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ABSTRACT - X

The purposes of this study wére to determine: (a)
‘whether the degree to which evaluators. adhere to traditional

views about the righfs and roles of women in society is re-

‘ - - -
lated to the performance evaluations given to women relative

to men, and (b) if so, whether the model of self-fulfilling
. , el

brdphecy . developed in this thesis is an appropriate
explahation-for theldjnamicf whiéh under.ly the differential

.evaluation of men and women. The subjects were supervisors,

and subordinates- of non-officer status, in the Canadian

. -

Forces. .’
The research established that }here is pro-male bias in

actual performance evaluations among evaluators who express
? ¢ s
more stereotypic views about the rights and roles of women in

society, even under:' the circumstances of intimate knowledge

e : . ﬁ
of job performance. This relationship was found for three

ot

scales related to supervisory and leadership skillss out

. Iy

N

of the total of,Seventeen.sca1e§'on.}he Performance Evalua-
tion Report‘(PER)L

A model of .self-fulfilling prophecy was advanced to ex-
plai#‘the:gynamics underlying the d}fferential evaluatloh.of

. . - )
men and women. Within the context of this model, some support

was_obtained for the predictiod that traditional supervisors

- L ] L4 .
would . have  lower expectancies for their female-subqrdinatés

than more egalitarian supervisors would have for theirs. No
support was. obtained, however, through the survey of the

supervisors and the subordinates, .for the position that

' 1x
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‘supervisors act in a mannéf consistent with thei;
expectancies - that is, supervisors with lower expectancies,
through the kinds of reinforcement and enviroﬁnental con-
tingencies tﬁey establish, cause women to perform less effec-

\-
tively, and have lower expectancies for their own potential

fo achieve.

Theré were many ?ore differences related to the sex of
the subordinate in tﬁebresults of the PERs, and suﬁveys of
-supervisors and subordinates, than could be accounted for by
_the sup?rvisors' attitudes toward-women, as measured by the
short form of the. Attitudes.Toward Women Scale (AWS). Three
possibie reasons were advanced: (a) the supervisors' atti-
tudes toward women as measured by 'the AWS may not be Sﬁri
ticularly relatéd to the mor}!spec{fic attitddes superviso;§
may gold about the roles and opportunities for women in the
ﬁilitary;-(b) there may have been a bias in the ;Election of
the supervisors and/or subordinates; and, (c¢) there may be
real differences'inx}he performaﬁce, and the expectancies for
the performance of men and women in the military, due to the
tendency in our'society to socialize women toward a feminine
ideal, an ideal! which may-be;in conflict with the kinds of
behaviours required'to succeed. in the military. The differ-
ences in résults related to the sex of the subordinate were
Eonsistent with:the roles and attributes found by other re-

searchers to be commonly associated with the sexes.

X
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The discussion Sf the implications for future research
on the evaluatioﬁ of men and women included a recommendation’
for continued investigation using acIuai performance.-evalua-
tions in Ehe'workplace, vérying the sex-role o;ientétion o;
the occhatLons ar, professions under consideratioﬁ. In addi-
ti§n, it was recommended that careful consideration. be giveﬁ
to the operational definition of sex-role stereotype,-if con-

tinued use of this concept is to be made in explaining dif-

ferences in the evaluations of the products or performance of

- a

men and women. Recommendations were made for continued re-
search on the possible self-fulfilling natufg;of supervisors'
expectancies for their gubordinates, using di}ect observation
techniques of supervisor/subbrdinate interactions, rather
than the more subjective survey methods used in this study.
Recgﬁﬂendatioqs were made to the Canadian Forces (a) to ins-
ti;ute programs to help offset theﬁ?pptentiaj bias against
women achieving in the military, and (b) to continue research
on the possible self-fulfilling nature of supervisors' expec-
. . .
.

"tancies for their subordinates, by directly observing

supervisor/subordinate interactions.

X1



Fal ' Introduction

Research eaﬁgjrﬁ-xng evaluation procedures and other per-

sonnel decisions affecting careers of men and women (e.g. -
" - ‘ -

who is given professional development opportunities) in the

workplace has  for the most part demonstrated  bias against
women, particularly in professions and pcéﬁpations not trad-
itionally held by them. Women are- directed towards lower pay-
ing jobs, ‘requiring less education, and are selected less
frequently than men for management positions (Donahue & Cos-
tar, 1977; Fiddell, 1970 lignanan, 1977; Rosen & IJerdee,
1974; Shaw, 1972). Once on the job women are given fewer
profeséional ‘deve1§pnent opportunities, are promoted less
frequently, and may be seen as possessing fewer or less of
the quali ies‘necgssary for advancement into management pos-
itions th men {Bartol & Butterfield, 1976; Rosen & Jerdee,
1973; Rosen & Jerdee, 1974; Terborg & Ilgen, 1975). On
occasion sex role stereotyping tends to create bias against
men in the employment setting; for instance, employers are
probably more lenient with women as far as\family demands are
concerned (Rosen & Jerdee, 1974).

Virtually all of the studies 5eviewed have simulated
' evaluation and selection procedures. used in the work place.
None have examined evaluations of the actual performance of
men and women Qhere those evaluations have primary gsignifi-
cance to the careers of the men and women inQolved. More-

-

over, while sex role stereotypes are cited by most re-

-
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searchers as the basis for the differential evaluation of men

and women in the workplace, few studies have systematically

examined this thesis. The purposes of the study will be:

1.

to examine actual evaluations of men and women in the
Canadian Forces to determine whether ot not the de-
gree to which evaluators adhere to traditional views
about the roles of women in society influences per-
formance evaluations given to women relative to those

given to men; and,

if differences in performance evaluations are found
across evaluators who hold differing views about the
roles women should play in society, to examine some

of the dynamics underlyiné these differential eval-

uations.



CHAPTER 1 T X

Review of Literature

. .Sex Roles -

e Definition. A great deal of confusion exists in the
usage of the term sex role. Gordon (1966) proposed that role
has_ three separate foci, position, behaviour and relation-
ship, utilized in the main fields, anthropology, psychology

.

and sociology, respectively. Sex role as position usually in-
volves the division of'labéar by sex in structured groups; as
behaviour, sex role tends to be defined in terms of persoﬁhl-'
ity, abilities, preferenges, and the like without regard to
contexf; as relatioﬁship, the focus is on sex role learning
in varied social settings (Angrist, 1969). Angrist (1969)
concludes in a review of the definitions of sex role that it
"singularly suffers from absence of specific‘definition. Its
meaning is connotative instead of .denotative." She proposed
that sex role could be concei;ed ;s having four elements:
label, behaviour, expectations, and social {ocation.

Brigham (i971) argues that a stereotype differs {from
other generalizations, in the sense that it musts be viewed by
outside observers as being unjustified; thus, sex role
stereotype implies’ a generalized, conventional or stand-
ardized image, considered to be unjustified by outsidé obser-

vers, about the behaviour, expectations and social location

of men and women.

Sex Role Differences. Spence and Helmreich (1978) indic-
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ate . that sex role differentiation is universal among human -

societies: women and men are assighed different tasks,
righ;s, privileges and are likely to be suhject to different
rules of conduct, particularly in intetaction with each
other. Reflecting this division of roles, men and‘wumen‘are
typically assumed to posse;s different temperamental charac-
teristics and abilities - "disginctive sets of attributgs
whose existeﬁce is used to just;fy the perception of the soc-
iety's role structure or whose inculcation.is believed to be
necessary if members of each sex afe to fulfill thé?} assign-
ed functions.” (p. &)

The role differentiations between the sexes vary widely
across societies, yet certain sjmylarities are present. Women
are usually given the primary reponsibility for caring for
the children ané the family dwelling, while men are given the
primary responsibilty for providing for the family's economic

well-being (Spence & Helmreich, 1978). Parsons and Bales

. (1955) have characterized this division of labour as repre-

L e . . .
senting” a distinction between instrumental and expressive
roles, men charged with being the family's representative in
the outside world and acting~on its behalf, and women accord-

ed reponsibiligy not only for ministering dir&ctly to the

‘physical neéds of the family members, but also for maintain-

ing interactions among them and attending to their emotional
needs. Paralleling these divisions, men are expected to dev-

elop independence, self-reliance, and other instrumental

»
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. p]
skills that will permit them to discharge their responsibil-

ities to their families and society as a whole, while women
are eXpectednto develop the aurturant expressive character-
istics needed to carry out their interpersonal tasks.’

Results of reSearEh on sex role stereotypes aré in keep-
ing with this theoretical framework. Broverman et al. (1972)
concluded that a strong consensus exists across groups which
differ in sex, age; religion, marital status and educational

levels. Typically men are perceived to be independent, objec-

tive, active, competitive, logical, skilled 1in business,

woridly, adventurous, and Eompetent; while women ar viewed
as gentle, sensitive to the feelings of others, tacyful, re-
ligious, neat, quiet, interested in art and literature, and
able to express tender_feeling§ (Broverman, Voge!, Broverman,
Clarkson & Rosenkrantz, 1972). Indications are that both men
and women incorporate the above stereotypic differences into
their self-definitions, although not to the extent tg‘which
stereotypic traits are ascribed to men and women in general
(Broverman et al.; 1972).

Differences also exist in most societies in the .power
relations between the sexes - typically, men are expected to
be dominant over their wives and to ‘have greater control of
economic resources (Spence & Helmreich, 19785. Even in soc-
ieties in which the interactiens within the family are re-

latively egalitarian, men in their extrafamilial- relation-

ships are likely to be accorded positions of greater power
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and prestige than women (Stephens, 1963; Touhey, 1974a,b}.

Furthermore, characteristics ascribed to men are frequently
valued as positive and viewed as healthier than character-
istics ascribed to women (Broégrnan at al., 1972).
Explanations of the origins of sex role differences and
the factors that maintain them, continue to be the subject of
scientific controversy. In the introduction to an anthology
of readings on sex differences encompassing the disciplines

of psychoanalysis, anthropology, sociclogy, psychology and

ethology, Lee (Lee & Stewart eds:, 1976) outlined areas of
theoretical consensus and nonconsensus. The areasﬁbf consen-

4

sus according to Lee are as follows:

1. the sexes differ with respect to important aspects of
behaviour, world view, preferences, expectations, at-
titudes, temperament, and/or charact;r but also haye
many functional similarities;

2. sex differences "interact with age and/or d€vel opmer-
tal stage in life; i

3. there are ﬁmny males and females who are exceptions
to one or more of the normative differences;

4. most functional.;ex differences are an outgrowth of
the interaction of biological sex with cultural in-
fluences;

5.-there are sex differences in status, with males al-
most always being assigned more valued status than

.

females;
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6. the functional differences between the sexes are com-

plex, multidimensional, and often difficult to under-
"stand - this so, déspite a common human tendency to
view them as simple, unidimensional, and self-
evident.

The three main areas of nonconsensus according to Lee are as
Lo

\\follows:

1. there are differences of opinion on the relative con-
tribution of biology and culture to the interactions
which wunderlie functional sex differences - ‘smne,
like the early psychoanalysts assigned a larger role
to biological determinants, while others (e.g. Mead,

e 1949) emphasized the influence of cultural factors;

2. there is little consensus on the balance between sex
similarities and differences.- some clearly concept-

. ™~ ualize sex differences as resting on a broader spec-
trum of human characteristics, while others perceive
the sexes as more different than alike;

3. there is little consensus on the relation of sex dif-
ferences to sex status - fhe question.is, to what de-
gree are functional differences attributable to soc-
ial status; or, to put it another way. 1if social
status differences between the sexes were removed.,

which functional differences, if any, would remain?
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Returning to the definition of 'sex role stereotype, it

would apﬁear that the standardized or conventional'imagés'oi
men and women in our society have to do with men being char-
acterized by instrumental roles, charged with Being the fam-
ily's representativezin affairs outside‘the home and acting
on its behalf; and with women being giveh the nurturant role,
responsible for the physical needs of the family as well as
attending to emotioﬁal needs and maintaining harmonious in-.
teractions among the family members (Parsons & Bales, lé%ﬁ)l
In keeping with this, positively valued traits for men form a
¢luster of related Dbehaviours representing competency,
rationali;y,.and assertion. The positively valued feminine
traits form a cluster which reflects_warmth'ahd exbressive—
ness (Broverman et al., 1972). Because ¢pf their responsibil-
ities as representatives of the family, ‘men are viewed as
having higher status than women (Speﬁce & Helmreich, 1978;
Lee & Stewart, 1976). The theoretical conceptualizations for
the origins of se* role differences, and consequently stereo-
types, and the factors which maintain them are the subject of
scientific controversy. The nmin';reas of nonconsensus in-
volve .the relative contribution of biofogy and culture to
functional sex differences, the balance between sex simi-
i ‘ .
lggjties and differences, and the relationship of sex differ-

ences to the status of the sexes {Lee & Stewart, 1976).

Wl .

