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Chapter 1

Introduction

Our educational Inatitutions place e high premiun on pecple who
have the ability to direct the achievement of organizational goals.
More then sver before, efforts today are eipsnded on ways to locate
executlve talent, Faced with a widening gap between rescurces and de-
mandg placed upon the echools, esducationasl leaders will need to glve
unprecadented attentlion to lenderehip behavior apnd how 1t may affect
the attaimment of crganizational goals. In short, the improvement of
gohool preductivity has become a matter of urgent necessity for educa-
ticnal systema in both the public and private achool sectors of our
nation {Halleck, 1967),

fhe building of effective organizatione is of concern in today's
world., Organizational theorists and practltionere are defining orgenl-
gational effectivenese neot only in texrws of high production and lower
coate, but alpo in terme of human values and expectationa. The rapid
rate of change, together with the rieing expectations of all membern
of scciety, have lad thoge regponelble for the leadership of educa-
tional and industrial inetitutions to beccme aware of the neceseity
for making thoge organizations responeive to the neede of thelr em-
ployees (Knowles, 1970).

Leadership is a word that is often encountered in the field of
educational adminiatraticn. Prequently, school pecple speak of the im-

portance of thelr leadershlp roles, Tpon brief examlnation it becopee



apparent that the word "leaderghip" has a variety of meanings {Hunt &
Gibeon, 1965). Fiedler {1967), after reviewing the definitional prob-
lemn, defines the leader ap "the individual in the group given the task
of directing and coordinating task relevant group activities" (p. 8).
Sergiovanni and Carver (1973} expand Fledler's definition so aa to in-
clude the group malntensnce cooponent of leadership bshavior. The
definition of leaderahip was thus expanded: ". . . the school execu-~

tive is the individual charged with the taske of directing and coordin-
ating the group activities neceseary to achieve or change goala" (p. 196).

While apesking of the importance of leaderghip, Gibson and HBunt
(1965) hold that it is 2 talent that is prized in our scciety. Acoord-
ing to Likert {1961), the problem of how besi to organize the efforts
of individuale to achieve organigational obj)ectives has been a difficuls
problam enccuntered by organized man., In recent yeare the appliecation
of medern repesrch methods has enakled investigatore to study objective-
ly and analyze the phenomena inwvelved in organizational funotioning.

It is now poaalble to quantify auch dimeneions of organizational life
ap morals, motivation and productivity. Filley and Housee (1969) main-
tain that while leadershlp haa been widely researched, it remaina ae
the leapt uwnderstoocd variable in the menegement prooeaes.

Theoripts in the behavioral sciences tell us that lesdereg parform
their roles in an envircrment characoterized by differences in people,
They emphapize the importence of understanding individual differences
among members of the organizetion.

Mackenzie apd Corey [195L4) stress that leaderghip behavior is in-
fluenced greatly by perceptions of the pituwation. The implications of

peroapiunal differences in leedership behavicr were diacuseed:



1, Moat behavior can be explained ae an attempt to preaerve

integrity and maintain aelf-eateem,

2. Hehavior ia detertined by the individual's peroeption of the

total plituation and ita requirementa,

3. People rsact differently to the pame situation beoaunae esach

person'e perception of the eituation differs from that of
othara. (p. 26)

Hunt and Lareon (1975}, in referring tc influences of perceptiocns
on leaderahip behavicr, indicete that the difference & leader's ptyle
makes within an organization may not be so much in terma of what he dces
but in tertma of how hils lendershlp behavior la perceived by others.

Fiedler (1968), in hia theory of lesadership sffectivenesa, poatu-
lates that leadership behavior ie esaentially a releticnehip invelving
power and influence, A number of ptudiea baeed on Fiedler'a aituational
theory of leaderahip conecluded that the mopt importsant single determinant
of a leader's effectiveness waa his relatione with group members.

In a comprehenalve review of the leaderghip literature on educa-
tional adminietration, Luclo and MoNiel (1265) report that research
investigating superviscry behavior by the aschool principal reveals that
morale 1o often linked to perceived leadership behavior. The lmportance
of morale ag & variable which contributes to the accomplishment of epchool
gcala wes poatulated by Getzela, Lipham and Campbell (1968). 1In their
theoretieal formulation morale wae deacribed ae "a willingness to be
involved In the school and ite work" (p. 129). Many researchers have
pointed to the importance of leaderehip and the impact that it has on
mcrale in both industrial and educational settinga {Bidwell, 1955; Kor-

man, 1966; Davis, 1963; Redsfar, 1959).



Although the need for high morale in organizing effective work
groupe haeg been widely disouaned in the literature, there have been faw
attempte toc dafine the concept in any aystematic way. Morale is con-
ceived by some ag & feeling of belongingness in a group or identifica-
ticn with the geals of the group. Argyris (1957) pointe out that a
baaie incongruency existes between the needep of the mature personality
and the needn of the formal ocrganizetion. In his view, teachers will
experience frmuastration when they have minimal infiluence over their Joba
and working conditione. The research of Getzels and his asacciates
{1955) rseultad in the development of an organizational theory based
upon the malntenance of a balance between the needs of the corganization
and the needs of it employeep. In thelr theoreticael model the leader
wae geen ag tha mediator between the two opponaing forces,

Stogdill {1961} describes morale as the degree of frsedom from
regatraint sxhibited by a group working toward a goal. 'The motivation
of the Indivldusl and the group provideg the potential for morale.
Btogdill, however, holds that the level of morale will be dependent upon
both the strength of the wotivation and the freedom to act.

In behaviorsl science resesrch a relationahip between the per-
ceived leaderahip behavior of supervieors and the moraie of employeea
ip posited (Likert, 19613 Stogdill, 197L). Likert (1961} asserts that
tha leaderehip can support the needs of worksra. This principle has
been called & "principles of supportive relationghipa"™ and holde that
the "leadership and other procesges of the organiwation can be suoh ae
to ingure a meximum probability that in all intesrscticne and all rela-
tioneghipe with the organizaetion, each mewmber will, 1n light of hie back-

ground, wvalues, and sxpactatione, view the experience as supportive and



one which buillde apnd maintaeing hip genge of personal worth and impor-
tance (p. 121).

In gpite of the emphapls on morale in recent studies in both in-
dustrial and educational settinga, many writers hold that & definltive
link between morale and resulting productivity haa yet to he proven
{Vitelea, 19533 Kahn, 1960; Korman, 1966). In discusping thias igsue
Bergeth {1970) atates that it is usually assumed that high teachser
merale lg good for education. Thisz noticon has been subjected to very
little empirical wverification and there 1s a dearth of objective re-
gagrch depigned to determine if morale ia related to effectivenase in
echocl envirommenta. An early study by Anderson (1953), however,
attempted to address the lesue, Andergon found that slgnificant differ-
encen existed between the achlevement of studente in schoola high in
teacher morale and those schools with low teacher morale.

While the Anderecn atudy lende some subetance to the wlidely held
view that high morale ia a neceasary prerequisite to productive acheola,
such resgearch is rare. Thers ie a paucity of atudies that oystematic-
ally focus on the interrelationshipe of leadersghip behavicr, morale and
effectiveness. Monetheleas, there ig evidence that the behavior of the
leader in the sochocl setting doea influence teoacher attitudes.

In summary, leadership behavior is gehnsrally eald to be a factor
in determining the merale of teachers. There 1p some limited svidence
that the morale of teachars mey be related to the achievemant of puplls
and hence, school productiviiy, While the exisgting body of literature
appears to gpupport the notion that teacher perceptione of the leadership
behavicr of thelr principals ia related to their morale, significantly

lees evidenos exlets to juatify the idea that tha reaulting state of



teacher morale is related to varicua messures of school effectiveness.

Statemant of the Purpose

The purpoge of the present study waa to investigate the theoreti-
cal ralationshipa among teachsr perceptions of the leadership behavior
of their principals, the ocutput of their acheools, and their expresslone
of morale, The siudy was designed apecifically to anawer the following
queaticna:

Do tescher perceptions of leader behavior relate to teacher

mcrale?

Do teacher perceptiona of the leasder bghavior of their principals
relate to their perceptions of the crganizaticnal cutput of
their sohoeole?

Do teachar perceptions of the organizational output of their
gchools garve to moderate the relationship between percelved
lasader bohavior and morsle?

Are there significent differences in the perceptione of the
leaderahip bpehavior of principale by lay and religiocua teachar
groupe?

Si ficance of tha Stu

The crigis in education today le nowhere more critical than in the
Catholic schools (Huffman, 197hL). 0Of approximately six million elsmen-
tary and ascendary pupils enrolled in mere than 18,000 nonpublic achools
acrogd the nation, over 90 peroent are in achoola cperated by the Homan
Cathelic Churoh., More than 13 percent of the npnation's slementary atu-
dente attend Catholic echoole with large concentratione in the nation'a
largest metropolitan areas (Farguhar, 1968).

Hiatorically, lay teachera made up a majority of Catholic achool



faculties, Huffman (1974) zsasria that lay teacheras in the Catholic
schoola are sesking to asaert thalr etrength in influenocing school peli-
olea. $he concludea that if the Catholie gchoola ars to survive ag &
viable altermative to the nation's system of public education, the sys-
tem will have to be revelutionized by the growing unionigation of lay
teachera In nonpublic schoolsa,

Koob and Shaw {1970) point to what they psrceive to he a truly
appalling lack of objuctive research about Catholle education. They
hold that the sive and the comporplition of the Catholic schoel teaching
force are changing dramatically. ‘They point to the growth in lay
teachare and stress that this growth is craating new leadership chsl-
lengea for Catholic secondary echool principals.

The militancy of teachers in Catholic schoola is net limited to
lay teachera. A racent ecgiclogical trend impacting on the school
environment 1e what has been ocalled a "new breed" of religicue brothers
and platera. These peopla are very different from their predeceseors
according to Koob and Shaw., Automatic cbedience and docility are now
balng queationed as never bafore.

Plude (197&} concludea that Catholic educatlon suffers from a
laaderehip c¢rigie. A call for change in thse leadership of Catholig
pohocle i recommended; "With proper planning and exeoution, Catholic
educaticn ln America gan he gtrengthened and deepaned as a rasult of
having to adjust to new times and situationg. The danger ia that change
will come about without adequate preparation and coordinstion" (p. 119).

In light of thia brief outline of the state of Catholioc edugation
in the Gnited States today, the preaent etudy was conetructed to deter-

mine the statue of lesderahip in the secondary schools of the Dipgere



9
of Richmond with & view of learning how knowladage of organizaeticnal 1ife
can be applied to the problema in Qatholic pecondary education,

Theoretical Bac ound

The theoretical background for the prasent smtudy was drawn pri-
marily from research and literature in the behavioral pciencens as
applisd to induatrisl, military and educationzl settings. From the
thecry base and selected repgearch findings, four hypotheslzed relation-
ahipe were formulated for smpirical invegtigation.

The specific leadership theory whioh forma the btaeis for the pre-
gent study waa developed as a result of the Chio State Univeraity Leader-
ship Studies {Stogdill & Coocns, 1957). Begiming in 1945, the Ohio
State Univeraity regearchers attempted to identify various dimensicns
of leader behavior. Up until that time the literature con leadership
had fecused on the ge-called "trait theories." Theorists were generslly
unhappy with research up to this peint becauese they found that the trait
theory did net help to explailn what wap happening in group situatione,
They algo found that the traite demanded of a leader varied from one
pituation to another (Fisdler, 1967). With this background on trait
theory 1n mind the Chio State researchere decided to etudy the obeerv-
able behaviors rather than the trailts of leaders. This emphaais led to
the develeopment of an instrument by which leadership behavior could be
measured, The Leader Behavior Descripilon Questicnnaire, or LEDG for
shiort, was prepared by Hamphill and others in 1957. A4 list of approxi-
mately 1,800 items describing different aspecta of leader behavier wans
faotor analyzed with the result that two factora identified ap "oon-
glderation” and “initiating structure" were isclated as explaining the

great majority of wariance in obeerved leader behavicr. Initlating
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struoture referes to the leader'se behavior in delineating the reiation-
ghip betwaen himaelf and membera of his work group and in endeavering

to apteblish well-defined pattarneg of organization, channala of communi-
cation and metheods of procedure. Consideration refere to the behavior
indicative of friendshlp, mutual trust, regpect and warmth in the rela-
tionship between the leader and members of hia etaff. Sergicvanni and
Carver (1973), in discusesing the Chio State leadership theory, apsert
that the two leadershlp ptyles are not mutually exclusive:

Perhape the moat important, and often overlocked point ahout

initiating structure and conaideration behaviors is that they are

not arranged on a continuum. They are two separate dimeneicne

which may range from high to low in any one individual., ({p. 203)

The two types of leadership behavior have been pleotted on horizon-
tal and vertical axee to form four leadersghip quadrants based on variocus
combinatiena of each dimension. The four leaderghip quadrants fermed
include: high ccnaider&tinn/lnw initiating atructure; high consldera-
tion/high initiating structure; low oconeideration/high initiating atruo-
ture; and low consideration/low initiating astructure. The dimensiona
are gimlilar to octher dusl-factor theorlss poeited by Blske and Mouton
(1962), MeGregor (2960), Katz and Kahn (1960), and Fiedler (1961).

The conzengus of empirical research, as pummarlzed by Stegdill
{1974}, ip that an individual who exhibite both dimensiona of behavior
and hasa high scores on both the conslderation and initiating atructure
dimenaions (e.g., high consideration/high initiating structure) Lo the
moat effective both in termes of maeesting the needs of the workgroup and
in achieving organlzational purposes {Shartle, 1956; Stogdill, 197L4).

Empirical regearch hap been performed to test the validity of the
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Ohio State leadership theory in industrial, military, and educational
environments. Stogdlll, after reviewing the available reasarch in edu-
cational pettings, conciludes that when teachera and principala are
described as exhibiting high-coneideration/high initiating structure
leaderahip bshavior, their pupils tend to do better on testa of school
aohisvemant.

In & mors recent analysis, Miller {1976) citea ressaroh which
pointe to a relationship between perceptione of leaderahip by school
principals and achool productivity or output. He alae conoludes, based
on his review of the research, that the high-consideration/high initiating
etrusturs leadership hehavior ia moast often related to achievement of
ptudents. Further evidence ie provided by Keeler and Andrewg {1963) who
found that the leadership behavior of secondary school principala was
related to objective measures of school preductivity.

In addition to theme atudiea showing that leaders high in both
coneideration and initiating atructure are mopt effectlve in terma of
gchool performance, Weed, Mitchell and Moffitt {1976) state that "the
laader high in hwman relations and teak orientation is 1iked beat by
followera" (p. 65).

O0f the four leaderghip stylea depicted in the Ohioc State leader-
ship quadrants, therefore, "high-consideration/high inltiating structure"
ig said to be guperior in terme of both employee morale and performance.

In the present study one of the hypotheses predicted that teachers
who perceive their principals' leadership behavior as "high consideration/
high initlating structure," would have the highsot mean morale agoraa as
puggeated by the research cited by Wead, Mitchell and Moffitt {1976).

For the purpome of the prepent study, the notion that "high—uonaideratiﬂn/
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high initiating structure" behavior is related to organizaticnal effeo-
tivenaan wag tesgted by formulating a hypothesis which predicts that
teacheras perceiving their principale' behavicr as "high conailderation/
high initisting structure" will hawve the highest mean sssessmenta of
organizational output or effsctiveness.

Much resesrch conducted on leadership behavior and ites effect on
morale and effectiveness has been criticized by Korman (1966). He
states that ressarchera have mede little attempt in the past to con-
ceptualise aituational variables which might act to moderate the gener-
ally agreed upon relationship between leader bohavior and morale. He
pointa out that regearchers have almoat always followed & two-veriable
regearch deegign which conaists of pimply correlating the independent
variable with the dependent variable with little appreciation of pomaible
moderatling veriablea, The present siundy sought to reapond to Korman'e
sdvice {1966) and peptulated that a poesible moderator of the relaticn-
ship between perceived leader behavior and teacher morale may be the
teachers' apasamments of the cutput of their soheools, Accordingly, a
hypothepis was generated for investigation which predicted that there
would ba & significant relationehlp between teachers' perceptione of
leaderahip behavior and morale while controlling for the effect of
teachar apsesement of organizational coutput.

{losely aligned with theory on the effects of leader behavlor on
Bubordinates ia the tendency for leaderehip behavior to be perceived
differently by various groupz in the populaticn eerved by that lsadar.
Schuttenberg {1972} found that within organizations, members of differ-
ent sub-groups freguently perceive tha behavior of their leaders in

algnificantly different ways. A number of studies {Halpin, 1965;
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Fleming, 1974) have eatabllahed thet aub-groupe within an inatitution
peroaive behavior differently. PFleming tested thie proposition uaing
g eample of religious and lay teachera in the Roman Catholic Arch-
gicoeges of Chiceage and Detroit and found that the teacher's lay and
religicus stetus was a variable which sccounted for aignificant percep-
tual differencsa.

Halpin (1965} atudied the leadership behavier of scheol superin-
tendents as percelved by staff and schocl board membera. It was found
that while both board members and staff memberpg sgreed among themselves
as toc the behavior of thelr auperintendents, the two groupa differed
slgnificantly from each other as to their percepticna. Buch differences
in perceptione of leader behavior from the various consatituenclea com-
prielng the echool population is lmportant to the principal who secka
to undergtand the effeots of hie or her behavior on the staff, One
of the hypotheses of the present study was uaed to replicate Fleming's
finding and predicted there would be eignificant differencea in the
perceptione of principal leader behavior ae degcribed by the religicua
end ley teachere of the aecondary schocls of the Diocesa of Richmond.

In summary, this preliminary review of theory and empirical re-
search indicates that there is & relaticonship between perceived leader
behavier and teacher morale. While perceptions may not be totally
accurate, they speem to influence morale. The Chio State leaderahip
theory posite two major factorp in leadership bahavior celled "econaidera-
tion" and "initiating structurs" and subgaquent researah bagad on the
Ohic Btate theory suggepts that the leader perceived ae ezxhiblting both

high coneideration and high inditieting atructure behavior la moet
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effective in terms of morale and productivity. Evidence was alao cited
which puggeste that subgroups within an organization frequently perceive
leaderahip behavior in different ways and this can affect morzle.

Dafiniticne, Conetructs and Hypotheges

Definitione

The term "leader" was ueped throughout the ptudy to refer to a per-
son who gerves aa the principal of & Roman Catholioc secondary achool
within the Diocese of Richmond, Virginia. Tha term "teacher" uegad
throughout the atudy refersa to religiocuns end lay inetructicnal personnel
gaaigned to the secondary schools of the Diocese of Richmond,

Leader Behavicr. Leader behavior, in the context of the present

ptudy, refera to the perceived behavicr of the achool principal
on the coneideraetion and inltiating structure dlmaensiona of tha

Leader Bshavior Desoription Questionnairs {LBDG).

Conaideration. "Oonaideration" is a leaderahip behavior which
refera to "behavior indicative of friendahip, mutual truat, re-
apoct and warmth in the relationship between the leader and mem-
bers of his group.' (Halpin, 1957, p. 1)

Initiating Structure. "Ipitiating structure" is & leadership
atyle which refera to the lemder's behavlor in "“delineating the
relationship between himeelf and the members of his group, and
in sndeavoring to eatablish well-defined patterns of crganization,
channels of communication, and wayse of getting the job dene.”
(Halpin, 19%7, p. 1)}

Merale, For the purpose of the preaent atudy, morale is defined
ag "an affaect related to the eucceamaful interaction among indivi-

dual needs, incentives, and organizational goals. It refers to
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tha profasgsional interesat a peraon diaplays toward the aohlevement
of individual and group goals in a glven job mituation.™ (Bentley
& Rempel, 1970, p. 2)

Organigation, A48 uasd in this atudy, "& deliberately planned and

atructurad arrangement of interactione among people and varioua
geconomio, material and technical repourcesn deeigned to cooparatively
accomplish a gonscioualy determined goal or outcome." [Schutten-
berg, 1972, p. 6)

Organizational Cutput. The term "organiwzatlionsl cutput" means

the results, cubteomen, or conaequences of the work processes and
activities ¢f an organization. (Schuttenberg, 1972, p. 8)

Conatructs

The variables inveatigated empirically in thie study were defined
cperatlonally as gonstructe to be used in the testing of empiriocal hypo-

thezen.

Leader Behavior. An lntervelly mezsured lndependent verisble de-

rived by summing the valuea of thirty items addreassing considera-
tion and initiatipg structure behavioral dimensicne of the Leader

Behavior Description Gmeationnalre,

Congideration, An intervally mespured independent varieble de-

rived by suming the valuea of fifteen items addresaing ccneidera-

tion behavior in the Leader Behavior Depcription Guesticnpaira,

Initiating Structure. An intervally measured depandent variable

darived by summing the valuea of fiftesn itemsa measuring initiat-

ing structure behavior in the lLesder Behavior Deseription Question-

naire.

The four behavioral ptylea perceived by teachers were conptructed
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using the categories guggested by Halpin {1959), Shartle (1956), and
Btogdill (1974). The four stylea deploted In the leadership guadranta
of the Ohioc State leadership studles were ipgpleted for empirical invea-
tigation and identified as: “high-consideration/high-initiating struc-
turei” "high-coneidsration/low-initlating siructure;" "low=consideration/
high-initiating structure;" and "low=-conelderation/iow-initiating struc-
turs.” These behavioral stylee were defined operaticnally ap follows:

High Congideration/High Initiatipng Structure. A nominally mea-

sured independent variasble derived by a high scera (above the
median) on both the "coneideration" and "initiating atructure"
dimeneione of the LBDG. Thip meana that the leader was perceived
by teachers as placing emphasis on gaining friendship, mutual
trust, and respect in relations with membere of the group ag well
apg establishing well defined patferna of organizatlon and channsla
of communication,

High Coneideration/Low Initiat Structura. A nominally measured
ipdependent variable derived from m high score (above the median)
o1 the "oonpideration® dimension of the LB and a low eccra
{below the median) on the "initiating structure” dimension of the
ILBIQ. Thip memne that the leader was perceived as placing empha-
aie on gaining friendehip, mutual truet, and reapect in relations
with members of the group whlle placing lesa emphasia on estab-
lighing well-defined patterns of organizaetion and channels of
communicetion.

Low Coneiderstion/High Initiating Structure. A nominally meapured

independent varisble derived from a low peore (balow the median)

on the "congideratlon™ dimension of the LBDG and & high ecore
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(above the medilan) con the "initiating structure" dimenasion of the
LBDG. This meana that the leader was perceived as placing an
emphanis on esteblishing well-defined patterns of organization
and chamnnels of comunication while placing lees emphasis on
gaining friendship, mutual truet, and respect in relations with
members of the group,

Low Consideration/Low Initlating Structure., A nominally meaaured

independent varisble derived from a low acore on both the "con-

pldsration™ and "initiating structure" dimensiona of the LBDQ.
This meana thaet the lesder was percelved as placing emphasis on
neither eatablishing well-deflned patterna of crgeanization nor
gaining friendship, mutual trust and rsspect of membera of the
group.

Teacher Morale. An intarvally mesgauraed dapendent veriable derived

from summing the values of the ten subtests of ths Purdue Teacher

Dpinionmaire.

