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CHAPTER I
THE PROBLEM
Introduction

The community college is the fastest-growing segment
of higher education in the United States. By 1975 total
enrollment is expected to surpass that of four-year insti-
tutions (U.S. Office of Education, 1972). For this reason
alone it is important to consider just how effectively
community colleges are being managed. The need to do this
is commented upon by Gleazer (1964):

It is my impression that community colleges

have tended to stay well within the boundaries

of current educational practice and procedure.

Frequently described as flexible, dynamic, new

and responsive, the community college does not

often actually fit that description (p.14).

Also, if changes do need to be made, this growth factor
will enhance the potential to do so, as it has always been
difficult to introduce real educational change into exist-
ing systems.

One measure of how well an institution is being man-
aged is the harmony that exists between the president and
the faculty. An expression of this harmony is found in
how closely views are held on issues relating to the edu-
cational process.

A central theme in the literature on organizational

1
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theory relates leadership or managerial style to the pro-
ductivity or effectiveness of the organization as a whole.
As previously stated, one measure of effective leadership
is the harmony that exists within the institution. It is
this relationship between the managerial style of a com-
munity college president and faculty perceptions of edu-
cational concepts that this study intends to explore.

A manager is a person occupying a position in a for-
mal organization who is responsible for the work of others.
The way he behaves in carrying out his duties is known as
his managerial style. The four basic styles used in this
investigation ares (1) Integrated, (2) Dedicated, (3)
Related, and (4) Separated.

The educational concepts were chosen as those which
appeared most frequently in the periodical literature con-
cerning the community college. The nine concepts used are:s
(1) Individualized Instruction, (2) Open Admissions Pol-
icy, (3) Career Education, (4) Behavioral Objectives, (5)
Faculty Governance, (6) Student Grievance Procedure, (7)
Accountability, (8) Collective Bargaining, and (9) Fiscal

Responsibility.
Statement of the Problem

It is the basic purpose of this study to answer the
following question: What is the relationship between the

managerial style of a community college president and the

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



perceptions of certain educational concepts held by the
faculty of that institution? This is explored further by
the more specific questions and hypothesis listed belows

uestion One.--What is the basic managerial
style of each of the six community college
presidents?

Question Two.--What are the mean responses to
eac the nine educational concepts with
respect to the Evaluative, Potency, and Activ-
ity factors by the faculty of each of the six
institutions?

%uestion Three.--What are the differences in
he mean responses to each of the nine educa-
tional concepts with respect to the Evaluative,
Potency, and Activity factors when faculties
are grouped according to the managerial style
of the president?

H,+ There are differences in the

m&an responses to each of the nine

educational concepts with respect to

the Evaluative, Potency, and Activity

factors when faculties are grouped

according to the managerial style of

the president.

Definition of Terms

The use of the following terms in this study is
intended to carry the attached definitions:

Managerial style is the way ia which an administrator
or manager behaves as measured by the amount of Task Ori-
entation and Relationships Orientation he uses. Task Ori-
entation is the extent to which an administrator or manager
directs his own and his subordinates' efforts, character-
ized by initiating, organizing, and directing. Relation-

ships Orientation is the extent to which he has personal
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job relationships, characterized by listening, trusting,
and encouraging. There are four basic stylest (1) Dedi-
cated--a basic style with more than average Task Orienta-
tion and less than average Relationships Orientation; {(2)
Integrated-~-a basic style with more than average Relation=-
ships Orientation and more than average Task Orientation;
(3) Related--a basic style with less than average Task
Orientation and more than average Relationships Orienta-
tion; and (4) Separated--a basic style with less than
average Task Orientation and less than average Relation-
ships Orientation.

A community college president is the chief admin~

istrative officer of a two-year institution of higher

learning.

Educational concepts are abstract ideas concerning

teaching and learning generalized from particular

instances.
Faculty refers to the professional personnel of the
institutions in this study who are directly involved with

the instruction of students.
Need and Significance of the Study

Long identified as the most viable of American educa-
tional institutions, the public community college has been
credited with making "the greatest educational advancement

in the twentieth century" (Sava, 1967). The two-year
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college is confronted with unprecedented challenge and
opportunity because "for the first time in our national
history, public education has failed to prepare adequately
a whole generation of urban Americans for the increasingly
complex world of tomorrow" (Hauser, 1967).

If public community colleges are to be the major hope
for the future of American higher education, new leadership
must be developed--leadership that will provide the impetus
for educational change resulting in improved practice. A
leader is not really a manager in the formal sense. He is
someone seen by others as being primarily responsible for
achieving group objectives. His effectiveness is measured
by the extent to which he influences his followers to
achieve group objectives (Reddin, 1970).

The community college presidency is still the most
important position within the institution in terms of the
exercising of leadership. The situation may change in the
future as a result of faculties' growing power, but up to
now the president has had the major say in educational
policy on his campus (Cohen, 1969).

It is axiomatic that the overall goals of an organi-
zation necessitate cooperation among the different levels
of personnel involved in the progress of the institution.
Authentic communication among those in a social system is
an important variable in the effectiveness of that system

according to Roethlisberger (1968) and Stogdill (1965).
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However, ambiguities in concept usage and meaning can be
a severe deterrent to effectiveness within such systems.
"Most social scientists would agree--talking freely
on common-sense grounds--that how a person behaves in a
situation depends upon what that situation means or sig-
nifies to him. And most would also agree that one of the
most important factors in social activity is meaning and
change in meaning--whether it be termed 'attitude,' or
'value,' or something else again" (0Osgood, 1957). There=-
fore, the extent to which a community college achieves its
goals might well be influenced by the relationship between
the managerial style of the president and how the faculty

members view certain educational concepts.
Theoretical Rationale

Leadership and the study of human behavior in organi-
zations has been a recurrent theme in studies by behavioral
scientists. There is consensus that management philosophy
is a keystone variable in influencing individual behavior
within an organization (Bogue, 1971). A variation on the
basic theme which has caused considerable discussion is
the McGregor (1960) and Argyris (1957) thesis of the poten-
tial conflict between a healthy human personality and for-
mal organizations administered strictly according to
rational principles of organization. These authors suggest

that the dependency relations created by authoritarian
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organizations and enforced through management direction
and control conflict with basic human needs for reasonable
independence and self-direction.

A characteristic of one who exhibits the dedicated
managerial style, for example, is that he tends to domi-
nate others. On the other hand, a related manager is one
who accepts others as he finds them. Therefore, given
McGregor's and Argyris' thesis, it would seem reasonable
to expect a difference in the way the faculties of these
two presidents holding different managerial styles would
perceive the different educational concepts.

A study conducted by the General Electric Company
and described by Koontz and 0'Donnell (1972) found that
employee attitudes reflect the extent to which managers
have acted responsibly in satisfying the goals of employ-
ees., Similarly, Longenecker (1969) points out that an
individual's perception of the facts in an administrative
situation may be different from the facts themselves.
Nonetheless, one's attitude and behavior are governed by
his perception of the situation rather than by the facts
themselves. If this be true, it would follow that a fac-
ulty's perception of the educational concept would be
dependent upon how they perceived the managerial style of
their president.

Roethlisberger (1966) has described the things that

employees really want in this ways
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People like to feel important and to have

their work recognized as important. They

like to work in an atmosphere of approval.

They like to be praised rather than blamed.

They like to know what is expected of them

and where they stand in relation to their

boss's expectations. They like to have some

warning of the changes that may affect them.

They like to feel independent in their rela-

tions to their superiors and to be able to

express their feelings to them without being

misunderstood (pp. 469-470).

Therefore, a faculty member holding these views would have
different perceptions depending upon the exhibited manage-
rial style of his president.

The testing of the hypothesis of this study requires
the measuring of differences between groups in terms of
what concepts mean to the members of the groups. The mea-
suring device used in this study is the Semantic Differen-
tial. It is not a "test" in the usual sense of the word
but is, in fact, a "highly generalized technique of mea-
surement" (0sgood, 1957), which must be adapted to a given
situation and geared to the specific requirements of a
study. The uniqueness of the experimental design deter-
mines the content of the format or the Semantic Differen-
tial as far as the particular concepts and scales are con-
cerned. The common factor is the underlying theory and
assumptions as formulated by Osgood, who, in a brief sum-
mary, statess

We believe that we are validly measuring at

least certain aspects of a very important

variable in human behavior, meaning, and that
therefore our type of instrument has many
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valuable applications. But it has also become
increasingly clear that our original concep-
tions were insufficient, that human semantic
processes are very complex, and that problems
of meaning are inextricably confounded with
more general problems of human thinking or cog-
nition (p. 318).

Kerlinger (1964) has noted that very few studies in
the area of education have used the Semantic Differential

and observess

The semantic differential can be applied
to a variety of research problems. It has
been shown to be sufficiently reliable and
flexible for many research purposes., It is
also flexible and relatively easy to adapt to
varying research demands, quick and economical
to administer and to score. The main problems
as indicated earlier, are to select appropri-
ate and relevant analyses. In both cases the
research is faced with a plethora of possibil-
ities. Selection and choice, as usual, are
determined by the nature of the problems
explored and the hypotheses tested (p. 578).

The actual semantic differential consists
of a number of scales, each of which is a
bipolar adjective pair, chosen from a large
number of such scales for a particular research
purpose, together with concepts to be rated
with the scales. The scales, or bipolar adjec-
tives, are seven-point (usually) rating scales,
and the underlying nature of which has been
determined empirically. That is, each scale
measures one, sometimes two, of the basic
dimensions or factors that Osgood and his col-
leagues have found to be behind the scaless
Evaluative, Potency, Activity. These factors
may be called clusters of adjectives (pp. 566~
5

Overview

The purpose of this study is to determine the rela-

tionship between the managerial style of the president of
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10
each of six community colleges in Southwestern Michigan
and the manner in which the faculty of each institution
perceived certain educational concepts. The colleges are
characterized by the fact that rural, suburban, and metro=-
politan institutions are included. Each college president
and a representative from the faculty of each institution
was contacted prior to the beginning of the study to
solicit the support and cooperation of all participants.

Reddin's Managerial Style Diagnosis Test was admin-
istered by the researcher to each participating president.
The Semantic Differential was given to the faculty mem-
bers of each institution. The method by which the con-
cepts were identified will be explained in Chapter III.

In Chapter I, an introduction, the problem, defin-
itions, significance, and theoretical rationale of the
study were stated.

In Chapter II, the literature pertinent to the study
will be reviewed. The techniques utilized to collect and
analyze the data will be described in Chapter III, and the
analysis of the findings will be presented in Chapter IV.
The discussion of the results, their implications, and
recommendations for further research will be presented in

Chapter V.
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CHAPTER II
REVIEW OF THE LITERATURE
Introduction

The primary purpose of this study, as stated in Chap-
ter I, was to determine the relationship between the man-
agerial styles of community college presidents and faculty
perceptions of certain educational concepts.

In general, there was a paucity of research reports
regarding the specific relationship between presidents and
faculties, but an abundance of publications describing
managerial styles as well as the nature of concept assess-
ment. The problem is not the absence of research; the
problem is lack of research in the specific topic area of
this study.

Consequently, the discussion of the literature will
be divided into three parts. The first will describe the
historical trends in the study of leader behavior; the
second will deal with the nature of concept assessment and
perceptual differences; and, finally, a study will be dis-
cussed that seems to be related in a tangential way to the

present one.
Leader Behaviors Historical Trends

Around the end of the nineteenth century, European

11

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



12
social scientist Weber developed what has become known as
the classical model for the bureaucratic organization.

The concept was a depersonalized and mechanistic one,
stressing form and structure, and has been characterized
as minimizing the human aspects of the organization as
well as the relationship between the organization and its
environment (Hall, 1963).

Modern concepts of the leadership image began to
appear around the beginning of this century when Taylor
(1947) and his associates developed the "scientific man-
agement" theory, which was first published in 1911. The
industrial culture of the early twentieth century readily
accepted the ideas of the scientific manager. The concept
of the leader as a scientific manager placed stress on
efficiency, time and motion studies, and improved produc-
tion rates. Taylor and his "scientific management move-
ment" have been criticized for stressing the mechanical,
rather than the human, elements of the organization. How-
ever, this oversimplifies the complexity of Taylor's work.

French industrialist Fayol (1949) likewise paid 1lit=
tle heed to the human aspect within a productive enter-
prise, but laid the foundation for the functional school.
Emphasis was placed, during this era, on the worker being
viewed as a resource to be managed in the production proc-
ess, with his technical capacities being utilized to the

fullest extent. A highly efficient organization was the
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13
goal, with the psychological forces of human interaction
being ignored for the most part.

The demise of the practical application of scientific
management as a model developed shortly before the begin-
ning of World War I, following a period of open resistance
to the concept on the part of organized labor. Follett
(1920), reacting to the mechanistic and impersonal percep-
tions of organizations of Weber, Taylor, and Fayol, was
among the first to stress the significance of the human
element in administration.

During the early World War I years the concept of the
leader as an "organizational engineer" developed. The image
was brought about by those who were attempting to conceptu-
alize the essential elements of management if the organiza-
tion was to function with a useful purpose. Earlier, Fayol
had identified the "elements of management" as planning,
organizing, commanding, coordinating, and controlling.
There have been numerous other efforts to discover the
basic action components of administration. For example,
Gulick (1937) produced a famous catalog of components based
upon his study of the United States presidencys planning,
organizing, staffing, directing, coordinating, reporting,
and budgeting (POSDCORB). Such efforts at analysis were
made primarily by scholars concerned with business admin-
istration and public administration. Educational adminis-

tration encouraged almost no scholarship in these areas
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14
for nearly the first half of the century. However, edu-
cators did finally follow suit, and, by 1950, Sears (1950)
had adapted Fayol's and Gulick's ideas to education by sug-
gesting that the components of the administrative activity
were comprised of planning, organizing, directing, coordi-
nating, and controlling (about the time management was
beginning to deemphasize them).

During the Depression years the notable work of
Barnard (1938) brought into prominence the image of the
institutional leader as a "social engineer." This concept,
given impetus by the Western Electric studies conducted by
Mayo (1933), Roethlisberger (1939), and others, provided a
significant amount of information concerning the importance
of human relations in an organization.

Sufficient enunciation of the importance of human
motivation, sentiments, and group processes was generally
lacking in the leadership concept of the efficiency expert
and the organizational engineer. Writers have since cred-
ited the Hawthorne experiements with the beginnings of the
development of a behavioristic model of organization, which
accepts man as he is. Thus the human factor emerged, and
concern for the needs of the worker was demonstrated in
the special attention accorded him during this period of
study.

At about the time that the impact of the findings and

interpretations resulting from the Hawthorne studies was
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being felt in leadership circles, Lewin (1939) was influ-
ential in stressing the clinician image for the leader.
The process of inducing change in behavior by reducing
psychological and social forces tending to produce resis-
tance to change (termed "force-field analysis") evolved
from his studies in group dynamics.

