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"ABSTRACT

N The purpose of the study reported in this theéis

was to test aspec s of the Path-Goal Theory of Leader;E}p
in a la;ge urban school system. The predictions made were
that occupational level, Role Ambiguity, Role Conflict,
Task Structure, Task Repetitiveness‘agd Task Autonomy wouid
be assotiated with moderation of the relationships between
leader géhaviors and the éatisfaction-of subordinates.
Data were &pllect?d from personnel ihéluding assisﬁant
superintendents, directors, supervisorsi psychologists,
reading specialists, speech therapists, social workers and
junior clerical personrel with a variety of job titles.

N Factor analysis of the responses to the Leaaer
Behavior Questionnaire produced three factors labelled
(1) Leader Participative Behavior, (?) Leader Achievement-
Oriented Bekavior and .(3) Leader Directive.BehaVior:
Leader Pérticipative~Behavior was positively correlated
with the Extrinsic Satisfaction of subordirates,
irrespective of their role perqeptions or task
characteristics. quéVer, differences in relationships
between Leader Participative Beha?ior énd the Intrinsic
Satisfaction of subordinates wére aséqciated with Role
Conflict, Task St;dcturé and Task‘Repefitivehess. Leader
» Achievement-Oriented Behavior was poSitively correlated
with the Extrinsic Satisfaction of subordinates,
irrespective of théir,roleqperceptions and task

characteristics. Nevertheless, Role Conflict, Role

v . S (O

“
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Ambiguity and Task Autonomy were associated with moderation

~of relationships between Leader AcHievement—Oriented

N

. o
Behavior and Extrinsic Satisfacticn. Only subordinates

with high Task Autonomy were intrinsicélly satisfied with

Leader Achievement-Oriented Behavior, Leadér Directive,

- Behavior was negatively correlated with the Intrinsic,

Extrinsic and General Satigfaction of supggginates engaged

in reﬁetitivé tasks, and’with the Extrinsic Satisfaction of

subordinates in low Task—Auto?omy—situa?ions. Differences

in relationships befween'leader behafiors.and subordinates’
1

satisfactior found at delected occupational lewvels seemed

to be reflected in how members perceive their own roles and

\

-

tasks: i
These findings suggested that differénces in
relationshipé between leader behaviqrs and the satisfaction'
of'subordinates. accordingigo differing perceptions éf roles
and tasks, are associated‘with specific»kiﬁds of leader

behavior. This conclusion is supportive of an essential

feature of Path—Goal'Theoryﬁ that is, leader behavior 3

"provides guidance, support and rewards necessary for the

satisfaction of subordindtes in thé'work situation. The

"modérator variable" méthodology implied in the statément
of the Path-Goal Theory assisted'in interpretiﬁg ‘
relationsliips between leader behaviors and the satisfaction‘

of subordinates. The Path-GQal'Theory of Leadership was

Aapplicable to thes selected schoel system personnel.

vi
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CHAPTER I
INTRODUCTION .

The essential featufeé of the study, as 1t was
proposed, are introduced in this chapteri The sections in
.the chapter outline the purpose of the study, indicate the
justification for extending knowledge .in this area of
"eduoéffonal administration, state the limitations and
delimitations of the study and define the basic concepts
employed in the study. Thé concluding sectioh contains a

guilde to the organizatfbn of the thesis.

PURPOSE OF THE STUDY

—~

A basic proposition of the Path-Goal Theory of
‘Leadership, according to House and Dessler (1974:30), is
thatv

one of the strategic functions of the leader is to
enhance the psychological states of subordinates that
result in motivation to perform or in satisfaction with

the joou.
Other strategic functions of the formal leader in an

organization were listed by House and Mitchell (1974:84) as

follows:

1) recognizing and/or arcusing subordinates' needs for
outcomes over which the leader has some control;
2) increasing personal m~v-offs to subordinates for

goal attainment,

3) making the path to th=- = -offs easier to travel
by coaching and direction,

4) helping subordinates -la. -xpectancies,

5) reducing frustrating .sr:. and

6) increasing the opporturit. r personal

‘satisfaction contingent on £ e performance,

1



This view of leadership suggests that a designated
leader's functions inl an organization are complementary to
those of his subordinates.

According'to House and Dessler (1974:31) and House
and Mitchell (1974:85), the motivational functions of the
leader, stated less .formally, consist of incréasing
personal pay-offs to subordinates for work goal attainment,
and making the path to these pay—offs easier to travel by
clarifying it, reducing roaa‘blocks and pitfalls, and
increasing the opportunities for personal satisfaction en
route,

The purpose of this study was to test the
«applicability of aspects of this proposition in an

educational organization.
JUSTIFICATION FOR THE STUDY

The criticisms of leader behévior research advanced
by Kormanm{(1966:349-361) as.most serious Were that the
studies failed to take into account situational variébles
and that they lacked a chceptual base. The development of
the Path-Goal Theory of Leadership overcomes these proﬂlemsf
According to House and Mitchell (1974:81-82), the promise
of the Path-Goal Theory is that it suggests with some
precision the situational factors upon which leader behavior
is contingent. Moreover, the path—goal approach has its
coﬁceptual base in more general motivational theory known

as expectancy theory. Briefly, expectancy theory states
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that an individual'% atﬁﬁtudes and behavior can be
predicted from (1) £ﬁe degree to which the job, or behavior,
is seen as leading to various outcomes  (expectancy) and
(2) the evéluation of these outcomes (valgnéy).
4 An additional criticism of leader behavior studles
made by Barrow (1977:233) was that little could be -
concluded about process relationships. This criticism was
' answered by House and Mitchell (1974:94) who stated that
the Path-Goal Theory not only suggests the most effecti;e
leader behavior in a particular situation, but also
attempts to explain why it is szt effective.
Studies utilizing:the propositions of the Path-Goal

Theory of Leadership thereforé have the potential for
* extending knowledge in this aspect of administration by
explaining the relationships established in many leader
behavior studies and also éccounting for situationél factor-.

» Further justificétion for the study-is'provided by
Miklos (1963:1) who stated that in a time of. significant
éhange many new concepts and methods will be introduced and
“dealt with superficially in research and then ﬁassed over .
invfavor of other approaches. The implications,for the
practice of administration may never be fully developed.
These comments seem 1o summarize the staté of research 1in
leader behavior at present. Although the design of this |
study meant that no conclusions could be drawﬁ about the
effects of leader behavior, consideration of the - e

relationships found between leader behavior and the



satisfactioﬁ of subordinates. may result in a reappraisal of
common practicesﬁin educational administration. By faking
into account the situational factors upon which these
relatienships seemed to be contingent in this stﬁdy,
educational administrators may be ggided towards improved
administrative practices. |

Finally, most leader behavior sﬁudiés in educafionalq
administrationihave focussed upon school principals and
classroom teachers. :In contrast, thé focus of thés study ‘
1s upon relationships between leader behavior and the
satisfaction of central office administfative and clerical
personnel, and auxiliary professional pérsonnel. This
chan%e of focqs makes a contribution towardé broadening
the perspective on educational administration by
acknowledging that central office personnel form an

integral part of the whole of the administration of

education. o

LIMITATIONS AND DELIMITATIONS

This study'was delimited in four ways. Initially
the study was delimited to three kinds of leédgr behavior.
‘Secondly, only one of three categories of subordinate
attigudes and behavior lig%ed in summary statements of the
Path-Goal Theof& was investigated. Thirdly, only.two among
several contingency factors listed were incorporated into

the study. Finally, subjects were chosen from one school

system,

-



According to House and Mitchell (1974:84)7 several
kinds of leader behavior exist, not all of which are
~intluded in descriptions of the Path-Gbal Theory of
Leadership. Four kinds of leader behavior which have been
incorporated are directive, supportive, achievement-oriented
and participative leader behavioré. However, hypotheses
'deveIOped for testing in this study were delimitéd to
directive, supportive and participativeﬁi%ader behaviors.

Further, the theory is intended to explain'fhe
effects of-ieadgr behavior on the féllowing'attitudes_and
behavior of subordinates: (1) the satisfaction of
subordinates, (2) the subordinates' acceptance of thé leader,
‘and (3) the motivational responses of subordgpates. This
sfudy\was delimited to investigéting the relationship |
between leaderlbehaviér and subordinate satisfaction only.

Contingency factors which mediate the relationship
between leader behavior and the satisfaction of subordinates
were classified by Houée and Mitchell (1974.39) as |
subordinate characteristics and envifonmental factors.

This study was delimited té the mediatiﬁg effects of role
ambiguity and conflict, and the task characteristics,
autoﬁomy, repetitiveness and structure.

The s?udy was further delimited to‘investigating
the applicability of the Path-Goal Theory to selected
persoﬁnel in one large, urban, Canadian school system.
Personhel were categorized as either administrative,

professional or clerical.



A major limitation of. the study was that data
collection was confined to the use.of ciosed, structured
questionnaires which. comprised items considered appropriate
in organizational settings other than educational :
administration. Furthermore, the'contingency_variaples
“chosen are few among many which may mediate relationships
between leader behavior and the satisfaction of
subordinates. In addition, leader behavior is only one

among many factors which contribute to subordinate

satisfaction.
DEFINITION OF TERMS

Key terms relating to specific leader behaviors,
types of.satisfacticn, perceptions of role and the

characteristics of tasks are defined in tﬁis section.

Leader Behavior

The definitions of Leader Directive Behavior and

Leader Supportive Behavior were adapted from the definitioné
of leadei“Initiating Structure and leader Conslderation
behaviors proﬁoéed by Halpin and Winer (1957:42-43). The
-definiticn of Leader Parficipative Béhavior was given'by
Hogse.and,Dessler (1974:43) .

| Although Leader Achievement-Oriented Behavior was
nct included in the research design of this study, a
definiticn of this kind of leader behavicr is included here
because it was used in data analyses subsequent fo the

adoption of an obliqué factor solution of responses to the -~



Leader Behavior Questionnaire (see Chapter V). The
definition adopted was proposed by House and Mitchell

.

w ®

" Leader Directive Behavior. Leader Directive

(1974:83).

Behavior is behavior related to the definition of
relationships or roles and to the establishment of well-
defined patterns of organization.within a group by the

leader.

Leader Supportive Behavior. Leader  “upportive

Behavior is behavior indicative of rriendsﬁip, mutual trust,
- . *

respect, and warmth in relationships with subordinates.

Leader Participative Behavior. Leader Participative

Behavior is behavior indicative of the degree to which the
leader allows subordihates to influence decisions by asking
for suggestions and including subordinates in the decision-

making process.

Leader Achievement-Oriented Behavior. Leader

AchieVement—Oriénted‘BehaVior is behavior related to setting‘
challenging goals, expecting subordinates to perform at
their highest level, continuously seeking improvement

performance,’and showing a high degree of ;onfidence that

subordinates will assume respdnsibility, put forth effort

ana accomplish challenging goals.



Satisfaction

The definitions of satiéfaétion are based upon the

discussion-of the concept by Wanoﬁé and Lawler (1972:95-105).

~
~

The distinction between intrinsic satisfaction and extrinsic

~satisfaction follows the clarificationpof the "intrinsic-

extrinsic dichotomy proposed by. Brief and Aldag (1977:

L96-500) . "
The approach to satisfaction adbpted in this study

,iS the dne distinguished by Wanous and Lawler (1972:97) as

| \

the discrepancy between what feelings an indiV}dual would
like to have about his work environment and what is

actuaily felt about the work environment.

Intrinsic Satisfaction. Intrinsic Satisfaction is
an affective state experienced by a person either during or
following the completion of a set of task behaviors. This

affective state is self- or task-mediated..

L L d
Extrinéiq Satisfaction. Extrinsic Satisfaction is

\ —

an - affective state experienced by a person following the

completion of a set of task behaviors. This affective
state experienced by a person is regulated by a source

" external to the person and the immggiate task.

General Satisfaction. General Satisfaction refers

to overall.job satisfaction which is the sum of facet

satisfaction across all facets of a job.

1



R&le Conflict and.Ambiguity

The'definitions of Role Ambiguity and Role Conflict
proposed by Rizzo et al. (197o:r55-156) were adopted for

this study.

Role Ambiguity. Role Ambiguity is defined in terms

of (1) the predicgtability of the outcome or responses to
one's behavior, and (2) “the gxistence or specificity of
behavioral requirements, often-in terms of inputs from thé
environment, which would serve to guide behavior and

‘provide knowledge that the behavior is appropriate.

Role Conflict. Role Conflict is defined in terms

of the dimensions of cohgruency—incongruency or
compatibility—inéompatibility in the requirements of a
role, where congruency or compatibility is~judged relatiyé
to 2 set of standards or conditions which impinge upon rolg
perfdrmance. . |
- {

Task Characteristics ' -

The definitions of the task charactéri§tics Task
Autonomy, Task Repetitiveness and Task Structure proposed

by Stinson and Johnson (1975b:1) were adopted for this

Lol

Task fAutonomy. Task Autonomy“is the extent to
which an individual perceives that he has the freedom and
opportunity to make decisions regarding the ﬁerformance of

his task.
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Task Repetitiveness. Task Repetitiveness is the

extent to which an individual perceives himself to be
performing the same task, over and over, with a relatively

short time cycle.

Task Structure. Task Structure is the extent to
- /r'-

~which an individual perceives himself to be requiredfzé
use a specific set of steps or a structured proce}ﬁgé in
vt )

“Eerforming his task.
THESTS OUTLINE

In Chapter II the essential features of the Path-
Goal Theory of Leadership are stated. The conceptuél base
upon which the Theory is built and the research context
within which this Theory of Leadership fits is élso
described. A more complete stafement of the Path-Goal
Theory of Leadership is found in Chapter III along with the
development, of a conceptual frameworklfor this study. 1In
the process of developing this framework, the relevant
studies‘testing the Path-Goal Theory are reviewed.
Hypotheses formulated for festing‘in this study as a result
of considering Path-Goal Theory propositions and the '
relevant studie :re preéented together at the'end of the
éhapterL The research methodology and instrumentation
used in this'study are outlined in Chapter IV. The data

collection teqﬁhiques and the characteristics of the

respondents ‘are also discussed. In Chapter V the analysis

10



of responses to the Leader Behavior Questioﬁﬁaire,
including factor analyses, are reporfed and discussed.

The analyses of resbonses to the Role Perception, Task
Description and Minnesota Satisfaction Questionnaires are
reported %nd aiscussed in Chapter VI. In Chapter VII,
bivariate relationships between leader behaviors and rple
perceptions, leader behaviors and task characteristics:
role perceptions and the satisfaction of subordinates, and
task characterigtics and~subordinates' satisfaction are
analyzed and discussed. The analyses and discua§ion of the
relationsbips between types of satisfaction apd Leader
Directive’Behavior, Leader Participative Beha;ior ang
Leadér Achievement-Oriented Behavior are reported in
Chapters VIII, IX and X respectively. Finally, in

Chapter XI'a synthesis of the findings from previous
chapters is attempted, the nature of the three ;eader
behaviors is discussed, the findings are interprgted within
the context of Path-Goal Theory of Leadership propositions

and implications are drawn for practice and further

research.

11



CHAPTER 1I
PATH-GOAL THEORY IN CONTEXT

The purpose of this chapter 1s to place the Path-
Goal Theory of Leadership in the context of research in the
area of leadership. 1Initially, essential features of the
Path-Goal Theory are outlined. A more detailed account 1is
given in Chapter III. Then the Paﬁh—Goal Theory is set 1in
the context of “the expectancy theory frbm which it 1is
derived.  Research trends found in the voluminous
literature on leadership are then reviewed and the Path-
Goal Theory is set in the-context of this research. The
concluding section of the chapter rneviews general

~assessments of the Path-Goal Theory of Leadership.

-~

INTRODUCTION TO THE PATH-GOAL THEORY

The path-goal approach to leadership has its roots
in motivational theory described as expectancy theory. In
the.path—goal approach, leader behavior ié.postulated to
have its most direct effects on the mbtivation of
subordinates. Leader behavior directed towards the
accomplishment of a subordinate's personal goals and the
concurrent achievement of organizational goals 1s most
effectivé; The attainment of organizational and personal
goals yields rewards which are necessary for satisfying and

further motivating subordinates. A sprategicifunction of
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the leader is to clarify for members of an orgénizatioh the
kinds of‘behavior required[for the attainment of
organizational and pefsonal goals, Clarification of the
appropriate kinds of behavior for subordinaﬁes is equivalent/'
to showing subordinates the path to the accomplishment of
both types of goals. For example, coaching and direction
provided by a leader reduce frustrating barriers to the’
attainment of work goals. Since the mqtivationél functions
of the leader are stated in terms of péths and goals, the
theory is referred to as the Path-Goal Theory of Leadership.
) ?he development of the Path-Goal Theory from exﬁectancy
theory is discussed in more detail in the next section.

The Path-Goal Theory of Leadership also postulatés
that the effects of leader behavior on the motivation of
subordinates are moderated by the characteristics of
subordinatés and environmental factors such as the (/
‘'subordinate's task, the formal authority system aﬁd the
subordinate's primary work group in an organization. The
specific kinds of leader behavio: and the frequency of these
behavioré required to motivaté and satisfy subordinates
differ aécording to the,éituation in the organization. In
this sense, leader behavior in an organization complements
the work environment. This feature Qf the Path-Goal Theory
of Leadership emphasizes,accountiﬁg for situational factors
in determining the appropriatehess of various kinds of

leader behavior. For this reason, Path-Goal Leadership

Theory rgsearch may be viewed as an extension of earlier
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ieader behavior research. The Path-Goal Theory of
Leadership is discussed in this context and in the context
of general trends in leadership fésearch‘in the third
section of this chapter.

Because the Path;Gbal Theory of Leadership is built
upon a concéptual base in expectancy theory and also takes
account of situational factors, the Theofy has the capacity
to suggest the most appropriate leaaér behavior in a given
situation as wéll as why that leaéer behavior is most
effective. In Chapter III the stafement of the Path—Goa;
Theory is further developed, a summary of the path-goal
rélaiionships is presented diagrammatically, the
pelationships demonstrated‘to dgte are réported and ;hé
’capacity of the Theory to explain previously confusing

findings are discussed.
PATH-GOAL LEADERSHIP THEORY AND EXPECTANCY THEORY

Evans (1970:277-298), who first proposed a path-
goai theory of leadership, stated that it was derived from
path-goal theory as propounded by Georgopoulocs, Mahoney
and Jones (1957:345-353). and the supportive expectancy
theory of motivation.

In essence, Georéop&ulos et al. proposed that an
indivi%yal's motivation to produce at given levels depends
upon his partiéular-needs as reflected in the personal goals
toward WhiCh he 1s moving, and his perception of fﬁe

relative usefulness of productivity behavior as a path to

14
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attainment of these goals. However, this proposition is
qualified by stafing that the need must be sufficiently
high, no other economical paths must be available and there
must be a lack of restraining practices.

Vroom (1964) developed a motivational model which
extends these relationships. Motivation was defined by
Vroom (1964:6) as a process governing choices made by
persons or lower organisms, amoﬁg alfernative forms of
voiuntary activityp The theory asserts that a person's
preference choice among "first-level outcomes,"” such as high
or low productivity, is determined by the expected
relationship to possible "second-level outcomes," such as
fringe benéfits, supervisor support, promotion, group
acceptance or money. Two concepts, Vélence and
Inétrumentality, were used by Vroom to explain how
preferences are determined. Valence referred 'to the
strength of an individual's desire for a particular. outcome
and may be measured by a ranking of important personal
goals in order of desirability. Instrumentality referred
to an individual's perception of the relationship between a
firsf—level outcome and a second-level outcome.
Instrumentality may be measured by rating scales which
involve perceived differences in the direction and strength
of relationships between various first- and second-level
outcomes.

The concept of expectancy refers to the perception

of the likelihood that a particular action or effort will

A ¥
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be followed by a particuiar first-level outcome,
'Expeotancy differs from instrumentality in that it relates
efforts to first-level outcomes, whefeas instrumentality
relates first- and second-level outcomes to each other, ‘

According to Porter et al, (1975:56) the expectancy
theory postulates that motivational "force" to engage in a
behavipr is a preduct of valency and eéxpectancy. Moreover,
according to House and Mitchell (1974:81), an individual's
attitudes can be predicted from expectancies and valences,
Subordinates are satisfied with their job if it leads to
highly valued outcomes. Subordinates are also motivated to
work hard-if the effort 1nvolved leads to hlghly valued
rewards.

Evans (1970:277-298) aseerted that leaders will be -
, effective By makiﬁg rewards avai’able to subordinates
contingent gpen the accomp;ishment of specific goals,
Leader supportiveness, that is, concern for welfare, status
and comfort is a reward that a leader has at his disposal
for use ip»motivating subordinates, Evans showed that'when
subordinates viewed leaders as being supportive and
direction and guidance to eubordinates was provided, there
was a positive relatlonshlp between leader behav1or‘anq
subordlnates performance ratings. However, leader behavior
was only related to subordinates' performance when the
leader's behavior was also related to the subordlnates
expectations that thelr effort would result in desired

rewards. House and Mitchell (1974:83) concluded that these

>,



findings suggest that the major impact of a leader on the
performance of subordinates is clarifying the path to
:desired rewards and méking-such rewardé‘confingent oﬁ
effective performance. ! )
House (1971:322) stated that the<Path~Q9al Theory
of Leadership differed from the theoryvpresentéd by Evans
(1970:277-298), in that its predictions were contingent on
situational variables, and attempted to account fof
conflicting findings with respect to the relationshiﬁ
befween leader behavior and the satisfaction and
performance of subordinates. ”
Expectancy theory provides a theoretical rationale
which can be used to explain why leaders behave the way
they do, or how leader behavior ha; effects on subordinate

-

attitudes and behavior.
AN OVERVIEW OF LEADERSHIP

) Leadership is a social phenomenon which has a
different meaning for many people. Fiedier (1971:1)
commented that there are almost as many definitions of
leadership as there are leadership theories. Pfeffer
(1977:104) stated that ambiguity in definition and
measurement was one of the problems with the conéept of
- leadership. This ambiguity Was illustrated by'Baerw

(1977:234Y, who listed several views of leadership as

follews:
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(a) a focus of group processes; (b) a set of
personali@y‘characteristics; (c) the act of inducing
compliances* (d) the exercise of influence; (e) an act
or behavior; (f) a form of persuasion; (g) a power
relation; (h) an instrument of goal achlevement;
(i) an effect of interaction; (J) a differentiated
role; and (k) the initiation of structure.

Personality Traits

In common parlance, the focus of leadership is
frequently upon the personality traits of great men.
Gouldner (1965:22) quoted the philosopher Bertrand Russell
who stated that the leader must excel in self-confidence,
quick decision-making, and skill iﬁ deciding right
measures, Burlinghame (1973:52—58),.w@o analyzed several
biographies of educational leaders, included the following
as commonalities of educational leaders: (a) a sense of
missionary zeal; (b) an ethic of work; (c) some type of
philosophical, intellectual base; (d) a tendency to
become obsolete withim the social context; (e) an ethic of
practicality; and (f) geographic and vertical occupational
upward mobility.

Early empirical studies of leadership employed
forms of controlled observation:. The end point of these
studies was usually a long list of adjectives descfibing a
leader.“Gouldﬁerf(1965:22) cited a review of twenty
‘studies of this kind in which a total of seventyfnine
traits were mentioned. |

The inadequécies of the trait approach were
discussed by Gouldner (1965:23-25), who stated that lists

of traits do not suggest which are most important or least



[y
“

important. ‘Furthermore} the lists contain traifs which are
not mutually exclusive. Stogdill (1948:35-71), who

surveyed the literature associating peréonal factors with
leadership, concluded that leadership is: to a great extent,
situational. Barrow (1977:232) addedaemphasis to Stogdill's
conclusion by stating that perSonélity tfaits related to
effective leadership in one situation were not generally
prédictive in other situations. Stogdill (1948:35-71) also
concluded that the magnitude of correlations between lists
of traits-and actual group or subordinate performance 1is
generally.so low that the usefulness of.pefsonality traits
in selecting individuals.for leadership posifions or as a
basis of a theory of leadership is egtremely limited.

This conclusion is echoed by Gouldner (1965:21-49), Hérsey

and Blanchard (1977:89), and Porter (1975:423). —_—

The Group Theorists' Approach

An approach to leadership which contrasts with the
leader personality emphasis was developed by the éroup
theorists. Homans (1950:188), who stated that a leader is
the man who comes closest to realizing the norms wﬁich the
group values mostAhighly, is representative of the group
theorists' approach. According to Cartwright and Zander
(1953:540), the concept.of leadership in a group
incorporates two ideas: (a) any member of a group may be/a\j
leader in the sense that he takes actions which serve

group functions, and (b) a givén function may be served
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by many differe?t behaviors, that ..:, 1 change of €ESk
requires different behavior which "' or may not be
performed by tﬁe same be}son. -

" The group theorists differentiated between formal
and emergent leadership. The formal leader is appointed or
explicitly elected. The emergent leader}tbf informaf\
leader, is the person in the group with the most influence,
- regardless of;?is office”in;qQ~3rganization. Homane
(1950:1882 stated that thée m ﬁ\yhO'comes closest to

conforming to group norms, has influence which implies

the right to assume control of” the group. Another

¥
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explanation.of the émergence ef a leader is“given by
Bavelas (1970:119). Leadership in.a group may be described
in terms of “those acts which help the group to achieve its
objectives andbto satisfy its needs.' The members of a
group who perform these acts emerge as leaders. These

two planation suggest that an emergent leader is

expected to maintain established behavior as well as act
to change behavior of group memb I ecognition of
this role cbpflict: Hollander (1958:117-127) suggested

that the leader needs to galn the confldence of the group

L] .

by conformlty and achlevement in order to earn
"idiosyncrasy credits” which'allqw him to depart from

group norms and expedtéfions., The leader who never departs

from groﬁp expectations may fall in crisis situations which
R &

call for-creativity and new methods.

The description of leadership in terms df~group



functions or leadership acts, presents problems for the
group theorist-. Olmsted (1959:135) stated that many
different functions are perfbrmed by various group members,
éllpwing the leader fo‘attend to crucial functions only.
However, Cartwright and Zander (1953:539) stated that’a
fully satisfactory dgsignation of those group functions
which are peculiarly functions of leadership.has not been
devéloped.x\plmsted (1959:137-138) suggested that rather
than continuing to emphasize'"leadership!" it is possible
;nd, for the student of small- groups, advantageous, tp
refocus on the concept of groﬁp organization., From this
perspective, leadership can be treated as a speclal case of

the general phenomenon of role differentiation. ‘ r

Leader Behavior Studies

Leader behaviQr studies shifted the‘emphasis from
emereent leadership and leader personality %raits to the
study of what a formal leader in an organization actually
does. One .of the earliest typologies of leader behavior
was developed at Ohio State University; Stogdill (1974;128)
stated that é list of appfoximately 1800 items describing
leader behavior was reduced to 150 items and sorted into
nine hypotheticél subscales to form the basis of the first
form of the Leader Behavior Description Questionnaire
(LBDQ). Several factor analytic sfudies of the iteﬁs
yielded two"orthogoﬁal dimensions of leader béhavior
identified as Consideration and Initiating Structure.

Halpin and Winer (1957:42) defined Consideration. as



behavior indicative of friendship, tfust, respect
and warmth. Initiating Structure referred to behavior
reiéted to the definition of felationshf%s or roles and the
“estéblishmnnt of well-defined patterns of organization
within a cup by a leader; Tk 2. two factors accounted
for more than eiéhty percent c ti.: total variance in
ler_er behavior. o .

Several other typologies of leader behavior have

been develop&d. For example, at the University of Michigan,

Kahn and Katz (1953:612-628) derived two dimensions of

leadershlp behav1or in groups, namely, Employee Orientation
and Productlop Orientation. Cartwright and.Zander (1953:

\ 539) reinterpreted these two diménsions’of groub behavior
as the leader behavior dimensions, Group Mainfenance and
vGroup Achievement. ‘Cunﬁingham and Gephart (1973:146)
examined nineteen typologies which proposed two dimeneions
of leader behavior similar to those developed at Ohio
State and Michigan Uﬁiversitiéé. Among others, Initiéting

(Sfrudfure;LProductﬁon Orientation and Group Achievement
dimensidns were grouped together, as:were the
Considefgtion, Employee Orientation and Group Maintenance
dimehsioﬁé of leader behavior, ’This classification of
leader behavior dimensions suggests there is an equivalencé
among person- or relatlonsblp orlented dlmen31fns and work-
lor goal-oriented dimensions of leader behavior.

| 'Aéqording to Kerr et al. (1974:63), LBDQ research

has been worthwhile for several reasons: (g) the leadership

48]
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scales are descriptive of behaviors which are readily-
identifiable, and raters can agree on what behaviors they
have obser?ed; (b) %he scales have a common sense loog
about them which is appealingoto the practising managér}
(¢) numerous stﬁdies have used the Ohio State Leadership
scales, and much of the research has generated normative
data;* and (d) the scales have the adva 'ige of being e
factor analytically determined. i

The most serious criticisms of LBDQ research’

3

(Korman,\1966:349—36i) have been that the studies fail to

take into aécount situatiénal variables andythey lack a’”
conceptual basel

| In answer to the first of.these criticisms, Kerr et
al. (1974:73) reviewed the LBDQ research literature-which
related behévior to situational’vafiablgs, and then
developéd situational propositions»about leader béﬁé&iop.
Several éituatidnal elements related to .the behavioxr” of
leaders were delineated ana classified‘as subordinate,
supervisor and task consideratiogs. Situational elements
describéd as.Subordinéte considerations included.
personality, expectations concerning leader behavior,
hierﬁfchical level of"position, knowledge‘and’experience.
Important situag%onal elements relating to supervisors
we?e described as‘themsimilafity of the supervisor's
attitudes and behavio; to those in higher managemgﬁf and

the supersisor's upward influence. Situational elements

described as task considerations included time urgency,

K



job autonomy, and degree of stress and ambiguity.

Criticism with respect to a lack of a conceptual
base stems from the factdr analytic techﬁiques employed to
describe dimensions of leader behavior. Pfeffer (1977:105)
stated that this procedure tends to produce as many factors
as the analyst decides to find, addition, Pfeffer
(1977:105) stated that the resultant factors must be named,
and deciding on a summative concept to represent a factor
is partly a subjective process. Furthermore, Stogdill
(1974:419) pointed out that although factor -analysis
suggests two dimensions of leader behavior which have been
variously labelled, it‘is erroneous to regard leader
behaviors within each cluster as identical patterns of
behavior. Autocratic, restrictive, task-oriented, socially
distant, directive and structured leader behaviors are
usually considered to constitute a work-oriented cluster
of behaviors, but these behaviors have been}shown,to be
associated with different effects on measures of group
productivity, cohesi&enéss and satisfaction. .

Another criticism of leader behavior studies has
been advanced by Barrow (1977:233). He stated that leader~
behavior dimensions have been utilized to distinguish
effective from ineffective leadership by specifying actual
leader behaviors and then attempting to determine which
behaviors correlate with criteria such as spbordinate
performance and satisfaction. According to Barrow

(1977:233), little can be concluded about process and
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ca uality relationships using this research design.

Leadership Effectiveness Approaches

Two approaches’to leadership‘effectivenessiwhich
emphasize process and causality relationships can be
identified in tﬁé research l;ferature.' The normative
approach, as described by Barrow (1977:235), prescribes
what a leader should do to be effective in a given
situation. An alternative view is to focus on the total
leadership process including the leader, followers, the
work situation and the interdependence among these sets of
variables. Hammer and Dachler (1975:61) stated that in
the process approach, prediction of effectiveness is a
necéssary part of the paradigm, but only as a means to the
uﬁderstanding of the psychological entities involved in the

concept of leadership and their causal effects on other

concepts rather than as an end in itself.

Normative Approaches to Leadership

The Managerial Grid déveloped by Blake and Mouton
(1964) is a normative approach to leadérghip which
incorporates the findings of ﬁhe Ohio State studies of
leader behavior. The poinfs on the Grid are to be
conéidered as descriptions of the assumptions underlying
leader behavior patterns. Thus, Concern for Production and
Concern for People underlie the leader behayiors,
Initiating Structure and Consideration. Blake and Mouton.

(1964:10)‘described five behavioral styles'which_may be

|g]
\_n



exhibited by a leader as fdilows: (é) Impoverished - low
concern for production and people; ‘(b) Country Club - low
concern for production, high concern for people; (c) Task
- high concern for production, low concern for people;

(d) Middle Road - medium concern for production and people;

’,

and (e) Team - high concern for production and people.
According to Blake and Mouton (196&:1&&)} the ideal
behavioral style to be used in most situations is the Team
style since tﬁis style creates conditioné of work where
people have an understanding of the problem, a stake in the k;f{”
‘outcome and can see the results of their contributions. ‘\\\
HoWever/ Kerr et al. (1974:63) concluded that it seems an |
oversimplification to claim that the effective leader needs
"merely" to behave in a. highly considerate and structuring
manner. The research literature suggests much more
subtlety.

The three-dimensional (3-D) Management Style_theéfy
(Reddin, 1970) was the first to add an effectiveness.
dimension to the concern for production and people
dimensions of the model developed by Blake and Mouton.
Reddin (1970:13) proposed four basic managerial styles,
each one representing a mix of task-oriented and
relationship-oriented styles., However, the bag}c issue in
management behavior Qas the concept of effectiveness.
Reddin (1970:2) stated that effectiveness is not a qua;ity_

a manager brings to a situation, rather it is the extent to

which the manager achieves the output requirements of his



Position. According to Reddin (1970:66), five situational
elements, namely, the type of organization, technology,
superordinates, coworkers and subordinates can be assessed
to'indicate the required leadership style,
Barrow st: .ed that:
the contributions of this model are its specification
of leader behaviors associated with each effective and
ineffective style; comprehensive delineation of
situational factors which may affect the leader; and
recognition that the effectiveness of behavior style is
contingent upon the situation. o
However, Barrow (1977:235) pointed out that little
research has been done to test its predictions, perhaps due
to its complexity. He also criticizes the theory on the
gfounds that the model leaves little room for ?he leader's
behavioral style to affect the work situation.
Hersey and Blanchard (1977:104-108) also developed
a tri-dimensional model of Leadership Effectiveness. An
effeptiveness dimension was added té the Initiating
Stfucture (task behavior) and Considération (relatioﬁship
behavior) behavioral dimensions of the earlier Ohio State’
leadership model. Hersey and Blanchard (1977:105)
_acknowledged their debt to Reddin's 3-~D hédel. ’However,
they argued thé% although attitudinal- models such as
Reddin's are not necessarily incompatible with behavioral
models, differences occur when behavioral assumptions are
drawn from the attitudinal models. For example, although
high concern for both people and pfoduCtion in organizations

i1s very desirable, a high-task-high-relationship behavioral

A
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style may not be the most appfopriate, depending upon the
situation. |

According to Hersey and Blanchard (1977:108),
empirical studies. tend to show that there is no one best
style of leadership. Successful leaders adapt their
behaviog to meet the needs of the group and of the
particular environment. ~Leader behavior should change as
the maturity of the group being led increases. As
‘subordinates' maturify increases,mleader behavior should be
characterized by a decreasing emphasis on structuriné
behaviors, and an increasing emphasis on considerate
behaviors, followed by a decreasing emphasis on considerate
behaviors as well as structuring behaviors as f@ll maturity
is approached. Maturity is defined in terms of
subordinateé' achlevement motivation, willingness and
ability to féke'responsibility, and the experience level of
the g}gup.

In critiéism of Hersey %nd Blanchard's theory,
Barrow (1977:236) stated that it neglects many situational
variables iﬁfluencing the rélationships between leaders and
subordinates. Moreover,;the definition of maturity, which
would be-difficult to measure, has not been tested.

A more generai criticism of.theories of leadership
effectiveness is offered by Pfeffer (1977:106). He states
. that there is surprisingly little.eviaence on the magnitude
of the effecés of leaderéhip. Pfeffer (1977;106) givés

three reasons for arguing that the observed effects of



leaders on organizational outcomes would be small as

follows: . . \)

First, those obtaining leadership positions are
selected, and perhaps only certain limited styles of
behavior may be chosen. Second, once in the leadership
position, the discretion and behavior of the leader are
constrained. And third, leaders can typically affect

- only a few of the variables that impact organizational
performance. '

Approaches to the Leadership Process

» In cowmtrast to thé normative theories of leadership
effectiveness, Fiedler's (1967) Contingency Model and
House;s (19715 Path-Goal Theory of Leadership Effectiveness
focus upon the leadership process, that is, the interaction
of leader, follower and other situational variables.
Fiedler and Chemers (1974:81) stated that:
the Contingency Model leads to the major hypothesis
that leadership effectiveness depends upon the leader's
style of interacting with his group members and the
favorableness of the group-task situation.
Leadership style is. measured by a scale designed to score
;g leader's esteem for the least preferred coworker (LPC).
Situation fa?orableness ishdefined in terms of eight
possible combinations of gcoregBon three dimensions:
(a) the quality of leader;membér relationships; (Db) the
extent ﬁo which a task is structured; and (c) the position
power of the leader in the group. Task-oriented (low LPC)
leaders are predicted to be more effective in either
rhighly favorable or highly unfavorable situations, whereas

relations-oriented (high LPC) leaders are more effective in

~situations of moderate favorability.

29
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Graen et al. (1971:205-210) have criticized the
Contingency Model on the grounds that (a) it is not clear
how the LPC score should be interpreted; (b) nonsignificant
directional findings have been used to support the theory;
and (c) cereful post hoc ordering of situational
favorabiiity data has occurred to gailn support fo; the
theory. Fiedler and Chemers (1974:74) acknowledged the
£riticism of the LPC measure by statlng that the road 'to
understandlng LPC has been a frustrating odyssey, but it
now appears that LPC is an index of a motivational
hierarchy of behavioral preferences implying that some
goals are more important to some individuals than others.
In assessing reviews of the Contingency Model, Barrow
(1977:234) suggests that the criticisms indicated the model
may need to be revised or expanded, but the methodology
does not appear to be flexible enough to allow for
inco Loration of new variables. Despite difficulties,
Fiedler and Chemers (1974:89) claim that the Contingency
Model 1s one of the best validated leadership theories.
Furthefmore, the Model cohtinues to generate interest and
research studies.

The Path-Goal Theory of Leadership (descr;bed in
detail in the following chapter) approaches the i%teractidn
of leader, follower and other situational variables in a

different way. Barrow (1977:235) describes the -theory as

follows:



Based on the assumption that subordinate performance
and satisfaction will be improved if the leader can
clarify goal paths and provide valued reinforcement, a
moderator-variable methodology is used to predict
relationships between the leader’'s behaviors of
consideration and initiating structure and performance/
satisfaction criteria.

The Path-Goal Theory differs‘from the Contingency
Model in that it is\concerned with specific leader J
behaviors rather than generaiized leadership styles. Landy
and Trumbo (1976;367) state that leader behavior refers to
the particular acts of a leader, whereas leadership style
refers to the more enduring underlying need structure of an
individual which motivates behavior. ILeader behavior
studies have been critidi%éd becaﬁée the factor analytically
derived dimensions lack a conceptual base., The Path-Goal
'Theory (House, 1971:321-338) defines the psychological ‘
properties of the leader behavior dimenéions——Consideration
andvInitiati?g“Structure—-in terms of their potential
meaning forgpath—goal perceptions of subordinates. The
leader behaves in a @ay that clarifies for subordingtes§
‘the kind of behavior which leads tO‘goél accomplishﬁent and
valued rewards, hence the term path-goal. .

A comparison of the Contingency Model and the Path-
Goal Theory is difficult to make because the two are
applicable at different levels within an organization.
Osborn (House and Desslgr, 1974:58) states that House and
Dessler confine their hypothesis testing to individual

Psychological states, while Fiedler seems to concéentrate

upon group performance. Furthermore, situational variables

»
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are used differently in the two theories. Fiedler
describes a limited number of situational variables (group
acceptance, task structure and leader position power) which
are presumed to interact with leadership style to determine
performande. The Path-Goal Theory also proposes important
vsitpational variables in leadership processes (subordinate
characteristics, primary group characteristics, the formal
authority system and the subordinate's task), but presumes
that these variables moderate the relationships between
leaders and their subordinates. Unlike the Contingency
Model, the Path-Goal Theory is sufficiently fléxible to
allow consideration of an unlimited number of situational
variables,

These various approaches to leadership clearly
indicate that no/general theory of leadership exists,
rather several middle-range theories exist in the research
literature. Zetterberg (1963:2)>states that when a theory
is called partial or middle-range, it is admitted that
there are other theories which are not contradicted by, orv
synonymous with, the theory so déscribed. This statement
seéms to .sum up the statebof theorizing on leadership.‘
This situatién may be inevitable when leadership is the
concern of so many diversée groups such as psychologists,
social psychologists, business and educatioﬁal
administrators and practicing managers.

The Path-Goal Theory of Leadership is but one of

these several middle-range theories. The Theory may be
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viewed as an extension of that research strand which is
concerned with leader behaviors. The new additions to
leader behavior research made by the development of the
Path—dgal Theory are that-situational factors are accounted
for by the Theory, and a conceptual base is provided which
enables explanation of why specific leader behaviors are -

most effective in given situations.
AN -ASSESSMENT OF PATH-GOAL LEADERSHIP THEORY

In reviewing thé Path-Goal Theory of Leadership,
Behling and Schriesheim (1976:309) suggest that the
foundations of the Theéry may be questionable to the extént
.that expectancies and valences are not parfuof the work
effort decision process. Further,Athe Thebry was |
constructed in part, post.hoc, so that evidence used to
support it was also used to build it. Nevertheless, the.
conclusion réached was that although the évidence for the
Path—Goél Theory was neither pl;ntiful nor completely
suppértive, in genera} terms the Theory is supported.

In another review of the Path-Goal Theory of
,ieadership, Barrow (1977:235) states that support has been
found with respect ﬁélsubordina%es' satisfaction But not

the per: rmance of subg}diﬁates. However, the assertior
made was that the emphasis on moderator variableg\
influencing leader-subordinate relationshipg has created a
much neecd-4 new diréction for leadership-research.'

