinions 

and Total Scores. The q (Tukey's M ultiple Comparison technique) values for each 

hypothesis were identified  and the c ritica l values tab le  was used to  determ ine 

significance a t  the  .05 level^.

^Edward W. Minium, S ta tis tica l Reasoning in Psychology and Education, 
(New York: John Wiley and Sons, Inc., 1970), pp. 449-453.

2
A lbert E. B artz, Basic S ta tis tica l Concepts, (Minnesota: Burgess

Publishing Company, 1981), 2nd ed., p. 423.



CHAPTER IV 

PRESENTATION AND ANALYSIS OF DATA 

Introduction

The purpose of C hapter IV is to present the  d a ta  ga thered  concerning 

supervisors' and m anagers' a ttitu d es  toward Supervisory P ractices, Company 

Policies, and Supervisor Opinions upon completion of train ing designed to bring 

about positive changes in these areas. The d a ta  were gathered  from the 

evaluation instrum ent. How Supervise?, Forms A and B. The to ta l population, 

used in the  study, consisted of one thousand and six supervisors and managers 

employed a t  Tinker Air Force Base th a t com pleted the F irst-L evel Supervisory 

Course a t the M anagement Training C enter, located  a t Oscar Rose Junior 

College, Midwest City, Oklahoma.

How Supervise?, Form A, was uniformly adm inistered before training to 

each supervisor/m anager and How Supervise?, Form B, was uniformly adminis­

tered  to each supervisor/m anager upon completion of the twelve day training 

course. The two forms, A and B, of the How Supervise? evaluation instrum ent, 

constitu ted  the da ta  used in this research  investigation.

The data  were studied and analyzed to  determ ine if th ere  were 

significant d ifferences a t the .05 level betw een the supervisors' and managers' 

p re-tes t. Form A, and post-test. Form B, rela ting  to  Supervisory P ractices, 

Company Policies, and Supervisor Opinions as m easured by the  How Supervise? 

instrum ent.

47
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C hapter IV was divided into m ajor sections to give an organized and 

concise presentation of the findings. The findings were the  results of the  

analysis and in te rp re ta tion  of the data  gathered  for this research  investigation. 

The six m ajor sections are as follows:

1. S ta tis tica l analysis involving the  reliab ility  of Forms A and B, of 
the  How Supervise? instrum ent to  the  training program investi­
gated .

2. S ta tis tica l analysis involving the  reliab ility  of each area: Supervisory 
P ractices, Company Policies, Supervisor Opinions, and Total Scores of 
the How Supervise? instrum ent.

3. S ta tis tica l analyses rela ting  to  Hypothesis 1.

4. S ta tis tica l analyses rela ting  to  Hypothesis 11.

5. S ta tis tica l analyses rela ting  to  Hypothesis 111.

6. S ta tis tica l analyses relating  to  Hypothesis IV.

7. Summary of the  analyses re la ting  to  all hypotheses tested .

Forms A and B R eliability

Pearson's product-m om ent correlations was used to  determ ine the 

reliab ility  of the How Supervise?, Forms A and B, to the  train ing program 

investigated . The S ta tis tica l Package for th e  Social Sciences (SPSS) was used to 

determ ine the coeffic ien t of correlation and coeffic ien t of determ ination tha t 

existed.^ Table 1 depicts the  substan tia l relationship  (r = .52) th a t existed 

betw een the  two variables. Forms A and B of How Supervise?. The streng th  of 

the relationship (r^) was .27, which indicated hom ogeneity of the  groups and th a t  

the m ajority  of the cases were clustered close to the mean.

The te s t  of reliab ility  confirm s Files and Rem m ers reported  reliab ility  

range (r = .59 to  .80) when Forms A and B are  used together as a single

^Nie, Norman H., e t. al. S ta tis tica l Package for the Social Sciences, 
(New York: M cGraw-Hill Book Company, 1970), pp. 276-299.
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TABLE 1

RELIABILITY COEFFICIENTS FOR ALTERNATIVE FORMS 
A AND B OF HOW SUPERVISE?

Form A Form B 9
Number Mean S.D. Mean S.D. r

1008 53.5 6.4 58.8 6.7 ,52 .27

m easure.^ Files and Rem m ers reported  th a t higher coeffic ien ts would be
2

expected  when the form s a re  used together. The researcher found a substantial

correlation coeffic ien t (r = .52) involving one thousand and six industrial
2

supervisors and m anagers, with the proportion of variance being .27 (r ).

The substan tia l relationship ( r = .52) betw een Forms A and B was 

established. A scatterg ram  was com puted using the  S ta tis tica l Package for the 

Social Sciences (SPSS) to  determ ine the p a tte rn  of the  relationship.^ The 

sca tterg ram  subprogram printed a plot of da ta  points, com puted the linear 

regression coeffic ien t, the  in te rcep t, the  slope, and the  standard  error of 

e s tim a te .

Figure 1 is a graphic p resentation  which depicts the  linear relationship 

found betw een Forms A and B of th e  How Supervise? instrum ent is in Appendix 

A. The in te rp re ta tio n  of the sca tterg ram  is as follows; The vertica l axis 

indicated  the dependent variable. Form A, w ith the horizontal axis indicated by

^File and Rem m ers, How Supervise? Manual, p. 7.