Out of the research of this era emerged the human
relations movement, which stressed the idea that leaders
must be more sensitive to the diversity of human needs if
they are to deal effectively with the problems of motiva-
tion and conflict within their organization. A host of
training and development programs came into being dealing
with human relations.

A recent trend in management philosophy is that of
industrial humanism. Such scholars as McGregor, Blake,
Argyris, Herzberg, and Likert have provided much of the
theory and a small empirical base for this movement. The
hierarchical need structure proposed by Maslow has been
the basis of the work of many of these theorists.

Because it was thought by business leaders of the
day that man is traditionally opposed to work, notions of
control and authority have occupied prevalent positions
in management philosophy. Nevertheless, it is generally
agreed that Maslow's (1954) motivational psychology has
had its impact on management philosophy. Maslow's theory

is evident in McGregor's (1960) Theory X and Theory Y

15
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16
notions of management and leadership. Maslow's influence
is likewise apparent in Likert's (1967) participative
approach to management. Tﬁreads of Maslow's theory can
also be traced in Argyris' (1957), Blake's (1964), and
Herzberg's (1966) theoretical presentations. The indus-
trial humanist movement, with more ideology than data,
consistent with other behavioral approaches, encourages
development of greater interpersonal competency on the
part of leaders.

As the study of leadership assumed a more systematic
stance, certain psychological assumptions could be noted
as being basic to each approach for analyzing human behav-
ior. One of the earliest attempts at systematic study of
leadership centered on the characteristics of leaders, and
established their relationship to leader behavior. The
basic assumption underlying this traitist approach was
that an individual's behavior was largely determined by
his unique personality structure. All sought to determine
the physical, intellectual, and personality traits of the
leader as compared to the non-leader of a given situation.
Lengthy lists of traits were compiled by many researchers,
but when they were compared, only a small percentage was
common. Stogdill (1948) reports that various studies of
the personal characteristics of leadership resulted in
contradictory findings, and Gibb (1954) states that "numer-

ous studies of leaders have failed to find any consistent
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patterns of traits which characterize leaders."

The burden of evidence seems to indicate that the
conception of leaders as those who possess certain dis-
tinctive characteristics--the personality syndrome of the
universal leader--has not proved satisfactory. In general,
trait studies have done little to advance knowledge about
leadership because conflicting results indicate that leaders
have been successful despite their exhibition of strikingly
dissimilar traits.

There is a growing emphasis on the comprehensive situ-
ational theory of worker performance, which considers all
of these previously mentioned approaches without focusing
unduly on any one. The research efforts of the situational
theory approach to the study of leadership turned away from
the personal needs and characteristics to the study of
organizational roles and characteristics. Researchers
attended more to the sociological dimension by attempting
to assess and compare such situational variables as morale,
goals, affection, and cohesiveness. It considers the
interaction of the leader with the environment in which
he must function and the impact of the environment on him,
The situational theory approach looks at the actual behav~
ior of a person known at a given moment of time as leader.

Perhaps the strongest supporters of the situational
approach to leadership are Hemphill (1949) and Fiedler
(1966), who, as a result of their many studies in the
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field, maintain that there is no absolute leader. Suc-
cessful leaders, they say, must take into account the spe=-
cific needs of the group. These needs may be as diverse

as the individuals comprising the group. Stogdill (1948)
says, "Leadership must be conceived in terms of the inter-
action of variables which are in a constant state of flux."

Focusing exclusively on leader behavi»r, Halpin (1956)
and the Ohio State University studies--involving the
efforts of specialists in several academic disciplines--~
state that nothing in the extensive research investiga-
tions using the Leader Behavior Description Questionnaire
thus far contradicts the situational approach to studying
leadership.

Integral parts of leadership research are the theory
and research which have led to the classification and
identification of leadership styles. The srowing interest
in styles of leadership and management began in the late
1950's, and is with us today. The central idea is that a
leader should respond either in a particular way to most
situations or in a flexible way, depending upon the situa=-
tion. The approach is essentially psychological in that
classification schemes of the style theorists tend to focus
primarily on personality variables rather than on situa-
tional variables. Among the more well-known style models
are Blake's Grid (1964), Likert's Management System (1967),

and McGregor's X-Y Theory (1960)
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The theme that is apparent in recent management and
leadership literature is that rigid, stereotyped notions
of leadership styles seem increasingly to be considered
irrelevant. Apparently, as one might conclude, there is
no personality syndrome characteristic of all effective
leaders, nor is there a leadership style appropriate for
all organizational situations.

All this research, then, suggests that since the
notion of a single style is not sound and therefore is
not useful, styles are best seen in relation to specific
situations. Any style has a situation in which it is
appropriate and many situations in which it is inappropri-
ate. What is indicated, then, is the necessity of con-
sidering leadership behavior and the situation together.
The kind of leader who seems to succeed in a variety of
situations--the effective leader--is certainly not one
who reacts to all situations in the same way.

Considerations of leader behavior (or managerial
effectiveness) in the present study are based primarily
upon Reddin's 3-D Theory (1970), which is a situational
theory drawing on the central concepts of the approaches
to leadership discussed above. Of all the popular behav-
ioral theories, Fiedler's Leadership Contingency Model
(1966) most resembles the 3-D Theory, as it also is a
situational model and is primarily interested in leader-

ship effectiveness.
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The key situational elements or dimensions in Fied-
ler's approach are (1) power of leader, (2) degree of
structure of task, and (3) leader-member relations. By
combining his three dimensions, Fiedler produces eight
types of situations. The 3-D Theory, on the other hand,
combines Task Orientation and Relationships Orientation
resulting in one of eight managerial styles.

At the heart of the 3-D Theory is a very simple idea,
discovered in a long series of psychological research
studies. In these studies it was discovered that two
main elements in leader behavior concerned the task to be
done and relationships with other people. It was also
found that leaders sometimes emphasized one and sometimes
emphasized the other, and that these two elements of behav-
ior could be used in small or large amounts. For instance,
a leader could be very much task oriented or only slightly
task oriented. Also, both behaviors could be used together
(the 3-D term is Integrated Style), the task behavior could
be used alone (Dedicated Style), relationships behavior
could be used alone (Related Style), or each could be used
to only a small degree (Separated Style). The four basic
styles are arranged as shown in Figure 1. The TO dimension
indicates Task Orientation, and the RO indicates Relation-
ships Orientation. The Integrated Style, with high Task
Orientation and high Relationships Orientation, is so named

because it describes behavior which combines both orienta-
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tions to a high degree. The Dedicated Style describes
managerial behavior with high Task Orientation but low
Relationships Orientation, that is, behavior which is

dedicated to the job. The Related Style, having high

Relationships Orientation alone, is related to subordi-~
nates. The Separated Style is a basic style with both
low Task Orientation and low Relationships Orientation.

This style, then, is separated from both TO and RO.

Related Integrated

Separated Dedicated

TO

Fig. l.--Reddin's four basic styles

It is important to remember that the four basic
styles are a convenience and not a fact. The lines sepa-
rating the four styles do not really exist; they were
drawn to make it easier to talk about behavior. No one,
therefore, is definitely categorized when called "related"
or something else. The term, as with any style labvel,

means "more like that style than like any other style"--
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only that. These four basic styles represent four ways
of talking about types of behavior. Not all types of
leader behavior will fit neatly into these four types,

but they are very useful as a general framework.
Perceptual Differences of Concepts

There is considerable literature dealing with the
way different individuals perceive the same concepts
which, in turn, result in several theories of perception.
According to Day (1966), the most general is the Gestalt
theory of perception, which heavily influences experimental
inquiry even today, over a half-century since its discovery.
The role of stimulus relationships and central nervous
processes in the determination of perceptual phenomena is
stressed in Gestalt psychology (Weintraub and Walker, 1966).
The part played by learning and perceptual stability in a
constantly changing environment is emphasized in the func-
tionalist theory (Brunswick, 1955). Hence it might be
said that the way a person perceives a situation may be
determined by some aspect of his own personality or by
social circumstances. Experiments by McCleary and Lazarus
(1949) and Blackwell (1958) clearly show that people per-
ceive stimuli differently even when unable to report the
awareness of those stimuli.

Expectations of differences in the way concepts are

perceived by professional educators are related by Bruner
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and Postman (1958) as followst

Perceptual organization is powerfully deter-

mined by expectations built upon past commerce

with the environment. When such expectations

are violated by the environment, the perceiv-

er's behavior can be described as resistant to

the recognition of the unexpected or incongru-

ous (pp. 662-663).

It is apparent from the above that different professionals
have different sets of perceptions from which meaning is
derived; otherwise, individual differences of personality
and background would be meaningless.

Harvey, Hunt, and Schroder (1961) have stateds "That
the same external event may be evaluated differently by
different persons no doubt is a timeless truism." There-
fore, the present study will be concerned with where these
differences occur between faculties and presidents as they

perceive certain concepts.
A Community College Study

To develop guidelines for institutional assessment,
Park (1971) conducted a study which looked specifically
at the characteristics within three community colleges.
The study was part of a larger study coordinated by the
Educational Resources Information Center (ERIC) Clearing-
house for Junior Colleges at the University of California
at Los Angeles. This particular phase of the study was
concerned with staff values.

First, Park sought to identify the values held by
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the instructors. Secondly, he contrasted the value rank-
ings by institution. Thirdly, he determined the faculty's
view of the institutional environment and where they saw
themselves in it. Lastly, he determined the relationships
between their values and the perceptions they had of their
college and its functions and purposes. This, he found,
covered a tremendous amount of material, and he made the
following observation concerning the great mass of datas

Since there have been few in-depth studies

made of institutional characteristics relating

to staff values and perceptions, this pro ject

2533?nsidered only a pilot investigation (pp.

Two instruments were utilized by Park. One was the
Staff Survey, which is divided into subsections seeking
data which are related to the person, his views, and his

values. The other device was Rokeach's Value Survey, in

which each staff member ranked himself in terms of his

own criteria of priorities from a list of 18 terminal
values and 18 instrumental values. Examples of the former
would be "freedom" and "wisdom" and of the latter, such
items as "ambitious" and "cheerful."

Park reported these direct observations as objectively
as possible, utilizing median ranks, clusters of responses,
and frequencies. He cautioned, however, that the graphic
representations were based on material which was largely
subjective and that any interpretations must take that

into account. In summarizing his conclusions, he says in
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parts

< « « the subjects surveyed differentiate

between terminal values and instrumental val-

ues. The composite desired end-states of

existence are personal while the composite

modes of conduct relate more directly to their

professional lives. The terminal values are

considered to be more closely related to the
satisfaction of needs and have little to do

with the outside world. The desired ends

ranked highest, according to the composite

median score, were self-oriented rather than

socially oriented. Freedom, for example, is

not equated with Equality. Freedom, there-

fore, can be interpreted to mean freedom for

the self only and not for all people (p. 46).

Park then developed his conclusions somewhat further.
He pointed out that authorities on values, perceptions,
and personality have not established any firm and absolute
definitions for these terms. Nevertheless, he felt that
there was still enough common agreement from which to at
least state operational definitions, and he used this
rationale as the basis for his conclusions.

It was in these final conclusions that he issued what
seemed to be an indictment of the community college faculty
members. He felt that they were much more narrow and self-
centered than most people have been led to believe. He
observed that most of the faculty were overly preoccupied
in their personal concern for "self," which went beyond
material comforts and was more clearly a concern for self

as a sense of well-being.
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Summary

The literature reporting the historical trends in
leader behavior leads to the conclusion that the modern-
day situational approach seems to dominate the thinking
and writing in this field. The leader, the group, and
the task to be completed are integral parts of this phi-
losophy. Since the way in which a situation is perceived
by the group in part determines the manner in which the
task is accomplished, these perceptions need to be examined
to determine what influences their formation.

Since decision-making takes place all over the insti=-
tution, writes Ashby (1964), the college president should
only coordinate and balance these decisions and not gener=-
ate ideas from the top. Keeney (1949), the former presi-
dent of Brown University, agrees. He writes:

The president cannot make the trustees do any-

thing; he cannot make the alumni do anythings

he cannot make the public do anything; he can-

not make the faculty do anythings though he

can stop them from doing anything; and good

students are impervious to direct orders.

The above, it might be added, is a problem not unique to
community college presidents.

Priest {1965) apparently recognized this difficulty
of deciding what the role of a college president is when
he wrote his advice to boards of trustees who were select=-

ing a new president. He recommended that each board care=-

fully outline the objectives of their college and, in
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light of this outline, decide if the college president
ought to be a strong educational leader or an implementor
of already existing plans.

It is apparent that a college president may or may
not be an esducational leader, but he must be an effective
manager. To discover whether or not his managerial skill
has impact on faculty perception of educational concepts

is the purpose of this study.
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CHAPTER III
DESIGN OF THE STUDY
Introduction

The investigation began in August of 1973, when the
presidents of six community colleges in Michigan were
interviewed and asked to participate in the study. All
were most cooperative, and each president agreed to set
up the internal procedures needed to carry out the plan.
The colleges included in the study weres (1) Grand Rapids
Junior College, (2) Kalamazoo Valley Community College,

(3) Kellogg Community College, (4) Lake Michigan Community
College, (5) Muskegon Community College, and (6) Washtenaw
Community College.

The strategy was to accomplish the task in two phases.
The first phase concerned the collection of data from the
six presidents. This included gathering the information
needed to determine which concepts would be utilized in
the Semantic Differential, and administering the Management
Style Diagnosis Test. The second phase involved giving
the Semantic Differential to the faculty members of each
institution. Collection of all data was completed by late

October.

28
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Selection of Colleges

Because the nature of the project involved personal
contact with the president and faculty of each institution,
the dictates of time and geography limited the selection
of colleges to those close at hand. Also, an attempt was
made to insure some representativeness by soliciting col-
leges from rural, suburban, and urban areas. Each college
was given a code letter to protect its identity. Table 1
presents information concerning those institutions
selected.

TABLE l.--Distribution of community college faculty mem-
bers participating from each college

College Total Number of % of Total
Code Faculty Responses Faculty

A 87 73 84

B 66 46 70

c 181 123 71

D 132 31 24

E 103 19 18

F 110 16 15
Total 679 308 46

It was originally contemplated that the Semantic Dif-
ferential would be administered to each faculty when
assembled as a group. This was accomplished in three of
the institutions, but not in the remaining three. The

relatively high percentage of faculty members responding
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in Institutions A, B, and C is accounted for by the fact
that it was possible to administer the instrument during
faculty meetings at these institutions. The smaller per-
centages in Institutions D, E, and F occurred because
there were no scheduled group gatherings; therefore,
responses had to be obtained by an alternate means, namely,
a letter request to each individual faculty member with

the Semantic Differential attached.
Selection of Instruments

Two data-gathering devices were utilized in this
study. One was the Management Style Diagnosis Test (Appen-
dix C), developed by Reddin (1970), which was administered
to each president. The other was a form developed by the
researcher, utilizing the Semantic Differential (Appendix

A), which was given to the faculty of each institution.