Qrganizational Output. An infervally measured dspendent variable
derived by aumming the scorea of the four dimensions and ten pub-
categories of the Organizational Queaticnnaire.
Status. A dichotomous nominally measured independent variagble
derived by dividing the tsachere into two categories baaed on
their membership of either a religilous order of the Roman Cathollo
Churoh or lay statua.
Hypotheaes
The hypothepized relationghips emong percaived leader behavior,
agsesgments of organizational output and exprepsed morale were formuilated

from leadership theories and empirical research previocuely cited in this
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chapter, The hypotheses temsted in this study were ap followg

Hypothepis 1 == Teachere who parceive their principala ae exhibit-
ing behavior which belonga to the "high conailderation/high initiating
gtructure" quadrent of the Chic BEtnte leadership quadrants will have the
highest meer morale acores of the four groups: namely, "low conaldersa-
tion/low ipitiating structure"; "low considerstion/high initiating
ptructure'; '“high uunaiderationflﬂw initiating setructure"; and "high
conaideration/high initiating structure,"

Hypotheeis 2 -- The higheet mean assesmmente of organizaticnal
output will come from teachers who perceive their leadar's behavior as
"high consideration/high initiating atructure."

Hypothegls 3 == There will be a significant coefficiasnt of correls-
tion between tescher perceptions of the leadership behavior of their
prinoipala and their morale while oontrolling for the effect of teacher
aadegmment of orgapnizationat output,

Hypotheeis i —— There will be a mtatistically significant differ-
ence in the perceptions of leadsr behevior of the principal by religicus

and ley teacher groups ocompriping the Catholic secondary school teacher
population.

Orgenization of Study

A review of the literature and researoh relevant to the purpoaes
and hypotheses of the study will be presented in Chapter 2, The repearch
deeign, etatimtical treatment of data, data collection procedures and
ingtrumentation for the study will be discupased in Chapter 3. An analy-
gle and interpretation of data will be presented in Chapter Il and a dig~
cusglon of the findinge along with lmplications for sducaticnal practi-

tioners will be diecugped in Chapter 5,



Chapter 2

Review of Helated Literature and Reaearoh

A review of literature and resesrch related to the purpose and
hypotheaes of the present atudy will be presented in this chapter. The
roview ip Aivided intoc two sectione with oonoomitant summaries.

Section A
Review ol' Related Literaturs

The following section on the review of related literature is Bub-
divided into submegticna dealing with: (1} the evolution of leaderaship
theory; {2) the importance of morals in educetional institutione; and
(3} 8 review of syntems thinking and ita spplication in educational
inatitutions.

The Evolution of Leadership Theory

Thig subsection will present & discusglon of three major schools
of leadership: (1) tralt theory; {2) behavioral leadership theory; and
{3} eitustional theories of leadership,

Trait _Theory

Early studies of leaderghip behavior focused on dlscuesions of the
tralts leaders poeeeased which were amaid to distinguish them from their
followera, Trait theory holde that there are a limited numbsr of defin-
able characteristioe of euocessful leaders, Theae studies agpumed that
humans could be divided inte two groupa; leaders and followera. Conee-
guaently, leaders would have to pospees certain traite or gualities not
poaeeased by others.

19
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Numerous writera have attempted toc correlate tralts with varioua
objective measguras of leadereghip. In a survey of reaearch on the trait
theory of leaderahip Stogdill (197L) reporte on numerous studiee linking
seelected tralte such apg intelligence, pepularity, height, weight, and
sociability with meapures of leaderghip.

A limitation in trait thaory suggested by Speise (1975) ie that
the traite deemed esssntlial for effective leadersghlip frequently are
aelected arbitrerily by those following the trait orlentatlon to leader-
ship. Thua, theae eagential trgits were frequently ne more than acme-—
one's opinion of which attributes leadera phould poeeess.

An early ags 1948 Barnard outlined what he called "active qualities
of leadera": vitallty and endurance; decisivenese; persuspivensss;
responaibility; and intellectual capacity. (p. 100)

There is a perallel bstween the po=-called “active qualities" of
leaders cited by Bermnard and "epecial abilities" diascussed by Fayol
(1949). Faycl cites general and speclal education ae being traite
necegaary for succesaful leadership, He asserts that poasepsion of
thege gpeoisl abilitles becomes more critical as one proceede upwarda
along the organizational ledder {p. 9),

Very few of the numercus liate of leaderghip traita have many items
in common. In an extenpive examination of the resgearch focueing on the
trait leadership theory it was found that only about 5 percent of the
tralts ligted were common to four or more inveetigations. The conclu-
gicn is that despite extensive study, ressarchers have been unsble to
develop any meaningful list of attributea for leadership.

Bnphagis on the tralt theory of leaderghip and subeequent reaearch

which brought itp validity intc doubt evenitnally led to the svolution of
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a leadership theory focusing on the behevioral patterne of leaders.

Behavioral Leadershlip Theories

A major body of leaderahip theory can be clapsified ae behaevicral
in that it concentrates on the obeerved behavior of leadors, These
theories focus upon an analyeia of what the leader doss and how he be-
havea In carrying cut his leaderehip functionsg rather than on traits
poegexasd by leaders.

Wofford (1971} statea in hls summary of leadership research that
over the laat twenty years estudles have tended to foocus on two=factor
leadership behavioral styles varicualy referred to as:

1. Empleoyes-centered or job-centered (Likert, 196L).

2, Pecple-oriented or production-oriented (Blake & Mouton, 136L4).

3. Demoeratic or autocratic (Wnite & Lippitt, 1S60)}.

. Cecneideration and initiating structure (Hemphill, Stogdill,
Coons, Halpin & Fleiahman, 1957).

i early as the 1930's two dimenalona of leaderghip behavior were
desoribed by Barmard {1938} as "task-orientation" and "people-orisntation®.
Parnard deocribea the function of the executive as pecuring the perpipg-
tence and purvival of individusle that have united into a group for acme
purposae. The perslatence of the group toward the objective was deperibed
by Barnard ap depending upon two conditiona: ite efficiency and its
effectiveness, Barmard defines "effectivenesa" as the accomplishment of
the group purpces which is scpniel and non-parsecnal in character. By
"efficlency" Barmard refers to the patlisfaction of individual motives
and thie is personal in chareoter. Thus, while not using the modern
terms "“oconoern for tasgk" and "conoern for people", Barnard expressed

the aame concepta in hip early writings.
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The Chlc State leadership studies were organized in 1948 by
Shartle and hie associstes, At that time nothing exieted in the way of
satisfactory leadership theory. HRegeerch pricr to Werld War II had
sought to l1dentify the differentiating trailts of leadera, but severe
limitations in the teeting of the trait theory led to ite sventual
abandonment. Slnce the perecnality trailt theory had proved fruitless,
it was decided that an attempt ahould be made to ayetematically study
the obesrved bhehavior of leaderp. Hemphill (l?h?) and hlg asepocciaten
developed & liat of spproximately 1800 items deperibing different ae-
pectas of leaderehip behavior. Thepe items were used to develop the
firet form of the Leader Behavior Description Queptionnaire (LEDQ).
Several factor analytic studies (Halpin & Winer, 1957) of item inter-
correlaticns produced two leadership factors identified as "gonsidera-
tion" and "initiating atructurs".

The LBIQ refleoted the findings of factor analytic studies and
dealt with two bshavioral dimensgicna--the inatitutional goals and the
aatliefaction of the people involwved, The LBDR, with several reviaions,
wad uaad by Halpin, Stogdill, Winer and others [195?] in studies of
aircraft commanders and educational adminiatratora. The two behawvioral
atylea developed ag g result of the Ohic SBtate studies seem to indiocete
goparate and diatinet dimenpions of hehavior. The two dimenalonsa were
called "initiating structure" and "ceonsideration”. Initiating etruo-
ture refere to the "leader'sm behevior in delineating the relationship
between himgelf and the membere of the work group and in endeavoring
to eptabliph well-defined patisrne of communication and mathods of pro-
oedure." Conelderaticn refers to "behavior indicative of friendehip,

mutual truat, respect and warmth in the relatlonship between the leager
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and the members of the ataff" (Stogdill, 1974, p. 128)}.

The two bshavioral patterns which comprise the Ohio State leader-
ghip theory are neot mmtually exelusive and a given leader may demon-
ptrate behavior from low to high in either dlwenaion. During the Shio
State studies twe dimenaions of leadership behavior were plotted on
acparate axea forming four leaderehip quadrants previously described
in Chapter 1 ap: {1) high consideration/high initiating structure;

(2) high consideration/low initiating structure; {3) low consideration/
high initiating structure; and () low coneideration/low initiating
atructure, A summary of the empirical regesrch foousing on tha Ohio
State leaderghip theory wWill be presented in Section B of thie chapter,

At about the pame time that repearchere at Chio State were con-
structing the LEDG a almllar program was being inetituted at the Uni-
varpity of Michigan's Survey Reasarch Center. Thie 1ine of research
led to the identification of two dimensiona of leadership behavicor which
were called "employee corientation' and "produetion orientation". Likert
{1964 ) puggests that leadership is a relative proceae in that the leader
muat take into acgount the expectations, values and interperscnal compe—
tencien of thoes with whom he interacts. Likert holds that the leader
muat behave in a manner which will be perceived by followera as suppor-
tive of their efforts and of their sense of pereonal worth, It is
apparent from Stogdill'e desoriptlion of Likert's theory that the thsory
ia gimilar te the Ohio Btate theory and other ac-called dval-factor
leadership theories (Stogdill, 1974, p. 128).

Blake and Mouton {1964) developed a leadership thsory centering
onn the relaticnshlip bhetwesn two dimenslons: people and misslon. 'The

lsader'e job, according to Blake and Mouton, ip to accompligh the work
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of the organlzation throuwgh the efforts of peopls. Blake and Mouton
pictted concern for performance on & horlzontel axis and concern for
people on a vertical gxis to form what hes been called the "managerial
grid",

Thaory in educational adminiptration has followed the two-
dimeneion paradigm ec prevalent in the industrial and military leader-
phip literature. Getzels, Lipham and Campbell {(1968) discuss a accial
ayetems medel of orgenizational functioning, 'This social eyatems model
ip similar toc early propompiticna formulisted by Barnard end degcribes
adminiptration as a accial procese in which the result is viewed as
interactive of the nomothetic (institutional) and idiocgraphic (perecnal)
dimeneione of organizationsal behavior. The nomothetic dimension of
activity in a social system is demcribed as "the institution, with
vertain roles and expectations, that will fulfill the goala of the gym-
tem" {p. 56). The individual personality and needs-dipposition ele-
ments of the ecoial system compriee the idicgraphlc or personal dimen-~
gicn.

Rogers (1969) posite a theory similar to the pocial syeteme model,
He agperte that the key elemente of any eyeten need to be identified
and linked together into some unlfied whole, This will pet the atage
for conditione whioh will contribute to the individuala dirsctly asgo-
ciating and relating the gorla of the orgenizetion to thelr own perscnal
goals. HRogere suggestp that an inetitution's success depends upon the
compatibility of organizaticnal and persopal goals.

Tennenbaun and Schmidt (1958) depict leadership as belonging to
a contipuum with "bosg-centersd" leadership at one extreme and "subordi-

nete-centered" leaderghip at the other extreme, The copntinuum ia bapad
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on the degree to which authority i1s used by the manager te the degree
of freedom sllowed pubordinates in carrying out thelr functions.

As can be seen from the previous disoussion, bshavioral thecories
of leadsrahlp have typically focuged on tehavioral styles which can
generally be gubsumed under twe broad categoriee previously described
ap "ooncern for peopla" and "concern for production'. The framework
for mituational theoriep of leaderehip cen be traced back to Barnard
(1948) who held that leadsrship depends on at least three factors:

{1) the individual; {2} the followers; and {3) the environmental condi-
tione embracing both the leader and his sabordinates.

Bitustional Leadership Thecriena

Gates, Blanchard and Herasy {1976) hold the view that the sltua-
tiocnal theory grew out of earlier models that wers based on the task
and rolationship behavior of leaders. As indicated earlier, the Ohle
State leadsrship theory has aleoc been desoribed in terma of four gepar-
ate and distinet leadership styles. The four styles desoribed by Gates,
Blanchard and Hersey include: (1) low taak/high relatlonship; (2) low
task/low relationship; {3) high task/low relationaship; and {4} high
task/high relationship. Situational leadsrship theory is based upen
an interplay among (1) the amcunt of direction {task behavior) a leader
giveas; (2) the amount of sccio-smotional amupport {relationship behavior);
and {3) the maturity level that the feollowers exhibit on any given task.
Acooxrding to thia apscific pituaticpal thsory, ase the level of maturity
of their followers contimaee to increase in terme of acoomplishing &
apecific tmek, leaders should begln to reiuce their task bshavior and
inereape thelr relaticnehip behavior. This beshavior on the part of the

lezder showld contlnue until the individusl or group reaches a moderate
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lavel of maturity. As the followers bhegin to move inte above average
maturity, it becomas appropriate for leaders to decrease not only task
behavior but relationship behavior es well., At thise point the theory
suggentes that the group members are mature hoth in terms of the task
and relaeticonghip appecta of crganizatienal functioning.

Further evidence of & need to take the sltuation into account
when studying the relationghip between leadership atyle and organiza-
tional effectiveness has been suggeated by Kerr and assooiatea (19TL).
They conclude that a variety of pltuational faotera influence which
otyle of leadership 1g approprlate, B5Situaticonal factore identified an
being related include job prepsure, intrineic job eatiefaction, subor-
dinate'e need for information, and leaders' conmideration behavior,

One of the moet widely reported contributore to the literaturs on
gituaticnal leadership theory is Fiedler (1967). Fledler's "oontin-
gency theory of leadership" poatulates two major styles of leaderghip,
One of these in a leadership atyle which ia primarily tagk-oriented
and the other ia primarily oriented toward achieving effective inter-
personsl relationa. It can be seen that Fiedler's theory ie similar
to other dual factor theories smuggested by Stogdill and Coome (1957),
Blake and Mouton {196L), and Likert {1961}, The major difference in
Piedler'e theory is that he taktea the sltuvation into account in hie
ressarch, His theory predicts that a task-oriented etyle will be maxim-
ally effeotive in highly favorable and unfavorable situstions while a
relationship atyle will be moet effective in pltuationa of intermediate
favorablenean.

A recent theory developed by House (1973) postulatea a "path-goal®

approach to leadership. Thia theory attempts to reconcile the conflicting
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ragulte of previous atudier on the two mejer leaderahip dimensiona.
Houpe's theory ie hased upcn a path-geal hypotheais formulated by
GGeorgopoulos, Mahomey and Joneg (1957) which advances ¥room's expao-
tancy theory of motivation. The central oconcept of the theory is that
the force on an Individual to engage in a apecific hehavior ie & funec-
tion of {1} his expectations that his behavior will result in a speci-
fic outcome; and (2) the sum of the satiefactions or valencea that the
individual derives from the outcome, Heouse's theory builds on the
path-geal hypothesis and suggesta that an individual choopes the behav-
iors he engagea in on the basie of {1} the satiefactione he peroelves
to be related toc the ocutcomes of the behavior under congpiderstion; and
{2) hie subjective emtimate of the probability that this behavier will
result in the ocutcomes.

According to Gramenz, ‘“the path-goal theory of lesderghip has
proven uaaful in reconciling some of the conflioting results of empiri-
cal studlies concerned with leader ipitipting structurs, consideration,
subordinate satisfaction, and motivation" (1974: p. 31).

Thie subsection haep presented a dlacussion of some of the major
contributors to the literature which conatitutee the evolutionary body
of leadership thecory. The next subseotion will present a dipoussion of
the growth in the attention deveoted to morale in industrial apd educa-
tional settinga.

The Importance of Morele In

Industry and Educaticn

The concept of teacher morale hes been the publeot of much dis-
guasion and reesarch over the last twenty yesrse. Since morale is Jdiffi-

gult te define, many reaearchera have begun their investlgations with a
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variaty of assumptiona, Owrrent investigations reported in the litera-
ture geek to relate motlvational progesases to organizational factors in
the fermatlion of morale. This approach sssumsa that teachere have in-
herent and zcquired needs and that many of these needs can be gratified
by speciflc aespects of the teacher’s work environment. This notion is
based on Maplow's hierarchy of human needa. PFor research purpcees,
morale has often been defined according to the conceptual inclination
of the repearcher conducting the study.

4 review of relevant literature reveals that morale has heen
variously described as effective personal adjustment {Getzels, Campbell,
& Lipham, 1969); ego-involvement in one's job (Herzberg, 1968}; or a
we-feeling (Vitelea, 1953), Coughlan (1970) chose to uae the following
cperational definition of mwerale; ™. . ., the extent to which en indi-
vidual'e needa are satiafled end the extent to which the individual
perceives that patisfaotion ae gstemming from his total job mituation“
(p. 232).

Traditionally, morale has been treated as & uni-dimenalonal oon-
cept. Thia viewpoint apaumes that any poaitive work-related factor
offering gatigfection to & worker can creats dimpeatisgfaction in its
abgence, Ag a result, the uni-dimengional theory regquirea only an over-
all index of morale or job satisfmotion. Herzberg's (1959) two-factor
theory of Jjob asatiefaction wap the firet significant step toward a multi-
dimengional degcription of job attitudes st the professiongl level,

gtudiea of induptrial morale conducted by the Survey Hegearch
Center of the Univeraity of Michigan demonetrated that morale, ams con-
vantionally meapurad, consipts of at least four factorially separate

dimensionst {1) intrinsic Job aatiefaction; {2} satiefection with the
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employing company; (3) liking for the guperviacr; and (L} satisfaction
with one'e mobility in the compeany. Thia induestrlal multi-dimenesional
conoept of morale corresponds to Coughlan and Froemel's hypothesia that

there ip a "dynamio complexity in the atructure of morale" (Gaughlan,
1571, p, 1).

Role of Demographic Variables

The igclation of multiple factoras comprising teacher meorale hes
lad investigators to the study of the role demographic varlables play
in determining teacher attitudes, PFast resgearch has often focusad upon
the demographic factors which are belisved to play acme role in deter-
mining specific attitudes. The llterature has suggeetsd the following
variableg ag worthy of attention: (1) aex; {(2) age; (3) level of formal
education; and (}) experience (Petermon, 1971, p. 9).

A two-year study by Bentley and Rempel (1967) ettempted to aaseas
the effects of aelected demographlo variables upon the morale of
teachers., The resesrchere found that sex, age, education, and teaching
experience all explalned differances in the morale of teachers sampled
in high echoola of Oregon and Indiana,

An investigation conducted by Bergeth (1970) in North Dakota re-
gulted in the finding that eslgnificant presdictora of teacher morale
were: (1) educational preparation; (2} years of teaching experience;
and (3) age.

To inveptigate the effecte of demographic varlgblea on morale in
induatrial settings, Jury, Weitzel, Davig and Pinto (1971) used the re-
gponeea of 1139 employses in eix companies to 28 different indexes of
gatisfaction to perform a factor analyeie, The atudy concluded that

demographlie characteristica reflected differing percepticne by



30
enployees of organizational-related variablee but not in the perceptions
of individual-related variablems for jobh satisfaction.

The Relationpship Between Morale and Productivity

Aa was 1ndicated in Chapter 1, numerous writera [Vitelem, 1953
Kahn, 1960; Korman, 1966) hold that a definitive link between morale and
productivity haa yat to be proven, For many yeare the aupposed existence
of & cause-effect relaticnahlp between job satimfaction and Job perform-
ance waga the principal argument used by social aclentiats to convinoe
employare to institute changes beneficial to their employees. Sone
early atudies seem to support this argument {Quinn, Staines, & MoCul-
lough, 19?&). Howaver, a damper was put on efforts to show that Job
gatlafsction resulte in improved performance by two influencial revieWws
of ressarch. One reasearcher reviewad 26 pre-1957 studles and concluded
that there was a emall but inconeiptent relationship between job per-
formance and patisfaction. Ancther major review of research (Yroom,
1964} indicated that the asacciation between job satisfaction and per-
formance is not very great.

Yroom (196L) suggeste that predicting a relationship between job
satigfaction and performence ie & complex problem. There are many fac-
tore which affect the directlon of the relationahip in any given situa=-
tion. Correlations betwean theepe twoe varisblea are affected by any
affects of gatiefaction on performence, any effects of performance on
gatiafaction, and by uncontrolled variables.

Bantley and Rempel {1563) atate that it is generally sasumed that
teacher morale ip one important factor in determining educational out-
comes. School authorities have demonetrated concern about teachsar wel=-

fare hecaunge of the ageumed importance attached to the influence of
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teecher morale on student attitudes and aubeequent learning. They hold
thet the felt needs of teachers are intimately related to the felt needs
of students.

The igeue of teacher morale and 1te impaot on learning is far
from gettled acoording to Bidweil's analyels, He indiostes that there
ig no clear experimentel evidence to verify the existence of a relation-
ghip between teacher satiefaction and teacher effectiveness (Bidwell,
1956, p. 285).

Kiesling {1975) suggeets that the problem of determining appro-
priate productivity criteria is of significeant relevance in education,
Riping concern over the production of the public echools has resulted
in inpreaesing repearch direcied toward finding ways to improve the
affectiveness of elementary amd secondary education. According to
Kiepling, moet regearch in this area has focused on the relationship
between productivity and four groups of wariables: (1) teacher charao-
teriasticss {2) the organization of looal school diatrictas; {3) proce=-
dureg ussed to deliver local achool servicea; and (4) pupil characteris=-
tioa {Kiesling, 1975).

Riles {1975) asaerte that it is insvitable that more school boards
will edopt & cost-acrounting attitude toward education but warma that
pehoole "aren't factoriea, and using an industrial medal for accounta-
bility doesn't work" (Riles, 1975, P- 3). Moat coat-sffectiveness analy-
geg in education have attempted to relate atudent, school and socistal
factora to the more limited outcomses of etudent achievement as meaaured
by the varioue standardized teste. Thig approach hesg not stemmed from
any effort to denigrate other aspects of aschool cutput but becauae in-

tellectual achievement ag demonetrated on etandardized tests is the best
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mesaure available at the present time (Cohn & Millman, 1974).

In digcusaing the repearch on productivity in education Cohn and
Millman apgert that pohool output surpasses atudent achievement on teate
of copnitive ability:

It ie importent to rememher that moet atudies have dealt with =&

8ingular appect of sducational output--tested cognitive achieve-

ment. Since few would argue that ths educatlonal process bene-

Tfitp the individual and aceciety only in this way, increaped ef-

forte must be directed towerd the tapk of identifying and mea-

suring sducational cutpute and the factora which cantribute to

them. (p. 20)

Follettie (1972) argues that the productivity of labor in educm-
tion 18 low and that a primary need ig to raipe appreciably the preoduc-
tivity of educational labor, He cites Btudies in the Britleh aeocondary
achools which demonetrate that while inputa into education have risen
ateadily since 1960, there hae not besn an increass in the quallty of
educaticn,

Until very recently, Cchn and Millman (1974) atate that the
gchoole have not undargone the type of eritical acrutiny familier to
profit-making businegees. Education wae aaid to be vastly different
from buginees lpetitutione; and therefore, modsrn principlee of scien-
tiflec management could not be made to apply to educational inatituticna,
Willingneps to examine the effectiveness of educaticnal inestitutlione in
tarma of the consumption of resourcea via-a=vie ocutcomes ise due to the
agoeptance of a systeme pergpective of education.