Changing Sex Roles. Changes in technology, economics, and

social organizations are heralding changes in the status,
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roles and functions of the sexes. Lee (in Lee & Stewart eds.,

1976) indicates that:

"The contemporary crisis in sex identity_is essentially -
a conflict between the traditional ideas about sex dif-
ferences and the new realities of sex role. Qur soc-
iety's understanding of the nature of sex differences 1is
derived from the cultural past. But the realities which
currently dictate the specific roles and functions of
men and women spring from ongoing changes in economics,
technology, and social organization. These changes are
shaping a new sensibili'ty about sex differences which
departs in significant ways from the old sensibility."
(p. 13)

Technological change has introduced labour saving de-

‘vices in the household giving many women surplus time for em-

ployment outside the home as well as for self-improvement and
education TLee & Stewart, 1976). Advances in medical care
have increased the 1§ngev;;y of "both men and w;nen making for
longer productive lives and more leisure time after retire-
ment. At the same time the technology of bicth control, par-
ticularly the contraceptive pill for women, has freed women
from unwanted pregnancies. Sure birth control techniques
have also had an impact on courtship and marriagé customs.
They have given women the prerogative of disassociating their
sexual behaviour from pregnancy and ¢hildbirth, thus }reeing
them from traditional social and biological constraints on
their sexuality. The relative availability of prenarita{
sexual partners for both men and women, has tended to reduce
the importance of sex as an incentive to marriage, contri-
-

buting to a trend towards marrying at a later age (Lee &

Stewart, 1976). The freedom from childbearing has also made

1
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it easier for married women to ?ontribute partially or full;o'
to ghe econupic support of the i#nily.

The last two decades have witnessed great changes in the
family, with 1t becmping increasfngly nuclear, in sharp con-
trast ‘to the traditional extended family (Lee & Stewart,
1976). In the absence of thé extended family support system,
there has been a convergence of function between husbands and
wives, which in many instances has resulted in role overlap
and occasiohally role revefsal. This, plus the movement of
wormen }hto the’ labour force tends to invalidate Parsons'
(Parsons & Bales, 1955) classic designation of women as hold-
ing primarily "expressive and nutprant". rpi;s and men as
maintaining essentially "intrumental" roles in our society.
Increasing, divorce rates have contributed to an increase in
two alternate types of families: divorced people who rénérry
with children who may have strong ties to a biclogical parent
not in the family wunit; and single parent families (Lee &
Stewart, 1976). As novel family forms become increasingly
prevalent the traditional complementary sex division of lab-
our no longer holds in many two parent nuclear families, and
;s simply dysfunctional in single parent families where the
remaining parent must assume both parental roles (Lee &
Stewart, 1976).

The number of women in the Canadian Labour force is-fast

approaching 50 percent (Statistics Canéda, 1979). The female

labour force participation rate for women with no children is
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73.5 percent; for women with children 45.5 percent; and, for

women with children over 6 years of age 51.4 percent (Stat-
istic; Canada, 1976TT’£;ile'the labour saving devices in the
home and better birth control ;echniques may have created a
"boredom push" of women out of the home into the labour
force, it appears that "income pull™ may also be a largé;fac—
tor (Lee & Stewart, 1976). Roughly 40.8 percent (Statist}cs
Canada, 1976) of the total number of women in Canada in the
labour. force are single, widowed, divorced or their husbands
are Aabsent. This does not iﬁclude the nmnbef of women who
work because their husbands' income alore would be'too low to
support the family.

The increased p;rticipation of women inlthe work force
has not, however, b‘éen ac‘c‘ompanied by as }'apid a change 1In
attitudes towards appropriate work roles for women {Terborg,
1977). ProQ?bly the single most important féctor which has
allegedly created a barrier to the integration of women into
work roles not_;raditionally held by wunén is the existence
of %Ervas}ve and persistent sex role stereotypes (Terborg,
1977). In laboratory research and work place simulations,
commonly held beliefs about the appropriate roles and attri-
butes of men and women are cited by most researchers as the
basis for the differential evaluation of men and women (Nieva‘
& Gutek, 1980). Should this be the case with actuaL.evaIua-
tions in the employment setting, sex role stereotyping could

be highly dysfunctional for the ‘organization that wishes to

A Y
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optimally utilize all of its employees' contributions in ach-
~leving its_goals.

Differential Evaluation of Men and Women:

-

Pro-Male Bias. There is gbod reason to believe that sex

role stereotyping does result in discrimination against women
in the employment setting. Research simulating employment
conditions has demonstrated bias against women’ in counselling
for careers (Donahue & Costar, 1977), in selection for jobs
(Fiddell, 1970; Heneman, 1977; Haefner, 1977b; Rosen & Jer-
dee, L974b; Shaw, 1972), in salaries offered (Dipboye, A;;ey
& Terpstra, 1977; éiddell, I970;lTerborg & llgen, l975),_in
evaluations .on tﬁg job affecting promotion (Bartol & Butter-
field, 1976; Rosen & Jerdee, 197%a,c, 1973), and in selection
for prbfessional development opportunities {Rosen & Jerdee,
1974a). Bias against women has also been demonstrated in the
selection of applicants for scholarship.funds (Loa, Upchurch,
Corwin & Gro§§mickle, 1975), and for a study abroad program
(Deaux & Taynor, 1973}.

Pro-maie bias has also been demonstrated beyond the se-

lection situation. When identical professional articles and

paintings were attributed to male and female sources, the

=

products attributed to mexn were more highly rated than were
’ ' .

those attributed to women (Goldberg, 1968; Pheterson, Kiesler

& Goldberg, 1971). Deaux and Emswiller (1974) found that male

performance on a perceptual task was rated as more skillful-

than the equivalent performance by a female, regardless of
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whether the task was commonly perceived to be male-related

(i.e. - discrimination of mechanical objects) or female-
" related (i.e. - discrimination of household tasks). Likg—

wise, Taynor and Deaux {1975) ;ound‘that the behaviour of a

[ .
]

character ih.a description of an emergency situatioﬂ was con-
sidered mofe logical when the character was depicte%bas male
than when depicted as female.

There have béen several studies investigating the re-
lationship between the evaluations given to males and fe-
males, and their levels of competence 1In va}}ous areas. The

“results are complex; however, it seem§ that,'whether or not
competent women are given equal ratings when coﬁpared with
compete&t men (Dea;x_& Taynor, 1973; Piacente, Penne{, Haw-
kins & Cohen, 1974), competent women are perceived as less’
feminine (Piacente et al., 1974); are given less consider-
ation when they blunder (Deaux,‘l972); are not preferred by
men as coworkers in competitive or cooperative .situations
(Aronson, Willerman & Floyd, 1966; Haefner, 1977a; Hagen &
Kahn, 1975; Helmreich, Aronson § Lefan, 1970); and are more
'likely to be excluded by both sexes in a work group (Hagen &
Kahn, 1975).- |

Studies on leadership and supervisory styles show that
men and women are evaluated differently depending on the
leadership style used, sometimes in favour of men, sometimes

in favour of women. Rosen and Jerdee (1973} found that a re-

ward style of handling absenteeism and poor work performance

<
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(i.e. - salary increase incentive) was rated as more effec-

tive. ffr male supervisors “than for female supervisors. A
cfriendly dependent style (i.e. - askiné for employees' assis-
tance in helping to improve performance) was rated as more
ef@ec;ive for supervisors of either sex when used with sub-
ordinates of the opposite sex. In another study (Bartol &
Butterfield, 1976), a consideration style of leadership (e.g.
- establishing*ﬁf/friendly warm atmosbhere) was valued.more
highly for female managers, and males received higher scores
for a structured style of leadership (e.g. - structured at-
ﬁosphere with clearly defined work goals and expectations).
Resalfs also indicste that men and women share common per-
ceptions and expeétations about - aﬁpropriate behaviours for
males ‘and females in supervisory positions (Bartol & But-
terfield, 19}6)-- .
In térms of evaluator characteristics., Simas (1976)
found lhat high authoritarian personalities in personnel se-
lection positions adhere more to stereotypic attitudes to-
wards women and are less likely to select women for manage-
ment tyainee positions “than low authoritarian individuals.-
The explanation advanced for this finding was that high auth-
oritarian individuals have a stroﬁger need for structure and
are, therefore, more likely té adhere to traditional at-

titudes towards women in society.

Contrasting Findings. A number of studies have ifound

that women receive disportionatgly favourable evaluations

<
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compared with men, given similar performance. Jacobson 2

}
Effertz (197%) found that followers tended to rate the per-
formance of male leaders as being worse than that of female
leaders, even though their performance wag the Saﬁe. Simi-
larly, ‘Abramson, Goldberg, Greenberg and Abramsdn (1978)
found that female attbrne s and paralegal workers were rated
Q; having more vocational competence than identica& males.
Both (Abramson et al., 1978; Jacobson & Effertz, 1974)
explain that because fhe successful performance was “hot in
keeping with cohvébtional sex roles, it was given more value
“than ‘equivalent performance for men. Abramson and coauthors
(1978) labelled this the talking platypus pheﬁomenon: "Af ter
all, it matters little what the platypus says, the wonder is
that it cén say anything at all.” Supporting evidence for
this phenomenon can a}sg be found in two .studies (B{goness,
1976; Hamner, Kim; Baird & Bigoness, 197%) of business stud-
ents' evaluations of the filmed performance of grocery stock
workers. Given the same performance women were rated higher
than men, especially under the condition of very good per-
formance. -

A number of studies have -found no ‘differences in the
evaluation of males and females. Frank and Drucker (1977),
using an in-basket technique, found ‘no difference in ratings
of males and females on sensitivity, organization, planning
and written communication. Taynor andTDeaux (1973) found no

differences in the ratings of perf$}ﬁance, ability, and
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effort of male and female characters described in emergency

situations. Hall and Hall (1977) also found no sex dif-
ferences in ratings of ability, motivation, and overall Jgask
peffofmance, using a case study of a male or female personnel
director. Similarly, Dipﬁoxe‘and Wiley (1977) found no dif-
ferences in tﬁe evaluation of males and females by colIege

recruiters. P
?' B \"'-/ - -
The Perceived Causes of Performance. The perceived /f/
N

reasons for good and poor performance may influence™ eval-

”

yators to be either lenient or severe in rating perfdfmance.
Atteibutfion theorists suggest that pérformance can be attri-
buted to four causes: ability, effort, task difficulty, and
luck (Weiner, Frieze, Kukla, Reed '& Rosenbaum, 1971), which
can be characteriigd as either internal or extefnal; and
either stable or unstable. Performance is seen as repeatable
if its perceived causes are either stable or internal to the
individual, and behavi;ur is maximally predictable if 1its
perceived causes are both staBIe-and internal. Of the four
proposed causes, ab{lit;J fulfills the condition of maximum
“predictability in thét it‘is stable and internal in Locusrof.
control.

Results of studies on att?ibutions for the success of
men and women (Cash, Gillen & Burns, 1977; beaux & Emswillér,
1974; Etaugh & Brown, 1975; Feather,.1977; Feather & Simon,
1975; Feldman, Summers & Kiesler, 1974; Garland, 1977; Taynor

& Deaux, 1975) indicate that generally success for women in

Y
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male-oriented tasks -or occupations is attributed les$s to

-
-ty

ability and more to externél variable factors such as luck
than for males. For instance,. Felﬁc_!maLn et al. (1974) found
that when given a description of a character who succeeded in
obtaining a job in a male-dominated high-status field, sub-
jects were more likely to attfi.bute that success to a cause
external to the applicant's control, if the character were
female. On the otger hand, when given a description of a fe-
male character who succeeded in getting 2 .job in a female-
dominated high-status field, the subjects were more likely to
attribute the ‘success to variables within the applicant's
control, such as ability, than when given the same desciption
"with a male character. Furthermore, the tendency to attri-
bute the success of women in management to external factors
is associated with_ negative attitudes towards women in man-
agement (Garland & Price, 1977). Conversely, a tendency to
attribute success'qf women in managément to internal factors,
such as ability, is associated with bositi;.re' attitudes to
wards women in management (Ga-rland & Price, 1977).

Pro-male attribution bias persists in cases of ir:tef.fect-
ive perform%.nce. Etaugh and Brown (1975), and Cash and co-
workers (1977) found that unsuccessful perfor_mance was more
frequently attributed to lack of ability in women than was
comparablellack of ﬁerformance in a male. Cash et al. (1977)

also found that unsuccessful performance by a male was more

likely to be attributed to bad.luck than was the same per-
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formance by a woman. Similarly, in a school. setting Feéther
and Simon (1975) found that feminine failure was attributed
more to lack of ability than male failure, while course dif-
ficulty was used to explain male failure.more than female
failure. | |

These findings suggest that because the success of women
is frequently attributed to variable factors beyond their
control, evaluators will be less likely to predict future
success and current performance is more. likely to be dis-

counted.

Factors Affecting the Evaluation of Men and Women. Nieva

and Gutek (1980) in their review of the research on the eval-
uation of the qualifications and perfoymance of men and
women, indicated that although most of the studies revlewéd
showed pro-mﬂle bias, contradictory evidence was found. ?%ey
suggest that the factors which affected the findings invol-
ved: (a) the level of inference required {n the evaluation
situation, (b) the effects of sex-role incongruence, and {c¢)
the effect of level of qualifications and performance ex-
fribited.