^Ibid., p. 7.
3

Nie, Norman H., e t .  al. S ta tis tica l Package for the Social Sciences, 
(New York: M cGraw-Hill Book Company, 1970), p. 294.
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the dependent variable, Form B. The data  points are represented  by asterisks (*) 

when a  single case falls into a printing position. If two through eight cases falls 

into the sam e position, the  ac tual number of cases is prin ted . Nine or more 

cases are  rep resen ted  by the  num ber nine. The scale  is determ ined by the  

highest and low est value fo r each variable in the graph. The researcher drew the 

regression line from the  da ta  provided, so the reader could conceptualize the 

"goodness of fit."

Based on the correla tion  of coeffic ien t (r = .52), the  d irect linear 

relationship and proportion of variance  (r^ = .27) the researcher concluded th a t 

the How Supervise? Forms A and B, evaluation instrum ent had reliab ility  to the 

train ing program investigated .

The validity  of How Supervise?, Forms A and B, to  the program 

investigated  was based on its  relevance to  the principles, objectives, and 

techniques th a t are taught in the course evaluated. The exam ination of the 

th ree  sections of the  How Supervise? instrum ent. Supervisory P ractices, 

Company Policies, and Supervisor Opinions, were com pared with the contents of 

th e  F irst-L evel Supervisory Course. This comparison indicated  a strong "face- 

relevance" valid ity  which was one of the  reasons this evaluation instrum ent. How 

Supervise?, was adopted by the  M anagem ent Training C enter.

The da ta  ga thered  and analyzed for each hypothesis te s ted  reveals the 

e x ten t of th e  effec tiveness of the  train ing  in changing participan ts ' a ttitu d es  in 

the  following areas: (1) Supervisory P ractices, (2) Company Policies, and (3)

Supervisor Opinions. The sc a tte rg ram s for each area  investigated  can be found 

in Appendix A.
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Area R eliability of How Supervise?

The reliability  was approached from two directions. F irs t, the 

researcher had to determ ine if each area of the  How Supervise? instrum ent was 

m easuring the  t r a i t  as it  was intended to  m easure and secondly was each a rea  of 

the  instrum ent m easuring the sam e tra it  consistently upon repeated  m easures.

Pearson's product-m om ent correla tion  was used to determ ine if each 

area: Supervisory P ractices, Company Policies, and Supervisor Opinions, was

measuring separa te  tra i ts  as the  instrum ent was designed to accom plish. The 

S ta tis tica l Package for the Social Sciences (SPSS) was used to com pute the 

correlations.^  Table 2 shows the correlations ranging from .31 to .44. for Form A 

and .43 to  .50 for Form B, thus indicating each of the areas are m easuring 

sep ara te  tra i ts  as the instrum ent was designed.

Table 2

CORRELATION COEFFICIENTS OF ALL AREAS IN THE 
HOW SUPERVISE? INSTRUMENT

Form A 
R eliabiltiy

Form B 
R eliability

Supervisory P ractices 
with

Company Policies .31 .50

Supervisory P ractices 
with

Supervisor Opinions .39 .43

Company Policies 
w ith

Supervisory Opinions .44 .48

^Nie, Norman H., e t. al. S ta tis tica l Package for the Social Sciences, 
(New York: McGraw-Hill Book Company, 1970), pp. 276-299.
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To determ ine the consistency of the instrum ent, How Supervise?, to 

m easure the  separa te  tra its  upon repeated  m easures, Kuder-Richardson Formula 

#21 was com puted by the researcher. The form ula is as follows: 

rei = l-M (n-M )^

Ns^

The IVI is the mean with n representing the  number of item s for each
9

area  with s being the  standard deviation squared for variance. Table 3 shows 

the reliab ility  of each a rea  contained in both form s (A and B) of the How 

Supervise? instrum ent.

Table 3

RELIABILITY OF THE AREAS CONTAINED IN THE 
HOW SUPERVISE?, FORMS A AND B

AREA
FORM A 

RELIABILITY
FORM B 

RELIABILITY

Supervisory
P ractices .33 .30

Company
Policies .55 .65

Supervisor
Opinions .50 .66

Total Scores .70 .80

Julian C. Stanley, Educational M easurem ent, 2nd ed., edited  by Robert 
L. Thorndike. (Washington D.C.: Am erican Council on Education, 1971), p. 415.
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Supervisory P ractices has seventeen item s with a mean of 14.4 and a 

standard deviation of 1.8 on Form A. Form B had a mean of 14.3 with a 1.8 

standard  deviation in the Supervisory P ractices a rea . The com puted reliab ility , 

using Kuder-Richardson Form ula #21, was .33 on Form A and .30 on Form B. 

Based on the low reliab ility , the  researcher concluded th a t the Supervisory 

P ractices a rea  o f Forms A and B is not as strong as parts  II and II.

Company Policies has tw enty-four item s with a mean of 16.1 and a 

standard deviation of 3.4 on Form A. Form B had a mean of 18.7 with a standard  

deviation of 3.4 on Form B. The com puted reliab ility  using Kuder-Richardson 

Formula #21 was .55 on Form A and .65 on Form B. Based on the  substan tia l 

reliability , the researcher concluded th a t the Company Policies a rea  of Forms A 

and B was reliab le.