Management Style Diagnosis Test

The Management Style Diagnosis Test consists of sixty-
four pairs of statements. The manager is asked to pick
one from each pair that best describes the way he behaves
on his current job. Through an analysis of the answers
he selects from the questionnaire, his perception of his
own management style is measured. It provides him with
his style profile, which is essentially a description of

the extent to which he uses each style. The style labels
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"Integrated," "Dedicated," "Related," and "Separated" were
chosen to avoid the suggestion that some styles are much
better than others. All four styles are concerned with
two types of behavior, known as Task Orientation (T0) and
Relationships Orientation (RO). Task Orientation is the
extent to which a manager directs his own and his subordi-
nates' efforts, characterized by initiating, organizing,
and directing. Relationships Orientation is the extent
to which a manager has personal job relationships, charac-
terized by listening, trusting, and encouraging.

The Integrated style has high TO and high RO and is
80 named because it describes managerial behavior that
effectively combines both elements. The Dedicated style
describes behavior with high TO, but low RO--that is,
behavior dedicated to the job. The Related style, having
high RO alone, is related to subordinates. The Separated
style is a basic style with both low TO and low RO. This
style, then, is separated from both types of behavior.

The Management Style Diagnosis Test was selected
because it measures the manner in which the typical func-
tions of a manager (e.g., planning, organizing, directing,
and controlling) are handled. These functions are the
same whether the manager is a business executive or a

community college president.
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Reliability

Test-retest reliability data were obtained by Reddin
(1970). In a sample of 104 subjects, the coefficients
ranged from .57 to .76, based on a three-month study. A
subsequent study, over a two-year period where the sub-
jects had changed positions, revealed much lower reliabil-

ity coefficients (Pearson), from .27 to .42.
Validity

According to Reddin, the Management Style Diagnosis
Test differentiates very well between groups in a predicted
direction. The instrument was administered to fifty-nine
heads of voluntary agencies, who, unlike managers, do most
of their work with people who have power equal to, if not
greater than, the agency heads. This tends to make a high
Relationships Orientation more effective. Reddin notes that
41 percent of the agency heads had a Related style, and
the nearest other style included only 11 percent of the
participants.

In another group of thirty-three corporation presi-
dents and vice presidents, 49 percent had an Integrated
style. Because business executives at this level are
likely to be effective and usually supervise managers who
interact, high TO and high RO are to be expected. The
next closest style included only 12 percent of those par-

ticipating in the study.
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Semantic Differential

All meanings of concepts were measured by means of
the Semantic Differential. It is described by Osgood

(1957) as follows:

Although we often refer to the semantic differ-
ential as if it were some kind of "test," hav-
ing some definite set of items and a specific
score, this is not the case. To the contrary,
it is a very general way of getting to a cer-
tain type of information, a highly generalized
technique of measurement which must be adapted
to the requirement of each research problem to
which it is applied. There are no standard
concepts and no standard scales; rather, the
concepts and scales used in a particular study
depend upon the purposes of the research.
Standardization, and hence comparability, lies
in the allocation of concepts to a common
semantic space defined by a common set of gen=-
eral factors, despite variability in the par-
tggular concepts and scales employed (pp. 77-
78).

The subject is asked to rate a concept on a series
of graphically constructed bipolar scales. The terms by
which a concept is rated are usually paired adjectives;
the number of points on the scale is optional, with the
usual number being seven. The term “"concept" is used in
a very general way to refer to the stimulus to which the
subject responds. What may function as a concept in this
broad sense is practically limitless. It could be the
name of a person, a political issue, a type of music, or
an educational concept. It is the nature of the problem,
then, that chiefly defines the form of concept to be

selected.
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Concepts

The nine educational concepts used in constructing
the Semantic Differential were selected by first tabulating

the terms which appeared most frequently in the 1972 issues

of Junior College Journal and Chronicle of Higher Educa-
tion. This list of eighteen terms or concepts was pre-
sented to each of the six community college presidents par-
ticipating in the study, and they were asked to indicate
which concepts had some degree of importance to the com-
munity college movement. The presidents were asked to
indicate whether they considered each as "highly important,"
"of some importance,” or "of little importance." For scor-
ing purposes, a value of $, 3, and 1 was placed on each
category, respectively. The nine concepts that received
the highest number of points were selected for use in the
study. They appear in the Semantic Differential used in
this investigation in the following random orders (1)
Individualized Instruction, (2) Open Admissions Policy,

(3) Career Education, (4) Behavioral Objectives, (5) Fac-
ulty Governance, (6) Student Grievance Procedure, (7)
Accountability, (8) Collective Bargaining, and (9) Fiscal

Responsibility.
Scales

The problem of selecting the scales is different from

that of concept selection. The scales are essentially
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polar (opposite in meaning) adjectives which become part
of a forced-choice task presented to the subjects. 1In
developing a sample of scales of semantic judgment, Osgood
(1957) used a frequency-of-usage criterion. Forty nouns
were taken from the Kent-Rosanoff list of stimulus words
for free association, and these were read in fairly rapid
succession to a group of approximately 200 undergraduate
students. The students were instructed to write down
after each stimulus noun the first descriptive adjective
that occurred to them (e.g., tree--green; house--big;
priest--good). These adjectives were then analyzed for
frequency of occurrence. The adjectives "good" and "bad"
occurred with frequencies more than double those of any
other adjectives. 1In fact, nearly half of the 50 adjec-
tives appearing most frequently were clearly evaluative
in nature. By applying Thurstone's Centroid Factor Method
to a matrix of intercorrelations containing scales, con-
cepts, and subjects, Osgood extracted three factors. The
first factor was clearly identifiable as Evaluative; adjec-
tives that appeared to have high loadings were pairs such
as "good-bad," "nice-awful," "honest~-dishonest," pleasant-
unpleasant," and "valuable-worthless."

The second factor identified itself fairly well as a
strength or Potency variable; "large-small" and "strong-
weak" serve to identify its general nature. The third

factor appeared to be mainly a variable that expressed
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motion and action or abruptness; "sharp-dull" and "hot-
cold" are examples. Osgood termed this factor "Activity."
Most studies of attitudes and values lean heavily on
scales that are highly "loaded" on the Evaluative factor.
Accordingly, five of the nine adjective pairs used in this
study were of this cluster. The remaining four were bal=-

anced evenly between Potency and Activity.

Format

The format of the Semantic Differential, as used in
this study, follows closely the suggestions as outlined
by Osgood (1957). The instrument is reproduced in Appen=-

dix A.
Reliability

Osgood (1957) reports a test-retest reliability study
by Tannenbaum (1953) in which the test-retest coefficients
ranged from .87 to .93, with a mean r of .91. Each of 6
concepts was judged against 6 evaluative scales by 135
subjects on 2 occasions, separated by 5 weeks. Attitude
scores were computed by summing over the 6 scales, after
realignment according to a constant evaluative direction.

In a study by Jenkins (1958), a set of 20 scales was
constructed against which 360 words (or concepts) were
evaluated. Each concept was rated by 30 students (15 men

and 15 women). Mean profiles for the concepts were
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calculated. A test-retest reliability study was run, in
which the 30 subjects were asked to rate 20 concepts
drawn at random from the 360 mentioned above. After 4
weeks, they were asked to rate the concepts again. The
test-retest reliability of mean scale values (20 scales x

20 concepts) yielded a Pearson r of .97.
Validity

As reported by Osgood (1957), a study by Suci (1952)--
using the Semantic Differential--described the meanings of
political concepts for 3 groups of subjects expected to
have different political biases. Participating in this
study were 150 paid subjects, selected by block sampling
to represent a midwestern community of 70,000 persons. Of
this number, 103 were classified into 3 groups according
to how they had ranked the presidential candidates prior
to the 1952 election. They were listed as "Taft-Republican
voters," "Eisenhower-Republican voters," or "Stevenson
voters." It was assumed that these 3 groups would repre-
sent quite different political biases--specifically, that
the Taft Republicans would be more pro-Republican than the
Eisenhower Republicans, who in turn would be more pro-
Republican than the Stevenson voters. Twenty political
concepts were then selected, which were judged against 10
pairs of adjectives. The expectation was that there would

be a closer correspondence between the Taft and Eisenhower
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ratings than between either of these and the Stevenson
group. This expectation was borne out in that the cor-
relations between the Stevenson and Eisenhower matrices
and the Stevenson and Taft matrices were .43 and .41,
respectively, whereas the correlation between the Eisen-
hower and Taft matrices was .79.

In another study reported by Osgood (1957), the
validity of the evaluative factor of the Semantic Differ-
ential was tested by measuring it against a l4-item
Guttman-type scale, which had been developed to assess
the attitudes of farmers toward the agricultural practice
of crop rotation. At the same time, the Semantic Differ-
ential was being used in connection with a series of tele=-
vision programs dealing with agricultural practices, and
one of the concepts included was "crop rotation." Although
these studies were conducted independently, 28 subjects
were found who had been exposed to both testing instru=
ments. With attitude scores on the Semantic Differential
obtained by summing over the 3 evaluative scales used
("good-bad," “fair-unfair," and "valuable-worthless"),
the rank order correlation between the testing instruments
was highly significant (rho = .78; p<.0l). These studies
indicate that the Semantic Differential has validity to

measure attitudes.
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Data Collection

Presidents

The first phase of the data collection involved the
presidents of the six community colleges in the study.
An appointment was made with each president, and a one-
hour interview was requested. During the interview, the
Management Style Diagnosis Test was administered and
scored, and plans were finalized for the involvement of

the respective faculties of the institutions.
Faculties

The second phase of the data collection involved
having the faculty of each institution complete the Seman-
tic Differential. It had been hoped that the task could
be accomplished by administering the instrument to each
faculty assembled as a group, thus assuring a nearly one-
hundred-percent response. This was possible in only three
of the six institutions. The remaining faculties received
the document via interoffice mail, together with a cover
letter from the researcher and a memorandum from the pres-
ident of the respective institution. The completed forms
were then collected by the president or his designee and
mailed to the researcher. The percentage of each faculty
responding in this manner was less than in those institu-

tions where the instrument was administered to the faculty
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as a group.

Treatment of the Data

Scoring

A computer card format was developed, and the data
were coded and keypunched--one card for each concept, or
nine cards per faculty member. The mean score for each
concept was computed by adding the encircled number (1
through 7) for each of the paired adjectives and dividing
by the number of pairs (9). Although the instruction
sheet of the Semantic Differential indicated that there
was no importance attached to the scale values and that
their purpose was to aid in keypunching, in fact the num-
bers played an important role in scoring. Each pair of
ad jectives measuring the Evaluative factor represented
extremes--the positive end of the continuum carried a
rating of 7, and the negative end carried a rating of 1.
(For example, "unpleasant" was at the low end of the scale,
and "pleasant" was at the high end.) The paired adjectives
measuring the Potency factor also were ranked from 1 to 7,
but in this instance the continuum was from low Potency
(or strength) to high Potency. Similarly, the adjective
pairs measuring the Activity (or action) factor ran from a
low action rating of 1 to a high action rating of 7.

The Management Style Diagnosis Test was scored by

ad justing the raw scores obtained on each of the 64 sets
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of questions, by converting them into "dimension" scores
reflecting the amount of Task Orientation and Relationships
Orientation indicated. By a procedure outlined in the test

itself, the resulting basic style was revealed.

Analysis

The ma jor purpose of this study was to answer the
question of whether or not there is a relationship between
the managerial style of a community college president and
faculty perceptions of certain educational concepts. A
research hypothesis was constructed against which a null
hypothesis would be tested.

On the Semantic Differential, each individual's score
and each total faculty score on each scale are summed and
averaged by adjective pairs to yield meaning in terms of
the averages for each factor (Evaluative, Potency, and
Activity). The hypothesis tested is that the differences
between the means of each concept are equal to zero when
faculties are grouped according to the managerial style
of their president, against the alternative hypothesis
that the respective differences are not equal to zero.

In the analysis of Hl' HO is tested against H1 as followss
Hothy ~hp=0
Hahy =k, #0

The null hypothesis is tested against the alternative

hypothesis by means of a t test as suggested by Glass and
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Stanley (1970). The .05 level of significance is used as
a basis for accepting or rejecting the null hypothesis of

no difference.
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CHAPTER IV
ANALYSIS OF THE DATA

In this chapter, after a review of the problem,
results of the data collection and data analysis are
described.

The findings of this study are based on data obtained
from scores of the Management Style Diagnosis Test adminis-
tered to the presidents of the six community colleges par-
ticipating in the research and from the results of the
Semantic Differential given to the faculty of each insti-

tution.
Review of the Problem

The specific purpose of this study was to determine
the relationship between the managerial style of a commun-
ity college president and the perception by the faculty
of certain educational concepts.

The study focuses upon the following three questions
and research hypothesis:

uestion One.--What is the basic managerial

style of each of the six community college

presidents?

Question Two.--What are the mean responses to

each of the nine educational concepts with

respect to the Evaluative, Potency, and Acti-

vity factors by the faculty of each of the six
institutions?

43
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guestion Three.--What are the differences in

e mean responses to each of the nine educa-
tional concepts with respect to the Evaluative,
Potency, and Activity factors when faculties
are grouped according to the managerial style
of the president?

+ There are differences in the mean
responses to each of the nine edu-~
cational concepts with respect to
the Evaluative, Potency, and Acti-
vity factors when faculties are
grouped according to the managerial
style of the president.

Hy

Findings with Respect to Managerial Style

The results of the administration of the Management
Style Diagnosis Test to the six community college presi-
dents participating in the study are summarized in Table 2.

TABLE 2.--Results of Management Style Diagnosis Test admin-
istered to presidents of six community colleges

College Amount Amount of Basic
Code of Task Relationships Managerial
Letter Orientation Orientation Style
A 3.0 3.6 Integrated
B 0.0 3.0 Related
[¢} 1.2 4.0 Related
D 0.0 4.0 Related
E 1.8 3.6 Related
F 3.0 1.2 Dedicated

The test was constructed in such a manner that a
score of 0 would indicate an absence of Task Orientation
or Relationships Orientation, while a score of 4 would indi=-

cate a maximum amount. Therefore, scores below 2 are below
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average for the managerial population as a whole, and
scores above 2 are above average. According to Reddin
(1970), however, a score of 0 does not mean no orientation
at all--that would be hard to imagine. It simply means
"so little as to be in the lowest few percent of managers."

It can be seen from Table 2 that the six presidents
are grouped according to three of the four basic styles.
The president of Institution A has a managerial style
known as "Integrated." This style shows up in Figure 2
as having more than average Task Orientation and more than
average Relationships Orientation. The presidents of
Institutions B, C, D, and E all fall into the category
titled "Related." This style is depicted in Figure 2 as
having less than average Task Orientation and more than
average Relationships Orientation. The managerial style
of "Dedicated" is indicated for the president of Institu-
tion F. This style has more than average Task Orientation
and less than average Relationships Orientation. No pres-
ident was in the fourth category of "Separated"--a style
having both low Task Orientation and low Relationships
Orientation.