A~ _rding to Dessler (1976:173), the ideas that the



approprlate level of leader structuring behav1or depends
upon how amblguous the task is, and fhat the necessary
level of leader consideration behavior variesg with the

. ’ "
intrinsic satisfaction of the task, have both received --

support. 8

When the manuscripts for these reviews were -
prepared, several studies ofjthe,Path—Goal Theory of '
Leadership appear not to have been avai%able to the

authors. The comments made by Behling and Schriesheim

N

(1976:309) seem to be applicahle to the account of the

Theory given by House and Dessler (1974 29r62) but not to
the expos1tlons of House and Mltchell (1974, 81 97). The
latter presentatlon refers to several manuscrlpts
published in 1975 and 1976, . and no post hoc theory
construction is attempted. The account given by Dessler
(1976 173) does not make reference to severaf . adies
published subsequent to 1974. Nevertheless, the conclusions
drawn still seem to be velid.

" Consideration of the bPresent state of research
“ suggests that definitive assessments of the Path-GCoal Theory
cannot as yet be made. The studies" publlshed to date have
indicated that not all the postulated moderator variables

have been tested. Even so, the Theory is sufficiently

flexible to allow further expansion in the scope of leader

behaviors, moderator variables and subordinate attitudes and

beha T accounted for in its statement. Clearly, the

Path-Goal Theory has generated, and will continue to-



generate, further research to test and extend its basic

propositions,
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CHAPTER ITTI
A CONCEPTUAL FRAMEWORK

In this‘chapter a detailed statement of the Path-
Goal Theory“is presented Those aspects of the Path- Goal
Theory of Leadership Selected for‘%estlng in this study are
described, and the development of research hypotheses based
upon this choice is undertaken. The hypotheses developed
for testing in;thisustudy were derived from the statement
of the Path-Goal Theory and the relevant .tudies which have
tested the basic propositions of the Theory. When the |
‘relevant studies are considefed, the aspect of a study
relevant to a particular section is dealt with in that
section, and as a consequence,'references to the Same(study
S%cur in,different‘sections. |

Finally, the ma jor h&potheses and the several™
specific- hypotheses derlved ‘from the maJor hypotheses are

t

presented together at the end of the chapter
THE PATH-GOAL THEORY OF LEADERSHIP

The basic oomponents of the Path—Goal Theory were
lntfodHEed in the first sectlons of Chapters I and II. A
comparlson of the Path-Goai heory with other leadershlp
.theories was also made in Chapter II. In this sectlon a
more detalled acgount of the_Path—Goal?Theory“istpresen%ed.

The presentation 1s based upon revisedzstatements of the .

jé o
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Path-Goal Theory of Leadership made by House and Dessler

(1974f29—62) and by House and Mitchell (1974 81-97). The
purpose of the presentatlon is to provide the basis for a
conceptga% framework from which research hypotheses may be

developed

Basic Propositions

Th- two essential features of the Path-Goal Theory
delineated in previous chapters relate to the motivational -
effects and to the complementary nature of leader behavior.
Leader behavior is motivational and satisfying to .
;subordinates to the extent that it leads to highly valued
outcomes, Tﬁe complementary nature of leader behafior ié
yreflectea in the way in which the effects of leader behavior-
Tare moderéted by situational factors. These two features
are inéorporgjed into the statement of the two basic
propositiohs‘hade by House énd Mitchell (1974:84) as

follows:

o
(a) leader behavior s acceptable and satisfying to
subordinates to the extent that the subordinates see
such behavior as elt er an immediate source of
satisfaction or fnstrumental to future satisfaction.
(b) the leader's behavior will be motivational, that
is, increase effort,Ato the extent that (1) such
behavior makes satisfaction of subordinates' ndeds
contingent on effective performance and (2) such
behavior complements the environment of subordinates
by providing the coaching, guidance support and
rewards necessary for effective performance.

The Path-Goal Theory of Leadership is, in essence,

a tentative-explaﬁatiQnAof the effects of leader behavior.

The explanation i's téntative because, according to House
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and Dessler (1974:30), the listing of the variables
dependent on leader behavior is incomplete.» However, both

presentations listed three effects of leader behavior on

the attitudes and expectations of subordinates asg (1) job

effective performance and that effective performance is the

path. to rewards.

=

Contingency Factors

The theory, as originally stated by House (1971:
321-338), was revised and extended to account for the
characterisfics of subordinates and environmental factors
in assessing the effects o leader behavior.  House and
Dessler (1974:29) state that severall"intermediating"
variables can alter the relationships between leader
behavior and the indirect effects of leader behaviér that
‘»have been studied, for,exampie, overall satisfaction and
performance. These variables are referred to as
"contingency factors” in the statement of the Theory. A
"contingency factqi" is defined'by Hbus% and Dessler as a
variable which moder;tes the relationship betweenvtwo other
variables such as leader behavior and subordinate
satisfaction. The twa contingency variables proposed by
House and Mitchell (1974:85) were personal characteristics
of subordinates, and the environmental pressures and

demands with which subordinates must cope 1n order %o

accomplish i&s wor'o eonals and satisfy their needs. House



and Dessler (1974:31) referred to these variables as two
classes of situational variables. Both presentations of the
theory acknowledged that other situational variables may
also be important determinants of the effects of leader

behavior, but they are not presently known.

Characteristics of Subordinates

Nhether or not leader behavior i1s perceived to be
satisfying and acceptable to subordinates, either
immediately or in the future, partially depends upon the
characteristics of subordinates.

House and Mitcﬁell (1974:85) state that the

relationship between leader behavior and the satisfaction Y

of subordinates is moderated b ' the degree to which a
subordinate éees the envireorment as responding to his or
her behavior. On a locus-of-control measure, subordinates
who believe that what happens to them occurs because of
their behavior are called "internals," whereas subordihates
who believe that what happens occurs by luck or chance are
called "externals." Mitchell et al. (1975:623—631) found
that internals are more satisfied than externals with
participative leader behavior, and externals are more
satisfied than internals with directive leader behavior.
House and Dessler (1974:31) state that subordinates
with high needs for afleiation and social approval would

see friendly, considerate leader behavior as an immediate

source of satisfaction. Leader directiveness would be more
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satisfying to thosé subordinates with high needs for
achievement since such behavior may clarify path-goal
rélationships and brovide goal—orienfed feedback. Leader
directiveness would also be viewed as satisfying to
subordinates who valued extrinsic rewards, if such leader
behavior assisﬁed them to gain recognition, promotion,
security or pay increases. |

Both presentations of the theory suggest that

subordinates' perceptions of their own.ability with respect’

to assigned tasks is an important moderator of the effects
of leader behavior. The higher the degree of perceived
ability relative to task demands, the less the subordinate

will view leader directiveness and coaching behavior as

acceptable. If the perceived ability of the subbrdinate is-

high, then directiveyleader behavior 1s likely to have
little effect on fhe motivation of thé subordinate and to
be per  ‘ved as excessively close control. In this sense,
the ac ability of the leader is determined by the
personal perceptions of the suﬁordinate’s own ability,

that 1s, a characteristic of a subordinate.

Environmental Factors

R

The-sécohd contingency variable, the environment:
of the subordinate, éonsists of thpse situational factors
which are not within the control of the subordinate but
which are important to need satisfaction or ability to

perform effectively. House and Dessler (1974:32) stated

)
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that three broad classifications of relevant environmental
moderators are:
1. Thevsubordinate's task;
2. The formal authority system of the organization; and
3. The primary work group. ‘

The aspecfs of the environment that have invariagt
moderating effects independent of the characteristics of |
subordinates have yet to be determined empiri;ally.
Nevertheless, the three classifications of environmental
moderators are hypothesized as having either independent
moderating effects, or interacting significanfly with a
subordinate's characteristics as joint m?derators of the
effects of leader behavior.

Assessment of the environmental conditions makes
1t possible to predict the kind aﬁd ahouﬁt of influence
that specific leader behaviors will have on ﬁhe motlvatlon
of subordlnates-(House and Dessler, 1974 33, « House and
Mitchell, 1974:87) .

Each of the three classes of contlngency factors

could act upon the subordinate in any of three ways. First,

‘these factors Q%ay serve as stimuli that motivate and direct

the subordinate to perform task operations necessary for
the attainment of goals, Second, these factors‘constrain-
variability in'subordiﬁate behavior% Constraints are
motivational to the extent that they clarify path-goal
relationships. A subordinate's exbectation fhat effort

leads to rewards is clearly establﬁshed, and role conflict

I
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and ambiguity are reduced. Constraints may also be
counterproductive in that initiative and increased effort,
which increases rewards, is restricted. Finally,
environmental factors may serve as the sourcé of rewards
for achieving desired performance. These rewards may be
viewed as reinforcing desired behavior. ihen rewards
required for satisfying subordihates and necessary cues 1o
do the job come from sources other than the leader, for
example, the primary work group, then the effect of the
 Jeader on a subordinate's motivation will be a function of
how deficient the environment is with respect to
otivational stimuli, constraints orﬂrewards.
With respect to environmental contingency factors,

House and Mitchell (1974:88) state that the Path-Goal
Theoryfmakeé three assertions:

1. When goals and paths to desired goals are apparent

because of the routine nature of the task, clear group

norms ‘or objective controls of the formal authority

‘system, attempts by the leader to clarify paths and

goals will be both redundant and seen by subordinates

as imposing unnecessarily close control.

Although performance levels may be increased by

preventing malingering on the job, such leader behavior will

2

decrease satisfaction and induce dysfunctional activities’ . -

by subqrdinates.

5 The more dissatisfying the task the more the
subordinates will resent behavior by the leader
directed at increasing productivity or enforcing
compliance to organizational rules and procedures.



3. Leader behavior is predicted to increase
subordinates' satisfaction with the job context and to
be motivational to the extent that it increases the
subordinates' expectations that their effort will lead
to valued rewards.,

summary of Path-Goal Relationships

The basic propositions of the Path-Goal Theory,
assertions about what effects leader behaviors have on
subordinates, rand the specificqﬁion of contingency factors
provide a heuristic framework on which to base research.
Figure 1 presents in summary form -the path-goal
relationships which comprise the heuristic framework. The
original presentation of the summary made by House and

Mitchell (1974:89) has been redrafted to increase the

clarity of presentation. Two of the three proposed
influences of environmental factors have also been
rewritten to include additional worgs used by House and

Dessler (1974:33),
A CHOICE

Not all aspects of the Path-Goal Theéry of‘
Leadership can be tested in one studyJ Any attempt to.do
so would place unreasonable demands on the time and
resources availabie to subjects chosen for the study. For
this reason a choice must be madé among the variables
related to one another in the statement of thé'Theory. ‘The
framework presented in Figure 1, together with the several
stgdies utilizing Path-Goal Theory propositions, provided

the basis for the choilce.
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At a symposium at which the House and Dessler
account of the P'ath-Goal Theory was presented, a question
was raised about why the paper did nof concentrate more onf};x
such variables as group process or environmental lssues.
House (House and Dessler, 1974:62) responded that it was a
matter of personal choice for the researcher. He also
indicated that choice is governed in part by the
availability of precise measuring instruments. These
considerations also comprised pért of .the basis for
choices made in this study of school gystem personnel.

In addition, Barrow (1977:235) stated that support
has been pro&ided for the predictions of the Path-Goal
Theory relating to the satisfaction of subordinates but not
for the performance of subordin;tes. For this reason, the
most appropriate-research dgsign seemed to be one that
allowed investigation of the relationships between leader
behavior and the satisfaction of subordinates. According
to House and Dessler (1974:30), specific psychoiogical
states that may be affected by the leader are the
subordinate's intrinsic: job satisfaction and his
satisfaction with extrinsic rewafds. The satisfaction
diménsions most applicable to the Theory, and thefefore
incorporated into the conceptual framework, were Intrinsic
Satisfaction, Extrinsic Satisfaction and General
Satisfaction. .Figure 2 presents a framework for an
empirigal, but selective, tesf of the Path-Goal Théory.

'This framework forms a part of the summary of the Path—Goal
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Theory relationships presented in Figure 1 except for one
major modification. The followir . sections discuss the
rationale for making the modification. The moderating
effects of the contingency factors selected are also

. ®
discussed.

MODIFICATION OF CAUSALITY

The major modification to the summary of the Path-

Goal relationships presented in Figure 1 was to substitute

the words '"are associated with?"““ nevor'd "cause" in the

heading phrase, "leader behaVib;;
o ) B S

ngency factors

&

cause}sﬁbordinate attitudesvé_‘
mod.fication is incgfpo;égéd Pt c ”ré—zp g2 -

The rationale‘for'the modificktion is given by
| Kerr et al. (1974:65). The direction of céusality between
leader behavior and the attitudes of subordinates a: vell
as work group performance has not been clearly established.

In a test of the Path-Goal Theory designed to
investigate the direction of causality, Downey et al.
(1976:171) found that the causal relationships proposed did
not exist. Leader behavior was found to be related to
subordinates' work attitudes and’job pefformance, but these
relationships were)highly interactive rather than causal.
The modification incorporated into Figure 2 takes account
of these findings. | |

An important consequence of this modification

“relates to the use of the technical terms, "moderation" and



"contingency factors."” _éontingency factors were defined
by House and Mitchell (19?&:85) as yarigples which moderate
the relationship between two other variables. In this |
thesis these technical terms are used in the data énalysis
chapters and in Chapter XI, but when the'terms are used

causal relationships are not implied.,

LY

LEADER BEHAVIOR

A

Initial studies tQ test Path-Goal Theory predictions
conducted by House‘(1971:321—338), were based upon two
leader behavior'{;ctérs, namely, Initiating Strucfure and
Consideration. . These behaviors were operationalized by the
Leader Behavior Description Questionnaire‘(LBDQ), as .
described in Chapter II. Other studies have used the
revised versilon of.fhe LBDQ instrument developed by
Stogdili (1963:25, known as the LBDQ-XII instrument, or ﬁhe
Supefvisory Leader Behévior Questionnaire (SBDQ) adaptation

of the LBDQ. ¢ | ;

The use of these instruments in tests of the
predictions of the Path-Goal Theory has been criticizéd by
Schriesheim and Von Glinow (1977:398-400), because the |
instruments‘do not accurately operationalize the Theory's :
leadership COnstructs.; Downey et al. (1975:260) state that
the Path-Goal Theory requirés the use of specific leader
behavioré. Unexpected findings were attributed to the many
participativé_}eader behavior items contained in the leader

Consideration dimension. Downey et al, (1975:260) suggest
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that participative{leader behavior clarifies path- ~goal
relationshlps and contaminates the effects of supportive
leader behavior. Schrieshelm and Kerr (1974:756—765)5
examined the psychometric properties of the LBDQ, LBDQ—XII;
SBDQ, and the Leadership Opiniox Questidnnaire (L0OQ) and
found that all but the LBDQ-XII include items which measure
extraneous lender behavior dimensions. These dimensions
were described ae;punitive, autocratic and production-
oriented leader behaviors.

House and Dessler (1974:473) developed an instrument
toitake account of the types of‘criticism cited above,
Three types of leader behaVior were chosen for their test
of the Path Goal Theory of Leadership, namely, Instrumental,
Supportive and Participative Leadership The leaderj
behavior items selected to operationallze these constructs
were taken primarily from the IBDQ- XII questionnaire The
Instrumental Leadership Scale was similar to the LBDQ- XII
Initiating Structure Scale, but differed from other versions
in that it did not include items reflecting autocratic or
punitive leader behavior. The Supportive Leadershlp Scale,
unlike the LBDQ and SBDQ versions, did not include
partic1pat1ve items. The Participative Leadership Scale
comprised items® developed specifically by House’ and Dessler
(1974:43), as well as items from the LBDQ Con51deratlon
Scale whioh reflected participative leadership.

In this study of school s&stem Personnel these

three kindgs of leader behavior were chosen and the House and



>

Mitchell (1974:81-97). Directive Leadership is

Full definitionsgﬁbe given in Chapter I. oy

Dessler g estionnaire was ai pted as a suitable
operatlonallzatlon of the leader behavior conetructs ' The

instrument is further discussed in Chapter‘IV. However,

“the scale named "Instrumental Leadership" was renamed

JLeader Direétive Behavior," thus qvoiding Gonfusion with
the term "inetrumentality".which nas a differenﬁlthough
related usage 1in expectancy theory.,

| This change 1is also consistent with the'

presentation of the Path-Goal Theory made by House and’

s

i)

characterized by a leader who gives specific guidance about

f what should be done and ho. it should be done. Support1ve~

Leadershlp is 1ndlcat1ve of warmth in relatlonshlps WLIh

4

subordinates. T rtlclpatlve Leadershlpgls characterized by

5

consultation with subordinates before action is taken.

B

CONTINGENCY FACTORS .

k)

Contingency factors associatﬂd with differences

relatlonshlps between leader behavior and the satlsfactlon

of subqrdlnates are occupatlonal level and perceptlons of

1507

@r{stlus._ These factors are dlscussed

c
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.
leader vbehavior and satisfaction although results have been

confusing. For example, Nealey and Blood (1967 .4-422)
found leader Initidting Structure to be positiveiy related
to satisfaction at a low supervisory level but negatively
related to satisfaction at a higher level; However, House.
et al., (1971:19-30) foundoa strong posit;ge correlation

" between Initiating Structure and satisfaction of high-level

subjects.u Kerr et al, (1974:68) stated that while a

majority of studies which considered job level as a
moderating variable are in agreement abemt its importance,

no clear consensus yet exists concerning the nature of its

moderating effects. - -

LS ‘

Szilagyi and Sims (1974:622-634) developed
hypotheses for testing the Path-Goal Theory on the basis

that task ambiguity and role ambiguity increase with
- occupational level. Their findings supported ‘his

proposition. ~in this sense, the'moderating'gffects gf
‘qccupationai level may be reflected in théjmode“atiné

-

... effects of role‘ambiguity and task ambiguity on -
srelatipnships between leader behavior and satisfaction.

| Downey ct al., (1975:252- zézﬁ examined the effect of

leader behavior on subordinates performance under:

conditions of both structured‘and unstructured tasks. The

assumption made was that managers performed unstructured

)

tasks. The=moderating effects'of occupational level were

=3

‘ reflggted in the findings relating to task structure. Some,
y :;@ "y

supportvw§§ f%und for the moderating effects of occupational

L
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level on relationships between leader Consideration

behavior and theqsa‘isfaction of subordinates. Dessler and

Valenzl -1977:253) tested the hypothesis tﬁat the higher

the occﬁpational level of the group; the more positive the

relatiohship_between Initiating Structure and intrinsic

job satisfaction, but found no support for this hypothesis.
| Cn the basis of‘these studies two hypotheses fof

¥esting in this study were stated as follows:

. 1.0 Perceptions of role conflict and role ambiguity
e dlfie,/at selected occupatlonal leVels

4J§ Perceptlons of task. enarac+er1 tics differ af,
Rt

i
‘(

. ﬁtsel cted occupatlonal levels., ~ 7 , ‘yf
ggﬁ, In the reseaxch deSLvn adopted for this study three
Joce pablonac levels were dellneated’7 namely the clerical,

. in .l‘ N
profec51onal and admlnletratlve occupational levels.

‘Speciilc hypotheses Spgxable for testing were developed on

the baeis that dif%e%eﬁces exist between meah scores on two
vrole dimeﬁsions a;d %hree task characteristics aimensions.
The hypotheses stated that the highest mean scores on Role
Ambiguity,"Role Confl%ct and Task Autonomy would be found ’
at the administrative level, and the lowesﬁAmean scores at
the clerical level. The revers. tuation was predicted
for mean scores 5% Task;Structure andrfask Repetitiveness.
”These hypofheeeslare etated in full at the end of this
chapT4r. R

In additiqn, predictions were’made thé%}these three

occupational levels WOuld be‘associated with differences

‘in relatlonshlps between leader behavior and the
\,p
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. satisfac. .on of subordinates.  These hypotheses are stated

in the following sections relating Leader Directive
Behavior, Leader Supportive Behavior, and Leader

Participative Behavior to types of Satisfaction.

Role Perceptions

Kahn et al., (1964) discussed several studies
relating to organizational streés and ..e lysiunctions of
roles, using *" concepts of role co "2 - and role
ambiguity. Job-related tension was fou... to be related to
role ambiguity, role conflict, rank and status in an |
organization. According to Schuler (1977:66), role
conflict and ambiguity are generally associated with low
performanze and satisfaétion, and high turnover, tension
and anxiety.

In an attempt to deal with role Conflict and
ambiguity in a : .re empirica}%ﬁanner; Rizzo et al. (1§70:
155-. .9) developed measures of these concepts based upon
members' perceptions of sources of conflict and ambiguity
within an organization. Four sources of role conflict for
membénsvof organizations were identified as

o
(1) incompatibil. . between a member's internal starNards

or values and expected or defined behavior, (2) incongruency . « -

between the time and resources available and"the.behaviogb.

.defined for a member, (3) conflicting{expectations'as a

rosult of membership of several different work groups, and
(4) conflicting reqﬁests, incompatible policies or varying

standards of evaluation applied to membe€rs. Role ambiguity
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‘was stated to be reflected in (1) the degree of certainty
about duties, authority, allocation of time and
relationships with others, (2) the existence or specificity
of guides, directives or policieé, and (3) the ability to
predict sanctions as outcomes of behavior. Thus the Role
Conflict and Ambiguity Scales.developed provided
operational-definitions of these constructs. These scales
are further discussed in Chapter IV; |

The importance of .role conflict and ambiguity as
critical variableé in a model of organizational behavior
was discussed by House and Rizzo“(1972:467—505). Role

conflict and ambiguity were studied as mediatihg variables

- .
R W

in relationships between organizatfonal and leadership
practices, and (1) the satisfaction of subordinates,

(2) perceived effectiveness, (3) anxiety and (4) propensity
to leave. House and Rizzo (1972:503) concluded that the
fégg;ts demonstrated the mediating effects of fole conflict

-and ambiguity and proVided additional support for the

25y
£

Path-Goal Theory.-

'/No hypotheses were developed:in this study to test

. the relationships between the satisfaction of subordinates

apd role Conflict as well as role ambiguity. Nevertheless,
the relationships found were noted ana used td interpret

more‘adequately than otherwise possible findings connected.
withe the satisfaction‘of Subordinates. _Research hypothéées

were developed to test the association of role conflict and

role ambiguity with moderation.of relationships between

NS
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leader behavior and types of satisfaction. These

hypotheses are discussed in the following sections relating

to leader behavlor.

Task Characteristics

Pierce and Dunham (1976:83—97) re&iewed the
literature on task chafacteristies and concluded that task
designs, that is,‘enriched and enlarged jobe are more
frequently associated with positive affective, behavioral
and motivational reeponses than are nar@owly defined tasks.
Some findings suggeéted that increesed task variety is not
necessarily associated with increases in saglsfactlon and

’\«s«J Ly

motivation. However, affective responses appear to be

more strongly associated with task design than are .

behavioral responses. In particular, Pierce and Dunham
(1976:87) note that task design is more strongly related to

satlsfactlon with work than to other/affectlve, behavioral

" or motivational variables.

Hulin and Bioo@a(1968-41—55) suggest'that many
amblgultles in research flndlngs may ‘be traced to a lack of
agreement among researchers on the conceptuallzatlon and -
measurement of® task design. House (House and Dessler, 1974:
38) acknowledges that his original tests of the Path-Goal
Theory were som?What_weak, because the theoretical
constructs cbncerning task;characteristics were inferred
rather than ﬁeeéhfed'directl&.‘ Job autonomy was taken as
an indicator of fé%§ amblgultya and job scope as a varlable
leadlng to task satlsfactlonf""g;ms et al. (1976:197) state

(8
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that the most widely Known job characteristics scales are
those developed by Turner and Lawrence (1965), later |
reviewe: by ‘Mackman and Lawler (1971:259-286). Six
dimensions of job characteristics were described ésAyariety,
autonomy, task idenrity, feedback, dealing with others, and
friendship opportunities. The first four dimensions were -
labelled "core dimensions” but the last two were not
viewed as-centrally related to job satisfactioh, and
- therefore were not similarly labelled. Of these four core
dimensions, two were chosen for incorporation into the
research design of this study, namely, task variety and
task autonomy. This choice is consistent with choices made
in other tests of the Path-Goal Theory.

Task structure WLS an 1mportant 51tuatlona1 factor
in the development of Fiedler's (1967) Contingency Model
of Leadership. Task sfructure’meant the extent to which the
leader can control the operation by subdividing and

coordinating the work. Tasks which are highly structured,

Ld 4

explicit, or programmed, provide a more favorable»§ituation
for the exertlon of leader 1nfluence than tasks wi%éh are
vague, nebulous and ‘unstructured. Fiedler (1967 22 35)
stated thaf.task structure remain% constant within specific
types of organizatioﬁs: 'However,gthiS'aséertion does nora
appear to be reasonable.wrfh respect to~perceptions‘of the
task structure. in a large urban school system. As stated

in an earlier section of this chapter, research hypotheses

were developed to test'fur differences among selected

*
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occupational levels,

The three task charsoteristies factors incorporated
into the research design of this study, namely, Structure,
Repetitiveness and Autonomy, were made operational in the
Task Description’Questionnaire developed by Stinson and
vJohnsoﬁ“(19?5b:i—8). This instrument is further discussed
iﬁ Chapter IV. Task Structure refers to the use of
specific procedures in performing a task, whereas Task
Repetitiveness indicates the degree to which these
procedures are repeated. Task Autonomy descrieesithe
extent te which individuals are free to make their own
decisions regarding task‘pefformance. Full definitions of
these constructs are given in Chapter I.

Researchgpypothesesvincorporating these taslk
characteristics Qere developed on the basis of the studies
and reviews cited in this section. These hypotheses
predlcted relatlonshlps between task characterlstlcs and !
the satisfaction of subordinates. The major hypothes1s,was
stated as follows:

3.0 The tas¥ characteristics dimensions, Task Structure,
Task Repetitiveness and Task Autonomy are differentially
related to subordinate satlsfactlon at selected
occupational levels.

The specific hypothéses, stated in full at the end
gif this chapter, predict‘that Task Structure and
"Hﬁepetitiveness greﬁnegétively correlated with selected
types of satisfaction, whereas Task Autonomy is positively

4

correlated with these types of satisfaction.



In addit%qp, research-hypotheses were developed to
test the associafion of Task Structure, Repetitivéness and
Autonomy with moderation of relationships befween leader
behavior and types of satisfaction. These hypotheses are

dgscussed in the following sections relating to leader

behavior.

.

LEADER BEHAVIOR AND SUBORDINATE SATISFACTION

The two Eysic propositions of the Path-Goal Theory
may be restated to incorporate oﬁly those contingency
factors and Jacets of satisfaction chosen for investigéti@n

. | .
in this study. In Figure 2 on page L4 , a summary
statement of the path—goal relationships incorporating
these variables is presented. These relationsh&ps and the
modified basic propositions may be coalesced into one
statement in the form of a general Hypothesis as follows:
The type (positive or negative) and degree of
assoclation between leader behaviors and the
satisfaction of subordinatés differs according to
subordinates' perceptions of (1) role conflict and
ambiguity and (2) the task characteristics, structure,
repetitiveness and autonomy. :
, The selected role and task characteristics factors

may be related to occupational levels in the school 'system

under study by the statement of a"Secon general hypothesis:

Perceptions of .role conflict and ambiguity and the task
characteristics, task stricture, repetitiveness and
autonomy differ at selected occupational levels,

Three kinds of leader behavior were chosen for

invesfigation.in the school system under study, namely,

7
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directive, supportive and participative behavior. Specific
hypothegessrelating the satisfaction of subordiﬁates to
these three kinds of leader behavior may be derived from

" the two general hypothesesf The rationale for these

specific hypotheses is developed in the following sections.

Directive Leader .Behavior

3

House and Mifchell (1974:90) stated that leader
directiveness is positively correla£ed with satisfaction of
:subordiﬂates engaged in ambiguous tasks and negatively
correlated with satisfaction of- subdfdinates engaged in
clear tasks. The Theory states that when role demands are
ambiguous and in conflict, and when tasks are highly varied
and unstructured, and when subordinates have autonomy 1in -

" the performance of tasks, a leader behaving in a directive

manner clarifies the paths that lead to gbal accomplishment.

Directive leader behavior was therefore predicted to be
posifively correlated with sﬁbordinate satisfactibn.
However, clear role demahds, and structured aﬁd.repetitious
tasks that. 5§0v1de for little subordlnate autonomy, do not
requlre clarlflcatlon of paths to goals for subordlnates
'Leader directive behavior in these circumstances is viewed
more as unnecessarily glose superyision. Directive
vggbavior was therefore predicted to be negatively

‘dorrelated with the satisfaction of subordinates in these

-

circumstances.

Several studies have tested these predictions. Role
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ambiguity was found to moderate relitionships between leader
directive behavior and the satisfaction of subordinates in
studies conducted by House (1971:328), Szilagyl and S 'ms
(1974:630), and Sims and Szilagyi (1975:4345. In addition,
House. (1971:335) found that job autonomj, which was taken

as an indicator of task ambiguity, showed moderating
effects. Dessler (House and Dessler, 1974:38-39) developed
a task certalnty measure to test these hypotheses, and found

that task oertalnty, when 1nperact1ng with suberdinate

" authoritarianism, moderated relationships between directive

behavior and the satisfaction of subordinates. House and
Dessler (1974:53) used an improved version of this
instrument, described asya task structure scale, to
demonstrate support for these hypothesized relationships.
Greene (1974:47) also found support for these hypotheses
Wihh fespect to task structure. '

~In contrast to fhe studies cited above, other ...
studies were not generally supportive of the hypothesis
that leader directiveness is positively correlated with the
sawisfaction of subordinates engaged in ambiguous tasks and
negatively correlated for subordinateswengaged in clear
tasks. Stinson and Johnson (19?5a 247) found the opp051te
relationships to those hypothesized with spect to task

structure and task repetitiveness. Moreover, task autonomy

did not have any mcderaiing effects. Downey et al.:

(1975:259) found that task structure did hog moderate

relationships between directive behavior and the



satisfaction of subordinates. Four other unpublishec e

b . \ P
Studies cited by Sehriesheim and Von Gl%ph@ﬁ{lQ??:’iQ)

. LT :
reflect the qualified nature of supportli\r the P;%h— oal
. \ - .

\

Theory hypotheses. ' \

On the basis of these studies and the Path-Goal

Theory pf%dictions, a hypothesis was stated as follows: ' \\\
\ ;
L.o leade? Directive Behavior ig differentially _
relateyd to subordinate satisfaction, contingent upon

subordinate Role Conflict and Role Ambiguity, and the
task ¢ aracteristics dimensions, Task Structure, Task
Repetitiveness, and Task Autonomy.

\

n
[RIEY

» g

Spe&ific hypotheses were derived from this'
hypothesis. \yegative correlation coefficients between
Leader DirectEve Behavior and the satisfaction of
subordinates Lere predictec at the clerical occupationél
level, under 5bﬁai£§§£é/6% 1ow Role Ambiguity, Role
Ccnflict,cand Task‘Autocomy, and under high. Task )
Repetitiveﬁess and Task Structure conditions. Positie
correla{ion coefficients wefgcpredicted for administrative
and.profesSional personﬁel and under the opposite role and
task characteristics conditions. These specific hypotheses
are given in detail at tﬁe end of this chapter.

4
~A

Supportive Leader Behavior

According to.Schriecheim and VonﬁGlinow (1977:398).‘
most research studies have tested the hypotheses that the |
lower the task structure of subordinateshvthe lower the
relationship between supportive leader behavior and -

subordinate satisfaction. The Theory, as developed by



House and Mitchell (1974:91), hypothesizes that supportive
lea‘e;\behavior will have 1ts most positive effect on the
Satisféction.of subordinates who work on‘stressful,
frustrating‘tésks. According to House and Dessler (1974:
41), this hypothesis is based on the assumptionﬁthat
subordinatesbwho are autonomous in the perfornance of tasks
Which are complex and varied, are‘likely to find the
challenge of their job more intrinsically satisfying.

The moderating effects of task characteristics on

relationships between supportive leader behavior and the

satisfaction of subordinates have been tested in several

‘studies.' House (1971:337) found that increased job scope

was accompanied by signifioently reduced correlations

‘between leader Consideration behavior and subordinate

satlsfactlon House and Dessler (1974:54) concluded that

task structure moderated the relatlonshlps between

,supportlve leedershlp and intrinsic satlsfactlon. Positive

corrélation coefficients betWeen supportive leadership

and intrinsio satisfaction were smaller in low task

| structure groups than in high task structure groups

Greene (1974:47) found task structure had a similar d
moderatlng effect. Accordlng to Stinson and Johnson
(1975&:248), task repetitiveness and task structure
moderated‘relationships between leader Consideration -
behav1or and satlsfactlon as predicted by’ Ba\h Goal Theory,

but only llmLted ev1dence was found that task autonomy

moderated the-relatlonshlps. - However, Downey et al.
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'§K1975:260) found no evidence that task structurevmoderated
thé relationships in the manner preoicted. Nevertheless,
the correlation between leader Consideration behavior and
satisfaction with supervision was higher among machine
operators than managers. Partial support was therefore.
indicated, |
between, leader Con31derat10n behavior and the satisfaction
of subordinates was investigated by Szilagyi and Sims
(1974:630), but no evidence. of ahy moderating effect was
found. . |
No indication of suppof% for the Path- Goal -
hypotheSis that supportive leader behaVior will have its
most positive effect on the satisfaction of subordinates .
‘who work on stressful, frustrating tasks was found by
Downey and k oworkers, or Szilagyi and Sims.‘ However,
remarkably hycorrelation coefficients between leader
Consideration behavior and allythe facets of satisfaction
investigated were Peported. ‘”
On the basis of.findings in‘the studies reviewed
and Path-Goal iheory predictions, the following hypothesis
_was formulated: _
5.0 Leader Supportive Behavior is differentially
relat:d to subordinate satisfaction, contingent upon
" subordinate Role Conflict and Ambiguity, and the task

characteristics dimenSiohs«/T\sk\Structure, Task
Repetitiveness and Task/Autonomy ™~

7

Spe01fic hypotheses were derived from this

hypothesis., These hypotheses predicted the highest

The effect of role ambiguity on the relationship
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ﬁosiiire correlations betkeen Supportive Behavior at the
" clerlcal occupatlonal level and under the following
condltlons low Role Conflict and Amblgulty.y,low Task

: ﬁAutonomy; and’high Task Repetitiveness and Task>Structure.

;<\Lower poS1t1Ve correlations were predlcted at the

admlnlstratlve and clerleal levels and under the oppos1te'

I

role, a: d task condltlons. These specific hypotheses dre

given in detall at the end of thls ehapter

1( - . .

. Participative Leader BeHavior

'«‘:l'—, . . . . /J
**%«Iitchell (House and Mitchell, 1974:92) described

four ways ln Wthh partlclpatlve leader behav1or would gt

-,‘d T

1mpact on subordlnate attltudes and behavior. Part1c1pat ona

v Lo - e °

'would lead to (1) greater clarlty of paths to goals,

-

.(2) an 1ncrease in the correspondence oetween organézatlon

. t

and subordlnate goals; (3) an increase in an 1nd1v1dual s
k\\control over what happens orl the, JOb* “and (L) an increase;
in- ego 1nvolvement N a de0151on House and Dessler |
(1974 42) state that part1c1pat1ve leadershlp 1s’conce1ved
.of as a nondlrectlfe form of role clarlfylng behav1or"
analogous tQ-dlrectlve leadershrp This view of : =
pa@%lclpatlve leadershlp implies that subordlnates engaged
~in stressful amblguous tasks will be more satlsf;ed with
part1c1pat1ve leadershlp than subordlnates engaged in
structured clearly deflned tasks. These relatlonshlps
could be ?xpected because it is under stressful amblguous

+  task condifions that role elarlfylng'behaV1orlls most

needed 'f"i o > o

-
.
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* Hoé@e (House and Mitchell, 197#?93) revizswed

several studjigs in which findings suggested that the
“relationship Detween participative leadership and

satisfaction of subordinates appeared to be moderated by
the personality characteristios.of'subordinates as well as
situational factors. In an attempt to- explain the findings

in the studies reviewed, the earlier view of participative
A g . : '
leadership as nondireotive role—clarifying behavior was

modifieﬁ Two hypotheses were formulated as follows:

- (1) When subjects are h1 hly ego-involved in a
decidion or a task and tHe decision or task demands are
amblguous, participative leadership will have a
. ”posxtl e effect on the satisfaction and motivation of a
% subordinate, regardless of the subordinate's
. " predisposition toward self- control authorltarlanlsm or
¥ need for 1nde?endenoe
%. . 3 N.X‘O
- . (2) When subordinates are not ego- involved in their
: task and when task -demands are clear, subordinates whe
o &re not authoritarian and who have high n&eds for -
B 1ndependence and self-control will respond- favorably -
"~ leader participation, and their opp051te personallty

types will respond less favorably.l L Ny

o,
Thesethypotheses wereutested by Schuler (1976 320 325) whq
g -
L1

x

found that partlclpa
L ’ B

. subordlnates regardless of the degree of repetltlveness 1n
° .t a\,

thelr tasks However partlclpatlon 1s 1sfy1ng to

nghly authoritarian subordlnates onlyégnder condl%lons of

low tesk repetltlveness. Moreover “highly repetltlve tasks’

are less conducive to ego—lnvolvement than low repetitive -
: o L : .
tasks. - o - '

¢

On ‘the basis‘of\thevreviews cited and Path-Goal

Theory predictions wijh respect- to Leader'PartIcipative

on 1s satlsfylng £o low authorltarlan

]
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-
¢
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Behavid%, the following hypothesis wa‘r%ormulated:
.‘%’

QIO Leader Partlclpatlve Behavior is differentimlly
. related to subordinate -satisfaction, contimngent upon *
" sgybdrdinate Role.Conflict and AmBiguity and the task
che “eristics.dimensions, Task Structure, Task

Re: ‘iveness, and Task Autonomy.

& Specific hypotheses were derived from this

hypothesis on the bas1s of the flndlngs discussed above.
f ‘»
At the profess1dnal and administrative ocoupatlonal levels
. o
tasks were expected to be

demands amblsuous and 1n4ﬁc~
R

1ct, with the result .that
. - / R *
Partlclpatlve Leader Behav1o¥ was predicted to be

QL

.fmstructured and varled and role

p051tlvely correla&;dg:;%h the satisfaction of subordlnates
; L3

Likewise, those personn in hlgh Role Amblgulmy gnd
Confllct high Task Autonomy,JandJlow Task Repetltlveness
and Structure grioupg were predlcted to be more satlsﬁxed

w1th partlclpatlve leade%shlp ' ﬂL tl S ‘ﬁ 2 |

By

“_ At therclerical level tasks Were expectsd to- be_ﬁt
more repetltlve, structured and less autonomous, and s-g_t
o _

U,

therefory Ts0. less ego- 1nvolv1ng " The predlctlon was" -made "

: that these personnel wauld respond favorabI& tb Leader

.o o

o

d Part1c1patave Behav1or However -to take acco;_

I s o

p0851ble-inter§ctlon W1th pereonallty factoms?‘__
e .

% demands are clear, addltlonal hypothesé% were djreloped

~

amblgulty, 1f looked at in the general sense as a

.
Y

personallty varlable, may be v1ewed as a ”moderatlng
3

Vehlcle A spe01flc hypothe31s Wthh predlcted~that

.within- the clerlcal occupational level, Leader

“

’
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Hous m‘House and,Dessler,‘1974:60) stated that role



A
satisfaCtion in the ‘high Role Ambiguity group than in the .

Partic_i?lve Behavior will be more highly correlated with

-low Role Ambiguity group%yas formulated,

-formulated' In thls sectlon thése hypotheses are- A b\

'.developnd from'%ﬁ@se hypotheses are also present%d

'-perceptlogs o: (1) ré

autonomy.

The specificlhypdtheses relating to Leader

Participative Behaviotware.%tatednin‘full’in the following-

section. o . -
N . . X . “""- ‘ s . R

RESEARCH HYPOTHESES

In. this chapter a summary of the relationships

which'comprise the Path—Goal Theogy‘of Leadership was

varesented 1n Figure 1 on Dbage 46, g? the ghrposes of -

S
S

testing selected aspects of” the Theory in the school system

-~

!
and research hypotheses based upon thls

R

ripresented tog&ther &?%ll statements Qf3$pﬁgiflc hypotheses

\is
The two general hypot@eses developed for testlgsY ,

2

in the school s#stem are: SE j:;‘ )
4I.Zghe type-(p051t1ve or ne%atlve) and degree of
ass001atlon between leader behav1ors and €he

3
of subordlnates dlffeéa(ordlpg to s"bordln

conflict andxamblgulty and (2) the

task characterlstlcs, structure,:repetitiveness and %

-

i,‘/f” 2. Perceptions of role conflict and,ambiguity‘and the

- taskK characteristics, task structure, repetitiveness'and

¥+

‘ at&sfactlon ,

x>
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N

AE

autbnomy differ at selected occupational leveds.

' v ‘
Specific operational hypotheses suitable for testing

1

were derived from these two general.hypotheses. Foér clarity
. 7 LWL

of ﬁfesentétion. operational %ypotheses were stated to

1nclude within one statement, where appropriate, three

n 3
.
. -~ N

*ecales megsuring_subordina%c satisfactiort. - These sc ales
. . A

'anélyzedj

we e ¥ntrinsic satisfacti », extrinsic satisfact',hvand
. [ oA e
general satlsfactlon a consequence, . thtee \p; eses
i ‘ . .
were contalned w1th1n -h of tHese statements. Although
y . ,

Y

three hypothcses were coqtained within each statement, the
hypotheses were teéted separately‘When the data were |

N |

In addition, hypotheses Werevstated to include

within one statement, whefe appropriatej‘the thfee~
occupatmdhal levels descrlbed as admlnlstratlve,.( .
professlqnal and clerlcalv Likewise, although ¢hre§r£h
hypotheses ‘were contalned w1th1n‘each statement -the' '

w' ';
O

8
es: were tested separately when the\Eﬁt&qwere

NG

‘ena;yzed; s % S 5

¥ ) b S |

The speetgfg operationaldhypogheses were grouped

3.