With respect to the level of inference required, greater

evaluation bias was found in studies. on the evaluation of
gualifications and on the causal attributions of performance
than in the“studies focusing .on past ‘performance (Nieva &
Gutek, 1980). Nieva and Gutek (1980) reason that past per-

formance requires the lowest level of inference since the

18 .
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assessment is confined to the behaviour or product exhibited

and no further speculation 1is required. Terborg and Ilgen‘
(1975) and other researchers (Frank & Drucker, 1%77; Hall &
Hall, 1977) suggesE that the effect of bias and stereotypes
is most potent when little is known about the female and that
stereotyping decreases as more information is obtained.
Kiesler (1975) calls this process "actuarial prejudice" -
whereby the perceived probability of success of any one pers-
.
on is reduced when the probability of success of the grouﬁ to
which the person belongs is lower than that of other groups.
Failing additional job-specific information. on women, the
process of actuarial! prejudice implies that judgements about
capabilities to succeed in male-dominated career fie{ds will
favour Qen. Kanter (1976) extends this concept further by
descrising perceptual _phenomena occuring amongst majority
group members which act to preserve stereotypic views of a
socially distinct set of minor{ty group members newl} intro-
duced into a work setting. ﬁecause rnajorit; group members
frequently have had limited or role-circumscribed experiences
with the minority group memberé, the token group is subject
to: visibility - the minority group capture a disproportion-
ate share of the _awareness; polarization - differences be-
tween the minority and majority groups are exaggerated; and,
assimilation -the minority group's attributes are distorted
to fit pre-existing generalizations {(or stereotypes) about

the group. -These processes in combination would tend to
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create a situation in which the performance of women would be
discounted by evaluators in male dominated fields.

The second factor which Nieva and Gutek (1980) indicate

affects the evaluations of men and “'women is sex-role incon-

gkuence; Most of the-studies showing pro-male evaluation bias
have used predominantly masculine domains (Dipboye, Fromkin &
Wiback, 1975; Fiddell, 1970; Rosen & Jerdee, 1974a, 1974b,
1974¢c; Rosen, jerdee & Prestwich, 1975; Shaw. 1974; Terbbrg &
Ilgen, 1975). In those studies in which there has been a
balance of typically male and female occupations under con-
sideration it was found that both males and female suffered
in sex-atypical jobs {(Levinson, 1975; Nilson, 1976; Cash et
al., 1977:; Cohen & Bunker, 1975), although it is unclear
~which sex suffers more from sex-role incongruence. Levinson
(1975) and Nilﬁon (1976) showed discrimination Qifjgreater
proportion for males in sex-incongruent jobs; than'#fenales
applying for sex-incongruent jobs. én the other hand. Cash
a co@orkers' (1977) findings suggest that men are seen as
more appropriately placed in masculine and neuter jobs than
feminine ones, whereas women are seen as more appropriately
placed in feminine jobs than either masculine®of neuter ones.
Furthermore, Cohen and Bunker (1975) point out that there
tends to be more male jobs than female ones, and male jobs
.are also perceived to be higher in status.

More fundamentally, Nieva and Gutek (1980) argue that
many norms regar%}ng desirable work related behaviours are

AN
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often incompatible with norms regarding behaviours appro-

priate to the female sex role. The most global of these po-
tentially conflicting standards, concerns éeneral competence,
which is expected on a job,‘but is not stereotypically ex-
pected of women (Broverman et al., 1972). The results des-
cribed above regarding competence support this position in
that competent women are perceived as less feminine, are
given less consideration when they blunder, are not preferred
by men as coworkers in competitive or‘cooperative situations,
and are more likely to be excluded by both-sexes in a work
group. Assertiveness is another example of a Efait desirable
‘Tn many jobs, but-regarded negatively in women (Loa et al;
1975) . In additioq, while competitiveness in 2 man is
enjoyed by other m;n, competitiveness in a woman results in
her ostracism (Hagen & Kahn, '1975). Sex-role incongruence may
under certain circumstances result in the reverse of what
might be expected -~ the over-evaluation of women. This
usually occurs when women are clearly ,performing well in un-
expected circumstances (Hamnernet al., 1974%; Bigoness, 1975;
Jacobson & Effertz, 1974; Abramson at al., 1978). Taynor and
Deaux (1973, 1975) have used equity theory to explain this
phenomenon. This model suggests that persons perceived as
operating under constraints over which they have no control
are usually perceived as more deserving of reward than in-
dividuals who are not operat{ng under such circumstances

(Leventhal & Michaels, 1971). <

9
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The fina! factor which- Nieva and Gutek (1980) suggest
affects the manner in which bias operates is the level of

qualification or performance of the men and women under . con-

sideration. Men are evaluated higher than women when they are
equally comp&tent, but women are ju&éed superior to men when
the -capabilitiés of both are. clearly low (Deaux & Taynor,
1973; Feather & Simon, 1975). In addition, whereas males were
evaluated more positively when they succeeded than when they
failed, women were evaluated more positively when they failed
than when they succeeded. Other studies showed that while
evaluators made little distlhctionlbetween'nmles and females
who weré of low competence or who were applying for routine
and less demanding jobs, males were pref;?red over women when
*there was an equally high level of competence or when the
jobs were demanding (Haefner 1977a. 1977b; Heneman, 1977;
Rosen & Jerdee, [974). Bias .then appears to operate in both
directions - competent males are rated more positively than
compe;ent females, but incompetent males are rated lower than
equally incompetent females. Nieva and Gutek (1980) reconcile
this pattern of resﬁlts with the notion of sex-role con-
gruence. Because success In demanding situations or occu-
pations is generally expected of males and not of females.
unsuccessful females are.not as ‘heavily penalized as unsuc-
cessful males, from whom more is expected; however, women are

not rewarded for success in the same way that males are:

Success is viewed more positively if it iIs consistent with
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sex-role expectations than if .it is inconsistent (Feather,

1975).

Summa x.'ln the studies reviewed there is predominantly .

a pro-male bias in the evaluation of men and women. Success
for women is more generally attributed by evaluators to ex-
ternal variable factogs such-as luck than is success for men.
On the other hand, lack of success for women is more fre-
quently associated with -internal stable factors such as lack
of ability, tkan is comparable unsuccessful performance for
men. Nieva and Gutek (19805 attribute inconsistencies in thé
research findings to (a) the level of inference required in
the evaluétlon situation, (b) the effect of sex-role incon-
‘gruence, and (c¢) the effect of level of qualifications re-
quired and/or the performance exhibited. Although few studies
have systematically examined this ‘thésis, sex-role stereo-
tybing has been cited by most researchers as the basis for
the differential evaluation of men and women (Nieva & Gutek,
1980; Terborg, 1977).

Self-Fulfilling Prophecies

v

Research on sex role stereotyping and the evaluation of
qualificatioﬁs, performance and/or the products of men and-
women has been revieﬁed. The research review implicates sex-
role stereotypes held by evaluafors as the basis for this
differential evaluation of men and women. The theory of self-
fulfilling prophecy suggests, however, that the dynamics be-

hind this relationship are complex, and may have long-term

-
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consequences for the self-concept and future behaviour of the

individual being evaluated. According to Merton (1948) "the
self-fulfilling prophecy is in the beginﬁing, a false defin-
ition of a situation evoking a'new behaviour which makes the
originafly false conception come true" (p. 423). Thus, the
self-fulfillzng prophecy involves a process whereby expec-
tancies.held‘by a perceiver about a target actu§11y influence
the target's behaviour in ways that confirm the perceiver's
expectancies.

Jones -(1977) argues that stereotypes-are regions within
one's implicit theory of personality. The act of assigning a
label to an individuél. or assigning the individual to a dis-
tinct social group results in certain expectancies for the
individual consistent with the label; in this case, for the
women to behave in a way consistent with the stereotype for
their sex. By virtue of having.these expectancies individuals
in high status positions can set up the environment. attend
to behaviour, and establish reinforcement contingencies such
that it is difficult for the stereotyped individual not to
act in a manner consistent with expectancies.

This is similiar to the concept of role entrapment ad-

Mo
vanced by Kanter (1976) whereby stereotypic assumptions and
mistaken attributions made about tokens tend to force them
into playing limited and caricatured roles in the system.

Typically when women are members of a token group in a pre-

dominantly male environment, the men in the work group res-
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pond to the women jin ways which preserve the familiar forms

of interaction that they have had with women in other Qpheres
of their lives - for exmnpleh* wife, mother, lover, etc.
" Often Kanter (1976) argues, it is easier for tokens toraccept
:
the stereotyped roles than to fight them, even if their
acceptance means limiting -the token group's range of expres-
sions or demonstrations of task cmnﬁetence.
Jones (1977) argues that not only can the behaviour of
the stereotyped iédividuals be modified, but alsoc the expec-
tancies they hold for themselves, With respéct to performance
evaluations at work the results cduld be that lower perfor-
mance evaluations given to women are consi;tent with their
actual performance, but reinforcement and environmental con-
tingéncies established by the supervisor -and significant
others have modified the women's performance levels, and pos-
sibly the women's expectancies for their ability to perform
at work.
Darley and Fazio (1980) outlined the sequence of events
which characf;rize the process of self-fulfilling prophecy as
follows:
l. Perceive; develops a set of expectancies about the
target person. < k

2. Perceiver then acts toward the target person in a
fashion consistent with his/her expectations of the
target.

3. Target interprets the meaning of the percefver's ac-

tion.
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4. Based on this interpretation the target person res-

ponds to the perceivers action.

5. Perceiver interprets the target's action.

Darley and Fazio (1980) argue that deﬁpite the fact
that the térget‘s 'bghaviour is either ambiguous or dis-
confirms the perceiver's impression of'the target, the per-
ceiver is likely to interpret the ambiguous response in a
biased manner, or to attribute the target's disconfirming be-
haviour to situational forces. Both result in the maintenance
of the original impres;ion of the target. For example, in the
case of disconfirming behaviour, Regan} Straus and Fazio
(1974) found that skille& performance on the pé;t of a liked
other was attributed toc the dispositional characteristics of
that oihef; whereas the same behaviour by a disliked other
was attributed to éitdational forces. Conversely, poor per-
formance was attributed externally for Iiked others, and in-
ternally for disliked others. In the case .éf ambiguous be-
haviour on the part of the target, Hastorf and Cantril (1954)
for example found that students from two universities viewéd
the tinfractions duflng a football game between their two
.teams very differently. Duncan (1976) found that an an-.
biguous shove was rated as more violent by white subjects
when a black .performed the act than when a white did.

In the case of behaviour from the target which object-

ively confirms expectancies, Darley and Fazio (1980) argue
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that the perceiver underestimates his or her own role in pro-

ducing that particular response, and attributes the response

to the dispositional qualities of the target person. Even

when explicitly made aware of some obvious situational pres-
sure operating on the actor, observers draw dispositional in-

ferences regarding the ‘écfor (e.g. E.E. Jones,. 1979; E.E.

Jones & Harris, 1967; Snyder & Jones, 197%).

: Da;ley and Fazio (1980) further indicate that the tar-
%et's self-percep£ion of his or her behavioural response may
lead the target.to infer a few attitude toward (a) the sit-

. uation, wﬁiéh may prompt similar éﬁnfirming behaviours in
later.similar situations, (b) the perceiver, which may prompt
expectancy confirming behaviour in later. interaction with the
perceiver; or (c) himself or herself, which may represent a

modification of self-concept and may influence behaviour in a

variety of later situations. It is the latter case which

-

Jones (1977) argues. frequently occurs with stereotyped
groups. In support ;?\this, Snyder and Swann (1978) found
that targets who were .led to believe that their hostile res-
ponse to a perceiver reflected a disposition, acted in a hos-
tile way toward a new partner. Comer and Laird (1975), found

“that subjects~ho agreed to?perform an unpleasant act (i.e.
/

.

eat a worm) tended to draw one of three inferences from the
agreement: (a) some subjects‘concluded that the act of eating
a worm was not actually all that unpleasant; {b) some sub-

jects.concluded that they were brave and heroic individuals;

t



28

and, (c) some subjects concluded that ,they deserved to
suffer. ;Pe latter two groups, then, ttribited their be-
haviour to some aspect of themselves. éer when asked to
chose between either a task in which shbéLs were to be ad-
ministékea to them or a neutral task, a greater -number of
those who attributed the behaviour of eating a worm to
themselves (Groups b and c¢), chose to shock themselves than
did the subjects who changed their concept of the worm (Group
a}). The findings of these studies suggest that, in fact, the
target person can ascribe to himself or herself the very
qualities the perceiver expected.A.Furthermcre, this self-
ascription'prompts the target to behave congruehtly with the
pefceiver's original expectancy, even in interaction with

different others or in different situations (Darley & Fazio,

1980).

El

To meet the requirements of the classic self-fulfilling
process {Merton, 1948), a study must demonstrate {a) what the
percelvefﬁs expectancies of the target individual are; (b)
that the percievér behaved toward the tafget in 2 manner con-
sistent with the perceiver's expectancies; and (c) that the
target's behaviour was modified in some manner to coié-
cide with the perceliver's expectancies. Perhaps th ‘b'kt known
study supporting the notion of self-fulfilling prophecies was
conducted by Rosenthal and Jacobson (1968) entitled "Pyg-
malion in the Classroom", in wﬁich chiidren; from whom the
teacher was led to expect greater intellectual growth, demon-

strated such growth relative to other students in the class.

7
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The variables which.mediated the teacher expectancy effects

were investigated in a subsequent study (Meichenbaum, Bowers

& Ross, 1969). It was found that the téacher's behaviour to-

wards the student was indeed affected, with some teachers

significantly increasing positive . interactions énd other

teachers -decreasing negative interactions. Together, these

studies reflect the three requirements listed above which de- -
fine the self-fulfilling process.