Supervisor Opinions has tw enty-nine item s with a  m ean of 22.9 and a 

standard deviation of 3.1 on Form A. Form B had a mean of 25.7 and a standard  

deviation of 2.9 on Form B. The com puted reliab ility , using Kuder-Richardson 

Formula #21 was .50 on Form A and .66 on Form B. Based on the substan tia l 

reliability  found, th e  researcher concluded th a t  th e  Supervisor Opinions a rea  of 

Forms A and B was reliable.

The Total Scores includes all th ree  sections for a to ta l of seventy item s 

on each  form , A and B. Form A had a mean of 53.5 and a standard  deviation of 

6.4 on Form A. Form B had a mean of 58.8 and a standard deviation of 6.7 on 

Form B. The com puted reliab ility  using Kuder-Richardson Form ula #21 was .70 

on Form A and B, the  instrum ent does m easure the sep ara te  tra its  consistently 

upon repea ted  m easures with exception of the Supervisory P ractices area .
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Analyses of Hypothesis I

The f irs t hypothesis to  be te s ted  and the  resu lts  w ere as follows;

Hypothesis 01: There is no significant d ifferences a t  the .05 level 
betw een the  partic ipan ts ' p re - te s t and post-tes t scores rela ting  to 
Supervisory P ractices as m easured by th e  How Supervise? instrum ent.

In order to te s t  this hypothesis it was necessary to perform  Pearson's 

product-m om ent correla tion  and analysis of variance (Anova) betw een the pre­

te s t, Form A and p o st-tes t, Form B, of the How Supervise? instrum ent. A 

scatterg ram  subprogram was perform ed to indicate the streng th  of the  linear 

relationship betw een the tw o variab les. Forms A and B, Supervisory P rac tices . 

The sca tterg ram  found in Appendix A was perform ed to give the reader and the 

researcher a  b e tte r  understanding of the  s treng th  of association th a t existed.

Table 4 contains evidence th a t the correla tion  coeffic ien t found was a 

low positive correla tion  (r = .24) with .05 (r^) proportion of variance betw een 

Forms A and B, pertain ing to  Supervisory P ractices.

TABLE 4

CORRELATION OF HOW SUPERVISE? FORMS A AND B 
SUPERVISORY PRACTICES

Form A Form B 9
Number Mean S.D. Mean S.D. r r

1006 14.4 1.8 14.3 1.8 .24 .05

Table 5 presents the results when da ta  from  Forms A and B, involving 

the Supervisory P ractice  a rea , were subjected  to a one-way analysis of variance 

(Anova). The resulting  F ra tio  (F = 10.8) was significant a t  the  .05 and .01 level
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of significance. The tabled F distribution to be significant was 2.71 for the .05 

level and 4.31 for the .01 level of significance.

TABLE 5

ANALYSIS OF VARIANCE OF HOW SUPERVISE? FORMS A AND B 
SUPERVISORY PRACTICES

Source
of

Variation

Degrees
of

Freedom

Sum
of

Squares
Mean

Squares
F

Ratio

Between
Groups 9 249.7 27.7

Within
Groups 996 2551.5 2 .5

10.8*

Total 1005 2801.2 + +

* Significant a t  the .05 and .01 level

Tukey's m ultiple comparison te s ts  revealed a q of 2 betw een the m eans. 

The tab le  value for q to  be significant a t .05 level is 2.77 and 3.64 a t the .01 

level of sign ificance.^  Based on Tukey's m ultiple comparison te s t  (q = 2), the  

d ifferences betw een the  means is not large enough to yield a significant q. An 

occurance of finding a significant F ( F  = 10.8) and not finding a q value of 

significance (q = 2) is possible, however, it is quite rare . The hypothesis is 

accep ted  based on the non-significance of q.

B artz , p. 423. 

^Ibid., p. 288
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Analyses of Hypothesis II 

Hypothesis two pertained to the Company Policies area  of the How 

Supervise? instrum ent, Forms A and B. The null hypothesis tested  was as 

follows:

Hypothesis 02: There is no significant differences at the .05 level 
betw een the participants ' p re -tes t and post-test scores rela ting  to 
Company Policies as m easured by the  How Supervise? instrum ent.

Tables 6 and 7 contains the d ifferences betw een the  pre-train ing

a ttitu d es , Form A, and the post-train ing. Form B, of the  supervisors/m anagers,

pertaining to the Company Policies area  of How Supervise? instrum ent.

Pearson's product-m om ent correlation, streng th  of association and analysis of

variance (Anova) and Tukey's M ultiple Comparison Test were the  s ta tis itc a l

com putations perform ed on the  data  relating to  Company Policies.
9

The correlation shows substan tial relationship (r = .46) with .21 (r")

proportion of variance betw een Forms A and B pertaining to Company Policies.

The sca tterg ram  plot (Appendix A) depicts the  linear relationship th a t existed

betw een the two variables. Forms A and B.

The da ta  contained in Table 7, reveals a significant change (F = 17.8) in

the participan ts ' a ttitu d es  upon com pletion of the  training as m easured by Forms

A and B of the How Supervise? instrum ent.