Figure 2 is designed to show in more graphic form
the interaction between Task Orientation, Relationships
Orientation, and the managerial styles of the six commun-
ity college presidents, as derived from the information

provided in Table 2.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



46

D c
E A
B Related Integrated
RO
F
Separated Dedicated
TO >

Fig. 2.-~The four basic managerial styles of the
Management Style Diagnosis Test, showing the interaction
between Relationships Orientation, Task Orientation, and
managerial styles of the six community college presidents

The labels "Related," "Integrated," "Separated," and
"Dedicated" were chosen to avoid the suggestion that some
styles are much better than others. The Integrated style,
with high Task Orientation and high Relationships Orienta-
tion, is so named because it describes managerial behavior
which combines TO and RO. The Dedicated style describes
managerial behavior with high Task Orientation, but low
Relationships Orientation, that is, behavior which is
dedicated to the job. The Related style, having high RO
alone, is related to subordinates. Separated style is a
basic style with both low Task Orientation and low Rela-
tionships Orientation. This style, then, is separated
from both TO and RO.

It is important to remember that the four basic styles
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are a convenience and not a fact. The lines separating
the four styles do not really exist; they were drawn to
make it easier to talk about behavior. No one, therefore,
is pigeonholed when called "Related," or something else.
The term used, as with any style label, means "more like
that style than like any other style"--only that. Reddin
(1970) gives the following capsule descriptions of the
three basic styles with which the results of this study
are concerneds

The Related Manager

The related manager is one who accepts
others as he finds them. He enjoys long con-
versations as a way of getting to know others
better. Because of this he tends to obtain a
lot of useful information from his subordinates.
He is not too concerned with time and this in
part allows him to get to know others better,
particularly subordinates with whom he identi-
fies. He sees organizations primarily as
social systems and judges his subordinates on
how well they understand others. He judges
superiors on the warmth they show to subordi-
nates. In committees he supports others, har-
monizes differences, and coaches others to
give their best. He is particularly unhappy
when working with little contact with others.
If he finds himself in such a job, he may
redesign it so that he can have high contact
even though this could lead to decreased over-
all effectiveness. His subordinates cooperate
well with each other partly because of his
example and partly because he tends to pass
over errors and smother conflict with pleasant-
ness. When facing stress he tends to become
dependent on others and depressed. His posi-
tive source of influence is likely to be
praise while his negative source of influence
tends to be the rejection of the individual as
a worthy person. While his subordinates like
working for him their characteristic problem
is lack of direction from him. The punishment
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he most often uses is loss of interest by him.
While he values people highly he tends to
undervalue the importance of the organization
and its technology. One of his weaknesses is
sentimentality and a personal fear is of being
re jected by others. The thing he most fears
in others is conflict.

The Integrated Manager

The integrated manager likes to become a
part of things. He is especially a joiner and
he takes great pains in getting appropriately
involved with individuals or groups over work.
He likes to communicate with others in group
settings and uses meetings frequently. Through
them he can obtain the two-way communication
he prefers. His orientation is always to the
future. Because he has no real concern for
power differentials, he identifies strongly
with coworkers and emphasizes teamwork. He
uses teamwork and other methods to integrate
individual needs with technological needs. He
naturally judges subordinates on their willing-
ness to join the team. He judges his superior
on his skill in teamwork. In committee activ=-
ity he tends to be active in setting team per-
formance standards, testing the team members
for their commitment and purpose, and motivat-
ing them. His employees are usually fully
committed and involved, and this is facilitated
in part by his intention of learning from
errors rather than punishing them. He is
interested in investigating the cause of con-
flict rather than avoiding, smothering, or
suppressing it. In highly stressful situa-
tions he tends to postpone making decisions.
He tends to control others by proposing common
ideals or settling for a compromise. Because
of his integrated style and emphasis on the
group, his subordinates often feel a lack of
independence. Because of his use of ideals to
motivate, the punishment he can best use
involves loss of self-respect in the person
punished. He sometimes undervalues the need
for independent action and sometimes uses par-
ticipation inappropriately. His greatest fear
about himself is that he might become unin-
volved. His greatest fear about others is
that they might become dissatisfied.
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The Dedicated Manager

The dedicated manager tends to dominate
others. He gives many verbal directions to
subordinates. His time perspective is immedi-
ate and when he has the choice he prefers to
"do it now." He identifies with superiors and
with the technical system of the organization.
When possible he emphasizes the demands of the
technological rather than the human system.

He judges subordinates on the degree to which
they produce and superiors on their skill in
using power. He plays a very active part in
committees and initiates, evaluates, and
directs a great deal. He does not work too
well in situations where he has only a little
power because he then cannot simply tell peo-
ple what to do. His subordinates soon learn
that performance is the thing that counts and
punishment can be expected if they are in
error. He deals with conflict by suppressing
it and deals with other stressful situations
by domination. He believes that rewards are
a good way to influence others or to be influ-
enced himself. And he also believes that pun-
ishments are the best way to stop people from
doing things they should not, and the most
severe punishment is loss of position. His
subordinates often complain about lack of
information. He tends to forget they exist as
independent entities and does not give enough
value to their individual expectations. His
main weakness is that he argues with others
when matters could be solved another way. He
emphasizes the sound use of power so much that
the loss of it is what he fears most. His
biggest fear about others is that they will
not produce (pp. 31-32).

The final point to be made concerning the managerial
styles of the six presidents is that any of the basic
styles could be effective in certain situations and not
effective in others. None are more, or less, effective
in themselves. Their effectiveness depends on the situa-

tion in which they are used.
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Findings with Respect to Educational Concepts

The responses to each of the nine educational con-
cepts by the six faculties with regard to the Evaluative,
Potency, and Activity factors are presented in Tables 3,
4, and 5, respectively. These tables summarize the data
appearing in Tables 1B through 6B, in Appendix B. The
following data (Tables 3, 4, and 5) answer Question Two
of this study, which ist What are the mean responses to
each of the nine educational concepts with respect to the
Evaluative, Potency, and Activity factors by the faculty
of each of the six institutions?

On the Evaluative factor (Table 3), the highest mean
response (6.24 out of a possible 7.00) was given to the
concept Collective Bargaining by the faculty of Institu-
tion D. The faculty of Institution E had the lowest mean
response, which was on the concept Faculty Governance (3.79
out of a possible 7.00). The largest difference between
faculties (1.91) also occurred on this concept, resulting
from the rating of 5.70 given by the faculty of Institu-
tion A and 3.79 by the faculty of Institution E. The
smallest difference (.49) was on the concept Career Educa-
tion, ranging from a low of 5.16 by the faculty of Insti-
tution F to a high of 5.65 by the faculty of Institution B.

The median faculty responses that were the most posi-
tive occurred on Individualized Instruction, Career Educa-

tion, and Collective Bargaining. The middle three responses
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occurred on Student Grievance Procedure, Fiscal Responsi-
bility, and Faculty Governance. Those concepts perceived
least positively were Behavioral Objectives, Open Admis-

sions Policy, and Accountability.

TABLE 3.--Mean responses to concepts by faculties accord-
ing to the evaluative factor

Institution
Concept

A B o] D E F
I yiapal lzed 5.39 5.85 W.57 5.94 5.82 5.71
gg:’i‘c;}d’"iss““s Sl 4,69 4.92 5,25 4.66 L4.60
Career Education 5.63 5.65 5.53 5.34% 5.31 5.16
Behavioral
Objectives 4,79 4.25 4,69 4,91 4.52 4,69
Faculty Governance 5.70 5.24 5.43 4,44 3.79 4,70
Student Grievance 5.07 4.65 4,74 5.16 5.05 5.16
Accountability 4,99 5,10 4.77 4.89 3.6l 5.62
Collective
Bargaining 5.20 4.35 5.13 6.2% 5.95 5.19
gz:;iisibility 5.10 5.25 4,81 5.83 4,96 5.06

On the Potency (or strength) factor (Table 4), the
concepts that indicated the highest median responses from
the faculties were Career Education, Individualized Instruc-
tion, and Collective Bargaining. The concepts perceived
least strongly were Behavioral Objectives, Accountability,
and Fiscal Responsibility. The middle three concepts

according to median responses were Open Admissions Policy,
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Faculty Governance, and Student Grievance Procedure.

TABLE 4.--Mean responses to concepts by faculties accord-
ing to the potency factor

Institution
Concept

A B o} D E F
Individualized
Instruction 4,40 5,00 4,61 5,16 4.76 5.06
Open Admissions
Policy 4.90 4.30 4.54 4.37 4.58 4.41
Career Education 5.23 4.97 4.96 4.36 4,61 4.81
Behavioral
Objectives 4,52 4,18 4,42 3,84 3.92 L4.19
Faculty Governance 4.99 4.58 4,57 4.08 3.61 4,62
gsgggﬁrgme"ame 4.39 4.33 4.22 5.20 4.79 5.19
Accountability 4.37 4.82 4.37 4,48 3.58 4.87
Collective
Bargaining 4,88 4,10 4.87 5.23 4.95 4,16
Fiscal
Responsibility Lob7 4,66 L.b5 L.92  L.45 L47

The highest mean response on the Potency factor was
given by the faculty of Institution B to the concept Career
Education (5.23) and by the faculty of Institution D to the
concept Collective Bargaining (5.23). The lowest mean
response of 3.58 was given to the concept Accountability by
the faculty of Institution E. The concept Faculty Govern-
ance revealed the largest difference between faculties--
the faculty of Institution E with 3.6l and the faculty of
Institution A with 4.99, resulting in a difference of 1.38.

The least difference (.47) occurred on the concept Fiscal
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Responsibility, ranging from a high of 4.92 by the faculty
of Institution D to a low of 4.45 by the faculties of
Institutions C and E.

On the Activity factor (Table 5), which seems to
express motion and action, the highest mean response (5.27
out of a possible 7.00) was given to the concept Collective
Bargaining by the faculty of Institution D. The faculty
of Institution E had the lowest mean response, which was
on the concept Accountability (3.45 out of 7.00). The
greatest difference between faculties occurred on the con-
cept Faculty Governance (1l.6l), resulting from the rating

TABLE 5.-~Mean responses to concepts by faculties accord-
ing to the activity factor

Institution
Concept
A B c D E F

Individualized
Instruction 4.59 5.10 4.87 4.98 4.87 A4.72
Open Admissions
Policy 4,66 .22 4.39 4.31 4,00 4.50
Career Education 4,88 4.78 4,88 4.47 4,45 4,22
Behavioral
Objectives 4,14 4,11 4,19 4.17 4.00 4.25
Faculty Governance 5.19 4,47 4.80 4.11 3.58 4.37
Student Grievance
Procedure 4073 4.16 4.35 4,92 L4.66 4.59
Accountability L,24 4,47 4,34 4,20 3.45 4,66
Collective
Bargaining 4,99 4.16 4.83 5.27 5.05 L4.31
Fiscal
Responsibility 4,20 4.43 4.29 472 4,05 472
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of 5.19 given by the faculty of Institution B and the
rating of 3.58 given by the faculty of Institution E.

The least difference (.51) was on the concept Individual-
ized Instruction, ranging from a low of 4.59 by the fac-
ulty of Institution A to a high of 5.10 by the faculty of
Institution B.

The three concepts on which the median responses were
highest on the Activity factor were Collective Bargaining,
Individualized Instruction, and Student Grievance Proce-
dure. The middle three concepts were Career Education,
Faculty Governance, and Fiscal Responsibility. The lowest
three in terms of the median responses from the faculties
were Behavioral Objectives, Accountability, and Open Admis~
sions Policy.

The differences in the mean responses to each of the
nine educational concepts with respect to the Evaluative,
Potency, and Activity factors when faculties are grouped
according to the managerial style of the president result
in the hypothesis:

E There are differgnces in tpe mean responses
to each of the nine educational concepts
with respect to the Evaluative, Potency,
and Activity factors when faculties are

grouped according to the managerial style
of the president.

H

The actual manner in which faculties responded to the
nine concepts on the three factors is reported in Appen-
dix B (Tables 7B through 33B). The cross-examinations

were made according to the scheme in Figure 3.
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Integrated Related Dedicated

Integrated X X
Related X
Dedicated

Fig. 3.--Cross-comparison scheme in Hypothesis One
for faculties grouped according to the managerial style
of the president

Following are the comparisons for Hl according to
the order in which the nine concepts appear in the Seman-
tic Differentials (1) Individualized Instruction, (2)
Open Admissions Policy, (3) Career Education, (4) Behav-
ioral Objectives, (5) Faculty Governance, (6) Student
Grievance Procedure, (7) Accountability, (8) Collective
Bargaining, and (9) Fiscal Responsibility. Tables 6, 7,
and 8 present the data for the concepts where it was found
that the null hypothesis of no difference was re jected at

the .05 level of significance.

Individualized instruction

On the Evaluative factor, it was found that there was
a significant difference between faculties whose presidents
had an Integrated managerial style and those whose presi-
dents had a Related style. There was no difference between
faculties whose presidents had an Integrated style and
those whose presidents had a Dedicated style. Similarly,

there was no significant difference between the faculties
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of presidents who had a Related style and those who had a

Dedicated style.

TABLE 6.--Differences at the .05 level of significance on

the evaluative factor in the mean responses to educational

concepts when faculties are grouped according to the mana-
gerial style of the president

Concept Style N  Mean SD t DF
Individualized Integrated 73 5.386 1.192 2.149 290
Instruction Related 219 5.708 1.079

Integrated 73 5.436 1.281
-2.671 290
Open Related 219 4.894 1,567
Admissions
Policy Integrated 73 5.436 1.281
-2.247 87
Dedicated 16 4,600 1,628
Integrated 73 5.70L 1.245
-3.130 290
Faculty Related 219 5.112 1.449
Governance Integrated 73 5.701 1.245
-2.892 87
Dedicated 16 4,700 1,300
Integrated 73 4.986 1l.454
1.693 87
Account- Dedicated 16 5.625 0.829
ability Related 219 4.757 1.225
2.785 233
Dedicated 16 5.625 0,829

In Chapter III, it was stated that the scale values
ran from 1 to 7--the higher the number, the more positive
the value. (For example, "bad" was at the low end of the
scale with a value of 1, and "good" was at the high end

with a value of 7.) The mean for the Evaluative factor
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TABLE 7.--Differences at the .05 level of significance on

the potency factor in the mean responses to educational

concepts when faculties are grouped according to the man-
agerial style of the president

Concept Style N Mean SD t DF
Integrated 73 4.397 1.205
2.432 290
Individuglized Related 219 4,781 1.155
Instruction Integrated 73 4.397 1.205
2,083 87
Dedicated 16 5.063 0.892
Open Integrated 73 4.897 1.175
Admissions -2.392 290
Policy Related 219 4.473 1.357
Integrated 73 5.226 1.202
ggﬂz:iion -2.105 290
Related 219 4,846 1.378
Integrated 73 4.993 1.688
g?s:izgnce -2.799 290
Related 219 4.410 1.495
Integrated 73 4.390 1.334
2.232 87
Student Dedicated. 16 5.188 1.078
Grievance
Procedure Related 219  4.428 1.374
2.163 233
Dedicated 16 5.188 1.078
Integrated 73 4.877 1.563
. -1.727 87
Collective Dedicated 16 4.156 1.234
Bargaining Related 219 4.756 1.397
-1.669 233
Dedicated

on the concept Individualized Instruction tended to be
higher for faculties whose presidents had a Dedicated
style (5.713) than for those whose presidents had an Inte-

grated style (5.386) or a Related style (5.708).
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TABLE 8.--Differences at the .05 level of significance on

the activity factor in the mean responses to educational

concepts when faculties are grouped according to the man-
agerial style of the president

Concept Style N Mean SDh t DF
Individualized Integrated 73 4.589 1.373
Instruction 2.133 290

Related 219 4,935 1.143
Open Integrated 73 4.664 1.131
Admissions -2.081 290
Policy Related 219 4.308 1.308
career Integrated 73 4,884 1.240
Education -l.940 87
Dedicated 16 4.250 0.856
Behavioral Integrated 73 4.733 1.233
Objectives -1.946 290
J Related 219 4,413 1.209
Integrated 73 5.192 1.290
-3.835 290
Faculty Related 219 4,521 1.297
Governance Integrated 73 5.192 1.290
-2.473 87
Dedicated 16 4.375 0.563

On the Potency (or strength) factor, comparisons

58

indicated a significant difference between faculties whose
presidents had Integrated style and those whose presidents
had Related managerial style. A significant difference
also appeared between faculties whose presidents had an
Integrated style of management and faculties whose presi-
dents had a Dedicated style. There was no difference
between faculties of Related and Dedicated presidential
managerial styles.