The Syateme Approach and Education

Terms such as "myetema appraach" and "ayatems analyesia™ have
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appeared more frequently in the educational literature in regent years
{Hayman, 1974). Many volumes have been publighed which treat the ays-
teme approach to the solution of probleme at &ll levels of govermment
and industry. Only recently, according to Ciampa (1975}, have systems
concepta been formalized within the reslm of education,

A ayetem can be defined aa a "=at of objects together with rela-
tionships between objects and their attributes" {Benathy, 1968, p. 12).
A comprehensive ayotems definition in the context of sducation ia pre-
sented by Benathy (1968);:

Syatema are apgemblages of parta that are deaigned and built by

man intoc organized wholes for the attaimment of specific purposes.

The purpcoes of a ayetem is realized through preoceepees in which

the interacting componenta engage in order to produce & pre-

determined output. Purpose determines the process required, and
the process will imply the kinde of components that will make up
the ayptem. A ayetem reoeives ite purpose, its resources, and

ite congtrainta from & suprasystem. In corder to maintain itaself,

& gystem hap to produce an output that patigfies the suprasyaten.

(p., 12)

The pysieme approach to problem aclving hap evolved from a general
gyatema fremework which attempta to aclve problema through four general
atagess

I. A atatemant of objectives.

2. An amalyseis of the complex network of interactiona in the

relevant pyatem or a system analyeis.

3. An outline of aiternative golutione to the prablem,

L. A determination of which alternative provides the bept solu-

tion at maximum efficienmcy. (Hayman, 1974, ». LSh)
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The gystems appreoach appears logical and has been deascribed amp
nothing mors than common sense. Silvern (1965) suggests that the aye-
tems approsch im not just common gense but "a disoipline, complete
with theoretical underpinninge and a developed methodology" (Hayman,
1974, p. 495).

An extension of pystems analyais 18 a highly apeciallzed mcience
described in the literature as “output analysia". Optner (1960), in
epeaking of systems design, suggsstas that the output of the syetem 1B
the bept indication aes to whether it ie achieving itas geoal, Criteria
or meadured of effectiveness supply & qualitative ap well ap quantita-
tive yardstick to guage the effectiveneas of the cutput in satiafying
the pyatem requirement. He indicates that enelysts should use geveral
criteria to esgese output.

Tmmegart and Pilecki (1969) have drawn upon earlier writings to
develcp an organizational output medel, Basically, the Qutput Analyeia
Model sees the results of system action in four dimenaiona: (1) the
aeffecte the organization has on its environment, in terme of the goods,
services and Influences it produces; {(2) the effects the organization
has on ita members, beth individuslly and collectively, in terms of
their perscnal development; (3) the effects the organization has on its
own functioning in terms of the abhllity of the system to cope with
changes in the enviromment in auch a manner ap to enhanoe lte growth
potentisl over time; and {l) the effects the organization has on the
feedback process in terms of the mamount and quelity of the evaluative
information it receives from within and without and the uses 1t makes
of puch information for crganivational improvement. Theee fowr dimen-

sione ars designated am: {1) productivity; (2) integration potentialj



35
(3) orgenizational health; and ()4 svaluation; and they form the frame-
work for organizaticmal cutput anelysia. The operational definitione
af the four dimepgicna of the oubtput model will be covered in detail in

the next chapter in the section discuasing the Qrganizaticnal Buestion—

neire (0Q) by Schuttemberg {1972).

The application of syetems cencepte to organieationa hae been
gignificant for at leapt two resacns. Firat, 1t ham stressed that the
various eccial and technicel aspects of the organization ere highly
inter-releted and that a change in one factor uswally affects other
parts of the crgenization. BSecond, it has riressed the inter-
relationshipa between the organization and 1t epvirorment (Deasler,
1976, p. 5).

The firet pection of this chaplter has presented a discussion of
the development of thecries of leaderaship, the importance of morale in
educationsl and induatrial settinga, and the growth in the application
of ayatems concepis to educatiopal inatitutions. The next section
presents a summary of empirical resesrch conducted in recent years that
has focuped on the Chic State leadership theory and 1te validity in
military, indupstrial, and educational ingtitutions.

Section B
Review of Helated Heasarch on the
Uhic State Leadership Theory

The following section on the review of related ressarch is aub-
divided into submections dealing with: (1) industrial/military atudies
investigating the effects of leaderzhip on morale and productivity;
(2} educaticnal estudiea investigating the effects of leadership on
morale and productivity; and (3) educational etudies inveatigating

differential perceptions of leadership behavior.
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Indugptrial /Military Studies Investigating the Effects

of Leadarshig on Morale and Pruduutivitx
Flaiahman and Harria (1962) report on a atudy of 57 foremen in a

manafacturing plant, They found that as the degree of coneideration
shown toward subordinates inoreased, the grievance rate decregaed. The
dacrease wasm not a straight line linear relationship but was curvilinear
in that the greatesi amcunt of decrease in the grievance rate occurred
ag oonpideration Ilncressed from the lowegt level to near the mid-peint
of consideration behavior. BEmployee turnover ratee also revealed a
pattern mlmopt exectly like thoae of grievances when related to foreman
censideration and structuring of the work envircnment.

In a separate investigaticn, Fleishman {1957) found that puperlor's
ratinge of supervisors! efifectiveness are gensrally related to their
etructuring behavior in productive work groupa, but the oppogite is true
in non-productive work groups. He concluded that abesntesiam tends to
be low in groups where superviasors are high in considerstion behavior.
Abaenteeiom wap gaid to be high in production groups whoee pupervisors
were deacribed as high in initisting ptructure hehavior.

Halpin (19%7) attempted to dstermine the effects of iniltiating
structure and oonelderation behavior of aircraft commenders on crew-
mempber satlsfaction and performenss. In general, 1t was found that the
ratings of the commander by hie asuperiors were correlated significantly
with the Initiating structure gecores and his ratings by his crew members
werae correlated higheet with the conelderation scorea, Both dimenslona
were described as important componenta of s leader'e behavicr, Halpin
concluded that the airoraft commander who 1ia moat llkely to succeed 1s
one who is above average on both the gonaideration and initiating atruc=

ture dimensicnse.
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In a similar ptudy conducted by Fleishman {195?) the consldera-
tion and ipitiating structure socres of ROTC leadera were positively and
slgnificantly related to peer ratings of value to the group, btut super-
iorg' ratings were not related %o either pattern of behavior,

Korman (1966) reviewed the ressaroch in which conslderation snd
Initiating etrugcture scores of induptrial sgupervisorsg were related to
variouse measures of supervipory effectivenesa and group pexformance. It
wag found that peer ratings of supervisory snd group performance are not
related to the supervieor's coneideration and Initiating structure be-
havior. However, svaluatione by superiors and subordinates, as wall as
varicus objective criteria, tend to be related slgnificantly to the
gsupervigor's leader behavicr as described by subordinates. Thepe find-
inges appesar reascnable, according to Eorman, in thet a supesrvisor's
peera in an industrial organization are net ame well placed as are hils
superiors to evaluate hie performence accurately.

Tucker {1973) investigated the relationships between melected
ieaderehip style meapures and several employes performance variables
within an individual company environment. Leaderahip style wes mea=-
gurad at three corganizational lavels using instrumente developad by
Fleishman. A pigndficant linear relationship was found betwesn the
inftiating atruoture leadership adequacy measuare and employee griesvance
raten,

Further evidenoe that leadership effectivenesa is related to high
conaideration and indtisating etructure behavior wes provided by Greens
(1975), Swanacn and Johmeon (1975), and Halpin (1953), Possible direc—
tions of causellty between leader behavior and subordinate satisfaction

and performance were invaptigated over a period of three l-month
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intervale., The repulta of the ptudy provided evidence that consaldera-
tlon is related %o subordinate satlafacilon and, conversely, that sub-
ordinate performance is relatsd to both leadar consaideration and ini-
tiating structures acroea conditicons. Green concluded, howsver, that
when the relationship between initiating structure and pubordinate per-
formancs was moderated by coneideration, ithere wasg evlidenoce of recipro=-
cal caupation. In particular, hies study indicated how & leader might
poaitively affeot subordinate performance by increased emphasies on bhoth
conalderation and initiating structure.

Bwanscn and Johnaon (1975} report on a ptudy of the relationshipe
between deperiptions of peere of leader behavior of 14l U, B, Alir Force
inetructor pilote and the performance of those pilotes on several dimen-
pione of proficlency. Inatruotor pilote with the highept performance
georen wers thoae with high scores on both the initiating etruoture and
ocneideration dimensiona., Bwanecn and Johneon conclude that their
study lends support to the hypothesla that leadera acoring high on both
dimenaicne of lesder behavior have higher performance scores than any
gther group of lemsders, even when descripticne ars obtained from peers.

Halpin (1953), in an early analyela of the lemderahip behavior of
bottber crews during the Horean Conflict, attempted to relate leader
behavior to crew performance and subaequent crew-member satisfacticn.
Using & sample of 8% crewe flying in combat over Korea, Halpin cbtained
degoripticne of leader behavior from the crews. In eddition fto these
deecxriptions, ratings weres obtained from superiors on cverall crew
effectivensan, technical compstence, and conformity to adminietrative
rogquirements. He alac aplicited ratings from crew pembers which yielded

measgures of orew confidence, friendship, cooperation, and morale.
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Correlationa between the orew member rztinge and the oconeslderation
dimeneion were mignificant. The relationshipe hetween orew members’
ratinga and initisting struoture wers not ag etrong and svidence waa
discovered that crew membere were more satisfied when their commanderas
engeged 1n mors congideration-type behavinr, Halpin's study demon-
gtreted that, in general, it appeare that groupe with leadera who sBoore
high in both oconelderation and initiating atructure dimensicns are
higher in overall effectivenesas.

Several inveatigators have poaited the view that sltuational fac-
tora affect the relationahip bestween leader behavior and subordinste
patisfaction and performance (Korman, 1965; Jaccbe, 1970). Ozklandexr
and Fleishman (1664) hypothesired a relationship between leader behav-
ior and organizational atrees in hoapitale. It wae hypothesized that
a supervieor scoring high on the conaideration dimenaion should have
lower stress among hip employeers while thope pupervisore who aoored
high on the initiating etructure dimenseion should have lower conflict
between thelir own and other work groupe. The relationships were found
tc be true only in hoapitals of medium aize. Jaccba (1970) concludea
that theae findinga auggeat that the effecte of initlating etructure
behavior may be more dependsent upon a2 given sltuation than the effacta
of coneideration behavior.

The reeearch on the Ohic State leadership theory hag frequently
been plagued by contradictory findinge scoording to Fleishman and
Harris (1971). They hold that the fallure to ccnaider the interaction
effects of conmlderation and initiating structure may acocount for the
inconeistent findings. When Cummins (1971) attempted to teat thie hypo-

thegle uplng 133 foremen at a large manufacturing plant in the midwaest,
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he found that neither attitudes endoraing considersation nor worker rat-
inge of thelr pupervisgors' congideration behavior merved tc moderate
the relationship between initiating structures and productivity.

In pumnary, reaearch atudies conducted in induetrial and military
settings havs often reasulted in contradictory findingse. There appesTe
to be considerable evlidence, however, that when reviewing the total re=-
gearch bage it hae been generally found thet leaders exhibiting high
oonslderation and inltiating structure behaviors are moet effective in
promoting productivity and workexr satiefaction. There ie scme limited
evidence that situational factors may act as moderators of the relation-
ghip between lesder behavior and eubordinate eatisfaction and perform-
ance,

Educetional Studiea Inveatigating the Effecta

of Leadership on Morale and Productivity

Studisea in educational inastitutions have tended to foecus on the

reletionshlp between leader behavior and teacher morale or leader be=-
havior and various meapurss of achool effeotivenese, Little research
has been done on the interrelationsehips among the three phenomensa.

Laird (197h) inveastigated the relationship between perceived leader
behavicr of the principel and teacher morale in the vocational centere
of Maryland, He found a aignificant correlation hetwsen the percaived
leaderghip behavior of the Irinoipals and teecher morgle. It should be
pointed ocut that Lailrd'a atudy did not attempt to determine the rela-
tionehlp of teacher morale to the effectiveness of the vooationel cen-
ters of Maryland.

In & study by Petty and Lee (1975) the relationships between

pupervipory behavicr and the Jjob satisfaction of subordinates were
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examined for four subgroups: (1) female pupervieor, mals subordinates;
{2) male pupervisor, female subordinates; {3) male asupervisors and
pubordinates: snd (4) female pupsrvisors and subordinatea. For all the
groupe in the study the subordinates with leaders who exhibited con-
aideration behavior dipplayed greater sgatiafaction with their work.
While mogt of the relationehips between the supaervisor'a initiating
struoture and the subordinates' esatisfaction were not elgnifiocant, there
wad some tendency for male subordinates to have lower matisfactlion with
female superviecre who were zeen ad high in initiating structure behav-
ior. Petty and Lee conciude that the coneldsration dimenaicon of leader-
ehip 18 genserally poaltively related with subordinate satisfaction and
ipnitiating structure ies generelly unrelated,

in a university environment Wagner (1974) investigated the rela-
tionghip between leader coneideration snd initiating structure and a
get of dependent varilables including turnover, Job satipfacticon, and
inoreapes in departmental funding. Twenty—-five adminigtration depart-
mentse at Michigan State University participated in the study. In each
depariment the leaderghip behavior of the chalirman waa described by at
leant threa eubordinates. Data on file within the uplvereity adminig-
tration were used to conztruct the dependent measures. In ualng the
technigue cf canonical correlatlion Wagner found that both high coneidera-
tion and high initiating structure were amsociated with Job satinfac-
tion, low turnover rates and departmental funding.

A study thet related the leadership behavior of chisf atudent per—
gonnel administratore to ptaff morale was reported by Bowling (1973).
The study found that the leadership behavior of the chief atudent per-
aonnel adminintrator wae popitively related to tha morale of the student

af'fairs division and the Job satipfaction of hie department heads.
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Inpirical inveetigations which provide evidence of & relationshilp
between leader behavior in the achoolas and productivity are rare.
Greenfield and Andrews (1361) found that both coneideraticn and initiat-
ing atructure behavior by teachera as described by atudents wesre posgi-
tively and aignificantly related to pupils' scoree on province-wide
examinationa. A subseguent Canadian study by Kseler and Andrews (1963)
reaffirmed the findings of the sarlier Greenfield and Andrewa study.

Hemphill (1957) reports the results of a study of leaderghip and
adninigtration in 22 departmentsa irn the liberal arts ccllege of A moder-
ately large univeraity. His atudy waa designed to explore the relation-
ghip beitween lender behavior of the departmental adminietrator and the
reputation for belng well-adminiptered. Reputaticn for hbeing well-
administared was related to the leaderahip behavior of department chalr-
men ag described by department membere. Those dspartment chairmen with
the best reputations for good adminietration were deseribed as belng
above average on both conelderation and initiating etructure.

In eummary, empirical atudies in educational settinge which have
inveptignted the effecta of leadership behavior on morele and preduc-
tivity have mixed resultas. There hae generally been agrecment that
leaderghip behavior im related to ptaff morale bhut somewhal less evi-

dence that leadership or morale resulta in lmproved school effectiveness.

Educational Studies Inveatigating Diffesrential

Pargeptions of Leadership Behavior
A phenomencn clogely related to the preceding diacuasion of the

effeata of leader behavior on subordinate sstiefaction is the tendsncy
of perceptione of that leadereship behavior to be assen differently by

ptatug groups within the school environmeant. Several resaarchera have
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documented perceptusl differences in asgeesping lsadership behavior by
the varioua status groups that compriae the organization, Yamada, in a
1973 study at Fordham University, scught to determlne the differences
in appepaments of leadershlp behavior by principals, religicus teachera,
and lay teachera ih Catholic parochial achoola with and without nego-
tiated contrects. Thers were gignifioant differences bhetween the per—
oeptione expressed by prinoipale and the pervepticna of religicus and
lay teachers. Alpo, it wap noted that there ware ne significant dif-
Farences between the perceptions of the leaderghip behavior of the
prineipalp as depcribed by religious and lay teachers.

A somewhat different conclueicn wes reached by Fleming (1973) re-
garding the effects of religious and lay status of teachers on their
peroepticne of principal leader behavior. Ehe found that in the secon-—
dary achools of the Arch-diooceses of Chilcago and Detroit there were
glgnificant differences between the religicus and lay teacher perosp-
tione of the leader behawvior of their principalg, Pleming concludes
that the lay stetus of tha secondary school teacher affecited hie percep-
tlion of the leader behavier of the principal.

Additional evidence that the leader behavior of the prineipsl ig
peroelved differently by waricus subgroups within the schnol was pro-
vided by Cawley {197h4) and Streub (197L). Using a sample of &3 slemen-
tary schoole in Germany, Cewley found that in nine of the twelve aub-
goalep of the LBDQ-XII, there were mignificant differences between the
leader behavior perceptions of teachers and central office ataff membern.
Cawley rescommends that principals be made aware of the lmportance of
legder behavior perceptionsa as agen by &ll reference groupa thaet make

up the sohool population.



Btranb {19?h] attempted to contraet the percepticne of lasder
behavior of directors of vocationel edueation in vocational technical
achoola, 4 total of fouwr subgroupe were involved in deeoribing the
director's leader behavior:; puperintendentny the directors: vocationsl
coordinatora; and veooational principale. Iifferences were noted hetwesn
the puperintendents and the vocationsl directors cn both the oconsldera-
tion and initiating atructure dimeneicne of leadership behavior., DILif-
farences were alsc found between the vocatlonal directors and vocatiocnal
principala on both dimensions of leader behavier, Straub concluded that

the Leader Behavior Depoription GQueatiomnaire effectively discriminates

differentinl perceptione by permitiing empirical comparison of perceived
leader behavior by different subgroups within the echoel population.

The preceding etudies cited provide anbstantial evidence that
leaderghip behavicr may be perceived in a variety of waye by the leader's
constituents. Thie phenomenon has proven true In a varlety of education-
gl inptitutione with a diverse group of pehool-related groups,

In seummary, studies that have been conducted in military, indus-
trial and sducational asttings to relate leaderahip behavicr to ataff
morale and organizaticnal effectivenesa have regulted in some oconEensus
that the leader who ip Been ae 2xhibiting eimultanacualy high coneidera-
tion and initisating structure is mogt guccepaful both in termp of unit
affectivensss and staff morale. There is some limited evidence that
aituational factors serve to moderate the generally agreed upon rela-
tionehip between percelved leaderehip behavior and morale, HNo investi-
gationg were found of the interrelztionshipa among the three phenomensa
of (1) perceived leader behavior; (2) teacher morale; and (3) mchool

effectivenesa, The inveatigation of these interrelationships was a
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major purpose of the present atudy.

There ia coneiderables avidenoe that teasher statua is a variahble
which explaing differencea in perceptiona of leaderahlp behavicr. Thie
Fhenomenon held true in a number of empirical studles.

Thie chapter haeg preasnted a review of the relevant litsrature and
regearch in the theoretical areas which form the foundation for the pre-~
aent study. Chapter 3 will prepent a2 discupaion of the methodology for
the study to include: {1} locale of the study; (2) selection and des-
eription of the research sample; (3) data oollection procedures; (4)
inetrumentation; {5) research design; and (6} statistical analyeia of

data,



Chapter 3

Methodology

The purpcde of the atudy was to inveptigate empirieally inter-
relaticnehipe among teacher perceptions of the leader behavior of thelr
principals, thelr exprepsiona of morale, and their appessmente of the
cutput of their scheola., This chapter will present a discuspion of the
methodology employed for the study.

Locale of the Study

The population used in the pregent atudy inecludad ten secondary
gechools of the Roman Cathollc DHocese of Rlchmond, Virginia.

The Romen Catheolle Diccege of Richmond covers a lend area of
33,235 eguare milee and hae & (atholio populetion of 105,000 out of a
total population for the Diocese of about 2,400,000 or lese than threse
peroent, The Dioceepe covers ths entire land area of the Commonwealth
of Virginia with the excepticn of 21 counties in Worthern Yirginia
which compriee the Dicness of Arlington,

The Dicecese of Riohmond cperates a total of twelve secondary
sochoola with a student populetion of approximately 2,200.

Selection and Degeripticon of the Sample

0f the twelve secondary eschoolp in the Diocese of Richmond, eleven
participated in the atudy. The cther achool choas not to partioipate
dze to the uncertain status of its future at the time of the study.
The participating schoclas and thelr locatione are listed below:

Benediotine High School, Rlohmond, Vi

Lé
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Marymount High School, Riohmond, Vi

5t. Gertrude High School, Richmonﬁ, va

St. John Vianney High School, Richmond, VA
Norfoll Cathelic Eigh School, Horfollr, YA
Portemcuth Cathoelie High School, Portsmouth, VA
Peninegula Catholie High School, Newport Newa, VA
Walaingham Hlgh School, Williamsburg, Vi
Gibbone High School, Peteraburg, Vi

Holy Croms High School, Lynehburg, V&

hoanoke Catholie High School, Hoancke, VA

Permiggion to conduct the gtudy wes granted by Sister Lourdes
Sheehan, Diccesan Superintendent of Schools, on April 12, 1976. A copy
of the letter of muthorization te conduct the atudy is presented in
Appendlx A.

The total populetion of religious and lay tsachers at the time
of the study was 132 lay and Gl religious teachers. The data colleetion
inatruments were administered to a total of 128 lay teschers and 448
religious teaochere available to respond on the datee of viaitation at
the acheols. PFrom the total population of teachere suwrveyed, aub-
sampleg were pelected for purpoges of testing empirical hypotheper for-
milated for the etudy. Two groupa of L8 respondents comprised the sub-
groups of lay and religious teachers.

The sample of 4B lay teachere was drawn by randomly aslecting the
ropponaes of LB lay teachers uping the table of random numbers. The
other subsample comprised virtually the eatire population of religious

teachers, and the responses of all 48 teachera purveyed were usaed.
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Iata Collection Prﬂcadureg

Each of the seocondary sechoole in the Dlocepes of Richmond was con-
tacted by letter on May 19, 1976. A copy of the letter is presented as
Avpendix B. Principale weoere provided with a copy of the letter of
authorization to conduct the gtudy from Sipter Lourdee Sheehan, Dioccegan
Buperintendent of Schoolrs, and provided with self-addresead return post-
agdrde for replying to the reaearch propeosal, Bach principal wae fur-
niahed the telephone number of the raasarcher and told that he could
eall collect and seek rsaoluticon of any queations converning the pur-
poees or proceduraa for the research, Of the twelve principala ocon=-
tacted, eleven egreed to participate. Subsesguent telephone contact wap
made with thoase principals agreeing to participate and appointmants
were made for echool vigitationa. 411 data aupporting the present atudy
woere collected during the period beginning on October 27, 1976, and con-
tinuing through January 12, 1977,

A major clarification sabout the resesrch was communlicatad and
that measage clearly stated that the purpese of the study was not to
sompare one dioceaan high achool with another., Prinelpals were pro-
mined a profile of morale socores for their echools and comparative
gcores for other participating schoola, but scheol-by=-gchool morale
profiles are not ingluded within the sccope of this etudy and will not
be reported here. Each participating achool prinocipal was alas fur-
nished the national norma published by the developers of the Purdue

Teacher Opiniopnaire to aid in his self-assessment of the status of

morale &t the aescondary echoel,
Deta collection inetrumente were admlnisetered at each achool on

the day reserved for the viait by the researcher. In all caaes,
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principale greatly aesaslsted in the data ocollection effort by setting

egide a pericd of time for the exclupive upe of the resesrcher,

Each group of teachere was given a short oral preasentation by
the resgearcher about the research atudy snd the importance of their
participation. Rach teacher was then presentad with an envelope oon-
taining the following materialse:

1, A short description of the dimsertation (Appsndiz C).