Two other studies by Snyder and his colleagues (Snyder &
Swann, 1978; Snyder, Tanke & Berscheid, 1977) have similarly
obtained evidence for the existence of this behavfau;al con-
firmation process. Snyder, Tanke & Berscheid (1977) required
male "perceivers" to Interact on the telephone with female
"targets" whom they were led to believe were .physically at-
tractive or unattractive. They found that men who anticipi;ed
interaction with attrac%ive women perceived them as sociable,
poised and hqmourous. Conversely, men who antlcipatéd inter-

action with.,uhattractive women perceived them as awkward,
serious and soqially inept, Further, the_aéfual behaviour of’
men who believed their paftners_ts be attractive was juaged
by objective observers to be more sociable, warm and outgoing
than that of men who believed their partners to be unattrac-
tive, Females who were believed to be attractive were judged
to exhibit greater animation, greater enjoyment of the con-
versation, and greqﬁer liking for their male partner, than

those women who were believed by their partners to be un-
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attractive.

In a second study (Snyder &. Swann, 1978}, peréeﬁvers
were provided with hypotheses about persou%} attrebhutes of
other individuals (i.e. - they Qere either introverted or ex-
. troverted). Thg’ participants were preﬁared to test these
hypotheses by choosing a series of questions to ask their‘
targets in an interview. The participants prepared for the
interview by preferentially selecting questions which wo;ld
ébnfirnl their hypotheses. Moreover, these search proceddresh
channeled sﬁcigl interaction between‘participants and targets
in ways that‘caused the targets to provide actual behavioural
confirmation for the perceivers' hypotheses. Both" studies
demonstrate the potency of the perceiver'% expectanciles in_
directing kis or her behaviour with respect to the target
individual, and in Encouréging behaviours on the part of the
target which confirm the perceiver's expectancies.

. Word, Zanna and Cooper (1974) in one experiment demon-
strated that white interviewers exhibited diiferent nonverbal
behaviours towards black and white applicants. Interviewers
of applicants (a) distanced themselves further from the
applicant, (b) had higher rates of speech errorsyqand (c)
spent less interview time with the applicant than inter-
viewers of white applicants. In a subsequent experiment em-
ploying naive white applicants and trained white interview-
ers, applicants treated like the black appl&cants in the

~
first experiment were judged to perform less adequately, and
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to be more nervous in the interview situation than subjects

treated like whites. They also reciprocated behaviours ex-
hibited towards them by dis‘te;ncing themselves 'further £rom
the i'ntervie.wer and ratii_ng'the interviewers as being less
adequate and friendly.

Zanna and Pack (1975) conducted a study to invéstigaqe
‘the extent to which sex differences in behaviogr might be a
function of self-fulfilling prophecy. In that study, female
subjects responded to an attitudinal questionnaire purported
to measure whether peopAIe with certain personality traits
share certain opinions. The questiohnaire actually was desig-
ned to assess sex-role stereotypic traits and behaviours.
Subsequently, the female subjects were led to anticipate in-

teraction with a male considered to be desirable or undes- ..

irable as a potential date, whose "ideal woman" was either

-
-

traditional or nontraditional. When the partner was desir-
able, the women tended to present themsélves in terms of his
ideal type. In addition, the women performed'better on tests
involving ipte-llectual compet'ence when the partner wés por-
trayed as having non-stereotypic views about.women. Undesir-

able partners had no effect on the women's attitudes or be-

r

ha'viogrs. _ Similarly, von Baeyer, Sherk and Zanna (1981)
found that female subjects presented themselves (physica.lly
or verbally) to a male job "interviewer in a fashion consis-
tent with his pre-s'umed“sex-role orientation. Zanna and Pack

(1975) suggest that "interpersonal self-fulfilling prophecies
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mediated by sex role can account, in part, for sex differ-

ences in behaviour” (p. 589).

It would appear then, that perceiver's expectancles re-
garding a target influence not only the perceiver's behaviour
tdward that target, Bqt also the target's ‘behaviour toward
the perceiver. To the extent that the perceiver's expectan-
cies are biased either positvely or negatively we may anti-
cipate parallel biases in the interaction sequence. In the‘
case of the evaluation of men and wdnen at work, it could be
that expected that supervisors/evaluators who hold more
stereotypic views about the rights, roles and attributes of
women would have lower expectancies for the performance f
women” under their employ, particularly in male-dominated
Qccupations. . Furthermore, it could be expected that be-
haviours, exhibited towards the women w&uld be consistent with
these expectancies. The consequence of these behaviours would
be poorer work pe;formance on the part of the women.

It has been argued by Jones (1977) and demonstrated
through research (Comer & Laird, 1975; Snyder & Swann,'léfs)
{hat not only 1is the target's behaviour modified to be in
accord with the perceiver's expectancies, but also the‘tar-
get's own seli-ascriptions and self-concept. TAe'implication
for women'working for evaluators having stereotypic views, is

that the women's own self-concepts and expectancies will be

influenced to the extent that there may be a long term impact

on performance in new work situations.
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The Problem

The Evaluation of Men and Women in hhe Canadian Forces.

All of the studies reviewed on the evaluation of men and
women have simulated evaluation and selection procedures em-
ployed in the workplace, and a good proportion have used col-
lege samples. Moreover, most have cited sex-role stereotypes
held by evaluators as the basis for the differential eval-
uation of men and women, although few have in fact aanon-
strated this to be the case. One of the purposes of this
study, therefore, 'is to examine the actual evaluations of men
and women in the workplace (in this case, service men and
women in the Canadian Forc;s) to determine whether or not the
degree to which evaluators adhere to traditional views about
.the roles of women in society  is related to the performance
evaluations given to women relative to those given to men.

The question arises as to whether stereotyped beliefs
about the roles and competencies of women would influencen
performance evaluations under the employment conditions which
exist in the Canadian Forces. As\indicated, Nieva and Gutek
(1980) suggest that there are th%ee factors which determine
whether there are differences in the evaluation of men and
women: (a) the level of inference about the qualifications
and/or the performance of those being evaluated; (b) the de-
gree of sei-role'COngruence between the job, performance or

product being evaluated and the sex of the individual; and,

(c) the level of qualifications and/or performance being

.
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rated.

Considering the first of these factors, .the level of in-
ference required, supervisors in the Canadian Forces are
likely to have sufficient khowledge of the capabilites and -’
performance levelsgof their subordinates, since they must
have - been under the supervisor's employ for a minimum of
three months. From this point of view, all other things being
equal, there should be little reason for the men and Qqnen to
receive different evaluations. On the other hand, there are a
small number of women in the service (8 pefcent of the total
strength) and Kanter (1976) argues that under these condi-
tions stereotyping of the token group is likely to persist.
Despite the level of kﬁowledge of their subordjnates' work,
it is likely that "actuarial prejudice" wofild exist, because
of the insufficient numbers of women to dispel the ambiguity
over successful perfo;;ance (Nieva & Gutek, 1980). Under
these conditions, supervisors may be more likely to attribute
.successful performance to vériable factors.outside the con--
trol of women, and substandard performance to stable factors
within the women's control (Cash, Gilien‘& Burn, 1977; Deaux
& Emswiller, 1974; Etaugh & Brown, 1975; Feather, 1977).
.kanter (1976) argues also that because of the women's small
numbers, the male. supervisors, who represent the major por-
tion ,of the supervisory ranks, are likely to exaggerate dif-
ferences between minority and majority groups, and distort

the women's observed behaviour to fit pre-existing general-

TN
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izations or stereotypes. Thus, despite tﬁf supervisors' know-

ledge of the capabilities and performance levels of their
suBordinates, it is expected that "actua;ial prejudice™ will
persist. -

The second factor which is likely to impact oﬁ the eval-
uation of.women in the Canadian Forces is the sex-role con-
gruence/incongruence of the jobs in which they are -employed
(Nieva & Gutek, 1980). Despite the fact that.wunén have been
employed in the military for a number of decades, the role of
'"sailorf, "soldier" and "airman" is not typically associated
with women (Directorate of. Personnel Development Studies,
1978). Supervisors who adhere strongly to traditional sex-
role stereotypes would, therefore, perceive {he concept of
women in the military as being incompatible with the roles
they believe women should hold. Research has shown that both
males and females suffer in sex-atypical jobs (Cash et al.,
i977; Cohen & Bunker, 1975; Levinson, 1975; Nilson, 1976). It
1s likely, therefore, that women will suffer on their'per;
" formance evaluations, especially when working for supervisors
who adhere strongly to traditional sex-role stereotypes.

More fundamentally, Nieva and Gutek (1980) argue that
many norms regarding desirable wo}k-related behaviours are
often incompatible with norms regarding behaviours appro-
priate to the female sex role. The most global of these po-

tentially conflicting standards is competence, which is ex-

pected on the job, but is not stereotypically associated with
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women {Broverman et al., 1972). Research has shown that desﬁé
.pite demonstrated competence women suffer in social inter-
actions 'witﬁ their coworkers (see p.13). It is exéected,
therefore, that in addition to having an impact on the gen-
eral evaluation of women relg?ﬁve to men, women in the Can-
adian Forces who demonstrate competence may suffer relative
to their male peers on specific scales of the Performance
Evaluation Report which measure ability to interact efféﬁ-
tively 'with coworkers, such as: Cooperation; Support of
Subordinates; Supervision;.Cmnnand énd Self-Assertion; Dele-
gation; and, Briefing Others. Moreover, beyond the global
trait of competence required on all jobs, Nieva and Gutek
{1980) indicate that many jobs require more specific attri-
butes or skills which may be incompatible with the trad-
itional female sex role. For instance, considerable impor-
tance 1is placed on those skills required in the Canadian
Forces for effective performance at the .supervisory levels
(e.g. - Delegatioﬁ: Command and Self-Assertion, Support of
Subordinates, Briefing Others, Initiative, Supérvision, En-
suring Under§taﬁding of Assignmenté) most of which are more
compatible with the masculine stereotype than the feminine
one (Brovermen et al., 1972). Thus} from a sex role con-
gruence/incongruence point of view it is likely that women
‘will suffer relative to their male peers on performance
evaluations.

The final factor which Nieva and Gutek (1980) suggest
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affects the manner in which rbias operates is the level of
pérfonnance for the men and women under consideration. The
research suggests that men are evaluated higher than women
when they-are equally competent, but women are judged super-
ior to men when the capabilities of both are clearly 10@

(Deaux & Taynor, 1973; Feather & Simon, 1975). Service per-

4

sonhe1~have to meet minimum acceptable standards in training
courses before they enter their trgdes. ff is therefore un-
tikely thatrﬁupervisors will be evaluating men and women of
truly low competence. Given this fact, research suggests th;;'
despite equal competence in their jobs, men are more likely
1o rated higher than women.

Taking into consideration all three factors which Nieva
and Gutek (1980) suggest determine whether there are differ-
ences in the evaluation for men and women, 1t is likely that

-

sex-role stereotypes held by the supervisors of women will

operate to cause the lower evaluation of women in the Cana-

(]

dian Forces relative to their male peers. Mogeover, if sex-
role stereotypes held by supervisors are the basis for the
differential évaluation 1t is expected thaé supervisors who
hold more stereotypic views about the roles of waneﬁ in soc-
iety, will evaluate the performance o{ their women subordin-
ates lower than supervisors of women eﬁgfessing less stereo-
typic or traditional views. It -is alsé anticipated that
supervisors expressing traditional views will evaluate the

performance of their women subordinates lower than super-

37
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ors of men expressing less traditional or stereotypic

vﬁews. The following hypotheses pertain: ‘ ‘ .

Hypothesis 1: Women subordinates will receive lower per- -

formance evaluations than men when both are rated by
supervisors who adhere to traditional attitudes towards

r

t rocle of women in society.

L . z

Hypothsis 2: There will be no differences in the per-

formance evaluations givén to male and female subordin-
ates by supervisors who do not adhere to traditional

attitudes towards the role of~women in society.

Hypothesis - 3: Women subordinates who work for super-

visors who adhere to traditional attitudes towards the
role of women in” society will receive lower performance
evaluations than women who work for supervisors who do

not adhere to traditional views on the roles of women.

The Self-Fulfilling Nature of the Evaluation ProceSs.

The second purpose of this study (p.2), was to examine some
of the dynamics underlying the evaluation process that would
occur if differences in the performance evaluations are
found across evaluators who express differing views about the
roles women should play in society. Research on self-ful-

filling prophecies suggests that a perceiver's expectancies
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regarding _a target individual influence the perceiver’s

behaviour toward the- target and, because of the manner in
which the .target is-treafed, the target's reciprocal behav-
iour in response to the perceiver. In this nmnnef, indivi-
duals in positions of power can induce the target to behave
in accomdance with préconceivgd generalizations or stereo-
types held by the person in the position.of power (Jones,
1977). This in turn provides confirmation of the perCeiver;s
preconceptions or éxpectancies regarding the target. Jones
(1977) argues, and research suggests (Snyder & Swann, 1978;
Comer & Laird, 1978) that not only is the behaviour of the
target modified, but also his or her owﬁ self-concept or
selE—ascriptions, which may have a long term impact on the
target's behaviour in new situations.