For the Potency factor of this concept, the mean was
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again higher for the Dedicated style (5.063) than for
either the Integrated style (4.397) or the Related style
(4.781).

On the Activity (or action) factor, there was a sig-
nificant difference between faculties whose presidents had
an Integrated style and those whose presidents had a Related
managerial style. There was no difference between faculties
whose presidents displayed Integrated style and those whose
presidents displayed Dedicated style, as well as no differ-
ence between faculties whose presidents had a Related style
or a Dedicated style.

The mean was highest concerning this factor on the
Related managerial style (4.935), compared to a mean of
4.719 on the Dedicated style and 4.589 on the Integrated

style.

Open admissions policy

Tests indicated that there was a significant differ-
ence on the Evaluative factor between faculties whose
presidents had an Integrated managerial style, as compared
with those whose presidents had a Related style. Also,
there was a significant difference between faculties of
an Integrated managerial style as compared to those whose
presidents had a Dedicated style. There was no difference
between faculties whose presidents had a Related style as

compared to those whose presidents had a Dedicated style.
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On the Evaluative factor, the mean was considerably
higher for faculties whose presidents had an Integrated
style (5.436) than for faculties whose presidents had
either a Related style (4.894) or a Dedicated style
(4.600).

On the Potency factor, the difference in the meaning
of the concept Open Admissions Policy to faculties whose
presidents showed an Integrated style as compared to fac-
ulties whose presidents showed a Related style indicated
a significant difference. There was no difference between
faculties whose presidents had an Integrated style and
those whose presidents had a Dedicated style. Also indi=-
cated was the lack of difference between institutions
whose presidents had a Related style and those whose pres-
idents had a Dedicated style.

For the Potency factor of this concept, the mean was
again higher for the Integrated style (4.897) than for
either the Related style (4.473) or the Dedicated style
(4.406).

The Activity factor of the concept Open Admissions
Policy indicated a difference between presidents who dis-
played an Integrated style and those who displayed a
Related managerial style. No difference occurred between
faculties whose presidents had an Integrated style and
those whose presidents had a Dedicated style. Similarly,

no difference occurred between those faculties who had a
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Related managerial style president and those who had a
president with a Dedicated style.

The highest mean score on the Activity factor occurred
again on the Integrated style, with a rating of 4.664, as
compared to a mean of 4.308 by those faculties whose pres-
idents had a Related style, and a mean of 4.500 for those

whose presidents had a Dedicated style.

Career education

With respect to the Evaluative factor, no difference
was found between any of the three groupings.

The mean for the Evaluative factor tended to be
higher for faculties whose presidents had an Integrated
managerial style (5.630) than for those who had presidents
with Related style (5.509) or Dedicated style (5.163).

Concerning the Potency factor, a difference was found
to exist between faculties whose presidents had an Inte-
grated style and those whose presidents had a Related
style. There was no difference between either the facul-
ties whose presidents had Integrated style or Dedicated
style, or the faculties whose presidents had Related style
or Dedicated style.

For the Potency factor of this concept, the mean was
again higher for the Integrated style (5.226) than for
either the Related style (4.846) or the Dedicated style

(4.813).
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There was a difference in the meanings of faculties
whose presidents were of the Integrated style and those
who were of the Dedicated style. The data analysis indi-
cated that there was no significant difference between
either of the other two groupings-~those having Integrated
and Related presidential managerial styles and those having
Related and Dedicated styles.

Here, too, the mean was higher for the Integrated
style (4.884) than for either the Related style (4.756)

or the Dedicated style (4.250).

Behavioral objectives

Only on the Activity factor was there found to be a
significant difference between faculties whose presidents
had an Integrated style and those whose presidents had a
Related style. There were no diff ~ences between any of
the other groupings, either on the r luative factor or
on the Potency factor.

On the Evaluative factor, the mean was slightly higher
for faculties whose presidents had an Integrated style
(4.786) than for faculties whose presidents had either a
Related style (4.609) or a Dedicated style (4,688).

Higher, too, was the mean for faculties with Inte-
grated style presidents (4.521) on the Potency factor
than were the means for either the Related style (4.244)

or the Dedicated style (4.188).
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Concerning the Activity factor, the mean was very
slightly higher on the Related style (4.151) than on the
Integrated style (4.144). Higher than both was the mean

for faculties with Dedicated style presidents (4.219).

Faculty governance

Tests indicated that there was a difference on the
Evaluative factor between faculties whose presidents had
an Integrated managerial style as compared to those whose
presidents had a Related style. There was a significant
difference between faculties on an Integrated managerial
style when compared with those whose presidents had a
Dedicated style. There was no difference between facul=-
ties whose presidents had a Related style as compared to
those whose presidents had a Dedicated style.

The mean was considerably higher for faculties who
had presidents with Integrated managerial style (5.701)
than for either of those groupings whose presidents had
Related style (5.112) or Dedicated style (4.700).

On the Potency factor, the mean of Faculty Governance
by faculties whose presidents showed an Integrated style,
compared to faculties whose presidents showed a Related
étyle, indicated a difference for this concept. There was
no difference between faculties whose presidents had an
Integrated style and those who had presidents with Dedi-

cated style. Neither was there any difference between
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institutions whose presidents had a Related style and
those with Dedicated style presidents.

The mean on the Potency factor showed a rating of
4,993 for faculties whose presidents had Integrated man-
agerial style, which was higher than the means for facul-
ties whose presidents had Related style (4.410) or Dedi-
cated style (4.625).

There was a difference on the Activity factor between
faculties whose presidents displayed an Integrated style
and those with a Related style of management. A differ-
ence also existed between faculties whose presidents had
Integrated style and those whose presidents had Dedicated
style. No difference occurred between faculties whose
presidents had a Related style and those whose presidents
had a Dedicated style.

The highest rating occurred with faculties of presi-
dents who had an Integrated managerial style (5.192), fol-
lowed by means of 4.521 for faculties with presidents who
had Related style and 4.375 for those whose presidents had

Dedicated style.

Student grievance procedure

With respect to the Evaluative factor, no significant
differences were found between any of the three groupings

of faculty.

The mean response was highest from faculties whose
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presidents displayed a Dedicated managerial style (5.163),
followed by faculties with Integrated managerial style
(5.071) and Related style (4.811).

There was no difference on the Potency factor between
faculties whose presidents had an Integrated style of man-
agement and those faculties whose presidents had a Related
style. There were significant differences both between
faculties of presidents who showed an Integrated manager-
ial style and those who showed a Dedicated style, as well
as between those who showed a Related style and those who
showed a Dedicated style.

Here, again, the highest mean response occurred with
faculties whose presidents had a Dedicated managerial
style, with a mean of 5.188. Means of 4.428 from facul-
ties with Related managerial style and of 4.390 from fac-
ulties with Integrated managerial style were also reported.

On the Activity factor, no differences were found
between any of the three faculty groupings.

Concerning the mean responses by groups on the Activ=-
ity factor, the highest reported was 4.733 from faculties
with presidents who showed Integrated managerial style,
followed by 4.594 from faculties with Related managerial
style and 4.413 from faculties whose presidents had Dedi-

cated styles of management.
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Accountability

On the Evaluative factor, there was no difference
between faculties whose presidents had an Integrated man-
agerial style and faculties whose presidents had a Related
style. There was a significant difference between facul-
ties whose presidents had an Integrated style and those
whose presidents had a Dedicated style. Also, there was
a difference between faculties whose presidents had a
Related style and those whose presidents had a Dedicated
style.

The mean for the Evaluative factor on the concept
Accountability was higher for faculties whose presidents
had a Dedicated style of management (5.625) than for those
whose presidents had an Integrated style (4.986) or a
Related style (4.757).

Regarding both the Potency and Activity factors,
there were no differences between any of the three faculty
groupings on either of these two factors.

For the Potency factor of the concept Accountability,
the mean was again higher for the Dedicated style (4.875)
than for either the Integrated style (4.370) or the Related
style (4.414).

The mean was also highest for the Dedicated manager-
ial style (4.656) on the Activity factor, followed by
means of 4.256 on the Related style and 4.240 on the Inte-

grated style.
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Collective bargaining

The results of tests concerning differences in mean-
ings of the concept Collective Bargaining showed that no
difference existed between any of the three groupings on
the Evaluative factor.

On this factor, the means were very close, with only
a slightly higher tendency being indicated by the Inte-
grated style (5.197) as compared to 5.187 for the Related
style and 5.188 for the Dedicated style.

On the Potency factor, there was no difference with
respect to faculties whose presidents had an Integrated
managerial style and those whose presidents had a Related
style. There was a significant difference, however,
between faculties whose presidents showed an Integrated
managerial style and those whose presidents showed a Dedi-
cated style, as well as between those whose presidents
showed a Related style and those whose presidents showed
a Dedicated style.

On the Potency factor, too, the mean tended to be
higher for faculties with Integrated presidential manager-
ial style (4.877), compared to those with Related style
(4.756) and Dedicated style (4.156).

There were no differences between any of the three
groupings on the Activity factor.

Concerning the Activity factor, the mean was higher

on the Integrated style (4.993) than on either the Related
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style (4.763) or the Dedicated style (4.313).

Fiscal responsibility

0f all nine concepts, Fiscal Responsibility was the
only one in which there were no differences between group-
ings on any of the three factors--Evaluative, Potency, or
Activity.

The mean on the Evaluative factor was slightly higher
for faculties who had presidents with Integrated manager-
ial style (5.096) than for those whose presidents had
Related style (5.065) or Dedicated style (5.063).

The mean on the Potency factor showed a rating of
4.557 for faculties whose presidents had Related manager-
ial style, which was higher than the means for faculties
whose presidents had Dedicated style (4.469) or Integrated
style (4.466).

On the Activity factor, the mean was highest from
those faculties whose presidents had Dedicated styles of
management (4.719), followed by faculties whose presidents

had Related style (4.354) and Integrated style (4.199).
Summary

In this chapter, the results of the Management Style
Diagnosis Test were presented and the basic managerial
style of each president identified. 1In addition, the

data analysis was reported for the nine concepts appearing
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on the Semantic Differentials (1) Individualized Instruc-
tion, (2) Open Admissions Policy, (3) Career Education,

(4) Behavioral Objectives, (5) Faculty Governance, (6) Stu-
dent Grievance Procedure, (7) Accountability, (8) Collec-
tive Bargaining, and (9) Fiscal Responsibility. Table 9
summarizes the mean responses to each concept on all three
factors when faculties are grouped according to the mana-
gerial style of their president.

TABLE 9.--Mean responses of faculties to concepts when
grouped according to presidential managerial style

Factor
gg;; Evaluative Potency Activity
I R D I R D I R D

(1) 5.39 5.71 5.71 4,40 4.78 5.06 4,59 4,93 b.72
(2) 5.4l 4,89 4,60 4,90 4,47 4,41 4,66 4,31 4,50
(3) 5.63 5.51 5.16 5.23 4.85 4.81 4.88 L.76 4.25
(&) 479 4,61 4.69 4,52 4,24 4,19 4,73 441 4,59
(3) 5.70 5,11 4.70 4,99 4,41 4.62 5.19 4.52 4.37
(6) 5.07 4.81 5.16 4,39 4.43 5.19 Lbo14 4,15 4,22
(7) 4.99 4.76 5.62 4,37 4,41 4,87 L2l 4,26 4,66
(8) 5.20 5,19 5.19 4,88 4,76 4.16 4.99 4,76 4,31
(9) 5,10 5.06 5.06 4,47 4,56 44?7 4,20 4.35 4.72

Figure 4 presents, in graphic form, the information
contained in Table 9 concerning the Evaluative factor.
Figure 5 deals with that information concerning the Potency
factor, and Figure 6 presents that information relating to

the Activity factor.
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In testing the null hypothesis between the respec-
tive means, t ratios were computed to ascertain whether
or not the faculty groupings, according to the managerial
style of the president on the three factor dimensions,
differed to an extent which would justify re jection of
the hypothesis at the .05 level. Figure 7 presents a sum-
mary of the differences that occurred between faculties
whose presidents had an Integrated style of management and
those who had a Related style; between those who had an
Integrated style and those who had a Dedicated style; and
between those who had a Related style and those whose pres-
idents had a Dedicated style. 1In the case of the Evalua-
tive factor, an I, R, or D indicates which faculty had the
highest, or most positive, mean score. On the Potency
factor, the same indications apply, but indicating which
of each grouping displayed the most feelings of strength.
Similarly, on the Activity factor, an I, R, or D indicates
which faculty had the highest mean score or demonstrated
the most action. A blank space indicates that there was
no significant difference between the two faculties under
consideration.

On the Evaluative factor, there were differences
between faculty groupings on the concepts Individualized
Instruction, Open Admissions Policy, Faculty Governance,
and Accountability.

Concerning the Potency factor, significant differences
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ance, Student Grievance Procedure, and Collective Bargain-
ing.

Finally, on the Activity factor, the concepts Indi-
vidualized Instruction, Open Admissions Policy, Career
Education, Behavioral Objectives, and Faculty Governance
exhibited significant differences.