2. A demcgraphic data collection inetrument {Appendix D).

3. The Leader Behavior Descriptionh Questionmaira.

L. 'The Purdues Teaocher Opinicnnaire.
5. The Organizational guesticnnaire.

The teachers' perceptiona of the leadership behavior of their

principals waa measured by the Leader Behavior Description Questionnaire.
The Purdue Teacher Oplnlonnalre wae sdoninistersd to collect data relat-

ing to the morale of teachers,and the Orgenizationsl Guestionnalre wasa

usad to measure teacher asaseaemente of the orgenizational ocutput of

their schoola,

In addition to the three aforementicned date collection inetru-
mente, a demographlo data inetrument (Appsnﬂix D) waa developed by the
researcher to collect demcgraphic data on: (1) experience; (2} age;

{3) religioue or lay status; {4) religion; {&) asx; and (6) formal edu-
patlon. The collecticn of these demographio data was deslgned fo pro=-
vide controla in the gtatistical analyesis for the effects of tha apsorted
varlablen.

The teachera participating in the study wers apsursd complete
anonymity, 'The only identification used on the data collection instru-

ments was & code umber designed to keep all inetruments completed by
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a given respaondent together,

The respearcher was allowed approximately one hour to meet with
teachers for the purpose of adminiptering the inatruments, and this
allotment of time proved gufficient in all cages except one, In this
instance the teacher waa provided with a atamped eelf-addreesed enve=
lope with which to return the deta collection instruments to the re-
searcher,

Degeription of the Reasarch Instruments
The inatruments used in this etudy includeds {1} the Leader Ba-

havior Deseription Questionnairs (LEDQ) developed by Hemphill and Coons
{1957); (2) the Purdus Teacher Opinicnnaire (PTQ) developed by Bentley

and Rempel {1970); and (3) the Orgenizational Questiopnmaire (0f) devel-

oped by Schuttenberg {1972).

Leader Behavior Descripilon Questionpaire
The Leader Behavior Imacripticn Queetionnaire wes developed in

1957 by the staff of the Personnel Ressarch Board cof the Chio State Uni-

versity. The original LBIQ waa developed by Hemphill and Coone [1957).
Helpin and Winer {1952) identified "initisating structure” and "coneldera-
tion" as two fundesmental dimenelons of leader behavicor, These two
dimeneions were ldentified on the basie of 2 factor analyeis of the
regponeens of 300 B=29 crew memberp who described the leadarship behavior
of their airoraft commanders. Inditiating structure and conelderation
accounted for about 3} to 50 pervent, respectively, of the common veri-
ance. In the manual for the adminiptration of the LBDR, Halpin {1957}
explaine its deaign and purpoee. He atatea that the Leader Behavior

Description Questlonnaire provides a techmigue whereby group membera

may describe the perceivad leader behavior of their euperviascra. The
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LB contaeineg itemsa designed to mesaure the two ocomponente of leader-
ghip behavior formulated through the Chio State leadersghip studies;
namely, initisting etructure and conaideration, The LEDQ is a L4O-item
Likert-ecaled self-adminlstering inventory. Fiftesn itema addreea the
initiating structure dimeneion of leader beshavior and fifteen iteme
assese the conelderation dimension. A total of ten of the LO items
are not acorad. Bach item is a desoriptive ptatement of the following
type:

He rules with an iron hand.

He workg without & plan,

He ia easy to underatand.

He is plow to accept new ldeas.
Each item calles for & choice from mamong the following adverba: alwayse;
often: ocoeeionally: aeldom;i and never.

The ten unecored i1tems remaining in the 1957 edition of the LEDG
have been retained in the ilnstrument in crder tc kessp the pconditiona of
pdmipiatration gimilaer to thope uged in the walidation of the guestion-
naira, The acore for tha occneideration dimeneion ie the sum of the
gecores aspigned to the 15 items in that dimension, The acoring for the
initiating struoture dimension ia done pimilarly. The poraible range
of Boores for each dimenaion is froem O to 60. A total ecore on both
dimengione meagsured by the IBDY ig the pum of the conaideration and int-
tiating structure subacorea.

Reliability/Validity, Hslpin (1956) indicates that the estimated
gplit-half reliability is .83 for initiating structure and .92 for con-
pideration {Lake, Miles & Earle, 1973, p. 131).

Lake and others {1973) report avidence of conptruct validity for
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the LEDQ, Hemphill (19S5} found that college department heads (N = 22)
who were high on both initiating atructure and conslderation led de-
partments with a reputation among faculty membere for being well-
administered.

In studieg of concurrent validity, Halpin {195l) found that with
interaction effecta partialled out, consideration scores correlated with
a crew satiafaction index at .63 {p< .0l). Initiating structure corre-
lated at -.hB {p< .05),

Halpin's (1956) study of 50 Ohio publie achool superintendents
found that echocl etaffa and boards wers generally in agreement among
themaelvea, but only in chance agreement with each other in rating
superintendenta. Only sochool astaff scoree varsus self-descripticons
were gignificantly correlated (.37, p< .0l}. Miles {1965} strongly
emphagizes that in nce way ocan the two groups of aircraft companders and
aducaticnal administrators be congidered ae normative groups. Helpin
{1957) alao makes thim point clear: ™At prepent we do net have LBDQ
date awvailaehlse on many different typea of leadera. Wwhat data we hava
should not be conptrued ag norme. . . ." {p. 3).

Halpin (1957) and Leke, Miles and Earle (1973), in addressing the
interpretation of LRI¥ data, state that the two dimension scores ob=
tained for coneideration and initisting structure should be regarded
e apecific to the relaticnship of & given leader to his work group,
rather then ae having a firm value relative to borm groups. Lake and
hia apepociates conclude that the "LEDG is plaupible, deals with factors
central to leader behavior, and is easy to use™ {p. 13l}.

Ratipnale {for Seleotlon of the LBDG. The Leader Behavior Desorip-—
tion Queptionnaire hae been administered in a wide variety of pituations
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in induwatrial, military and educationnl ipptitutione. It hae been used
for the study of the commandere and c¢rew members in the Department of
the Alr Force; commingloned offlcers and civilian administretors in the
Department of the Navy; forsmen in & manufacturing plant; executiven

in regional cooperative apsociationay college adminigiratore; eschool
puperintendents, principels, and teachers:; and leaders in a wide varioty
of atudent and civilian groups and organizations.

A more recent version of the LBDG (Form 12} has been davelocped by
Stogaill {1963). Thie newest LBDQ-XII, encompasseing twelve subscales,
hap been found to yield two major factors labeled "system-orientation”
and "pergon oriantation®. It was ogonoluded by Sergiovanni and Carver
(19?3} that these two factorial dimenplens are very oleogely related to
the previously identified “consideration" and "initiating structure™
dimenglione measured by the original veraion of the LBIK. It should aleo
be pointed out that the originel sedition of the LBDO han & total of LG
items while the newer {1963) version {Form 12) hase 100 iteme which esaen-
tially mensure the same two leadership phenomena.

A review of other inestruments aveilable to meapure the considera-
tion and initiatlng structure dimenpions of leadership behavior failed
to uncover scalea thet are as widely accepted or applicable to esduca=-
ticnal institutionms &a is the LBI.

Purdue Teacher Opinionnaire
The Purduwe Teacher Opinionnaire,or PTO for short, is deeigned to

meagure teacher morale cn & number of dimenaions which are gaid to con-
ptitute a generaliged ptate of teacher morale. The inatrument is wide-
iy used by school adminiamtrators to aaspesse morale in particular sechoole

or school syetema {Pentley & Rempel, 1970).
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The Purdue Teachar Opiniommaire wae originally developed in 1961

and coneiated of 145 items pelected and logically grouped to sample
eight categories pertaining to the teacher and his working environment.
The original form of the PIO included elght subcategories: (1) teaching
ap an occupation; (2} relaticnships with studenta; (3) relationshipe
with other teachers; (L) adminlistrative paliclee and procedures: (5)
relaticnghips with community; (&) curriculum factora; (7) working con-
ditionas; and {8) economioc factora. Bentley and Rempel {1870) describe
the development of the firgt fom of the PTO and etate that an experi-
mental form was administered to a large representative aample of secon-
dary pchogl teacherg, The finsl selecticn of iteme for the instrument
wabB based on an internal ceneletency item analysia technique, Yhe
Kuder-Richardaon internal conaistency reliability ccefficients for the
eight subcategories ranged from .79 to .98, with an overall reliability
of .96,

The original version of the PTO was tested for congtruct vaelidity
through the use of peer Judgments from a gampls of teachsrs who wers
apked to ldentify "high", "middie", and "low" morale groupe. The ine-
getrument's conatruct validity was determined by comparing the pser
judgmenta with the opinicnnaire ecores.

The PT0Q wag daveloped by Bentley and Rempel (19?0) with a multi-~
dimenaional conoept of morale s & baslic sesumptlcon. Acoording to its
devaelcpers, the multi=-dimeneional nature of morale suggesta the upe of
factor analysise methods in ieolaeting dimenalone of morale. Bentley and
Ronpel used the advice of writers such ae Richardson ané Blocker {1963)
who auggepted atrongly that faotor analytioco teohniquee used in Indus-

triel reaearch to identify dimensions of morale should be applied to
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educationnl inatitutions,

Bentlay and Hempael factor analyzed the opinlonnaire uwalng & prin-
ciple componente analysia of an image-novarlance matrix and contimied
with an obligne rotaticon of extrected factors, Eight factors comprie-
ing a cumulative totel of over B0 percent of the variance were extracted
ag & reault of the fector anglysie teohnigque. The current edltion of
the PTO was develcped using similar factor analytlc methodology. Tha
additional analyels made it pomsible to extract ten factors using the
100-item instrument. PFollowing is a brief deacription of the ten fac-
tora lncluded in the current edition of the Purdus Teacher Opinicnnairs:

Factor 1 -- "Teacher Happort with Principal"™ deals with the
teacher's feelings about the principal-«hie professicnal compa-
tency, hie intereat in teachers and their work, his ability to
communicate, and hig gkill in human relations.

Factor 2 -- "Satisfaction with Teaching" pertains to teacher
relationghips with students and feelings of eatisfaction with
teaching. Aocording to this factor, the high meorale teacher
loves to teach, feels competent in hie Job, anjoys his atudents,
and believea in thes future of tesching as an oocupation.

Faotor 3 —- "Rapport Among Teachers" focuses on B teacher'e
reletlonsghips with other teachers, The iteme here solicit the
teacher's cpinion regarding the cooperation, preparation, ethice,
infiuence, interesta, and competency of hie peera,

Factor L —-- "Teacher Salary" pertains primerily to the
teacher'e feelinga about salaries and salary policlea, Are
salariea hased on teacher oompetency? Do they oompare faverably

with salaries in other school pystems? Are salary policies



56
adminiatered falrly and justly, and do teachers perticipste in
the development of these policles?

Factor § —-= "Teacher Load" deels with such mattere aa racord-
keeping, clerical work, 'red-tape', community demands on teacher
time, extra-ourricular load, and keeping up tc date profeseiocnally.

Factor 6 —- "Curriculum Issueg" esolicite teacher reactions to
the adequacy of the achool program in meeting atudent needs, in
providing for individual differences, and in preparing students
for effective citizenship.

Factor | =~ "Teacher Status" gamples feelinge about the preg-
tige, security, and benefits afforded hy tesching. BSeveral of
the items refer to the extent to which the teacher feela he ip
an accepied member of the community.

Pactor 8 —- "Community Bupport of Education" deals with the
extent to which the community understande and I willing to sup-
rort a scund sducational program.

Factor § -= "School Facilitles and Bervices' hag to deo with
the adeguacy of facilitien, eupplies and egulpment, and the effi-
ciency of the procedures for obtaining materials and eervicas.

Factor 10=- "Community Pressures" givee speonial attentlon to
comrunity expectations with respect to the teacher's perponal
gtandards, hie participation in outplde=pchocl activities and
hie freedom tc dieouse controversisl iseuss in the clamarocm.

{Bentley & Rempel, 1970, p. L)

Administration and Scoring. The directicone for ccmpleting the

Purdue Teacher Opinionnaire are provided on the cover page and the

authoras deaoribe the ingtrument as "seli-sdministering."” No time limit

ie impneed in the directions and experience hes shown that mcoat teachers
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can complete the inatrumentsa in about 20 minutea. The adminietration
Ingtructions on the cover gheet of the guestionnaire assure respondents
that their anonymity will be protected.

The PTO may e scored by hand ueing the instructions provided in
the manual, or it is adaptable to machine seoring. For the purpose of
the present study, Form A (consumable edition) wae waed and respondents
recorded regponses directly on the instrument. An opiniomnaire key is
provided to the researcher for use in acoring the instruments and
numerical values are asgigned to sach item by using the keyed weighte
provided and identifying the appropriste facter for each ltem, Examplep
of peoring are ghown below:

Examples of Scoring

Ttem #2 The work of individual faculty members is
appreciated and commendsd by cur principal . . .

(A) PA PR D _NY=1
Item #17 Our schocl has a well-balanced ocurriecwlum , . .

A P& (PD) D _2-7
In item number 2 above the teacher agreed with the agtatement and an
agreement on thie particular item is weighted four poilnta in the manual
Bc & Beore of four for that item is aaeigned. The iten meagures "teacher
rapport with principal" and is therefore noted as belonging to faotor 1.
Item number 17 above ia soored in & aimilar mamnmer, The four posalble
choloes for the regpondent to each item are: (1) agres; (2} probably
agree; {3) probably disagree; and (4) dieagree. The items that are nega-
tively stated {for example, "the number of houre a teacher must work ia
unreagonsble") are scored in reverae direction ac that an "agree" re-
sponge to thege lteme ia worth one point.

Factor secores are obtained by eumming the weighte which have been
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asgigned to the items belonging to that factor. 4 total morale acore
ip computed by summing the subacoree on the ten morale factors. Table )
indicates how the factor and totsal scores can be obtained.

Interpretation of Scores. The Purdue Teacher Opinicnnalre is a

normative instrument, and the manuael contalns several tables which en—
able the regearcher to compare the morale of a given faculty with that
of other school faculties comprising the population on which the norme
were developed. The manuel also provides item medisne and item median
profila sheeta. BSince the present study wes not primarily concerned
with a8 comparative analysigp of the morale among echoola in the Diccese
of Bichmond, minimal uge was made of the normative deta, As was pre=-
vicualy mentioned, participaeting aschool principale were furmishsed wlth
normative data to use in their appessmente of the state of morale with-
in their respective schools. For the purpose of the present study, the
total score of the Purdue Teacher Opinjcnnaire for each regpondent waa
naed am an cverall measure of merale and trested as an intervally meo-
aurad dependent wvariablie in the testing of the emplrical hypotheses.
Reliabllity/Validity, Heliabillty data were furnished by Bentley

and Rempel (197C) for the current edition of the Purdue Teacher Opinion-

nalre, They describe the proceaa and atate that the revieed form wae
adninistered to a sample of high school faculties in Indlana and Oregon.
A total of 60 achools from Indiana and 16 schoole from Oregon wers
gelected ag the pample. After a pericd of four waekg, the PTQ wan re-—
adminietersed and test-retest reliability data wers obtained for a total
of over 3,000 teachers. The teet-reteet correlations for the total

goores and ten factors are conteined in the ueer's manual and saveraged

.87.



Table 1

Purdue Teacher UEininnnaire Soorae

Facter Number Fumber of Itema  Factor Score
1 Teacher Rapport With Principal 20
2 Batlpfaction With Teaching 20
3 Rapport Among Teachers 14
!y Teacher Salary 7
£ Teacher Load 11
6 OCorriculum Igpues 5
T Teacher Status i
8 Community Support of Education [
9 School Facilitieg and Servicen 5

10 Community Pressures 5

Total 100
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In a frequency distribution of ipdividusl acheol test-retegat cor-
relationa for total poores it wap demonatrated thet about 90 percent of
the reliability coefflcisnta were .80 or above,

The validity of the Purdue Teacher Opinicnnaire was diascusaed

previocuely in thie chapter in the context of the original development
of the PI0. Further validity dats for the reviged version of the PTD
are reported by Bentley and Rempel (1970) and provided in Table 2. In
the gample of gchoole used to gather tept-retest data, prinoipala were
asgked to respond to the opinicnnaire ae they believed the faculty would
regpond, and there were no pignificant differsncee noted between the
median pcores of teachera and principale.

In a review of the Purdue Tesacher Opinionnaire coptained in the

Seventh Mentel Messurements Yearbook {Burﬂﬂ, 19?2), the following con-
cluaicna are made;

1. Teet-retest date gubmitted by Bentley and Rempel are reported
and the conclusion is mede that the total acore relisbility
coefficient of .87 is evidence of relative gtability of both
the total acore and geparate factor acorea {(with the excep-
tion of the commnity preasures factor).

2. The Purdue Teacher Opinicnnaire is clearly adequate for re-—

searoh purposes ahd equally suitable for large group aspess-
ment,

3. A median interfector correlaticn of .38 ig said to support
the argument of Bentley and Rempel that the ten factors are
relatively independent of each other, {p. 5%1)

The wain criticiem of the Purdus Tsacher Opinichnaire ia that more

evidence ie needed to support predictive velidity. It 1p sugpested that



Table 2

Median Scores by Factor

Teachera Principals
Factors Indiana Qregon Indiana and Qregon¥
1 65 6l 62
2 71 71 Y
3 L2 L3 Ll
L 19 20 19
5 36 36 3
& ig 15 15
7 2k 2L 23
) 15 16 1&
3 13 15 1h
10 17 17 16

*¥The principals reacted to the Opinionnaire items as they believed

their faculty would react.

Hote. From Manual for the Purdle Tsacher Opinionmairs, by

Bentley and Rempel, 1970, p. 7.
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evidence be gathered whioh will determine if gcores on the PTO are re-
lated to objectlve meagpures of morale such ag teacher turnover and ab-
panteeism. He concludes that the "Purdue Peacher Opipionnalire ie a
thoughtfully constructed inastrument depigned to ssaegp teacher moralse.
Its principel utility at this peint ie 86 & research tool" (Puros, 1972,
p. 591).

It ie as a research tool that the Purdue Teachsr Cpinlconnaire was

uged in the prasent study.

Raticnale for Selection of the FT0., There are many data ooclleo-
tien instruments gvajlable for use in amsessing morale or Job satisfac=
tion in indusitrial oettingo., There are few ingtruments avallakle to
angeas morale in educatlional institutions., Tueklewlcz and Donaldeon
(1972) meaaured teacher job satlafaction using the Index of Job Satig-
faction developed by Brayfield and Rothe (1951). This index was
developed to provide &2 globel appraisal of job satiefaction acroea
cecupaticonal cetegorisa. Sample 1teme ocontained in the Brayfield-Hothe
Job matiefaction questicimaire are liated below:

There are some conditiona concerning my Jjob that
could be ilmproved.

It ssems that my frienda are more intereasted in
their jobs.

I feel that T am happier in my work than most
ather pecple.

I am digappointed that I ever tcok this job.

Yuskiewicz and Donaldeon {1972) repurt the odd-sven product moment
raliabjlity ocefficlent in a pample of femala office wmployesa wae .77

and when corrected by the Spesrman-Prown formuls, it was .87.
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While the Index of Job Batigfaction may serve the needs of the
induetrial cocmmunity very well, it was relected for the present etudy as
it did not relate directly to the preoblema and iasuss confronted by
teacharae.

A review of the available data collection devices yielded two
directly related to the morale of teachera: the Purdus Teacher Opinion-
naire and the School Survey. In a 1971 study by Coughlan, the Purdus

Teagher Opinionnalra and the School Survey were compared. Elementary

and pecondary school teachers from a Wisconein school dietricet com—
pletsd both instrumente. 4Analyeis of the data revealsd six significant
canonical correlationa relating the two morale-meapuring scalesa, ‘the
study indiocated that teacher morale can bes predicted by & number of
factora common to both inetrumenta,

4 comparative analyais of reliability data ravealad that internal
consintency reliability coefficients for the original veraion of the
Purdus Teagher Opinionnaire ranged from 179 teo »98 with an overall relia-
bility coefficient of .96. Coughlan (1970) reports a lower median in=-

ternal conelstency acrcae all 13 factors of the Scgheel Burvey am .67,

In terms of content velidity, the Purdue Teacher Opinignnaire was

determined by this repearcher to be mors appropriate for the preseant
gtudy dua te ths nature of the auboategories contained in it as compared
to the Sohool SBurvey. =Sutcategoriles or factorse of the PTO have pre-
vicugly been described in thie shapter. The thirtsen factors included
in the Bchool Survey are: (1} Board functioning; (2) System administra-
tion; {3) Workloed; (L) Materizle and equipment; (5) Puilding and facili-
ties; (6) Principal relations; (7) Colleague relations; {B) Community

ralations: (%) Inetruotional pregram; (10) Student development; (11)
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Performanca appraisal; (12) Financial incantivea; and (13) Profeesicnal
autonemy. Since the Catholie echocl etructure dees net provide for
sochool boards with declpicn=-making powera, thia factor in the School
Survay would be inappropriate to the present atudy.

Organizational guestionnaire
The Organizationsl GQuesticnnalre, or 0g, for short, was developed

by Ernest M. Bohnttenbarg (19?2}. The Organizaticnal Guepticmnalra,

though copywrlited, Ie not available for purchase through commercial
sourcas. Accordingly, the rapesarcher contacted Ir. Schuttenberg at
Clevaland State Univeraity and requested permisagion to uae the inestru-
ment in the presant study. A copy of Dr. Schuttenberg'a letter of

authorization to use the Organizaticnal Questiomnaire ia attached aa

Appendix E.

The Organizational Questiommaira ia designed to analyrze crganiza-

tional functioning ueing & conceptual model baged on ayptema theory.
Tha oonceptuzl modal ia baaed upon the Organlzaticnal Output Analysia
Model developed by Immegart and Filecki (1969). Briefly, the model de-
lineates ten results, or outputa, of organizational aystem motiont

(1)} Product Utility; (2) Service Utility; (3) Self-Actualization; (L)
Group Decisiopn-makings (5] Individual's Flexibility tc Change; {6)
Adaptability; {7) Identity Sense; (8) Capacity to Temst Reality; (9}
Depirabllity of Feedback: and {10) Penetration of Fesadback., The ten
cutputa outlined by Inmegart and Pileckl in their thecretical formula-
tion are grouped to form four dimenelcns of corganizational cutput:

(1} Produectivity; {2) Integration; (3) Organizational Health; and (L}
Feadback. The dimensicne and subcategories of the Organizational

gueationnaire (0Q) are summarized in Table 3.