Extrapolating from the self-fulfilling prophecy research
1t is proposed that’supervisors in the Canadian Forces who
hold more stereotypic or traditional views about the rights
and roles of women in soéiety will have lower expectancies
for the abilities of their female subordinates to perform in
the military, an occupation not typically "associated with

women . {Directorate of Personnel Development Studies, 1978).

By virtue of these expectancies, it is likely that the super-

_visors would set up reinforcement cshiingencies and channel

-

the work of their subordinatés, so that the women under

their employ would be encouraged to behave in accordance with

their supervisors' views of them. Also, it is.proposed that
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the expectancies of the women for their own performance would

- be modified - to be in keeping with those of their super-

visors'. The schematic drawing of this process in Figure 1

applies. Alsé implied in this process is a feed-back loop -
that is, the perforﬁante of the particular female subordinate
provides evidence for, and confirms the belliefs of the super-
visor about ‘w&men in general, about their capabilities:  to
perform in the Canadian Forces, and about the capabilities of
the particu}ar woman under supervision. i

This stu&y will examine the supervisor's attitudes to-
wards the rights and roles of women in society (Box A - Fig-
ure 1); their expectancies for the pérfcrmance of the spec-
ific wd;an (or man) under their employ (Box C - Figure 1);
the supervisor's repofts of how he/she would respond to var-
ious standards of performaﬁce on the part of the particular
subordinate under employ (Box D - Figure 1); and, the sub-.
ordinate's expectancies about his/her own ability to perform
(Box E - Figure 1).
The first hypothesis regarding the self-fufilling nature

of the performance evaluation of women jn the Canadian Forces

is as follows: (

Hypothesis &4: Supervisors who adhere to traditional at--

titudes towards the role of women in society will have
lower expectanciés for the performance and work motiva-
tion of the specific women under their employ than will

the supervisors who hold less traditional views.

-
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Three sub-hypotheses related to hypothesis &4 are implied with-
in the context of the proposed model of self-fulfilling pro-
phecy: (a) supervisors who adhere ;o traditional attitudes
towards the rolé of women in society will not differ from the

supervisors expressing -less traditional views in their ex-

! Ld

pectancies for the performance and work motivation of the
specific male subordinates under their anplby; (b) super-
visors who adhere to traditional attitudes towards the role
of women in society will have lower expectancies for the per-
formance and work motivation of. the _specific women under
their employ thén will the supervisors of men expressing sim-
ilar views; and (c) supervisors of men and supervisors of
women, who do not adhere to traditional attitudes towards the
role of women in society, will not differ in their expec-
tanéies_for the performance and work motivation of théir‘sub;
ordinates. l

The next hypothesis and related sub-hypotheses are con-
cerned with the manner in which supervisors expressing trad-
itional attitudes towards women's roles encourage their women
subordinates to behave in accordance .with the supervisors'

expectangies,

Hypothesis 5: Supervisors who hold more traditional
views about the roles of women in society will report
less encouragement and reward of good performance and

more leniency towards poor performance of the specific

<
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female subordinates under their employ than supervisors

who hold less traditional views.

Less encouragement‘ghd reward of good perfdrnance from 5uper-
visors holding traditional views is expected, because highly
competent behaviour 1is not consistent with the se*-role
stereotype for women (Nieva, & Gutek, 1980). Specific com-
petent performance would likely be seen as'not representative
of women's actual performance abilities in the military and,
therefore, would be less likely to be recognized (Darly &
Fazio, 1980). On the other hand, poor periormance,-gspecially
in a male-dominated field, is consistent with the female sex-
role stereotype; therefore, it is likely that supervisors ex-
pressing traditionaf attitudes would be moréﬁ\iip{;;;h\Ejth
women when performing poorly.

The following sub-hypotheses to hypothesis 5 apply: (a)
supervisors who adhere to traditional attitudes towards. the
role of women in society will not differ from supervisors ex-
pressing less traditional views, in their réports of encou-
ragement and reward of good performance and leniency towards
poor performance on the part of the specific male subordin-
ates under their employ; (b) supervisors who adhere to trad-
itional attitudes towards the role of women in society will
report iess encouragénent and reward of good performance- of
the specifiegyanen under their employ than wiLl the super-

visors who express less traditional views; and, (c) super-



visors of men and ;upervisors of women, who dQ not adhere fga
traditional attitudes'towards the role of women in society,
will not‘differ in their reports of encouragement and reward
of good performance and leniency towards poof performance on
the part of their subordinates. |

. The final hypothesis and refated sub-hypotheggs are con-
cerned with women's expectancies for their own performance

and work motivation as a function of their -supervisors' ex-

pressed attitudes towards women.

Hypothesis 6: Women who work for supervisors who hold

more traditional, views about the role of women in

society will haﬁe lower expectancies for their own per-

formaﬁce potential and work motivation than will women

who work for supervisors holding less traditional views.

V L)

This hyéothesis relates to Jones'{1977) argument that not
only is the behaviour of a stereotyped person modified by the
manner in which individuals in positions of power act toward
him or her, but also the stereotyped individual's own self-
ascriptions and self-concept.

The following-‘sub-hypotheses pertain to hypothesis 6:
(a) men working for supervisors who adhere to traditional at-
titudes toward women in society will not differ from men
"working for supervisors expressing less traditional views, In

their expectancies for their own’ performance potential and

[N »
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work motivation; (b) women working for supervisors expressing

more traditional attitudes towards the role of women in soc-
iety will have_lower expectancies for their own performance
potential and work motivation than men working for super-
visors w express traditional attitudes towards women; and ,
(c).-men nd women who work for supervisors who do not adhere
to "h-adZional_ attitudes towards the role of women in soc-’
iety, will not differ in their expectancies for their own

performance potential and work motivation,

Surmary of Hypotheses
-~ .

L The first three hypotheses pertain to the relationship

between the supervisor/evaluator's attitudes towards the role
of women. in society, and the type of performance evaluations

given to womeg relative to those given to men. They are as

follows:

Hypothesis 1: Women subordinates will receive lower per-

formance evaluations than men when both are rated by

supervisors who adhere to traditional attitudes towards

the role of women in society,

-Hypothesis 2: There will be no differences in perform-

~ance evaluations given to male and female subordinates

by supervisors who do not adhere to traditional atti-

tudes towards the role of women in society.

-
. -
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Hypothesis 3: Women subordinates who work for super-

visors who adhere to traditionat attitudes towards the
role of women in society, will receive lower performance
evaluations than women who work for supegrvisors who do

not adhere to traditional views on the roles of women.

[

—n -

The final three hypotheses pertain to the possible

self-fulfilling nature of the performance evaluation process
for women in the CanadiagﬁBKQZes.

Hypothesis &:* Supervisors who adhere to traditiona! at-
titudes toyards the role.of anen in society will have
lower - expectancies for the performance and work mot-
ivation éf'the specific women under their employ than

will the supervisors who hold less traditional views.

Hypothesis 5: Supervisors who hold more tradixionél

views about the role of women in society will report

less encouragement an& rewérd of pgood performance  and
: 2

more leniency towards poor performance of the specific

female subordinates under';heir employ than supervisors

who hold less traditional views,

Hypothesis 6: Women who work for supervisors who hold

more traditional views about the role of women in soc-

iety will have lower expectancies for their own perfor-
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mance potential and work motivation than will women who

work for supervisors having less traditional attitudes.

Each of hypotheses 4, 5 and 6 demand other comparisons
within thé context of the theory of self-fulfilling prophecy
presented. The first is-a comparison betweén the supervisors
of men expressing more traditiQhar views about the role of
women (or the men WO{king for supervisors .expressing trad-
itional views} and the supervisors of men who expregs less
traditional views (or the men working for supervisors expres-
sing less, traditional views). The second is a comparison be-
tween the supervisors of women (or the women themselves) and
the supervisors of men (or. the men themselves working for
supervisors) who express traditional ai}%?udes towards the
role of women in society. The last is a comparison between
the supervisors of women (or the wowwn. themselves) and the
supervisors -of men (or the men themselves working for
supervisors) who do not adhere to tradifional_attitudes to-

wards the role of women in society.



CHAPTER 11
Method

Subjects

The pool of subjects‘for this thesis included all of the
‘women of nonofficer ,status for whom annual Performance Eval-
uation Reports (PERs) had been completed during the 1978/79
evaluation cycle, who were still in the Canadién Forces in
September 198b3 and whose supervisors were still in the ser-
vice. A comparison group of men was selected using the same
criteria, who 1In addition were matched on a subject-by-
subject basis to the group of women by rank and by trade.
The result was a group of 391 men and 391 women in the sub-
ordinate subject pool. Their respective supervisors at the
timg of their eQaluation constituted the supervisor pool.

Four-hundred and eighty-eight of .the supervisors and 495
of ihe subordinates selected participated in the field
survey. This represents a return rate of 62.4 percént for the
supervisors and 63.3 percent for the subordinates. For 319 -
or 55 percent of those who did not participate, the reason
for nonparticipation could not be determined. Where reasons
could be ascertained, 9.6 percent voluntarily chose not to
compiete the questionnaires, while the remainder were not
able to participate for reasons beyond their control. Table |
summarizes these reasons in the order of their highest to

lowest frequency of occurrence.
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Reasons for Not Participating in Study for Individuals
About Whom Reasons Could Be Ascertained

"'+ Reason

Frequency Percent
Re{eased/retired/sick 65 24.9
On training or course 63 24.1
Could not take time away from work 58 22.2
Unable to reach participant 25 9.6
Chose not to participate 25 9.6
On leave 12 4.6
Posted to new unit 7 2.7
Away from parent unit on duty 4 1.5
Supervisor or subordinate of pair 2 .8

unavailable

49
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To address hypotheses 1, 2 and 3 responses to the field

survey were required only from the supervisors. The data for
the subordinates were the performance evaluations scores ob-
tained from existing files. This sample (Sample 1) consisted

of 253 women and 235 men, and their respective supervisors.

The sample used to test hypotheses 4. 5 and Sample 2) was
sihaller because field survey reponses were C:Z:ffj;hk¢om both
supervisors and subordinates. The .supervisors reported their
attitudes toward women; @heir expectancies for the per-
formance and work motivation of their subordinates; and,
thelr responses ~to superior and substandard perforwance‘ on
the paf:\ﬁf their subordinates. The subordinates were asked
to assess kheir performance potential and work motivation, as
well as how their superviso?é would react to poor or superior
performance. Sample 2 consisted of 191 Qomen, 166 men and
their Trespective supervisors.
. —_—

Comparisons for rank, trade, total time in the Canadian
Forces and in rank, educational level, prinégy official I%p;
guage. «general aptitude (GC). clerical aptitude (CA2), arith-
metic/computational aptitude (AC2), electrical aptitude
(EL2), and mechanical aptitude (MK2), were made between the
men and women subordinates for both Sample | and Sample 2.
There were no-significant differences in rank and trade be-
tween the men and women subordinates in either sgmple (Rank:

Sample 1.- X2 (3) = I.50, p<.05; Sample 2 - X2 (2) = 0.32,

p<.05. Trade: Sample ! —Zz (21) = 6.77, p<.05; Sample 2 - -
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X2(19) = 7.82, p<.05). In both samples, the women had sig-

nificantly less time in the service and less time in rank,
and were significantly younger than the men (Table 2); they
also had higher levels of education (Table 3), scored sig-
nificantly higher on the clerical aptitudé test (CA2: Sample
1 - t (336) = 6.82; p<.00l; Sample 2 - t (253) = 6.15,
p<.001), and significantly lower on the electrical and mechan-
ical aptitude measures (EL2: Sample 1 - 't (336) = -3.06;
p<.01; Sample 2 -1t (253) = -2.58, p<.05. MK2: Sample ll—
t (336) = -6.73, p<.00l; Sample 2 - t (253) = -5.74, p<.001).

Thus, .the men and women were found to differ on a number
of biographical and aptitude variables which could be related
to the level of performance evaluation received.. ’ Corre-
lational analyses were , therefore, uédertaken to determine
whether the biographical and aptitude measures should be used
as covariates in MANOVAs to test the hypotheses. These anal-
fses are discussed in Chapter IIl (pp. 78-83).

Comparisons for rank, military occupation, level of ed-
ucation, age, total time in the Canadian Forces, total t'ime
in rank, and official primary language were alsoc made between
the supervisors of men and supervisors of women for both
Sample 1 and Sample 2 . No significant differences were found
between thersupervisors of men and the supervisors of women
on any of these variable for either.of the samples.