A ttitudes were significantly changed in the  Company Policies area

following participation  in the supervisory/m anagerial training program , however,

the researcher can account for tw enty-one percent in the  proportion of variance 
2

(r ), therefo re , strong inferences can not be made. The nuU hypothesis was

rejec ted  based on the substantial relationship (r = .46) with the streng th  of 

association being (r^ = .21), and the  F ra tio  (F = 17.8), and a q value (q = 28.8) 

which was significant a t the  .05 and .01 level. The null hypothesis was rejected .
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TABLE 6

CORRELATION OF HOW SUPERVISE? FORMS A AND B 
COMPANY POLICIES

Number
Form A 

Mean S.D.
Form B 

Mean S.D. r2

1006 16.1 3.4 18.7 3.4 .46 .21

TABLE 7

ANALYSIS OF VARIANCE OF HOW SUPERVISE? FORMS A AND B
COMPANY POLICIES

Source
of

Variation

Degrees
of

Freedom

Sum
of

Squares
Mean

Squares
F

Ratio

Between
Groups 18 2788.9 154.9

17.8*

Within
Groups 987 8596.2 8 .7

Total 1005 11385.1 + +

♦Significant a t  the  .05 and .01 level

Analysis of Hypothesis III 

Hypothesis th ree  pertained to the  Supervisor Opinions a rea  of the  How 

Supervise? instrum ent, Forms A and B. The null hypothesis tes ted  was as 

follows:
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Hypothesis 03; There is no significant d ifferences a t the .05 level 
betw een the  partic ipan ts ' p re -te s t and p o st-tes t scores rela ting  to 
Supervisor Opinions as m easured by th e  How Supervise? instrum ent.

Table 8 shows a  2.81 mean gain in the partic ipan ts ' p re -te s t to po s t-tes t

scores with the standard  deviation decrease of .20. The correlation  was a

substan tia l relationship  (r = .47) with tw enty-tw o percen t proportion of variance 
2

(r ). The sca tte rg ram  showing the  streng th  of association can be found in 

Appendix A.

Table 9 reveals th a t the  group m ade significant increases (F = 20.5)

from their p re - te s t, Form A, and p o s t-te s t, Form B, scores involving the

Supervisor Opinions a rea  of the  How Supervise? instrum ent.

The da ta  w ere in te rp re ted  as showing a significant change in Supervisor

Opinions a rea  following partic ipa tion  in the  supervisory/m anagerial training

program . The null hypothesis was re jec ted  based on the  substan tia l relationship

(r = .47), w ith the s treng th  of association (r^ = .22), the  F ra tio  of 20.5 and a q

value of 35, which was significant a t  the  .05 and .01 level. The proportion of

variance (r = .22) ind icated  hom ogeneity o f the  group, however, strong

inferences can not be made based on the  low proportion of variance found.

Analyses of Hypothesis IV

Hypothesis four dealt w ith the  relationship betw een the  th ree  a reas.

Supervisory P ractices , Company Policies, and Supervisor Opinions, of the  How

Supervise? instrum ent. The null hypothesis te s te d  was as follows:

Hypothesis 04: There is no significant relationship a t  the  .05 level 
betw een Supervisory P rac tices , Company Policies, and Supervisor 
Opinions as m easured by the  partic ipan ts ' p re - te s t and po s t-tes t 
scores from the How Supervise? instrum ent.
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TABLE 8

CORRELATION OF HOW SUPERVISE? FORMS A AND B 
SUPERVISOR OPINIONS

Number
Form A 

Mean S.D.
Form B 

Mean S.D. r2

1006 22.9 3.1 25.7 2.9 .47 .22

TABLE 9

ANALYSIS OF VARIANCE OF HOW SUPERVISE? FORMS A AND B 
SUPERVISOR OPINIONS

Source
of

Variation

Degrees
of

Freedom

Sum
of

Squares
Mean

Squares
F

R atio

Between
Groups 18 2686.0 149.3

20.5*

Within
Groups 987 7175.3 7.3

Total 1005 9862.3 + +

♦Significant a t  the .05 and .01 level

In order to te s t  hypothesis four, all scores pertaining to each of the

areas plus the to ta l scores of the  instrum ent, Forms A and B were analyzed. The

s ta tis itc a l com putations were: Pearson's product-m om ent correla tion , streng th  
2

of association, (r and sca tterg ram ), and analysis of variance (Anova) and Tukey's 

Multiple Comparison Test were used to  determ ine the  te s t  of significance. 

Tables 10 through 13 p resents the findings for all the s ta tis tic a l com putations 

perform ed.
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All areas except Supervisory P ractices had mean gains. The areas that 

showed the most significant d ifferences in the p re-tes t, Form A and post-test, 

Form B, w ere in Company Policies and Supervisor Opinions. The in terp re ta tion  

of the  mean gains may be a ttrib u ted  to the  supervisory training. The Total 

Scores area  indicated  a +5.3 mean gain, which implies overall positive changes in 

the  participants ' a ttitu d e  upon com pletion of the training.

Table 10 shows the areas having the most changes are in the 

participan ts ' a ttitu d es  pertaining to  Company Policies and Supervisor Opinions. 

Supervisory P ractices had a  -.1  mean loss, which can be in te rp re ted  as no change 

occurring in the participan ts ' a ttitu d es  upon completion of training.

TABLE 10

MEANS COMPARED FOR HOW SUPERVISE? FORMS A AND B
IN ALL AREAS

Area

Form A 
Pre-Training 
Mean S.D.

Form B 
Post-Training 
Mean S.D.