Table 3
Dimenasione and Subcategorises of the

Organizationel Cuestionnalire

Mmensions Subcategories
A, Productivity (PR} Al. Product Utility {FPRU
A2, Bervice Ttility {BRU
B. Integration
Potential (IP} B3. Belf-Actuslization (SAC)
B, Group Decision-
Making {GIDM)

BS., Individual's Flexibility
to Change (IFG)

C. Crgpnizationsl
Health (OQH) C6. Adaptability (ADA)
C7. Identity Senss {IDS)
C8. Capacity to Teat
Reality (CTR)

D. Evaluation {EV) 9. Desirability of Feed-
back {DOF)
I10. Penetration of Feedback
{POF)

Note. From "Relaztionahip Between Administrative Pehavigr of

Prinoipal and Quality of Organizational Qutput," by Fleming, 197L,

P. Sh.
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Tha oparational definitions of the [our dimeneions and the tan

subcatageriea are aa follow:

1.

Productivity-~the tangible or intangibie goods, mesrvices,

and influences resulting from organizational aystems action.

These gooda, aservices and influences affect the organization's

cuatomers and cliente in partioular and the larger comeunity

in general.

a, Proguct Utility (Al}--The attainment of organizational
goals or the fulfillwment of organizational purpoges. That
in, what has been done by the organization in terme of
what 1t sat out to do in order to perpastuats and anhanca
the organizetlonal}l ayetem. The uaefulneas of organiza-
ticnal cutput to the community it eervea.

b. BService Utility (A2)--The value of the servicea rendered
by the ocrganizetiosn to the community at large, apart from
the preducte or servicee preoduced by the organization for
ita owm perpetuation or ephancement. The efforte of the
organization to contribtute to the general welfars or to
help molve environmental or societal probleme.

Integration Potential--the meshing of the needs, capabllities,

and goals of individual organizational members and groupe wilth

the neede and goals of the organizational eyatem.

8. BSelf-jctualization {B3)}==The degree to which the indivi-
dual ie able fo realize hie higheast goals, attained or
attainable, through the accaptance, willingnees, and san-
eouragement of the crganization. The degree to which the

organization recognizes the individuality of ita mambers
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and enccourages each member to become all that he ig
capable of becoming.

Group Declpion~Making (Bl)~-The degroe to which the or-
ganization encourages individual and group involvemaent
with the power sub-ayetem in making decisions regarding
the planning and production of the meana to the organiza-
tionel goale, The extent to which edministrators are
cognizant of the information and expertise poeaeaasd by
their mtaffs and, in the light of their own limitationa,
chooge to be advieed by those whose apecisliiss make
them more Inmowledgable.

Individual'se Flexibility to Change {BS)=~The degree of
willingness by the individwal member and member groupe
to attempt or accept innovation, The security of indi-
viduals in their position in the organization aa shown
by their willingness to talte ripgks without feeling they

will be unduly penalized for failure.

Organizational Health--a characterization of the life state

of an organization., The organization's ablllty to maintain

itpelf and ite productivity in terme of the dynamic inter-

aotion of the crganization and ita envirommant.

a.

b,

Adeptability (C6)--The ability of the organizaticnal eya-
tem to asclve probleme and to raesct with flexibillity to
chenging envircnmental demande over a rangs of futuras
yaarg, The ability to get and update priorities and ob-
Jactives in the light of envircnmenial regquirementa,

Identity Senge {C7)=--The degrae te which the organizational



66
aysatem, subteystems, and individusla poeseses baslc know-
ledge and inelght regarding organizaticonel purposes,
goals, ahd methods of ocperation. The degree to which
the goals of the organization are widely understood and
ghared by the members,

c. Capacity to Test Heality (C8)--The degree to which the
organization is able conatantly to search out and cor-
rectly interpret environmental factors, especlally those
whigh have relevance for the funetioning of the crganiza-
tion,

L. Evaluation-~the monitoring process through which an organiza-
tion asgeased iteelf, The inepection and medification of
organizational reacurces, procesmses, procedure, activitien,
and effects relative to organizational purposee and oblec-
tives.

4. Deairabllity of Feedback (D9}--The degree of feedback from
within the organizatlion and frem ite environment that is
degired and encouraged by those in positions of reapongsi-
bility and authority within the organization,

b. Penstration of Feedback {D10)--The same with which fesd-
back reaches the pereona mocat reasponpible for and holding
pommensuarate authority for implementing change. The
amount of diestortion of feadback ae it pasaea upward with-
in the organization, The amount cf feedbaclk to affect
change. {Bchuttenbsrg, 1972, pp. 25-28)

The Organizaticnal Questionnaire (0Q) ampssmes organizational ocut-

put on the four dimensions and ten suboategories of the organizational
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ountput model deecoribed sebove (Immegart & Pilecki, 1969]. The 0Q con=-
algte of forty itema, four in each of the ten saubcategories., PBEach item
ip enewered using a2 numerical soale from one to eix, depending upon how
the respondent viewe hils organiwzation ag it is now, ae he would like to
see 1t ideally, and the importance of change from the real to the ldeal
to him permonally., The posesible responses to each item are: (1) Prac-
ticnlly none, to a very small degreaa; (2) Not very, not very muchj (3)
Moderately {on the low mide): (L) Moderately {on the high eide)s; (5)
Very, to a high degree; and (6) Extremely, to & very high degree. 4in
example of a ptatement which the respondent had to anewer in termsn of
how he mees the organization now {(column 4), as he feels it should be
(column B), and the importance of change to him (column €} is as follows:

22. The degree to which the organization
im surceasful in accomplishing ites gosls.
The respondent Indipates the frequency with which he perceivea the
ability of the school to meat its goals by choosing the appropriate re-
gponeae from among the gix alternatives listed above,

Adminigtration and Scoring., 'The 08 iz a gelf-sdministering in-

strument which inetructs the reppondent on how to complete the form.
Schuttenberg {1972) states that it 1s of crucial importance, when using
the 0, that the definition of the organizational aystem be clearly oom-
municated to the respondente. Accordingly, the repearcher emphapized

to eech group of teschera that the "organization" meane the school in
which they presently teach. Additionally, the researcher entered into
each copy of the 0 in the apace provided the name of the school which
waa to be evaluated by teachers, Schuttanberg (19?2] adviaea that "it

ia recommended that the inetrument be administered in a group eetting



TO
rather than being mailed ocut to bs returned later” (p. 157}. T™is ad-
vice was followed in the preasent study.

Bochuttenberg elao ptrespes the lmportance of preserving the anonym-
ity of reapondenta and this principle waa strictly followed. EReapon-
dentep were told orally that their anopymiiy would be preperved, and they
were encouraged to respond in a candid manner,

Each of the forty items in the 0Q ie responded to in three response
modea (IS NOW, SHOULD BE and IMPORTANCE) on a 1 to 6 responss continuum.
Each respondent, therefore, mekes 120 responeea. Individual repponeea

to the Organizational Questicnnaire are combined to yield the following

profilas and indexes:

l, Perceived Organizational Output Proflle: A numericsl report

of how the members of the organizatlion perceive the resuits

of the crganization'es functioning. Thia profile conelete of
the responses to the L0 0 iteme in responge mode A {IB HOW,
column A},

2. Depired Organizational Qutput Profile: A report similar to
1 zbove indicating how members fesl the orgenization should
ba in tha various dimenpiona and aubcategories,

3. HNeed for Change Index: A numerioal report of the compariscn
betwaen the Ferceived and Deaslred Organizational Output Pro-
filaea, Digerepancy scoree for each subrategory can be com-
puted by summing the differances in reesponasa to columne 4
and B,

4. Demsire for Change Index: A rnumerical report of the importance

to organizational membere that changes be made in the direction

of the Desired Organizational Cutput Profile. {Schuttenberg,

1973, pp. 33=34)
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In the pressnt study, respondents completed the antire 0Q even
though only the scores for responae mode A (Perceived Organizational
Cutput Profile) were usad in the statistical testing of the hypotheses
generated for the study.

Intorpretation of Scores. Schuttenberg {:19'?2}, In discuaping the
interpretation of 0Q scorem, states that '"the total soore is a compo-
elts rating made up of all the itemn, dimensicns and subcategories of
the Organizational Questiomnnaire" (p. 98). A4s such, the compopite rat-
ing may generally be interpreted as an overall parceptusl index of the
organization ae seen by the respondenta, In the pregent study, the
Perceived Qrganlzationgl Cutput Profiles were used ap measurea of the
teacher aeaeasmentes of school effectiveness and treated ap Intervally
meagured dependent variables 1n the testing of empirical hypotheses.

Reliabillity/Validity. An extensive discussion of the validation
of the 0Q ia preeented by Schuttenberg, In Augugt, 1969, he conducted
an sanalysia of an electronice parte plant in ths Hoaton area using a
pavanteen=item gqueeticnnaire based om the Organizational Cutput Model.
The queationnaire waa completed by L9 membera of the organization and
wasa pubjectivaly determined by Schuttenberg to be potentially useful
for organization analyais. 4 subaequent 1970 atudy used a pample of
200 managers and technloiang at two large industrial plants to complete
an sxpanded version (49 items) of the OR, Thasms two pilot studies re-
sulted in the development of Forms @ and § of the 0. Both forms con-
tained an identicel L0 itemm, but the pressntation of the ltems and
the methods of repponee differsd. Form §Q presented the lteme in ques-
ticn form, and the repponse to each item wap mads by choosing a number

from one to aix as previouely described in this chapter, Form 8
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prepanted the same iteme in statement form, but the responee to each
item wae made by 1lndicating the extent of disagreement or agreement on
a dlx-point acele ranging from "strongly diesgree" to "strongly agree".
In order to gather dsta on the validity of the 0§ and to compare the
two respenaa methode, Forme § and § were administerad to ten persona
who were members of bupinegs and educational orgenigetions. After each
regpondent had completed both forma of the inatrument, he was inter-
viewed uaping ten stiructured questions denigned to determine whather
each reapondsnt viewed hia organizaticon as "high", "medium™ or "low"
in each of the ten gubcategories of the Crgmnlzational Cutput Analysis
Model, Reaponees to the gueationa were compared to each perecn'e eoores
on both formg of the 0 ueslng the folloewing procedure: "low" wap con-
gldered to correepond to mean reeponpes of from 1.00 fto 2,50 on the 0§
poale; "mediuwm”, 2.51 to 1503 "high'", L4.51 to 6.00. Form @ had a
highar correppondence batween werbal ratings and 04 wean gcorep than
did Ferm 5 and was aubsequently choeen ap being most valid. The walid-
ity data reported for Form Q are tabulated in Table .

Schuttenberg claima that the high correaspondence belwsen verbal
ratings and mean 0 scorea for Form @ indicates that the ineptrument las
reagonably effective in measuring what it purports to measure,

Additional improvements were made by apking respondents in tha
validation sample how they would improve the wording of the itema and
directions of the 0Q. In a subsequent revieion to the 0§ {Form C), the
author extended the inatrumant to include two additional responee modes
ag previonaly described. Inetead of being asgked only to indiocate their
perceptiona of the way the organization ie now (perceived output), re-

epondenta to Form C were asked to indioate how they felt the organization
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Table i
Correapondehces Between Varbal Ratinge of
Urganizatione and Mean 0 Scorea on
Form § For the Ten 0Of

Subcategoriea (N = 10)

—_—
Verbal Ratinge (Form Q)
0 Sub- Within Above Balow
Categories Range® Rangs Range
41 - PERU 60 10 30
A? - SRU 90 10 o
B3 - BAC 60 Lo {
By - GIM 70 0 30
BS - IFQ 80 ) 20 0
06 - ADA 100 G 0
CT - 1DS S0 0 10
8 - CTR 70 0 10
9 - DOF B0 30 10
D13~ FOF a0 10 O

“Wumbers in the Table indicate the percent of verbal rating of the

organization that were within, above, or below the correaponding range

of peores on Form Q of the 0Q.

Hote.

From "The Developmsnt of a General-Purpose Organizational

Qutput Inetrument and its Uge in the Analysie of an Organization," by

Sohuttenbarg, 1972, p. 61.
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ahould perform {desired output), and how important it was to them per-
aonally that any gap between the parcelved and deaired cutput be nlosed,
On Form €, the identical reasponee methodology as used in Form Q wae
smployed aince this scale could be ueed for all three response modes,
An additional wvalidation prooesa was performed for Form C of the 0.
It wap adminigtered to the instructor and studsnte in a greduete~level
course on regesarch methods taught at Boston Univermity., All subjecte
regponded that the resulta of the inatrument accurately depicted thelr
true asgeagments of the orgenizational funotioning of their organiza-
tiona.

Reliability data for the 0Q were collected on Porm ¢ during Janu-
ary, 1971. A test-reteat reliability of the form was conducted with 27
graduate ptudents where their perceptions of the School of Education
were meaaured, The (0 was ndministered twice to the same respondents
with an interval of one week between administrationa. Pearson correla-
tion ocoefficients for all three reaponae modes are aummarized in Table ©.

The final form of the 0Q is almost identical to Form ¢ except that
the word "administration" has been added in parenthegsis aftar the word
"management™ go that the ingtrument would be auitabls for uae in educa-
ticnal inptitutiona. The iesus of inter-ocorrelations among the dimen-
sione and subcategories of the 0Q was addressed by Schutienbsrg. He
concludes that there are moderately large inter-correlations and repcrts
median correlation coefficienta for the three response modes of 638,
670, and .721 for the four dimensicns. He suggests that the dats tend
to 1ndieate thet regpondenta are able to differentiate between the wvari-
cug dimeneiona and ﬂubnateé‘oriea of the 0Q to s degree.

Raticnale for Belection of the 0Q. There are & largs variety of
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Table &5
Reliability Coefficients®™ (Pearson) Between
First and Second Administration Of
The Organizational Gueasatiommaire

(Form ¢ - Reviged)

T

Iimension or Mode A Mode B Mcde C
Subostegory (Parceived) { Dapired} {Inportance)
Al %PRU% . 768 .818 66T
AZ (ERU . 720 884 . 765
B3I (SAC . 858 . 585 .657
By (GIM . 642 . T8k .508
B {IRC 887 .50k 487
C6 (ADA 7T 837 . 782
C7 IS 655 873 JBT6
¢ (oTr 137 . 709 LL52
9 EmFg LF22 . 720 . 762
D10 (POF 541 623 508
A FR JTET 809 +806
B Ir .823 LT16 « 133
C OH LT75 .B68 .69l
I EV 675 650 TG
TOTAL
SCORE (T) .81l 354 .B5k

2211 correlatione are statistically algnificant at the .01 level: HN=ZT.

Hote, From "Development of a General-Purpose Inatrument . . .,™ by

Schuttenberg, 1972, p. 65,



76
instruments available for measuring variouves fagete of organizational
life. Instrumenta are aveilable to meaBurs such phencmena ass (1)
organizational olimate; (2) employee attitudee and morale; (3) leader-
ahip etylea; and {(4) perscnal and interpsrsonal value gystems. The

preaent study uses the Laader Behavior Descoription Questionnaire to mea-

sure psrceived leadership behavior and the Purdue Teacher Cpinionnaire
to aspens teacher morale. Deapite the relative plathora of ingtruments
available to measure the phenomena listed above, few instruments are
available which attempt to measurs the extent 4o which an organigation
ia perceived as producing the expected outocmes or outputs. Schubten-
berg {1972} diecusses the Organizational Climate Description Queation=-
neire (0CDQ) (Halpin & Croft, 1963} and suggests that this instrument
agassees primarily the integrative potential of the organization or
anly one of the four dimensicne poeed by the Organizational Cutput
dnalyeis Model. The OCDGQ includes a subtest dealing with "producticon
emphaplie" on the part of the mchool principal. This subteat, however,
epgapace the degree to which the principal ia perceived ap emphapizing
production and does not measure perceptione as to how well the inetlitu-
ticon ia meeting its goals.

& review of the inatrumenta avallable to aspeas organizational
functioning failed to uncover a device which apsesses the total func-

tioning of an organization as comprehenaively ae the Qrganizaticnal

Guestionnaira.
The 04 ie diptinet theoretioally from other instrumente in that

it foocumes on percepticne of cutputs or resulte of eymtem actionm, rather

than on organizaticnal proceeass.

The Orgenizational Queaticnnaire has not been publiphed commercially
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and therefore has not been aa widely unsed in the literature as the mors
readily available gommercially produced inatrumente. There is evidence,
however, that the 0§ is geining acceptance as a legitimate tool to
asgepa the organizational output of schools, In a etudy by Fleming
{1974}, the 0Q was usmed to asgems the teachars' perceptions of the
organizational cutput of the Roman Cathollo secondary and elementery
sohoola of the Archdiocemes of Detrolt and Chioago.

Heasarch Dealgn and Date Analypig

Deplgn of the Study

The major purpopes of thie study were to investigate the extent
to which teachers' percaptiona of the leadership behavlor of their
principale were related toc their expresalcne of morale and assseemente
of achool output. The rasearoh questions tepted were:

l. Do teacher perceptions of leader behavior relate to teacher

morale’?

2. I teacher psrcepticns of leader behavicr relate to their
apgegements of the output of their achoola?

3, Do teacher asgesements of the organizationsl output of their
schogls serve to moderate the relationship between perosived
leader bshavior and morale?

L. Are there gignificant differsnces in the perceptions of
leoader behavior by lay and religious teacher groupa?

An ex post facto research deslgn wap used for the present study
gince the warlables under inveatigation were teacher perceptione of
laader behavior and sohool output along with teacher expregsions of
morale. Ueing Kerlinger's (1973} definition, "ex post facto ressarch

ig pystematic empirical inguiry in whioh the scientiat doee not have
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direct control of independent wvariables becauss thelr manifeetations
heve already cecurred or becaude they are inherently not manipulabla"
{p. 218). The independsent wvariables in the study were not susceptible
to experimental manipulation, and an ex post facto atudy wae necesgi-
tatad by thip condition,

Date Analyses

To test empirically the hypothenes formulated for the present
atudy, several deta analysie technigues were uaed. The apecific analy-
gie and depign used to tept each of the empirical hypotheses is pre-
sented.

hnalysis of Variance. To test Hypotheeis 1 and Hypothesle 2, it

wes necesaary to determine differentinl leaderehip etyles perseived by
teachers. Thare were four prinoipsl leadership behavioral atyles iaoc-
lated for investigation following the Chio Stete leadership theory.

The four leaderghip behevioral atylae have previously been idantified
&8 "high consideration/high initiating structure" {HC-HS); "high con-
pideration/low initiating structure” (HC-L8)}; "low consideration/high
initieting etructure? (LC-HE); and "low oconelderation/low initiating
atructure” (LC-LS). High initiating etructure and coneiderstion behav-
lor were determined by using all respondent scores above the median on

the two sub-acales of the Leader Bghavior Desmcription Questionnaire.

In & pipilar manner, low con@ideration and low inttiating structure
behavler were determined by using reaspondent acorea Talow the modian on
sach of the two dimenasiona of the LB, The data from the LBDG wers
tranaformed weing the data medification procedures contained in the

Statisticsl Package for the Sociml Sciences (Nlie, Hull, Jenkine, Stein-

bremmer & Bent, 19?5:}. The four levele of the independent varlable
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derived through the "if" routine were uped in performing the analysis
of variance to temst hypotheass 1 &and 2, The analyeis of variance de-
pign wae required due to the traneformation of an intervally messured
indepeondent wvariable intoc a non-metric factor with four trestment
levels. Hypotheees 1 and 2 were tested by performming an snalyais of
variance on the differences in the depandsnt variablee among the four
perceived leaderghip styles: LC-LS; HC-LS; LC-EB; and HC-HS. F
ratics were computed to determine if gtetistically significant differ-
encesd in teacher morale and teacher asmgsesamsnta of organizational out-
put sxiated among the fouwr perceived leadermghip styles. The pradic-
tiona formulated in hypotheeee 1 and 2 ware tested by determining the
deviation of dependent variablez or "y" measures for each of the four
leaderghip styles from the grand means of the dependent variablea of
teacher morale and organizational output, respectively. The unadjusted
deviation statiatic produced by the multiple clasaification analysis
wag uped as a measure of the distance in the dependent variable from
the grand mean for sach of the four leadership stylea percaeived by
teachers, A posteriori contraats wers performed to determine the source
of variation in teacher morale and their aspesements of the cutput of
their schoole among all percelved leadership styles. A4 posteriori
contragte pystematically compare all poselble pairs of group means in
the dependent or criterdion meapures. 1In a posteriorl teata, the groupa
are divided into homogenecus subaets, where the differences in the
means of any two groups in a spubset 1p not eignificant at scme pre—
soribed leavel. The Scheffé teat procedure uses a gingle range valus
for all compariplons and is described by Nie and othera (1975) aa pre-

ciae, even for unequal group alzas.
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Partial Correlation Anslysips, To teat the prediction made in

Hypothesia 3, partial correlation analyeia wae performed. FPartial cor-
relation analyeia provides a prooedure whereby the ressarcher ocan com-
pute a asingle measure of esasociation desoribing the relationsghip betwean
two variables while adjusting for the effecta of one or more indepen—
dent variables. In partial correlation, the control 1s atatiptical and
ie baaed on aasumptions of linear relationships among variables. Hypo=-
thegis I waa testsd by performing a nimple cecefficient of corpelation
on the relationship between teacher percepticns of leader bshavior and
their morale. Thle was followed by the computation of & partial corre-
ization cvefficient uaing percepticna of leader behavior ag the indepen-
dent varisble and teacher morale as the dependent wvariable. Teacher
asgeaamenta of the output of their achoole wes ueed as the oontrol or
modarator variable. Hypotheaie 3 wag supported if the aignificant
relationship between perceived leader behavior and teacher morale rs-
mained while controlling for the moderating influence of teacher asesss~
mente of organigational ocutput.

Analyeis of Covariance, Hypothesis L wapg tegted using the analy-

iz of covariance procedure, HNie and his asscciatea {1975) suggest
analypia of covariance designe to test hypothesea in whioh metric inde-
pendent varizbles are used in conjunction with non-metrie factore. In
such deeigne, the term covariate 1p used to indiocate a metriec indapen-
dent variable while the term faotor ie used to despignate a non-metric

or categorical indespendent variable., The covarigie chosen for the analy-
glep of cowriance to teat Hypothesis L wae aslected ueing advice pre-
aented by Dayton (1970) that covariates be chomen based on thelr known

relationship to the criterion meapurs. In order to locate intervally
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megaured independent variables which should be coneideraed for use in
the analysis of oovariance design, a preliminary pilot data anslysis
wapr performed and correlation coefficients were oomputed cn the rela-
ticnahlipe hetweon agecrted demographic and perceptual variablea and
the dependent wariable of perceived leadar behavior uged in the depign
to test Hypothesis L. 4As a result of the pilot manalysia, it waa deter-
mined thet tencher aszgesgements of the output of their echoeole ghould
be built intoe the degign to teat Hypothesle § due to the strong linear
relationghip between thess sesesementa and the perceptiona of leadar
behavior used as the dependent variable in Hypothesis L {(r = .7hL6,

“ ,001). The use of the analymsiam of covariance to test the validity
of Hypothesia [ enabled the effecta of teacher assssaments of the out-
put of their achools fo be controlled so that the trus relationehip
between the perceptions of leadership behavicr and teacher status could
be isclated and identified, Nie and others [1575) recommend the analy-
aie of covariance proceduve ap & device which can remove sxtraneocusn
variztion from the dependent variabie and inecrease meagurement pregl-
gion.