Measurement Instruments

Performance Evaluation Report for Members. The Perfor-

v, -
i



Table 2

Comparison of Men and Women in Samples 1 and 2 for

Time in Service, Time in Rank and Age

2.35

- Women Men : -

Variable Mean .D. Mean S.D. ~<Value df
~Total Time in Service

Sample 1 8.36 .73 12.81 5.68 -9.38%** 457

Sample 2 8.32 .50 12.63 5.31 -8.20%** 325
Total Time in Rank

Sample 1 2.52 44 5.00 3.44 -9.12**: 419

Sample 2 2.45 .29 4.83 3.32 -7.78%** 287
Age

Sample 1 29.89 .97  33.40 5.76 -7.15%** 463

Sample 2 29.85 .72 33.25 -6.39%** 355

*x% 5<.001

32
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Table 3

Medién Grade Level of Education for Men
and Women in Sample 1 and 2

Sample Women Men t- df
'value
1, 11.85 11.25 118.06%** 4
2 .85 " 10.60 77.26**% 4
**x 5<.00]
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mance Evaluation Report (PER) for members (Appendix A} in the

Canadian Forces represented one ;et 6f dependent measures in
this study. Thé PER hasAseventeen performance requiraneﬁts
against which members are rated on a seven-point scale vary-
ing from Below Stanéérd to Rare High Standard. The centre
point of the scale is Occasionally Exceeded The Standard.
There is also an option to indicate that a performance re-

gquirement was not observed. The seventeen 'performance re-

quirements are as follows:

l. Planning

The ablilty to plan ahead and set task priorities;

2. Delegation '
The abilit} to delegate tasks appropriately to subor-
dinates;

3. Performance under Stress/Pressure

The ability to maintain an effective level of perfor-
mance in spite of stress and pressure.

4. Cooperation

The ability to cooperate with peers and supervisors,
contributing to the group effectiveness of the work-
ing team;

5. Command and Self-Assertion

The ability to assert himself/ferself sufficiently to
maintain 'adequéte conirol of his/her juniors with

little or no guidance;
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6.

55
Support of Subordinates '

The ability to advise ‘and assist subordinates on

.questions, relating  to trade and career development

and personal welfare when brought o his/her atten-
tion;

Briefing Others

. The ability to provide sufficient information for

10.

11.

12.

13.

subordinates to complete their tasks with a minimum
?f delay or comfusion;

Knowledge of Job

Job knowledge appropriate for _his/her rank, trade
level ‘and experience;

Ability to Apply His/Her Knowledge °

L

Ability to complete jobs with a minimun of errors and
on time; , . 4

Adaptabilty .,

Ability to meet new problems and situations with new
solutions when familiar methods failed;

Initiative

Ability t&'iakg necessary action without serious de-
lay;

-

Appearance and Bearing

Appearance and bearing contributes to his/her effect-
iveness as a member of the Canadian Forces;

Supervision .

Ability to .ensure that tasks assigned to subordinates

-

are complete, on time and free from errors;
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14. Ensuring Understanding of Assignments

Ability to ensure that subordinates understand tasks
assigned to them;

5. Responsibility

Accepts responsibility for assigned tasks;
16. Conduct |

Complies with regulations and displays appropriate

personal‘conduct; |

17. Learning from Experiénce

Red

The ability to learn from experience and gain from

. >
b

the advice of others.

The Perfo}mance requirements of the PER were formulated
ir 1966 (Otke & McCormack). A total of 438 personnel - in fhe
Canadian-%orces were interviewed and were asked to think of
three Non-Commissioned Officers (NCOs) whom they felt were
particularly effective and three NCOs whom they judged to be
ineffecfive. Having done this they were then requested té
describe specigééiincidents embracing effecti&e and ineffec-
tive behaviours related to these NCOs. Following %his method,
a total of 1,800 incidents embracing L effective and
ineffective behaviour were gathered. The critical behaviours
in each incident were identified and then sorted into cate-
gories déaned to represent a class of critical behaviours.

The result was 725 categories or performance requirements

which were further refined (Evonic, 1969) to 19, and were

- "

used as the scales on the PER from 1969 to 1974. In a
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subsequent revision in 1974 the categories were further col-
: >
lapsed, resulting in the current PER form with 17 performance,
requirements,

A

Coefficien;s of stability (Stow,-l§73) of the .total PER
scores ‘on two successive annual PERs have been determined for
Corporals and Senior NOOs whose sﬁpervrsor and unit cemained
unchanged. (Table 4). Coefficients of stablility for each
-critical ‘requirement over a one year period are also shown

’Tfable 5). The coefficients range from .53 to .61 for total
PER scores and from .39 to .51 for individual performance re-
QUiranents‘ Given that evaluations were made a year apart,
tﬁese reliability measures are judged to be satisfactory for
the purposes‘of‘this study.

In order to assess the validity of the PER, iptércor-
relations betweeﬁ total PER scores of éorporals in a number
of t}ades, promotion board scores, and first PER scores in
the next. highest rank (Sergeant) were computed (Stow, 1973).
Correlations between mean PER sc;re as Corporal and promotion
board scores were quite high. This is to be expected since
promotion boards place heavy reliance on the PERs in deter-
mining promotion scores. Promotion board scores were moder-
ately but significantly <correlated with first PERs as

. Sergeant in four out of the eight trades evaluated (.32 to

.45, p <.05). In no trade were the PER scores as Corporal

significantly correlated with first PERs as Sergeant. This

too is not surprising since job demands change considerably
&

/
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- Table &

Coefficients of Stability for Total! PER Scores On
Successive Years for Corporal and Senior '
. Non-Commissioned Officers (NCOs)

1968-69 1969-70 - 1970-71
Corporals .56(n=1374)  .61(n=995) .61(n=954)
Senior NCOs .57 (n=548) .68(n=218)  .53(n=382)

58



" Table 5

Median Coefficients of Stability for
Individual! Performance Requirements

3.

Planning : .50

Délegation Ny
Stress/Pressure . .41

4. ggégeration . 44

5. Self-Assertion - .43
6. ﬁealing'with subordinates .43
7. Briefing others W42
8. Knowledge of trade/job | .51
9. Applying knowledge 43
lb. Adaptability .40
I1. Initidl 47
12. Appearance and bearing .46
13.vSupervislon ) .49
14, Ensuring‘ﬁnderstandiﬁé 45
15. Assuming responsibilty : Y
16, Protection of juniors L4l
17. Conduct ) .41
18. Rules and orders - .39
19. Lea;ning from experience _ ' 42
.

59
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from Corporal to Sergeant. No other validity measures have

been‘repor;ed.

Using principal components analygié with a minimum.
eigenvalué criterion of one for the retention of a factor, and
VARIMAX rotation of the vectors, Bain, Skinner, and Rampton
(1980) found a three factor structure among the seventeen
performance requirements of the PER for a sample of men and
women (three percent women) in the Canadian Forces. ,The

first factor was labelled Interpersonal Skills or Influencing

and had its largest factor loadings on the performance re-
quirements: Delegation; Supervision; Command and Self{-Asser-
tion; Support of Subordinates; Ensuring Understanding; and,
Briefing Others. The second factor labelled Individual

Effectiveness had its largest factor loadings on the perfor;

mance requirements: -Ability to Apply Knowledge; Planning;
Knowledge of Trade)Job; Adaptability; Learning from Exper-
ience; Performance under St}ess/Pressure; Cooperation; Ini-\;
Fi-ative; and, Responsibilty.  The third factor labelled Pro-
fes;ionalisn1 had its greatest factor loadings on the two

< ) ‘ .
performance requirements Appearance and Bearing, and Conduct.

Attitude Toward' Women Scale. Both the supervisors and

the subordinates were asked to complete the short form of the
Attitude Toward Women Scale (AWS) (Appendix B) (Spence, Helm-
reich & Stapp, 1973). i

The short form of the AWS is a 25 item Likért-type scale

which taps attitudes about the vocational, educational and



.

intellectual roles of women, their freedom and ihHependence?l
se*uaf behaviour, and marital relationships and ob}igations

(Spence et al., 1973). E;ch item is scored from 0 to 3, with

0 assigneq to the most triaitional, conservative attitude,

and 3 assigned to the respénse reflectjng the most liberal

attitude.

Spence et al.(1973) indicate that the correlations be-
tween the long (55 items) and short version of the AWémare
high (.95 to .97). In addition, the range of scores obtained
on the short form should be similar to that of the longer
version, because the 25 items were chosen to maximally dis-
¢riminate among the quartiles of the normative group. Those
items also had the highest biserial correlations with the
long version.

< Research carried out with male and female stpdents at
West Point Military Academy in the United States indicates
that the short form of the AWS is reliable over a two and
onefhalf month interval (r = .83) and internally consistent
(coefficient alpha = .85)(Yoder, Rice, Adams, Priest &
Prince, 1979). Among the male students at the three Canadian
Miltary Colleges coefficient alpmha ranged from .84 to .39,
three week. test-retest reliablilty was .89, and a general
factor accounting for abaut 55 pe}cent of the total variance
was found (Prociuk, 1980). = Among members in the Cznddign

o

Forces. of non-ofificer status internal consistency measures

(coefficient alpha) were .83 and‘ .80 for men and women
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respectively. In addition, the measure is sensitive to inter-

vention expectgd to produce attitude change (i.e. - mixed séx
basic training, the equivalent of "boot camp")(Yoder at al.,
I979j.

Logic suggests that mothers would be more traditional in
their attitudes towards women's roles in society than their
daughters, and fathers more conservative than their sons.
Using the long version of the AWS Spence and Helmreich (1972)
found thistto'be the case with their samples, indicating the
the scale is probably a valid measure of attitudes tpwards
the role of wanén in society. Lunneberg (1974) provided fur-
ther evidence for the validity of the long form in that pre-
dicted north/south (University of Washington vs University of
.Texas) differences in liberalism were found {north more lib-
eral), and differences befween male and female attitudes
(males lesﬁ liberal than females) disappeared after an eight
week course on the Psychology of Sex 6ifferences. Loo and
Logan (1977) at the Unive}sﬁty of Calgary found that Calgary
females were more liberal than southern United States women
(Spence & Helmreich, 1972) but no different from northern
United States women (Lunneberg, 1974). Calgary 1jales were.
more liberal than southern United States males, but more con-
servative that northern United States males (Loo' & Hogan,
1977).

‘Expectancy Questionnaires. Both the supervisors and sub-

ordinates were asked to complete questionnaires of very

~
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similar wording, developed for the purposes of this study. In

the case of the supefvisors the questlons were aimed_at an
assessment of the specific subordinétes' potential to achieve
in the Qanadia; Forces, as well as how the supervisors would
respond to different standards, of performance from the spec-
ific subordinate in quéstion. The subordinates were asked to
complete a similarly worded questionnaire assessing their own
potential to achieve in the Canadian Forces and how their
supervisor wgfld respond to various standards of performance
on their part. Other gquestions were included on both ques-
tionnaires which were not related specifically to the tests of
the hypotheses, but were intended to provide some additional
information regarding the theory in question.

Both the supervisors' and subordinates' questionnaires
are included in Ap;endix B. The questionnaires were pretested
with four supervisors (4 males) and four subordinates
(2 males and 2 fenalg&) of various rank levels in the Canadian
Forces. Both were designed to bé used with machine-readable
answer sheets.‘ Appendix B also includes a detailed descrip-
tion of the pretest and the rationale for including each of

the questions. :

Data Collection

-
To summarize, the supervisors/evaluators were asked to
complete the short version of the AWS, and the Supervisors'
Expectancy Questionnaire described above. The subordinates

were asked to complete a similarly worded . Expectancy
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Questionnaire and the AWS. In addition, certain biographical in-

formation was gathered from both the supervisors and the sub-

ordinates (Table 6). The rest of the data were obtained from
\ . o r

existing computer files. : ' ’ &
<

The questionnaire data'weﬁé gathered by sending package§
of specially prepared materials for each potential part-
icipant in the study to Persohne! Selection Qfficers (PSOs)
at Canadian Forces Bases across Canada. Each PSO contacted
the subjects identified for his or her base sy letter, tele-
phone or by getting in touch with the subjects' Commanding
Officer to request that the subjects participate in the
study. A suggested letter to participants was enclosed in in-
structidns to'tﬁe P5Os, and in all cases when Jletters were
sent, the model letter was followed'with only min&}previsions
appropriate to the particular base in question.

Each potential participant was told that he/she was be-
igé asked to participate in a study designed to assess super-
visors' expectations for their subordinates, and subor-
dinates' expectations for their own careers in the Canadian
Forces. Each was informed that while their persona] involve-
ment in tﬁe study was very importan{ in order to have their
trade and rank properly represented, their p;rticipation was
strictly voluntary. |

The questionnaires were completed under the PSOs' or the

PSO technicians' supervision in groups in classroom settings.

Since the participants were being asked questions about their

AN
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C

Type of Data Obtained for Supervisors and Subordinates

Subordinate Information

“

Supervisor Information

W00 SO S B
T

Name
Social Insurance No.
Trade
Element
Rank
. Sex
Date of Birth
. Date of Enrolment
. Date of Promotion
10. Education
11. Primary Language
12. Marital Status
13. No. of dependent
children
14-30. Performance Requirement
Score
31. Recommendation for Promotion
32. Recommendation for Re-Engage-
ment . .
33. Trade Aptitude and General
Intelligence Measures
3. AWS Score
35. - Expectancy Questionnaire

Name

Social Insurance No.
Trade

Element

Rank

Sex

Date of Birth

Date of Enrolment
Date of Promotion.
Education

11. Primary Language

. Marital Status

. No. of dependent
.children

Worked with,for,
and/or supervised
women in CF

15. AWS” Score

16. Expectancy Question-
naire

. *

. . v @

D OO YN W N

fo—
o
.