Mean
Gain

Supervisory
Practices 14.4 1 .8 14.3 1.8 - .1

Company
Policies 16.1 3 .4 18.7 3 .4 +2.6

Supervisor
Opinions 22.9 3.1 25.7 2 .9 +2.8

Total
Scores 53.5 6 .4 58.8 6.7 +5.3
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Table 11 p resents the correlations found in all the areas contained in 

the How Supervise? instrum ent. The correla tion  coeffic ien ts ranged from a low 

direct relationship (r = .24) to  a substantial relationship (r = .47). Considering 

the Total Score, com binaton of all the  areas, th e  relationship was a significant
9

relationship with the proportion of variance being .27 (r ). The streng th  of 

association appears to be higher for the Company Policies and Supervisor 

Opinions areas.

Table 12 p resents the tes t of significance (Anova) and Tukey's Multiple 

Comparison Test perform ed for hypothesis four. The te s t  of significance (Anova) 

and Tukey's M ultiple Comparison Test revealed all areas of the How Supervise? 

instrum ent were sign ificant except Supervisory P ractices. A significant 

relationship does exist betw een two of the areas, therefo re , th ree of the four 

null hypothesis were re jec ted . T otal scores re flec ted  or s ta tis tic a l significance 

which confirm s Smith's research  findings of s ta tis tic a l significance in 

participants ' a ttitu d es , as m easured by p re -tes t and post-test scores from the  

How Supervise? instrum ent. Forms A and B, upon completion of training.^

Summary

C hapter IV has presented the results of the study, which was based on 

the  d a ta  ga thered  involving one thousand six supervisors and m anagers employed 

at Tinker Air Force Base, who had com pleted the  F irst-L evel Supervisory Course 

a t  the  M anagement Training C enter located  a t  Oscar Rose Junior College, 

Midwest C ity , Oklahoma.

Edward Sm ith, "The E ffects of A Supervisory Training Program on the 
A ttitu d es , Knowledge and Behavior of Supervisors a t an Air Force Logistics 
C e n te r,"  (Ph.D. d isserta tion . University of Oklahoma, 1978), p. 57.
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TABLE 11

CORRELATION OF HOW SUPERVISE? FORMS A AND B 
IN ALL AREAS

Area r r2

Supervisory
Practices .24 • 05

Company
Policies .46 .21

Supervisor
Opinions .47 .22

Total
Scores .52 .27

TABLE 12

ANALYSIS OF VARIANCE AND MULTIPLE COMPARISON 
OF HOW SUPERVISE? FORMS A AND B 

IN ALL AREAS

A rea Source df MS F q

Supervisory
Practices

Betweeen
Within

9
996

27.7
2 .5

10.8^ 2**

Company
Policies

Between
Within

18
987

154.9
8 .7

17.8^ 28.8^

Supervisor
Opinions

Between
Within

18
987

149.3
7 .3

2 0 .5^ 35 ♦

Total
Scores

Between
Within

36
969

389.6
28.1

13.8^ 31.1^

♦Significant a t  the .05 and .01 level 

♦♦N ot significant a t the  .05 and .01 level
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S ta tis tica l testing  utilizing Pearson's product-m om ent correla tion  re­

vealed significant relationships ex isted  betw een Supervisory P ractices , Company 

Policies, and Supervisor Opinions, of the How Supervise? instrum ent. S c a tte r-  

gram s perform ed on the  da ta  revealed  the d irec t linear relationship  th a t existed 

in each of the  areas. The te s t of significance (Anova) did reveal significant F 

ra tio s in all a reas plus T o ta l Scores, however Tukey's M ultiple Comparison Test 

revealed  significant q values for all areas except Supervisory P ractices . The F 

ra tio s indicated  th a t partic ipan ts ' a ttitu d es  were changed in two areas upon 

com pletion of tra in ing . Table 13 presents the summ ary of resu lts  in testing  the 

four null hypotheses this study investigated .

- ' TABLE 13

SUMMARY OF THE RESULTS OF TESTING FOUR HYPOTHESES

Hypothesis A rea Tested Results

1 Supervisory Not
P ractices Significant

2 Company
Policies

Significant*

3 Supervisor
Opinions

Significant*

4 AH Areas Significant*

♦Significant a t the  .05 and .01 level 

Conclusions were drawn from the  resu lts of the  s ta tis tic a l analyses. 

These conclusions and their im plications are presented in the following chap ter. 

Also included in C hap ter V i s a  sum m ary of the  study and recom m endations for 

fu rther research  regarding supervisory/m anagem ent training.



CHAPTER V

SUMMARY, FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS

Introduction

This study was conducted to  identify  changes in supervisors' and 

m anagers' a ttitu d es  tow ard Supervisory P ractices , Company Policies, and Super­

visor Opinions while partic ipa ting  in a training program . This was accomplished 

by s ta tis tic a lly  analyzing the evaluation instrum ent. How Supervise?, Forms A & 

B, used in a specific  training program. The training program investigated  was 

the 12 day F irst-L evel Supervisory Course conducted for all supervisors and 

m anagers employed a t  Tinker Air Force Base. The M anagement Training C enter 

located  at O scar Rose Junior College, Midwest C ity, Oklahoma, conducted the 

12-day F irst-L evel Supervisory Course.

An analysis of inform ation from a  review  of the lite ra tu re  produced 

da ta  re la ting  to  supervisory/m anagem ent train ing. This review was classified 

into th ree  major categories: Theoretical Background, R elated  Studies and

D issertations, and Supevisory/M anagement Training Studies were identified th a t 

called fo r a more sy stem atic  approach to updating tra in ing  and more emphasis on 

train ing  evaluation.