.ﬁa_

as follows: = .

| L . , y , . .

(1) those arising outLPf the second genetral hypothesis;
- " . ‘ . ) ‘

(2) those which~relaté-task charactéristics dimensions

-~

, "’_ . .
to subordinate satlsfactlon, and, .. . LN

(3},those rel\ted to leader’ dlrectlve behav1or, leader

supportlve behqyfgi‘ahd l@%der part1¢1pat1v?*behav1or
s o8 T ,

'y ) ’ * ’ L

] N . -
respectively. : oo . .. < . e

- ~ — L . L. .
- .
- . . . R .
‘. > i 0 ?
N ' - .
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Some of these specific operational hypotheses imply
calculation of correlatlohﬂooefflclents Discussion of the
s criteria which were used to assess the 31gn1flcance of a

+

correlation coefficient occurs in Chapter 1IV.

Role Perceptions, Task Characteristics and Occupational

Levels ?

1.0 Perceprions of'role conflict and role ambiguity differJ
between seleuted occupltlonal levels.
©.1.11 The Role Conflict mean is hlghest at the
administrative level, lower at.the p;ofe551onal Yevel
-and lowest at fhe<:lerical level. . |
.1.12 ig?m Role Ambiguity mean is hlghestcat +he
administrative level, lower at the profe331onal level,

and lowest at the clerlcal‘level.

Ty SRR
2.0 Percep' _§f task characterlstlcs dlffer at selected

\ ‘4 1“(!. \ :
occupatlonal levels R ' @@,(~ *‘
g .'\:‘> - : w .
2 11 The Task Structure mean is lowest at. th% 5 A
e -

admlnlstratlve level. higher at the professional level,

and highesﬁ at the clerical level. T ;.";;

2.12 The Task Repetltlveness mean is lowest at the
(\_

administrative level higher at“the profe531onal level
and*hlghes% at the clerlcal level )

)

13 Thg Task Autonomy mean 1s hlghest at the . ﬁ

administrative level, lower at the prof9351onal level,
g v o= - RN . )
and lowest at the clerical levei. o
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N\
N

Task Characteristics and Satisfaction

}.0 The task &héracteristics dimensions, Task Structure,
Task Repetitiveness and Task Autonomy are differentially
related to subordinate satisfaction at selected '

B . ‘ i
occupational lewels. o

/

}.11 Task Structure is’hegatively correlated with .
Intrinsic Satisfaction, Extrinsic Satisfaction,fénd

General Satisfaction at the cleﬁﬁkal, professional and

.

administrative levels,
‘€§.12 Task Repetitiveness is negatively correlated with
- Intrinsic Satisfaction, Extrinsic Satisfaction, and 2

General Sétisfactioh'at the clerical, professi@ﬁﬁl and -
admlnlstratlve levels. . _ JE
, T o
3.13 Task Autonomy is po%§t1vely correlated W1th ", N
%‘A o
Intr1n31c Satlsfactlon Extr1n31c Saﬁlsfactlon and

neral Satisfaction at the clerlcal profe551onal and

admln&stratlve levels?
3 B . [ s -"v':“‘.“-na
. 8. L

N

. E ‘ ‘ ( ) - . f("
‘Leader Directive Behavior and Subordinate Satiagg%%fbn-

4.0 Leader Directive Behavior ié“differentially-related to 4
. EN -

subordinate satisfaction, contingent. upon subcrdinate Role
Conflict and Ambiguity and,theftask cﬂaracteristics |
dimensibns, Task Structure, Task Repetitiveness, and 'Task
‘Autonoﬁy.- « 4

4.11 Leader Directive Behayier is4ﬁeéétirely correlated

with Intrinsic Satisfaction, Extrinsic Satisfaction,

. ?

' y i ’ i R '
and General Satisfaction, at .the clerical occupafﬁonai
- ' . 4 T

- 1
e . P . s

I
- ——

Yo A . . N ! wm
. . . i N
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level. l

4.12 Leader Directive Behav1or is p051t1vely correlated

with Intrinsic Satlsfactlon Extr1n51c Satlsfactlon,

. ,‘j:?.'
+Role

'Dlrectl e Behavior and IntrlnSlC Satlsfactlon, N T

and General Satisfaction at the profe351onal and

admlnlstratlve occupgtlonal levels.

4.21 The p051tlve correlation bet- 1 Le: 11 Dirgdtive
Behav1or and Intr1n51c Satlsfactlo . Flﬁiyg/

Satlsfactlon, and General Satlsfactlon 1s hlghest at

the administrative level lower at the profe351onal
kP L
level, and lowest at the clerlcal level ““ﬂ'” -

- 4GB
.31 A hlgher “positive correlatlon between Leader L "

'Dlrectlve Behav1or and Intrins1c Satlsfactlon Extrlnslc.b“*

RO

Satisfaction, and‘General Satlsfactlon occurs 1n the~

J‘Au/ V.

hlgh Role‘uonfllct personnel group‘than in the low

ﬁQﬁsonnel group o

Q9 s 7

\_

i EXtrlnolC Satlsfactlon a9d~General Satlsfactlon ocburs

in the high Role Amblgulty personnel group than in the

low Role Amblguity personnel : group

B

4 LH41A hlgher b031t1ve correlatlon between Leadergy

Dlnectlve Behav1or and Intrinsic Satlsfactlon,

Extr&nsic Satisfaction,‘and General §?tis¥action occurs
[4

in the low Task Structure personnel group than . 1n the

high Task Structure personnel group. : \j B
o422 A hlgher posltlve Gorreleﬁlon betWeen Leader *5”1

Dlrectlve Behiylor and Intr1n51c Satlsfactlon Extr1n51c -

i , — N
. .

pr p051t1ve &orrelatﬁon g%tWeen Leader o

¢

S L. -
B



\
\q%\\\ in the ‘high Task Autonomy personnel group than in the

-

¥§ -h1gh TasH;Repetitiveness personnel grb&%

| Satisfaction, and General Satisfaction ocgurs in the(
ﬁkw Task I {epetitiveness personnel group than in the
} A higher positive correlation between Leader
L-§
Directiye Behavior and Intrineic Satisfaction,
Extrinsic Satisfaction, and Géneral Satisfaction occurs

\\iou TaskvAutonomy personnel group.- o

Leader Supportive Behavior and Subordinate Satigfaction

5.0 Leader Supportive Behavior is differentiaily related to

i,
subordinate satisfaction contingent upon subordinate Role

Conflict J%d Ambiguity and the task cHaracteristics

dimensions, Task Structure Task Repetitiveness, apd Task

Autonomy. ' : ' ‘*

J
i

AN
Jgé.ll Leader Supportive Behaviorn%pfg@51tively

correlated with Intrinsic Satrsr?_ e Ektrinsic‘
Satisfaction, and Generai:Satisfactiontat the:
administratiye; prgfessional and clericai occupational
blevels. ar |

5.21 The positive correlation between Leader Supportive
’BehaVior and Intrinsic Satisfaction; Extrinsic |
Satisfaction, and General Satisfaction is hié@ést at

the clerical level, lower at the professignal level

\ -
and>lowest at the admiantrative level. g
&3 -ee‘

5 31 A higher pos1tive«dorrelation between Leader

Supportive BehaVior and IntrinSic Satisfactlon,

72
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Extrinsic Satisfaction, and General Satisfaction

ti-j/fw\xéccurs in the low Role Conflict personnel group than in

the high.Role Conflict personnel group.
5,32 A higher positive correlation between Leader
Supportive Behavior and Intrinsic Satisfaction,
Extr1n81c Satisfaction, and General Ssatisfaction occurs
in the low Role Amblgulty personnel group than in the
high Role Ambiguity personnel group. ‘3 “
5.41 A higher positive correlation betweeﬂiﬁsader
Supportive Behavior and Intrinsic Satisfection,
ExtrlnSlC Satlsfactlon, and General Satlsfactlon occurs
in the hlgh Task Structure'personnel group than in the
low. Task Structure personnel gYOoupR.
5.42 & higher p051t1ve correlation between Leadert

R Supportlve Behavior and Intr1n51c Sat%sfactlon,
Extr1ns1c Satlsfactlon, and General Satlsfactlon occurs
in- the hlgh Task Repetltlveness personnel group than 1n“
thgalow Task Repet;tlveness personnel group. ; @*
5_32 A,higher‘ﬁositive correlation between Leader ‘
Supportlve Behav1or and Tntrinsic Satisfaction,
Ext®insic Satlsfactlon, and General Satisfaction occurs

“int the low Task Autonomy personnel group *han in. the

high Task Autonomy‘personnelxgroup.

Leader Partlclpatlve Behav1or and Subordinate Satlsfactlon

6.0 Léader Partlclpatlve Behav1or is dlfferent}ally .
l .

.related to subordinate satlsfactlon, contlngent upon.

N p .
‘ : ¢’ . B . .
. . . v

i oo - UL t

L

|
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subordinate Role Conflict and Ambiguity and the task

‘characteristics dimensions, Task Struoture, Task i
RepetitiveneS»,oand Task Autonomy 5 §§7

N-

6.11 Leﬁﬁe D“rtiCipative Behavior is pOSitivel§§5L

T, Correlatgg With Intrinsic Satisfaction, Extrinsic

'Satisfaction and General Satisfaction at the
administrative, professional, and clerical ocoupational

9
levels,

6,21vWithin the clerical-occupational level, a higher
"positive cgrrelation between Leader PartiCipative
Behavior and Intrinsic Satisfaction, Extrinsic |
Satisfactién, and General'Satisfactibn occurs in the

- high Role Ambiguity personnel group than in the low
Role Ambiguity personnel éroup.

.as' .31 A higher positive correlation b gween Leai | o

PartiCipative BehaVior and IntrinSic fipfactio

ExtrinSic Satisfaction and General S g%action occurs. -
in the high Role Conflict personnel group than in the.
low Role Conflict personnel group
__1_ A higher pos1tive correlation between Leader
PartiCipative Behavior ahd Intrinsic Satisfaction,:
ExtrinSic Satisfaqtion and’ General Satisfactioﬁaoccu@s“
l? the higg ‘Role Ambiguity personnel group than in the
; Low Role - Ambf&ﬁity personnel group.

- 4
,6 41 A higher pOSitive correlation b;;ween Leader

PartiCipatﬁve BehaVior Eﬁd I@grinsic Satisfaction, - i

' .Extrinsic Satisfaction, and dhneral Sati7factian occurs

o

R

@



iy,
5

U
the 'low Task Structure perséﬁnéi group than in the
igh Task Structure personnel group d,?
6 6.42 A hﬁgqgmﬁpﬁ tive correlation between Lead®r s

Part1c1pat1ve B&hav1or and Intrinsic Satlsfactlon,, .

E%tr1n51c Satisfaction, and General Satlsfactlon occurs

“1n the low Task Repetitiveness personnel group than in

"the high Task Repetltlveness personnel group.

-

6.43 A higher positive correlation between Leader
1) :
Participat ve Behavior and Intrinsic Satisfaction,

Extrinsic Satisfaction, and General Satisfaction occurs

l’@,‘in the high'TaSk Autonomy personnel group than in the .

N}
v

low Task Autonomy personnel group, ¢ ¢

o
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CHAPTER IV

A

INSTRUMENTATION AND RESEARCH METHODOLOGY

B | In this chapter- the instrumeéents used to i .
operationalizg the'leeder»behavior, role perception, task
characteristics, and satisfaction dimensious are discussed,
The delineation of three occupational levels named
Jadministrative,' "profe331onal" and "cderical" from among

j%ll occupations encompassed in a large urban Canadlan

nschool system is also discussed. Procedures used to collect

l‘ o

-wadata from the admlnlstratlve, profes51onal and clerical
V]

fsystem are briefly reported. The composition ofvthe group

B8 . -

ﬂ% of respondents at the three occupétional levels is then‘“, e

.

Sf”‘analyzed accordlng to. JOb title in the school systemﬁg.

" 'Finally, the data analysis procedures used in ghis study
- S *ﬁmf A

are discussed, , ) T & g

Y : S @ ' ‘

:.r‘ . oy

o a ’ ! Y )
THE QUESTIONNAIRES ooy o oo

Four. questionnaires were used to obtdin data from

Q-
¢

school systemopersonnel These questlonnalres were tltleé

of

"The Leader Behavior Questlonnalre,' "The Task Descrlptlon
Questlonnalre,' "The Role Perceptlon.Questiongaire,".and
_"Thé Minnesota Satisfaction Quesrionnaire." These .

questionnaires are'discussed,in the :following sections of
S L i A . - ”K.ljgxz 3
. e o .
' o , . v,

“this chapter.



The Leader Behavior Questionnaire
The Leader Behavior Questionnaire used in this
study was developed,by House and Dessler (1974:46-47). The

questionnairé comprised three leader_behavlor scales,

Y

namely, Instrumental, Supportive and Parfgéipative
Leadersnip‘Scales. These leader behavior scales nere
constitoted using'faeﬁor analysis téchniques Three
;obllque factors were 1dent1f1ed among the responses of
parsonnel 1n an electronlcs flrm to a pool of leader o

'behav1or»1tems As lndlcated in Chapter II . the
Ny

Instrumental and Supportlve Leadershlp Scales were similar:

| to the LBDQ‘X&I Iniﬁlatlng g!ructure and ConS1derat;on

L2 .
o

Scales respectlyely " No 1tems refleotlng autocratlc

-G '{?; A ) . Q\\\\ ) j‘
punltlve or pagﬁ%élpaﬁlve leader behav1or were 1ncIuded 1n - N,
‘53 o ‘4 '
,these scales. However““the partlclpatlve leader behaV1or L e

aa &

.1tems from the LBDQ C-v;'deratlon Scale and items

s'97u 43) were .

'included_in&theiPartiCipatlve Leaders" Scale.
. . .

Schrleshelm and Kergg%197b 764) conc&uded‘that the.. :e

LBDQ XII does not suffer from ‘Some of,the serlous o BN

shortcomines fof the LBDQ and SBDQ lnstruments  The LBDQ XII
. B Lt Lo ‘: 2
ore acceptable content and concurrent

W,

, QJas internal con81s§ency and test-retest Y

rellabLllty than§e1ther the LBDQ or SBDQ 1nstnument3’..For,”‘ |
.+hese reasons the House and Bessler Leader Behav1or »_',”d ’ | j\ !
,:Questlonnalre, which may be regarded as a’ more reflned ' L

ver51on of the, LBDQ—XII appeared to be a sultable o . ;;

"" i o : N . w
o - S [



ihstrument for usé in testing aspects.of the Path-Goal

Theory of Leaie: "ip. Moreover, House and Dessiler (1974:&9)_
quoted scale « tlities approaching 0.80 for their three
leadership scales. 1In addition, Schriesheim and Von Glinow
(1977:402) quoted reiiabilities of 0.78 and 0.89 for thé‘

Instrumental and Supportive Leadership Scales.

Tha

For this study of school system personnel,
instrﬁmental Leadership was renamed Leader Directive
Behavior as described in Chapter III. The leader behavior
items as listed by Houée and Dessler (19?4:46—&7)»were
rearranged randomly, and the LBDQ format, includ .. reSponsé
categories, was adopted. The questioﬁnaire, as uused in this

study is presented in Appendix A.

The Task Description Questionnaire

A}

An‘instrument compri'sing measures of perceived task
characteristics Was usgd by Stinson and 'Johnson (177 5a:
242-252) to test Path-Goal Theory predictions. This
instrument wasathe tﬁirty?oné item Task Description
Quesfionnaire (TDQ) which compriséd scales measuring Task

Structure, Task Repetitiveness and Task Autonomy. Stinson

‘_;éﬁE‘Johnson (1975b:1-8) subsequently revised the instrument

by subjecting the resb&nses from three separate sample
populations to a principal components factor analysis with
varimax rotation. Three criteria were»used to select items
uéed in:each scale as follows: (1)ta miniﬁum fagtbr loading

of .60] ; (2) a maximum factor loading of .35/ on any

78



other scale; and (3) the items on each scale must be
theoretically consistent. Five items were chosen for each
scale. The TDQ was found to discriminate between subjects
in two samples and between two subgroups in a third sample
on each of the three task characteristics scales,
suggesting that the TDQ possesses 5§scriminant validity.
Moreover, internal consistency peliabilities~ranging from
0.71 to 0.90 for the three méasnres in three.samples were
quoted. These reliabilities are sufficiently high for
research purposes.

A copy of.%he guestionnaire is contained i:.
Appendix A as part of the research instrument titled
"A Set of Questionnaires.” The only modification to the
instrument made for this study was to rearrange items
randonly to avoid pairs of items wifnin the one scale
OCcurfing together. The items.comprising the Task Autonomy
Scale were numbered 1, 4, 6, 10 and 14, whereas items
compyising the Task Repetitiveness Scale were numbered
2, 7,8, 12 and 15. The remaining items comprised the Task

\\

Structure Scale.

\The Role Perception Queztionnaire

A thirty-item questionnaire was developed by Riz;o
et al. (1970:155-156) to measure role ambiguity and role
conflict. These items reflected the sources of role
ambiguity and conflict-for members in an organization, as

described in Chapter III. House (1972:1) states that when>
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the responses to these items were subjected to fac£or
aﬁélysis{ two- factors emerged, This finding held true in
seven separate-samples., On the Basis of factor analysis,
six items were selected to constitute the Role Ambigui£y
Scales, and elght items were chosen to comprise the Role

~Conflict Scale ?rom"among the original thirty items.
critegia er‘gelection of items were (1) factor loadings
were greater than ij[, (2) cross loadings on the two
factors were negligible, and (3) %he internal consistency
reliabilities on the two scales were high. The»response
scale developed by Rizzo et al. (1970:156) requested
squects to respond to each role item, indicating the aégreﬁ
to-which the condition exiéted for him, on a seven point
scale ranging from very false to very true.
Schuler et al. (197;:111—128) subchted the six-item
Role Ambiguity Scale and the eight-item Role Conflict- Scale
%o.further analysis. The resﬁlts of factor analysis of all
the iteﬁs in each of éix samples indicate support for a
two-factor solution to the role percébﬁions responses,
namely, a Role Ambiguity and a Bole\Cépﬂlict factor.
Moreover, internal consistency reliabilities ranging from
0.70 to 0.87 for the two scales were found in five of the
six samples, On the basis of these and other analyses,
Schuler et al. (1977:125) suggest that Role Conflict and
Ambiguity are(valid constructs in organizational behavior

‘and recommend continued use of the scales.

A copy of the Role Perception Questionnaire which
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incorpofates the Role Conflict and Ambiguity Scales is
contained in Appendix A as part of the research instrument
titled "A Set of Questionnaires." The Role Ambiguity Scale
comprises items numbered 1, 3, 5, 8, 10 and 13. All other
items comprise the Role Conflict Scale. The responses to
-the Role Ambiguity items were reflected and theh sqmmed to

obtain a score on this scale. | R S

-The Minnesota Satisfaction Questionnaire

The Minnesota Satisfaction Juestionnaire - Short
Form (MSQ) was used in this study of school system
personnel. Wanous and T-wler (1972:96) identify this
instrument as one bac . ‘.pon the concept of satisfaction as
need fulfillment. This approach 1s consistent with the
Path-Goal Theory which views leader functions as fulfilling
needs of subordinates by increasing personal rewards for
work goal attainment.

The short form of the MSQ was derived from the long
form of the instrument which was developed as a measure of
satfsfactlon with a number of different aspects of the work
environment. The items in the short form are those items
which are most highly correlated with the twenty scales
making up the larger form

weiss et al. (1967:22) examined the factor structure
of the MSQ for several groups, including teac@%rs, managers,
nurses, secretaries, toy assemblers and packers, and found

that two factors were most commonly extractéd. The first



o
factor accounted for 51 percent to 59 percent of the
variance, depending oI the occupational group. UThe factors
were labelled Intrinsic and Extrinsic Sazisfaction.
Weiss et al. (1967:23) concluded:

the results of the factor analysis, in general,

indicate that about half of the commor. MSQ scale score

variance can be represented by an extrinsic

satisfactipn factor, defined by the two Supervision

scales, Gompany Policies and Practices, Working :

Conditiohs, Advancement, Compensation ard Security.  The

remaining scales define one or more int:insic

- satisfaction factors, accounting for ths other half of
.the common variance. :

General satisfaction is scored by surring all
tQédéy items on the MSQ short form. The MSQ short form may <
therefore be intérpreted as a questionnaire instrume:.t '
containing three satisfaction scales, namely, Intrinsic
Satisfaction, Extrinsic Satisfaction and Genefal
Satisfaction. Since many of the propositions developed in
the statement of the Path-Goal Theory of Leadership are
stated in a form feferring to these three factors, fﬁe MSQ
short form appears to be suited for use in teéts of the
Theory. .
In the MSQ short form, Johnscn and Weiss (1971:26)
stated that the.respondent 1s directed to ask himself: On
my present job this is how I feel’about (the item)
The response alternatives p!esented for each itemvréhge from
Very Dissatisfied through Neither to Very Satisfied, and are
scored from 1 to 5 respectively. |

Johnson and‘Weiés (1971:26),stated that the MSQ

short form differentiated among occupational groups in
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terms of level of satisfaction. High .t Talat.

coeffmc1ents for the instrument were quottd varyl:ym from
0.87 for assemblers and 0‘92 for engineers. Ueius et al, )

(1@@7: 2) stated that data obtained in fheir rasearch lend
support for the construct validity of the instiument. In
summary, Foley (Bu.os, 1972:1494) stated that %s a rough
screener or classifier, the MSQ can be recommeﬁ‘ed.

A copy of the Questionnaire is Crntaine in
Appendix A as part of the research instrument titled
"A Set of Questionnaires Minor modificationq to

\ |
language in some items were made to make them more

applicable to re%pondent; in the school system unaer study. ™
Items numbered 3, 6, 12,\13, 14 and 19 com; rise the

Extrinsic Satisfaction Scale With the'exoeptionvof items

17 and 18 the remaining items comprise -the Intrynsio ‘

Satisfaction Scale. All twenty items comprise qge General

Satisfaction Scale.

<

A Pilot Test

The Set of Questionnaires were pilot tested for
readability and to establish the length of time required
for completion uéiné graduate and clerical staff in the
Department of Educational Administration at The University
of Albérta. As a result, minor changes in instructions
wére made. The time required for oompleﬁion met
conditions required for approval to conduct the study in

the chosen school system,



. THE \RESPONDENTS i
¢
A large, urban schopl system was chosen és ﬁhe
source of subjects for testing the applicabiliﬁy of Path-
Goal Theory hypotheses. Th% system was chosen because of
Its proximity and size. A l@rge system offers a variety
of skills and occupational lgvels within the one
organization. Choice of subjects from within the one
organization helps todconfrol\for possible extraneous
factors which may a}fect the findings of the study.
| " Individuals were chosdn on the basis of their
membership in selected occupational groups which were

. 1
pre:umeg to differ widely in perceptionsg of thelr roles

and ta-k characteris£ics. Initially, the decision was
made co select central office bersonnel in preference to
school persornel in accordance with the classification of
all school sysfem personnel developed at The University of
Alberta. - Within the central office personnel division of
the classification, Holdaway (1571:29—33) delineated
Administrative, Auxiliary and Support categories of
personnel. The central office section of the
classification of school system personnel is cresented in
Figure 3, '
Holdaway (1973:2.6) included in the administrative

category, among othqrs, all school district central office

personnel who:



CATEGORY ’SUB—CATEGORY DESIGNATED PERSONNEL
Administrative Senior Superintendent,
: Assistant Superintendents,
Secretary-Treasurer.
i Intermediate Directors, Administrative

ﬂAssistants, Accountants.

Supervisory

Service

Subject Supervisors and
Consultantsa

Maintenance, Warehouse
and Information Staff.

Auxiliary

Pupil-Oriented

Other

.Psythologists,

Soclal Workers.

Pfogrammers, Planners,
Architects. &

Support Staff

-

Clerical
Plant Operation

‘Other

Secretaries and Clerks.

Printers, Key. Punch
Operators, Switchboard
Operators, Library
Technicians.

Custodians.

FIGURE 3

A CIASSIFICATION OF CENTRAL OFFICE PERSONNEL

Adapted from Holdaway (1971:29-33).
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1. Planned, organized, directed, coordinated and/or -
controlled the activities and personnel of the school
systems providing Grades 1-12 education; :

2. Made key organizational decisions;

3. Supervised the work of other personnél; and
4.'Did not work directly witH students., )

_In_ﬁhis study a fifth criterion was added. Only
central office personnel who were certificated teachers
were included in the administrative category. This
addition had the effect of removing the service component
from the aaministrative category, thereby achieving a
greater homogeneity of personnél within the category. For
the purposes of this study, this grouping of. personnel was
described as the "administrative occupational le-vel."

The adaptation made to the auxiliary
classification was to retain énly the pupil-oriented
;auxiliary péréoﬁnel and to rename this grouping the
"professional occupational level." The name "profeséional"
was adopted althouéh not all personnel who may lay claim to
this'description.were includéd. However, the name serves
to distinguish this group from personnel included in the
other selected occupational levels.

- Several criteria3were used to include personnel at
the proféssional dccupational level, First, professional
staff were those described by Holdaway (1973:27) as
personnel required to reﬁder direct'persdnéi services to
children in a téaching—learning situation. -Their tasks do
not include significant interpersonal supervision of any

staff. 1In an analogous manner, Szilagyi and Sims (1974:

625) included only nonsupervisory personnel in their
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classification of professional personnel in a medical
center. Second, only those personnel who render direct
personal services %o individual children or ,children in
very small groups were inqluded. I'hird, only those
personnel with responsibilities.for.children in mc. - than
one schqoi were included. Finally, only personnel who are
engaged in a single designated position were included at
the professional ‘occupational level. Utilization of these
criteria had the effect of excluding all classroom

_ téachers, staff such as guldance counsellors who are full-
time in a school, and supervisory staff who may have

similar interests to those incluged but who have

administrative concerns. In this way a relatively o
[

| homogeneous'group of instructional personnel at t =
professional occupational level:was délineated. However,
although described as central office personnel, these
persons were not necessarily located in the central
administrative building.

The adaptation made to the Support category in the
classification presented by Holdaway (19?1529—33) was to
include only the secretarial and clerical personnel
employed in the éentral office énd to rename fhe grouping
the "clerical occupationai level." Personal secretaries
of the Superintendent and Assistént/Associate |
Superintendents, and all secretaries classified in the
highest grades who had significant supervisory ¥

responsibilities were'excluded from the grouping.



Secretaries with general typing dyties wefe included. Some~
technical services peréonnel were regarded as clerical
personnel and were also included at this occupational level.
In addition, only full-time, permanent employees werc
included at this level. |

In situations where doubt existed about the
inclusion of personnel, the issue was resolved by
consulting with the appropriate senior schpol board - o

officers.

v .
. ? P

{ ~

- ”N-

DATA COLLECTION U
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This section describes the arrangementéimade o
collect data from respondents and the characteristigs of

those.- who returned questicnnaires.

Data Collection Procedures

Clerical personnel were assembled in the board
room following the issuing of an in&itation by the
Director of Support Personnel to all staff who met the - v
criteria for inclusion af the cl?rical occupational level.
Seventy-six persons atfended durfng the half hour prior to
the lunch break on the selected day.' The Director '
introduced the researcher, emphasized:that staff were not
being evaluated and then left the room. The resea}cher
invited éll staff to complete the set of questionnaires,
drew atteption to the imstructions and emphasized the

anonymity of the responses. Respondents required from ten

to twenty-five minutes to compléte all items. As the.
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respondents handed in completed qQuestionnaires, they were
asked if they had checked completion of every item and then
thanked for their participation. .
| Questionnaires were distributed to professiohal
‘personnel in accordance with arrangements made with the
Director and Supervisor of the unit in the schéol system
within whiéh all persons at the professional occupational
level were found. An accompanying letter, countersigned
by the Direétor and Supérvisor, stated the purpose of the
- research, gave détails of approval, noted that only
analyzed data would be made available to the system,
emphasized the anonymity of responses and gave details for
the ret&rn of completed questionnaires. A follow-up
letter was subsequently delivered bersonally to thé
secretaries of all professional étaff, and theif
cooperation was gained in ens%ring géturns where necessa?y.
During delivery of the follow:up'letters, several informal
‘interviews were held with professional staff who were : 8
availablé.
Cértificated senior administrative staff who
comprised the administrative occupational level were
located in the Admiﬁistration, Curriculum Services,
Operations, Personﬁel, Pupil Services, and Résearch and
Evéluation departments. Interviews were held with the
~heads of all these departments and : bsec i:ent to the
granting.of necessary apprﬁvals, questionnaires were

a
distributed to the secretaries of all administrative staff °



included in the administrative sroup. An approﬁfiaie

covering letter was dis'ributed with the iestionnaires a
in addition, infé;mal interviews were held with available
staff»when the opportunity occurred. Arrangements for "the
collection of completed questionnaires and the distribution
of follow-up letters were madé with the secretaries of
administrative personnel.

The high degree of cooperation“from the secretaries
of administrative and professionai.personnel as well as the

~

cooperation of the respondents contributed to thi,h}gh
response rates achieved. 1In the next’sebtions details of

positions held by the respondents areureported and the

response .rate is analyzed,

The Clerical'Occupational Level

\]

Sixty—niné of the seventy-six available persons
returhed.questionnaires. O those returned, two were
incomplete-:and one return was made by a person in a higher
grade than all others in the clerical group. With the

exclusion of these three returns, the clerical

occupaticnal group comprised sixty-six pérsons.

In thé school systemﬁunder study, support
personnel are-classified into eighteen grades. The
classification system, which is used for salary and
promotional pfurpotes is presented in Appendix B. The
clerical personnel who comprise fhe clerical occupatioﬁal
level were drawn from the junior grades in this system,

namely, grades five to nine inclusive. Table 1 presents

90
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in summary form-'a description of. the staff included in the
clerlcal occﬁbatlonal level accordlng to the titles given:
in responses to the questionnaireés. e

TABLE 1 -
CLASSIFICATION OF PERSONNEL COMPRISING THE
‘ CLERICAL OCCUPATIONAL LEVEL (n=66)
Cﬁféégry*w . Class Name .. Number in Level Grade
Sééretar&es, Secretary 5 8 or 9
' -~ Secretary I 6 8"
e Secretary II s 2 9
Clerks - Clerk 8 5 or 8
. Clerk I 9 5
Clerk II.°- 6 " 8
AccoqntS'Clerk I 3 5
Clerk Typist 9 6
\Aother N Library Technician 3 8 .
Clerical Aide o 5 6
~ - Switchboard - 1 7
¢« Dperator
Duplicating 4 8
Operator ) _
Keypunch Operator 5 9
,MNIhe\Professieﬁéi.Oeed%atfenal Level
Thlrty elght of the flfty one persons to whom a
questlonnalrefﬁZs dlstrlbuted returned questionnaires, but
two of these were 1ncompkete and therefore unusable.
Table 2_pre§en§s in summary form a description by job
titie.ofgthe“tﬁirty-six bpersonnel comprising the
' 3 e

B prbfeesional occupatiqnalNlevelf Five persons did not

3
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state whether they were a bPsychologist, social worker,

reading specialist or a speech therapist,

TABLE 2

CLASSIFICATION OF PERSONNEL COMPRISING THE
PROFESSIONAL OCCUPATIONAL LEVEL (n=36)

Class Name Number Available “Number in Level
Psychologist . 14 8
Social Worker 11 5
Reading Specialist 12 9
Speech Therapist 14 9
One of the above - 5

Ta't;al . ’ 51 \ 36

The Administrative Occupational Level

Délivery of questionnaires was made to fifty-five
persons who met the criteria for inclusiorgpat the
administrative occupational level. Forty-nine persons
returned questionnéires but two were incomplete. Therefore
the ‘'administrative occupational group in this study
comprised fbrty-seven persons, as shown in Table 3.

Completed questionnai?es from the clerical,
professional and adm;nistratiﬁe occupational levels were

coded and the data were punched on to computer cards.

9‘
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TABLE 3

CLASSIFICATION OF PERSONNEL COMPRIJING THE
ADMINISTRATIVE OCCUPATIONAL LEVEL {n=47)

Class Name Number Available Number in Level

Assistant/Associate

Superintendents 6 - 5
Directors 16 14
Supervisors ' - 33 28

Total 55 L7

Questionnaire Response Rates

Hopkins (1976:148) stated that an accepted practice
when figuring the rate of return is to reduce the potential
sample size by the number of undeliverables and figure the
percentage by divid;;;F;i:\humber of returns by the net
sample size. Using this procedure, the overall response )
rate waé calculated to be eighty-six percent. The rates of
return for each occupational group were 91 percent fof the
clerical, 75 percent for the professional, and 89 percent
for the administrative occupational levels.

Kerlinger (1964:397) stated that the use of the
mail questionmaire in research hag two defects. These
defects afé a possible lack of responses and an inability
to check the responses given. The first of these defects
is serious enough to bring into question the use of the

mail ;. c¢stionnaire, since valid generalizations cannot be

made from low returns. The key issue is what constitutes

-
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an adequate percentage of returns. Hopkins (1976 :147)
stated that fifty percent is adequate for analyux and
reporting, sixty percent is Good and seventy bercent is
very good. However, Kerlinger (1964:397) stated that
every effort should be made to obtain returns of at least
eighty to ninety percent or more, and lacking such returns,
to learn something of the characteristics of the
nonrespondents,

In this  study, Tesponse rates of appsroximately
ninety percent at the administrative and clerical levels
suggestrd that these returns‘were free of response bias.
The lower rate of return at the professional level seemed
to be due to a school system cost-effectiveness evaluation
of the wofk of these personnel. Information to this effect
was gained in an interviewﬁwith two bf the four
nonrespondents in one of the twelve teams of professional
Personnel. Fears existed that data from this Study were
either linked to the evaluation or could be linked to the -
evaluation, ThlS 1nterpretatlon was supported by two
other people in 1ndependent interviews.

Hopkins (1976:148) stated that if there is a
questio? of response bias; & comparison of answers gained

-~

from early respondents w1th those from late respondents
can be made. ! The assumptlon in this Procedure, 1s that
the responses of the very late returns will be much like
the responses of the nonrespondents. When the responses

of the fifteen People who returned questionnaires
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immediatelylwere compared to the eleven responses received
subsequent to the execution of follow-up procedures, no
substantial differences in mean scores on role and task
characteristics scales were found, except for the Role
Conflict Scale. The higher role conflict mean score for
the late group may have been expected in view of the
possiblé explanation given for nil returns. Nevertheless,
the conclusion‘drawn, taking into account thé 75 percent

return, was that the response bias at the professional

level was minimal.
DATA ANALYSIS PROCEDURES

In this section four major issues are discussed,
namely, the level of data ahalysis, statistical and
nonstatistical significancé, the choice of correlation

coefficients and the method ‘of grouping respondents.

Individual versus Group Emphasis

Schriesheim et al. (1976:515) state that the first
studies utilizing the Ohio State Univérsity leader behavior
scales used data analysis procedures employing the work unit
or work group as the basis for analysis. ‘Descriptions of
leader behavior given by subordinates in a work group were
averaged to obtain a leader‘behavior score considered more
reliable add\meaningful than individual‘responses. The
assumption in this procedd}e is that the gehavior of the

leader is reasonably constant for all members of the work
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group. Most recent studies using leader behavior scales
have rejected this assumption since averaging scores s;ems
to create a fictitious measure of leader behavior which the
leader never displays. Instead of the averaging method
which emphasizes the work group as the unit of analysis,
the focus has changed Fo relationships between the leader
and individual subordinates. The change of focus to an
individual subordinate's perception of leader behavior
rather than an averaged work group's perception of leader
behavior represents a change from the group level of data
analysis to the individual level of_data analysis.
According to Osborn (House and Dessler, 1974:58),
the Path-Goal Theory of Leadership. is applicable only at
fhe individual level of analysis. As a consequence of
this observation, descriptions of the behavior of leaders
of personnel comprising various work groups or
organizational levels are not éveraged. Instead, an
ihdiQidﬁa%msubordinate's perception of his or her leader's
behavior was used as the basis for all relevant data
analyses., The total number of individuals from whom data

were obtained was 149, and therefore N = 149 in this study

of school sysfem personnel.

Meaningful, Important and Substantial Differences
No inferential procedures were employed in the data
analysis in this study. Popham 'and Sirotnik (1973:41)

stated that: . i



inferential procedures are only valid where (1) there
is a target population ,to which the inferences can be
made and (2) appropriate random sampling and/or
assignment procedures have been employed.

The 149 individuals used in this study represented
1

the number of individuals who returned completed

-~

questionnalres from émong all the personnel available‘at
the selected occupational levels in the school system. In
thié situation, no claim could be made that the 149 |
individuals are a random sample or that there is a target
populatibn to which inferences could be made; Under thése )
eirchstances, Bakan (1967:13-14) stated that using the p
value, or in any way even hinting at the statistical
inference model, is completely indefensible. N
The statement of most of the hypotheses formulated

for testing in this study required the calculation and

comparison of correlation coefficients. The question to be

answered was whether or not the differences were significant °

in the nonstatistical sense. This question'was expressed
by Cormier (1971:34) as whether or not the differences
could be described as "meanihgful," "important"” or
"substantiye." In referring to differences between

correlation ccefficients when hypotheses in this study were

investigated, these termé were used except that the term .

"substantial" was preferred to "substantive."

°

The decision about what constitutes a meaningful,
important or substanpial correlation, or a(meaningful

difference in correlation coefficlents, was an arbitrary
/ .
;

/

/



decision. Separate judgments were made abdut‘whether or
not to accept or reject the hypotﬁeses formulated.

However, th}ee general guldelines were used to make these
‘judgménts. First, a correlation coefficient of value

r = [0.40] or higher was accepted before the associat}bn
between the two factors was said to be substantial. Seéond,
when individuals grouped by occupational level or by scores
on thg contingency factors were compared, correlation
coéfficieﬁts were required to be higher or lower, and
positive or negative as predicted. Finally, when groups
were compared, differences of twenfy percent or more in

the proportion of predictable variance bétween Lne relevant
leader.behavior factor -and satisfaction factor were deemed’
suitable in order to accept the hypotheses. For example,
if the .correlation coefficient between Leader Directive
Behavior énd Extrinsic Satisfaction was r-= 0.6 in Group A
and r = 0.3 in Group B, the difference in the proportion of

p:odictable variance is twenty-seven percent, that is, the

difference i1s substantial.

Partial Correlaticn Coefficients

Another ‘mportant data analysis procedure which
requlred resolution was the\choice of correlation
cqefficients‘to be'used in this study. House and Dessler
(1974 :54-55) state“fbft thelr tests of the Path-Goal

‘Theory showed that leader benz-ior measures are not likely-

to be independent of each otr~~. Kerr et al. (1974:63)
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also state that researchers have found that leader
Consideration behavior is nét independent of Initiating
Structure. Spurious findings could be.drawn from a
failure to account for the covariance between various
measures of leader behavior. \House and Dessler (1974:55)
concluded that:
failure to hold such covariance constant cbnfounds the
opposite effects of instrumental leadership and
supportive leadership and masks specific variance
associated with these leader behavior dimensions.

For these reasons partial correlation coefficients
which control for the effects of leader behavior dimensions
not under test were calculatéd. Pearson product-moment
correlation coeff101ents were calculated and reported but
partial correlatlon coefficlents were used when testing the
hypotheses relating to leader behavior. In cases where
hypotheses did not involve leader behavior dimensions}

Pearson product-moment correlation coefficients were

utilized for testing purposes.

' Grbuping Respondents

An additional data analysis procedural problem
which requiredvsolution was the method of grouping
individuals| for testing of thg hypotheses developed.
Hypotheses were deveioped to test for differences among
the occupational levels from which the individual |
respondents were drawn. However, seVeral hypotheses
required the grouping of respondents according to scores on

contingency factors. House and Dessler (1974:45) divided
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respondents into three equal groups according to scoreS\QS_
a Task §tructure scale, and therefore a similar procedure
was adopted for th&s sﬁqdy. Respondents were divided into
three approximatelj equal groups, first according.to their
scores on the Role‘Conflict Scale, and then successively
according to their scores on the Role Ambiguity, Task
Structure, Task Repetitiveness and.Task Autonomy Scales.
The hypotheses.develOped for this study made predictions
about high and low scoring groups on each of these scales,
but correlation coefficients for the medium scoring groups
Qere also reported.

I'he following chapters report in detail the
analyses conducted and the results of the tests of the

hypotheses.,
SUMMARY

In this chapfer, the instruments used to measure
leader behavior, task characteristics, role perceptioné and
satisfaction dimensions were discussed. The instruments
' chosen as most appropriate for tésting the Path-Goal Theory
of Leadership were (1) the Leader Behavior Questionnaire
developed by House and Déssler (1974:46-47), (2) the Task
Description Questionnaire developed by Sfinson and Johnson
(1975b:1-8), (3) the Role,Percéption Quesfionngire
developed by Rizzo et al. (1970:155—;56),'and (4) the
Minnesota Sat{;faction Questionnaire developed by Weiss

et al. (1967:22-24), The quoted reliabilities as well as
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tests of validity suggested that the instruments were
sultable fdr use in this study.

Data were collected from individuals within three
occupational levels in a large urban school system. The
administrative occupational level comprised supervisors,
directors and assistant/associate supefintendents located
in thé‘central office. The professional occupatiorial level
comprised reading specialists, psychologists, socral.
workers and speech therapists. These-persons were located
in the central office and in nine school locations
throughout the city. The third level, thé clerical
occupational level,vcomprised junior éecretaries, clerks,
clerk-typists and some technical services personnel
located in the central office. The total number 6f
respondents was 149,

General guidelines were arbitrarily decided upon to
determine what differences were meaningful,_important and
substantial in the data an%lyses conducted in this study.
For comparativé purposes the respondents in the study were
grouped according to occupafional level and also in three
approximately equal groups according to écorqs on Role and
Task Description Scales. Because the -leader behavior
dimensions were correlated, partial correlation coefficients
between. leader behavior and satisfaction factors were
calculated in order to make comparisons between different

groupings of the respondents.