In summary, a variaty of data analyeis techniques were usad to
teaat the hypotheses formilated for the study. The date analyses were

performed using procedures contained in the Siatigtical Package for the

Social Sciences [(Nie, Hull, Jenkina, Steinbrenner, & Bent, 1975).

Thie chapter has presgented & dipcussion of the methodology uged
in conducting the atudy. Chapter [ wlll preaent a diacusaion of the

reaulte.



Chapter 4

Repulta

The results of the ptatiatical analyses of data to dstermine the
interrelationshipa of peroeived leader behavior, teacher morala, and
aspepsmente of organizational output are presented in Chapter ;.

The teacher scores on the conplderation and initiating atructure

dimensions of the Leader Behavior Deacription Questionnaire (LBDQ) con-

stituted the interval meapuremente of percelved leadsrghip behavior
which were tranefermed 1lnto four lewvels of an independent variable
{perceived leadarship behavior) usmed to test Hypotheaes 1 and 2. The
four levels of the independent variable have praviously been deperibed
ag "low congideration/low Initisting etructure', "high caonsideration/
low initiating structure", "low oconsidsration/high initiating atructura",
and "high consideration/high initiating structure."

Teacher composite scores on 21l ten aubcategories of the Purdue

Teacher Opinionnaire (PT0} conatituted the measure of teachar morale

which wae treated as a dependent variabhle in the testing of empirical
hypothepeg 1 and 3,

Teacher respcnees to Resaponse Mode A, Perceived Organigzationsl

Qutput Profile, of the Organizational Qusationnaire {0Q) conatituted

tha interval measursment of the teacher's asaesament of the organiza-

tional ocutput of the school. The resulie of the statiatical analysea
of data are reported in four sectlons which deal with each of the four
empirical hypotheaes teagted in the preepent atudy.

g2
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Hypothegip 1
Hypothesis 1 stantes that teacherse who perceive their principals
aa exhibiting behavior which belongs to the "high comeideraticn/high

initisti gtructure" quadrsnt of the Ohic State Lealerghl uadrante

will have the hiEheat mean morale scores of the four groupa,

Hypotheale 1 was tested by performing an analyeia of variance

which treated perceived leadershlp behavier ae an independent wariable
with four lewvels and teacher merals ag the intervally meapured depen-
dent variable. The analysia of varianoe resulted in an F ratic of 8,85
with 3 and 93 degress of freedom which indicated that there were plgni-
ficant differencap among the expreselons of teacher morale under leader—
ghip conditiona perceived ae LC-LS, HC-L3, LC-HS, and HC=HS,

F {3, 92} = 8.85, p < .000.
The results are presented in Table 6, While the analysis of variance
produced a etatistically significant F ratio { <.000.), the eta statiam-
tio presented in Table T demonastratea that the relatiopmehip ie rela=-
tively weak, The multiple R square of .224 represents the proportion
of variaticn in teacher morels explained by the effects of teacher per-
ceptione of leadership behavior of their prinecipala., The multiples R
valus of .473 indicates the atrength of the overall relationship betwesn
teacher morale and perceptions of leadership behavior.

The specifio prediction formulated in Hypothesis 1 was tepted by
determining the deviation of the means for each of the four peroeived
leaderahip behavioral styles (LC-L§, HC-LS, LC-HS, HC-HS) from tha
grand mean of teacher morale. Hypotheaie 1 was coneidsred to be sup-
ported if teachera perceiving the leaderghip beshavior of thelr princi-

pals as "high coneideration/high initiating atructure' had the highest



Table &

Analyeie of Variance -~ Teacher Morale

Jource Sum Degreas
of of of Maar F
Variation Squares Mresdom Sguare Ratio
Betwaen
Zroups 34,028.60 3 11,342,719 B.8o5#
Within
groupa 117,852,313 92 1,281,003
Total 151,880,500 an 1,598,714

*

L]

< .000.



Table 7
Multiple Claaselfication Analyeie —-

Teacher Morale

Grand Mean

of
Teagher Morale - 326,22
{Meagured by P10)

Perceived Leadership Tnadjusted
Bahavioral Style N Deviation Eta
LO CONS - LO STRUQTURE 35 -22.42
HI CONS - LO STRUCTURE 12 12.86
L0 CONE - HI STRUCTURE 17 -2.7%

HI CONH - KEI STRUCTURE 32 2l.16 47

Multiple R Squared 0,22

Multiple R 0.473
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mean morale scoreg of the four groups deaoribing leaderahip behavior
across the four leadership etyles clted above. The unadjusted devia-
tion ptatistics reflecting the diatance in the mean morale ecorea from
the grand mean for each of the four leaderahip stylea are shown in
Taehls 7.

The maltiple claseification analyeie resulted in the behavioral
ptyle desgcribed as "high conasideration/high initiating structure" hav-
ing the highsat mean meapurssn of teacher morale. Thus, Hypothesie 1
was upheld.

The resultes of the Schefff test, with a confidence level of ,05,
indicated that there was a elgnificant difference btetween the means of
teacher morale scores under conditiona of LC-~18 and HC-ES, p < .05,
There Wwae no elgnificant difference hetween the teacher morsle acoras
under the conditions of LC-HS and HC=-HS and no significant differences
axieted among the mean teacher morale aocree under the ocnditiocne of
LC-HB, HC-LS, and HC-HS, The pource of variation in teacher morale was
the leadsrehip style deacoribed as HC-HS or an emphaeis by the leader con
both conaideration and initiating structure behavior, HResulite of the

Scheff§ test relative to this finding are presented in Table 8.

Hypothesiag 2
Hypothesla 2 ptates that the highest mean zasesements of organi-
zational cutput will come from teachers who perceive their leader's be-

havicr ag '"hi gonglderation/high initiati gtructure".

Oypcthesip 2 wap tepted in & similar manner ag Hypothegis 1, and
an analysie of variance was performed which treated the four perceived
leadership styles {LC-L8S, HC-LS, LC-HS, and HC-ES) as four levelp of

the 1independent variable and teacher assessments of organizaticnal



Table &
Schefff Teat -- Teacher Morale and

Leadership Behavior

Homogeneous Subeets Group Mean
Subset 1 LC-1S 303.7998
LC-HS 323.4705
Subget 2 LC-HS 323.4705
HO-LS 339.0833
HC=HS 347.3750

Note,

Range equals 25,3083 for Schefff Teat at .05 level.

a7
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output as the intervally measured dependent variable,

The analysis of varlanoe performed on the differencea in the de-
pendent variable (anaessmente of organizational uutput} acroee all four
perceived leadership behavioral styles resulted in an F ratio of 2.871
with 3 and 92 degreeg of freedom whlch indicated that there waa a eig-
nificant difference among the teacher aseesements of the cutput of
thair schoola under perceived leaderghip conditions of LG-LS, HC-LS,
LC-HAS, and HC-HS, F (3, 92) = 9.871, p < .000. The results of thia
analyeis of wvariance are presented in Table 9,

The magnitude of the relationship betwasn teacher assessmente of
the organizaticonal cutput of their pchools and their perceptione of
leaderghip behavior of their principale ia refleoted by the eta atatis-
tic {.49) in Table 10. The multiple R sguared of .2L); representa the
proportion of variation in teacher assesementa of crganizational outb-
put sxplained by the independent variable (perceptions of leadership
behavicor), The overall rslationahip between the lndependent and depen-—
dent varimbles 1s refleoted in the multiple R of .493.

Hypothesis 2 was considered to be upheld if the mean appepsmentsg
of the output of scheoole by teachera perceiving their principal's lea-
dership benavior as "high ccnsideration/high initiating structure” were
highest of the four leadsrahip stylea peroelved by teachera, The
apecific prediotion generated in Hypotheaip 2 was tepted by selection
of the multiple elageificetion analyeie option of the analyaia of wvari-
ance prooedure. The unadjusted deviationa of each of the perceived
leadership styles from the grand mean aseessments of' organizational
output are summarized in Table 10. As c¢an be sean in Table 10, teachers

rerceiving their prinoipsl's leadership behavior as HC-HE had the highest



Table 9

Analyaia of Variance -~ Assenaments

of (Organizational OQutput

Bource Bum Degraeg
of of of Mean F
Yariation Squares Fresdom Bguare Ratio
Between
KTOUPE 20, 75677 3 6918,922 9,871
Within
ETCUpE 6L, 4B6.11 g2 700,936
Total B5,2L2.88 9% 897.293

* p <.,000.
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Table 10
Multiple Clasasification Analysis —-—

{rganizational Output

Grand Mean

of
= 17L.04

Organizational Qutput

(Measursd by 0Q)
Perceived Leaderghip Tnadjuated
Behavioral Styls R Deviation Ets
LO CONS - LO STRUCTURE 35 -~13.53

HI CONS - LO STHUCTURE 12 6.29

LO CONS - HI STRUCTURE 17 -12.10

HI CONS - HI STRUCTURE 32 18.86 L3
Multiple R Squared O, 2L

Maltiples R 0.h93
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mean ageessments of organizetional ocutput of their schoolp. While tha
grand mean of teacher aspessmente of orgenizational ocutput acroea all
leadersghip atyles was 174.0L, the mean aseessments of organizational
output by teachers perceiving their principale as exhlbitirg HC-HS
behavior was 192,90 or & deviation of 18.86 from the grand mean. The
loweat mean assepsments of organizafional cutput were apsociated with
teachera who pergelved the leaderghip beshaviecer of their prinocipala ae
LG-LS.

The results of the Scheff& test, with & confidence level of ,DE,
indicated that there was & significant difference between the mean
angeeements of organizational output by teachers under conditions of
LC-LE and HC-HS, k) < .05, There wad no significant difference betwean
the mean teacher asgegmmente of crganizational output under conditions
of HC-LS and BECG-HS and no significant differences exigted among the
mean aseepskents of crganizational output under conditiona of LC-LE,
10-H8, and HC-LS. The source of varlation in teacher assesaments of
organizational cutput was the lesderaship style described as HC-HS or
leadership behavior characterized by emphasis cn both the oconsideration
and initiating structure dimeneicnm of leadership. Resultes of the

Scheffé test reletive to this finding are presented in Table 11,

Hypothesis 3
Hypotheais 3} ptates that there will be &8 gigmificant ocefficient
of correlation beiween teacher perceptions of the leadership behavior
of thelr principals and their morale while contrelling for the effect

of teacher assegement of organizational cutput.
Te teat the prediction made in Hypothesis 3, partial ocorrelation

analyais was performed, 1In the partial correlation enslyals which waas



Table 11
Schefft Tept ~- Aspessments of Organizational

Cutput and Leadersghip Behavicr

Homoganeous Subgets Group Mean
Subaet 1 LC-1LS 160.5143
LC=-HS 161.9412
HC=L5 180,.3333
Subpet 2 HC-LS 180.3333
HO-HS 192.9063

Note. BHange equals 18.7209 for Scheffé Test at .05 level,
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degigned to test the walidity of Hypothesis 3, teacher perceptiona of
the leadership behavier of thelr principals wea treated ag an inter-
vally measured independent variable while teachsr exprespione of teacher
morale conptituted the dependent variable, Teacher ssgesgmente of the
output of their sohools was treasted as an additional independent inter-
vally measgured varisble which acted ag a control or moderating wvariasble,
Hypothesis 3 wae supported if the pignificeant relationship between par-
oeived leader behavior and teacher morale [ < .01} pergisted while sta-
tiptically controlling for the effect of teacher seeessmenta of organi-
zational output. A4 Pearson Product-Moment coefficiant of correlation
waa computed to determine the relationship betwaen teacher parceptions
of legadership behavior and their morale znd resulted in & coefficient

of correlation of .653 which wap plgnificant &t the ,001 level of con-

fidence,
r = .653
N= 9
B W001

Thie correlation coceffioilent indicated that there was a statigti-
cally significant relationship between tescher peroeptions of leaderghip
hehavior and thelr morale.

A partiasl cerrelation coefficient was then computed to determine
if the ptatipticelly pignificant relstionship persisted while controll=-
ing for the influence of teacher aeacsements of the outpnt of their
gchoole, The partial correlstion analysis resulted in a firat-order
partial correlation eccefficient of .34 which waa significant at the .001

level of slgnificance,
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x = .34
H= 9
P 001

A one«tailed test of statistical significance wae used mince the
theory suggested that a relationship, if any, would be poeitive in
direpotion. The firat-order partial indicated that there wae a eighi-
ficant relationaship between teacher perceptions of lezdership behavior
gnd thelr morale while contrelling for the effect of aspepomments of
organizational output, Hypothesis 3 was accepted,

While the reletionship batween teacher percepticne of the leadar-
ahip behavior of thelr principals and their morale pergisted while cone
trelling for the effect of assessment of prgenizetional output, the
strength of *he relationship wamp affeoted, The simple correlation co-
efficient between one independent and one dependent wvariable of .65
dropped to .34 when statistical contrel was established for teacher
aasepsmenta of organizational output.

Hypothesis §

Bypothenis l} etates that there will be a atatigtically signifi-
cant difference in the perceptions of leader bshavior of the prinecipal
by religicus and lay teacher groups compriping the Catholie secondary

gchool population,
The statistical asnalysis of data to test the valldity of Hypotha-

ele |} was diacuased briefly in Chapter 3. The anslyeia of povariance
wag gelected 28 the most appropriate procedure since it parmits in=-
creaged meaeurement precislon in the tepting of hypotheseee in whioh
metric independent wariablea are used in conjunction with non=metric

faotora, In this case, teachar status was the non-metrioc factor, 4
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covariate is a metric independent variable chosen for inclusion in the
depign baped on its known relaticnship to the dependent variable or
griterion meapure. In the prepent ptudy 1t waps determined through a
preliminary correlational analysis thet feachsr epsesaments of the out-
put of thelr schools ghould be treated am a covariate in the testing
of Hypotheais li since it wap linearly related to perceptions of leader-
ghip behavior which wag treated ez an intervally meagured dependent
variable in Hypotheeia 4, (xr = .7465, < .001).

In order to teegt the pignificance of differences in perceptions
of leaderahip behavicr by religious end ilay teachsra, an analyeia of
variance was performed. The analysis of variance resulted in an F
ratio of 11,702 with 1 and 9 degreeas of freedom, E.{ 000, whioch indi-
catad that percaptions of principal leadership behavior differed in a
gignificant manner for reiigious and lay teachere. The resxlta of the
analysis of variance are prepented in Table 12, To tept the pignifi-
pance of differences in the perceptions of leadershlp bhehavior of
principala by religious and lay teacherp while controlling for the
affect of teacher asaezsmsnt of orgenizational output, an analyeis of
covariance was performed, An F ratic of 24,839 with 1 and 2 degresas of
freedom, P < 000, indlcated that perceptions of principal leaderaship
behavicr differed mignificantly for religious and lay teachers while
pontrolllng for the effect of aaeessmente of organizational output.
Hypotheais !} was upheld. The resulta of the analysia of covariance are
prepented in Table 11.

An examinaticn of the F ratlos resulting from the analysis of
variance {Table 12) and the analyaie of covariance (Table 13) demon-

etratea that the inclueion of a ocovariate in the resesarch design



Table 12
Anaiypis of Variance - Perceptions

of Leadership Behavior

96

Source Sum Degroes

of of of Magan F

Variation Sgquares Freedom gquara Ratic

Fatwaen

EToune 2100.0TL. 1 21000742 1i,702%
Within

groupa 16669.06878% =1 179. 4668
Total 18969.9533

* < .000.

o



Teble 13

Analyels of Covarlance -~ Farcepiiona

of Leadership Behavior

97

SJourcs Slm Degreas
of af af Maan Eo
VYariation Bquares Freedom Square Ratio
Main Effects
(Teacher Status) 2100.010 1 2L00.010 2L.839%
Covariates
{Aegepsments of
Organigational
Output 007,113 1 9007.113 106, 536%*
Explained 11107.125 2 E563.563 65, 6RTHEH
Repidual TBe2.723 973 BL.c5LE
* p < 000,

*+ n o< 000,

w000,
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inereaped the F ratic for the main effects of teacher atatus on the
perceptione of leadership bshavier from 11.702 with 1 and 9l degreecs

of freedom, p <.000, to 24,.839 with 1 and 2 degrees of freedom, Re-

gults of the multiple claagification analyeia relative to Hypotheeia
!} are pregented in Table 1l.

Table 1l reflects that for the teacher atatus factor, the beta
atatistio decreaped from .33 to .17 me the covariate of teacher zaasoe-
mentas of crganizational output waa introduced. The beta atatistic of
.17 indicates that while teacher aspeesments of organigational cutput
wae related to the teachar percepticna of leadersohip behavior, the
relationship is relatively weak. The multiplie R aguared of .111 in
the second column of the multiple claassification analysis (MCA) table
repressnts the proportion of variastion in the teacher perceptiona of
lgadership behavicr expleined by the sffect of the lay or religicus
gtatue of the tescher. The multiple R equared statistic in the lapt
column of the MCA table (.586) representa the proportion of variation
in perceptions of leaderghip behavior explained by the status of
teachara plus that veariation explsained by teacher asaegsmente of
organizatlonal owtput of thelyr schools, Thip multiple B squared of
.5686 leaves approximately L1 percent of unexplained variance in per-
ocaptiona of leadership bshavior, The multiple R of 765 in the third
column of Table 17 indicatea the overall relationship between the
criterion measure or dependent wvariabla {perc&ptiuna of leaderahlip be-
havior) and the nominally measured {teacher atatus) and intervally
messured (asaeasments of organizationsl outputj indspendant veriables.

Thia chapter hae preaentsed the findinge relative to the hypotheees

teated in the present study. Chapter 5 will prepent & discuseion of
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Table 10
Multiple Clageification Analymia --

Perceptiong of Leadership Behavior

Grand Mean

of
Parceived
= B5.82
Leaadarship
Bshavlior
(Ap meapured by LBDG)
Ad justed for
Independenta
Adjuetad for and
Unadjuated Independenta Covariates
Teapher Statue N Deviation Eta Dev'n Heta Dev'n Betae
RELIGIOUS L8 -4.68 =l 68 -2,02
La¥ L8 L.68 0.33 .68  0.33 2.42 0,17
Muitiple R Squared Q.111 0,586

Multiple R 0.333 0.765
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the findinga, & summary of the atudy, oconclueicone and implicationa for

educational practitioners.



Chapter §

Summary, Discussicn, and Hegommendationse

The firat four chapters presented the atstemsnt of the problem,
provided a review of literaturs and selected regearch, cutliined the
design of the atudy, and preaented the findings. This chapter will
coentain a summary of the etudy to this point, followed by a2 diacuaeicon
of the findings with impligations for educational administration, and
recomnendntions,

Summary

The purpoee of the atudy was to investigate the interrelation=-
phipas among teacher perceptions of leaderghlp behmvior, teacher morale,
and thelr spasssmente of the orgenlrational output of the schools.

The Lendership Behavier Degcription Queetionnaire (Hemphill, 1957)
wag chosen to measure teacher perceptione of the legaderaship behavior of
their principals along the "conalderatien" apd "initiating structure®
dimengions of lesadership formelated ap & regult of the Ohio State lsa-
dership studies (Stogdill & Coons, 1957). The Leadership Behavior
Degeription Guestionmaire yielda scores for the coneideration and ini-
tisting structure dimenalona aa well as a total acore of perceived
leaderghip behavior on both dlmensiona,

The Purdue Teacher Opinionnaire {Bentley & Rempel, 1970) wap used
tc easepa teacher morale. The instrument haa ten sub-ecalee which ad-
drees ten morale factors: (1) Teacher Rapport with Principal; (2) Satie~
faction with Teaching; {3) Rapport Among Teachers; () Teacher Salary;

101
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(5} Teacher Load; (6) Curriculum Iasues; {7) Teacher Status; {8) Commun-
ity Support of Education; (9) School Facilities and Equipment; and (10)
Community Preasurea. A total morale score can be computed along with

georess for each of the ten morale Factors.

Taacher aggagsments of the output of their echocle were measured

by the Organigational Gueationnaire (Schuttenberg, 1972}, The Organiza-

tional @Guestionnaire is designed to analyze crganizational functioning

uging a oconceptual model based on system theory [ Immegart & Pilecki,
1969). Ths results or outputs of organiwational system action are grouped
in the Organizatiopal Questionnaire {0Q) to form four dietinet dimennions
of organizational output: {1} Productivity; {2) Integration Potentialj;
{3) Organizational Health; and {},) Bvalustion. The 0§ meapurea psrcep-
tions of organizational ocutput in three response modea (I8 NOW, SHOULD
BE, and IMPORTANCE)}. The instrument yields two profiles and two indexeas:
(1} Parceived Qrganizatiopnal Qutput Profileg (2} Iegired Organizaticnal
gutput Profile; (3) Need for Change Index; and (L) Desire for Change
Index. In the present etudy, respondents completed the antire 04 even
though only scores for response mode A (IS NOW) or Perceived Organiza-
tional Qutput Profile were uped in the teating of hypotheses.

Data collected were analyzed by uwse oi the Statistical Package for
the Socisl Sciences (Nie, Hull, Jenkins, Steinbrenner & Bent, 1975).
Data analysis methods employed tc test hypothesea generated for the
gtudy inecluded analyeias of variance, anaiyais of covariance and pertial
porrelation analyeis.
Quegtions

The following research gquestione were addregged in the study:

1. Do teacher perceptione of leader behavior relate to teacher
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morale?

2. Do teacher perceptions of leadear behavior relate to their
aggepgments of the output of theilr achoaola?

3. Do teacher assessments of the organizational cutput of their
sghools gerve to moderate the relationship between peroeived
lepder bpehavior and teacher morale?

4, Are there pignificant differences in the perceptions of
leader hehavior by lay and religiouas teacher groupe?

Hypothesesn

The following hypothezen were tested to provide anewere to the
foregoing quesations:

Hypotheslpg 1 -~ Teachers who percelve their principala as exhibit-
ing behavior which belonge to the “high consideration/high initiating
ptructure" quadrant of the Chic¢ State leaderghip quadrante will have the
highest mean morele goores of the four groups: namely, "low conaidera-—
tion/low initiating structure,® "high ocneideration/low initisting struc-
ture," "low compideratiocn/high initiating structure," and "high considera-
tion/high initiating structurs.”

Hypothesis 2 -~ The highest mean asasgsmente of organizational out-
put will oome frow teachers who percelve their lesder's behavior ans
"high congideration/high initiating structure,.”