The extensive search of available l ite ra tu re  in supervisory/m anagem ent 

train ing program s, using the  How Supervise? instrum ent, revealed no research  

had been conducted to determ ine which areas m easured by the  instrum ent were 

significantly  changed or unchanged due to  training.

64
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For the purpose of this study, the  problem was s ta ted  as: "Are there  

any s ta tis tica lly  significant changes in partic ipan ts ' a ttitu d es  concerning Super­

visory P ractices, Company Policies, and Supervisor Opinions while participating  

in a training program designed to bring about positive changes in these areas." 

The objectives of the study were: (1) to identify  areas th a t are being

significantly  changed due to training, and (2) to  determ ine the relationship 

betw een and within each of the  areas: (A) Supervisory P ractices, (B) Company 

Policies, and (C) Supervisor Opinions.

The population consisted of one-thousand six industrial super­

visors/m anagers employed a t  Tinker Air Force Base, who had com pleted the 

F irst-L evel Supervisors Course a t the M anagement Training C enter located  at 

Oscar Rose Junior College in Midwest C ity, Oklahoma.

Procedures

Four hypotheses were form ulated and tes ted  in this study. Hypothesis 

one re la ted  to the Supervisory P ractice  a rea  contained in the How Supervise? 

evaluation instrum ent. Hypothesis two re la ted  to the Company Policies area  in 

the  How Supervise? evaluation instrum ent. Hypothesis th ree  re la ted  to the 

Supervisor Opinions a rea  of the How Supervise? evaluation instrum ent. Hypothe­

sis four re la ted  to all th ree  areas: Supervisory P ractices , Company Policies, and 

Supervisor Opinions; plus to ta l scores of Form A and B of the How Supervise? 

instrum ent. Each hypothesis consisted of da ta  re la ted  to  the  im m ediate 

evaluation objective of m easuring a ttitudes of industrial supervisors/m anagers. 

A ttitudes of each participan t toward each of the areas contained in the  How 

Supervise? instrum ent were identified before training. Form A, of the How 

Supervise? instrum ent provided the data  needed to determ ine the participants '
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pre-tra in ing  a ttitudes. Form B, of the How Supervise? instrum ent provided the 

data  needed to  determ ine the  participants ' a ttitu d e  changes. The hypotheses 

were tested  by applying s ta tis tic a l analyses to the data. The s ta tis tic a l analysis 

perform ed on each of the  hypotheses were: Pearson's product-m om ent

correlation , sca tte rg ram , analysis of variance (Anova), and Tukey's Multiple 

Comparison T est. The S ta tis tica l Package for th e  Social Sciences (SPSS) was 

used to provide the program s needed for da ta  analyses.^ Pearson's product- 

m om ent correlation  was perform ed to determ ine the  degree of relationship th a t 

existed  betw een pre and post te s t scores re la ting  to Supervisory P ractices, 

Company Policies, and Supervisor Opinions. To determ ine the  proportion of 

common variance betw een the  variables in each of the  areas, the  correlations 

were squared to  yield the  coeffic ien t of determ ination. Scattergram s were 

necessary to  assist the researcher in determ ining th e  d irection and m agnitude of 

the  relationships. The analysis of variance (Anova) and Tukey's Multiple 

Comparison Test were used to te s t  the  significance of the  d a ta  gathered  for each 

of the hypothesis. The level of significance for each of the hypothesis was the  

.05 level. The data  were analyzed for each hypothesis and conclusions drawn 

concerning the  changes in participan ts ' a ttitu d es .

Findings

The resu lts  of tes tin g  the four null hypotheses of this study revealed the 

following findings.

There was not a  significant d ifference a t the .05 and .01 level in the 

change in participan ts ' a ttitu d e s  tow ard Supervisory P ractices, as m easured by 

the How Supervise? instrum ent. This a rea  of the  How Supervise? instrum ent was

^Nie, Norman H., e t. al. S ta tis tica l Package for the Social Sciences, 
(New York: McGraw-Hill Book Co., iSVO), pp. 276-405.
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not as reliable (.24) in m easuring a ttitu d es  consistently  on repeated  m easures. It 

is possible the  train ing program did bring about positive changes in the

partic ipan ts ' a ttitu d es  toward Supervisory P ractices, however, this section of the

instrum ent did not m easure significant change a t  the .05 level.

2. There was a significant d ifference at the  .05 and .01 level in the 

change in partic ipan ts ' a ttitu d es  tow ard Company Policies, as m easured by the 

How Supervise? instrum ent. This a rea  revealed a significant relationship w ith a 

higher proportion of variance than in th e  Supervisory P ractices area . The 

train ing program may be bringing about a  positive change in the  partic ipan ts ' 

a ttitu d es  tow ard  Company Policies.

3. There was a significant d ifference a t the .05 and .01 level in the 

change in p artic ipan ts ' a ttitu d e s  tow ard Supervisor Opinions, as m easured by the 

How Supervise? instrum ent. The da ta  revealed  a significant relationship. The 

researcher, based on the findings, concluded th a t the  train ing program con tri­

buted to  positive gains in the  partic ipan ts ' a ttitu d es .

4. There was a sign ificant d ifference  a t  the  .05 and .01 level in the 

change in relationship  betw een the th ree  areas. Supervisory P ractices , Company 

Policies, and Supervisor Opinions, as m easured by the  How Supervise? in stru ­

m ent. O verall positive changes in the partic ipan ts ' a ttitu d es  may be a ttr ib u ted  

to  the train ing  program .