CHAPTER V
LEADER BEHAVIOR IN A SCHOOL SYSTEM

In this chapter the results of using factor
analysis techniques on the responses of 149 school system
personnel to the Leader Behavior Questionnaire are reported
and discussed. The interrelationships between the leader .
behavior factors obtained are alSO reported. Finally, the
relationships between the leader behavior factors which
appeared in the factor solution adopted for subsequent
" “Rnalyses, and the leader behavior factors incorporated into

the research des1gn in Ghapter III are discussed.
FACTOR ANALYSIS

‘The responses of school system personnel to tne
Leader Behavior Questionnaire’are reported as percentage
frequenCies at the clerical profeSSional and administrative
levels in Tables 42, 43 and Lk respeotively in Appendix C.
These responses were subjected to factor analysis for two
reasons. First, the stability of the factor solution as
reported by House and Dessler (1974:46-47) gseemed to
require(substantiation.' The oblique factor solution
adopted by House and Dessler indicated that the leader
behavior factors are not independent, and therefore leader
behavior items are mofe likely to load on different

factors when a new sample is tested. The leadership scales
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‘were developed on the basis of a three-factor oblique
solutlon of responses from a’ sample employed in a medium-
sized electronics firm. School system personnel employed
in the public domain are likely to interpret items in thé
same leadership scales in a different manner, and therefore
the House and Dessler factor solution may be unstable,
Second, irrespective of the sample or population used,
leader behav1or factors do not seem to be independent.

Kerr et al. (1974:63) reviewed several studies which showed
that the supposedly independent factors, Consideration and
Initiating Structure, may be negatively correlated. The
possibility that corrélated leader behavior factors may
exist in the responses from school system personnel
therefore required investigation.

Factor analyées of "the responses to the Leader
Behavior Questionnaire in thié study were conducted, using
the brograms developed by the DlVlSlon of Educational
Research Serv1ces at The University of Alberta The

following sections report and discuss these analyses.

A Varimax Solution

Initially,ba principal axis factor analysis of
responses to the Leader Behavior Questionnaire was
performed, lelowed by rotation using the varimax.criterion
which centg;s on 31mpllfy1ng the columns in a factor matrix.
‘The purpose of the rotation is to obtaln some theoretically

meaningful factors and, if possible, to achieve a’” simple

‘factor structure.
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When the principal axis factor analyéis was
performed, three eigen values greater than one were
obtained. Nie et al. (1975:477) state that the eigen value
is a measure of the relative importance of a factor in
termé of the amount of total variance accounted for in the
data. There is no fixed rule for decidiné what amount of -
‘Variance is too small, In this study: the acceptable eigen
value was arbitrarily set at one or greater than one and
accordingly three factors were rotated to obtain *he
varimax solution. .

The varimax solution obtained in this-study is"
bresented in Table 54 in Appendix D. The item numbéfs
correspond to the items as numbered in the Leader Behavior
Questionnaire in Appendix A. Discrete loadings'greéter than

| 40| were obtained for all items on the three factors.
However, nine of the tweﬁfy—two items loaded greater than

40| on two factors, and thereFore an obligue rotation to
obtain simple structure was required. Oblique rotation is
a similér procedure to that used by House and Dessler

(1974:43) in order to obtain simple structure as the basis ‘nn

for developing Leader Behavior Questionnaire.

A Factor-Matched Sblution

Hurley and Cattell [1962:258) argue that rotation
may serve to discover new structure in new data or to test
hypotheses by seeing how. well the factor patterns

obtainable from a givén set of data fit predicted factor k

: \
- v \’/\
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patterns. Factor matchirg in the-latter sense was a key
concerr)in this study of schoel system personnel. <The
question to be addressed was whether -he factor pattern
underlying scha&l system data was s1mllar to that obtained
by House‘and Dessler‘(197h:46-47) since the hypotheses
formulated for testlng were based upon leadership scales
developed from the House and Dessler factor solution.

Table 55 in Appendix D reports the oblique factor
solution of leader behavior items obtained by House and
Dessler. The item numbers*corfespend with the items as
numbered in the Leader Behavior Quesrionnaire presented in
;Appeﬁdix A, _For clarity of presentation, the items with
factor loadings greater than [.40] are boxed, thus |
indicating which items comprised the Ihstrumental,
Supportive and Participatiﬁe Leadership Scales. - Item 2,
net boxed, was\included in the Supportive Leadership Scale.

In the factor-matchi g procedure used, the factor
.pattern presented in Table 55 came the target metrlx for
an oblique rotation.‘ The varimax solution derived from
.sehool sysfemudata, presented in Table 54, was rotated
toWards this target matrix using the Oblique Procrustes _
factor enalysis technique developed by Hurley and Cattell.
“In this way, an oblique faector-matched solution for school
”system d;ta was obtained. This fa&tor—matched solution is
presented in Table 56 in Appendix D.

| According to Hurley and Cattell (1962:261) there is

‘no sfatistieal test of the "goodness of fit" that could



have been uscd whgn the factor-matched solution for school
system data was compared to the House and Dessler solution.
Other criteria had to be used to decide whether the factor-

matched solution was acceptable and appropriate for use in

subsequent data analysis. Nie et al. (1975:472) state that:

there are many statistically equivalent ways to
define the underlying dimensions in the same set of.
data. This indeterminacy in a factor solution is in a
way unfortunate because there is no unique and
generally accepted best solution. ~On the other hand,
not all the statistical factor solutions are equally
meaningful in theoretical.terms. :
The factor solution chosen is therefore the one which besty
satisfies the theoretical needs of the Tesearch problem.
The decision to reject the obliqué factor-matched
solution for school system data was made following
consideration of two issues. First, the relationship
between the varimax sodlution for school system data and the
obligue solution obtained by House and Dessler was
examined. Second, the grouping of leader behavior items
indicated by the oblique factorzmatched solution was
analvzed. R
The relationship between tﬁe varimax solution of
school system data (see Table 54 in Appendix D) and the
oblique solution obtained By House and Dessler (see Table
55) can be gauged from the normalized transformation matrix
used to obtain the factor-matched solution. This matrix is
reported’ in Table 4. The transformation matrix indicates

th .t t.. »~ I1s a close similarity between House and

De  r': Qnstrumentél Leadership and the third factor in
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the varimax solution. sSupportive Leadership bears some
resemblance to the second féctor in the varimax solution,
although a comparison of Tables 54 and 55 in Appendix D
showé that factor loadings aré in opposite directions.
House and Dessler's Participative Leadership appears to
resemble the first and’second factors in the varimax
solution to some extent, and the third factor to a lesser
extent. These data indicated that the two factor patterns
were not éubstantially related to one another, ///

TABLE 4
v NORMALIZED TRANSFORMATION MATRIX USED FOR MATCHING THE

HOUSE AND DESSLER OBLIQUE SOLUTION (TABLE 55)
FOR THE LEADER BEHAVIOR QUESTIONNAIRE

Oblique Factor Solution Obtained by
Varimax Factor House and Dessler (N=198)
Solution: School
System Data : '
(N=149) Factor Factor Factor
I Ir . II1
Instrumental Supportive Participatiye

Factor I -.22 -.16 .61
Factor IT :33 -.86 -.67
Factor-III .92 e 42




108

The second‘consideratibn with regard to the
decision to reject the factor-matched soiution involved
examination of thé Proportion of variancé contributed by
each item in the Leader Behavior Questionnaire to the
amount of variance accounted for by each factor, Four
items contributed more than ten percent to the variance of
computed Factor IT, namely, Iteéms 2 (11.4%), 3 (11. 6%) ,

15 (11.0%) and 18 (10.4%),

‘ In the oblique solution obtained by House and
Dessler and reported in Table 55 in Appendix D, Item 2
"He keeps to himself," loaded in the same direction as all
other items in the Supportive Leadership Scale.. However,
in the varimax solution this item loaded in the opposite
~direction. The likely explanation, suggested by one
respondent who Volunfeered detailed comments on this item,
was that in the supportive sense the item appears to refer
to noninterfering Behavior. The alternative 1nterpretatlon,
offered by the .respondent who checked the item in the way
consistent w1th most others, was that it referred to
maintenance of social distance, that is, behavior
consistent with directive or autocratic leadershib.

Item 3 in the Leader Behaviof Questionnaire states,
"He lets group members knqw what 1s expected of them;"

Item 15 states, JHe does little things to make it pleasant
to be a member of the group;" and Item 18 states' "He asks
that group members follTow standard rules and regulations.,"

These three items, when considered together with Item 2,

\
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did not seem to be conceptually.identical. Nor did the
items seem to reflect the supposedly matched leader
behavior factor, Supportive Leadership, aé described\by
House and Dessler (1974:43). Although similar problems
were not encountered in considering Factors I and III in
the factor-matched solution for school system data, the
problem with Factor II suggested the match with the House
and.Dessler solution was not a good one.

These considerations, taken together with the
mathematical manipulations of the varimax solution |
required to match factors IT and‘III in the House and
Dessler solution, as shown in Table 4, led to the rejection
of the factor-matched solutioh. On theoretical grounds,
the éonclusion was drawn that the underlying factor
structure derived from the responses of school sy-stem
personnel did not match the factor solution obtained by
House and Dessler. Hurley and Cattell (1962:260) warn that:

If an investigator is satisfied--as many are--to
announce that the fit is good, from visual judgment,
then [the Oblique Procrustes factor-matching] program
lends itself to the brutal feat of making almost any
data fit almost any hypothesis!

This warning was heeded in this study.

An Alternative Oblique Solution

Following the reje¢tion c” the oblique factor-
matched solution, an alternative oblique rotation was
performed on the three-factor varimax solution. This

rotation had the effect of simplifying the factor structure,
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and was also consistent with the factor analysi's, procedure
used by House and Dessler. The oblique factor solution
adopted for this study is given in Table 5, fhe item
numbers listed correspond to the numbers used in the Leader
Behavior Questionnaire found in Appendix A. All items
loaded greater than [.40| on one of the. three factors, and
only one item loaded greater than l. 40| on two factors.

The adoption of an oblique solution mean£ that the
factors obtained were not indeben@ent and the referénce
axes were not orthogonal. Table 6 shows the borrelation ﬁ

coefficients between the reference axes for'the oblique

factor solution of school system data reported in Table §.

TABLE 6

INTERCORRELATION BETWEEN REFERENCE AXES IN THE- OBLIQUE
« FACTOR SOLUTION OF SCHOOL SYSTEM LEADER BEHAVIOR
RESPONSES (N=149)

Referenée Axes C 1. 2
1 - &
2 -.63 N
3 .16 -.17

Labelling the Factors

Items which loaded greater than l.6$| on-.the three
factors obtained in the oblique factor solution reported in
Table 5 weré examined to determine what theoretically

“meaningful underlying dimenéions are represented by the

/7



OBLIQUE FACTOR SOLUTION OF SCHOOL SYSTEM' PERSONNEL RESPONSES

TABLE 5

TO LEADER BEHAVIOR QUESTIONNAIRE ITEMS (N=149)

Leader Behavior Factofs

Ttem Commun--
Number’ I I1 111 alities
Participative Achievement Directive
-Oriented
1 -.21 .82 .37~ .70
2 -.25 - .47 .13 45
3 -.12 .82 .19 .02
4 .20 -.17 .68
5 17 .66 1k yan
6 .81 .00 .04 .66
7 .53 3k -.13 .63
8 . 56 .38 .04 .71
9 .67 -.01 .57
10 .02 .72
11 -.02 .33 .65
12 .21 .72
\13 .19 .30 60
" 12 66
15 46 -.17 .64
16 .54 -. 14 .62
17 .92 .36 .71
18 .15 .73 .56
19 9L . oL .71
20 .61 -.19 .63
21 .75 .04 .57
22 .64 -.07 .57
% Total
Variance 33.0 19.6 11.0
% Common .' | -
51.9 '30.8 17.0

Variance

Note: Factor loadinés in boxes are greater than [.40].
: /
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factorg. The criterion of a factor loading of |.60]| wau
chosen'to emphasize the major elements contained within
each factor. Table 7 shows the grouping of 1ltems obtained
within each factor and, for comparative purpoées, the way
the item was’grouped in the leadership scales developed by
House and Dessler. The item numbers correspond to the
numbers uéed in the Leader Behavior Questionnaire.

All five items from the Participative Leadership
Scale developed by House and‘Deéslef (1974:47) loaded on
Factor I together .with éeveral items from the Supportive
Leadership Scale. The items which loaded highest were the
Participative Leadersﬁip Scale items. In particular, Item
12 which states that, "Before taking action hé consults
with subordinates," méde the highest contribution to the
variance in leader behavior accounted for by Factor I.
The four items drawn from the Supportive Leadership Scale
which loaded on Factor I are all consistent with the kind
of leader behavior necessary to allow consultatibn to Qobur
before taking action. For these reasons the decision was
made to label Factor I as "Leader Participative Beﬁavior."

The items which loaded highest on Factor II (see
Tables 5 and 7) wére drawn from the Instrumental Leadership
Scale and the Supportive Leadership Scale developed by
House and Dessler (1974:46). The majority of items were
drawnlfrom the Instrumental Leadership Scale. These items
described a leader who establishes definite and presumably

challenging goalé and performance standards, but who also
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encourages and assists subordinates to reach those goals
and standards. Conceptually, this factor appéars to
represent leader behavior similar to that described by
House and Mitchell (1974:83) as "achievement-oriented"
behavior. An achievement-oriented leader constantly
emphasizes excellence in performance and at the same time
displays confidence that high standards of pefformance will
be met. The decision was therefore made to label Factor II
"Leader Achievement-Oriented Behavior."”

The items which loaded highest on Factor IIIL (see
Tables 5 and 7) were all drawn from the Scale described by
House and Dessler (1974{43) as Instrumental Leadership- and
from the LBDQ-XII Initiating Structure Scale. These items
described leader behavior which designated and scheduled
workito be done, and determined the procedure for

completion. The most appropriate label for this factor

appeared to "Leader Directive Behavior."

RESEARCH HYPOTHESES AND SCHOOL SYSTEM
LEADER BEHAVIOR FACTORS

The leader behavior factors, Directive Behavior,
Supportive Behavior and Participative Behavior'refefred £o
in the research hypotheses formulated for testing in this
study have been operationalized in different ways in tests
of the Path-Goal Theory of Leadefship. However, the
Leader Behav1or Questionnaire used in thls study was the

same as that developed by House and Dessler (1974 (46-47),
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and the way in which these leader behavior factors were
operationalized was therefore expected to be the same as
well. Th?s was not the case because the oblique faétors
derived from the responses of school system personnel did
ﬁot match those reported by House and Dessler. For this
reason different ope%ationalizations of the leader behavior
factors were developed. A key issue to be addressed was
whether these differing operationalizations allowed the

research hypotheses, as pﬁt forward, to be ilcsted. This

issue 1s discussed in the next sections.

The Leader Directive Behavior Hypotheses

The factor derived from analysis of school system
data that was labelled Leader Directive Behavior was
conceptually similar to, though not identical with,
Directive Leadership as defined by House and Mitchell
(1974:83) and Instrumental Leaderéhip asldefined by House
and Dessler (197@:43); Moreover, Items 10, 14 and 18 which
loaded highest on the Leader Directive Behgfior Factor in
the factor solution of school system data (see Table 5),
were three of the four items which loaded highest on House
and Dessler's Instrumental Leadership Factor (see Table 55
in Appendix D). For these reasons, a leadér behavior scale
based upon factor loadings on Leader Directive Behavior was
accepted as an appropriate way of operational;éing this
faétor, as distinct from the way in which it was

operationalized by House and Dessler. Tests of research



hypotheses based upon the operationalizafion of Leader
Directive Behavior unique to this study were regarded és

valid tests for school system personnel,

The Leader Supportive Behavior Hypotheses

Tﬁe'oblique factor solution for the Léader Behavior
Questionnaire data obtained from school system personnel
yvielded no factors which could have been described as |
Supportivé Leader Behavior. Most of the items comprising
the Supportive Leadership Scale developed by House and
-Dessler loaded highly on Factor I, Leéder Participative
Behavior, but a few items also loaded highly on Factor II,
Leader Achievement-Oriented Behavior (see Tables 5 and ?).
In view of these circumstances,_the conclusion was drawn
that the hypotheses relating to Leader supportive Behavior

could not be tested.‘

The Leader Participative Behavior Hypotheses

The factor labelled Leader Participative Beha?ior
was conceptually similar to, though not identical with,
Participative Leadership as defined by House and Dessler
(1974:43). Moreover, Items 6, 12, 17, 19 and 21 which
loaded highest on Factor I .sin the'factor solution of school
system data (see Table 5) were the five items comprising
House and Dessler"s Participative Leadership Scale (see
Table 55 in Appendix D). For these reasons, a leader
behavior scale baéed upon loadings on Factor I, Leader

, ]
Participative Behavior, was accepted as an alternative way

1



of operationalizing the factor. Consequently, tests, of
research hypothéses based upon the or .« ‘onalization of
Leader Participative Behavior unique » 1is study were

regarded as valid tests for school system personnel

Leader Achievement-Oriented Behavior
Thevsecond factor which emerged from the obliqde
solution of schoal svstem personnel responses fo the Leader
Behavior Questionnaire was labelled Leader Achievement—
Oriented Behavivr, However no hypotheses had been
developed to test the assoc:\%fgn of Leader Achievement-
Oriented Behavior with the satisfaction of subordinates,
and therefore tentative hypotheses for subsequent testing
were proposed. The ldadings on Factor II formed the basis

of a leader behavior scale operationaliZinfr the factor

Leader Achievement-Oriented Behavior.
\
FACTOR SCORES

The leader behavior scale used to operationalize
Leader PartiCipative Behavior comprised all twenty-two

items on the Leader Behavior Questionnaire. -The same items

Lwere‘also used to -obtain measures of the factors, Leader

Achievement—Oriented Behavior and Leader Directive Behavior.

The difference between the scales was reflected in the'
differing weights attributed to each item according to the
leader behavior<}actbr for which a'measure was sought. The

‘weighting of each item in the respective scales was
- £
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represented by the factor loadings obtained in the oblique
factor solution of schooi system leader behavior data.
Sqores calculated using weightings as described, that is
factor scores, were obtained fd?/ggzh respondent on each of
the factors delineated, ‘These factor scores were used to
calculate the product—mbment and partial corrélation
coefficients used for testing hyﬁotheses developed for this
~ study.
| The-.use of all twenty-two items in the calculatioé
_of factor scores, described by Nie et al. (1975:488)ﬁas
"the coﬁpléte éstimation method," has_some advantages.
Selection.of only those items whicﬁ have ‘substantial
loadings does not control for the.influence'of items not
included in the scale‘construction. Items not included
affect the scale through their intercorrelations with items
in the scale. In the complete estimation method some items

act as suppressors to give the best estimate of a given

factor.

INTERCORRELATION OF LEADER BEﬁAVIOR FACTORS

The adoption of an obligque factor solution meant
that the leader behavior factors weré not indepeﬁdent.
Table 8 shows the product-moment correlation coefficients
between the labelled factors at‘the three occupatigﬁal
levels used in this study. Since the leader behavior
féctors wefe correlated with'oﬁe another, and cpprelated

to a differing extent at each level, the decision was made
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to  calculate partial correlation coefficients befween

leader behavior.factors and other variables under test in
this study. For esample, when calculation of the

correlation coefficierit between Leade : %pative

Behavior and the Intrinsic Satisfactiol. 2rical

pegsonnel was required, the influence of the correlated
leader behaviors, Achievement-Oriented Behavior and Directive

Behavior on t! - relationship was held constant. In this way

a #aggle mea:. - of association des  'bing the relationship
be:::g\Lﬁader Participative BehavI-» .nd Intrinsic
- Satisfaction was obtained, while ad usting for the effects

of twb additional leader behavior factors.

TABLE 8

PRODUCT -MOMENT CORRELATION,COEFFICIENTS/BETWEEN
LEADER BEHAVIOR FACTCRS AT SELECTED
OCCUPATIONAL LEVELS (N=149)

- Administrative ?rofessional Clerical
Leader Level (n=47) Level (n=36) - Level (n=66)
Behavior o . -
. I II I II I- II
I .
Participative -——- -——- -—— .
II ,
. Achievement- ‘ : »
Oriented -.49 ——— -.55 - -.66 - .
1T ) .
Directive -.07 -.13 .12 -.17 .56 —.Qé

s



SUMMARY

'

Nhen a prinCipal axis factor analysis ¢ responses

fto the Leader BehaVior Questionnaire was perfoi..ed, three

eigen values greater than one were obtained. Three factors

“were therefore ‘rotated according to the varimax criterion,
but this technique did not yield a simple factor structure.
The varimax solution was then rotated in an attempt to
match the oblique factor solution for the Leader Behavior
Questionnaire reported by House and Desslcr . but no
substantlal match of factor matrix patterns was found.

An alternative oblique factor solution which yielded a
simple factor structure in the school system data was
adopted. The three leader behaVior factors were labelled
Participative Behavior, Achievement-Oriented Behav1or and
Directive Behavior. As a Consequence of the emergence

of these three factors, research hypotheses predicting
specified relationships with Leader Supportive BehaVior
could not be tested. Leader Directive Behavior ‘and
Leader Participative Behavior researchAhypotheses‘could-
be tested, but the leader behavior scales used to
operationalize these factors were different from those
used by House and Dessler. Leader Participative Behavior
and Leader AchieVement—Oriented.Behavior were negatively
and substantially correlated and, at the clerical level, "
all three leader b%QaVior factors were substantially

intercorrelated. Partial correlation coefficients were
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therefore used: when hypot! ses predicting relationships

between the satisfaction o: subordinates and leader behavior

factors were tested,



CHAPTER VI

PERCEPTIONS OF ROLE AND TASK AND FEELINGS OF SATISFACTION

In this chapter the responses of school system
personnel to the Role Perception, Task Description and the
Minnesota Sgtisfaction Questionnaiges are analyzed and
reportgd. Findings relating to Hypotheses 1.0 and 2.0 and
the specific hypotheses derived from these hypotheses are
also reported and discussed,

The major purpose of data analyses reported in
this chapter 1s to help in the interpretation of
relationships between the satisfaction of subordinates and
leader bghavior. For this reason, the results of
ﬁypothesis testing and findings reported in tables
appearing in this chapter are referred to in subsequent

chapters.
ROLE PERCEPTION

The percentage frequencies of the responses to the
Role Perception Questionnaire at the clerical, profes:tional
and admlnlstratlve occupational levels are reported in
Tables 48, 49 and 50 respectively, in Appendix C These

responses are presented in summary form in Table 9.

Testing Hypotheses 1.0, 1.11 and 1.12
The data in Table 9 enabled Hypothesis 1.0, and the

two specific Hypotheses 1.11 and 1.12 to be investigated.

122
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TABLE 9~
t

MEAN SCORES, STANDARD DEVIATIONS AND RANGES ON
ROLE PERCEPTION QUESTIONNAIRE ITEMS (N=149)

Occupational,Level

Per?géiion Adﬁinistrative Professional Clerical
(n=47) (n=36) (n=66)

Conflict . ‘

Méan Score 29.2 ‘30.11 | 23.9

Standard : ' .

Deviation 10.5 ’ 8.4 gL
Potential Range = 8-56 8-56 8-56
Actual Range 8-47 i5_u7 8-47
Ambiguity
Mean Score | 16.9 18.8 1401
Standard

Deviation 6.2 5.5 5.6
Potential Range 6-42 ."6—42 6-42

Actual Range 6-32 9-33 6-34




Hypothesis 1.11. Hypothesis 1.11 stated that:

The Role Conflict mean is highest at the administrative
level, lower at the professional level and lowest at
the clerical level.

This hypothesis was rejected. The Role Conflict
mean at the professional level (30.11) was highest. The
difference between the means at the clerical level (23.9)
and the professional level (30.11), as well as between the

clerical level (23.9) and the administrative level (29.2),

was substantial.

Hypothesis 1.12. Hypothesis 1.12 stated that:

The Role Ambiguity mean is highest at the
administrative level, lower at the professional level
and lowest at the clerical level. ”

This hypothesis was also re jected. The Role

Ambiguity mean was highest at the professional level (18.8),

The difference between the means at the clerical level

(14.1) and the professional level (18.8) was substantial.

Hypothesis 1.0. Hypothesis 1.0 stated that:

Perceptions.oftrole conflict and role ambiguity differ
between selected occupational levels,

Although»thevtwo_specific hypotheses derived from
thls hypothesis were rejected, substantiel differences were
-found between éhe professional and clerical levels asjwell
as between the.edministrative=and clerical levels. The

data.in Table 9 were therefore Judged to be generally

supportive of Hypothesis 1.0,
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Discussion of the Findings

These hypotheses we re based upon findings from
inveétigations conducted by Szilagyi and Sims (1974:
622-634) in a health-care facility. However, House and
Dessler -(1974:61) point out that occupational level and job
title are frequently unique to an organization, making
comparisons difficult. This assertion helps to explain
the results.

Among the school system personnel who perceived the
highestxlevels of Role Ambiguity,.the chief sources of
ambiguity were the lack of ciear, planned goals and clear
explanation of what has to be done in the job (see
responses to Items 3 and 13 in Tables 48, 49 and 56 in
Appendigic). Professional personnel also found difficulty
in dividinéltheir time ﬁroperly, and clerical personnel
expressed doubts about the amount of authority they had in
their jobs. The chief sources of Role Conflict were
derived from the requirements to work in two or more groups
that operate quite differently and from different qtandardé
of evaluation applied to work dghe (see respohses tg
Items 7 and 11 on the Role Perception Questionnaire in
Appendix,C). These'findings, together With the results of
the tests of hypotheses, help to iﬁterpret results'reported
in the following chapters.c

Finally,‘a methodological issue relating to the
questidnnaire requires discussion. Respondents were asked

to indicate how accurately each' statement reflected the



exlstence of an organizational condition for them by
answering on a contlnuum ranging from Very False to Very
True. One rgﬁpondeht wrbte "dead," "very dead," and
"slightly dééd," on the questionnaire, thus indicating the
nature of the difficulty. The instrument could be
modified to remove this difficulty.

Despite this methodological difficulty, the
responses appeéred to indicate that the instrument was able
“to discriminate among individuals at and within selected

t occupational levels on Role Cbnfligt and Role Ambiguity.
TASK CHARACTERISTICS

The percentage frequencies of the responses ‘to the
Task Descfiption.Questionnaire ét the clerical,
professional and administrative occupational levels are
reported in Tables 45, 46 and 47 respectively, in
Appendix C. -These responses are presented in summary form

in Table 10.

Testing Hypbtheses 2.0, 2.11, 2.12 and 2.13

The data in Table 10 enabled Hypotheses 2.0, 2.11,

2.12 and 2.13 to be invegtigatgd.

R

Hypothesis 2.11. Hypothesis 2.11 stated that:
The Task Structure mean is lowest‘at the administrative
level, higher at the professional level and highest at
the clerical level.

This hypothesis was rejected. The lowest Task

Structure meah was found at the professional level (12.0).

~

N



TABLE 10

MEAN SCORES, STANDARD DEVIATIONS AND RANGES ON TASK
DESCRIPTION QUESTIONNAIRE ITEMS (N=149)

Occupational Level

Charac£:§§stics Administrative Professional Clerical
' (n=47) (n=36) (n=66)
¥

‘Structure
Mean Score 14.6 12.0 17.7
Standard

Deviation 3.9 3.3 3.1
Potentfal Range 5-25 5-25. 5-25
Actual Range 5-21 5-19 11-25
Repetitiveness
Mean Score 11.7 13.2 17.6
Standard

Deviation 3.2 3.0 4,1
Potential Range 5;25 5-25 5-25
Actual Range 6-21 7-20 9-25
Autonomy
Mean Score 19.3 21.08 16.2
Standard

Deviation 2.8 2.1 3.6
Potential Range ‘ 5-25 5-25 5-25
Acfual Range 12-24 ‘16—25 6-22
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A substantial diffemence between the means at the clerical
level (17.7) and the professional level (12.0), as well as

the administrative level (14.6), was noted.

Hypothesis 2.12. Hypothesis 2.12 stated that:

The Task Repetitiveness mean is lowest at the
administrative level, higher at the professional level
and highest at the clerical level,
This hypothesis was supported by the data in
Table 10. A substantial difference between the means at

the clerical level (17.6) and the professional level (13.2),

‘as well as the administrative level (11.7) was noted.

-

Hypothesis 2.13. Hypothesis 2.13 stated that:

The Task Autonomy mean is highest at the administrative
level, lower at the professional level and lowest at
the clerical level.

This hypothesis was rejected. The Qccupational-
level with the highest Task Autonomy mean was the
professional level (21.08). The difference between the
means at the clefical level (16.2) and the professional

level (21.08), as well as the administrative level (19%3),

t

was substantial.

9

Hypothesis 2.0. Hypothésis 2.0 stated that:

Perceptions of task characteristics differ at selected
occupational levels.

The data in Table 10 are generally supportive of
this prediction. Although not all the specific hypotheses
derived from Hypothesis 2.0 (see above)>were supported,

substantial differences did exist between the clerical
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level and the other occupational levels on three task
characteristics, namely, structure, repetitiveness and’

autonomy.

Discussion of the Findings

As stated above, job titles are frequently unique
to an organization. For this reason the basis for the
devélopment of thesa hypotheses seemedito be without
foundation, However, these findings were of assistance in,
interpreting findings in subsequent chapters so the purpose
of the analyses was achieved.

The frequencies of responées to the items in the
Task Description Questionnaire (see Tables 45, L6 and 47 in
Appendix C) indicated that professional and administrative
personnel were highly autonomous on all aspects of their
tasks measured. Clerical personnel had less autonomy, but
among those who indicated highest autonomy, speed and
planﬁing of tasks were perceived to be under their own
control. Tables 45, 46 and 47 ahow that all items relating
fo task repetitiveness discriminated between clerical
personnel and the other two occupational grouﬁs. Most
school system personnel, irrespectiye of océupational level,
responded that their jobs required use of a specific set of
steps, but all}other items related to task structure
discriminateg between the cle;ical level and the other two
levels. Thaéa/obServations were also of assistance in

interpreting findings in subsequent chapters,

.‘[



SATISFACTION

The percentage frequencies of responses to the

Minnesota Satisfaction Questionnaire - Short Form (MSQ) at

~the clerical, préfessional and administrative occupational

levels are presented in Tables 51, 52 and 53 respectively,
1n Appendix C. These responses are presented in, summary
form in Table 11.

No substantive conclusions were drawn about the-

data in these tables since analysis of satisfaction per se

was not the purposé of this study. However, several
ot ervations about the satisfaction data were used to

assist in the interpretation of findings pertinent to

hypotheses regarding relationships between leader behavior

and satisfaction. First, a notable feature of the
responses from the professional.group was that no
respondent indicated great dissatisfaction on any item in
the Intrinsic Satisfaction Scale and very few indicated any
dissatisfaction. Sécond, Table 11 shows that satisfaction
means on the Intrinsic Satisfaction Scale were well above
the theoreticél mean score (36). The satisfaction means on
the Extrinsic Satisfaétion Scale were not substantially
higher than the theoretical mean score of eighteeﬁ.
Finally, a 2ater spread of scores on satisfaction R
measures exlsted among resvondents at the clericé& level

than at the administrative or professional levels.
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MEAN SCORES,

TABLE 11

STANDARD DEVIATIONS AND RANGES ON
SATISFACTION QUESTIONNAIRE ITEMS (N=149)

Occupational Level

Type of
Satisfaction  Administrative Professional Clerical
(n=47) (n=36) (n=66)
IntrinSic
Mean Score 48.9 50.4 45,5
Standard
Deviation 6.1 L.y 7.7
-Potential Range. 12-60 12-60 12-60
- Actual Range 31-60 39-58 24-60
Extrinsic
Mean Score 21.5 19.7 19.2
Standard -

Deviation 3.6 3,5 Y
Potential Range . 6-30 6-30 6-"
Actual Range 13-28 12-26 6-29
General
Mean Score 78.3 78.3 72.1
Standard .

Deviation 9.9 7.1 12.4
Potential Range  20-100 20-100 20-100 -
Actual Range ’60—96 59-88 LL-96
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SUMMARY

Substantial differences between the mean séores on
the Role Conflict and Ambiguity Scales, as well as the Task
Structure, Repetitiven;ss and Autonomy Scales, were found
when the clerical occupational level was compéred with both
the adfinistrative and professional levels. In the school
system under ‘study, profeséionai pefsonnel perceived the
highest degree of Role Conflict, Role'évbiguity and Task
\Aufonomy as well as the lowest degree of Task Stfucture.
However, the mean scores on these scales at the ‘ “%
administrative and professional levels were close together,
The lowest degree of Task_RepetitiveneSs was found at the
administrative occupational level.

No substantive conclusions were drawn about the

satisfaction data obtained from the school system.
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CHAPTER VII

RELATIONSHIPS BETWEEN LEADER BEHAVIOR ROLE,
TASK AND SATISFACTION FACTORS :

Several bivariate lnvestlgatlons of relatlonshlps
are reported and dlscussed ln this chapter These
1nvest1Jatlons 1ncluded the relatlonshlps between (1) leader
behavlors and role perceptlons (2) leader behaviors and
task characteristicsw (3) role perceptlons and the
satisfaction of subordlnates and (4 ~?ask characteristics
and the satlsfactlon of subordlnates ‘Where applicable |

hvpotheses relevant to these 1nvest1gatlons are tested and

the findings are reported and discussed. The crlterla for

.determlnlng whether correlatlon coefficients 1coorted 1n

'subsequent chapters . Lo ,

factors and role perceptions as well as task

S

th s chapter are meanlngful Important and substantial were

dlscussed in Chapter Iv.

hThe major purpose of these investigations is to

assist interpretation of the relationships between the

I3

'satlsfactlon of subordlnates and leader behav10r For this

reason data tabulated in thls chapter are referred to_in

P4

4 Iy -
e . - : : *

' LEADER BEHAVIOR, ROLE AND TASK CHARACTERISTICS

Because'the leader behdvior factors are not

- independent, partial correlation coefficients between these,

characteristics were calculated, .eported ﬁnd discussed.
\‘ ]
\ ' y 133



» ' 134
These data are tabulated in the following sections.

Leader Participative Behavior

Partial correlation coefficients between Leader
Participative Behavior and role as well as task factors are

reported in %able 12.

»
TABLE 12 -
J
PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
PARTICIPATIVE ‘BEHAVIOR AND (1) ROLE FACTORS
AND (2) TASK FACTORS (N=149)

Occupational Level .

N

Administrative Professional Clerical

(n=47) (n=36) (n=66)
i ~ib v

| Role Conflict | -.53 . =07 ' -.36

Role Ambiguity -~ 34 _.26 . -.36

Task Structure 13 .03 .01
Task Repetit- " ' ‘ .

iveness : .03 .00 .13

Task Autonomy L L2h .21 .15

¥Achievement- Orlenied and Dlrectlve Leader Behavior -
held constant. ‘ .

The data in Table 12 show that a substantial
relationship existed between Leader Participative Behaviq;
and Role Cpnflicﬁ at the administrative level (r = -.53).

The associatign between Leader Participative Behavior and



role factors also approached a substantial level among
clerical personnel (r = -.36 in both cases). However, no
substantial relationships were found at the professional
level where the highest levels of Role Conflict and
Ambiguity existed (see Table 9, p.123).

These findings suggested that leaders who consult
with subordinates before taking action effectively reduce
levels of conflict, and to a lesser extent, ambigﬁity, in

"strative and clerical personnel. In -

contrast. profeselonal personnel seemed to look for other
kinds of leader behavior to reduce these levels.

| No substanfial~relétionships were found between
task characteristics and Leader Participative Behavior

among school system personnel.

Leader Achievement-Oriented Behavior

Table 13 feporfs.the partial correlation
'eoefficients between Leader Achievement-Oriented Behavior
- and role factors together with task characteristics, The
most substantial associations befween ieader behavior and
perceptions of role found in this study were those ‘between
Leader Achlevement Oriented Behav1or and Role Confllct and
to a lesser extent, Role Amb1gu1ty The correlation.
coefficients between Leader Achievement—Oriented Behavior
and Role Conflict at tﬁg administrative, professional and
clerical levels were r = -, 44, r = _ 5& and r = -,45
respectivel&. The correspondlng correlation coefficients

between Leader Achievement-Oriented Behavior and Role
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Ambiguity were r = -, 42, r = -, 33 and r = -~.28.

TABLE 13

PARTTAL CORRELATION COEFFICIENTS* BETWEEN LEADER
ACHIEVEMENT -ORIENTED BEHAVIOR AND (1) ROLE
FACTORS AND (2) TASK FACTORS (N=149)

Occupational Level

Administrative Professional Clerical

(n=47) (n=36) (n=66)

Role Conflict - Ly ' Qu54 -. 45

Role Ambiguity b2 -.33 .28

Task Structure .16 . .13 .02
Task Repetit- : . | ‘ 4

iveness .15 . .06 .10

Task Autonomy .03 -.15 - -.18

. ™ .
¥Participative and Directive Leader Behavior held
constant.

The data in Table 13 indicate that in the central
office of the school system under étudy. leader behavior
characterized by explaining the way tasks should be

carried out and letting subordinates know what is expected

of them was associated with reduced role conflict. At the

administrative level this kind of behavior was also
assoclated with reduced role ambiguity. However, no
substantial relationships were found between Leader

I
Achievement-Oriented Behavior and task factors.
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Leader Directive Behavior

The partial correlation coefficients between Leader
Directive Behavior and role, as well as task factors, are
reported in Table 14,

TABLE 14
PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER

DIRECTIVE BEHAVIOR AND (1) ROLE FACTORS
AND (2) TASK FACTORS (N=149)

Occupational Level

a4
Administrative Proféssional Clerical

(n=47) {n=36) - (n=66)

Role Conflict .—510 -. 34 . -.03

Role Ambiguity -.27 -.37 .10

Task Structure .08 .27 .20
Task Repetit- o

iveness : .12 .01 14

Task Autonomy .01 -.12 -.23

#Particinative and Achievement-Oriented Leader Behavior
held const: . .

The data in Table 14 indicate that no substantial
relationships appear to exist between Leader Directive
Behaviorvand role or task factors. Howeve;, the highest
correlation coeffitients between Leader Directive Behavior
and Role Conflict and Aﬁbiguity were fbund at the |

professional level (r = -,34 and r = -.37 respectively).
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These findings may reflect the fact that Role Ambiguity and
Role Conflict were also highest at the professional level
(see. Table 9, p.123). Role Conflict and Role Ambiguity may
be so high that directive supervisory behavior tends to be
associated with some reduction in these factors among

professional personnel.

Ciscussion of the Findings

In an earlier investigation of the relationships
between leader behavior and role perceptions, Szilagyi and
Sims (197@:6285 found a statistically significant negative
relationship between leader Initiating Structure behavior
and the role ambiguity of subordinates at the
administrative level in‘a health-care facility, but not at
lower occupatiqnal levels. This finding is consistent with
that in this study (see Table 13), since iteﬁs in.the
Leader Achievement-Oriented Beha&ior Scale overlap wifh
Initiating Structurechale items. Relationships between
leader behavior and role conflict were not investigated by
Szilagyi and Sims, but in this study these relatibnships
were found to be'more substantial than the relationships
between leader behavior and role ambiguity. -

In contrmst to the findings with_reépect to,rolg
perceptions, no subétantial relationships were found between
leader behavior ahd task chagacteristrcs. House and
Dessler (19?“:60) argue that in their study the task

structure variable was task-oriented and determined in large

part by technological considerations. An illustrative
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example from the school system under study relates to the
Jstfuctured nature of typing tasks, determined by the
mechanics of the typewriter rather than by a leader's
behavior. 1If technological factors determine task
characteristics, as 1llustrated, then the fact that no
substantial relationships between leader behavior and task
characteristics were found, could have been expected,

With respect to role perceptions, House and Dessler
(1974:60) s£ate that the role ambiguity variable is more
social in nature than the task variables, ana deals with
the clarity with whichba group member perceives what is
efpected of him by others. In this sense, an assocliation
between leader behavior and role perceptions could have
bern predicted and findings in thigjstudy were supportive
of this view.

’ The findings discussed in this section have
imporfant implications for interpreting relationships
between leader behavior and types of satisfaction, and
theréfdre furtﬁer references are made to tﬂem in the

¥

following chapters.
ROLE PERCEPTIONS AND SATISFACTION

The product-momenf correlation coefficients.betweeﬂ
Role Conflict aﬁd typeé of satisfaption af the
administrative, professional and clerical occupational
levels are fepdrted in Table 15. Table 16 reports similar

data with respect to Role Ambiguity.