Hypotheais 3 —— There will be & mignificant ovefficient of corre-

lation between teacher perceptions of the leadership behavior of their
prinoipale and their morale while controlling for the effeoct of teacher
apesssment of corganizational output,

Bypothesig ) ~=- There will be a ptatigtically signifiocant differ-

ence ln the perceptions of leader behavior of the principal by relligious
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and lay teacher groupe ccmpriaing the Catholic ascondary acheol popula-

tion,

Findinga
Related to the hypotheges, the feollowing findinge were drawn from

the analyses of the data:

1. The higheat mean morale soores came from teachere who per-
ceived the lasdership behavior of their principale as beionging to the
"high consideration/high initiating etructure" quadrant of the Ohic
State leaderahip thecry. The lowest mean morale scorea ocame from
teachesra who described thelr principal's leadership behavior as Yiow con-
pideraticon/low initiating structure." 4 aignificant difference exipted
in the mean morale poores of teachere perceiving their principal'a
leadership behavior in the lowepst and highest quadranta of the Ohio
State lesdarship theory.

2., The highest assesgments of organizational ocutput of achools
came from teachers who deecribed the ieadership behavior of their prin-
cipala ag "high consideration/high initiating atructure." fThe loweat
aspesEmente of corganizational output came from teachers who described
the leadership behavior of thelr principale as "low consideration/low
Inltlating structure.” A pignificant difference exigted in the mean
agaseaamenta of organizaticnal output by teachera perceiving the leader-
phip behavior of their principale in the lowesat and highest quedranta
of the Ohic Btats leadership theory.

3. There waa a gtatiatically significant relationship between
teacher perceptions of the lesdership behavior of their principals and
merale while controlling for the moderating effect of teacher aaseps-

mente of organizational cutput. While the relationship batwesn



165
percepticone of leaderghip behavior and teacher morale pergisted while
ocontrolling for mpsesaments of organizational cutput, the atrength of
the relgtionship was reduced,

4. There were glgnificant differences in the perceptione of
leadership behavior by religioua and lsy teachers. Lay teachers per-
ceived principala'’ conaideration and initiating atructure behavior to
be higher than did religicup teachers. The glgnificant differences in
perceptiona cof leadership behavior by lay and religicus teachers per—
gleted while controlling for teacher asseesmente of organlzationsl
cutput.

Iigcugslon

This pection will preaent & discussaicon of the theorstical con-
siderationa investigated in the etudy in the order of the four hypo-
thegag tagted,

Leadershlp Behavior and Teacher Morale

The findinga offer aupport to the notion that leadsrs who are
degaribed by thelr followers ag exhibiting to 2 high degree congidera-
ticn and initiating structure behavicor are moet sffectiva in terms of
the morale of employees., The findings support previous research con-
ducted in educaticnal amettinge by weed, Mitchell and Moffitt (1976),
Wegner {1974), and Bowling {1974). The findings seem to affirm, mso
far ag the research population in thie atudy is concerned, the findingsa
in industrial and military settings summarized by Stogdill {1974) re-
garding leadership behavior and satiafaction. The Scheff$ test demon-
etrated that the source in variaticn in teacher mcrale was the leadar-
ship atyle described as "high coneideration/high inltiating atructure."

It ip conciuded that principals perceived by their teachern as HC=-HS
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have teachere with significantly higher moraie than principals per=-
peived by teachers as exhibiting LO-LE behavior.

Lesdersghip Behavior and Teacher

Apgeparentes of Organizaticonal Qutput

Teacher perceptions of the leadership behavior of their princi-
pale on the coneideretion and initiating structure dimenelons of the
Ohio State lesadersghip theory were eignificantly related to thelr aanseas-
mentas of the organisaticnal output of their echeocle, FPrinecipala pexr-
ceived by teachers as exhibiting "high conpideration/high initiating
strugsture behavior had the higheat mean apasssments of organizational
cutput., Similarly, teachers percelving the leadership hehavior of
their principale aa "low consideration/low initiating atructure" had
the lowest mean aseessmente of the ocutput of their schoola. The con-
clusicn is that teacher aspesgments of the organizetional cutput of
their schools are related to thelr percepticns of the leadarsehip behsv—
ier of their prineipala. PFurther, the source of wvariability in teacher
apgesamentas of organizationsl cutput is teaocoher perocepticna of leader-
ship pehavier that is indicative of a high emphesip on both the con-
glderation and initiating etructure dimensicne of leadership hehavior,
The findings tend to confirm previous research by Miller (1976) which
mnggeste a relationship between perceptione of leadesrship behavior of
gechool principals and school output.

The findings for Hypotheges 1 and 2 collectlvely demonstrate,
inpofar ap the present research population is concarned, the validity
of tha ceonolusion that an individual who exhibite both dimensicna of
leadership behavior and 1 peroeived ag high on the conalderation and

initlating etructure dimensicne ie the moet effective both in terme of
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meeting the needs of the workgroup and in achieving organizational pur-—

poses (Shartle, 19563 Stegdill, 197h).

Lesaderghip Bshavior, Teacher Morale and

Apgesamenta of Orgpanizeticnal Jutput

It was found that when teacher assaasments of the cutput of thelr
schools were controlled for, the relationshlp betweesnh temacher percep-
tions of the lesadership tehavicr of principale and teachser morale per-
glsted in & plgnificant manner, Although a glpgnificant relaticnahip
between perceptiona of leadership bshavicr and teacher morale pereisted
while controliling for & third moderating varlable, the ptrength of the
relationehip was reduced from .65, (2_‘ L01) to L34, {E,<"01)' Thie
finding euggerts that teacher asgessments of the output of their schoola
gerve to moderate the relationehip between perceived leadership behavior
end morale, Further, this finding lends credence to Korman's (1966}
aggertion that situational varisbles may act to moderate the generally
agreed upon relationship between leader behavior and morale, The con-
clusion is that teacher moralie in the Catholic echools ie affected, at
leapt in part, by the extant te which teacherg perceive their gchools
ag meeting organizational geoals and objectives.

Percoptione of Leadershilp Behavior

and Teacher Statug
The perceptiona teachere had of the leadership behavior of their
principele varied aignificantly for religioma and lay teachersa. Thia
finding confirms previous research by Schuttenberg {1972) and Halpin
(1965) that aubgroupe within a school environment may perceive leader-
ghip behavior in significantly differing waya. This result a&lao repli-

caten repearch by Flemlng (19?&} in a Catholic achoel snvirenment which
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revealad aignificant differencesa in perceptiona of leadership hehavior
of principale by religicua and lsy teachsrs in the Roman Cetholic Arch-
diocepea of Chicago and Detroit. The pregent study demonstrates that
lay teachers saw principala as more considerate than did religious
teachera. Lay teachers slao paw principals ap exhibiting more initiat-
ing atructure behavicer. The conglugion ia that the atatuas of teachera
explained, to some sextent, perceptions of leadership hehavior. The
present atudy alao demonstrates that tescher apsegmments of the cutput
of their achoolr covaried with perceptione of leadership behavior,

While aasesmmente of organizational output were not a major indiocator
of the perceptions of leadersghip bshavior, they did account for some
of the variance.

Recommendaticne

Specific recommendstiona are made ap follows:

1. Leaders in Catholic schoole should recognize the influence
their leadership behavior hams on teacher morale. They alsc should reocog-
niga that teacher morale ig affected by the degree to which teachere
percelve the inatitutlion as meeting ite goals znd objectives,

Thie recommendation takes on partioculer eigmificance in light of
the recent decleion by the Bishop of the Diocese of Richmond to close
8t. John Vianney Heminary High Bchool in Goochland County due to high
operating copts and low cutput in terme of the numbsr of graduztes pube-
gequentliy entering religious vocatione. The leader neede to undsrstand
that high teaoher morale alone doean't necersarily imply that the school
is effective in terme of its inetitutional miassion.

2. Future research might investigate the degree to which a cause-

affect relationship may exist between leadership preparation programa in
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graduate schools and subsequent patterns of leadership.

VWhile educaticmal administration preparation programe have long
focusad on lesadership theonries, more emphiais needs te ba placed on how
the practitioner in the field can use the body of theory to apsess the
atatus of hisa leadership and ite effecta oh organizational members with-
in the achool. The present study suggests that prompective school
leaders can be made awars of techniques by which they can determine how
their behavioral patterne are peroeived by subordinstes. The Leader

Behavicr Depeription Quepticnnalre ism tut one of many methods that

conld be used by tha leader to obtaln feedbagk.

3. Leaders should be trained to inatitute organizational develop-
mant programs within their schoolg.

Organizetional develcopment hae been practiced for some time in
business and industry. Thls recommendstion proposee that the Qrgsnizs-
tional guesticnnaire he uwaed for cerganizational development programs
within both publie and nonpublio schools. While the present atudy uaed
orly perceptions teachers had of the organizatiopal output of their

echoole, the Organizational Queptionnaire hge three distinct responee

modes; (1) the organization ag it ie now perceived to be functioning
{2) the orgenization ae the respondent believes it should be function-
ing; and (3) the importance to the resppondent that the organization

move from ite present atatus to the deeired level of fupetioning., Two
indexes yielded by the Qr gational ptionnaire have potantial for

uriderstanding the organization. The Nesd for Change Index demonetrates

the extent to which dlacrepancies exlat bestwesn perceived and deeired

organizational output profiles., The Deaire for Change Ipdex providems a

mesgure of the importance to organizational pembera that ohanges be
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made in the direction of the Desired Qrganizational Cutput Profile,

., Additional studiess on the relationship between perceived
leader behavior and morale nesd to be performed ueing objective mea-
pured of morale euch as turncver and sbsenteeism, Measurep of the
productivity of teachers need to be developed to better determine the
true relationehip between teacher morale and productivity.

Objective measures of teacher morale would help to confirm pre-
vicus resgearch auggesting a relationghip betwsen perceived leaderghip
behavior and feacher morale. A poselble indicator of morale might be
the degree to which the teacher identifies with the goale of the
gehool. 'There is a need for an lnstrument to asseges this aspect of
morale, As in the previcus recommendation, Schuttenberg's Organiza-

tional Guestionnalire has some promies for asaeaaing the degree o which

teachers identify with the goals of the achool. The Integration Poten-
tial dimension of organimational output is meapsured in the 0Q by &
total of three subcategories: (1) self-actualization; (2) group
decision-making: and (3} individuel's flexibility tc change. The ra-
spendent scores on the Integration Pobtential dimeneicn could posailbly
be uged &5 a meagure of teacher morale in future ptudisg.

Inventigators have frequently called for better meaaures of pro-
ductivity in the context of education., Thse lack of oblective measurea
of productivity whioh can be related tc the individual tsacher continues
to make the determination of & relsticnehip between teacher morale and
productivity difficult.

5. Btudies of multi-dimeneional organizational cutput in the con-
text of education need to be performed to helter quantify the total eys-

tem outputs 1ln education,
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According to Cohn and Millmen (197L), standardized test resulta
have toa often Deen usaed as & single meapure of pechool effectiveneess.
Immegart and Fileckl (1969) provide = useful framework from which the
sutput of schools may be viewed. The Cutput Anglyals Model provides
for four dimensions of school ocutput: (1) the eoffeots the school has
on ita enviromnment in terms of the pervices it produces; {2) ths
effects the organization haa on its msmbera, both individually and
collectively, in terme of thelr persponal development as individusle
and their ability to influence the ayatem; (3) the effects the organi-
zation has on its own functioning in termp of the ability of the sye-
tem to cope with changen in the shvironment in such a manner aa to en-
hance its growth potential over time; and () the effects the organiza-
ticn has on the feedback proceas in terme of the amount and the quality
of the evaluative informetion it receives from within and without and
the uses it maken of such information for organizationsl improvement.
The cloaing of St. John Yianney High School ie & case atudy in the feil-
ura of ap Inetitution %0 use feedbarck to iImprove organigational effec-
tivenensn., The agaengment of orgenizational functioning ia particularly
important in Catholic educetleon where ne goevernmental charter guaranteep
the continued operation of a given achool.

f. Additional research might focus on the identification of situa-
tionel veriablee in both publlio and nenpublic eoheools which act to
moderate the relationship bhetween principal leasder behavior and teacher
morale,

It was ahown in the prepant study that the extent to which teachers
paw their pochocls ap meeting ingtitutional obJlectives affected the rela-

tlonehip beatwaen morale and lesdsrshlp behavicr. The identification of
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other fectors which might moderate this relatlonship would help to ex—

plain the total lesadership situstion,
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office of Chnistion Educatinn
. RICHMOND OFFICE dinwn, GE Rl.ﬂhl‘l.bﬂ.d

depontment o, Cehools

Appendix A April t2, 1976

Letter of Authorization
to Conduct Study

Mr, Mitchell J, Hartson
1643 Monticello Street
Petersburg, Virginia 23803

Dear Mr. Hartson:

Several members of the Department of Schaols Staff have
studied your proposed Dissertation Brief regarding "A Study
of the Relationshlp Between Perceived Leadership Behavior and
Teacher Morale in Cathollc Schools in the Dlocese of Richmond,'
We have no ok]ectlons to your reguesting assistance from the
princlpals of the secondary schools in the Olncese of Alchmond.
| am, therafore, enclosing for your use a llsting of the names

. and addresses of these schools,

You should know that several of these schools have already
participated in outside research projects during this school
year and they may feel that at the present time they are not
interested in another project.

| wish you success and ask that you share the results
of your research with me,

Sincerely,

Sister Lourdas Sheehan, R,5.H.
Superintendent of Schools

hpd

Enclosure

TIDEWATER OFFICE
145 Dupre Avonue
Karfolk. Virglnia 23503
1804} 587-5478

RIGHMOND OFFIGE
By Cathedral Placo
Fichmond, Yirgina 23220 L
(B4} R45-9153
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Appendix B

Letter of Sclicitation for Research

May 19, 1976
1643 Monticello Street
Petersburg, VA 23803

Dear

The Diocpese of Richmond hes granted me permiasicn to oonduct a
regearch project for the completion of s diesertation entitled: "A
Study of the Relaticonship Between Pergeived Leaderashlp Behavior and
Teacher Morale in Cetholio Secondary Schoole in the Diccesa of Rich-
mong," (Depeription enclosed),

I am sending a oopy of a lettar from Bigter Lourdes Sheshan,
Superintendent of Schooln, which prowides sauthorization for the atudy.
As phe quite properly suggested, it is late in the school year and you
are no doubt going to be extremely buay baetwean now and school cleoaing.
It is for this reapon that I would like to ask your pemmiseicn to do
the regearch during the 1976-1977 school year. My plan at this time
ia to do the data ogllaotion during Nowvember., It is envisionad that
esach %teacher will be administered the Leadership Behavicr Depcription
Questiomnaire {Halpin, 1957}, the Purdus Teacher Opinionnaire (Bentley
& Rempel), and the Organizational Questionnaire (Schuttenberg, 1972).
The adminigtration of these three Instrumente ghould consume no more
than one houwr and will be done at your oonvenlenca.

In extremely brief pummary, the regults of thig project will en-
able you, the principal,; to know how you are perneived by faculty mem-
bara and how your leadership atyle ie related toc teacher morale in
your acheool, It iz important to note that your eschool will not be
igentified in any way and full anonymity for reapondents will be guaran-
tesd,

I would be very appreciative if you would return the enclosed
poateard indicating your willingness to particlipate in thia atudy and
agk that you feel free to crll me collect at (804) 733-48L42 1f you wish
to dipchse any aspect of the propesad study.

I Binoerely appreciats your time in conpidering my reaearch pro-
poaal.

Regpectiully yours,

MITCHELL J, BARTSON
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Appendix C
IESCRIFTION OF DISSERTATION

TITLE:
"3 Study of the Relationshipe Between Perceived Leadership Behav-
ior snd Teacher Morale as Moderated by Teacher Ferceptione of
Organizational Output in the Catholic Secondary Schoolm of the
Diocage of Richmond"

SIGNIFICANCE:
The depcription of the leadsr behavior of the school principal
and 1ts influence on the morale of teachers can help to provide
meaningful feedback to the principal on the impact of her behav-
ior, The verificetion of theorise presented by researchers re-
garding the differential effecte of leaderghip etyles ie en im-
portant product of applied ressarch in the behavicral sclencen.

PROBLEM:
Te determine, on the baaie of perceptual data collected from
teachers, whether the leadership behavior of the principal 1p
related to teacher morale while controlling for the moderating
effect of teacher agpesasment of organizational ocutpui,

SCOPE:
This repearch ip limited to a ssmple of twelve Catholic secon-

dary schoole locatad in the Diocese of Richmond.

METHOD
A BEQ=60 minute meeting with faoulty membere in each of the par-
ticipating secondary schoolp during whioh the following inetru-
mente will be sdministered:

Leader Behavicr Desoription Quepticmnaire {Halpin}
Purdue_Teacher Opinicnnaire {Bentley and Hempel)
Orgenizationgl Queatiopnaire (Schuttenberg)

HESULTS:
Eopiricel validation or relection of the leadership theory whioh
etatea that leader behavicr can be conceived as having two ocom-
ponente or etyle: conpideration end inltiating structure and
that the oatyle peraeived ia related to sxpreesed teacher morale
gvan while contrelling for the effect of teacher asseasment of
organizaticnal output,
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Appendix It

DEMOGRAFHIC
DATA

School Humber
Esapcndent Number

Data

Inatructicna: Flease check the appropriate blank or entar data for
each item listed below,.

1, T have yeara of teasching experience.

2. My sex iet

a. Female b, Male

3. I am:
e, a member of a religious order (sister, brother, otc.)
b, & lay teacher

L. I am:

a. Catholic k. HNon-catholie
5. My age ie _______ yeara.
6. The higheat level of education I have achieved ia:

a, Bachelor degree d. Magtere degroe

plug 10 hours

b. DBachelor degree plua
15 hours or more e, Doctorate

. Mapgtere degrea



Appendix E
Authorization to Use Organizational Questionnaire

CLEVELAaMD STATE LUNIYERSBITY 118

CLEVELAND, OHIO 44115

CULLEGE OF EDLUEATION {zie)] GILT-3737

Cetobker 12, 1376

Mr. Mirchell J. Hartsaon
1643 Montcicello Screet
Petersburg, Virginia 23803

Dear Mr. Hartson:

Thank vou for sending me vour dissertation proposal and
Addendum. It looks 1like an interesting stuody.

¥You have my permission to reproduce encugh coples of The
Orpanizational Queatiommaire for use In your study. Attached
is & copy of the 0Q.

Please keep me informed tegarding the progress and the outcome
of vour investigation.

Sincerely yours,
E’L‘t Ls ! ﬁg I 'I'%-:'é'{-(:frt-'4t {:,f-° Yo
roest M. Schuttenberg, Ed.D. /

Apsociare Professor of Educaciom
Dept. ©f Educational Specialists

accachmentc
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Appendlix F

Aoquieition of the Leader Behavior Deeoription Questionnaire

The Leadership Behavicr Description uestlonnaire is a commer-

eially publighed instrument., Coples of the inetrument can be obtained
by writing to the followlng addreosa:

Inivergity Prepe

Tha Ohic State Univeralty
31& Hitohecock Hall

2070 Wiel Avenue
Columbug, Ohic L3210

Purchase price at the time of thie atuly was $7.00 per 100 copies.
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Appendix G

Aoquisition of the Purdue Teacher Opiniocnnaire

The Purdua Teacher Opinicnneire ie a commercially published

instrument. Copies of the inatrument can be obtained by writing to
the following addresen:

Tnivergity Book Store

360 State Street

Weat Lafayette, Indiana L7906

Furchase price at the time of thia study waa $20 per 100 copiea,
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Appendix H

Table 15

Individusl Bubject Scores on All Scalea

|
'r
|

Initiating
Subject Leadership Conaideration  Structure Organizational
Humbex Behavior Behavior Behavior Morale Jdutput
1 95 51 by 336 193
2 93 L8 L5 353 16l
3 e 39 L7 231 167
4 96 52 i 315 204
5 87 LS L2 276 181
6 10 39 31 298 164
7 B1 43 38 386 166
8 99 53 L6 328 227
9 &l L1 23 310 163
i0 o4 51 L3 360 199
1l 95 53 L2 312 192
12 93 45 48 304 159
13 83 LY 36 300 173
1k TS LO 35 235 1Ly
15 103 sh LG 311 223
16 61 26 35 237 158
17 80 L3 37 254 173
18 89 Lé 43 151 162

15 93 L5 Ll 323 181
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Table 15=<Cantinued

Initiating
Subject Leadership Consideration Structure Organizational
Number  Behavior Behavior Behavior Morale output
20 94 L8 LG 367 19%
21 102 51 51 3oz 190
22 6l 26 38 256 124
23 76 36 Lo aLe 185
eh 101 57 T 379 216
25 82 L5 37 335 170
26 T 37 L2 i 216
27 20 L3 L7 333 201
28 98 50 L8 368 210
29 110 52 8 381 219
30 96 L8 L8 313 1L9
31 111 53 58 394 218
32 7 35 L2 239 184
33 81 Lo L1 326 156
i 83 45 38 346 152
35 83 39 Ly 258 119
36 118 58 &0 368 228
37 LB 33 15 229 91
38 112 N 58 400 240
39 9 L5 Ll 383 22l
) 33 51 L2 3Rz 183

1. 76 L3 33 316 160
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‘Pfable 15--Continued

I
|

Initiating
fubject Leadsrship Consideration Structura Organizational
Number  Behavior Behavior Behavior Morale Qutput

L2 (ot 38 33 326 146
43 93 L9 hiy 360 164
L 108 54 S4 351 212
L5 73 51 22 276 131
L6 90 Ll L6 3L2 166
47 6l L1 23 304 125
L8 92 Lé L6 3az2 154
LG 8, 36 1,8 386 1l
50 100 i 53 370 198
5l B8 L8 L0 335 174
2 85 43 42 383 21N
53 102 50 62 L6 1596
54 79 L3 36 34k 156
i3] 99 L9 oo 360 172
56 g2 41 hi 290 166
57 &7 20 LT 288 97
58 88 35 53 335 163
59 8o 32 L8 335 150
60 76 45 31 273 1LL
61 78 28 50 317 142
62 1 te 32 361 184

63 67 L8 39 351 165
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Table 15--Continued

Initiating
Subject Leaderahip Consideration Structure Organizational
Numbex Behavior Behavior Behavier Morale Ogutput
6L 93 LB L5 3z 156
65 92 L9 L3 350 162
66 ¥ 3o 22 238 126
&7 62 32 30 278 151
60 71 34 37 291 160
69 86 34 52 325 186
10 L9 23 26 281 122
71 LB 26 22 256 109
T2 B8 L8 40 333 182
i3 B8 b Ly 333 172
T4 83 36 L5 295 183
75 104 52 52 288 152
76 105 86 Lo 345 182
(i 100 51 LG 325 189
78 77 3k 43 336 150
79 76 35 L1 283 16}
Bo 80 39 hi 295 166
81 T8 27 £l 252 130
B2 77 38 39 306 182
83 102 51 cl 363 169
8L 90 53 37 3L 221

85 91 55 L2 37 195
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Table 15--Continued

Initiating
Subject Leadership Consideration  Structure Organizationel
Humber Behavicr Behavipr Behavinr Morale Output
86 79 L2 31 350 203
87 105 55 50 REY 198
Gl 107 55 52 395 231
B3 76 L2 34 296 164
EL 86 L2 bl 376 178
91 83 L5 38 301 187
g2 81 43 38 38z 170
43 81 46 35 340 184
3l 8L L5 39 320 160
55 91, 56 38 3ol 176

96 95 51 U 311 177




126

Referancas

Anderson, L. W. Teacher morales and student achievement. Journal of
Educational Research, 1953, L&, 202-211.