—
(SN I8

—
=
.
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respective supervisor or subordinate partner,. supervisors

and subordinates completed their’ surveys in separate groups
: <. . o™ .
to ensure participation without embarrassment or bias. A

standard introduction to the questionnaires was given in

French or English by the questionnaire administrator. The
participants wer ssured that their responses would be held
in strictest coniidence, both when contactgd and when com-

pleting the questjonnaire package. Thecinstructions to the

PSOs regar g contacting the participants, administering the

surv;ys, and the introduction to be read to,fhe pifticipants
at the time of questionnaire completion, are included in Ap-
pendix C. If there were problems with any part of the survey
administration process the PSOs were encouraged to discuss

these with the author 5?\*¢lephone.

Design and Statistical Analyses %

, Test of Hypotheses. The independent variables for the

tests of hypotheses are the sex of the subord{nate_(SEX) and
the supervisors' attitudes toward women as measured by the
AWS (SAWS). Based on the AWS the supervisors were divided into
the categories Traditional, Egalitarian'aﬁd Moderate iof each
of the three AWS factor dimensions depending on whether their
factor scores fell within the bottom, top or middle third of
the three distributions (¢f. Chapter III, pp.‘69-7#). Thus,
the general des?g: for this study is 2(SEX) X 3(SAWS).

For hypotheses 1, 2 and 3 , the dependent measures were

subsets of the seventeen performance requirements of the PER



(cf. Chapter 111, pp. 74-78). For hypotheses 4, 5 and 6, thg7
dependent measures were subsets of the relevant items from
the Supervisors® and Subordinates' Expectancy Questionnaires

(cf. Chapter 1II, pp. 837102). All analyses required-a SEX
by linear SAWS\jnteractiqn. The SAWS effect was, therefore,

part{tioned for testing into first and second degree poly-

nomial contrasts, and the interaction effects tested re-

flected this partitioning. |

“Alleanaiyses were carried out at the multivariate level

and agdéffect had to meet a minimum level of significance of

.65 or,less before the univariate analyses of each dependent

measure were considered. Dunn's Multipie Comparison Procedure

wasvused.to'te§t planned comparisons (Kirk, 1968). This test

was chosen because (a) it can be used for all plan:ed'com-

parisons, not just those that are orthogonal, (b) 'Type |
error is con{iolled for the set of planneJtcomparisons, and

(c) it does not-require a prior significant ‘over-all univar-

ia}é'g-ratio. In the case of hypotheses 1, 2 and 3, the

planned comparisons are outlined in Table 7. Hypothegps 4, 5

and 6 demand a comparison of results for women working for
Traditional supervisors; however, to satisfy the hypotheses

within the context of the theory advanced, three|other plan-

Hed comparisons were also performéd in association with each

of these hypotheses_ (cf. Chapter I, pp. 46-47). These

comparisions are outlined in Table 8.

Preliminary Analyses. A number of preliminary analyses
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Table 7
Planned Comparisons for Testing Hypotheses 1, 2 & 3
Hypothesis No. Canparisbna
1. ) SEX§{SAWS¢ versus SEXipSAWS:
2. SEX$SAWSe versus SEXpSAWSe
3. ’ _ SEXfSAWSt versus SEXfSAWSe
a. SEX = Sex of subordinate: f = fenale; m = male

SAWS = Supervisors' attitudes towards women: t =
traditional; e = egalitarian.

68
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-

Table 8

L]

B e
Planned Comparisons for Testing Hypotheses &, 5 &6

. ‘ &
o . I .
Comparison No. . Comparison® )
. : | SEX§SAWS: versus SEX{SAWSe
roo2. _ . SEXSAWS: versus~SEXmSAWSe
3. ' ’ SEXfSAWSt versus SEX,SAWS:
Ty, . SEX;{SAWSe versus SEXmSAWSe'

a. SEX = Sex of subé;dinate: f = femake; m = male

SAWS = Supervisors' attitudes towards women: t - tradi-
tional; e = egalitarian.

&
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were undertaken. Their results determined the precise method

_of testing the_h?potheses. -

With respeef to the SAWS effect, the supervisors' AWS
_scores were examined to determine if the scale was internalfy
consistént (coeffecient alpha - Hull & Nie, 1979), and to de-
' termine whether the scéle was essentially unifactorial, using
_principal components analysis, as w#s reporfed by the scale
Idevelopers, Spence et al. (19;3).

Principal components analyses were performed on the PER
scores for the subordinate subject pool, for two random sub-
samples of 50 percent each to determine the stability of the
factor structure, and é:r the men aﬂd women separately to de-
termine the equival:ﬁcy of the factor structures for these
two groups. The results of these analyses determined what
subsets of performance requirements would be used as depen-
dent variables in MANOVAs to test hypothes;s 1, 2 and 3.

.The relationship of the PER‘to general aptitude and cer-
tain biographical variables was examined to determine whethe;
any of the variables in question should be used as covariéte;
to control statistically for their contribution fo the
effects of interest in the MANOVAs of fﬁe.PéR data. Pearson

-

‘coefficients were generated between each performance require-

ment and each measure of aptitude and biographical variable

for the men and women separately. At the multivariate level,
p: . _ e

canonical correlation analyses were performed for the men and

women separately between the set of seventeen performance

- -
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requirements and the\set of general aptitude and biographical

variables.

Finally, the Supervisors' and Subordindtes' Expectancy
Questionnéire' res&lts were suhnitteq~ to separate principal
components aﬁ;lfses to determine: (i) whether the items on
the surveys correlated in a manner that could be accounted
for by the theory in question; and, if so, (ii) what sets of
items would be dsqd as measures of the variables of concern
in testing hypothé&ss 4, 5 and 6, and other theoretical con-
structs associated ;:}h this research. The factor structures
of the Supervisors' and Subordinates' Expectancy Question-
naires were compared to assist in determining the sets of
items which best represented the variables interest. The

sets related.to testing hypotheses &4, 5 and 6 were then used

as dependeht measures in MANOVAs.



CHAPTER T11

Results
" “ .
In this chapter results of the preliminary analyses are

presented first, followed by the results of the tests of hy-
potheses and of related ana?yses.

Within the Prelimindry Analyses secglon the following :
analyées are discussed: (a) the internal consistency and
principal components analyses of the supefvisors' Attitudes
Toward Women Scale (AWS) scores; (b) the principal components
analyses of the subordinates' Performance Evaluations Reports
(PERs}; (c¢) an analysiss of the rélationship of the

. d -
Performance Evaluation Report to g@ﬁeral apt

itude and to
certain Dbiographical wvariables; amd (d) the principal
conpénents analyses of the Supervisors' and Subordinates'

Expectancy Questionnaires. ’

Within the Tests of Hypotheses sections the reiﬁT:;
the tests of hypotheses 1, 2 and 3, and hypotheses 4, aﬁd &

are presented separately, in each case followed by discus-
sion of the sdgnificant:main effects related to E;}éing thég&/
. i . 5

o \
hypotheses. .
) \

. \ »
Preliminary Analyses

.Characteristics of the Supervisors' AWS. The supervis-

ors' AWS was tested for -internal consistency using Cronbach's

coefficient alpha (Hull & Nie, 1979). In addition, all of the

1]

supervisors' scores on the items of the scale, a&CﬁﬁﬂY;vas
those of two random subsamples, each consisting of SO-EErcent —

of the total group, were subwftted to principal components

S

- &
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énalyses (Nie, Hull, Jenkins, Qteinbrennér & Bent, 1975).
This was done to confirm that the scale was internally con-
sisten} ‘and essentially unifactorial as reported by previous

researchers (B%yCe & Belec, 1980; Prociuk, 1980; Spence,

Helmreich & Stapp, 1973). ' -
Cronbach's coefficient alpha is a measure \:} the

consistency of tﬁe respondents' answers across the'}tems'of a
scale. The anaIysis_of thé supervisors' AWS yielded an alpha
coefficient of :85 indicat{ng that the scale 1is internally
consistent.

'

A principal components analysis, Using an eigenvalue
criterion of one, produced seven components accou%;ing for 57
percent of tHe .variance in their unrotated form. The first
three, however, accounted for 36 ﬁerceht of the vartance,
with the eigenvalues of factors 4 through 7 being less than
I.5. Limiting the analysis to three factors produced = stat-‘
istically/nég;ingful and readily interpretablé'set of factors
according to Rummel's (1970) criteria {or the interpretation,
description and labelling of factdgs (pp. 474-479). Table 9
shows the VARIMAX Tofated factor structure. The paraphrased
items are shown under the factor on which they achieved their
highest factor loading, and with;n each factor the items are

e
ordered from the largest to smallest factor loading for that

“factor. Using Rummel's _ (1970) cri;eria, the following des-

—

criptive labels were applied: Factor Il - Equality of Oppor-

tunity and Division of Labour; Factor 2 - Morality; and;_
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Factor 3 - Courtship and Marriage. The first, as its name im-

plies has its greatest factor loadings on those items having
to do with equality of opportunity and the'division of labour
between the sexes. The second has to do with drinking, swear-
ing and telling dirty jokes, and their relat{ve acceptability
amongst men and women. The third factor is concerned with the

s et i .
traditions, ‘laws, and customs related to courtship and mar-

The s%ﬁb?fff& of this factor structure was tested by
computing separate principal components analyses for two ran-
dom samples of 50 percent each of the total groug:§~j>uper-
visors. The two factor structures were then tested flor simi-
larity using a program called -RELATE (Veldman, 1968). This
procedure invoLves rotating the factor axis of one matrix so
that maximum contiguity is achieved between the factor vec-
tors being rotated and the reference set of vectors. Cosines
are then compguted between the rotated and the reference set
of vectors, which.:?n be @nterp}eted as correlations bet{%qu;
the vectors of the two random samples for each of the twenty-
five items of tDe scale. Table 10 lists'theqnosines.\iised on -

this analysis it can be concluded that theajgttbr ucture

—— .
is very stable across random subsan@ies.
The fact that the scale was ]ﬁdged to be 1nternally con-
sistent, using coefilcxent alpha, and at the same time was

not found to be essentially unifactorial as was reported by

previous researchers (Spence et al., 1973; Prociuk, 1980) may,
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Table 10

Cosines Between Factor Vectors for the AWS Scores of Two
Random Subsamples of Supervisors of Fifty Percent Each

Item — Cosine

1. .98

2. .99

3. .97

4. .93

5. .98

6. .92

7. .79

8. .94

9. .81

10. .39

11. . .98

12.° .96 -

13. .99

14. .96

15. .94 ™~

16. . .92 _ ~—
17. .95

% 18. .96 ‘ i

19. .91

20. ' .92

21. - -+ .88 -
22. .99 -\'

23. .93 -

24, . .95

25. - . .95 -
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seem incongruous; however, an examination of the structure

(Table 9) ré:eals that a lérge number of the items on the
scale (15 out of the 25 items) have their ld?gest factor
loadings on the first principal component. The high degree of
internaI }onsistency is, therefore, not su%prisiq;,g{rén that
a goo@/ﬂortion of the items on the scale covary together.
This does ﬁot“ however, preclude the multidimensional nature
of the scale, since the rest of the items have their largest
factor loadings distributed across the other two factors.

The factor structure generated by the principal compon-
ents analysis, therefore, was used to create factor scores .
for each of the supervisors who_participated in this study.
The supervisors were then assigned to ‘the categories Tradi-
tional, Egalitarian or Moderate for each of the three factors
listed above by determiniﬁg whether their scores fell within
the bottom, top or middle 33.3 percent oﬁ the distributions,

in order to test the hypotheses of this study.

Principal Components Analysis of the Performance Evalua-

tion Reports. The PER scores of all potential subordinate

subjects (cf. Subjects, p. 47), as ‘Lll as those of two ran-

dom - subsamples, each consisting of 50 percent of the sub-

jects, were submitted to\principal components analyses (Nie

et al., 1975). The purpose was to. establish whether the fac-

tor structure {ound previously by other researchers_ in the
| ) .

Canadian Forces (Bain et al., 1980) could be replicated here,

and to determine the factor stablity. The number of factors

¢ ) .
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"was, therefore, set at three, and VARIMAX rotation was used.