TABLE 15

PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN ROLE
CONFLICT AND SATISFACTION (N=149)

Occupational ILevel

Type of
Satisfaction Administrative Professional Clerical
(n=47) (n=36) (n=66)
Intrinsic ' -.43 -.50 ~-.25
Extrinsic o= 64 -.61 -.40
General -.56 - 66 -.35
TABLE 16

PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN ROLE
AMBIGUITY AND SATISFACTION (N=149)

Occupational Level

~ Type of

Satisfaction Administrative Professional Clerical
(n=47) (n=36) (n=66)

Intrinsic -. 54 -.46 -.39

Extrinsic -.57 -.45 -. Lo

General - -.60 .57 _ .46

140
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The data reported show that substantial negative
relationships appear to exist between Role Conflict and
Intrinsic, Extrinsic and General Satisfaction at the
administrative and professional levels in the school system
under study. Negative relationships also appear!to exist
at the clerical level. The lower correlation coefficients
at the clerical level (r = -,25, r = -. 40 and r = -.35
respectively) may be reflected in part in the substantially
lower perceptions of Role Conflict found among these
respondents, as reported iﬁ Table G qn page 123, 1In Table
16 substantial negative correlation goefficients between
‘Role Ambiguity and Intrinsic, Extrinsic and General

)

Satisfaction at all levels are reported, ;

The substantial negative relationships found between
types of satisfactionvand Role Conflict, as well as Role
Ambiguity, could have been expected as a result of
undisputed findings from other studies. Rizzo et al.
(1970:158) reported statistiéally significant negative
relationships between types of satisfaction and Role
Conflict, aé well as Role Ambiguity. Similarly, House‘and
Rizzo (1972:492) found statistically significant negative
relationships between role perceptions and facets of
satisfaction. However, House and Rizzo (1972;500) argue
that their model of behavior within an organization
required revision to place more émphasis on Role "~biguity

rather than Role Conflict. In a scale analysis of the -Role

Conflict and Role Ambiguity measures, Schuler et al,
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(1977:122) also found statistically significant negative
correlations between both Role Conflict and Role Ambiguity
with facets of satisfaction écrosé six samples--
relationships which were claimed as meaningfui. In
contrast to the earlier studies, Schuler et al, (1977:125)
found no reason to suppose that Role Ambiguity and Role
Conflict were differentially important. The findings
reported iﬁ Tables 15 and 16 tend to support this position,
rather than the position of House and Rizzo.

The data tabulated in this section were important
in interpreting relationships found between leader behavior
and the satisfaction of subordinates when moderated by role
perceptions, and so further-reférences to this data occur

in the following chapters,
- TASK CHARACTERISTICS AND SATISFACTION

Hypotheses predicting relationshigs between task
characteristics and satisfaction factors were developed for
testing in this study. These hypotheses are examined in

this section.

Testing Hypotheses 3.11, 3.12 and 3.13

Product-moment correlation coefficients required
for testing these hypotheses are reported in Tapl?é 17, 18

and 19. t

Hypothesis 3.11. Hypothesis 3.11 stated that:




TABLE 17

PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN TASK
. STRUCTURE AND SATISFACTION (N=149)

! Occupational Level

Type of
Satisfaction Administrative Professional Clerical
(n=47) (n=36) (n=66)
Intrinsic -.25 -.12 -.03
Extrinsic . -.13 11 -.08
General -, 24 ~.05 ~-.05
TABLE 18

PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN TASK
REPETITIVENESS AND SATISFACTION (N=149)

Occupational Level

Type of '
Satisfaction Administrative Professional Clerical
(n=47) ' (n=36) (n=66)
Intrinsic -, 34 - Z.ho - ~.35
Extrinsic o v ~.09 E -.16 .04
General . ~.30 -.35 -.27
TABLE 19

PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN TASK
AUTONOMY AND SAPISFACTION (N=149)

Occupational Level

Type of -
Satisfaction Administrative Professional Clerical
(n=47) (n=36) : (n=66)
Intrinsic LAk .07 .34
Extrinsic ‘ .30 -.04 -.10

General LAl .03 .17

143
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Task Structure is negatively correlated with Intrinsic
Satisfaction, Extrinsic Satisfaction and General
Satisfaction at the clerical, professional and
administrative levels.

Table 17 shows that the preascted negative
correlation coefficients were found. However, the judgment
was made that the correlatioﬁ’coefficients were too small
to'indioéte substantial relationships between the -
hypothesized factors, The highest correlation coefficient
was between Task Structure and Intrinsic Satisfaétion at

the administrative level (r = -.25). Hypothesis 3.11 was

therefore rejected.

Hypothesis 3.12. Hypothisi®

| ¥ .

Task Repetitiveness is negd%ﬁvég‘ : 'd with
Intrinsic Satisfaction,-Extr BF¥iaction and
General Satisfaction at The f g rofesiionaL

ar. administrative levels,  : &

-

The predicted nézative relatidn§hips‘were found at

all levels (see Table 18). However. the highest correlation

‘coefficient between Task Repetitiveness and Extrinsic

Sajisfaction was r = -.16 at the proféssionalp%eygl and
therefore these data were not supportive of Hypotheéis 3.12.
Nevertheless, the correlation coefficienfé?between Task
Répétitiveness and Intrinsic Satisfacfﬁon at the

|

administrative, professional and clerical levels were

]

r=-.34, r=-,40 and r = -.35 respeétively. These data

provide some support for the prediction that Task
Repetitiveness is negatively and substantially correlated

with Intrinsic Sati'sfaction at all levels. For this
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reason the Judvment was made -that Hypothe51s 3.12 was

partlalf& supported

Hypothesis 3.13. Hypothesis 3.13 stated that:

Task Autonomy is positively correlated with Intrinsic
Satisfaction, Extrinsic Satisfaction and General
Satisfaction at the clerical, professional and
administrative levels.
Task Autonomy was positively correlated with
Intrinsic and General Satisfaction at all levels but not
with Extrinsic Satisfaction at the professional and

“

clerical levels (see Table 19). However, the only
substantial correlation‘goefficients found were those at
the administrative level between Task Autonomy and Intrinsic
Sat;sfaction (r = .b4), and between Task Autonomy and
General Satisfaction (r = .44). For this reason the

7gment was made that the hypothesis was partially
Luprorted.

The insubstantial correlation coefficient between

Task Autonomy and Intrinsic Satisfaction at the professional
level (r =-.O?) was not in accordance with impressions
gained in several chance interviews while data were being.
collectéd4from these respondents. A possible explanation for
this result may be the range restriction on both Intrinsic
Satisfaqtion and Task Autonomy scores at this level. Tables
10 and 11 on pages 127 and 131 respectively. show éhat, at
the professional level, mean scores on these figfors‘are
close to the maximum possible scores. If'fhis

interpretation is accepted, then Table 19 may be judged to
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show that Task Autonomy is positively and, to some extent,
substantially correlated with Intrinsic Satisfaction at all

levels,

Discussion of the Findings

Seven studies whi?h deal with the relationships
between task characteristiés and satisfaction, as well as .
other relationsnips,‘were revieWwed by Pierce aﬁd Dunha&%‘
(19?6:85), In one of these studies the authors claimed,
without equiyocation, that people on complex jobs are more
satisfied than employees on jobs low in variety, identity,
significance, autonomy and feedback: The data obtained in
this study did not support this#claim. No substantial -
relafionéhips.were found between task}charaeferisfics and
Extrinsic Satisfaction. Fdrther, no subsfaﬁtial ' ’/\\\
relationship withvany-type of.satisfaction was found at
the clerical level. This latter finding was consistent
with another study reviewed in which the éohclusion was
drawn that among clerical employees, &n increase in task Q.] ' ,
variety and responsibility does ﬂot necessarily resultlin
increased satisfaction. ‘

Ofuthe five other studies cited by Pierce and
Dunhaﬁ, fouf found significant relationships between task
characteristics a@d satisfacfion. All four found that
task variety and task autbnomy were positively related to
' sétisfaction. Tables 18 and 19 show that some support for

these findings was found. in this study with respect to

Intrinsic Satisfaction. However, the only substantial
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agreement between the four studies cited and this study of N
- school system'personnel is with respect‘to Task Autonomy |
a;d Intr1ns1c/General Satlsfactlon relatlonshlps at/the ’

iadmlnlstratlve level.

\

SUMMARY

No substantial relatlonshlps were found between any
leader behav1or and task characterlstlcs factors. HoweverN
Leader Participative Behavior was found to be negatively
correlated with Role Conflict at the admlnlstratlve level.
Pindings also suggested that Leader Participative Behavior
'te;ds to‘be assocmated with reduced Role Ambiguity at the ’
administrative and clerical levels and with reduced Role
Conflict at the clerical level. Leader Achievement*_
Orlented Behav1or was, negatlve .y and substantlally
Ny "correlated w1th'Role Confllct at all levels as wellk as

Role Amblgulty at the admlnlstratlve level Some evidence
.'was also lound to 1nu1cate that Leader Dlrectlve Behav1or

- tends to be a33001ate§”w1th reduced Role Amblgulty at the'
";gyrofe531onal level. , These- flndlngs suggested that task -

R

yharacterlstlcs are related to technologlcal con51ﬂeratlons,

P

whereas role perceptlons are s001al in nature.

°

'-ir ‘ Substantlal negatlve correlatlon coeff1c1ents

between R@le Confllc gand all types of satlsfactlon were

RLPS
s

In

found at tﬁb1adm1n1§f§a 1Y§‘and profe551onal levels.

i



the three occupational leve)- were found. These
relationships were as expected.

No substantial relationships betweén Task Structure
and tyées of satisfaction were found. Some support was
fognd for hypotheses whiSH“predicted negative correla' .
coefficients between Task Repetitiveness and Intrinsic
Satisfaction at the g@ministrative, professionél and
Cleric?l occupational levels. 'ﬁypotheses which predicted

-

positive correlation coefficients betwees Task Autonomy and
-~
Intrinsic ‘Satisfaction, as well as General Satigfaction,

at the administrative level were supported.
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CHAPTER VIII
LEADER DIRECTIVE BEHAVIOR AND SATISFACTION

_-This chapter degls witn relationships found between
Leader,Directive Behavior and types of satisfaction of
subordirnates in a large urban school system.

llnva factor analysis of the responses to the Leader
Behavior Questionnaire (see Table 5, p.111), tﬁe third
factor<wh1ch emerged was labelled Leader Directive Behavior.
Hypotneses relating to associations with thls factor were
'de eloped for‘festlng in this ntudy Inltlally, product-
@men%~and5§art1al correlation coefflclentQ Jbetween Leade@
reé&i‘e Behav1or and the satlsfactﬁon of subordlnates at
selegdgd occupatlonal lexels aﬁ@ renorted,and dlscussed
xypctheses for Wthh thesé cgrrelatlgns are relevant are.
then examwned FolIOW1ng Epls'sectlon “hypotheses relating
Leader Dlrectlve Behav1or to satisfaction among groups of
respondents scoring. high and low on two measures of role

»

pereept’bns and three measures of task characteristics are

v

examlned The crlterla used for accepting or rejecting the
hypotheses under test were~developed'in,bhapter-lV.
" Finally, the findings reported and di-russed in this

chapter are related togthe Path-Goal i.cory of Leadership.

ka

5
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OCCUPATIONAL LEVELS

Product-Moment and Partial Correlation Coefficients

Tabl = 20 and 21 report the product-moment and
parfial correlation coefficients between Leader Directive
Behavior and types“of satisfaction found in this study.

A comparison of the correlation coefficients
reported in the two tables revealed substantial differences,
particularly at the clerical occupational level. These
differences reflected thé intercorrelations among ‘he three
leader behavior factors reported in Table 3 on »age 119.
When the influence Achievement-Qriente. 'articibative
Behavior was held constant, inconsequenfial differences '
between correlation coefficients became substantial
' (see Tables 20 and 21). For example, when administrative
and clerical levels were compared in Table 20, the
difference in the amount of variance in Intrinsic
Satisfaction accounted for by Leader Directive Behavior
was six percent. However, when Achievement-Oriented and
Participative Behavior were held éa%stanf, the difference
in the amount of vafiance accounted for was twenty-one
pérceﬁt. For this reason, partial correlation coefficients
“betweeh the,satisfaction'of subordinatesﬂand“Leader
Directive’Béh;vior were considered more meaningful than f#g

product-moment correla icon coefficients in investigating

3

the relevant predictions about these relationships.

,
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TABLE 20

PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN LEADER
DIRECTIVE BEHAVIOR AND SATISFACTION AT SELECTED
OCCUPATIONAL LEVELS (N=149)

Occupational Level

Type of '
Satisfaction Administrative Professional Clerical
(n=47) (n=36) (n=66)
Intrinsic .24 .01 .00
Extrinsic_ -.03 .03 -, 14
General 12 .00 -.05
).
o TABLE 21
. T e,
ﬁffﬂé?ézb ~ PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
R P '“1 DIRECTIVE BEHAVIOR AND SATISFACTION AT
s S SELECTED OCCUPATIONAL LEVELS (N=149)
Occupational Level
Type of A ’
Satisfaction Administrative Professional Clerical
(n=47) (n=36) (n=66)
Intrinsic .32 . Ok -732 33
.Extrinsic .20 .15 -.32 g
General S .27 .07 -.36

*Participative and Achievemént-Oriented Leader Behavior

held -constant. . -



Testing Hypotheses b.11, 4,12 and 4.21

The data relevant to these hypotheses are reported

in Table 21.

Hypothesis 4,11, Hypothesis 4,11 stated that:
\

Leader Directivé Behavior is negatively correlated with

Intrinsic Satisfaction, Extrinsic Satisfaction and

General Satisfaction at the clerical occupational level.

The predicted negative corrglation coefficients

were found, but only the correlation coefficierit between
Leader Directive Behavior and General Satisfaction
approached a substantial value (r = -.36). The correlation
coefficients between Leader Directive Behavior and Intrinsic
and Extrinsic Satisfaction were r = -.32 in bofh cases,
Since the General Satisfaction measure incorpbﬁ%f@d”ﬁhe'
intrinsic and extrinsic facets of satisfaction, an overall

assessment of the data suggested partial support for

" Hypothesis 4.11.

Hypothesis 4.12. Hypothesis 4,12 stated that:

Leader Directive Behavior is positively correlated with -
Intrinsic Satisfaction, Extrinsic Satisfaction and
General Satisfaction at the professional and
administrative occupat%gnal levels.

The predicted positiveArelationships were found, but

10 substantial correlation coefficients were reported.

Although some evidence of support for the hypothesis was

indicated at the a&ministrative level with. respect to

Intrinsic Satisfaction (r = .32), Hypothesis 4.12 was not
) .‘. - ': ¢ . .
supported by -the -data in Table 21. “
o ' L .

‘N

o



Hypothesis 4.21. Hypothesis 4.21 stated that:
The positive correlation between Leader Directive
Behavior and Intrinsic Satigfaction, Extrinsic
Satisfaction and General Satisfaction is highest at
the administrative level, -lower at the professional
level,lgmd‘lowest at the clerical level.

.The correlation coefficients were ordered as
predicted, and substantial differences between the
administrative and clerical levels with respect to the
three types of satisfaction were reporfed. When

administrative and clerical levels were compared, the

differences in the amount of variance in Intrinsic,

Extrinsic and General Satisfaction accounted for by Leader

Directiyg Behavior were twenty-one percent, fourteen
percent and eighteen percent respectively. However, the
correlation coefficients between Leader Directive Behavior
and Intrinsic, Extrinsic and General Satisfaction at the
clerical level Qere negative, not positive as predicted.
Nevertheless, the data reported in Table 21 supported

Hypothesis 4.21 on an overall basis.

-

7~\
by 4

ROLE PERCEPTIONS

To investigate hypotheses predicting relation%{fbs
between #he satisfaction of subordinates and Leader
:pirective Behavior'contingent upon subprdinates' role
-ﬁerqeptions, the respondents were divided into three
approximately equal groups, initially according to scores
on the Role Conflict Scale and then on the Role Ambiguity

Scale. Tﬁe numbers in the groups varied due to the need to

153
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avoid placing respondents with the same score in two
different groups. Partial correlation coefficients were
then caiculated and used to examine the predictions made .
The hypotheses did not make any predictions about the group
scoring in the medium range on the scales, but these

correlation coefficients are reported for comparative

'purboses. Tables 22 and 23 report the data for groups ~_

formed according to Role Conflict scores and Ro) - Ambiguity

scores respectively.

Testing Hypotheses .31 and 4.32

Hypothesis 4.31. Hypothesis 4.31 stated that:

A higher positive correlation between Leader Directive
Behavior and Intrinsic Satisfaction, Extrinsic
Satisfaction and General Satisfaction occurs in the
high Role Conflict personnel group than in the low Role-
Conflict personnel group.

The data in T#ble 22 show that the correlation *
coefficients are negative, contrary to the predictions made.-
Further, no substantial differences between high and low
scoring groups on the Role Conflict Scale were found. For\r
example, the cerrelation coefficients between Leader
Directive Behavior and Intrinsic Satlsfaction were r = —119
and r = -.25 for the high and low Role Conflict groups
respectively, therefore Hypothesis 4.31 was judged to bel
. o
not supported. Role Conflict did not appear to be

associated with the moderation of relationships betweenfthe

" satisfaction of subordinates-and Leader Directive Behavior.
FO. |

I
|

’ ' =
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TABLE

PARTIAL CORRELATION COEFFICIENT
BEHAVIOR AND SATISFAC
ROLE CONFLICT GR

22

S* BETWEEN LEADER DIRECTIVE
TION FOR DIFFERING
OUPS (N=149)

Role Conflict
Type of
Satisfaction High#*#* Mediums3** Low#*#
S (n=50) (n=52) (n=47)
Intrinsic -.19 -.26 -.25
Extrinsic . -. 24 .02 -. 35
General ~iﬁjZB "22, -.32

=

- *Participative .and Achlevement Or onted Leader Behav1or

held Oonstant

-

*¥*"High" scores were 31 47
"Low"* scores were 8-21.

"Medium®

- TABLE 23

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER DIRECTIVE

BEHAVIOR AND SATISFACTION

FOR DIFFERING

ROLE AMBIGUITY GROUPS (N=149)

Role,Ambiguity

Type of : .
Satisfaction High¥** Medium¥** Low*#
: (n=43) (n=61) (n=45)
Intrinsic -.13 -.36 -.27
Extrinsic .04 ~-.31 -.25
General -.08 " -.29

L]

*Participative and Achlevemenﬁﬁbriented Leader Behavior

held constant

**¥"High" scores were 19-34;
"Low" scores were 6-12.

"Medium"

scores were 22-30;

scores were 13-18;
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Hypothesis 4.32. Hypothesis 4.32 stated that:

A higher positive correlation between Leader Directive

» Behavior and Intrinsic Satisfaction, Extrinsic
Satisfactien and General Satisfaction occurs in the
high Role Ambiguity personnel group than in the low
Role Ambiguity personnel group.

Table 23 shows that the predicted poéitive
correlation coefficienté were not found. Further, no
substantial differences in the correlation coefficients
between the high and low scoring groups on the Role
Amgiguity Scale were fouhd. For example, the correlation
coefficients between Leader Directive Behavior and
Intfinsic éatisfaction were r = -.13 and r = -.27 for the
high and low Role Ambiguity gfoups respectively. Therefore
Hypothesis 4.32 was judged to be not supported. Role |
Ambiguity did not appear to be associated‘with the
moderation of relationships between Leader Directive
Behavior and subordinates' satisfaction.

Nevertheleés, Table 23 shows some evidence that
Role Ambiguity moderated fhe'felationships betwéen Leader
Directive Behavior and General Satisfaction. A substantial
level of general dissatisfaction_with Leader Directi&e
Behavior was fbdﬁﬁ in the medium scoring Role Ambiguity

group (r = -.,44), but this. relationship did not exist in

the high Role Ambiguity group (r = -.08).
TASK CHARACTERISTICS

To test hypotheses predicting relationships between

the satisfaction of subordinates and Leader Directive
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Behavior contingent upon task characteristics, respondents
were divided into groups in a similar fashion to that
described in -the Previous section. Iﬁitially, respondents
were divided according to scores on the Task Structure
Scale, then on fhe Task Repetitiveness Séalé, and finally

on the Task Autonomy Scale.

Testing Hypotheses 4.41, 4 42 and 4,43

Hypothesis 4.41. Hypothesis 4.41 stated that:

A higher positive correlation between Leader Directive
Behavior and Intrinsic Satisfaction, Extrinsic

tisfaction and General satisfaction occurs in the
lowTask Structure personnel group than in the high
Task Structure personnel group. : :

The data relevant to this hypothesis are contained

|

in Table 24,

o

The predicted positive correlation coefficients

were not found. Further, aifhough the predicted ordering
J

"of the correlation coefficients was found, the differences

between them were not substantial. For example, the
correlation coefficients between Leader Directive Behavior
and Intrinsic Satisfaction’were r= -,24 and r = -.05 for
the high and low Task Structure groups respectively.
Hypoﬁheggs 4.41 was therefore rejected. Task Structure
appeared not to be associated with méderatiéﬁ*of the
relationships between Leader Directive Behavior and thg

a2 v
satisfaction of school System persornnel.



in Table 25.

TABLE 24

PARTIAL CORRELATION COEFFICIENTS* BETWEF DER DIX
w BEHAVIOR AND SATISFACTION FOR IFFERING
TASK STRUCTURE GROUPS (N=

N

Task Structure

Type of -
Satisfaction High¥** Medium#** /" Low**
(n=49) (n=54) . (n=46)
1
. 4 \
Intrinsic -. 24 -.15 v . -.05
Extrinsic -.26 N -.08 . 14

General -.29 -.12 - -.01.

*ParticipatiVe and Achievement-Oriented Leader Behavior
held constant.

*¥#"High" scores were 18- -25; "Medium" scores were 14-17;
"Low" scores were 5- 13,
f\‘ - Ty

-y

Hypothesis 4.42. Hypothesis 4. 42 stated that: -

. A higher positive correlatio between Leader Directive
Behavior, and Intrinsic Satlsg&ctlon Extrinsic
Satisfaction and General Satlsfactlon occurs in the
low Task Repetitiveness bpersonnel group than in the
high Task Repetitiveness bersonnel group.

The data relevant to thls hypothe81s are reported )

The predlcted Positive correlation coefflclents
between Leader Directive Behav10r and the satisfaction of
subordlnates were found in the group scoring low on the Task

Repetltlveness Scale, but these correlation coefficients

were not substantial, The correlation coefficient between

Leader Directive Behavior and Extrinsic Satisfaction was

158
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TABLE 25

PARTIAL CORRELATION COEFFICIENTS* RBETWEEN LEADER DIRECTIVE
BEHAVIOR AND SATISFACTION FOR DIFFERING
TASK REPETITIVENESS GROUPS (N=149)

Task'Repetitiveness

Type of - ‘
Satisfaction High¥** Medium*#* Low#,
- (n=43) (n=60) . (n=46)
“Intrinsic -.37 ~.12 .00
Extrinsic - -, 47 : ‘ .03 : .22

General R -.12 _ .13

-

*Participative and Achievement-Oriented Leader Behavior
held constant. : '

'**"High" scores were 17-25; "Medium" scores were 12-16;
"Low" scores were 6-11.

highest (r = .22). In‘cdntrast,‘negative substantial
correlations were found between the satisfaction of

subordinates and Leader Directive Behavior in the high Task
nggtitiveneSs group. For example, the correlation

cogfficient between Leader Directive Behavior and Extrinsic v

Satisfaction was r = -.47. The amount of variance in

satisfactlion accounted for by Leader Directive Behavior

=
PO

- was subsféntially different between the high and low
scoring groupPs. The greatest difference between the groups
was found witﬁvrespect to the rélationship between-ieader

Directive Behavio; ahd ExtfihSic Satisféétibn (twenty-seven

' R g U 5 » ‘
percent). In additién,;thé correlation coefficients in
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Tablé@ZS were ordered as predicted. Therefore, although
negative;correlation coefficients were found, Hypothesis
4.42 was supported in the overéll sense. Task
Repetitiveness seemed to be éssociated with moderafion of
the relationshipsxﬁetWeen the satiéfaction of schdol system

personnel and Leader Direczéyg;Behavlor.

Hypothesis 4.43. Hypothesis 4.43 stated thatr

A higher positive:correlation between Leader Directive
Behavior and Intrinsic Satisfaction, Extrinsic
Satisfaction and “General Sa¥Ngfaction occurs in the

- high Task Autonomy personnel up than in the low

- Task Autonomy personnel group. '

“(\VJ . Table 26 contains the data required to examine

&= :

these predictions in theischool system.

TABLE\26

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER DIRECTEIVE
BEHAVIQR AND SATISFACTION FOR DIFFERING
TEE AUTONOMY  GROUPS (N=149)

- | _ : Task Attonomy
Type of . » | N
Satisfaction High*# Medium¥*#* . SLowk® 5
(n=50) (n=58) . (n=1)
Intrinsic o .22 . -.23 -.10 '
‘Extringic © .15 -.16 - A -.38
General .21 -.25 -.21

" *Participative and Achievement-Oriented Leader Behavior
held constant.

*¥vHigh scores were 21—25; "Medium" scores were 17—20;
ow" scores were 6-16. : . :
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' imableuﬁé shows that the predlcted positive
. .,- \v }) " \e& {:“
. ‘>p’ latlbnshlps between Leader Directive Behavior and

subbf@lnates satlsfactlon were fouhd in the group s@orlng

“, «\}.

hlghest on’the Task Autonomy. Scale but not in the low
scorlng group However. the positive correlation

o doéfficients were not substantial The highest correlation
ope{f1c1ent found was between Leader Directive Behav1or and

Intrmn51c batlsfactlon (r = .22). 1In contrast, a
substantial negati £ correlatlon coefficient was found

\\J_

petween the Extr1n81c Satlsfactlon of school system
personnel .and Leader Dlrectlve Behav1or in the low Task .
“Autonomy vroup Er = -,38). As predlcted the amount‘of
varrance 1§8nxtr1n51c Satlsfactlon accounted for %y Leader

Directive Behav1or was substantlally dlfferent between hlgh L

» B .
and low scorlng Task Autonomy groups (seventeen percent) &“-

‘o -4

No substantlal dlfferences were found between grbups w1th
respect to the other relatlonshlps between satlsfactlon and

ueader Dlrectlve Behav1or Taklng into consideration all
these data, 1nclud1ng the unetpected negﬁtlve correlation

coeff1c1ents. Hypothe51s 443 was Judged to _be supported

n —— — -

with respect—to the relatlonshlp between Leader Diredtive

“r

5Behav1or and Extr1ns1c Satlsfactton but not in other

el N . ]
2 : )

zrespects; _ v

) , DISCUSSION. OF THE FINDINGS . ;
o . -} |
¢ In this®section the findings resulting from
testing the hypotbeses_are-interpreted in terms of their

. ’ L e ' ' ST, e A
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Y
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“H

..

K
)

L

bl

4

‘ meanlng for school*sﬁ%tem personnel . The findings are also
. _. .. S

relaued gg Path Goal Theory of Léadershlp propositions

¥

regardlng leadgr directlveness

LI
' N

’ ‘f“~ ComparLsons of the findings in this chapter w1th
flndlngs from other'studles were dlfflcult to make because
leader behavior ;ghles were not exaotly equivalent, and
furthermore ~the1f1nd1ngs from a number of studle\ are not

cons1stent w1th ane another These p01nts are furtﬁer

dlscussed in the concludlng chapter

-

Interpretlng the Flndlngi

Hypotheses 4, 11, 4,12 and 4-21'Were.formulated to

test pre@mctlons that occupatlonal level is a53001ated w1th.

noderatlon of’the‘relatlonsh;ps between Leader Directive
Behaviorﬁand the satisfaction of subordinates.’ The data
repoTted in Tagae 21 show-that leader behavior
;.Chaéé%terized o¥¥frequent determihafion of,whatjand‘how
wor‘ shall be dong together;wifhvscheduling\ofvthe work

# angobserance of rules and regulations was generally

dissatisfying‘to clerical’stafff Clerical peré%nnel 1n

the school syé%em seemed to- regard such leader behav1or-as

LA

overly close superv151on Qiﬁowever behav1orrdlssatlsfy1ng
to clerlcal personnel, was not dlssatlsfylng or*Satlsfylng

to\admlnlstratlve and profe551onal personn@i:gg f_,:_l

[ <5
. .

Explanations «for the differences between R

L ’
i P

occupational levels regardiﬁgpthe'associatf%h of Lgaderf
Directive Behavior with subordinates"' satisfaction were

.-
¢

T

»

—
O~

o
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sought in the differing perceptions of role and task
characterlstlcs among school system persgnnel Tables 9

and 10 on pages 123 and 127 reported the exr;tence of a

Lﬁ
cbntlnuum\of perceptlons of, role and task ¢ aracterlstlcs.

wr 't e
Ho%ﬁver ‘Rgle Confllct and Role Amb1guity~did not appear\ - 8

' A ;
: Tl
td be ass001a+ed with moderatlon of the relatlonshlps

.@etWeen Lead. irective Behavior and the . satlsfactlon of .
" subordinatds (see Tables 22 and 23), but Task
Repetltlvenqss and Task. Autonomy seemed?%o be associated

. w1th moderatlon of théﬁe relatlonsgips (see Tables 25 and

26). Data tabulated 1n thls cg?';' suggesteg that the

as5001atlon of © cu tlonal lev' 'A'th moderation of the'
\Pa

relatlonshlps between the satlsfactlon of subordlnates and : T
t

Leader Dlrectlve Behav1orjw€g;;reflected in dlfferences
L3
ct

among personnel with respe o Task Repetltlveness énd' to'

ey

a lesser extent Task: Autonomy. h j :Fi". ' ‘} L *f@%ﬁ{
: The relatlonship moderated to the greatest extent

¥
was that between Leader‘Dlrectlve Behav1or and Extr1n51c

<«

NSatisfaetion. These’flndlngs mean that leader - 6&} ’ _
-4 R i —;‘t W . ) Ln, ‘.:—c;" " ..,£
{\dlrectlvenessu as,deschbed above, seemed to be- _.} . N -
: b P ot W '
o ._trsfylng t% (ersonnei in the school system p%;formmng " a

Al < 7

repetitlve tasks whlch regulred llttle 1ndependent

Judgment 1n performance

n‘,‘ 3 " - ,,\

Q‘dlssatlsfactlon relattng%to Leader D&réctlve Behavi
. .7 D .
_assocxated with thesﬁgy the superv1sor*handles h1S‘ e . Epu

femplovees, the competence .of the superv1sor pralse glven

éby t%e superVLSor the chances for. advancement pay and the' -
- ‘ﬁ,A_-,-'——-D}! -




Y

amount of work done, and the way that_the board pelicieé
are puf inte effect. However, dnder\Cpnditions of high
adtdnomy in'the performance of tasks5whfdh were not
repetitive, e)pssuons of dlssatlsfactlon were not-\
apparent. Under.these condltlops directive leadershlp,
. though not associated w1th expre§SLons of satlsfartlon,

., N

seemed to be tolerated in the. school system. \\\

v An 1nd1catlon that Task Repefltlveness and labk s
Autonomy, but not. Task Structure, ‘wers" the most important N
task characterlstlcs was: found 1n an_ 1nvest1gatlon of the
a55001at10n of task characterlstlcs w1th subordinate

9 ;

satlsfactlon Some correlatlon coeff1c1ents of substantlal

R

@
magnltude were found be tweew. subordlnates sqxlsfactlon and

measures of Task Repetltlveness aQ‘Well as Task Antgnqmy

p 343)& These flndlngs appeared to be Beflected in the” "

relatlonshlps between Leaderlﬁﬁkeqtlve BehaVLOr#hnd 4 o
9 R % s ot

subordlnates satls‘actlo&'dlspussed in the prev1ous s &
ara ra h S Py ) 8] -“"v .“. ) ' A..: . ER - ‘
P g 1P _ L .&w‘ L L
No substantlal nggatlonsh1g$ w&ge fqund between
« -
Leader Dlrectlve Behav1or and task chara%terlstlcs factors .. . ¥

(see Table 13, 3’136) ; However Task Repetltlveness,J

Task Autod%my were a53001ated ith modeagtlon .of the

relatlonshlps betwben éader ctlve Behav1or and

(
i

Extrln51c Satlsfactlon 1n partlcular " Therefore, these

task characterlstlcs seemed to be 1nd1rectly as3001ated

. - :Q



W

‘directiveness has.a negative.correlation with the

' wnegatlve\correlatlon coefficients vredicted by«the Theory

Lv1ewed as redundant. Although 1ncreased”leader ) l._

. 1974:33) ‘asserts that the more dissatisfying the task, the

165
i

. S
with leader directiveness. A

Relating the Findings to Path-Goal Theory R
According to House and Mitchell (1974:90), %the

Path—Goal'Theorx'of Leadership states that leader

! 4

hsatisfaction'ofgshbordinates éngaged in clear tasks. The

MR

% *

““were found at th& clerical level :nd among subordlnates

Y

performing repetltlous tasks. - negatlvaarelatlonsh"u;
with Extrinsic Satisfaction w ilso found among _ .
subordlnates with llttle autc ,my 1n the performance of o

tasks In these CTrcumstances the expectatlon that leader
dlrectlveness would be Viewed as unnecessarily close

superv1s1on seeme8 well founded Attempts at further
4

-Jclarlflcatlon of paths to des1red goals appeaned to be -

-.,“

d: rect;veness,may 1ncrease performance by preventﬁmg\‘ gk ’

Amallhgerlng, acQordlng to Housevand Mltchell (19?ﬁ 88)0 it‘}" -

Wlll a%go result in 1ncreased dlssatlsfactlon As could be

iw

. 8.
predlcted fro he Theory, dfssatlsfactlon was most closely

‘assoclated wltH extr;n51c satlsfacthn facets such as

prais%‘for d01ng a good 3Q§? the competénce of the . e

supervisor .and the way th& superv1sor handles _his’

;employees, 51nce these facets cléarly relate to the 1eader.

*
In addltlon( Path—&oal Theqax (House and'Dessler,

i

"fnv 3
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o,

'-satisfaction and Leader Directive Behav1or

'iAutonomy were: found as the Path Goal Tﬁeory would pregict

"but the correlation coeff1c1énts Were not substantial.

AN

e
N

more subordinates will resent leader behavior dirécted at
enforcing compliance to rules and procedures. Personnel

in the school system expressed dissatisfaction with the

_Task Repetitiveness on facets b?xintrinsic Satisfaction

(see Table 18 on p.143) . Therefore, following the

reasoning in the statement of the Theory, dissatisfaction

1

with Leader Directive Behavior could have been expected

v - .

among subjects engaged in repetitious tasks. The findings
v

in this study suggested these expectations were borne out,

?31nce Task Repetitiveness was found to be associated with

moderation of the relationships between all types of

>
9. §

The Theory also predicts, according to House and

LW

Mitchell (19?4 90), that leader directiveness has a

VR

‘pos1t1vemcorre%%ﬁion with satisfaction of subordinates
3 _ '

engaged in ambiguous tasks. Positive relationships between
all types of satisfaction and Leader Directive Behav1or at
:&ﬁﬁ profess1onal levels, and under

PR B

conditions of low\Tagk Repetitiveness anqihigh gﬁﬁk%~

the administratrﬁé

A

Therefore these data were not supportive of the Path-Geoal - .

N

Theory. This conclu51on is further discussed in the:

(
concluding chapter where it is cons1dered in conJungtion w1th

‘ ..
findings regarding r&ﬂﬁtionships between Leader Achievement-

) * . . ! - )
Oriented Behavior*and the satisfaction of subordinates.
- : S +
when all the findings discussed in th¥s chapter

= . - . N

~

.
. . ¢

-
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 conditions of low Task RepetitivenesS'end Task Stru:}ufe.

- hlgh Task Autonomy,\Role Confllct and\§o,.

167

were taken into account, the overall-conclusion was that

those aépects of the Path-Goal Theory dealing with

relatlonbhlps‘beﬁyeenfgeader directiveness and

subordinates’ satlsfagtlon were supported by data obtained

el

Pd
from school system personnel. The Theory predictions

seemed to be appllcable in the large urban school system~

s

selected for this study

" SUMMARY ¥

. ‘1 . .
oL - ﬁﬁ ‘ )
IAlthough predictions were made tha%¥ Leader ‘.

Directive¢3ehavior is positively correlated with the

-satrsfaction of subordinates engaged in ambiguous tasks,‘ho

substantial positive correlation coefficients were found at -
* . J" v .

the administrative or' professional levels or .under

AR

X

Furthermore, no substantlal%9051t1v%”correlatlon
g 5 Ny

coeff1c1ents between Leader Directive Behav1or and the

satlsfactlon of subordlnates were found under condltlons of
o

‘“mblgulty, but‘

several Substantlai negatlve correlation: COefflclentaﬁﬁgﬁﬁu
'ib‘ ; % '
found, as pred;cted. Leader Dlrectlve‘Behav1or was -

9 . -

substantially and negatively correlated with Genera. -

. Sathsfaction at the clerical level. No evidence was found

that Role Conflict and Ambiguity.or.Taek Structure.-“
moderated relationships betyeen Leader Directive Behavior

and subordinates' satisfaction, but Task Repeti‘tiveness and

Task Autonomy was assodiajed with mederation of these
. .- LA k. __w N .

. Ay . \

- Lo
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0

relationships.

Substantial levels of dissatisfaction with Leader

/
Directive Behavior were found among school system

- bersonnel engaged in repetitious tasks. In addition, a
N ' - }

substantial negative relationship with Extrinsic
Satisfaction was found among subordinates with little
autonomy in the performance of tasks; in.CGﬁ'faST,

QQSsatisfactioh with.Leader Directive Beha r wa: ..ot

f
}

apparent among subordlnates with hlgh Task batorony and low

Task Rg%etltlveness s e i A

These findings were examlned 1n the l;ght”of “
W ;‘

Path Goal Leadership Taﬁpry predictions, The Judgment was

made that Path4§oal Theory hypotheses w1th respeet to

9

Leader Elrectlve Behav1or were éupported on the whole Qy

the data. Path- Goal Theory predlctyohs with. respectato

‘.-'

Leader D%rectl

v1or applled in the’ large urban
\,}x Lo T .
for this~ study -

school syste‘ S T
- ; " q‘s L33 I -‘5, R ';‘ m . ‘ \! Lo
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g | CHAPTER IX

";leEqug‘PARTICIPATIVE'BEHAVIOR AND SATISFACTION

b3 M N \ L
\?ﬁrlthhe chapter, the ass001ation of Leadeg -

o

S
‘&%ﬁﬁgéipative BehaVior With the satisfaction of

s*b
d§estigated.

~ & . B . -

An obligue faétor solution of responses to‘the

1nates in a-large urban school syq‘em is

vt
. X . . . B
Leader. Behavior Questionnaire resulted in the emergence of T
\ K

header Participative Behavior as the first faotor (see
Table 5 on p.111). Several of the items taken from the
Supportive Leadership Scale together with all of the 1tems
from the Part101@ative Leadership Scale (HodSe and Dessler
1974:43) loaded high on this factor. Hypotheses regarding
the relationship between Leader Participative“Eehaviorf?hd
types of satisfaction are tested in this chagter .using a

2 o Lx . §V * )

- leadership scale developed around the loam

twenty—two leader behavior items on, Factorflzue:the basis
foE}data analysis (see Chapter V). The criteria used for
accepting or reJecting the hypotheses under test were
formulated in Chapter IV

Initially product- momént ‘and partial correlation

u - J

coeffioients between Leader Participative Behavior and.

‘.u—l}v- ;'5
types of satisfaction at selected occupational levels are
@ 1\3, .
reported and\diSCussed Hypotheses for which these G

correlation coefficients are re f;ant are then tested. -

-
.

—



170

Following this section, hypotheses relatlng Leader
Partiolpatlve Behav1or to satisfaction among groups of
respondents scoring high and low on two measures of role
berceptions and three measures of task characteristics are
tested, FinallyﬁYthe findings reported and discussed in
this chapter are examined in the light of Path-Goal Theory

of Leadership predictions,
OCCUPATIONAL LEVELS

Product-Moment and Partial Correlation Coefficientsi\i9

The product-moment and partial correldtion A .
coefficients between Leader Participative‘Behavior and
'types of satisfaction are reported in Tables 27 and 28
respectlvely When the influence of Dlrectlve and
thlevement Oriented Behaviors were held constant several =
1noonsequent1al correlatlon*ooefflolents reported in

- \l

,‘Table 27 became substantlal For example, the product-~

-

moment correlatﬁon coefflclent between Leader. Partlolpatlve £G
Behav1or andafxtnlns1c Satisfaction at the professional = = * g}
level was r = ,23, whereas ‘the corresponding partial |
correlation coefflclent was r = ,69, Dlrectlve'and

) I'd
thlevement Orlented Behav1or masked the substantial

relatlonshlps between Part1c1pat1ve Behavigr and types of
satlsfactlon.. The dlfferences between\product moment and

partial correlatlon coefficients ‘were attrlbuted to the
\ [
1ntercorrelatlons between the tHree leader behavior factors.

! N

reported in Eable 8 on page 119 : Partlallcorrelatlon?

s ~
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TABLE 27'

PRODUCT—MOMENT'CORRELATION COEFFICIENTS BETWEEN LEADER
PARTICIPATIVE BEHAVIOR AND "'SATISFACTION AT
SELECTED OCCUPATIONAL LEVELS (N=149)

2 - S
LI -. ;‘.{ .
. Cewin Occupational Level A
Type of 35 'tg':;.—- . ' . | x i
Satisfaction - Ag LS trative Professional Clerical
o WA Tn=47) (n=36) (n=66)
Intrinsic .. .28 .07 A3
'S
, Extrinsic 48 . W23 ° .23
General ' .38 .17 a2
' A2 ¢ N ’
[Loe :
‘ TABLE 28

PARTIAL CORRETATION COEFFICIENTS* BETWEEN LEADER
PARTICIPATIVE BEHAVIOR AND SATISFACTION AT :

. ‘ SELECTED CCCUPATIONAL.LEVELS (N=1Q9) ~
' ' Occupational Leve ﬁkz‘ W e,
. . r's . R
- Type of . o el
Satisfaction "Administrative Professional ‘Clerical
- (n=b7) . (n=36) (n=£6)
Intrinsic 4o o .25 . .51
Extrinsic .78 . ' 69 .65
General - .57 f*/ - \l?& 76Q’ ﬁfﬁ‘?;caf%
* < ‘ -  .,» ) N \\ . <
*Directive Behaviér and AchieveménthFiented Leader
Behavior held constayt. ﬂi‘ ) o ,
- ., ~
_\ T - ) s N /‘l 2

~7 .
A S T

a ) . - .-
. . ,
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Testing HypotHeses 6.11 and 6&.21

Hypothesis 6 1 prgthesis 6.11 stated that: - -
2 ’:( 7 *

Leader Partlclpatﬁw% BéﬁhV1or is positively correlated
with Intrinsic Sat1sfao¢1on Extrinsic Satisfaction and
General ;itlsfactlon at the administrative,

profeséi al and clerical occupational levels,

’ Tne“data in Table 28 show that the predicted
positive correlation coefficients were found in the sohool
system under study. ane correlation coefficient between,
Leader Participative Se-havior and Intrinsic Satisfaction A
at the professional level (r = .25) was not substantialv

‘but all. otggr correlatlon coefflclents were - of substantlal .
value., * An overall assessment of the data, therefore, leads ) O
to the judgment that the data are'supportive of |
Hypothesis 6.11. |

L Two substantlal dlfferenpes between the clerlcal

’Q\ 5 u.
- oocupatlonal level™ and the other two levels were dlcated

in the data reported ln Table 28, First, the amount of

varlanoe in Intr1n51c Satlsfactlon accounted for by Leader:

- -«

‘ PartlclpatEWQ Behavior was. substintlally greater at the ' e

-(

clerical level (twenty six percent) than at the

professional level (s1x percent) : Second the amount of : Ll

lvarlance rn Extr1n51c Satlsfactlon accounteda§or by Leader

Participative Behav1or was . substantlally greater at the . “ !
\ 4 . s b
t admlnls¢rat1ve level (s1xty one percent) than at the
K‘Lo

clerlcar leVél (forty—two percent). Tnese findings are

g1

- fursher discussed iaA the last seotion of 4£his chapter.