Barnard, C. I. fThe functicns of the exacutive., Cambridga, MA: Har-

vard Univeraity Preps, 1938.

Barnard, C. I. Organization and mapagement, QCambridge, MA:; Harvard

University Preea, 1918.

Benathy, B. Ingtructiocnal systema. Palc Alte, CA: Fearon Publishing
Co., 1968,

Bermia, W. Toward a truly sclentific management: the concept of
organizational health, Genaral Systems, VIII, 1962, 13, 269-28B2.

Bentley, R. R., & Hempel, 4. M. A ocmparison of aelscted factora in
schoole where morals of vocational agricul ture tmachera is high

with sehoola where morale la low. Studies in Education, Layfay-

ette, IN: Purdue University Prese, 1963.

Bentley, H. R., & Rempel, A. M. Changing teacher morale; an experi-
ment in feedback of identified problema of teachers and principala.
Layfayette, IN: Purdue University Presse, 1967.

Bantley, K. R., & Hempel, A. M. Manual for the Purdue Teacher Opinicn-

naire, Weat Layfayette, IN: TUnivereity Book Store, 1970.
Bergeth, H. L. An experimental study of teacher morale in selected
school districte of North Dakota. Unpubliahed doctoral disserta=-
tion, 1970, (ERIC Document Reproduction Service Mo, ED 042 561)
Bernardin, J. H., & Alvares, K. Managerial grid as a predictor of con-
flict resclution methoed and managerial effectiveness. DBowling
Green State Univeraity, 1971, (ERIC Document Reproduction Ser-

vice No. Eb 09l 279)



127
Bidwell, C, Administration and teacher satiefaction, Phi Delta Kappan,

Blake, R., & Mouton, J. [The managerisai grid. Houston, Tx.:

lishing Company, 196,
Leadership behavior of chief student perponnel adminis-

Gulf Pub=-

Bowling, 2. H.
trators and ita relationghip to morale and Job satisfaotion.

Digaertation Abetracts Internationsl, 197L, 34, L4h72-4,

Burce, O. ¥. {Ed.). The_aeventh mental measurements yearboock. High-

land Park, WJ: The Gryphon Prees, 1972.

Cawley, H. T. Leadership behavior of elementary schoecl principals as

perceived by thelr teachere and pupsrordinates in the Uhited

States dependent achocle. Dipeertation Abatracts International,

1975, 35, LT50-A,

Check, J. ¥F. Digeatiefaction in teaching., The Educational Forum, 1971,

35, 173-175.

Chung, K. Teacher-centered management atyle of principals and job

gatigfaction of teachere. Faper prepented &t the annual meetlng
{ERIC

of the American Educatlonal HResesroh Asscciation, 1970.

Tocument Reproduction Service No, ED Oh2 259)
A pystems overview for the schocl adminigtrator, 1975,

Ciampa, B.
(FRIC Document Reproduction Serviece No. ED 109 056)

Cohn, E., & Millman, 5. D. Management-criented approachea toc aasess
input-sutput reiaticnehips in secondary schoola, Final Report,

197h. (ERIC Doocument Reproduction Service No. EP 093 056}

American Bducational

Coughlan, R. J, Dimenaicng of teacher morale.

Research Ampocistion Jourmal, 1970, 7, 221-213L,



128

Coughlan, R. J, A comparison between itwo stapndardized meapures of

teagher morale. Paper preaented at the annuval mesting of the

American Educational Regearch Association, New York, 1971,

(ERIC Document Reproduction Service No. ED 050 170)

Cummine, R, €. Helaticnship of initiating structure and job performance

ag moderated by consideration. Journal of Applied Peychology,
lngr 55_: hHQ-lﬁﬂ.
Davies, P. R., & Klein, C. E. Collective negotiations and teacher

satigfaction in selected Indiapa secondary scheols. Paper pre-
gented at the anrual meeting of the American Edurational Regearch

Agaociation, March, 1973, { ERIC Documsnt Reproduotion Servioe
No. ED O78 556)

Davia, K. Morale and its appraiseal. In Human Relations at Work.

Hew Tork: MeGraw-Hill Bock Company, 1962,

Dayten, C, M. The design of educatlonal experimente. New York:
MoGraw-Hill Book Co., 1570.

Deagaler, G. QOrganization and management: & contingency appreach.
Englewood Cliffs, Hi: Prentice-Hsll, Ino., 1376,

Dubin, R., Homans, G., Menn, F., & Miller, DI. Leadership and produc-
tivity. San Francieco, CA: Chandler Publisehing Co., 1965.

Farguhar, R. H. The public acheool administrator wiews the Catholic

echool-—or does he? Educaticnal Administration Quarterly, 1968,

4, 2=15,
Faycl, H. General and industrial management., Tranelated from the

French edition by Constance Storrs. London: Slr Iesaac Pittman

and Sons, Ltd., 1949.

Fledler, F., B, A theory of leadsrahip effectiveness. New York: McGraw-

Hill Book Co,, 1967.



129
Filley, A. C., & House, R. J. Managerial process and organjzational
behavior, Glenview, IL: Soott, Foreeman and Co., 1969,

Flalghman, E. A. A leader behavicr desoription for induptry. In

R. M, Stogdill & A. E. Coona, Leader bshavior: ita depcription

and measuremsant. Columbue, Ohio; Ohic State Unlvarsity, Bureau

of Puminesa Research, 1957.

Fleighman, E, A.,, & Harrig, E. F. Patterna of leadership behavicr re-
lated to employee grievances and twrnover, FPeraonnel Peychology,
1962, 15, L2-56,

Flaighman, 2. A., & Hunt, J, G. (Bda.}, QCurrent developments in the
study of leaderghip. Carbondale, IL: Bouthern Illinois Univer-

aity Preaa, 1373,

Fleming, K. A. Sr. The relationship between adminiatrative behavior
of the prineipal and the quality of multi-dimensicnal organiza-
tional output of gohoola ae asaepsed by teschers and adminigtra-
tore of Catholic elementary and gecondary echoola. Unpublished

doctoral dissertation, Miami Univeraity, 1974, Ann Arbor:

Univeraity Microfilma, 197.4,

Pollettie, J. R. Educational productivity and the lnetructional ays-
tems proceps. February, 1672. {ERIC Document Reproduction Ser-
vica No. ED 0GB 761)

Gatep, P., Blanchard, K., & Hersey, F. Diagnoaing educational leader-
ship problems: a situational approach., Educstional Leadership,

19?0 L] ﬂl 3h8'351 .
Getzels, J., Lipham, J., & Campbell, R. Educaticnal adminigtration as

a gocial process. New York: Harper and Row, 1569,
Ghieselli, E, E. The validity of wmanagement tralte ralated to cooupa-

ticnal level. Perponnel Paycholegy, 1963, 16, 109-113.




130

Gibb, C. Leadership. In Handbeok of social peychology (vol. 2).
Boston: Addiaon Wesley, 1954,

Gibsen, R. 0., & Hunt, E. C. The Bohool peraonnel adminiatrator,

Boaton: Houghton-Mifflin Co., 1967.

Gramenz, G. W, Helsticnaships of principasl leadexr bghavior and organi-

zeétional atructure of IGE/MUS-E to I and R unit effecotivenesa.

Pachnical Report No. 320, Unlversity of Wlgeonain, 1974, (ERIC

Dooument Heproduction Serviece Ne. ED 102 6L4L)

Greene, C. N. The reciproral nature of influence between leader and

subordinate. Journal of Applied Pmychology, 1975, 60, 187-193.

Greenfisld, T. B., & Andrews, J. H. M. Teacher leader behavicor.
Alperta Journal of Educaticnal Reeearch, 1961, 7, 92-102,

Halleck, J. Eduncational cogte snd productivity. Paper presented at
the International Institute for Educational Flanning, Paris,

France, 1967, (BRIC Document Reprcduction Service Ne. ED 053 L443)
Halpin, A. H., [The leader behavior of gchool puperintendants, Columbue:
The Chio Btate Universlity Press, 1956.

Halpin, 2. W. BStudies in air crew compoeition, X, The combat laader-

ghip etyie of B-29 aircraft commanders. Technical Reperi. Human

Pactora Opaerationa Hesearch Laboratoriea, August, 1963,
Halpin, &. W. The leadership behavior and combat performance of air-

craft commandere. Journal of Abnormal and Sccial Psyohology,

1954, 1, 19-22,
Halpin, 4. W, The leader bshavicr and effectiveneas of aircraft com-

menders, In R. M. Stogdill & A. E. Coons, Leader behavior: itg

desoription and measurement. CUclumbue: Ohic State University

Prepa, Pureau of Bueinesa Reaearch, 19%7.



Halpin, A. W. Mapunl for the Leader Behavicor Descxri

Colunbuag, Uhlio: Ohic State Univereity Preaa, Bureau of Bueiness

Regearch, 1957.

Hammer, T. H., & Dachler, P. H. The process of superviplon in the con-

text of motivation theory. Universlty of Maryland, 1973. {ERIG

Document Repreduction Service Fo. ED 079 576)

Hanes, G, F., & Forbee, J. K. Faotere predicting sducationsl produc-

tivity. FPaper prepented at the anmual meeting of the Amerdican
Educational Hessarch Asescoclation, Washington, D.0., 1975. (ERIG
Document Reproduction Service No. ED 103 978)

Hayman, J. L. The systema approach and education. The Educational

Forum, 1974, 38, L93-501.

Hemphill, J. Leaderehip behavior sasociated with the adminiatrative
reputation of college departments. Jowmal of Educational Peycho-
logy, 1955, 46, 3B5-hLOL.

Herold, I. M. Interaoctlion of subordinate sand leader oharaoteristice

in moderating the conaideration-satigfaction relationahip.
Journal of Applied Peychology, 1971, 55, 6L43-651.
Houpne, R. J. A path-goal theory of leadership effectivenesz. Adminig-

trative Beience Quarterty, 1971, 1_6. 321-338.

Houee, H. J., & Degesler, G. The path-geal theory of leadership: soma

post-hoc and s priorli teais. Paper presented &t the Becond Lea-

derghip Symposium: Contingency Approaches to Leadership, Southern
Illincia Univereity, 19713.

Huffman, B. J. Militancy smong Catholic lay teachers. Paper presented

at the annual meeting of the American Bducaticonal Research Asso-
ciation, Chicago, Illinela, 197L. {ERIG Dooument Reproduction

Serviceg No. ED 090 560)



132
Hunt, J, G¢., & Lareon, L. L. Leadership frontiers. Kent State Uni-
veroity: Kent Btate University Press, 197GC.

Immegart, G., &« Pllecki, F. J. Aesegping organizational cutputs a

framework and some Implicatione. Educationgl Adminigtration
Guarterly, Winter, 196%, 62-76,

Jacoba, T. 0. Leadership and exchange in formal organigzations, Wesh-
ingten, D.C.: Human Resourceg Hsasarch Organization, 1970,

Jury, P., Weitzel, W., Davia, R., & Plnto, P. The relationghip of
gampie demggraphic characterigtics to job satigfaction, Univer-
plty of Minnesota, 1971, (ERIC Document Repreduction Service
No. Eb 052 367)

Katz, D., & Xahn, R. L. The scoial pasychology of organizations. HNew

York: John Wiley & Sons, 1966.

Kesler, B. T.,, & Andrews, J. H. M. Leader behavior of principalas,
gtaff morale end productivity. Alberta Journal of Bducaticnal
Regearch, 1963, 9, 179-191,

Kerlinger, F., N. Foundaticne of behavioral research. New York: Holt,
Rinehart & Wineton, 1973.

Kerr, 8., Schreigheim, ¢. A., Murphy, 0. J., & 5togdill, R, M. Toward
& contingency theory of leaderghlp based upon the consideration
and inltiating struocture literature. QOrganizaticnal Behavior
and Human Performance, 197h4, 12, 62-B2.

Kiealing, H. J. Educaticnsl productivity: public concern and legig-

lative reaponee, National Conference of State Leglalaturaa,

Waghington, D.C., 1975. {ERIG Document Reproductlon Servige Ho.
ED 112 £517)

Knegevich, 8. J. Administration of public education (2nd ed.). New
York: Harper & Row, 1969.



133

Knowles, M, 8. The medern practicea of adult education; andragogy va.
pedagogy. New York: The Agmoclation Presa, 1970.

Kocb, A., & Shaw, H, B, 0, § for Cathclic schoole: a atrategy for

future pervioe to church and mation. New York: Holt, Hinehart
& Wington, 1970,

Kormen, A, K., Conaideration, initiating struoture, and organizational
e¢riteria. Pergonnel Pgychology, 1966, 18, 349-360.

Laird, R. E. The relationship of the leader behavior of the prinoipal
and teacher morale in the vocaticnal centers of Maryland. Digser=-
tation Abatracte Interpational, 1974, 35, 3589-A.

Lake, D. G., Miles, M, B., & Barle, R, B. Jr. Meaguring human behavicr:

toocla for the apgegement of sogial functioning. New York:
Teachers College Preen, 1973,

Latham, J. L. BEuman relatlens in businesa: a behavioral science
approach. Columbua, Ohie: Charles E. Merriil Boocks, Inc., 1966.

Likert, R. Hew patterna of management. New York: MoGraw-Hill Book

Co., 1961,

Locke, E, A, What ig job eatisfaction? BSpeech presented at the Ameri-
can Peychologioal Aesoclation Convention, 1968. (ERIC Document
Reproduction Service Ho. ED Q23 138}

Mzckenzle, G. N., & Corey, 5. M. Weye of exercising in achool situa-

tions. In Instructional leadership. New York: Pureau of Pub-

licationa, Teachera College, Columbiz University, 1956l
Miles, M. B, Changeg during and following laboretory training: a

clinioal experimental atudy. Jowrnal of Applied Behavioral

Scienge, 1965, 1, 215-252,



134

Miller, W. C. Can & principal's improved leadership hbehaviocr result

in higher atudent achievement? BEducational Lesdership, 1976,

33, 336-338.
Miner, J. B.,, & Miner, M. G. Personnel and induatrial relatione (2nd
ed.}. New York: The Macmillan Company, 1973.

Morghet, E. L., Jolms, R, L.; & Reller, T. L. Educational sdminiptra-

tion, Englewood ¢liffs, WJ: Prentiope=-Hell, Inc., 1959,
Moger, B. P. The leadership patterns of school superintendents and

school prinecipals. Admipistrator's Notebook, 195%, 6, 1-l4.

Netzer, L. A., Eye, G., Grasf, A., Krey, ., & Uverman, J. F. Inter-
digeiplinary foundetionse of supervision. Boaton: Allyn & Bacon,
Ine., 1970.

Nie, M., Hull, C, H., Jenkina, J., Steinbremnsr, X., & Bant, D.
Statimtical packege for the social amclences (2nd ed, ). New York:
MeGraw-H1ill Heook Company, 1975.

Qaklander, H., & Fleliglman, E. A. Patterne of leadercphlp to ocrganiza-
tionge] etrese in hospltel pettings. Adminiatrative Science
Quarterly, 1964, 8, 520-532.

Optner, S. L. GSystems analyeis for buainess management. Englewocod
Cliffa, WNJ: Prentice-Hall, 1960,

Paterzon, R. B. Teacher attitudes toward professicnaliem, job satie-
faction, and collective negotiations: a crosa-cultural atudy.
Final Report, 1972, (ERIC Document Reproduction Sarvice No.
ED 063 279)

Petty, M. M., & Lee, G, K. Moderating effects of sex of supsrvisor and
subordinate on relaticnehips between supervigory behavior and

aubordinate satiafaction. Journsl of Applied Psychology, 1975,
60, 624-628,



135
Flude, F, . The flickering light: what's happening tc the Catheclic

achoole? HNew York: William H. Sadler Company, 197.4.

Quinn, R., Steines, G., & McCullough, M. Joh satisfaction: is there

a trend? Manpower Hapearch Mnhnograph Ne., 30. U.2. Dapartment
of Labor. (ERIC Document Reproducticn Service Ho. ED 020 3?&}
Richardson, H. C., & Blocker, C. E. Note on the application of factor

analysia to the study of faculty morale. Journal of Biucational

Poychology, 1963, Sh, 208-212,

Riles, W. Educational leaderghip in an era of accountability, Paper

preasnted at the annual meeting of the American Educational
Research Aspociation, Washington, D.C., 1975, (ERIC Documsnt
Reproduction Service No. ED 106 941)

hogere, ¢. W. Freedom to learm. Columbus, Ohic: Merrill Publishing

Compeny, 1969.
Sartain, A., Forth, A., Strange, J., & Chapman, H. Peyochology: under—

standing human behavior {2nd ed.}. New York: MoGraw-Hill Boock

Company, 1962.
Schuttenberg, E. M. The development of a general-purpose organizational

cutput instrument end its uge in the analyeis of an organization.
Tnpublighed doctorel diesertation, Boaton University, 1972. Ann

Arbor: University Microfilmg, 1972,

Serglovarmi, T. J., & Carver, F. D. The new school executive. New York:

Dodd, Mead and Company, 1973.

Stogdill, R. M. Individual behavior and group achlevement, New York:

Oxford University Prees, 1953,

Stogdill, R. M, Handbook of leadership. MNew York: The Free Press, 197L.




136
Stogdili, R. M., & Coonm, A, 5. Leader behavior: its degcription
and measurement. Bureau of Bualnees Research. Columbue, Ohio:
Ohlo State University Preen, 1957.

ftogdill, H, M., & Shartle, C, L. Pattems of adpinistrative perform=-

ance. Columbua, Chio: Ohio State Univeraity, Burean of Busi-
negg Reaearch, 1956,

S8treub, R, R, The perceptiona of the leadership bpehavicr of the direc-
tor of area vocational=teghnical achools in Pemnsylvanie.
Diggertation Abstracta Tntermational, 1974, 34, L6S5B-a,

Zwaneon, R, G., & Johneen, I. A, Helation between peer pesrception of
leader behavior and ingtructer pileot performance, Jourpal of
Applied Psychology, 2975, 60, 198-199.

Tannenbaum, H., & Schmidt, W. H. How to choose a leadership pattern.
Harvard Bupiness Review, 1958, 36, 95-101.

The Catholic Virginian, October 13, 1976. Richmond, Virginia: The
Catholic Virginlan Presa.

Tacksr, B, M. Considesration, initiating etructure, and leadership in
induptry. Diseertaticn Abstracta Internaticnal, 1973, 3L, 2839-a.

Yroom, V. H. Work and motivation., MNew York: John Wiley & Sons, 195)4.

Vroom, V. H., & Y¥Yetton, P. W. Leaderghip and decisicon-making, Pittg-
turgh, PA: Univeraity of Pittsburgh Fresa, 1973.

Wagner, W. C. A study cof leader behavior of college adminietrators,
Digsertation Abptracts Internatiomal, 1974, 1L, BhSO=4,

wWeed, S. E., Mitohell, T., & Moffitt, W. Leaderahlp siyle, pubormdinate
pergonallty and task type sa predictore of performance and eatis-
faction with supervimion. Journal of Applied Peychology, 1976, 61,
58-66.




137

Wood, . 4., & Lebold, W. K. fGhe multi-variate nature of professionsl
job eatiefacticn. FPaper prasented at the Anmual Conference of

the Indiana Manpower Repearch Association, 1967, (ERIC Document
Reproduntion Service No, ED 023 S78),

Yamada, P. 5. Teacher's and principal's percepticonas of leadership role
of the Cathelic parochial slementary achool principale in Bchoola
with and without a negotiated contract. DPiegertation Abstracts
International, 1974, 34, LETI-A.

Yuakiewlcz, V. D., & Donaldeon, W. 5. Job satipfaction of the public

Bchool teacher: & function of sub-culture coneensus with respect

to pupil-control ideclogy. Faper preeented at the meeting of the

American Educational Research Amsooimtion, April, 19é&6. {ERIC

Document Reproduction Service No. ED 061 178)



A STUDY OF THE INTERRELATIONSHIPS AMONG PERCEIVED
LEATHR EHEHAVIOR OF FRINCIPALS, ASSESIMENTS OF
ORGANI ZATIONAL OUTPUT AND TEACHER MORALE IN
THE SECONDARY BCHOOLS OF THE ROMAN
CATHOLIC DIQCESE OF RICHMOND

Mitchell James Hartaon, Ed.D,
The Collage of William and Mary in Virginia, 1978

Chairmen: Profemssor Arymand J. Galfe

Purpoge
The purpose of the etudy was to investigate the interrelaticonghips

emong teacher perceptiona of leadership behavior of thelr principale,
their morale and asessemante of school output. Two hypotheses baaed on
pravioua reasarch predicted that teachers having the higheat morale and
aggegarents of sohool ouftput would perceive their principal’e leadsr be-
havior me beleonging to the "high-coneideration/high—initiating structure”
quadrant of the Chic State Leadership theory. The third hypothegia pre=
dicted & significant relationship between percelved leaderghip bahavior
and teacher morgle while contreiling for teacher sgeasamenta or crganli-
sational cutput. The final hypothesie apught to confirm previoua ro-
eaarch which euggegta that different ptatue groups within the sghool
population may pee leadership behavior in plgnificantly different ways.
The theoretical baeis for the study wae the Ohioc State leadership etudies
conducted by Btogdill, Coons, and Halpin.,

Mathod

In thie degoriptive atudy, leaderehip bahavicr was messured by ues
of the Leader Behavior Degcription Questionnaire, ‘The two dimensions of
leaderahip behavior were tranaformed tc conatruct four distinct laader-
ghip etyles baped on combinatione of the two dimensloneg. After teacher
perceptions of leadershiip behavior were determined, teacher morale was
measurad by use of the Purdue Teacher Opiniomnaire, Teacher assessments
of the organizational output of their schocls was meapured using the
Organizationsl Questionmnaire., Hypotheeeas were tested by ueing analygis
of varianhce, analyais of covariance, and partial correlation analysis,

Findings and Conclusions
Resulta supported Bypotheees 1 and Z that leaderahip behavior

degeribed as "high-coneideration/high-initisting structure" results in
the highsat measurag of teacher morale and amnegmments of schoel cutput.
The conclusion ie that previcus research resulting in this finding ia
replicated in the ocontext of Catholic schocls, The pressent atudy demon-
atrates that the pearoeptiona teachera have of their principals' leader-
ship behavior doea influence their morale and the extent to which they
see thelr achools ae meeting instituticnal objectives. Hypothesis 3
demonstrates that the relationship btetween perceived principal leader
bkehavicr and teacher morale ims moderated by teacher apssppments of the
output of their echeocle. The conclueion is that it is important %o the
teaghere that their echocla serve aome worthwhils social purpose. The
raligious or lay ptatue of tha teacher affected porceptiona of leasdar-
ehip behavior. Lay teachere saw principale’ behavior as more oonalder-
ate and more taek-oriented than did thelr religlone counterparts. The
conclueion ia that the leader muet underptand that behavicr can ha per-
peived differently by various groups within the teaching population.
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