On all three factors, mean responses tended to be

higher from faculties whose presidents had an Integrated
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managerial style than from those whose presidents had

Related or Dedicated styles of management.
Chapter V contains the overall summary, conclusions,

and implications derived from this investigation.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND IMPLICATIONS
Summary

The overall purpose of this study was to determine
whether or not there was any relationship between the man-
agerial style of community college presidents and the per-
ception of certain educational concepts by the faculties
of those institutions. The first task was the development
of the following three questions and a resulting hypoth-
esist

Question One.--What is the basic managerial
style of each of the six community college
presidents involved in this study?

uestion Two.--What are the mean responses by
the faculties of each of the six institutions
to the nine educational concepts with respect
to the Evaluative, Potency, and Activity fac-
tors?

Question Three.--What are the differences in
the mean responses to each of the educational
concepts with respect to the Evaluative,
Potency, and Activity factors when faculties
are grouped according to the managerial style
of the president?

Question Three resulted in the formulation of a research
hypothesis which states:

1 There are differences in the mean
responses to each of the nine educa=-
tional concepts with respect to the Eval-
uative, Potency, and Activity factors
when faculties are grouped according to
the managerial style of the president.
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There were 2 instruments used in this study. One
was the Management Style Diagnosis Test developed by Red-
din (1970), which was administered to each of the 6 com=
munity college presidents. It was used to measure the
basic managerial style of each president, through answers
to 64 pairs of questions. The other instrument was the
Semantic Differential (Osgood, 1957), given to 308 faculty
members from the 6 community colleges, which measured the
meaning of 9 concepts on a series of 7-point, graphically
constructed bipolar scales.

A series of t tests were used to determine whether
or not the null hypothesis of H0|/91 - N o = 0 would be
accepted or rejected at the .05 level of significance for
each of the nine concepts on the Evaluative, Potency, and
Activity factors when faculties were grouped according to
the managerial style of their president.

Concerning the managerial style of each of the six
community college presidents, it was determined that the
president of Institution A had an Integrated style, con-
sisting of a high degree of Task Orientation (T0) and a
high degree of Relationships Orientation (RO). The pres-
idents of Institutions B, C, D, and E all indicated a
Related basic style, characterized by a high RO, but a
low TO on the Management Style Diagnosis Test. The pres-
ident of Institution F showed a Dedicated basic style--

high on Task Orientation, but low on Relationships
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Orientation.

On the Semantic Differential, the pairs of adjectives
used in assessing the meaning of concepts full into three
clusters, termed "factors." The Evaluative factor is said
to represent positive or negative feelings--"goodness" or
"badness." The Potency factor is concerned with strength,
and the Activity factor with action or movement. The con-
cepts were viewed by the faculties somewhat differently,
and varied according to which factor was being observed.
The concept Individualized Instruction had the highest
median response of any of the nine, on the Evaluative fac-
tor. In order of positive feelings on the Evaluative fac-
tor, Individualized Instruction was followed by Career
Education, Collective Bargaining, Student Grievance Pro-
cedure, Fiscal Responsibility, Faculty Governance, Account-
ability, Open Admissions Policy, and Behavioral Objectives.

On the Potency factor, the concept viewed as having
the greatest strength among the nine was Career Education.
This was followed in order by Individualized Instruction,
Collective Bargaining, Student Grievance Procedure, Faculty
Governance, Open Admissions Policy, Fiscal Responsibility,
and Accountability. The concept viewed as having the least
strength was Behavioral Objectives.

The Activity factor indicated Collective Bargaining
as having the most action or motion. Next were the con-

cepts Individualized Instruction, Student Grievance Proce-
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dure, Career Education, Faculty Governance, Fiscal Respon-
sibility, Open Admissions Policy, Accountability; again,
Behavioral Objectives was in last place, as was the case
on both the Evaluative and Potency factors.

The research hypothesis Hl states that there are dif-
ferences in the mean responses to each of the 9 educational
concepts with respect to the Evaluative, Potency, and
Activity factors when faculties are grouped according to
the managerial style of the president. There were found
to be significant differences in the way faculties viewed
concepts on the Evaluative factor on 14 different occa-
sions. There were 18 instances of significant differences
on the Potency factor, and 12 instances on the Activity
factor. These figures amount to a total of 44 out of a
possible 81 chances for these differences to occur, or
slightly over 50 percent., Each concept will be discussed
in the order in which it appears on the Semantic Differ-

ential.

Individualized instruction

There was a significant difference between faculties
whose presidents had an Integrated managerial style and
those who had a Related style, on all three factors. A
significant difference also occurred between Integrated
and Dedicated styles on the Potency factor. 1In all

instances, the faculties whose presidents had Integrated
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managerial styles had lower scores than either the Related

or Dedicated faculties.

Open admissions policy

Here, too, a significant difference exists between
faculties whose presidents had an Integrated managerial
style and those who had a Related style, on all three fac-
tors. In contrast, however, the Integrated faculty
responses were higher than either the Related or the Dedi-
cated faculties' responses. Also, a difference was found
between Integrated and Dedicated styles on the Evaluative

factor.
Career education

There was no significant difference observed on the
Evaluative factor concerning this concept. A difference
did occur between the Integrated style and the Related
style on the Potency factor, and the Integrated and Dedi-
cated styles on the Activity factor. In both instances,

the responses from the Integrated faculties were higher.

Behavioral objectives

The only difference that occurred between faculty
groupings on this concept was between the Integrated and
the Related styles, the Related scores being slightly
higher. It should be recalled that this concept had the
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lowest mean responses of any of the nine concepts on all

three factors.

Faculty governance

There were more differences between faculties on
this concept than on any other. Differences were found
between the Integrated and Related styles on all three
factors. Faculties whose presidents had Integrated mana-
gerial styles perceived this concept differently than
those whose presidents had Dedicated styles, on both the
Evaluative and Activity factors. In all instances, the

Integrated faculties had the highest mean scores.

Student grievance procedure

There was no significant difference among groups on
either the Evaluative factor or the Activity factor for
this concept. There was a difference, however, on the
Potency factor between the Dedicated style and the Inte-
grated style, as well as between the Dedicated style and
the Related style. The Dedicated responses were highest

in both instances.

Accountability

On both the Potency and Activity factors, no signifi-
cant difference occurred on this concept. On the Evalua-

tive factor, there was a difference between the Integrated
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and Dedicated styles as well as between the Related and
Dedicated styles. Here, again, the Dedicated style

exhibited the highest positive response in both instances.

Collective bargaining

The mean responses of all three faculty groupings on
the Evaluative factor to this concept are remarkable close;
hence no difference exists. Neither is there a significant
difference between groups on the Activity factor. There
were differences on the Potency factor, both between the
Dedicated style and the Integrated style, as well as between
the Dedicated style and the Related style. The mean
response by faculties of the Dedicated managerial style is
considerably lower than the mean responses of the other

two styles.

Fiscal responsibility

This was the only concept in which there was no sig-
nificant difference between any of the groups on any of

the three factors.
Conclusions

Managerial style

As a result of administering the Managerial Style
Diagnosis Test to the six community college presidents,

it appeared that in five of the six instances a basic
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style existed in which there was a high degree of Rela-
tionships Orientation. Relationships Orientation is the
extent to which a manager has personal relationships,
characterized by such tasks as listening, trusting, and
encouraging. By contrast, Task Orientation is concerned
with the extent to which a manager directs his own and
his subordinates' efforts. This is evidenced by such
activities as initiating, organizing, and directing.

Because of the nature of the educational process, a
considerable amount of autonomy exists among faculty mem-
bers concerning how the task of teaching is to be carried
out. This parallels the management of professional and
technical personnel in industry (i.e., engineers and sci-
entigsts) and, therefore, may not lend itself to either
close or general supervision. Task Orientation, then, is
not desired by the faculties, and it would appear that in
five out of the six cases the administrator apparently is
complying with the needs of his faculty in terms of leader-
ship style.

A question raised by this study which would be worthy
of further investigation would be to test the hypothesis
of whether this compliance between faculty needs and lead-
ership style, in which a high degree of trust is evident,
is more effective on certain measurable criteria. However,

this is not the purpose of this study.
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Faculty responses to concepts

The fact that the concepts Individualized Instruc-
tion and Career Education were viewed the most positively
on the Evaluative factor by all faculties, and were viewed
as having the most strength on the Potency factor, would
tend to suggest a student orientation of community college
faculty members. This is in contrast to concern over the
internal affairs of the institution.

The concept Behavioral Objectives was viewed least
favorably on all three factors, which could be attributed
to the reluctance on the part of faculty members to be
told what teaching strategy to use, as well as to the
skepticism with which behavior modification is viewed by
some educators.

In comparing the relative value placed on Collective
Bargaining--ranking third on both the Evaluative and
Potency factors and first on the Activity factor--and on
Faculty Governance--ranking fifth, it would appear that
faculty members are concerned with having a voice in mat-
ters that affect working conditions and salary, but are
somewhat less concerned with being involved in the
decision-making process as it applies to the administra-
tive governance of the institution. Again, this parallels
some findings in industry which are contrary to some of

the theories propounded by the industrial humanists.
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Managerial styles and
faculty perceptions

Certain conclusions result with respect to the dif-
ferences that occurred between faculties when grouped
according to the managerial style of the president.

Concerning the concept Individualized Instruction,
although the mean responses were the highest of the nine
concepts on the Evaluative factor, there were significant
differences that occurred, particularly between faculties
whose presidents exhibited an Integrated managerial style
and those whose presidents exhibited a Related style. The
fact that the Integrated faculty group viewed this concept
less favorably than the Related group may be because,
according to Reddin (1970), a characteristic problem of
subordinates of managers who exhibit an Integrated style
is that they feel a lack of independence. Consequently,
in order to protect their self-image (reaction formation)
they may play down the importance of this issue.

The differences that exist on the concept Open Admis-
sions Policy may well be because the Integrated manager
tends to get commitment on the part of subordinates, and
Open Admissions is one of the commitments of the community
college movement. A Related manager, on the other hand,
stresses cooperation, and a Dedicated manager stresses
performance. Both are somewhat less emphatic terms, thus

the higher response to the concept by the Integrated
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faculty members,

Because the subordinate of a manager who has an
Integrated style tends to be committed and involved, this
may account for the relatively high mean responses in
this category on all three factors relating to the con-
cept Faculty Governance. Here, again, commitment is a
more emphatic response than either cooperation or perform-
ance, which characterize the Related and Dedicated styles.

The differences that exist between the faculties
whose presidents have a Dedicated style and those who
have either an Integrated or Related style show up on the
concept Student Grievance Procedure, possibly because the
Dedicated manager tends to dominate others, and the fac-
ulty may feel that self-expression for students gratifies
some of the faculty's own wish fulfillment; hence a larger
mean response on the part of this group on the Potency
factor.

On the concept Accountability, according to Reddin
(1970), one of the characteristics of subordinates under
a manager who displays a Dedicated style is that they
often complain about lack of information from their super-
ior. This could be the reason for a relatively high mean
response on the Evaluative factor to this concept, since
professionals in particular seem to show a higher "need

to know" than do other occupational groups.
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Implications

If it can be determined what the goals for community
colleges should be within a given political framework and
the perceptions of faculties concerning certain educational
concepts are known, then it will be possible to do a bet-
ter job of screening applicants for community college
presidencies. In so doing, the possibility is enhanced
that by matching the managerial style of a president with
the way in which his faculty members view educational
issues, the institution as a whole will be able to move
more rapidly toward the attainment of the prescribed goals
‘of the organization.

This is hinted at so strongly by the data that

further research in this area would seem to be justified.
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INSTRUCTIONS

The purpose of this study is to measure the meanings
of certain concepts to people by having them judge them
against a series of descriptive scales. In taking this
test, please make your judgments on the basis of what these
things mean to you. On each page of this booklet you will
find a different concept to be judged and beneath it a set
of scales. You are to rate the concept on each of these
scales in order.

Here is how you are to use these scaless
If you feel that the concept at the top of the page is
very closely related to one end of the scale, you should
encircle as follows:

bad (E) 12 3 s+ 4 4 5 4 6 4 7 good

bad 1 1 2 1 3 1 b 4 5 4 6 (;) good

If you feel that the concept is guite closely related to

one or the other end of the scale (but not extremely), you

should encircle as follows:

bad lx_@nBlM—chét? good
OR

bad 1 s 2 1 3 1 4 4 5 4 (E) 17 good
If you feel that the concept seems only slightly related

to one side as opposed to the other side (but is not really
neutral), then you should encircle either the 3 or the 5.

94
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If you consider the concept to be neutral on the scale,
both sides of the scale equally associated with the con-
cept, or if the scale is completely irrelevant, encircle
the 4 in the middle space.
IMPORTANTs (1) Be sure you check every scale for
every concept--do not omit any.
(2) Never encircle more than one number
on a single scale.
(3) The primary purpose in numbering
the scales from 1 to 7 is to aid in
the keypunching operation. It is
not a weighted scale.

Do not try to remember how you checked similar items
earlier in the test. Make each item a separate and inde-
pendent judement. Work at fairly high speed through this
test. Do not worry or puzzle over individual items. It
is your first impressions, the immediate "feelings" about
the items, that we want.