- held constant.

Hypothesis 6.21. Hypothesis 6.21 stated;that:
Within the clerical occupational level, a higher
w, Positive correlation between Leader Participative
Behavior and Intrinsic Satisfaction, Extrinsic.
Satisfaction and General Satisfaction occurs in the
high Role Ambiguity personnel group than in the low
Role Ambiguity personnel group. )
R To test qhis hypothesis six@zzfix respondenfs
comprising the clerical occupational group were divided
‘into two approximately equal groups. One group scored
14-34 on the Role Ambiguity Scale and the othsr éfbup
scoredié—lZ. Six respondents scoring 13 were excludéd from

the twéggroups. Partial correlation ¢coefficients between

Leaderﬁ%articipative Behavior and types of satisfaction

were gn calculated and reported in Table 29. ' _ w-
g / | )
* = | T
%5 . : TABLE 29 ,
&' PARTIAL CORREIATION COEFFICIENTS* BETWEEN LEADER L hd
- w .~  PARTICIPATIVE BEHAVIOR AND SATISFACTION -
L ATNTHE CLERICAL LEVEL FOR DIFFERING = . . o
ROLE-AMBIGUITY GROUPS (n=66) S
oEm . Role Afbiguity . )
_ - . .
Type of 3 N
Satisfaction High#*#* Low#*#* -
' o (n=29) = ., (n=31)
‘ ! 4 s I - , .
Intrinsic T 46 - .53
Extrinsic : .68 » .63
General . ' | .61, :v N .65

~.

*Directive and Achievement-Oriented Leader Behavior
¢ - S "o
N » . 4 . : .
*¥*"High" scores were 1&—3@;, "Low" scores were 6-12._ s

. o s -

o5
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a

. . : , e
The data in Table 29 show no support for
Hypothesis 6.21. Leader Participative Behavior was

positively and substantially related to all types of

) . A
satisfaction of subordinates irrespective}ofytheir
perceptions of Role Ambiguity. -In the school. 5ystem Role
A - . : . e
Ambiguity was not associated with moderatlon of the
* relationships between Leader Partlclpatlve Behavior and the
Lae sat%sfactlon of clerlcal personnel.
G ~ - . 9 -y
~ B VF'J »
- ROLE PERCEPTIONS .
, ‘ ‘
In thls study hypotheses were - formulated‘to
N 'unvestlgate the‘&gsocy&tlon of rﬁle perceptlons w1th thg )
‘moderatlon of relationshlps between Leader Part1c1pat1ve; .::ffﬁ
'_Behav1or and ‘the saf?@factwon of subordlnatES. ‘%o test . v
- ﬁb ‘ -"
; these hypotheses the 149 respondents were divided in the';
manner descrlbed in the se,tlon corresponﬁlng to thls
J”sectlon in Chapter VIII
. :.5«:- . W fu

Testlng Hypotheses 6. 31 and 6'32&3 U Lt -

The data relevant to Hypotheses 6 31 anda% 32 are

b reported in Tablis 30 and 31 respectlvely

¥ PR

Hypothes1s 6 31 stated that

PR e B correlation betweea Leader,' .
ﬂ% jPartlmlpatl Béh@v1or and Intrinsic Satisfaction, . . -
. ¥  Extrinsic Satisfaction-and General, Satisfaction oceéurs
" in the high Role Conflict personnel group than in the .
low Role Conflict personnel group - o
"'(7 o No supstantlal dlfferences were fouhd between hlgh
. Pl ;
and low Role Confllct groups with respect to relatlonshlps_

| - — R
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TABLE 30

PARTIAL cor 'N COEFFICIENTS* BETWEEN LEADER
PARTICIF.i . VI LL.HAVIOR AND SATISFACTION FOR
DIFFERING ROLE,CONFLICT GROUPS (N=149)

Role Conflict

' Type of

Satisfaction High#¥* . Medium#** Low#*#
(n=50) (n=52) (n=47)

Intrinsic © 20 .33 .60

Extrinsic . 58 .68 . .67

General - 41 .53 S

*Directive and Achievemgnt—Oriented.Leader Behavior
held constant.

*EOHIgh" séores were 31-47; "Medium" scores were 22-30;
"Low" scores were 8-21.
TABLE 31
PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER

PARTICIPATIVE BEHAVIOR AND SATISFACTION FOR
DIFFERING ROLE AMBIGUITY GROUPS (N=149)

Role Ambiguity

Type of - -
Satisfaction High¥** : Medium®** Low¥#
(n=43) (n=61) (n=Ls)
Intrinsic . 4o .34 Ll
Extfinsic : .68 4 ' .62 .63
General . 54 o . 59 .58

*Directive and Achievement-Oriented Leader Behavior
held constant.

¥*¥"High" scores were 19-34; "Medium" scores were 13-18;
"Low" scores were 6-12.
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between Leader Participative Behavior and Extrinsic
Satisfaction. The correlation coefficientg in the.high and
loQ Role Conflict groups were r = .58 and r = .67
respectively. The data in Table 30 also show that Leader
Participative Behavior was positively and substantially
correlated with Intrinsic Satisfaction in the low Role
Conflict group (r = .60), but not in the high RolevConflict
group (r = ,20). This findiné was the opposite of.the

preédicted relationships.

Hypothesis 6.32. Hypothesis 6.32 stated that:

, A higher positive correlation between Leader

s Participative Behavior and Intrinsic Satisfaction,
Extrinsic Satisfaction and General Satisfaction occurs
in the high Role Ambiguity personnel group than in the

low Role Ambiguity personnel group.

Table 31 shows that althgugh the relationships wiii
positive as predicted, no sﬁbstahtial differences existed
between high and low Role Ambiguity personnel groups on
any of the satisfaction faétofé. For example, the

correlation coefficients between Leader Participative

Behavior and Extrinsic Satisfaction in the high and low

Role Ambiguity groups were r = .68 and r = .63 respectively.

Hypothesis 6.32 was judged, therefore, as not supported by

the data obtained from respondents in the school system,

TASK CHARACTERISTICS

Inlordef to test hypotheses predicting that task

characteristics were associated with moderation of the

1

~J
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’reléfidnships between Leader Participative Behavior and
_types bf satisfaction of“subordinates school system
person;el were lelded into three approx1maﬁely equal
groupsvacgonding to scores on three task characteristics
‘scales. This procedure was described in the section
corresépnding Ep this section-in Ghapter VIII.

Testing Hypotheses 6.41, 6.42 and 6.43

v

Hypothesis 6.41. Hypothesis 6.41 stated that:

A higher p051t1ve correlation between Leader -
Participative ‘Behavior and Intrinsic Satisfaction,
Extrinsic Satisfaction and General Satisfaction occurs
in the low Task Structure personnel group than in the
high Task Structure personnel group.
The data relevant to this hypothesis are reported
: . . ¢ :
1n Table 32. The predicted positive correlation
/ ' ,
coefficients between Leader Participative Behavior®and all

4
types of satisfaction factors were found. However, no

substantial differences were found in the association of

' Leader.Participative Behavior with Extrinsic Satisfaction
under varying Task Structure conditions.. The correlation
coefficients between Leader Participative Behavi&r and
‘Extrinsic Satisfaction for high and low Task Structuré
groups were r = .60 and r = .67 respectively. The
correlation between Leadef Participati?e Behavior and
Intrinsic Satisfaction was substantial for subordinates .
erigaged in structured tasks (r = .53) but not for

subordinates working on relatively unstructured tasks

(r = .23). Th: finding was opposite to that predicted in



\ TABLE 32

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
PARTICIPATIVF BEHAVIOR AND SATISFACTION FOR
DIFFERING TASK STRUCTURE GROUPS (N=149)

Task Structure

Type of
Satisfaction High#*#* Medium?** Low#**
(n=49) (n=54) (n=46)
Intrinsic .53 ' .37 .23
ExtrinéiC' .60 ' , 68 .67
General .63 .55 ‘ L4g

*Directive and Achievement-Oriented Leader Behavior
held constant.

¥*"High" scores were 18-25; "Medium" scores were 14-17;
"Low" scores were 5-13. '

o

predicted in Hypothesis 6.41. Overall assessment of these
school system data leads to the conclusion that Hypothesis

6.41 was not supported.

Hypothesis 6.42. Hypothesis 6.42 stated that:

A higher positive correlation between Leader
Participative Behavior and Intrinsic Satisfaction,
Extrinsic Satisfaction and General Satisfaction cccurs
in the low Task Repetitiveness personnel group than in
the high Task Repetitiveness personnel group.

The data relevant to this hypothesis are reported
in Table‘33. The predicted positive corre;ation
vcoéfficients/between Leader Participative Behavior and
types bf satisfaction were found. Howe&er, no substantial -

t

. 1
differences were found between the correlation of Leader

“™
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TABLE 33

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
PARTICIPATIVE BEHAVIOR AND SATISFACTION
FOR . DIFFERING TASK REPETITIVENESS
GROUPS (N=149)

Task Repetitivercas

Type of /ﬂ"
Satisfaction Highs#s# Medium#*#* Low##
(n=43) ‘ (n=60) (n=46)
Intrinsic .59 .37 - .33
Extrinsic ‘Q- .64 .69 .73 ‘

General .67 : .60 . 59

<

*Directive ana“kehievement—Oriented Lezder Behavior
held constant.

*#*"High" scores were 17-25; "Medium" scores were 12-16;
"Low" scores were 6-11.

Partiéipative Behavior with Extrinsic Satisfaction among
vsubordinates engaged in repgtitiods taéks and’ those
performing relatively varied tasks. The correlation
coefficients between Leéder Participative Behavior and
Extrinsic Satisfaction for high and low Task Repetitiveness
groups were r = ,6& and r = .73 respectively. Furthermore,
a substantial positive correlation between Leéder )
Participative Behavior and Intrinsic Satisfaétion was found

among subordinates ‘engaged in repetitious tasks (r = .59)

but not those engaged in more varied tasks (r = .33)7 This
finding was opposite to that predicted in Hypothesis

6.42. Hypothesis 6.4p was Jjudged, .therefore, as not
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supported by the data, ' .

N Hypothesis 6.43. Hypothesis 6.43 stated that:

N

A higher positive correlation betwcen Leader
Participative Behavior and Intrinsic Saticfaction,
Extrinsic Satisf -tion and General Saticfaction occurs
1n the high Task Autonomy personnel group than in the
low Task Autonomy personnel group.

The data relevant to fhis hypothesis &re reported

in Table 34,

7

TABLE 34

PARTIAL CORRELATION COEFFICIENTS* BETWFEN LEADER
PARTICIPATIVE BEHAVIOR AND SATISFACTION FOR
DIFFERING TASK AUTONOMY GROUPS (N=149)

5

Task Autonomy \

\.
Type of ,
Satisfaction Highsts Mediums*#* Low*#
(n=50) . (n=48) _ : (n=41)
- Intrinsic ° .31 .55 o T, 24
Extrinsic .59 - .76 .56
General ' .53 .70 }Ni

*Directive and Achievement—Ofiented Leader Behavior
held constant,

’I**"High" scores were 21425; "Medium" scores were 17-203
"Low" scores were 6-16,

Table 34_shows that the expected positive
correlation coefficient$_between Leader Participative
Behavior and the three satisfaction factors were found.

However, with regarfi to these relationships, there was no
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substantial differqnce between the high and low Ta;k
Autonomy groups. Fof example, the correclation coefficients
between Leader Participative Behavior ard Extrinsic
Satisfaction for high and low Task Autonomy groups were
;r = ,59 and r = .56 resbectively. Therefore Hypothesis
6. 43 was not supporteq by. these déta. |

Deséitenthis judgment, which was made. on the basis
~of a comparison of high and low Task Auténomy groups, the
data in Table 34 indicate that Task Autonom& appears to Dbe

p
associated’/with moderation of the relationships between

Leader articlpative Beﬁavior ana\types of satisfaction.
\

Leader Par-icipative Behavior had %\subétantially higher

positive correlation with both Intrinsic and Extrinsic

Satisfaction in the medium Task Autonomy group (r = .55 and

r = .76 respectively) than in the loszask'Autonomy group

3

(r = .24 and r = .56 Tespectively).

DISCUSSION OF THE FINDINGS

! \
A

The discussion of the findings regbrted in this

chapter is divided into\two parts. First, {the findings

‘ \ . A \ .
derived from hypothesis 'testing are interpreted 1n terms of

their meaning for school\System personnel, %nd then the

‘findings are discussed in the light of PathJGoal Theory

predictions.
" As indicated in Chapter VII, comparisons between
findings in this s%tudy and other studies are maQe in the

concluding chapter.

181



A N
|

Interpreting the Findings'

The first maikr point to emerge fron these f ndings
was that Leader Partljlpatlve Behav1or was SubStantlally
and positlvely correlﬂted with Extrinsic Satisfaction- in

all groups of | school system personnel investigAted in this

" study. Consultation with subordinates befoYp taking action

and the establishment bf such relations witd subordinates

that consultation is alllowed to occur easily, was sgtisfying

to éubordinates. Satisffaction was most cleArly eviQént in

expréssed feelings aBout the way board poli®i=¢ are put
\ \

“into practlce, pay dnd phe amount of work dQne, changes for

;\advancement praise for‘d01ng a good job, the way the

\
superv1sor hangles his men and in the competernce of the

superv1sor in maklng de isions.

The assoc1atlon of Leader Part1c1paC1Je Behav10r

x‘Wlth Extr1n51c Satlsfactlon was positive and subgtantial

\1rrespect;ve of pgrceptl‘ns of Role Conflict and Role

\ R | . . A
. Ambiguity, or the&task characteristics, Task ReRetitiveness

‘ Lo
and Task Structurek " Thes
Participative Beha&igr was so satisfying to subOrdinates
‘ {
that Role Conflict\and Ambiguity, and Task Repetitiveness

and Structure made littlegdifference to the_ielationships

‘ |
i \ f
: |

Satisfaction. B

between Leader Participative Behavior and Eflirinsic

Although Leader Pafticipative Behavir was
positively and substantially correlated with Extrinsic

Satisfaction, an'important'difference noted Ma s fhat
!

findings suggested that Leader . )

18.
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Participative Behavior was more satisfying to administrative
personnel than to clerical personnel (see Tab;e 28). The -
data in Table 34 suggested that this difference may
possibl& be reflected in differing perceptions of Task
Autonomy. In Table 10 on page 127, the occupational levels
were shown to be ordered from high ‘o low as professional,
administrative and clerical according to mean scores on
‘Task Autonomy. This finding suggested the medium Task
Autonomy group in Tabie 34 comprised a majority of
administrative pérsonnel and the low Task Autonoéomy group
comprised largely clerical personnel. Therefore, the
substantial difference between the medium Task Autonomy
group ahd theAlow Task Autonomy group may have accounted
for the substantial difference between the administrative
level and the clerical le;Zl with respect to the
relationship between Leader Participative Behavior and
Extrinsic Satisfaction. |

The second major point to emerge from thesé
figdings was that Leader Participative Behavior was .
substantiélly and positively correlated with Intrinsic
Satisfaction at the clerical and administrative
occupational levels, as wéll as under éond;ﬁions of low
"Role Conflict, and high Task Structure an&;RepetitiveneSs;
but not among professional. persohnel or underbcoﬁditions of
r-high Role Conflict, and low Task Structure and

Repetitiveness. Role Conflict, Task Sfructure, Task

Repetiﬁiveness and occupational level were assocliated with

(



moderatlon of the ‘relationship between ILeader Part1c1pat1ve
Behav1or and Intrinsic Satisfaction among school system
personnel.,

The incbnsequential norrelation between Leader
Pafticipative Behavior and Intrinsic Satisfaction at the
pro%essional level was reflected in a comment made by a
Psychologist respondent: "He doesn't bother me and I don't
bother him because we both respect each o@her's need to be
”let alone in order to do our work. When I need to inform
him of items which I feel he should know, when I need his

counsel, or when he needs to inform me re current events,.
i

. N /\7
we arrange to see each other." The insubstantial “

relatidnship between Leader Participative BehavioJ;;nd
Intrinsic Satisfaction may be“accoﬁnted for by suggesting
that satisfaction is not depéndent on consultation with
leaders but comés from other sources. The‘challenging

nature "of the task, as well as high Task Autonomy as

indicated in Table 10 Bn page 127, when considered together

with the reported comment above, suggested less need for
consultati&e leadership among proféssional personnel,

The positive substantial correlation befween Leader
Participative Behavior and Intrinsic Satisfaction at the
clerical level, and fo a lesser extent at the administrative
level, seemed to be.reflected inlpérceptions of Role <5
Conflict. Participative Behavior was substan%ially and {

negatively correlated with Role Conflict at the clerigal

and administrative levels but not at the professional level

184



(see Table 12, p.134), Therefore, Participative Behavior
ma;\be intrinSically satisfying to school system personﬁel
to t%e extent that such leader behavior reduces Role
Conflict The sources of Role Conflict among school system
perscuue%r(see Chapter VI) were different standards of
evaluaticn applied to subordinates' work by superordinates
and different expectations‘resulting from membership in T
several work groups. However> Leader Participativa .i:Jd
BehaVior seemed to reduce these conflicts, and therefoge
the work was more satisfying to subordinates. G iﬁ\g
The positive substantial correlation between Leader
Participative Behavior and Intrinsic Satisfaction found at
the clerical level, but not at the professional level also
seemed to be reflected in perceptions of Task Structure and
Task Repetitiveness. Table 10 on page 127 indicated that
clerical personnel perceived tasks to be substantially
more structured and repetitive than other personnel,
Moreover, the data in Tables 32 and 33 show that those
‘subordinates engaged in structured and repetitlve tasks
were substantially more intrinSically satisfied with
Participative Behav1or than dthers engaged in- unstructured
and varied tasks. Therefore, the conclusion was drawn that
Leader Participative Behavior is a source of Intrinsic

Satisfaction for clerical personnel and others engaged in

structured, repetitive tasks,

185
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” . M 4
Relating the Findings to Path-Goal Theory

"The findings reported and discussed in‘this.chapter
provided some support for Path-Goal Théory propositions,
but on the whole, the flndlngs were not supportlve | House,
and Dessler (1974, 42) state that participative leadership
i conceLved of as a nondlrectlve rorm of role-clarifying
behavior analogous to insfrumental leadefship. An
1llustrative example cited was that the relationship
between participative leadership and satisfaction would be
expected to increase as task structure decreases.
Similarly, fhe relationship would be expegcted to increasé
" as task aubogomygincreases. ’ !
'Partiél,support for this proposition'was«indicated

\—ﬂ

since the p081t1ve correlatlon between Leader Partlclpatlve
Behav1or ‘and Extrinsic Satlsfactlon was substantially
greater at the administrative level than at the clerical

level. As suggested in the previous section, this finding

- r
. i

may be assoclated with differehceé in TaskvAutonomy
between the two occupational levels.

However, the Path-Goal Theory propositions were not
supported with respect to the moderating effects of Role
Ambiguity and Conflict, as well as Task Strﬁctﬁre and
Repetitiveness on the relationships betwee Lez-er
Participative Behavior and Extrinsic Satisfaction.v
Moreover, Role Cohflict, Task Structure and Task
Repetitiveness weré associated with moderation of the

relationships between Leader Participgtive Behavior and



: ‘ >
Intrinsic Satisfaction in_a way opposite to that predicted,

as described in the Previous section. For these reasons,
tne view of participative leadership as clarifying goals
and paths to goals was not supported by‘the findings
eported in this chapter. o

A. possible explanation for the findings with
respéot to the relationships between LeaderlParticipafive
Behavior and Intrinsic Satisfaction may be found in
statements made about the Path-Goal Theory-propositions.
~House and Mitchell (1974:88) propose that: ‘

it is possible for the subordinate to receive

the necessary cues to do the job and the needed rewards

for satisfaction from sources other than the leader,
for example, coworkers. in the primary work group.

In these circumstances the association of Leader
Participative Behavior with Intrinsic Satisfaction will be
related to deficiencies in the work environment with

.respectuto rewards needed for intrinsic, that is, self- or

task-mediated satisfaction. In the school system, the work

environment may be deficient in rewards needed for the
satisfaction of clerioal personnel and otners engaged in
repetitive, structured tasks, and therefore Leader
Participative Behavior was an important source of intrinsic
satisfaction. However, the work environment aopeared not

- to be deficient in rewards needed for the intiinsic

satisfaction of professional bPersonnel who are éngaged in
variéd, unstructured tasks, and therefore Leader
(/?articipative Behavior seemed to be irrelevant. This

interpretation, which is consistent with Path-Goal Thaory“

“

Isy

AN
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propositions relating tb Consideration Behavior rather
than Participative Behavior, is further discussed in the
concluding chapter.

The view of participative leadership in thebcontext

of Path-Goal Theory,expressed by“House and Dessler (1974:42)

‘was_modified in the presentation;of the Theory by House

“and Mitchell\1197h:92%94). The development of Hypotheses

6.11 and 6.21 was based on the mﬁdifications made in the

House and Mitohell“presentation which suggested that under

* ambiguous task conditions, participative leadership will

have a positive relationship with subordinate satisfaction
rqgardless of the personality of subordinates -Howev:- ",

when task demands are clear,'subordinate predispositions

c"'

»Wlll moderate relationships between participative

=3

leadership and subordinates satisfaction House and
Dessler (19?4 60) also argue that in the general sense,
Role Ambiguity is’ a measure of subordinate personality, and D

Ntherefore Role Ambiguity could be expected to moderate the”

,~relationships between the satisfaction of subordinates and

If?engaged in- repetitious, structured tasks. The findings in

Leader PartiCipative BehaVior among clerid/i personnel

‘this study did not support this expectation arising from °

h=
N

%“Path Goal Theory Role Ambhguity was not associated withe

moderation of the relationships between Leader PartiCipativev///
Behavior and subordinates’ satisfaction. The lack of o a

support may be reflected either in the inadequacy of Role

.Ambigunty as a}measure of the personality of subordinates,

e
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or in the inaccurate view of Leader Participative Behavior
as path- and goal—clarifying behavior. This latter point

is also further discussed in the concluding chapter,

Behavior.‘ First, Leader Participative Behavior was found
to be positively ang substantially correlateq with the
Extrinsic Satisfaction of all groups of persor 121 in the
school s&stem under study, Second, Leader Participative
Behavior'was substantially and bositively correlated with
the Intr 1sic Satisfaction of (1) subordinatea'at the
clefical, and to a lesser extent, the aiministrative leugi,
and (2) bPersonnel working under conditions of either low
Role Conflict, or high Task Structure or low Task
Repetitiveness, No substantial relationships were found at’
the préfessianal level or under cpnditions of high Role .
Conflict, iow Task Structure or low Task Repetitiveness.

Role Ambiguity did not seem to be associated}wipﬁ
maderation of any of the relationships bet@een Leader kﬁ\\
Participative Behavior and subordinates:’ satisfaction, Eut k”j
Role Conflict was assoclated with moderation of the
relationships between Leader Participative Behavior and -
Intrinsic Satisfaction among school sy - bersonnel,

Leader Participative Behavior was aSs:ciate: with reduced

Role ‘Conflict and consequently appeare’ o ts intrinsically

N
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satisfying to subordinates.

Partial support was found for Path-Goal Theory of
Leadership propositions. Leader Participative Behavior had
a higher positive correlation with the Extrinsic | |
Satisfaction of administrative personnel fhan clerical
personnel, .This finding seemed to be associated with>
differing perceptions of Task'Autonomy.
| Nevertheless, the Path-Goal Theory propositions
relating to Leader Pérticipative Behavior were not
generally supported by‘findings in this study. The
relationships between Leader Participative Behavior and .
Intrinsic Satisfaction found among school system personnel
were opposite to those predicted by the Path-Goal Theory
of Leadership. Under conditions of low Task Repetitiveness
and Structure, needed rewards for the intrinsic:
satisfaction of subordinates appeared to come from sources
other fhan leaders in the school system. The findings weré
not consistent with the view of participative leadership

as goal- and path-clarifying behavior.



CHAPTER X

LEADER ACHIEVEMENT-ORIENTED BEHAVIOR
AND SATISFACTION

The relationships between Leader Achievement-
Oriented Behavior and the satisfaction of subordinates in a
large, urban school system are discussed in this chapter.

An oblique factor solution of school sys’ m
personnel.responses to the Leader Behavior Questionnaire
resulted in the emergénce.of Leader Achievement-Oriented
Behavior as the second factor (see Table 5, p.111). As
described in Chapter V, several items from the Instrumental
and some from the Supportive Leadership Scales developed by
House and Dessler (1974:46-47) loaded high’og this factor.

The satisfaction of subordinates with Leader Achievement-

- Oriented Behavior discussed in this chapter refers to.

Achlevement-Oriented Behavior as indicated by the loadings
of all\twentyrtwo items on Factor II.

In this study, no hypotheses were developed to
investigate the relationship between Leader Achievement-
Oriented Behavior and the satisfaction of subordinates.
However,ethe/Criteria established for accepting hypothéses,
as described in Chapter IV, were used in this chapter to
determine whether correlation coefficients were substantial,

and‘also whether differences between correlation coefficients

were substantial.

Initially, product-moment and partial correlation
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coefficients between Leader Achievement-Oricnted Behawior
‘and subordinates' satisfaction at selected occﬁpational
levels afe reported and discussed. Following éhis section,
the relationships between Leader Achievement-Oriented
Béhavior and the satisfaction of subordinates who have
differing perceptions of Role Conflict and Ambiguity are
investigated. In addition, the sa%isfaction of subordinates
engaged in tasks wit@(differing characteristics is related
to Leader Achievement;Oriented Behavior,

Finally, tentative hypétheses based on the findings
in this stud& are\formulated for further investigation.
These hypotheseé are also discussed in the context of

Path-Goal Leadership Theory propositions.

OCCUPATIONAL LEVELS

Product-Moment and Partial Correlation Coefficiehts

Product—ﬁomeht and partial correlation coefficients
between Leader Achievement-Oriented Behaviorvandvtypes of
satisfaction are reported in Tables 35 gnd 36 respectively,
Comparisons made among the tabulated data show that
inconsequential’correlation coefficients between Leader
Achievement-Oriented Behavior and the Extrinsic Satisfaction
as well as the General Satisfaction of subordinates beéome
substantial when Directive and Participative Leader‘Behavior
are held constant. For example, the produéﬁ:%oment and

partial correlation coefficients between Leader Achievement-

Oriented Behavior and Extrinsic Satisfaction at the
' ¥



PRODUCT -MOMENT CORRELATION COEFFICIENTS BETWEEN LEADER
ACHIEVEMENT-ORIENTED BEHAVIOR AND SATISFACTION AT
SELECTED OCCUPATIONAL LEVELS (N=149)

TABLE 3=

"9

. ' Occﬁpétional Level

Type of - ]
Satisfaction Administrative Professiocnal Clerical
(n=47) * (n=36) (n=66)
Intrinsic .05 .24 -. 18
Extrinsic .33 . 50 .30
General .16 V43 .02
TABLE 36

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER

ACHIEVEMENT-ORIENTED BEHAVIOR AND SATISFACTION
AT SELECTED OCCUPATIONAL LEVELS (N=149)

Occupational Level

Type of ‘
Satisfaction Administrative Professional. Clerical
(n=47) (n=36) (n=66)
Intrinsic .28 : .34 12
Extrinsic .74 ' .77 .61
General 47 . .64 f42

*Directive and Participative Leader Behavior hel

constant.
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administrative levels were r = 33 and r = ,74 respectively.
These differences were attrlbuted to the intercorrelations.
among the leader behav1or factors,\as reported in Chapter V
(see Table 8, p.119). For these rgasons, the discussion
and further data analyses which folllow were based‘ﬁpon

Partial correlation coefficients beltween Leaaer Achievement

-Oriented Behavior and the satisfaction factors.

Satisfaction at Selected Occupation‘l Levels

 The data in Table 36 snow that Leader Achievement-
Oriented Behavior was positively correlated with all types
of thlsfactlon at the admlnlstratlve professional and
clerical occupational levels. However, no substantial
relationships were found between Leader Achievements
Oriented Behavior and the Intrinsic Satisfaction of
subordinates. The correlation between Leader Achievement-
Oriented Behavior and Intrinsic Satisfaction.was highest
at the professional level (r = .3@).’ In contrast,'the
relationships between Leader Achievement-Oriented Behavior
and Extrinsic Satisfaction were substantial, . For example,
at the professional level the-correlation cPefficlent was
r = .77, 1In particular, the‘amount of Variance accounted-
for cy Leader Achievement-Oriented Behavlor was )
substantially greater at the professional and administrative
occupational levels (fifty-nine and fifty-five percent
respectively) than at the clerical level (thirty-seven

percent). Occupational level was therefore associated with
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moderdtion of the relatioﬁships between Leader Achievement-

Oriented Behavior and Extfinsic Satisfaction,

.ROLE PERCEPTIONS

To investigate the assaociation of role éerceptions
with moderation of the relationships between the
$atisfaction of sﬁbofdiq@tes and Leader Achievement-
Orientedwﬂehavior, the i49 respondents were divided into
three approximately equal groups, as described in
Chapter VIII.. Tables 37 and 38 present partial correlation
coefficients for differing Role Conflict and Role Ambiguity

personnel groups respectively.

Satisfaction in Differing Role Conflict Groups

The data in Table 37 show that no substantial
relationships existed between Leader Achievement-Oriented
Behavior and Intrinsic Satisfaction among school system
bersonnel., The absence of substantial relationships was
found irrespective of perceptions of Role Conflict. These
findings suggested that Role Conflict was not associated
with moderation orf relationships between ﬁeader
Achievement-Oriented Behavior and Intrinsic Satisfaction.

In contrast, Lgader Achlevement-Oriented Behavior
was positively;and substartia%ly correlated with the
Extrinsic Satisfaction of all respcndents in the school
system. For example, fhe correl:z .  an coefficiénthgt the

administrative level was r = 63, Tmore, the amount
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vy © TABLE 37

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
ACHIEVEMENT <ORIENTED BEHAVIOR AND SATISFACTION
FOR DIFFERTNG ROLE CONFLICT GROUPS (N=149)

Role Conflict

Type of : e
Satisfaction High#** | Medium¥*¥* Low*#*
' (n=50) (n=52) (n=47)
Intrinsic .02 -.06 .04
Extrinsic .63 . .60 - i)
General ) . 30 .23 .26

#Directive and Participative Leader Behavior held
constant.

##"High" scores were 31-47; "Medlum" scores were 22-30%
"Low" scores were. 8-21.

, TABLE 38
PARTIAL <CORRELATION COEFFICIENTS* BETWEEN LEADER

ACHIEVEMENT -ORIENTED BEHAVIOR AND SATISFACTION
FOR DIFFERING ROLE AMBIGUITY GROUPS (N=149)

Role Ambiguity

Type of

Satisfaction High** Medium*¥* . Low¥#*

(n=43) (n=61) (n=45)
Intrinsic W13 -.06 .10
Extrinsic : 71 .58 .52
General .37 .33 1

#Directive and Participative Leader Behavior held
constant. : ?

*#*¥1"High" scores -were 19-34; "Medium" scores were .13-18;
"Low" scores were-6-12. y
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of variance in Extrinsie Satisfaction accounted for by
Leader Achievement—briegted Behavior was substantially
greater under conditions of high Role Conflict (forty
percent) than low Role Conflict (sixfeen percent). In this
sense, Role Conflict was associated with MOdefation of the
relationships between Leader Achlevement Orlented Behavior

and Extrinsic Satisfaction among schbol system personnel

;e
¢

Satisfaction in Differing Role Ambiguity Groups

~

The data in Table 38 show that, irrespective ef
berceptions of Role Ambiguity, no subs%antial relationships -
between Leader Achievement—OrienteduBehévioT and Intrinsic
Satisfaction were found. These findings suggested that
Role Amniguity was not associated with moderatien of the
.relationships investigated.

Positive 'and substantial r lationships were found
between Leader Achievement- Oriented Behavior and the
Extrinsic Satisfaction of all respondents in the ‘school
system. For example, the correlation coefficient at the

'

adminisfrative level was r = .71, In addition, the amount
(:/\jE? variance 1n the Extr1n31c oatlsfactlon of subordlnates

adcounted for by Leader Achlevement Orlented Behavior was
substantlally'greater.in the high Role'Ambiguity group
‘(fifty percent) than in the low Role Ambignity group
(twenty—seven percent). For tnese reasons, Role Ambiguity .
was judged to be associated with moderation of fhe

relatienships.between Leader Achievement-Oriented Behavior

and Extrinsic Satisfaction.
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TASK CHARACTERISTICS

To investigate the association of task
characteristics with moderation of relationships between
Leader Achievemen$%0rienteq Behavior and types of .
satisfaction, the 149 respondents Were dividgd into three

approximately equal groups, as déscribed in Chaptep VIII.

Satisfaction in Differing‘\Task Structure Groups

Table 39 comprises partial correlatidn coefficients

between LQader Achievement—Oriented Behavior and %he

It

satisfaction of subordinates grouped according to scores on

the Task Structure Scale,

TABLE 39

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
ACHIEVEMENT -ORIENTED BEHAVIOR AND SATISFACTION
FOR DIFFERING TASK STRUCTURE GROUPS (N=149)

o Task Structure
Type of
Satisfaction High¥*#* Medium#** Low**
(n=49 (n=54) (n=46)
Intrinsic. .32 -, 06 .12
Extrinsic : .67 . .56 | .68
General - .54 .22 44

*Directive and Participative Leader Behavior held
constant. ;

**"High" scores were 18-25; "Medium" scorés were 14-17;
"Low" scores were 5-13, '
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No substantial relationships were found between
Leader Achievement-Oriented Behavior and the Intrinsic
Satisfaction of school sysfém personnel. In contrast,
Leader Achievement-Oriented Behavior was positively and
substantially correlated with Extrinsic and General
Satisfaction. The highest‘correlation coefficient obtained
was betWeen Leader Achievement-Oriented Behavier and
Extrinsic Satisfaction for the low TaskIStructure group
(r = .68). However, the amount of variance in Extrinsic
%atisfag;ion of subordinates accounted for by Leader
AE%ievement—Oriented Behavior was similar in groups scoring
high (forty-six pefcent) and low (forty-five percent) on
the Task Structure Scale. Task Structure did not seem to
be associated with moderation of relationships between A:

Leader Achievement-Oriented Behavior and Extrinsic

Satisfaction.

Satisfaction in Differing Task Hepetitiveness Groups

Partial correlation coefficients between Leader
Achievement-Oriented Behavior and types of satisfaction of
sgbordinates divided according to scores on the Task‘ _;&@
Repetitiyéness are reported in Table 40.

o The correlation between Leader Achievement-
Oriented Behavior and the Intrinsic Satisfaction of
subordinates was inconsequential, but Leader Achievement-
Oriented Behavior was positivély'and substantially
correlated with Extrinsic Satisfaction as well as General

Satisfaction. The highest correlation coefficient
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TABLE 40

PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER
ACHIEVEMENT-ORIENTED BEHAVIOR AND SATISFACTION
FOR DIFFERING TASK REPETITIVENESS
GROUPS (N=149)

Task Repetitiveness

Type of ‘ ‘ . :
Satisfaction High*# Medium*¥ - Low*¥
(n=43) (n=60) (n=46)
Intrinsic .23 .25 C27
Extrinsic .67 .64 : ‘ .69
General .50 .50 .51

#Directive and Participative Leader Behavior held
constant. ' '

*#"High" scores were 17425; "Medium" scores were 12-16;
"Low" scores were 6-11. ,

\ : .

‘obtgjged was between Leader Achievement-Oriented Behavior
agdgEgtrinsic Satisfaction for the low Task Repetitiveness
groﬁp%(r = ,69). However, the amount bf‘variancg in g
Extriﬁsic Satisfaction accountéd for by'Leader Achievement-
Orienééd Behavior was similar in groups scoring high
(forty-five percent) and low (forty-eight percent) on the
Task'Repetitiveness Scale., Task Repetitivenéss did not
appear to be associated with moderation of the relationships

between Leader Achievement—Op;ented'Behavior and Extrinsic

Satisfaction.



Satisfaction in Differing Task Autonomy Groups

Table 41 comprises partial correlation coefficients

y Ty

between Leader Achievement-Oriented Behavior and the
satisfaction-of school system personnel who were grouped
according to their scores on the Task Autondomy Scale.
TABLE 41 >
PARTIAL CORRELATION COEFFICIENTS* BETWEEN LEADER

ACHIEVEMENT-ORIENTED BEHAVIOR AND SATISFACTION
FOR DIFFERING TASK AUTONOMY GROUPS (N=! 1)
. A

o e
Task Autonomy o .
Type of ,

Satisfaction High#*#* “  Medium*# Lowsk#

| (n=50) (n=58) - (n=b1) |
Intrinsic s ’ .28 —.O?- o
Extrinsic 77 .70 .381 o
General .69 . © .51 » .12

#Directive and Participative Leader Behavior held
constant. . K :

o

A #¥nHigh" scores were 21-25; “Medium" scores were 17-20;
"Low" scores were 6-16, ‘

N
A positive and substantial relationship between
Leader Achievement-Oriented Behavior énd the Inhtrinsic
Satisfaction Sf subordinates who had high Ahtonomy in the
performance of their tasks was found (r = .45), but |
personnel engaged in'tasks with low Autonomy weré not

intfinsiqglly satisfied with Leader Achievement-Oriented
(R



g%}
o
ro

Behawior (r = —.O?). These flndlnvs suggested that Task
Autonomy wés’associated with moderation of the relationships

between Leader Achlevement-Oriented Behavio: and Intrinsic

e
' 5

Satisfaction._‘ -”&
Positive ahd substantial relationships were found
_between Leader“Achlevement Orlented Behav1or and the
EYtrlnSlC Satisfaction of all respondents For example, the
'correlat;on coefficient 4t the administrative level was
r = .77. However, thejamouﬁt of veriance in Extrinsic
Satisfaefien accounted forqby Leade ™ Achlevement Oriented
Behavioér differed substantlally between hlgh Autonomy (fifty
-nine percent) and low Task Autonomy (fourteen percent)
groups . These: findings suggested that Task Autonomy was
also a55001ated with moderation of the relatlonshlps between
Leader Achlevement Oriented Behavior and Extrinsic
Satisfaction. Further, differences among personnel groups
in the amount of Veriance in General Satisfaction accounted’
for by Leader Achievement—Oriented Behavior indicated that -
Task Auﬁondmy Weeﬂassociated with moderation of these
relationships.

DISCUSSION OF THE FINDINGS

~
\

o/
As in the two previous chapters, the discussion of

.findings ig divided into two parts. Initially, the findings
are synthe51zed and 1nterpreted in terms of implications
for school system personnel and then the findings are

related to Path- Goal Theory prop031tlons Because



Leader Achievement-Oriented Behavior is not identical with
behavior investigated in other studies, comparisons are

discussed in the concluding chapter,

Interpreting the Findings

The first majdr discussion poipt tozemerge from
these analyses was théf the only‘substantial correlation
between Leader Achlevement Oriented Behavior and Intr1n51c
Satisfaction was found in ‘the group scoring high on the
Task Autonowy Scale.,

Intrinsic Satisfaction, which 1s self- or task-
mediaﬁed, did not seem to be associated with leader
beﬁavior characterized by setting expectations and
assisting personnel to meet these expectations among school
vsystém personnel. This was true for the administrative,
professional and clerical levels, among groups divided
according to scores on Role Conflict and Ambiguity Scales,
and grgups divided according to scores on Task Structure
and Repetibi?ghess Scales; _Furéhermoré, no éupport was
found to -uggest that Role Conflict and Role Ambiguity, or
Task Structure and Task’Repetiﬁiveness_was associated with
moderation. of the relatipnshipﬁzgetween the Intrinsic
Satisfaction of subordinates and Leader Achievement-
Oriented Behavior.