Analysis of the da ta  for Supervisory P ractices, Company Policies, and 

Supervisor Opinions revealed  positive sign ifican t changes in a ll areas except 

Supervisory P ractices . The findings revealed  the training program is having an 

im pact involving th e  changing of partic ipan ts ' a ttitu d es  tow ards Company 

Policies and Supervisor Opinions.
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Conclusions

Based on the findings of this study, the  following conclusions were

reached.

1. The How Supervise? Forms A and B have overall reliability  and 
m easures separa te  tra its  as designed.

2. The How Supervise? Forms A and B m easure a ttitu d es  toward 
Company Policies and Supervisor Opinions consistently  upon 
rep ea ted  m easures.

3. The How Supervise? Forms A and B do m easure a ttitudes toward 
Supervisory P ractices; however, the  consistency upon repeated  
m easures was found to be not significant a t the  .05 level.

4. The F irst-L evel Supervisory Course is having an appreciable a ffe c t 
on participan ts ' a ttitu d es  in Company Policies and Supervisor 
Opinions upon com pletion of training.

Recom m endations for Further R esearch

For th is study the following recom m endations for fu rther research are:

1. A study be made of industrial supervisors and managers to
determ ine if dem ographic fac to rs  (age, sex and education level)
have an im pact on a ttitu d es .

2. A study be made of industrial supervisors and managers to
determ ine if length of supervisory/m anagerial experience and the
organizational c lim ate  has any im pact on a ttitudes.

3. An indepth evaluation of d ifferen t types of train ing to determ ine 
the  im pact for change in a ttitu d es .

4. A study be made to identify the  relationship of training course 
con ten t to  item s contained in the How Supervise? evaluation 
instrum ent.

5. A study conducted to develop a m odification of Form B of the  How 
Supervise? instrum ent, to be adm inistered a t  the mid-point of a 
train ing  program .

6 Study involving the  re-adm in istra tion  of Forms A 6c B of the  How 
Supervise? instrum ent upon participan ts re tu rn  to a tten d  other 
courses a t the M anagement Training C enter.



BIBLIOGRAPHY

Books

B artz, A lbert E. Basic S ta tis tica l Concepts. 2nd. ed. Minnesota: Burgess
Publishing Company, 1981.

Belas CO, Jam es A. and T rice, Harrison M. The Assessment of Change in Training 
and Therapy. New York: McGraw-Hill Inc., 1969.

Best, John W. Research in Education. 2nd ed. rev . Englewood C liffs, New 
Jersey : Prentice-H aU  Inc., 197Ù.

Downie, N.M. and H eath, R.W. Basic S ta tis tica l Methods. 4th ed. New York: 
H arper and Row, 1974.

G arre tt, Henry E. Elem entary S ta tis tics . New York: David McKay Company, 
Inc., 1962.

Gibson, Jam es; Ivancevich, John; and Donnelly, Jam es J r . Organizations. 
Dallas, Texas; Business Publications, Inc., 1976.

H illestad, Mildred. Research: Process and Product. Service Bulletin No. 1. St. 
P e te r, Minn.: D elta Pi Epsilon, 1974.

Huck, Schuyler, W.; W. H. Corm ier; and Bounds, William G. J r . Reading S tatistics 
and Research. New York: Harper and Row, 1974.

Koontz, Harold; and O'Donnell, Cyril. Principles of M anagement. New York: 
M cGraw-Hill Book Company, 1955.

Lee, Jam es A. The Gold and Garbage in M anagement Theories and Prescrip tion. 
Ohio University: Ohio University Press, 1980.

Lewin, K urt. Resolving Social C onflicts. New York: Harper and Row, 1948.

L ikert, Rensis. New P atterns of M anagem ent. New York: McGraw-HiU Book 
Company, 1961.

Linton, Marigold; and Gallo, Philip S. J r . The P ractica l S ta tistician : Simplified 
Handbook of S ta tis tic s . Monterey, California: Brooks/Cole Publishing
Company, 1975.

69



70

McGehee, William; and Thayer, Paul W. Training in Business and Industry. New 
York: John Wiley and Sons, Inc., 1981.

M erton, Robert K. Social Theory and Social S truc tu re . New York: The Free 
Press, 1968.

Minium, Edward W. S ta tis tica l Reasoning in Psychology and Education. New 
York: John Wiley and Sons, Inc., 1970.

Nie, Norman H.; Hull, C. Hadlai; Jenkins, Jean  G.; S teinbrenner, Karen; and 
Bent, Dale h. S ta tis tic  Package for th e  Social Sciences. 2nd ed. New 
York: M cGraw-Hill Book Co., 1975.

R oethlisberger, F. J .; and Dickson, W. W. M anagement and the Worker. 
Cam bridge: H arvard University Press, 1939.

Stanley, Julian . Educational M easurem ent. 2nd ed., ed ited  by Robert L. 
Thorndike. Washington D. C.: Am erican Council on Education, 1971.

Wren, Daniel A. The Evolution of Management Thought. New York: The Ronald 
Press Company, 1972.

A rticles

Appelbaum, Steven H. "A ttitudes and Values: Concerns of Middle Mangers,"
Training and Development Journal, (October, 1978) 52.