PLEASE COMPLETE THE FOLLOWING ITEMS BEFORE STARTING THE
TEST+

Ages Sexs M or F (Circle one)

Years of teaching (not including current year)s

Number of institutions taught ats
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1. INDIVIDUALIZED INSTRUCTION

unpleasant 1 s 2 .3 s 4 s 5 s_6 1_7 pleasant

dishonest 1 3.2 3_3 1 4 1.5 s_6 1_7  honest
dull _1 s 2 s_3 1 4 s 5 1 6 17  sharp
weak _1 4 2 1_3 1 4 .5 1 6 1_7  strong
small _1 s 2 1 3 s 4 s 5 s 6 17  large
bad _1 s 2 13 1k 15 s 6 17 good

worthless _1 1 2 _3 1+ 4 1.5 s _6 s 7  valuable
cold _1 s 2 1 3 1 b 1 5 s 6 1 7  hot
awful 1 1+ 2 3.3 s+ 4 5 42 6 1.7 nice

2, OPEN ADMISSIONS POLICY

unpleasant 1 .2 1.3 1. 4 s 5 s 6 17 pleasant

dishonest _1 +_2 1_3 s+ 4 s 5 1_6 s_7  honest
dull _1 s_2 s_3 s 4 15 3 6 1_7  sharp
weak _1 _2 1 3 s 4 s 5 1 6 1_7  strong
small 1 1.2 1.3 +. b 5 4.6 17 large

bad _1 5 1.6 1 7  good
worthless _1 3 2 1 3 1 4 1 5 1_6
1l 5.2 +_3 1 4 1 5 s 6 s 7  hot
1 5 1. 6

nice

7 valuable

cold

awful
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3. CAREER EDUCATION

unpleasant _1 1 2 s 3 1 4 1_5 1_6 1_7  pleasant
dishonest _1 1_2 +_3 + 4 s_5 1_6 1_7  honest
dull _1 s 2 s 3 1 4 s_5 1 6 s_7  sharp
weak _1 s_2 s_3 s 4 s 5 1 6 s 7  strong
small _1 s_2 s_3 s 4 s 5 s 6 1 7  large
bad _1 1_2 +_3 s M 2 5 s 6 1 7  good
worthless _1 1_2 s_3 1 4 1 5 1_6 s_7  valuable
cold _1 s 2 3_3 s 4 1 5 1 6 1_7  hot
awful _1 s 2 _3 s 4 5 s_6 s_7  nice
4. BEHAVIORAL OBJECTIVES
unpleasant ___l__l__Z.___l_LlLl_é__l__é_l__?__ pleasant
dishonest _1 s_2 _3 s 4 s 5 1 6 3 7  honest
dull _1 s 2 s_3 s_4 1 5 s_6 1_7  sharp
weak _1 s 2 +_3 s 4 1_5 1 6 1_7  strong
small _1 s_2 s_3 s 4 5 s_6 s_7  large
bad _1 s 2 s 3 1k 5 1 6 1 7 egood
worthless _1 +_2 s_3 1 4 1_5 1 _6 1 7  valuable
cold _1 1 2 s_3 s 4 1 5 s 6 1_7  hot
awful _1 s 2 s_3 s_4 s 5 s 6 s_7  nice
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5. FACULTY PARTICIPATION IN GOVERNANCE

unpleasant 1 s 2 1.3 s+ b 55 46 1.7 pleasant

dishonest s_ 7 honest

dull sharp

weak strong

1
1
1 _7_
small _1 1 2 1 3 1 4 _7  large
bad _1 s_2 1_3 1_H4 1 1_7  good
worthless 1 __7__ valuable
cold 1 7 hot
awful 1 7 nice

6. STUDENT GRIEVANCE PROCEDURE

unpleasant _1 s_2 +_3 s 4 1 5 1 _6 1_7  pleasant
dishonest _1 s_2 _3 s 4 15 1 6 1_7  honest
dull _1 s 2 1_3 s 4 1 5 1 6 1_?7  sharp
weak _1 s_2 1_3 s 4 1 5 s_6 1_7  strong
small _1 s 2 s_3 s 4 1 5 1 6 3_7 large
bad _1 s 2 +_3 s 4 s 5 s _6 1 7  good
worthless _1 s_2 1_3 1 4 1 5 1_6 1_7  valuable
cold _1 s 2 3 3 s 4 s 5 1 6 s 7  hot
awful _1 1_2 s_3 s 4 1 5 s_6 s_7  nice
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7. ACCOUNTABILITY

unpleasant _1 _2 1_3 s 4 s 5 1 6 1_7 = pleasant

dishonest _1 1_2 _L_b___LL:__’Z_ honest
dull _1 s 2 +_3 s_4 s 5 1 _6 1 7  sharp
weak _1 s 2 1_3 s 4 3 5 1 6 1_7  strong
small _1 s_2 1 3 s 4 s 5 s_6 s_7  large

good

1
bad 1 2 s 3 s 4 15 1 6 1 7
worthless _1 s 2 1_3 s 4 1 5 1 6 s 7  valuable
1 7
1 7

cold 1_2 1.3 .4 1.5 1 6 1 hot

12 .3 s b4 1 5 1 _6 1 nice

awful

8. FACULTY COLLECTIVE BARGAINING

cold hot

12 3.3 1 4 15 6 1 7
.2 3.3 s 4 15 s 6 s 7 nice

unpleasant __l___n_Z_c_L:Ln_Ln_@_n_L_ pleasant
dishonest _1 s 2 s 3 s 4 s 5 1_6 s_7  honest
dull _1 s 2 s 3 s_4 s 5 1_6_ s 7  sharp
weak _1 ¢ 2 s_3 s 4 1 _5 1 6 s_7  strong
small _1 1_2 1 3 s M 1 5 1 6 s_7  large
bad _1 1_2 1 3 s 4 s 5 s_6 7  good
worthless 1 42 _3 s 4 s 5 s 6 s 7 valuable
1
1

awful
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TABLE 1B.--Mean responses to concepts by faculty of Insti-

tution A
Factor
Concept
Evaluative Potency Activity
Individualized Instruction 5.39 L.40 4,59
Open Admissions Policy 5,44 4.90 4,66
Career Education 5.63 5.23 4,88
Behavioral 0Objectives 4.79 4.52 L.14
Faculty Governance 5.70 4.99 5.19
Student Grievance Procedure 5.07 4,39 4,73
Accountability 4.99 4,37 L,24
Collective Bargaining 5.20 4,88 4.99
Fiscal Responsibility 5.10 L.47 4.20

TABLE 2B.--Mean responses to concepts by faculty of Insti-

tution B
Factor
Concept
Evaluative Potency Activity
Individualized Instruction 5.85 5.00 5.10
Open Admissions Policy 4,69 4.30 4,22
Career Education 5.65 4.97 4.78
Behavioral Objectives 4.25 4.18 4.11
Faculty Governance 5.24 4.58 L.h7
Student Grievance Procedure 4,65 4.33 4,16
Accountability 5.10 4.82 [ %4
Collective Bargaining 4.35 4,10 4,16
Fiscal Responsibility 5.25 4,66 4,43
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TABLE 3B.--Mean responses to concepts by faculty of Insti-

tution C
Factor
Concept
Evaluative Potency Activity
Individualized Instructioi 5.57 4,61 4.87
Open Admissions Policy 4,92 4,54 4.39
Career Education 5.53 4.96 4.88
Behavioral Objectives 4,69 442 4.19
Faculty Governance 5.43 4.57 4.80
Student Grievance Procedure 4,74 h,22 4.35
Accountability 4.77 4.37 434
Collective Bargaining 5.13 4,87 4,83
Fiscal Responsibility 4,81 h.hs 4.29

TABLE 4B.--Mean responses to concepts by faculty of Insti-

tution D
Factor
Concept
Evaluative Potency Activity
Individualized Instruction 5.94 5.16 4.98
Open Admissions Policy 5.25 4.37 4,31
Career Education 5.34 4,36 4.47
Behavioral Objectives 4.91 3.84 4.17
Faculty Governance 4olh 4,08 4.11
Student Grievance Procedure 5.16 5.20 4,92
Accountability 4,89 4,48 4,20
Collective Bargaining 6.24 5.23 5.27
Fiscal Responsibility 5.83 4,92 4,72
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TABLE 5B.--Mean responses to concepts by faculty of Insti-

tution E
Factor
Concept
Evaluative Potency Activity
Individualized Instruction 5.82 4.76 L.87
Open Admissions Policy 4.66 4,58 4,00
Career Education 5.31 4,61 L.4s
Behavioral Objectives 4.52 3.92 4.00
Faculty Governance 3.79 3.61 3.58
Student Grievance Procedure 5.05 4.79 4,66
Accountability 3.61 3.58 3.45
Collective Bargaining 5.95 4.95 5.05
Fiscal Responsibility 4.96 4,45 4,05

TABLE 6B.--Mean responses to concepts by faculty of Insti-

tution F
Factor
Concept
Evaluative Potency Activity
Individualized Instruction 5.71 5.06 4,72
Open Admissions Policy 4,60 L4oh1 4,50
Career Education 5.16 4,81 4.25
Behavioral Objectives 4,69 419 h.22
Faculty Governance 4,70 4,62 .37
Student Grievance Procedure 5.16 5.19 4.59
Accountability 5.62 4.87 4.66
Collective Bargaining 5.19 4,16 4.31
Fiscal Responsibility 5.06 Lhouy 4,72
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TABLE 7B.--Comparison of mean responses on the evaluative

factor to the concept of individualized instruction when

faculties are grouped according to the managerial style
of the president

Managerial Mean

Style N Score Sb t DF

Integrated 73 5.386 1.192
2,149 290

Related 219 5,708 1,079

Integrated 73 5.386 1.192
1.057 87

Dedicated 16 5.713  0.661

Related 219 5,708 1.079
0.176 233

Dedicated 16 5,713 0.661

TABLE 8B.-~Comparison of mean responses on the evaluative

factor to the concept of open admissions policy when fac-

ulties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score SD t DF
Integrated 73 5.436  1.281
-2.671 290
Related 219 4.894  1.567
Integrated 73 5.436  1.281
-2.247 87
Dedicated 16 4,600 1.628
Related 219 4,894 1,567

-0.723 233
Dedicated 16 4,600 1.281
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TABLE 9B.--Comparison of mean responses on the evaluative
factor to the concept of career education when faculties
are grouped according to the managerial style of the pres-

ident

Managerial Mean -
Style N Score SD t DF
Integrated 73 5.630  1.153
-0,768 290
Related 219 5.509 1.178
Integrated 73 5.630 1.153
-1.532 87
Dedicated 16 5,163  0.846
Related 219 5.509  1.178
-1.153 233
Dedicated 16 5.163 0.846

TABLE 10B.--Comparison of mean responses on the evaluative
factor to the concept of behavioral objectives when facul-
ties are grouped according to the managerial style of the

president
Managerial Mean
Style N Score Sb t DF

Integrated 73 4.786 1.731
-0.805 290

Related 219 4,609 1.596

Integrated 73 4,786 1.731
-0.221 87

Dedicated 16 4,688 0.941

Related 219 4,609 1.596
0.194 233

Dedicated 16 4,688 0,941
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TABLE 11B.--Comparison of mean responses on the evaluative
factor to the concept of faculty governance when faculties
are grouped according to the managerial style of the pres-

ident
Managerial Mean
Style N Score sD t DF
Integrated 73 5.701 1.245
-3.130 290
Related 219 5.112  1.449
Integrated 73 5.701 1.245
-2.892 87
Dedicated 16 4,700  1.300
Related 219 5,112 1.449
-1.112 233
Dedicated 16 4,700 1.300

TABLE 12B.--Comparison of mean responses on the evaluative

factor to the concept of student grievance procedure when

faculties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score s t DF

Integrated 73 5.071 1.134
-1.576 290

Related 219 4,811 1.252

Integrated 73 5.071 1.134
0.297 87

Dedicated 16 5.163 1.013

Related 219 4,811 1.252
1.097 233

Dedicated 16 5.163 1.013
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TABLE 13B.-~Comparison of mean responses on the evaluative
factor to the concept of accountability when faculties are
grouped according to the managerial style of the president

Managerial Mean
Style N Score SD t DF

Integrated 73 4,986 1.454
-1.319 290

Related 219 L.757 1.225

Integrated 73 4,986  1.454
1.693 87

Dedicated 16 5.625 0.829

Related 219 4,757  l.225
2.785 233

Dedicated 16 5,625 0.829

TABLE 14B.--Comparison of mean responses on the evaluative
factor to the concept of collective bargaining when facul-
ties are grouped according to the managerial style of the

president
Managerial Mean

Style N Score SD K DF

Integrated 73 5.197  l.454
-0.515 290

Related 219 5.187 1.421

Integrated 73 5.197 1.454
-0.251 87

Dedicated 16 5.188 1.183

Related 219 5,187 1.421
0.466 233

Dedicated 16 5,188 1,183
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TABLE 15B.--Comparison of mean responses on the evaluative
factor to the concept of fiscal responsibility when facul-
ties are grouped according to the managerial style of the

president
Managerial Mean
Style N Score SD t DF

Integrated 73 5.096 1.024

-0.199 290
Related 219 5.065 1.182
Integrated 73 5.096 1.024

-0.107 87
Dedicated 16 5.063 1.552
Related 219 5.065 1.182

-0.849 233
Dedicated 16 5.063 1.552

TABLE 16B.--Comparison of mean responses on the potency

factor to the concept of individualized instruction when

faculties are grouped according to the managerial style
of the president

Managerial Mean

Style N Score D t DF

Integrated 73 4.397 1.205
2,432 290

Related 219 4,781 1.155

Integrated 73 4.397 1.205
2,083 87

Dedicated 16 5.063 0.892

Related 219 4,781 1.155
0.955 233

Dedicated 16 5.063 0.892
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TABLE 17B.--Comparison of mean responses on the potency

factor to the concept of open admissions policy when fac-

ulties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score sD t DF

Integrated 73 4.897 1.175

-2.392 290
Related 219 L.473  1.357
Integrated 73 4.827  1.175

-1.530 87
Dedicated 16 L.406  1.099
Related 219 L4473 1.357

-0.192 233
Dedicated 16 4,406 1.099

TABLE 18B.--Comparison of mean responses on the potency
factor to the concept of career education when faculties
are grouped according to the managerial style of the pres-

ident
Managerial Mean
Style N Score SD t DF
Integrated 73 5.226  1.202
-2,105 290
Related 219 4,846 1.378
Integrated 73 5,226  1.202
-1.312 87
Dedicated 16 4.813 0.793
Related 219 4,846 1.378
-0.964 233
Dedicated 16 4.813 0.793
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TABLE 19B.-~-Comparison of mean responses on the potency
factor to the concept of behavioral objectives when fac-
ulties are grouped according to the managerial style of

the president

Managerial Mean
Style N Score SD t DF

Integrated 73 4,521 1.582

-1.333 290
Related 219 .24y 1.519
Integrated 73 4,521 1.582

-0.812 87
Dedicated 16 4,188 0.892
Related 219 .24l 1.519

-0.148
Dedicated 16 4,188 0.892

TABLE 20B.--Comparison of mean responses on the potency
factor to the concept of faculty governance when faculties
are grouped according to the managerial style of the pres-

ident
Managerial Mean
Style N Slcore SD K DF
Integrated 73 4.993 1.688
-2.799 290
Related 219 4.410 1.495
Integrated 73 4.993 1.688
~0.847 87
Dedicated 16 4,625 0.827
Related 219 4,410 1.495
0.570
Dedicated 16 4,625 0.827
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TABLE 21B.--Comparison of mean responses on the potency

factor to the concept of student grievance procedure when

faculties are grouped according to the managerial style
of the president

Managerial Mean

Style N Score SD t DF

Integrated 73 4,390 1.334
0.202 290

Related 219 4,428 1.374

Integrated 73 4,390 1.334
2.232 87

Dedicated 16 5.188 1.078

Related 219 4.428 1.37%
2.163 233

Dedicated 16 5.188 1.078

TABLE 22B.--Comparison of mean responses on the potency
factor to the concept of accountability when faculties
are grouped according to the managerial style of the pres-

ident
Managerial Mean "
Style N Score D t DF

Integrated 73 4.370 1.431

0.244 290
Related 219 4414 1,308
Integrated 73 4.370 1.431

1.346 87
Dedicated 16 4.875  0.940
Related 219 L.414 1.308

1.383 233
Dedicated 16 4,875 0.940
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TABLE 23B.--Comparison of mean responses on the potency

factor to the concept of collective bargaining when fac-

ulties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score SD t DF

Integrated 73 4.877 1.563
-0.623 290

Related 219 4,756 1.397

Integrated 73 4.877 1.563
-1.727 87

Dedicated 16 4,156  1.234

Related 219 4,756  1.397
-1,669 233

Dedicated 16 4.156 1.234

TABLE 24B.~--Comparison of mean responses on the potency

factor to the concept of fiscal responsibility when fac-

ulties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score 5o t DF

Integrated 73 W 466 1.270
0,536 290

Related 219 4,557 1.249

Integrated 73 4.466  1.270
0,847 87

Dedicated 16 4,469 1.335

Related 219 4.557 1.249
-0,270 233

Dedicated 16 4,469 1.335
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TABLE 25B.--Comparison of mean responses on the activity

factor to the concept of individualized instruction when

faculties are grouped according to the managerial style
of the president

Managerial Mean
Style N Score SD t DF

Integrated 73 4.589 1.373
2.133 290

Related 219 4.935 1.143

Integrated 73 4.589  1.373
0.356 87

Dedicated 16 4.719  1.032

Related 219 4.935 1.143
-0.735 233

Dedicated 16 4,719 1.032

TABLE 26B.--Comparison of mean responses on the activity

factor-to the concept of open admissions policy when fac-

ulties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score SD i DF

Integrated 73 4.664 1,131
-2.081 290

Related 219 4.308 1.308

Integrated 73 4,664 1.131
-0.553 87

Dedicated 16 4,500 0,775

Related 219 4.308 1.308
0.578 233

Dedicated 16 4,500 0.775
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TABLE 27B.-~Comparison of mean responses on the activity
factor to the concept of career education when faculties
are grouped according to the managerial style of the pres-

ident
Managerial Mean
Style N Score SD t DF
Integrated 73 4,884 1.240
-0.755 290
Related 219 4.756  1.257
Integrated 73 4,884 1,240
-1.940 87
Dedicated 16 4,250 0.856
Related 219 4,756  1.257
-1.582 233
Dedicated 16 4,250 0.856