Nor was ev1dence found to suggest that personnel in
the schoo? '~tem were dissatisfied w1th Leader

(24
Achie” ment-. =nted Behavior. Neither satisfaction nor
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dissatisfaction appeared to be expressed with Leader
Achievement-Oriented Behavior on measures of Intrinsic
Satisfaction. These findings suggested that personnel in
the school system may tolerate being told what is etpected
of them as an integral part of their work without reacting
in any particular way. in terms of feelings about it, l/
7 Of the three task characteristics investic ed,
only Task Autonomy was associated with moderatief .of the
relationships between Leader Achievement—Oriented Behavior
and Intrinsic Satisfaction, Although no substantial
correlation between Leader Achievement-Oriented Behavior
and.lntrinaic Satisfaction was foung/ln the low Task
Autonomy group, a substantial positive correlation was
found in the high Task Autonomy group. Task Autonomy was
positively and substantially related to Intrinsic
'Satisfaction at the administrative level (see Table 19,
p.143). Moreover, as stated in Chapter VI, administrative
personnel were found to have hlgh levels of freedom to
make de0151ons regarding the performance of tasks (see
Table 10, p.127). These "findings, taken together,
suggested that the establishment of performance standards
for personnel engaged in highly autonombus tasks may be
regarded as an 1mportant feature of thls type of work, end
therefore Achievement-Oriented Behavior is intrinsically
satisfying. . ‘ |

The secondvmajor discussion point to emerge from

the analyses was tha* Leader Achievement-Oriented Behavior



was positively and substantially correlated with the
Extrinsic Satisfaction of school system personnel
irrespective of the way respondents were grouped, Leader
Achievement-0Oriented Behavior was associated with feelings
of satisfaction on facets such as the way supervisors
handle their employees, the competence of the supervisor,
pay and the amount of work done and praise given for doing
a good job. These findings applied to bersonnel
irrespective ofpoccupational level, role Derceptions or
task characteristics in the school system. Leader
Achlevement-Oriented Behavior was an'imbortant source of
Extrinsic Satisfaction for all respondents.

The third major discussion point to emerge from the
analyses was that Occupational Level, Rolé Conflict and
Ambiguity, and Task Autonomy were associated with the
moderation of the relationships between Leader Achievement-
Oriented Béﬁavior and Extrinsic Satisfaction. Task
Structure and Task Repetitiveness were not associated with
moderation of these relationships.

The differences in the amount of variance in
Extrinsic Satisfaction accounted for by Leader Achievement-
Oriented Behavior noted when the clerical levelvwas
. compared to the administrative and’brofessional levels
" seemed to be reflegted in differences in perceptions df
Role Conflict and Ambiguity, and Task Autonomy. Table 9
on page 123 shows that perceptions of Role Conflict and

Ambiguity were substantially lower at the clerical level,

~
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(Ut



and Table 10 on page 127 shows that Task Autonomy was lower
at the clerical level than at the'professional and
administrative level. Mored&er, Table 36 on page 193
shows that the correlation between Leader Achievement-
Oriented Behavior and Extrinsic Satisfaction was
substantially lower at the cleriéal level than at either
the administrative or professional level. These findings,
faken together, suggested that lower correlation
coefficients between Leader Achievement-Oriented Behavior
~and Extrinsic Satisfaction could have been expected under
conditions of low Role Conflict and Ambiguity and among
bersonnel with low Task Autonomy. The data summarized in
Tables 37, 38 and 41 Confirmedbthese ex?ectations. In this
sense, moderation of relationships between Léad;r
Achievement-Oriented Behavior and Extrinsic Satisfaction
was assoclated with diffefent perceptions of Role Conflict
and Aﬁbiguity, and Task Autonomy at the selected ‘
occupational levels.

Similarly, lower correlation coefficients between
Leadér Achievement-Oriented Behavior and Extrinsic
Satisfacfion might have been expected in high Task
Repetitiveness and Structure groups than in low Task
Repetitiveness and Structure groups. HoweVer, as shown in
Tables 39 and 40, these expectations were not borne out.
Task Repetitivenes§ and Structure were not associated with

moderation of these relationships.

The association of Role Conflict with moderation of
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the relationships betweén Leader Achievement-0Oriented
Behavior and Extrinsic Satisfaction may be explained in
terms of the complex interrelationships bétween these
‘three factors among school system persbnnel. As stated in
Chapter VI, the major sources of conflict were derived from
the requirements to wérk in two of more gfoﬁps who operate
quite differently and from differing standards of
evaluation applied to work déne. Léader Achiévement-
Oriented Béhavior was associated wiﬁh reduced conflict
from these sources, as indicated in Table 13 on page 136,
Moreover, as shown in Table 15 on page 140, Role Conflict
was negatively correlated with Extrinsic. Satisfaction.
These findings, taken together, suggested that since
Leader Achievement«Oriented Behavior was assoclated with
reduced role conf;ict, this kind of behavior could be
expected to be most‘intrinsically satisfying to those
sﬁbdrdinates who perceived high levels of conflict in their
‘work. Data reported in Table 37 confirmed this expectation,
The association of Role Ambiguity with moderation’
of the relationships between Leader Achievement-Oriented
Behavior and Extrinsic Satisfaction ma - be explained in a
similar way[ Leader Achievement-Oriented Behavior was
associated with reduced Role Ambiguity, théf is, as
indicated\in Chapter VI, increased élarity of work goals
and explanation of what has toobe done in the school
system{'-Thereforé, Leader Achievement-Oriented Behavior

was expected to be most extrinsically satisfying to those



subordinates who berceived high levels of ambiguity in
their work. 7The data reported in Table 38 supported thisg

interpretation.

explanation, Table 13 on page 136 shows no Substantial
correlation between Leader Achievemenb-Oriented Behavior
and Task Autonomy. Similarly, Table 19 on page 143

shows no Substantial correlation between Task Autonomy and
Extrinsic Satisfaction, However, bersonnel who had the
freedom to make most of the.decisions regarding the
performance of their Own tasks expressed more satisfaction

on extrinsic facets than personnel with less Task Aufonomy.

The complex interaction noted with respect to role.

~

relationships between Leader Achievement—Oriented Behavior

and Extrinsic Satisfactiqn.

Findings Related to the Path-Goal Theory

These findings with respect to relationships
between Leader Achievement—Oriented Behavior and types of
éatisfaction Seem to be consistent with Path-Goal Theory of
ieadership propositions. ILeader behaviqr characterized by

letting group members know what is expected of them,



explanation of tasks ari 1ssisting subordinates to overcomé
task problems, that is, Achievement-Oriented Behavior may
be regarded as nondirectivé patﬁ— and goal-clarifying
behavior.

House and Mitchell (1974:88) state that leader
behavior which helps subordinates cCope gith environmental
uncertaintiés, threats from others or sourcés of
frustration isvpredicted to increase subordinates'
satisfaction with the job context. Achievement-Oriented
Behavior is similar to the kind of leader behavior
described, aﬁd therefore increased satisfaction with the
job conte§t, that 1s, increased Extrinsic Satisfaction,
could have been expected. These expectations were borne
out in this studf of schéol‘system personnel.

P#th-Goal Theory, as described by House and
Dessler (1974:33), also proposes that constraints are
motivational and satisfying to the extent that théy prevent
the subordinate from experiencing role conflict and
ambiguity. Leader Achievement-Oriented Behavior imposes
constraints on subordinates by letting group members know
what is expected of them and by indicating the-way tasks
should be carried out. _Among school system personnel,
Leader Achievement-Oriented Behavior wés found to be
assoclated with reduced Role Conflict and Ambiguity.
Moreover! Leader Achievement-Oriented Behavior was found to
be associated with. the Extrinsic Satisfaction of

subordinates. Furthermore, thosé school system personnel



who perceived the highest levels of Role Conflict and
'Ambiguity were more satisfied with Leader Achievement-
Oriented Behavior than others., These findings were
supportive of the proposition that leader behavior which.
constrains the behavior of subordinates, thus redu?ing
role conflict and ambiguity, is satisfying to subordinates.
In this sense, the findings were supportive of the Path-
Goal Thoory of Leadership,

Finally, school system porsonnel who were
autonomous in the performanoe of their own tasks were
intrinsically éatisfied with Leader Achievement-Oriented
Behavior- Moreover, with respect to Extrinsic Satisfaction,
those personnel with high Task Autonomy were more satisfied
with Leader\Achievement—Oriented‘Behavior than those with
low Task Autonomy. These findings are consistent with the
proposition,.as stated by House and . .chell (1974:84),
that a strategic function of a leader is to increaso{
opportunities for personal satisfaction contingent upon
the attainmenf of organizational goals. Autonomous
personnel seem to fequire direction towards the attainmént
of these goals. By letting group members know what is
expected of them, Leader Achievement-Oriented Behavior
proJides the direction needed. Thus, by providing the
necessary stimull and constraints on variable performance,
Leader Achievement-Oriented Behavior makes up for
deficiencies in the environment of autonomous subordinates.

These provisions help subordinates clarify expectations
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that effort leads to rewafds required for satisfaction with
the job. 1In contrast to subordinates with‘high Task
Autonomy, those subordinates with low Task Autonomy
experience fewer'deficiencies-in the environment with
respect to motivatiohal stimulli and constraints required
for the attainment.of organizational goals, and therefore

Leader Achievement-Oriented Behavior is less satisfying.

Statement of Tentative Hypotheses

Findings in this study which were consistent with
Path-Goal Theory predictions formed the basis .of several
tentative hypothesesf The following hypotheses'were‘
formulated in order that they might be tested in other
studies: | |

1. Leader Achievement-Oriented Behavior is positively
.correléted with the Extrinsic Satisfaction of subordinates.

2. A higher positive correlation between Leader
Achievement-Oriented Behavior and Extrinsic Satisfaction
occurs in high Role Cohfliét personnel groups than in low "
Role Conflict personnel groups.

3. A higher positive correlation between Leader
Achievement-Oriented Behavior and Extrinsic Satisfaction
occurs in high Role Ambiguity personnel groups than in low
Role Ambiguity pérsonnel'groups. |

L, A higher positive correlation between Leader

Achievement-Oriented Behavior and Extrinsic Satisfaction

occurs in high Task Autonomy personnel groups than in low



Task Autonomy peréonnel groups.

5. Leader Achiévement—Oriented Behavior is poéitively
correlated with the Intrinsic Satisfaction of subordinates
who have high Task Aufonomy buf not among those having low

Task Autonomy.
SUMMARY

Three important points emerged from the discussion
of the findings with respect to relationships between
Leader Achievement-Oriented Behavior and types of
satisfaction. First, only one substantial correlation
coefficient was found between Leader Achievement-Oriented
Behavior and the Intrinsic Satisfaction of school system
personnel. This related-to personnel who had most freedom
to make decisions concerning the performance of their own
~ tasks. Second, LeadepxAchievement—Oriented Behavior was
positively and substantially correlated Wifh the Extrinsic
Satisfaction of all respondents. Finaliyk Occupational"
Level, Role Conflict and Ambiguity, and. Task Autonomy were
associated with moderation of the relationships between
Leader Achievement-Oriented Behavior and the Extrinsic
Satisfaction of school‘system personnel..

The association of Role Conflict and Ambiguity with
moderation of the relationships betwéen Leader Achievement-
 Oriented Behavior andvExtrinsic Satisfaction may be
explained in terms of the complex interrelationships

between these factors. School system personnel who

o

4]
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S ..

experienced the highest levels of Role Conflict and
Ambiguity were most satisfied with Leader Achievament-
iofiented Behavior, since this kind of leader behavior was
associated with reduced conflict and ambiguity.

Subordinates in the school system who had the
highest amount of Task Autonomy were most satisfied @ith
Leader Achievement—Orienfed Behavibr. .Leader behavior
described as sétting expectations for"performance and\Kl >
assisting subordinates to fulfil these expectations seemed .
to be‘a necessary part of the work environmment ror the
extrinsic satisfaction of subordinates who had édnsiderable
freedom to make decisions regarding the performance of
their own tasks,

These findings were consistent with predictions
which could have been made from the Péth—Goal Theory of |
Leadership. Tentative hypotheses for testing in later |

studies were formulated on the basis of findings in this

study and discussion of Path-Goal Theory predictions.



CHAPTER XI
GENERAL DISCUSSION, CONCLUSIONS AND IMPLICATIONS

In this chapter, findings relating to the
satisfaction of school system personnel.with three kinds of
leader behaviof, namely, Direotive, Participative and
Achievement—grientéd Behavior are summarized and reported
as a whole. The general gz;&tssion which follows is an
attempt to synthesize these’ findings and.to interpret them
in torms of fheir implications for educational
administration. 1In particular, the appllcablllty of the
Path- Goal Theory of Leadership to the school system is -
examined.

Initially, the findings are interpreted ioAterms of
the association of selected contingency factors with
moderation of relafionships be tween leadef behavior and the
satisfaction of subordinates. These fiodings‘are then
compared with findings from other sfudiééf-NA4comment about
the appropriateness of the satisfaction Qimonsions follows.
The next section is devoted to a discussiog of the findings
‘relating to leader behaviors and.Path-Goal’Theory
propositions relevant to these behaviors. The promise of
Path-Goal Theory is thén discussed and the major
conclusions of this study afe presented in this context.
Finally, the implicati'ons of the Tlndlngs for practice and

research are outlined,
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STATEMENT. OF FINDINGS ~

RS The first general hypothesis formulated for tésting

2,« in this study was stated as follows:

The type (positive or negative) and degreé of
association between leader behaviors and the
satisfaction of subordinates differs according to
subordinates' perceptions of (1) role conflict and
ambiguity and (2) the task characteristics, structure,
repetitiveness and autonomy,

Subport was found for this general hypothesis. The
specific findings relevant to this hypdthesisvwéfe
discussed and presefited in Chapters VIII, IX and X. These
findings, which relate to personnel in the school system
under study, are summarized as follows:

1) No substaﬁgﬁéi positive relationships between Leader
Directive Behavior ?nd types of satisfaction of

subordinates ‘were f%und in any personnel group.
. ‘ ,

4) Leader Direcfive Behavior was substantially and

negatively correlated with the General Satisfaction of .

clerical personnel,

3) Leader Directive Behavior was substantially and
négatively correlated with the Intrinsic, Extrinsic and
General Satisfaction of subordinates éngaged in highly
repetitious tasks, and with the Exfrinsic Satisfaction\of
subordinates who had low Task‘Aﬁtonomy. )

4) LeaderAPartiéipative Behavior was positively and

substantially correlated_with the Extrinsic Satisfaction: of

subordinates irrespective of the ‘way in which respondents

were grouped. .
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5) Leader Participative Behavior was substantially and
positively correlated with the Intrinsic Satisfaction of
clerical and administrative pérsonnel but -+ professional
_bersonnel, '

6) Leader Participative Behavior was s.o ntially and
positively correlated with the Intrinsic Satisfaction of

suhordinates engaged in.repetitious and structured tasks

but 1\t varied - 3 unstructured tasks,
7) Leader 1. lcipative Behavior - 'substantially and
~positively correlated with Intrinsic -~ sfaction in the.

low Role Conflict group but noT in the high Role Confllct
group. . , . N

8) Leader Achievement—Oriented Behavior was |
substéntially and positively oorrelated with Intrinsie
Satlsfactlon only in the ‘high Task Autonomy personnel group.

9) Leader Achievement-Oriented Behavior was positively
and substantially correlated with the Extrinsic
Satisfaction of subordlnates 1rrespect1ve of the way in
which respondents were grouped

10) A substantially higher positive correlation between
Leader Achievement-Oriented Behavior and Exprinsic
Satisfaction occurred among personnel who perceived the )
hlghest levels of Role Con “lict and Ambiguity than among
those personnel who ~Perceived the lowest levels of Role
Conflict and Ambiguity.

11) A substantially higher positive correlation between

Leader Aéhievement—orienﬁed Behavior and Extrinsic



Satisfaetion occurred among personnel who were most
autonomous in the performing of tasks than among those
with the least autonomy.

The modified summafy statement of the Path-.oal
Theory of Leadership adopted for this study, and bresented
in Figure 2 in Chapter III, asserted that Leader Behav1or
and selected Contingency factors are a55001ated with
speCLfled types of satlsfactlon of subordinates., In the
following section these eleven statements are interpreted

in terms of this assertion.
CONTINGENCY FACTORS

House and Mitchell (1974:85) state. that e
contingency factor is a variable which moderatds the
relat1>nsh1p between two other variables such as leader
behavior and the satisfaction of subordinates. In this
study occupatlonal level, role perceptions of subordinates
and the characteristics of subofdinates' tasks were

bredicted to be associqted with the moderation of

relationships between leader behavior and the satisfaction -

of subordinates in the school system.

Role Perception

Two role factors were broposed as eontingency

factors inithis study, namely, Role Conflict and Role

Ambiguit§ 7Ne1ther of these factors was found to be

e

as3001ated with moderatlon of the relatlonshlps between

Leader Directive Behav1or and subordinates’ satisfaction,

Y

i
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However, Rolé Conflict‘was found to be associated with

moderation of relationships betw n Leader Participative

‘ﬁBehavi&r and Intrinsic Satisfaction, Among school system

personnel a substantial positive relationship was found in
~the low Role Conflict group, but not in the high Role
Conflict group. Both Role Conflict and Role Ambiguity were
associated with moderation of relationships between Leader
Achievement-Oriented Behavior and Extrinsic Satisfaction,
Leader Achievement-Oriented Behaviorvwas und to be more
satisfying on extrinsic facets of satisfaction to those
persons experiencing high Role Conflict andg Ambiguity than
to those who percelved low levels of Role Confllct and
Ambiguity.

These findings suggested that Vafiance in Role

Conflict seemed to be more important than Role Ambiguity in

accounting for differences in relationships between- leader
behavior and subordinates" satisfaction in the school
System. Most noteworthy, hdwever, is the indication that
differences in the qomblex‘interactions among leader
behavior, role‘and satisfaction factors appeared to be
associated with specific kinds of leader behavior.

Leader behavior characterized by letting personnel
| know what is expected of them, -setting definite standards
of performance, and assisting subordinates to overcome
task problems was espe01ally extrinsically satisfying to
those perce1v1ng the highest levels of role conflict and

ambiguity. In the school system, personnel perceiving the



the administrative and professional personhel Although
gener.i zation beyond school System personnel in thls study
was not warranted, these findings Suggest that leader
behavior oriented towards achievement may be associated with
the extrinsic satisfaction of comparable central offlce
personngl in other systems who also experience high role
conflict and ambiguity. Similarly, leader behavior
characterized: by consulting with subordinates before taking
action may be 1ntr1n31cally satisfying to comparable

central office personnel in other systems who experience

relatively low levels of role conflict,

Task Characteristics
Three dimensions of task characteristics were

- proposed as contingency factors in this study, namely, Task
Structure, Task Repetitiveness ang Task Autonomy. O0f these
three factors, only Task Repetitiveness was dssociated with
moderation of the relatlonshlps between Leader Directive
Behavior and the three types of subordinates satlsfactlon
Substantial negative relatlonshlps between Leader Directive

Behavior and the three satlsfactlon factors,. Intr1n51c

subordlnates eéngaged in repetitious tasks but not among

subordlnates engaged in varied tasks, Similarly, a
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engased in structured tasks but*not unstructured tasks.

None of- the three tagk factors was associated witn
moderatlon of the relatlonshlps between Leader
Participative Behavior and Extrinsic Satlsfactlon
However, Task btructure and Task Repetltlveness were
associated with moderation of relationships between Leader
Participative Behavior and Intrinsic Satisfaction. No
substantlal pos1t1ve-relatlonsh1ps were found between
‘_eader Participative Behavior and the Intrinsic
Satisfaction of subordinates engaged in Varled
: unstruetured tasks, but where subordinates rerformed
repetitious, structured tasks Leader Part1c1pat1ve
Behavior was found to be 1ntr1ns1cally satisfying.

In contrast to the above findings, Task Autonomy
was associated with moderation of the relatlonshlps between
Leader A¢hievement- Oriented Behavior and the satisfaction
of subordinates but Task Repetitiveness and Task Structure
’were not. Leader Achlevement—Orlented Behavior had a
substantially higher positive cdrrelation with Intrinsic

1 Extrinsic Satisfaction among personnel who had most
a.tonomy than among personnel with the least autonomy in
the performance of tasks,

These findings suggested that differences in
relationships between leader behaviors and the satisfaction
of subordinates, according to differing berceptions of task
chardcteristics, appeared to be associated w1th spec1flc

kinds of leader behavior, Among school system personnel
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the structure and repetitiveness of tasks was assoclated
with moderation of rélationships between the satisfaction
of subordinates and leader directiveness, as well as
participati&e leader behavior. However, the autonomy of
personnel in performance of their own tasks was associated
with moderation of relationships between the satisfacti&n
of subordinates and leader “ehavior oriented towards the
achievement of tasks. .

Care must be exercised in interprefing the meaning
of thege findings for personnel in the central offices of
other education systems. However, to the exteﬁt'that
personnel‘iﬁ other systems are like those in the system
studied, some implications may be drawn. Leader péhavior
oriented{towards the achievement of tasks may be more
satisfying to personnel who are autonomous in the .
performance of their tasks than to personnel who do not N
have high task autonomy. ‘The most autonomous personnel are
likely to be senior administrative and professionél staff
rather than clerical staff. Moreover, leader behavior n
characteri?ed by consulting with staff before the leader
takes action, may be most intrinsically satisfying té
system personnelbwhose tasks are‘relatively structured and
répetitious, for example, clerical personnel. However,
leader directiveness may be dissatisfying to persons such

as clerical personnel whose tasks are more structured and

repetitious than the tasks of others. ' &



Occupational Level

| The occupational level from which personnel in the
school system were drawn for this study seemed to be
associated with moderation of the relationships of leader

behavior and the satisfaction of subordinates.

Substantial dissatisfaction with Leader Directive Behavior

was found among clerical pérsonnél,‘but no substantial
relatibnships between Leader Directive Behavior and the
satisfaction of bubordinates Were found amoné
administrative and professional peréonnél.\ Leader
Participative Behavior was substantially and positiveiy
correlated with Extr1n51c and General SatlsfactLOn
irrespective of occupatlonal level. However, Leader
Participative Behavior was found to be intrinsically
safisfying té clerical and administrative personnel but
not FO'professional Personnel. A substahtially higher |
positive correlation was found between Leader Achievement-
Oriented Behavior and Extrinsi® Satisfaction at the
(administrative and professional levels than among clerical
personnel.

. As suggested in Chapters VIII, IX and X, the

association of occupational level with moderation of the

relationships between the satisfaction of subordinates and._

leader behavior seemed to be related to differences in
*
role perceptions and task characteristics among school
: system personnel. This point is alluded to in the above

section and is further amplified when comparisons of
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findings with other studies are made.

Comparison with Other Studies

Several of the factors described as contingency
factors in this'study were also investigated as contingency
factors in other studies. House (1971:328) found that
statisticelly significant correlations between Initiating
‘Structure and facets of satisfaction such as edvancement'
opportunity, intrinsic jcb rewards, recognition and the
sqclal environment disappeared when Role Ambiguity was
partialled out. ‘A similar finding was reported among
administrative personnel in a health—cere unit by
Szilagyl and Sims (1974:630). Furthermore, Sims -and
Szilagyl (1975:434) found that Role Ambiguity moderated
relationships between Leader Reward Behavior and
satisfaction. These findings bear some resemblance to the
relationships between Leader Achievement-Oriented Behav1or
and Extrinsic Satisfaction found in this study, Variance
in Role Ambiguity ‘was associated with substantial ‘
dlfferences in the correlatlon between Leader Achievement-
Orlented Behav1or and facets of satisfaction such as the
way superv1sors handle employees, the competence of the
supervisor, pay and the amount o% work done and praise
given for a good job.

However, Szilagyi and Sims (1974:630) reported that-
Role Ambiguity did not moderate relationships between
Leader Consideration Behavior and subordinates'

satisfaction. Consideration had a positive and uniformly

[a®)
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substantial correlation with the satisfaction of all
subordinates. This finding seems to be similar to the
findings in this study that positive and substantial

correlations occurred between Leader Participative Behavior

and all types of satisfaction of subordinates irrespective .

of perceptions of Role Ambiguity.‘ | .

None of the several studies reviewed in Chapter III
investigated the moderating effects of Role Conflict.
However, in this study~§ariance in Role Conflict was found
to account for'differences in relationships between Leader
Participative Behavior and Intrinsic Satisfaction, as well
as relationships between Leader Achievement-Oriented
Behavior and Extrinsic Satisfaétion. In contrasf to Rizzo
et al. (1970:162), Schuler et al. (1977:125) argue that
Role Conflict seemed to be just as important as Role
Ambiguity in organizational behavior. Findings in this
study at leasi supported this latter view,_ahd‘seemed to
- suggest fhat Role Conflict wéé ﬁdfg important.

The chief sources of role~¢onflict among school
system personnel related to conflicting expectations as a
-resuit of membership in several different work gzgups and
varying standérds df evaluation applied to the work of
members of the groups. These findings sugges{ed that the
nature of work required from central office personnel may
be such that persons are required to work in several
different groups. If this is_correct, role'confiict may

be an inevitable part of the work environment. To the



extent that other systems of administration of education
are similar to the system studied, role conflict may be
regarded as an important component of any model of
organizational behavior for sysfems of education,

Several studies have tested the moderating effects
- of various task characteristics on the association of
leader behavior with the satisfaction of subordinates (see
Chapter III). However, as Schriesheim and Von Glinow
(1977:400) point out, these findings are inconsistent.

In the school system studied very substantial and
positive corrélations were found between Leader
Participative Behavior and Extrinsic Satisfaction,
irrespective of the way personnel groups were formed.
Thesg findings seemed similar tb those of Szilagyi and
Sims (1974:630) who found equally substantial positive
correlations between leader Consideration and the
satisfaction of subordinates, irrespective_of‘the

characteristics of tasks performed at four,occupatibnal

levels, Nevertheless, associations of task characteristics.

with moderation of relationships between leader behavior
and the satisfaction of subordinates similar to those

found in the studies reviewed in Chapter III were found in
this study. House and Dessler (1974:54), Greene (1974:47),
and Stinson -and Johnson (1975a:248) found that Task
Structure moderated relationships betweeh various facets

of satisfaction and supportive leadership. 1In a comparable

~ sense, more task variety and less structure was accompanied .
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by substantially reduced correlations between Leader
Participative Behavior and Intrinsic Satisfaction among
school system personnel.

Schriesheim and Von Glinow (1977:400) point out
that findings relating to correlations between Instrumental
Leadership or Directive Leadership and various facets of
job satisfaction are also inconsistent. In this study,
Leader Directive Behavior had a substantial negative.
correlation with all types of satisfaction of subordinates
engaged in repetitive tasks, but an inconsequential
positive correlation with all types of satisfaction of
subordinates engaged in varied tasks., Similarly, House
and Dessler (1974:50), using a task structure scale which
comprised items describing task rebetitiveness'as well as
structure, reported findings with respect to relationships
between Instrumental Leadership and Intrirsic as well as
Extrinsic Satisfaction which parallel those of this study.
Furthermore, the findings reported by House (1971:335) that
Job autonomy moderated relationships between Initiating
Structure and satisfaction is reflected in the association
of Task Autonqmy with moderation ef the felationships'
between Leader AchievementQOriented Behavior and
satisfaction found in this study. However,.most findings
in this study bouid not be compared with findings in other
studies because two differing specific leader behavior
factors, both incorporating items from the LBDQ-XII

Initiating Structure dimension, emerged from the factor



analysis of responses of school system personnel. Each of
these leader behavior factors was differentiaily relatéd to
the satisfaction of subordinates.

The other contingency factor investigated in‘this‘

study, occupational level, was also investigated in other

studies, Szilagyi and Sims (1974:622-634) and Downey et al.

(1975:253—262) fdund support for the moderating effects of
occupational lével, but Dessler and Valenzi (1977:251;2595
did ngt find support for their hypothesis. 1In the study of
schoo. system personnel, occupational le?el was found to be
associated with moderation of the relationships between
Leader Directive Behavior and General Satisfaction, Leader
Participative Behavior and Intrinsic Satidfaction, and
Leader Achievement-Oriented Behavior and Extrinsic
Satisfaction. Szilagyi and Sims (1974:630) attributed thé
moderating effects of occupational level to variance in
role ambiguity among subjects, Whereas Downey et al,
(1975:256) attributed differences between occupational
levels to differences in task strﬁcture. In the school
éystem studied, the association of occupational level With
moderation of relationships between leader behavior and
types of satis: :tion seemed to be related to dlfferlng
role perceptions and task characteristics. First,
differences between clerical personnel and o¥hers with
respect to reiationships’between Leader Directive Behavior
and General Satiz‘--tion seemed to be associated with Task

Repet%tiveness. Second, .the differences betwéen‘

\ A



228

/ 2
'
—

professional personnel aﬁd others with respect to.
relationships between Leader Participative Behavior and
Intrinsic Satisfaction appeared to be attributable to Task
Structure, Task Repetitiveness and Role Conflict, Finally,
the differences between clerical‘personnel and others with
respect to relationships between Leader Achievement-
Oriented Behavior and Extrinsic Satisfaction seemed to be
aSSOCiated with Role Conflict, Role Ambiguity and Task . .

.Autonomy ] r/
SATISFACTION

House and Dessler (1974:29-30) suggested that
attempts to explain the effects of leader behavior have
led to confusing and conflicting findings partly because
studies focussed on measures of overall satisfaction.
Leaaer'behaviar was claimed to have its most direct e.fects.
on specific psychologiéai~states, and therefore global
variables such as overall satisfaction confounded research -
findings. 1In this s dy a global factor, General
Satisfaction, was usad as well as two more specific
satisfaction factors, namely, Intrinsie and Extrinsitc
Satisfaction. The General Satisfaction Scale incorporated
“items used to Measure Intrinsic and Extrinsic Satisfaction.

Support for the House and Dessler (1974:29-30)
position wa= found in this study. Cbnfusing and
inconseque... .1 correlations between Leader Participatiye

Behavior and General Satisfaction, as well as between



Leader Achievement—oriented Behavior ang General
Satisfaction, were found.

~

In contrast, several findings in‘this study of .
school system Personnel illustrated the differing
relatiynships between particular types of satisfaction and
specific kinds of leader behaVior Leader Participative .
Behavior was positively and sub?tantially correlated With
the Extrinsic Satisfaction of all personnel but
differences in relationships between Participative BehaVior
and Intrinsic Satisfaction ‘Were associated With various

contingency factors. Moreover, Leader Achievement -Oriented

Behavior was not substantially correlated With Intrinsic

correlated with.the Extrinsic Satisfaction of all personnel,

although to Varyi?g degrees,
LEADER BEHAVIOR

In this section interrelationships between the
three kinds of leader'behavior which ~nerged as factors in
this study, namely, Participative, Acnievement~0rienﬁed
and Directive_Behavior, are discussed in the light of
findings in other studies. The nature of these leader
behavior factors is then discussed - For the purposes of
this discuSSion a cla581fication of patterns of leader
‘behavior referred to by Stogdill (1974:418)-ig used

Democratic, permiSSive, follower—oriented, participative

-«
2



. and considerate batterns are often regarded as a cluster
of similar person- oriented behaviors, Likewise,
autocratic, restrictive task- oriented socially distant,
" directive and structured batterns are regarded as work-
oriented leader behaviors., Leader Participative Behavior
is viewed as a personworiented type of behavior whereas

Leader Achievement Oriented and Directive Behaviors are

regarded as work-oriented. Finally, findings associated

with these three kinds of leader behaViors are discussed in.

the context of the Path- Goal Theory of Leadership

Interrelationships among Leader Behaviors

An oblique factor solution of the responses of 149

school system personnel to the Leader Behavior

Questionnaire resulted in the emergence of three factors

labe . ted Leader Participative BehaVior Leader Achievement- .

Oriented Behavior and Leader Directive BehaVior As
indicated in Chapter V, oblique factors are empirically
;more realistic than orthogonal factors, but they are
correlated. However, even orthogonal leader behavior
factors seem to 'be correlated with one another. ‘\EOllOWlng
a review of several studies Kerr et al.' (1974:63)‘state-
that the leader behaVior dimenSions( Consideration and
Initiating Structure, often fail to be, independent and may
in fact be negatively correlated. Comparable findings in
this study were the negative substantial correlations

und between Leader Participative ~-havior and Leader

chievement- Oriented Behavior among administrative,
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professional and clerical personnel, .

As suggested by Kerr et al. (1974:63), these
findings may reflect the realities of the environment being
studied or may result .instead from respondent inability to
con51der the two dimensions separately. Abcording to
Schriesheim and Kerr (1974-?61) inability to discriminate
between dimenSions may be due to the failure of respondents
to separate 1ndiVidual dimensions from an overall
impression or evaluation, that is, a halo response may be
observed. Some evidence of‘a halo response was found in
this study. At the clerical level a positive, substantial
correlation between Leader Participative ®ehavior and .
Leader Directive Behavior and a negative, substantial
correlation between Leader Achievement-Oriented Behavior
and Leader Directive Behavior were found. The corresponding
correlations at the administrative and profeSSional levels
were ingonsequential. Administrative and professional
‘personnel seemed better able to discriminate leader
. behavior dimensions. - However, negative, substantial
correlations between Leadeéer Partiéipative Behavior and
LeaderiAchievement—Oriented Behavior at all occupatiohal
levels suggest that this relationship is reflected in the

realities of the wark environment in the school system,

Person-Oriemted Leader Behavior

House and Dessler (1974:43)@developed a Supportive
ALeadership Scale which incorporated LBDQ-XII Consideration

behavior items and a Participative Leadership Scale which
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-included some Consideration behavior items plus ‘items
specifically developed for their study. However, factor
andlysis of the responses of school system personnel to the
.same 1tems resulted in all Participative Leadership Scale
items and most Supportive Leadership Scale items loading on
Factor I, subsequently named Leader Participative Behavior.
Respondents seemed unable to discriminate betWeen ~
considerate and part}g}pative leader behaviors. This
finding supports theéé%ﬁ%tering of considerate and
participative leader eehavior items, together with otﬁer
similar behaviors, as person-oriented leader behevior items
in the way described by Stogdill (1974:418).

Although Factor I was labelled Leader Participative
Behavior primarily because the Participative Leadership
Scale items loaded highest on this factor, these findings
raise the questions: What is participative leadership? and
How is participative behavior related to considerate
behavior? The item wh;ch loaded higheet on Factor I was a

Participative Leadership Scale item, namely, "Before taking’

action he coneulps with subordinates." " This item, which is
represen%ative of all the Participative Leadership Scale
iteme, emphasizes»fhe consultative nature of leader
behavior. Consultative behavior still leaves making
decisions and taking action %izh the leader, not with
subordinates eifher individually or as a group.

Miles (1974:257) described this kind of leadership

behavior as the human relations approach, the key element

of
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of which is its basic objective of making organizational
members feel useful and important, but decision-making
prerogatives remain with the leader. 1In contrast, the
human resources approach to participative leadership
suggests that many decisions may actuaily be made by those
directly involved in and affected by decisions. Similar
distinctions were made in the contingency model of
leadership presented by Vroom and Yetton (1973:11) who
argue that particular problems and situations determine the
form and amount of participation in decision-making by
subordinates. Alternative decision-making styles have one
of four basic properties: autocratic, consultative, gfoup‘
and delegated. Group decision-making involves the leader
in-sharing the problems with members of a group and
together makiﬁg a decision or taking action, and delegated
decision-making requires that members of the work unit make
decisions and take action without the leader. Leader
Participative Behavior, as described by House and Dessler
(1974:43), is the same as the consultative decision-making
style.

These arguments suggest that Leader Participative
Behavior is best regardéd as consultatie behavior
indicative of concern for subordinafes. Considerate and
consultative leader behavior both reflect concern for the
feelings of subordinates and concern with general human
relations between the leader anrd hié subordinates., Support

for this view was found in the failure of school system

<
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personnel to distinguish between considerate (or supportive)
and consultative leader behavior. Furthermore, findings in
this study related to Leader Participative Behévior are
consistent with Path-Goal Theory predictions with respect
to considerate or supportive leader behavior, as indicated
in a later part of this chapter. Participative leader
behavior characterized by the human resources or by group
and delegated decision-making styles was not examined in
this ftudy.
/ Alfhodgh care must be exergised in iﬁterpreting the
meaning of these findings for personnel in other school
systems, 1identification of consultative leader behavior
with supportive or ¢onsiderate behavior may be
characteristic of central offices of systems of education
other than the one studied. The nature of thelbusiness
conducted in a central office may require group or
delegated decision-making styles. In'this sense,
participative leadership may be more appfopriately
regarded by s 1 system personnel as be?avior reflected

in the adoptic . one or other of these styles, rather

than a consultative decision-making style.

Work-Oriented Leader Behavior

Factor analysis of the responses of school system
personnel resulted in the emergence of two kinds of leader
beha?ior, both of which may be categorized as.work;qriented

'eader behaviors, as described by Stogdill (1974:418).

Leader behavior items which loaded highest on the Leader

e
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Dlrective Behavior factor were derived from the LBDQ-XII
Initiating Structure Scale. Leader behavior items loading
highest on the Leader‘Achievement—Oriented Behavior factor
bomprised items mostly fromvthe LBDQ—XII Initiating
Structure Scale but also from the LBDQ XII Con51deratlon
Scale No other studies of partial tests of the Path-Goal
Theory of Leadership indicate a'similar discrimination
among leader behavior itemevdescriptive of work-oriented
leader behavior. For this reason comparisons between the
findings in this study and other studies areldifficultftoff
make .

Schrlesheim et al. (1976:297-321) discussed several
issues relating to Leader Inltiating Structure whlch
provide possible explanations for school system personnel
discriminating among work oriented leader behaviors. An
important difference between Leader Directive Behavior and
Leader Achievement-Oriented Behavior concerns the °
explicitness of the behavior. Directive leader behaviors
such as scheduling the work to be done, deciding what shall
be done and how it shall be done and asking that group
members follow standard rules and regulations are very
expllclt In contrasﬁ malntalnlng standards of
performance letting group members know what is expected
and helplng subordlnates overcome problems preventlng task
performance are more descriptive of implicit leader
behavloré.;‘Administrative'and professional personnel, and

to a lesser extent, clerical personnel seem to have made



this distinction. For example, clerical personnel
expressed éeneral dissatisfaction with leader directiveness
but substantial satlisfaction with leader behavior oriented
towards achievement. To the extent that personnel in other
. school systems are like those in the system studied,
implicit leader behavior may be more satisfying to
subordinates in central offices than explicit leader
behavior.

Differences in the discriminéting powers of school
syétem personnel when compared to business and industrial
personnel may also be reflected in differences in
discretionary behavior. In some egmvironments a leader may
have no discretion over what shall be done and how it shall
" be do“e.or in the scheduling of work. However, in a school
systém, leaders seem to have considerable discretion in
these matters. Differences in discretionafy behavior may
also be associated with different interpretations of leader
behavior items across several organizations. Such
differences could result in different factor solutions of‘ ?
leader behavior item responses in various organizations,

especially if oblique factor solutions are adopted.

Leader Behavior énd Path-Goal Theory Propositions

With respect to environmental conditions, an
'essential feature of the Path-Goal Theory is that leader
behavior complements the environment of subordinates by
providing the coaching, guidance, support and rewards

necessary for satisfaction and performance. Task



characteristics and role bPerceptions are important parts of
the environment of subordinates. The findings in this
study are supportive of this complementary view of a
leader's behavior.

Hypotheses about the relationship between Leader
Participative Behavior and the satisfaction of subordinates
were developed on the basis of participative leadership
beinfr a nondirective form of path-goal clarifying behavior.
However, discuseion of the findings in Chapter IX led to
the conclusion that Path-Goal Theory propositions were not
generally supported Relationships between Leader
Part1c1pative BehaVior and Intrinsic Satisfactic found in

the school system were oppOSite to those predicted.

(‘l
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Further examination of the Leader Participative
Behavior factor in this chapter indicated that the factor
1s more appropriately described as being concerned with
human relations between the leader and hlS subordinates,
that is, school system persohnel found consultative and
supportive behavior to 'be similar. 1In this sense, the view
of participative leadership as a nondirective form of
role—clarifying behavior, as described by House and
Dessler (1974:42)1'was not supported by school system data.
Rather, Leader Participative Behavior seemed to be more
eppropriately regarded as Being similar to the
Consideration dimension of the LBDQ-XIT instrument. The
relationships between Leader Participative Behévior and

Intrinsic Satisfaction among school system personnel are

[ai]

=3



238

consistent with Path-Goal Theory propositions if Leader
Participative Behavior is regarded as similar to
considerate or supportive leadership, as afgued. For
example, an appropriate Path-Coal Theory prediction, as
stated by House and Dessler (1974:41), is that supportive
leadership is more positively related to satisfaction for
‘Subordinates engaged in structured tasks than for those
perfdrming unstructured tasks.

| In this study, Leader Participative Behavior was
found to be pbsitively and substantially correlated with
the Intrinsic Satisfaction of clerical and, to a lefser
extent, administrative personnel, but not with the
Intrinsic Satisfaction of professional personnel.
Similarly, Leader Participative Behévior was positively and
substantially correlatgd with the Intrinsic Satisfaction of
personnel engaged in structured, repetitive tasks, but.not
with the Intrinsic Satisfaction of personnel engaged’in
varied, unstructured tasks. These findings suggest that
when taské are complex and varied, the Challenge of the
task 1s likely to be more intrinsically satisfying, and
consultative or supportive leadgr behaviof is likeiyﬂzo be
less relevant to subordinates: However, Leader.
Participati?é Behavior is likely to be viewed as a source
of task-mediated satisfactioﬁ for.subordinates engage:c n
fepetitivé and structufed tasks, ‘Thése findings
demonstrate support for Path-Coal Theory propositions if

Leader Participative Behavior is regarded as similar to the



Consideration dimension of leader behavior,
Hypotheses regarding the rela@ionships between

Leader Directive Behavior and types of satisfaction were

also put forward. Discussion of the findings relating to

these hypotheses in Chapter VIII led to the conclusion

that they are. supportive of Path—Goél Theory propositions. a

School system personnel engaged in repetitive tasks

expresséd dissatisfaction on all satisfaction dimensions

with Leader Directive Behavior. In addition, personnel

with the least autonomy in performing their own tasks

expressed dissatisfaction with Leadethirective Behavior,

These findings are consistent with Path-Goal Theory

predictions that subordinates engaged in simple repetitive

tasks regard fufther clarification of work goals, and paths

to those goals, as redundant. Leader Directive Behévidr

in these circumstances is viewed as unnecessarily close' ,

supervision. <::i;

Al

No hypotheses were developed to investigate the
[

other work-oriented leader behavior factor which emerged
from factor analysis of the responses of school system
peréoﬁnel, namely, Leader Achievement—driented Behavior.
However, in Chapter X several spec%f}g/buf tentative
hypotheses relating to Leader Achievement-Oriented Behaviof
were‘formulated for subsequent investigation. These

specific hypotheses may be stated in the form of a general

hypothesis as follows:



A higher positive correlation between Leader
Achievemént—Oriented Behavior and Extrinsic Satisfaction
occurs in high Roble Ambiguity, Role Conflict and Task
Autonomy personnel groups than in low Role Ambiguity, Role

-Con}lict and Task Autonomy personnel groups.
This hypothesis reflects the view that.Leader
Achievement-Oriented Behavior does clarify goals and paths
7 to achieve them. The findings in this study were
supportive of this view. According to Path-Goal Theory,
, Leader Achievement-Oriented Behavior would be more

\gatisfying to those personnel with the freedom to make

\

tﬂeir own decisions concernihg task performance than to
othgrs with less autonomy because such behavior directs
subordinates towards the attainment of organizationallgoals
and is sufficiently éons%raining to ensure that effort
leads to the rewards needed for satisfaction.