Berlew, David E. and HaU, Douglas T. "The Socialization of Managers: E ffects 
of Expectations in Perform ance," A dm inistrative Science Q uarterly , 
(Septem ber, 1966) 208.

Bunker, K erry A. and Cohen, Stephen L., "The Rigors of Training Evaluation: A 
Discussion and Field D em onstration." Personnel Psychology: A Journal of 
Applied R esearch, XXX No. 4. (Winter, 1977) 525-540.

Brinkerhoff, R obert O. "Making Evaluation More Useful." Training and 
Development Journal, (Decem ber, 1981) 66-67.

Coch, Lester and French, John R. P. J r .  "Overcoming R esistance to  Change," 
Human R elations, (1948, Vol. 1, No. 4.) 512-32.

File, Quentin W. "The M easurem ent of Supervisory Quality in Industry." Journal 
of Applied Psychology (1945) 323-337.

File, Quentin W., and Rem m ers, H.H., "How Supervise? Manual." The Psycho- 
logical Corporation, New York: The Psychological Corporation (January, 
1971) 3-14.

K irkpatrick, Donald L. "Evaluation of Training," Training and Development 
Handbook, edited  by R obert L. Craig and L ester R. B ittel, New York: 
McGraw-Hill Book Company (1967) 17.



71

Lee, Jam es A. and Stenson, John. "The Deemphasis of Supervisory Training." 
Training and Development Journal, (February, 1975) 39.

Lewin, K.; L ippitt, R.K. "P atterns of Agressive Behavior in Experim entally 
C rea ted  "Social C lim ate." Journal of Applied Psychology, X (1939) 271.

Livingston, Sterling J . "Pygmalion in M anagem ent." H arvard Business Review, 
(July-August, 1969) 82-83.

Moreno, J . L. "Who Shall Survive? A New Approach to Human In terrela tions,"  
Nervous and M ental Disease Publishing Co. (1934), 11.

Morse, Nancy C. and R eim er, E. "The Experim ental Change of a Major 
O rganizational Variable," Journal of Abnormal Psychology, (January, 1956), 
120-129.

Raphael, M.A. and W agner, E.E. "Training Surveys Surveyed." Training and 
Developm ent Jou rna l, (Decem ber, 1981) 46.

Rice, Berkeley. "The H aw thorne D efect: Persistence of a Flawed Theory."
Psychology Today, (February, 1982) 70-74.

Rosenthal, R obert. "The Pygmalion E ffec t Lives." Psychology Today, (Sep­
tem ber, 1973) 58-60.

Stogdill, Ralph M. "Personal Factors A ssociated with Leadership," Journal of 
G eneral Psychology, XXV (1948), 40.

Stogdill, Ralph M. and Sharltle , Carroll L. "Methods in the Study of Admin­
is tra tiv e  Leadership," Columbus: Ohio S ta te  University, Bureau of Business 
R esearch. No. 80 (1955).

Zenger, Jack  and Hargis, Kenneth. "Assessing Training Results: It's Time to 
Take th e  Plunge!" Training and Developm ent Jou rnal, (January, 1982) 53.

Unpublished M aterials

Boisselle, A rthur Henry. "Community College Supervisory Training for Business 
and Industry." Ph.D. d isserta tion , Colorado S ta te  U niversity, 1979.

Butler, John Law rence. "Evaluating T itle  1, Higher Education A ct of 1965 
Human Resource Development Training for M etropolitan Oklahoma C ity 
A rea Local Governm ent Supervisors." Ph.D. d isserta tion . University of 
Oklahoma, 1972.

Clark, Charles E. "A Study of Curriculum Needs of Middle Mangers in the 
Oklahoma C ity M etropolitan Area." Ph.D. d isserta tion . University of 
Oklahoma, 1979.

Fleishm an, E.A.; Harris, E.F.; and B urtt, H.E. "Leadership and Supervision in 
Industry: An Evaluation of a Supervisory Training Program ." (Ohio S ta te  
University; Bureau o f Educational R esearch, 1955), No. 33.



72

King, A lbert Sidney. "M anagerial Relations with D isadvantaged Work Groups: 
Supervisory Expectations of the Underprivileged Worker." D.B.A. disser­
ta tion , Texas Tech University, 1970.

Middlebrook, Billy J . "Analysis of Trends in Middle M anagement Training and 
Development betw een 1963 and 1979." Ph.D. d isserta tion , North Texas 
S ta te  U niversity, 1980.

Morse, Gerry E. "Focus on the Individual: The M andate for E ffective Education 
and Training." August, 1971. (Keynote Address, Am erican M anagement 
Association, 17th Annual Conference and Exposition on Education and 
Training, New York City).

Sm ith, Edward. "The E ffec ts of a Supervisory Training Program on the 
A ttitudes, Knowledge and Behavior of Supervisors a t  an Air Force Logistics 
C enter." Ph.D. d isserta tion . University of Oklahoma, 1978.



APPENDICES



APPENDIX A 

SCATTERGRAMS 
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Figure 1

Linear Relationship: How Supervise? Forms A and B
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Figure 2

Linear Relationship of How Supervise? Forms A and B: Supervisor Practices
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Figure 3

Linear Relationship of How Supervise? Company Policies
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Figure 4

Linear Relationship of How Supervise? Forms A and B: Supervisor Opinions
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Figure 5

Linear Relationship of How Supervise? Forms A and B: Totals
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