TABLE 28B.--Comparison of mean responses on the activity

factor to the concept of behavioral objectives when fac=-

ulties are grouped according to the managerial style of
the president

Managerial Mean
Style N Score SD t DF

Integrated 73 4.733  1.233

-1.946 290
Related 219 4.413 1.209
Integrated 73 4.733 1.233

-0.422 87
Dedicated 16 4.594  0.987
Related 219 4,413 1.209

0.583

Dedicated 16 4,594  0.987
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TABLE 29B.--Comparison of mean responses on the activity
factor to the concept of faculty governance when faculties
are grouped according to the managerial style of the pres-

ident
Managerial Mean
Style N Score SD t DF
Integrated 73 5.192 1.290
-3.835 290
Related 219 4.521 1.297
Integrated 73 5.192 1.290
-2.473 87
Dedicated 16 4,375 0.563
Related 219 4,521 1.297
0,445 233
Dedicated 16 4.375 0.563

TABLE 30B.--Comparison of mean responses on the activity

factor to the concept of student grievance procedure when

faculties are grouped according to the managerial style
of the president

Managerial Mean
Style N Score SD t DF

Integrated 73 L4l 1.703

0.340 290
Related 219 4,151 1.414
Integrated 73 4.14h 1,703

0.172 87
Dedicated 16 4,219 0.706
Related 219 4,151 1.414

0.190 233
Dedicated 16 4.219 0.706
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TABLE 31B.--Comparison of mean responses on the activity
factor to the concept of accountability when faculties are
grouped according to the managerial style of the president

Managerial Mean

Style N Score SD t DF

Integrated 73 L.240 1.472
0.154 290

Related 219 4,265 1.104

Integrated 73 4,240 1.472
1.091 87

Dedicated 16 4,656 0.831

Related 219 4.265 1.104
1.389 233

Dedicated 16 4,656 0.831

TABLE 32B.--Comparison of mean responses on the activity
factor to the concept of collective bargaining when facul-
ties are grouped according to the managerial style of the

president
Managerial Mean

Style N Score SD t DF

Integrated 73 4.993  1.695
-1.197 290

Related 219 4,763 1.325

Integrated 73 4.993  1.695
-1.516 87

Dedicated 16 4.313  1.250

Related 219 4.763  1.325
-1.316 233

Dedicated 16 4,313  1.250
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TABLE 33B.--Comparison of mean responses on the activity
factor to the concept of fiscal responsibility when facul-
ties are grouped according to the managerial style of the

president
Managerial Mean
Style N Score SD t DF

Integrated 73 4,199 1.285

1.034 290
Related 219 4,354  1.048
Integrated 73 4.199 1.285

1.478 87
Dedicated 16 4.719  1.224
Related 219 4,354 1.048

1.329 233
Dedicated 16 4,719  1.224
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Questionnaire

Note.--Look at the sixty-four pairs of statements in
the Questionnaire. If you think the first statement of a
pair is the one that best applies to you, put an "X" in
the space beside statement "A." If you think the second
statement is the better description of your behavior than
"A," put an "X" in the space beside statement "B." To
decide which statement best applies, ask yourselfs "Of
the two statements given, which best describes what I actu-
ally do on the job I now have?" It may be helpful, in dif-
ficult cases, to answer as someone would who really knew
and understood your present approach to your job. Some
statements you may find a little ambiguous, sometimes both
will apply, often, neither will seem to apply. However,
in every case pick the one statement that best describes

you at present if you were faced with the circumstances

described.

1. A. He overlooks violations of rules if he is
sure that no one else knows of the viola-
tions.

B. When he announces an unpopular decision, he
may explain to his subordinates that his own
boss has made the decision.

2. A. If an employee's work is continually unsat-
isfactory, he would wait for an opportunity
to have him transferred rather than dismiss
him.
B. If one of his subordinates is not a part of
the group, he will go out of his way to have
the others befriend him.

119
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10.

A.
B.

A.
B.

120

When the boss gives an unpopular order, he
thinks it is fair that it should carry the
boss's name, and not his own.

He usually reaches his decisions indepen=
dently, and then informs his subordirates
of them.

If he is reprimanded by his superiors, he
calls his subordinates together and passes
it on to them.

He always gives the most difficult jobs to
his most experienced workers.

He allows discussions to get off the point
quite frequently.

He encourages subordinates to make sugges-
tions, but does not often initiate action
from them.

He sometimes thinks that his own feelings
and attitudes are as important as the job.
He allows his subordinates to participate

in decision making, and always abides by the
decision of the majority.

When the gquality or quantity of departmental
work is not satisfactory, he explains to his
subordinates that his own boss is not satis-
fied, and that they must improve their work.
He reaches his decisions independently, and
then tries to "sell" them to his subordinates.

When he announces an unpopular decision, he
may explain to his subordinates that his own
boss has made the decision.

He may allow his subordinates to participate
in decision making, but he reserves the right
to make the final decision.

He may give difficult jobs to inexperienced
subordinates, but if they get into trouble

he will relieve them of the responsibility.

When the quality or quantity of departmental
work is not satisfactory, he explains to his
subordinates that his own boss is not satis-
fied, and that they must improve their work.

He feels it is as important for his subordi-
nates to like him as it is for them to work
hard.

He lets other people handle jobs by them-
selves, even though they may make many mis=-
takes.
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11. A. He shows an interest in his subordinates'
personal lives because he feels they expect
it of him.

B. He feels it is not always necessary for sub-
ordinates to understand why they do some-
thing, as long as they do it.

12. A. He believes that disciplining subordinates
will not improve the quality or quantity
of their work in the long run.

B. When confronted with a difficult problem,
he attempts to reach a solution which will
be at least partly acceptable to all con-
cerned.

13. A. He thinks that some of his subordinates are
unhappy, and tries to do something about it.

B. He looks after his own work, and feels it is
up to higher management to develop new ideas.

14, A. He is in favour of increased fringe benefits
for management and labor.

B. He shows concern for increasing his subor-
dinates' knowledge of the job and the com=-
pany, even though it is not necessary in
their present position.

15. A. He lets other people handle jobs by them-
selves, even though they make many mistakes.
B. He makes decisions independently, but may
consider reasonable suggestions from his
subordinates to improve them if he asks for
them.

16. A. If one of his subordinates is not a part of
the group, he will go out of his way to have
the others befriend him.

B. When an employee is unable to complete a
task, he helps him to arrive at a solution.

17. A. He believes that one of the uses of disci-
pline is to set an example for other workers.
B. He sometimes thinks that his own feelings
and attitudes are as important as the job.
18, A. He disapproves of unnecessary talking among
his subordinates while they are working.

B. He is in favour of increased fringe benefits
for management and labor.
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19. A. He is always aware of lateness and absen-
teeism.

B. He believes that unions may try to under-
mine the authority of management.

20, A. He sometimes opposes union grievances as a
matter of principle.

B. He feels that grievances are inevitable and
tries to smooth them over as best he can.

21. A. It is important to him to get credit for
his own good ideas.

B. He voices his own opinions in public only
if he feels that others will agree with him.

22, A. He believes that unions may try to under-
mine the authority of management.

B. He believes that frequent conferences with
individuals are helpful in their develop-
ment.

23. A. He feels it is not always necessary for sub-
ordinates to understand why they do some-
thing, as long as they do it.

B. He feels that time-clocks reduce tardiness.

24, A. He usually reaches his decision indepen-
dently, and then informs his subordinates
of them.

B. He feels that unions and management are
working towards similar goals.

25, A. He favors the use of individual incentive
payment schemes.

B. He allows discussions to get off the point
quite frequently.

26, A. He takes pride in the fact that he would
not usually ask someone to do a job he would
not do himself.

B. He thinks that some of his subordinates are
unhappy, and tries to do something about it.

27, A. If a job is urgent, he might go ahead and
tell someone to do it, even though additional
safety equipment is needed.

B. It is important to him to get credit for his
own good ideas.
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28. A. His goal is to get the work done without
antagonizing anyone more than he has to.

B. He may assign jobs without much regard for
experience or ability but insists on getting

results.

29. A. He may assign jobs without much regard for
experience or ability but insists on getting
results.

B. He listens patiently to complaints and
grievances, but often does little to rectify
them.

30. A. He feels that grievances are inevitable and
tries to smooth them over as best he can.

B. He is confident that his subordinates will
do satisfactory work without any pressure
from him.

31. A. When confronted with a difficult problem,
he attempts to reach a solution which will
be at least partly acceptable to all con-
cerned.

B. He believes that training through on the
job experience is more useful than theoret-
ical education.

32, A. He always gives the most difficult jobs to
his most experienced workers.

B. He believes in promotion only in accordance
with ability.

33. A. He feels that problems among his workers
will usually solve themselves without inter-
ference from him.

B. If he is reprimanded by his superiors, he
calls his subordinates together and passes
it on to them.

34,7 A. He is not concerned with what his employees
do outside of working hours.

B. He believes that disciplining subordinates
will not improve the quality or quantity of
their work in the long run.

35. A. He passes no more information to higher
management than they ask for.

B. He sometimes opposes union grievances as a
matter of principle.
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38.

39.

40,

41,

42,

43.
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He sometimes hesitates to make a decision
which will be unpopular with his subordi-
nates.

His goal is to get the work done without
antagonizing anyone more than he has to.

He listens patiently to complaints and
grievances, but often does little to rectify
them.

He sometimes hesitates to make a decision
which he feels will be unpopular with his
subordinates

He voices his own opinions in public only
if he feels that others will agres with
him.

Most of his subordinates could carry on
their jobs without him if necessary.

He looks after his own work, and feels it

is up to higher management to develop new

ideas.

When he gives orders, he sets a time limit
for them to be carried out.

He encourages subordinates to make sugges-
tions, but does not often initiate action
from them.

He tries to put his workers at ease when
talking to them.

In discussion he presents the facts as he
sees them, and leaves others to draw their
own conclusions.

When the boss gives an unpopular order, he
thinks it is fair that it should carry the
boss's name, and not his own.

When unwanted work has to be done, he asks
for volunteers before assigning it.

He shows an interest in his subordinates'
personal lives because he feels they expect
it of him.

He is as much interested in keeping his
employees happy as in getting them to do
their work.

He is always aware of lateness and absen-
teeism.
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L. A. Most of his subordinates could carry on
their jobs without him if necessary.

B. If a job is urgent, he might gc ahead and
tell someone to do it, even though addi-
tional safety equipment is needed.

45, A. He is confident that his subordinates will
do satisfactory work without any pressure
from him.

B. He passes no more information to higher
management than they ask for.

46, A. He believes that frequent conferences with
individuals are helpful in their develop-
ment.

B. He is as much interested in keeping his
employees happy as in getting them to do
their work.

47, A. He shows concern for increasing his subor-
dinates' knowledge of the job and the com-
pany, even though it is not necessary in
their present position.
B. He keeps a very close watch on workers who
get behind or do unsatisfactory work.

48, A. He allows his subordinates to participate
in decision making, and always abides by
the decision of the majority.

B. He makes his subordinates work hard, but
tries to make sure that they usually get
a fair deal from higher management.

49, A. He feels that all workers on the same job
shoulid receive the same pay.

B. If any employee's work is continually unsat-
isfactory, he would wait for an opportunity
to have him transferred rather than dismiss
him.

50. A. He feels that the goals of union and manage-
ment are in opposition but tries not to make
his view obvious.

B. He feels it is as important for his subor-
dinates to like him as it is for them to
work hard.

51. A. He keeps a very close watch on workers who
get behind or do unsatisfactory work.

B. He disapproves of unnecessary talking among
his subordinates while they are working.
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53.

54,

55,

56.

57,

58.

59.

60,

A
B.

<A

B.

A

B.

A.

B.
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When he gives orders, he sets a time limit
for them to be carried out.

He takes pride in the fact that he would
not usually ask someone to do a job he
would not do himself.

He believes that training through on the
job experience is more useful than theoret-
ical education.

He is not concerned with what his employees
do outside of working hours.

He feels that time-clocks reduce tardiness.
He allows his subordinates to participate
in decision making, and always abides by
the decision of the majority.

He makes decisions independently, but may
consider reasonable suggestions from his
subordinates to improve them if he asks for
them.

He feels that the goals of union and man-
agement are in opposition but tries not to
make his view obvious.

He reaches his decisions independently, and
then tries to "sell" them to his subordi-
nates.

When possible he forms work teams out of
people who are already good friends.

He would not hesitate to hire a handicapped
worker if he felt he could learn the job.
He overlooks violations of rules if he is
sure that no one else knows of the viola-
tions.

When possible he forms work teams out of
people who are already good friends.

He may give difficult jobs to inexperienced
subordinates, but if they get in trouble he
will relieve them of the responsibility.

He makes his subordinates work hard, but
tries to make sure that they usually get a
fair deal from higher management.

He believes that one of the uses of disci-
pline is to set an example for other workers.

He tries to put his workers at ease when
talking to them.
He favors the use of individual incentive
payment schemes.
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61. A. He believes in promotion only in accordance
with ability.
B. He feels that problems among his workers
will usually solve themselves without inter-
ference from him.

62. A. He feels that unions and management are
working towards similar goals.
B. In discussion he presents the facts as he
sees them and leaves others to draw their
own conclusions.

63, A. When an employee is unable to complete a
task, he helps him to arrive at a solution.
B. He feels that all workers on the same job
should receive the same pay.

64, A. He may allow his subordinates to participate
in decision making, but he reserves the
right to make the final decision.

B. He would not hesitate to hire a handicapped
worker if he felt he could learn the job.
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