General assessment of the relationships found
between types of satisfaction of subordinates and the three
leader behaviors, Participative, Directiye and Achievement-
“Oriented Behavior leads to the conclusion that the findings
are supportive of the Path—Qoal.Theory pPropositions. The
Path-Goal Theory of Leadership applied to school system

personnel.

THE PROMISE OF PATH-GOAL THEORY

According to House and Mitchell.(1974:82), one of

the promising features of theorizing about leadership in
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terms of subordinates' paths and goals is that the
situational factors on which the effects of leader behavior
are contingent are suggested with some precieion. This
precision is reflected in the most important conclusion to
be dfawn about the findings in this study .of 'school system
personnel. The several relationships between leader
behaviors and types of satisfaction were associated with
various task chafgcteristics and role perceptions in

different ways. Variation in Task Repetitiveness was most

important in accounting for dlfferencen,}*&
between Leader Directive Behavior+and qﬂ
(‘ )

> . AN
satlsfactlon Differences among'sche b érsonnel

~r T

-with respe t to reiatlonshlps between_Lh.' %fficiﬁitivei

Behavior and Intrinsic Satisfaction were ecc nted for by
_variation in Task Repetitiveness, Task S*ructure dnd Role
{Conflict. Furthermore, Variafion in Role Ambiguity, ,
Role anflictband Task Autonomy accounted’fof substantial
differencee in the Extrinsic Satisfaction of subordinates
with -Leader Achievement—Oriented Behavior.

The major promise of the Path-Goal Theory
identified by Barrow (1977:235) is that the emphasis on
- moderaﬁor varlables 1nfluen01ng leader/subordlnate
?Q?}elatlonshlps has created a much needed new research
direction. This research approach led to other important
concluslons about the findings in this study of school

system personnel, ‘ . (



No dlrect substantlal relatlonshlps were found
between leader behav1ors and various task characteristics,
In addition, few direct substantial relatlonshlps were
found between task characteristics and types of
satisfaction. However, Task Repetitiveness, Structure and
Autonomy were indirectly associated with leeder behav1ors
and types of satlsfactlon through substantlal dlfferences
among personnel with respect to relatlonshlps between
leader behaviors and subordinates' satisfaction. The
~aesocietion of task charactdristics with moderation of the
relationships between leader behavior and satisfaction
seemed to be reflected in their technoiogical nature. In
contrast,‘substantial relationships wereyfouhd between
le behaviors and role perceptions, as well as types. of
sa .sfaczion. Furthermore, Role Conflict and Ambiguity
were [ .und to be as$001ated with moderation of the
relationships between leader behavior and types of
satisfaction. The complex nature of the interaction
indieated by these findings seemed to be reflected in the
social nature of the role factors,

‘These findings supported the assertion made by
Barrow (1977:235) about the promise of the Path-Goal
Theory of Leadership. ‘Role pereeptions and task
characteristics were associated with moderation of
relationships between leader behavior and the satisfaction

of subordinates in different ways. However, the point is

that the "moderatof-variable":approach to role perceptions
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~and task characteristics, as described by Barrow led to
researchﬁgdndlngs that help to interpret relationships
between leader behaviors and the satisfaction of

subordinates in a school system,
IMPLICATIONS FOR PRACTICE

Two of the most strlklng findings in the-study were
“the p051t1ve and substantial relatlonshlps found between
Leader Partlclpatlve Behavior and Extr1ns1c Satlsfactlon
and between Leader Achleveﬁ//t Orlented Behavior and
Extr1n31c Satisfaction. AlthOugh generallzatlon beyond
school system personnel in thls study is not warranted,
these findings imply that Subordlnates are satlsfled with
leaders and with the job-context in a work environment in
which leader behavior Is characterized,by consultation and
consideration together withzletting subofdinates kﬂoﬁ what
‘is ekpected of them. In contrast, the finding that‘
Subordinates inlthe school system engaged in simple
repetitive tasks expressed general dissatisfaction With
, Leader Directive Behavior seems “to, imply that explicit
leader behavior such as frequently telling personnel how'
tasks shall be done ang schedullng work is unnecessarlly
close,superv151on. PR
| One interesting finding in this study was that
profe581onal personnel and personnel engaged 'in varied, -

unstructured tasks did not find leader behav1or

qharacterlzed b eonsultatlon and supportlveness to be
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intrinsically satisfying Perhaps leaders should be aware

that subordlnates may find consultatlve and - 5001ally

Nsupportlve practlces 1rrelevant to. them when tasks are . o/
. sufficiently challenglng and-varled Such leader behavior

may also be viewed as diverting the ﬁwhordinate from

effectively worklng on his own tasks. .
A further implication relates to the finding thai
subordinates who had the most freedom to make decisions

expressed highest satisfaction with leader behavior

. oriented towards“achievement{ This finding seems to imply

- [
that under these circumstances subordinates require general

: dlrectlon towards ‘organizational goals and assurance that
reffort x’eads to rewards which are satlsfylng

.Alternatlvely, JUSt assurance that subordinates' activities

,"’are leading ih the dlrectlon of an organization's goals may

ot

+ .
oy

A otk

be satbsfylng

Complex 1nteractlons between leader behavior,

.perceptlons of role and subordinate satlsfactlon were found
“in . thls study. These flndlngs suggest that in organizations

where goals are not or cagﬁot be, pre01sely stated, and -

Wherf'personnel have seweral ‘conflicting expectatlons

relatnng “to thelr work; leader behav1or which reduces this
confllct and ambiguity is satlsfying Leader consultative

behav1or and behav1or orlented towards achlevement seems

~

lto be role clarlfylng and satlsfylng behav1or

= )’

6$d 'n maklng generalizations,

,' -ween leader behavior

“
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. shortcomings of leader behavior scales, For example,

in varying degrees Measure extraneous leader behavior

N /
/

and subordinates: satisfaction among personnel in one /

/

sphool syetem. Nevertheless, the overall implication for

conditiops leads to different requirements for specific
kinds and frequencies of leader behavior t, make

subordinates fee] satisfied in their organization.

r

IMPLICATIONS FOR RESEARCH ‘ |

(1974:46—#7) abpear to .be the best to use, these scales

co . . . ‘
require reflnement.-‘Several Teviews have pointed out the

Schriesheim and Kerr (1974:756~765) state that all scales

- dimensions éuch‘és_punitive, arbitrary leadgr behavior,

and prodgction-oriented trhavior, 1Inp addition, the

supportiye-or corsidera- leader behavior dimension '

s,
+

contains participative leader behavior items
Furthermore,.Schriesheim and Stogdill (1975:202) pointed J

out that the LBDQ-XIT instrument hag éfcomplex factor .

. i}l‘z“f\ A et
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structure even though the factoristructure is lgss complex
than other leader behav%or instruments. In this study, the
emergence of two work—ogiented leader behavior factors and
the failure of respondents to discriminate between
supportive and consultative (participative) leader behaviors
support the arguments advanc;é in these réviews.

Tests of the Path-Goal Theory of Leadership require
delineation of specific leader behavior., Differing leader
behavior scales used in several tests of the theory make
comparison of findings difficult if not impossible and tend
to confound specific relationships between leader behavior

and subordinates’ satisfaction The differing findings

with respec+ to Lea)er Directive Behav1or and Lead@r

Achlevﬁgﬁnﬁ“OFMAHted Behavior, thoughibqth the  scales ity
comprlsed é& %1at1ng Structure 1téms.'ill§strates this
point. aré’ T e

’ s

ﬂith,reapect to Lea:er Achlevement Oriented
Behav1or the correlatlons w1th Extr1n31c Satisfaction were
as substantlal as the correlatlons between Leader
, Partlclpatlve Eehav1or and Extr1n51c Satlsfactlon wfhls
 “wf1nd1ng ik dlfferent from all other studies of the Path-Goal:
Theory rev1ewed. Characteristically, the correlations
between Initiafing Structurg and facets of satisfaction are
subs%anﬁially loweritﬁan comparable correl: tions betweéen
Consideration and sétisTactkon. This feature of‘the—stugy
of_sbhool system pérsqnnel requires further in&estigation.

SeVeral_studieSﬂhaGé1ihvestigated Role Ambiguity



but notuRole Conflict. as a contingency factor in Path-Goal
Theory relationships. This practice followed the finding
of House and Rizzo (1972:501) that Role Ambiguity was the
more important“fnutor in a model of organizational’
behavior. However, Schuler et al. (1977:125) suggested
that both Role Ambiguity and Role Conflict are equally
important (see Chapter III). In this study Role Conflict
was found to be more impoftant as a contingency factor in
relationships between leader behavior and the satisfaction
of subordinates. None of the other studies revi ~wed
arrived at this.conclusion,'and therefore fur:-her
investigation g% Role . ..flict as a cqntingenc, sor in
Path-Goal Theofy’relationships seems to be Jjustified.

Many different measures of task characteristics
have been investigated as contingency factors in tests of
the Path-Goal Theory. In this study a revised instrument
used in one of these studies was selected (éee Chapter 1IV).
However, comparison of the findings in this-study with
those of other studies is difficult t%ﬁmake because
measures of task characteristics havetbeen differently .
defined. For ekample, the task structure scale used by
Hous;;and,Dessler‘(1974:b4—45) comprises items which
measure both task structure and task repetitiveness or
variety. In.;;ntrast, the Task Description Questionnaire 3&*
used by Stinson and Johnsc: (1975a:245) comprised itéms on |
three separate factor analytically derived scales, namely,

Task Struéture, Task Repetitiveness and Task Autonomy.

2

N
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Task Structure is most frequently hypothesized as
the task dimension-moderating relationships between leader
behavior and subordinates' attitudes and behavior, but
several studles Wthh have attempted to delineate core
dimensions of pask characteristics have not Proposed task
structure as o!e of them (see Chapter III). Furthermore,
findings .in thils study suggest thaf there is little
differénce between associations of Task Struétﬁre and Task
Repetitiveness with moderaglon of the relationships
between leader behavior and subordinates' satisfaction,

For these reasons investigators undertaking further
research may be better advised to investigate the
moderating effects 'of task dimensions generallj agreed to o
~ .be. core dlmen510ns, namely, task Varlety, task autonomy,
Q@»»'Jggﬁﬁ 1dent1ty and ‘task feedback (Pierce and Dunham,
N§76:92) .

The findings relating to the association of Task
Autonomy with moderatlon of the relatlonshlps between
leader behavior and subordlnates' satlsfactlon seem to
require further investigation. Stinson and Johnson
(iQZSa:247~248) found little evidence that Task Autonom&
moderated these relationships but in this study of school
*personnel, Task ‘Autonomy was found to bevasséciated with
moderation of the rélationships between Leader Achievement-

Oriented Sehavior and Extrinsic Satisfaction. ”Furtheil

1nvest1gatlon may clarify the nature of Task Autonomy as a

contlngency factor 1n the Path-Goal Theory of Leadership.

P
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Additional recommendations for further research
may be derived from considering the delimitations on this
study. Further research is required to investigate
subordinate c¢haracteristics as contingency factors in
relationships between leader behavior and subordinates’
attitudes and behavior among school system personnel. The
rélationships betwee; subordinate expectancies fhat effort
leads to effective performance and leadér b?havior is
another area of research not investigated in this study..

Finally, none of the seVergl studies of the Path-
Goal Theory has investigated two factors éonsidered by
House and Mitchell (1974:84) as important environmental
contingency factors. These factors are the primaF¥%¥§r§W
group and the formal authority system of the organiiétion.
These arcas of research could prove to be fruitful in

advancing the developmant'of the Path-Goal Theory of

Leadarship.
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A SET OF QUESTIONNAIRES
= v ¥,

The follow1ng set of questionnaires is daﬁlgneq to

N

test certaln statéments about leader behavior derlved from \
. ° *Wlb »
“the Paﬁh -Goal’ Tﬁeory of‘Leadershlp The set contains

ot

Leader® Behav1or Tﬁek Descrlptlon Role Description and

Satlsfactlon ques- :aires.,. ' -3

Q.

There are separate 1nstructlons fortg@e completion
\d” g

.of each questlonnalre ' A - . P
e , .. o
[ %8 ' " Lo e . “ . N N
i . | . | - o ¢
. YOUR RESPONSES' ARE QTRIQTLY.‘ DENTIAL,

L
Do .not put your namn\on the questlonnalres

Thls set of questlonnamms‘:zfqulres approximately .

i B

twenty minutes. to complete.

"
o ey
J .
P . ) 3
. i . . . e
' T . R T -';
. _PERSONNEL"DATA < | for. 4 . #
. - R oL ”wofflceﬁﬂl ;
’ oL L S v use e
- e »"-.j . o < A ] CCx 1. o
plete the ﬁp- 0w1ng . : o “1-3 | ¥ :
o . ] a8 NS y
- TLtle of your pos1tlon - g ‘Director, .
B . . o Admlnlstratlve Clerk
: o & Readlng Spec1allst etc .
9 . . . " 3 '
EURI i . ;."; S, o R
_v_’_"»‘-_v.._‘.__.._;.v__._l‘ ______ .-"_'.T_af.&;’_:.“:,',3____"__‘_.‘.___._;._‘1__...__..
. 0 “ ] - | D of
: & .«
o 5




(=

. THE4LEADER BEHAVIOF QUESTIONNAIRE

R two pages is & list of items that
Mnay be used to DESCR ‘THE BEHAVIOR OF YOUR SUPERVISOR,

“Each item describes specific kind of behavior, byt DOES NOT -

~ ASK YOU T0 JUDGE whether the behavior 1s desirable or '
undesirable, Remember that the items'srmply ask you to describe,
AS ACCURATELX AS YOU CAN, the behavior‘bf~your supervisor,

On' the followi

-, N T

& © . r Cat .
4 Read each itenp carefully ang'dkciﬂé how - FREQUENTLY L '
YOUR SUPERVISOR €rigages in the behavior destribed, -

CIRCLE the numbervfollowing the item which shows the
answer you have selected on the. scale: . :

S " Never 1 - o
. Seldom 2.
A o Occasionally 3
' ) X : : a . . b
. . » | Often‘_ LP ' v o ,
o Always 5 PN T
" AnsWer EVERY ITEy. S
b . : R
ey . - . : »
Where appropriate, fort{'He", read ﬂS%g". ,
: L ) " : . . [0} '~. - . P ‘\‘) ' ‘ .
& - ‘@ < . . . ‘_ ) v ' R . . , : — S
Note: (1) The term ”gfouggg;refers~to a depattment, SR
4 N division, or % er unit of organization . B
- which is-—subérvised by the person being . A
descrived., - - R SR g ' '

(2) The termsm"members",ofj" ubdpdinates",:refér

<. to all the pewpie” in fhe’uh£340frbrgangzation
which is supervised by the Person being

o described, E ) Ly )

;7 (3) The térm‘“supervisor",,refers to the perso

' “in charge of the unit of i

v which you are “a‘member, . - . 1 P A
o ‘;yh y L& oL . . - .
. . o R ’ . .
.,
4 . - (V] "f'
N
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- ¥2, Before taking action, he consuléigg' 21

with his subordinates. -

13." He makes sure his part in the group 1 2 3 4 5 22
is understood.

1@l He decides what shall be done and 1 {2365 23
how it shall be done.
i s

15, He does llttle things to make it 1 2 3 4 . 5 24

pleasant to be a member of the group.

16. He gives advance notice of "thanges. 11 2 3 4 5 q 75
17.>.When faced with a problem héﬁp _ 1712 | 3 |ob 5 26
consults with subgrdlnates
',18. He asks that group members follow 112 3 |45 27,
standard rules and regulafions. -

"

e
ot “ b A . : . ] : A :
o 19. He asks subordinate ‘iﬁ& thelr . 1 2 3. 355‘5 - %% s08
_ ! suggestions conce ,Jﬁow to ; ‘ r:¢~»w~i", g
o carry out assignméi vu~ gl %ﬁﬁ e E ,
20, He treats all group members as his . 1 ]2 3 Loy 5%,W 229
’ gguals . T ; . ' : |
"-21. He. asks subordlnates for suggestions |1 | 2 3 4 5 SEREEE 16 I
on what assignments should be made. s
) e
T . ’ . (\ ) .
. 22, He is willing to make changes. 1 [2,13 4 5 31
i ¥ * . \
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THE TASK DESCRIPTION QUESTIONNAIRE

C

_ .In the.following questions, you are asked to describe
the general characteristics of tHe” job on which you work.
PLEASE DO 'NOT USE THESE QUESTIONS TO SHOW HOW MUCH you LIKE
OR DISLIKE YOUR JOB;  just try sto be as accurate,ag% factually
correct as possible. { % .

-~

CIRCLE ‘the number Next to the answer that best
describes YOUR JOB., ‘ ‘

. Gy fw
LI\;‘ : ST Iy

® Ansier EVERY -ITEN, ) =

I



How much can you control how fast or how slow you work?

‘:.

2. How often are work
x othei worklng day'>
¥ ‘5&'“ | &

/

1.

SE W D

very little
a little bit
some

-quite a bit

very much

ing days on your job Just l T oaver

1
2.
3.
I
5

[y

ah@ﬂlmmr‘{

seldom ‘
sometimes  & .

often ' w0 Y
al@gst always i “

. %9 How much of your work is structured for you?

v

h . How much do yé
without help fﬁpm

5. How much does

ey
Ty,

set ofésteps?.

ot I
e 2,

3.

I

. 5.

.. very llttle,
coa little” blt
. -some T,

%

. r ~ ke
T cn B ;'4 . - . -
M i o

»,

perv1sor? : “
very llttle ,ﬁ"-if';‘ s
a little bit ™, e

some* ' -
quite a bit

very.much e e

S

~

your job:rsqulre you to use‘aispecific

very litt;éu . 4

a little pit . . 3
spmé ‘

quite a bit

very chh

"work you-. neéH‘to do on your Job

=3
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7. How

10.

~

~
S~

pace all day?

Q0

How qften is thére a

N e

(-’\\l . 5:

;zﬁ?ii? are thé'tasks you perform in a typical work
day? o :

1
2
3.
L
5

AN

: _ e ordinary happens on your job, how
?Q\i make; the ‘decision

iHd what to

do aboutiit?”
;‘almoqg ne&er

-

seldom

. L4
sometlmes ‘F
often "
almost always

1. almost all different
. 2. mostly different
3. half the same
- 4. mostly the same .
. 5. almost all the same s
How much does your job require you to work at“fhé same

very little
a little bit
some

quite a bit

very much

specific way your jbb has to'be-done?

1{~almbst§pever-
2..seldom
3. sometimes
"4, often ‘
u N 5. almost always .

How oftén.do you make a decision about your job wit@out

the advice of your supervisor? ST
. 1. almost never
\ .
. * 2. seldo. o
o o 3. .sometimes "= : N
4. often _ ' -
4 5. almest<always -~-<s

-

S

-

266

for
office
use
61
37

39

Lo

Has

. 1\;) s
o
]
—_——



How much is your Jjob controlled by rules and regulations?

- . f

11. . L2
1w very little //?\\ '
2. a little bit
3. some
b quite a bit
5. very much
12. How often does your job requiré you to db the sage thing, 43
over and over all day?
1. almost never - \#
2. seldom ’
3. sohetimes >
4. often 3
U 5. almost always
13. How much is your work scheduled for you?” \\—“/// L4l
1. very little
> 2. a little bit
‘:3..séme > 53
e 4. quite a bit g
o | | Yo ﬁsllvery much - o g
14 How often do you find that you do your job differently bs
from how someone edsesmight do it? ,'CiEiip
\ % 1. almost never h : o
] 2,vseldom‘
Yoot ) 3. sometimes , ] .
& L. often’ ‘
i o ? 5. almost always
15. How much does your job requlre you to do routine tasks”" 46
) 1. very little : p |
- \ 2. a llttle bit .
o 3. some ) .
S N 4. quite a bit - i *
g 5. very much . A L S )



THE ROLE PERCEPTION QUESTIONNAIRE

SR )

. .The following statements describe va¥icdus
organizational conditions

&l MAY or MAY NOT e.ist in
the Edmonton Public Schools.

FHYSTEm.  You are asked to
indicate THE DEGREE T0 Wﬁf@ ,THE CONDITION EXISTS FOR YOU.

“l
5 i

Ao Read each oflthe st
PANMMURATE, that is, HOW-
Nowing scale,

atements Qafefully. Rate
PRUE each statement is NOW ‘on

o ——
[

s . o

N ¢ VERY FALSE .1 2 3 4 5 6 7 VERY TRUE
- if the statement is VERY TRUE then circle 7
‘ . ' . N
- if the statement is VERY FALSE then circle 1

-if the accuracy of the statement liZs.SOMEWHERE BETWEEN
VERY FALSE and VERY TRUE then circle the appropriate number.

+ Please rate EVERY statement, =V =



—

O @

10,

11,

12.

I feel certaig%about'how muc

authority Ifh e,

I have to do-things that should be
done differently, ' ’

A

There are clear, planned goals and
objectives for my jObC} c

I receive an assignment -ithout the
manpower te complete it,

I know that I have divided my time
properly.. " 5 i

I have tb buck a rule or policy in
order to carry out an assignment,

I work with two or more groups who
operate quite differently. -

I know,whaf‘my-responsibilities are.

. . L 0o
+wl receive incompatible requests from

two or more people.
I know.what ig expected of me.

I do things tHat are apt to “Ye .
accepted by*®% person and not %
accepted by “others, ' )

I receive an assignment without
adequate resources and materials to
execute it. + o ra

. There is clear ewplanation of what has |

- to be done.

N y‘.

. a workfan\unnecessary tﬁings.

Lo
&
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THE MINNESOTA SATISFACTION QUESTIONNAIRE )

The purpose of this questlonnalre is to give you a
chance to tell HOW YOU FEEL ABOUT YOUR PRESENT JOB, what
things you are SATISFIED with and what things you are
NOT SATISFIED with,

Ll

e

Read.tie statements on the follow1ng ‘page carefully,
Decide HOW SARISFIED YOU FEEL ABOUT THE ASPECT OF YOUR JOB
described by e statement.

Keeping the tement in mlnd

- if you fe@k’that your job gives you MORE THAN YOU .EXPECTED,
circle 5 %gger the column VERY SATISFIED. ;

- if you feel that your job glves you WHAT YOU-EXPECTED, . —

01rcle M«hnder the column SATISFIED

- 1f you CANNOT MAKE UP YOUR MIND whether the - job- glves you

what you expected, circle 3 under the column NEITHER

- if you feel that your job gives you LESS THAN YOU EXPECTED
circle 2 under tﬁe column DISSATISFIED e

I‘

- 1f you feel that your job gives you ‘MUCH LESS THAN.-YOU
EXPECTED, circle 1 under the column VERY DISSATISFIED. -.

Q-

270
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On_my present job, this is how. cC
I feel about: ‘ : e v

Belng able to keep busy all the tlme. 1 2 3] 41 5 61
‘.,,\ M . : . J ] »
. The chanife to work alone on the job.| 1 | 2 | 3| 4 | 5| = .6
3. The chance to do dlffepent things 1 2 | 3.1~ 5 63
- from tlme to Zime, . . Ty 1% T .
] ' . ."J AP vg"‘;"“ ‘- ~:‘ R o - R
. - TR . - A
b The chqpce to be "somebody" in the. L2385 64.
community, ' B R

. 1 . . > - LR 4 B . T
AR . . % . by S ' ' ;
. - ﬁ@@&h « - LI L R VA .o
_ . e . - )

R ' : o

3 5. The. wgy my boss handles hf\\\‘- ol 2 rj. 4 | .5 ‘él“QS

,employees e . ’
» ; &,
6; The competence of my superv1_p . in 1 2. 13| 435 66
m@klng deolslonsl , <8 ‘ 1.
. v A . ' o ’ R . 54‘ ’ . .
1. 7. Belng able to do things that don* tgﬁ; 17213 | gl 5~ 67
; . 'g T
, : " go agalnst my conscience, .. : L
_ ‘ L = [ .
. 1;;, ) ' . - - R s
: . 8. The way my JOb provides for steady . 1 ¢+ 314851 . 68
- employment AR ‘ A 1. 1 : _—
2 ‘ . 1 . Ao
et U9, TheJchance i for' other |1 |'2,1'3 } 4, 5 69
e o] D ’ e ' le . m o -1 -
- ‘ - 4 ol N N
. v .r . N » ) ’ ] -
'10. The chance %o tell other people what 1213|415 70
. to do - ‘ N . d '
¢ @ -
_ . « ‘;. . ‘ ‘
:", ‘5 VAL W M ,/; -
f,‘:'g.d ) ’ ; :»;



On my present job, +this is how

I feel about:

11:

12.

13.

14,

15.

16.

19.

20,

The chance to .do something that
makes use of my abillities.

The way Board p01101es are put into
practice.

My pay and the amouﬁt~of work I do.

The chances for advancement on this
job.

The freedom to use my own judgment.

The chance to try my own methods of
doing the job.

-Theiworking“conditions.

The way my co-workers get along
with each other.

The praise I get for doing a good
job. : .

N

The feeling of accomplishment I get
from, the job.

o

551

272
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72

73

74

75

76

7

78
79

80
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e APPENDIX B

CLASSIFICATION OF SUPPORT PERSONNEL USED IN
AN URBAN CANADIAN SCHOOL SYSTEM
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~PPENDIX C

PERCENTAGE FREQUENCIES OF RESPONSES
TO QUESTIONNAIRE ITEMS -



PERCENTAGE FREQUENCIES-OF RESPO
QUESPIONNAIRE ITEMS:

o

TABLE 42

A,

NSES T¢, LEADER BEHAVIOR

CLERICAL O’CUPATIONAL
LEVEL’ (n 66)

a

Item

Response. Code

i

Number . :
2 3 .
1 9.1 7.6 22.7 30. 73 .30.3
2 7.6 22.7 - 39.4 27.3 3.0
3 6.1 16.7 22.7° 31.5 2.7
in 1.5 12.1. 18,2 25.8 b, 4
5 6.1 12.1 4.2 27 .3 30.3°
6 b5 ©22.7 18.2 33.3 21.2
7 b.s 16.7 30.3 25. % 22.7
8 9.1 16.7 25.8 19.7 28.8
9 3.0 21.2 36.4 28.8 10.6
10~ 10.6 16.7 25.8 21.2 25.8
11 6.1 7.6 22.7 28.8 44,3
12 L.,s 21.2 27.3 30.3 16.7
13 4.5 10,6 18.2 37.9 28.08
14 6.1 - 3.0 21.2 33.3 36.4
15 7.6 19.7 30.3 22.7 19.7
16" 10.6 25.8 "21.2 18.2 24, 2.
17 4.s “12.1 348 27.3 21.2
18 1.5 9.1 18.2 33.3 37.9
19 10.6 16.7 37.9 25.8 9.1
20 15,2 9.1 27.3 21.2 27.3
21 ¥ 12.1 27.3 25.8 22.7 12.1
22 1.5 16.7 31.8 27.3 22.7
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‘PERCENTAGE FREQUENCIES OF RESPONSES ¢ Tial K 9 ATIOR
QUESTIONNAIRE ITEMS: PROFESSIONAL OCCURAT ~_%MAL
LEVEL (n=36)

Response Code

-3

Item.
Number ‘ _ (
1 2 3 4 5
1 13.9 Lbi.7 h1.7 2.8 0.0
2 5.6 - 33.3 25.0 33.3 2.8
3 2.8 22.2 58.3 16,7 0.0
L 0.0 0.0 2.8 27.8 69 .4
-5 2.8 25.0 50.0 _ 19.4 2.8
6 0.0 2.8 - 22.2 50.0 25.0
7 2.8 5.6 19.4 bhi.,7 30.6
8 , 5.6 13.9 by, L 22.2 13.9
9 / 0.0 8.3 . u7.2 o 36.1 8.3
10 { 50.0 27.8 13.9 8.3 0.0
11 5.6 36.1° 22.2 19.4 16.7.
12 0.0 8.3 33.3 . 52.8 5.6
13 0.0 - 13.9 50.0 25.0 11.1
14 8.3 55.6 27.8 £.3 0.0
15 2.8. 8,3 33.3 38.9 16.7
16 0.0 0.0 19.4 50.0 30.6
17 0.0 16,7 33.3 7.2 2.8
18 2.8 19.4 hi.7 33.3 2.8
19 0.0 8.3 27.8 58.3 5.6
20 2.8 5.6 25.0 38.9 27.8
21 2.8 19.4 30.6 Ly 4 2.8
22 . _ 2.8 2.8 27.8 55.6 11.1
LN AT

A



TABLE 44

i ‘ .

PERCENTAGE F .QUENCIES OF RESPONSES TO LEADER BEHAVIOR
QUESTIONNATIRE ITEMS: ADMINISTRATIVE OCCUPATIONAL
[ - LEVEL (n=47)

: / Response Code
Item / .o
Number /
1 2 3 b 5
/ - .
/ ' ‘ .
1 /8.5 36.2 25.5 25.5 4.3
2 6L 34,0 31.9 23. 4 4.3
3 4,3 19.1 31.9 38.3 6.4
n 2.1 10.6 . 8.5 *36.2 L2.6 -
5 6.4 17.0 27.7 . 34.0 14.9
6 6.4 10.6 34.0 31.9 - 17.0 -
7 8.5 14.9 23.4 ¢ 34,0 19.1
8 10.6 17.0 27.7 29.8 14.9
9 2.1. 10.6 L6.8 34.0 6.4
10 10.6 31.9 34.0 "19.1 L. 3
11 , 0.0 19.1 25.5 Y 31.9 23.4
1z 4.3 12.8 2 .ﬁ oLl 7 8.5
13 21 17.0 28, .3 L1
1L 2.1 19.1 36.2 ff/§§.3 j'Qe’a
15 L. 3 25.5 36.2 23.4 10.6
16 2.1 25.5 29.8 31.9 10.6 -
17 L.3 b4 36.2 - Lh42.6 10.6
18 0.0 14.9 34.0 Lo.4 - 10.6
19 6.4 17.0 -~ 25.5 L, 7 6.4
20 12.8 12.8 31.9 29.8 12.8
21 10.6 25.5 27.7 29.8 6.4
2.1 10.6 36.2 Lo. 4 10.6




TABLE 45

PERCENTAGE FREQUENCIES OF RESPONSES TO TASK DESCRIPTION
" QUESTIONNAIRE ITEMS: CLERICAL OCCUPATION/L
LEVEL (n=66)

N
. Response Code
Item _
Number " )
1 2 3 4 5
o1 10.6 4,5 18.2 34.8 31.8.
2 6.1 9.1 25.8 37.9 21.2
3 9.1 7.6 33.3 . 39.4 10.6
b 13.6 3.0 18.2 37.9 27.3
5 7.6 L.s 27.3 34.8 25.8
6 12.1 16.7 39.4 25.8 6.1
7 3.0 22.7 22.7 30.3 21.2
8 L,5 12.1 34.8 28.8 19.7
9 1.5 6.1 18.2 Le.9 33.3
10 15.2 9.1 39.4 30.3 6.1
11 4,5 9.1 30.3 37.9 18.2
12 9.1 16.7 12.1 33.3 28.8
13 16.7 13.6 2L, 2 - 30,7 15.2 .
14 12.1 18.2 45,5 22.7 LI S
15 10.6\_ 7.6 24,2 31.8 25.8
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TABLE 46

PERCENTAGE FREQUENCIES OF RESPONSES TO TASK DESCRIPTION

=36)

QUESTIONNAIRE ITEMS: PROFESSIONAL OCCUPATIONAL
LEVEL (n

Response Code

Item
Number
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PERCENTAGE FREQUENCIES OF
¢QUESTIONNAIRE ITEM

TABLE 4

7

RESPONSES TO TASK DESCRIPTION
S: ADMINISTRATIVE OCCUPATIONAL
LEVEL (n=47) .

\

Response Code

Item
Number -
1 3 4
1 2.1 14,9 14,9 36.2 31.9
2 12.8 53,2 27.7 6.4 0.0
3 23.4 10.6 . 42,6 21.3 2.1
I 2.1 L.3 8.5 . 38.3 46.8
5 12.8 - 10.6 36.2 29.8 10.6
6 2.1 4,3 17.0 - 46.8 29.8
7 4.3 51.1 ., 29.8 14.9 0.0
8 27.7 21.3 © 25.5 14.9 10.6
9 10.6 12.8 - L2 6 27.7° 6.4
10 0.0 8.5 17:0 53.2 21.3
11 8.5 14.9 38.3 - 29.8 8.5
12 29.8 51.1 14.9 . L. 3 0.0
13 23.4. 23.4 27.7 23.4 2.1
14 4.3 6.4 40,4 42.6 <’ 6.4
15° 19.1 Lo, 4 .29.8 10.1;J * 0.0
4
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TABLE 48
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Response Code

Item
Number

Lv :
W
258/0 5:.32 2/0 78 195

1:4& 751.4/4 3/0.4/0 Ohw

N u..27163 S

QN «
11218562022521
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TABLE 49
UENCIES OF RESPONSES TO ROLE PERCEPTION

PERCENTAGE FRE

AIRE ITEMS: PROFESSIONAL

9

OCCUPATIONAL -

QUESTIONN

=36)

LEVEL (n

Response Code

Item
Number
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OCCUPATIONAL

47)

F RESPONSES TO KOLE PERCEPTION
Response Code

TABLE 50
ADMINISTRATIVE

"LEVEL (n

PERCENTAGE FREQUENCIES 0
QUESTIONNAIRE ITEMS :

Item
Number

P
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TABLE 51

. PERCENTAGE FREQUENCIES OFiRESPONSES‘TO MINNESOTA

SATISFACTION QUESTIONNAIRE ITEMS: CLERICAL
- OCCUPATIONAL LEVEL (n=66)

Respdhse Code

Item, , — : 3
Number 1 . > U5 Lo 5
1 3.0 9.1 4.5 4o.9 L2.4
2+, 3.0 6.1 . 6.1 37.9 47.0
3 10,67 12,1 - 9.1 L3.9 24.2
el Sw 7.6 7.6 37.9 33.3 13.6
5 12.1 - 15.2 . .21.2 21.2 30.3
6 4.5. “13.6 "19.7 28.8 33.3
7 0.0 3.0 6.1 47.0 43.9
8 - 1.5 0.0 6.1 34.8 57.6
9 1.5 9.1 21.2 37.9 30.3
10~ b.s L.s 48.5 33.3 9.1
11 6.1 . 19.7 12.1 L2.4 19.7
12 . L.st 25.8 39.4 25.8 L.s
13 15.2 22.7 13.6 4o.9 7.6
14 113.6 o ka.u 21.2 116.7 L 6.1
15 6.1 -16.7 15.2 39.4 S k2.7
1% 7.6 . 16.7 15.2 L3y.9 16.7
17 9.1, 12.1 10.6, 40.9 27.3
18 6.1 21.2, 9.1 25.8 37.9
19 9.1 - 10.6 27.3 34.8 18.2
20 6.1 9.1 16.7 ha.b + 25.8

&
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TKELE 52

PERCENTAGE FREQUENCIES OF RESPONSES TO MINNESOTA
SATISFACTION QUESTIONNAIRE ITEMS: PROFESSIONAL
OCCUPATIONAL LEVEL (n=36)

Response Code

Item
Number
1 2 3 b 5
1 0.0 0.0 2.8 L 4 52.8
2 0.0 2.8 8.3 «52.8 36.1
3 0.0 0.0 8.3 36.1 55,6
4 0.0 0.0 b, 2 41,7 11.1
5 8.3. 11.1 22.2 41.7 16.7
6 5.6 27.8 13.9 33.3 19.4
7 0.0 5.6 5.6 63.9 25.0
8 0.0 0.0 2.8 - 36.1 61.1
9 0.0 2.8 2.8 50.0 L4 4
10 0.0 0.0 1.1 33.3 5.6
11 0.0 11.1 5.6 5¢.6 27.8
12 - 11.1 38.9 36.1 1,.2 0.0
13 | 2.8 5.6 5.6 63.9 22.2
14 8.3 16.7 50.0 25.0 0.0
15 0.0 0.0 0.0 36.1 63.9
16 0.0 0.0 2.8 36.1 61.1
17 0.0 8.3 19.4 58.3 13.9
18 0.0 2% 5.6 61.1 30.6
. 19 0.0 5.6 33.3 50.0 . 11.1
20 0.0 8.3 16.7 “’55.6 19.4




TABLE

PERCENTAGE FREQUENCIES OF
‘ SATISFACTION QUEST
ADMINISTRATIVE

53
RESPONSES TO MINNESOTA

IONNAIRE ITEMS:
OCCUPATIONAL

LEVEL (n=47)

Response Code

Item
Number
1 2 3 s
1 2.1 0.0 8.5 48.9 40.4
2 0.0 6.4 8.5 66.0 19.1
3 0.0 2.1 10.6 36.2- 51.1
L 0.0 2.1 31.9 46.8 19.1
5 4.3 17.0 ~—25.53 38.3. 14.9
6 8.5 6.4 21.3 36.2 27.7
7 bL.3 8.5 6.4 53.2 27.7
8 0.0 0.0 19.1 447 36.2
9 0.0 2.1 6.4 46,8 44 7
10 0.0 2.1 34.0 44,7 19.1
11 0.0 10.6 6.4 55.3 27.7
12 0.0 17.0 31.9 40,4 10.6
13 2.1 6.4 14,9 61.7 14.9
14 0.0 6.4 36.2 51.1 6.4
15 0.0 12.8 6.4 36.2 44,3
16 0.0 4.3 14.9 36.2 4i .7
17 2.1 10.6 10.6 55,3 21.3
18 0.0 6.4 8.5 53,2 31.9
19 6.4 8.5 25.5 4.7 14.9
20 2.1 6.4 8.5 63.8 19.1
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"TABLE 54

VARIMAX FACTOR SOLUTION OF SCHOOL SYSTEM'PERSONNEL RESPONSES
T0 LEADER BEHAVIOR QUESTIONNAIRE ITEMS (N=149)

Item Factor : Facto; Factor Commun-
Number I II IIT alities
1 .07 66 [ 1] .70
2 - 46 R .02 45
3 .19 ' . 69 .33 ) .62
I e 34 ~.08 .68
5 . A2 .63 . .28 .64
6 .78 .19 . .10 66
7 .67 43 .02 .63
8 .69 - L6 .15 .71
9 .70 .27 .07 .57
10 107 .30 .79 .72
11 .23 46 .65
12 -.06 .23 .72
13 .38 .54 A2 .60
14 ~.11 ‘ .19 -] .78 .66
15 .63 48 -.05 . .64
16 NYi 2 -.03 62
17 .75 : .00 T .39 .71
18 .06 0L | .75 .56
19 _ 84 .05 .00 .71
20 71 .34 -.10 .63
21 .73 .17 - .10 .57
22 .70 |- .30 .01 .57
% Tofal
Variance 34.1 J 16.4 13.1
% Common
Variance ' 53.6 25.8 20.7

Note: Factor loadings in boxes are greater than |J.40].



TABLE 55
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OBLIQUE FACTOR SOLUTION OF LEADER BEHAVIOR ITEMS
OBTAINED BY HOUSE AND DESSLER* (N=198).

Factor Factor Factor
Item I II I1I
Number Instrumental Supportive Participative
Leadership Leadership Leadershig

1 | 47 ] & -.18 .06

2. -.15 -.35 .23

3 -. 35 -.05

4 -.18 [-.767 .01

5 .23 - 46 o \

6 t.15 -.bo [ 62]

7 A3 -.65 .08

8 .05 / -.72 -.02

9 -.13 -.73 -.13

10 .65 o .27 .10

11 .77 SNY: 17

12 .01 .10

13 Ll -.30' .05

14 .83 .23 -.07

15° -.03 l—.97 -.23

16 -.06 1-.66( " .15

17, .11 .07 77

18 .63 .00 ~-.01

19 13 . Ok

20 -.32 . .ob

21 -.01 .18 . l .55

22 .07 .23
Note Factor loadlngs in boxes are greater than I bo |.

*Adapted from House and Dessler (1974 46-47),

»



OBLIQUE FACTOR SOLy
RESPONSES TO LEADE

TABLE 56

TION OF SCHOOL
R BEHAVIOR ITEM

SYSTEM PERSONNEL

S MATCHED TO THE

~31

HOUSE AND DESSLER‘SOLUTION (TABLE 55) (N=149)

- Factor ‘ Factor Faétor
Item - I II ITI
Number Instrumenital Supportive Participative
Leadership Leadership - Leadgrship
1 -.33 : -.19
2 -.04 .51 4 : .06
3 | 49 .46 -.21 )
4 -.12 -.45 /19
5 .37 =47 -.05
6 -.01 -.25 .39
(7 -.02 -.49 11
8 ST - Ly 17
9 -.01 _ -.31 .28 .
10 .81 .12 _ .17
11 . .58 ' -.35 -.09
12 .01 .03 ' o .63
13 .48 -.32 .04
14 .80 5 .23 - .13
15 -.03 T .ol
16 -. 04 -.48 .12
17 .19 .06 ' ||§g|
18 .32 ' .32
19 -.17 -.18 o ’ .48
20 -.13 .16
21 -.01 -.22 : 37
22 -.05 -.36 .23

°

Note: Factor Loadings in boxes are greater than |.40] .

[}