The first unrotated factor accounts for 63 percent of
the total variance (eigeﬁvalue = 10.8), while the three fac-
tors account for 75 percent (factor 2 eigenvalue = 1.2; fac-
tor 3 eigenvalue = 0.8). Table 1l shows the VARIMAX rotated
‘factor loadings for the performance req ents. Each per-
formance requirement isrshown under the Aactor on which it
achieved its -largest factor loading, dnd within the {actorst
the performance requirements are ordered from the largest to
smallest factor loading fo; the factor in question. Since the
largest factor loadings for thé PER items were distributed in
{he same manner across the three factors both for this and
th; Bain et al..(l980)‘study, the factor labels that. were

assigned by Bain and coauthors were ysed - that is, (a) In-

dividual Effectiveness, (b) Interpersonal Skills or Influenc-

ing, and (c).Professionalism for the first, second and third
factors respeétively. |

The stability of the factor structure was analyzed by
comparing the factor structures of two random subsamples of
50 percent each, using the/ program RELATE (Veldman, 1968).
Table 12 lists the cosines between_the:rotated and reference
" sets pf vectors, for.the two subsamples for each of theAsev:
enteen scales. This analysis ghows a very stable factor
structiure. ) o

Skeparate principal components analyses were performed on

the meﬁ's and women's PER scores to ascertain whether their

& L
/-



Table 11

Varimax Rotated Princibal Components

Analysis of PER Scores

79

» Loadings for Factor

Performance Requirement 1 2 3
17. Learning from Experience 79 T . .30
10. Adaptability 77 .3 .21
9. Ability to Apply His/Her Knowledge .76 .42 .18
4. Cooperation 74 .20 .29
11. Initiative .72 .42 .22
15. Responsibility .71 .41 .24
3. Knowledge of Job .71 .43 .14
3.- Performance under Stress/Pressure .65 .45 .18
1. Planning R .63 .58 .19
5. Support .of Subordinates .28 .30 .24
13. Supervision .39 .80 .18
W. Delegation .32 .79 + .20
7. Briefing Others .35 .79 .15
14. Ensuring Understanding of Assignments L43 .77 .14
5. Command & Self-Assertion .41 .72 14

Factoi.3 .
12. Appearance & Bearing .19 .22 .87
I6. Conduct .43 .19 .75
Ind
x

"3



Table 12

Cosines Between Factor Véctors of PERs of Two Random
Subsamples of Subordinates of Fifty Percent Each

Performance : . : - -
Requirement * Cosine

1. 1.00 :

2. -1.00

3. .99

4, .99

5. .99

6. 1.00

7. 1.00

3. ) .99

9. .99

10. : .99 -

11. » 1.00

12. - .99

13. . 1.00

14. . : 1.00

15. : .99

- 16. [ 1.00
17 . , 1.00

[

hY)

30
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PER factor structures weré similar. Table 13 shows the factor

loadings for both groups after VARIMAX rotation. The similar;
ity between the men's and women's factor structures was as-
sessed through the RELATE program (Veldman, 1967). Table 14
lists the vector cosines for each of the performance re-
quirements for the women's and the men's rotated factor
structures. Based on this'analysis, it is concluded\that it
would be appropriate to use the f;;)or structure for the col:
lective sample of men and women fn.deterﬁiqing the groups of
performance requirements to be used as dependen% measures in
the tests. of hypotheses 1, 2 and ‘3.

%
Relationship of the Performance Evaluation Reports to

-General Aptitude and to Certain.BiographiEal Vgriables. The
men and women who participated in this study were matched for
~rank and trade. Because the two groups differed significantly
in age, length of service in the Canadian Férces, length of
time in rank, educational level, cle}ical aptitude, electri%
cal aptifude, and mechanical abtltude (ctf. Subjects,_p. 48))
it was’necessary to esfablish the re}ationships between these
wvariables and thée PER performance requirements. 1f substan- -
-tiéi' relationsh}ps were found, the variables in questioh
woul’d be used as covariéte§ in subsequeht qnalyses involving
the PER scores as depen&ent variables.

?I'abies 15 and 16 provide the statistically significant

Pearson coefficients for the men's and women's data respect-

iveiy[ Although the men's data vielded a greater number of
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Cosines Between Factor Vectors of the Men's and

_Table 14

Women's PER Factor Structures

Performance
Requirement

-

Cosine

. *

DOV R W N —

—— — —
Wk = O

Ie.

——
~ O\

.99
.99.
.99

-

.99

.99

99
£.99
.98
.99 .
.99
.99
.99
.99
.99
.99
.98
.99 -
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significant coirelations than did the women's, it is import-
ant to note th;?\qone of thé correlations exceeded a value of
+.28. The reIationébips found, therefore, do not appear to be
substantial. |

Nevertheless, because weighted conbinationsrof variables
could be substantially related to the PER scores,‘a canonical
correlation analysis was performed (Nie et 51., 1975) using
the aptitude ahé biographical. measures as préélctors of the

PER scores..-The results were not statistically significant

‘be concluded, therefore, that the relation-

{(p>».05). It can

ships between the predictor variables under consideration,

13
and the PER scores are not strong enough to warrant their in-
clusion as covariates in the MANOVAs of the men's and women's
PER scores. _ -

Principal Comﬁonents'~Analysis of the Supervisors' and

Subordinates' Expectancy Questionng;res. The Supervisors' and
S

Subordinates' Expectancy Questionnaires were develdped prin-
cipally to.address the issues posed by hypotheses 4. 5 and 6.
For hybothesis 4 the variables which require measurement are
the supervisors' "expectancies for the perforwanée and work
motivation" of their subordinates; f;r hypothesis 5, they are
the supervisorsi reports of the degree of "reward and encour-
agement of good performance" and "leniency towards poor per-
formaﬁce" on the part of their subordinates; and, for "hypo-

thesis 6, they are tﬁsq%uboléinates' "expectancies for their

own level of performance bn{ential and . their own work
B Y

~

- p . e

/
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motivation”.

As indicated in the Method section (p. 65), the results
of 'the Supervisors' and' Subordinates' Expectancy Question-
ndires were submitted to separate principal components anal-
yses to determine: (a) whether the items on the surveys were
related in a fashion which'correSponds to the hypotheses and
constructs that they were origiaally meant to éddréss (See
Appendix B}; and, if so, (b) the sets qf items that should be
used as measures of the variables lisfed above. In both anal-
yses the number of factors was limited using tﬂéfeigenvalue
criterion of one, and VARIMAX rotation to a final solqtion
was used (Nie et al., 1975). .

Fourteen principal components wﬁich met the eigenvalue
¢criterion of one were found for‘tqi;supervisors' question-
naire. In their unrotated jorm they;atcounted for 64.} per-
cent of the variance in the data:isixteen principal compon-
E%ts-which met the eigenvalue critérion of one were found for
the subordinates; questionnaire,- which in their wunrotated
form accounted for 61.6 percent of the variancé in the data.

Table 17 and 18 show the VARIMAX rotated factor structures

for the supervisors and subordinates respectively. Each shows

the abbreviated items under the factor on which they achieved
their largest fictor loading, and within each factor the items
are ordered from largest to smallest factor loading for that

factor. The full questionnaire items for the supervisors and.

subordinates are shown [n Appendix B. The criteria used to
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establish the final groupings for the use  as dependent

variables in later analyses are a; follows:

\ 1. any item with a factor loading greater than .4 fol-
‘ lowing VARIMAX rotation, was subsumed under the fac-
tor on which it had its largest factor.loading;

2. items without any factor loadings of this magnitude
were subsumed under the factor on which they had jhe
largest factor loading, provided that ubdn quali-
tative inspection they éppeared coﬁceptually related
to that factor;

3. items with factor loadings of *.4 or greater on more ¢
than one factor were subsumed under the factor 1in
which they fit best conceptually; and, )

4. an item that qzd not have a factor loading of *.4 or
greater on & -particular fac%or, but was concethdle
"and theoretically congruent with this factor, was.
subsumed wunder this factor as well as the one on

which the factor loading of %.4 or greater? was

achieved.

Tables 19 and 20 show the final grouping§ of sup®rvisor

: Ar
and subordinate items which were to be used as dependent

measures in subsequent analyses. Whgrgd%0551ble, similar item
groupings have been awarded the same group,. number in both

.Tables. Croupsfl to-5 (Tables 19 & 20) represent variables of

interest in hypotheses &, 5 and &, worded either
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from the supervisors' or subordinates' perspective. Groups 6

through 12 (Tables 19 & 20) have to do with constructs which
are not specifically related to the testing of hypotheses 4,
5 and 6. | .

Three groups of items shown in Table 17 were chosen to
represent thé variables of interest in hypothesis'# - that
is, the supervisors' expectanc}es "for the perfornénce and
work motivation" of their subordinates. iIn Group 1 (Table 19)
are most of the items which received their -largest factor
lqadiggs on factor 1. Questioﬁs 1 to 5.in this groﬁp were de-
_signéa to measure the supervisors' expectancies for the
" future work éerformance of their subordinates. In addition,
certain job descriptors related to the q;estion "I would be
preparéd to place'this individual in positions that could be
described as:" were included. Spec}fically, they are Super-
visory, Command, Vital, Responsible, Complex, High Profile,
Stressful, People Oriented, Technical, Support and Adminis-
tration. Although the items Adminiétration, Technical and
Suppoft‘did not achieve their largest factor loadings on fac-
tor 1 (Table 17), they were-included in this grouping, none-
theless, because théy fit best conéeptually. Two 6ther<¥?kms
" which loaded on-factor | were a{;o included in Group 1 Gﬁ;ble
19). The first, item 19, ask§ the supervisor‘to judge on
é four-item Likert-type scale whether the subordinéte
_ié "strongly motivatéd; to '"not at 'all motivated" to do

his/her job well. The second, item 24, asks the

& .
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supervisor to indicate on a four-item scale from "all" to

"not many", the number of difficult tasks that the supervisor
gives the subordinate to do, that the subordinafe's peers in
similar jobs .are expected to do. Collectively the items in
Group | ffable 19) seem to measure the supervisor's confid-
ence in the subordinate's work capab}lities. Group f, Table
20 represents a comparable set of itani for l\the ordinates.
The set essentially assesses the sub&iﬁft?&e's judgment of
.the supervisor's "eXpectancies for the performance" or con-
fidence in the work capabilities of tﬁe subordinate.

Group 2, Table 19 (items 30, 31 & 32) assesses the suﬁ—
ervisors' "expectancies for the performance" of the subor-
dinate. These items, which achieved their largest féctor
loading on factor 5 (Table 17), asséﬁsed the s;pervisors'
preparedness to pléce the subordinaté in positions that 9ou1d
be described as Dangerous, Physically Difficult, and Combat,
and, as s&c;, measured the supervisor's confidence in the
subordinate®s capabilities to perform in this distinctly mil-
ltary commitment. The same set of items also occurred on on
the subordinates' questionnaire (Fact;r 3, Table 18), and
‘asked for the subordinate's judgement 0f the supervisor's
preparedness to place the subordinate in these types of pos-
itions.

Group 3, Tabletl9.1s —the final group of items designed
to measure the variables “of interest in hypothesis 4. These

items loaded on factor 12, Table 17. - Item 16 asks the
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supervisor’ to indicate the likelihood of the subordinate

"making a career of fhe Canadian Forces and remaining in the
service until retirement age". Item 18 asks the supervisér
to judge whether the subordinate would remain *in the service
.if.monetafy considerations (e.g.-- won a lottery) were not a
factor. Both are measures of the supervisor's judgement of
the subordinate's "work motivation" from a long term career
commitment point of view.

Two sets of items from the supervisor's questionnaire ad-
dressed hypothesis 5. The first included items 21 and 22
(Group 4, Table 19) which loaded on factor 13 of Table 17.
These items measure the supervisor's reports of the degree of
"reward and encouraganenf of pgood performance" they give

their subordinates, in the sense of material recognition for

n

good performance (i.e. - salary increase or p}qnotion). The
second set included itang 17, 20, and 23 (Group 5, Table 19)
which loaded on factor 11 of Table 17. Two of these items,
17 and 23 give some indication of the .degree of leniency sup-
ervisors reported displaying towards their subordinates when .
they were performing in a substandard fashion, while item 20,
on thre other hand, had to do with the percentage of time the
supervisor would let outstanding performénCe on the part of
the‘subordinate paSs unmentioned. The;e items seem to deal
with the;social and interpersonal consequences of good.and

poor performance, whereas the items in Factor 13 (Table 17),

21 and 22 dealt specifically with the material consequences



-

of-good performance. Items 17, 20 and-23 alsa correlated 0;02
factor 11 on the subordinates’ questionnaire, and were In-
cluded as Group &, Table.ZO. These i;éns asked the subordin-
ate to judge what the superviaor's.responSe wogfd be if the
" subordinate were performing in a substan&ard or outgtanding
fashion. |

Two groups of items from the subordinates' questionnaire
addressed hypothesis 6, which required an assessment of the
subordinates' "expec%ancies for their own leve! of perfor-
mancé and work motivation." The first group (Group &, Table
20) included itmﬁs I to 5 from the subordinates' question-
naire. Items 2 through 4 had their greatest faétor loadings
of on factor & (Table 18). Items 1, 5 and 24 achieved their
greatest loadings on factor 14 (Table 18). 1Item 1, however,
also exceeded the loading criteria of +.4 on factor 6 (Table
is). Since items 1 through 5 were related either on factors 6
or l&, and since the~origina1 intent of these questions was
to measure smne.aspect of the subordinate's expectancies for
their own work performance, it was decided to use these five
as measures of the subordinates' "expectancies for their own
work performance" grouped together (Group 1, Table 20).
&tem 24 was not included, because its comparable factor
loading on factor 1| (Table 18) allowed it to fit better con-
cégtually with factor 1 items. This also provided better

comparability with the similar set of items from the super-

visors' questionnaire {(Group 1, Table 19).
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The second group (Group 3, Table 20) of items related to

hypothesis 6 included items 16, 18 and 19 which Iloaded Sn
factor 8 (Table-is) of the subordinates' principal components
analysis., Items 16 and 18 were similar in wording to those on .
the supervisors' questionnaire and were iqtended to measure
the subordinates' ngg term commitment to a career in the
Canadian Forces. Item 19 was designed to measure the subor-
dinates' reported agtivation to do well at the job at hand.
All were included in the set intended to measure the subor-
dinates' reported "work motivation" as required by hypothesis 6.
A considerable number of items were hot‘fpecificglly
related to the testing of hypothesis 4, 5 and %t [tems 34,
37, 50 and 5% on both the supervisors' and subordinates'.
questionnaire (Group 6, Tables 19 & 20), were related to
whether the supervisor (or the/jubordinates' judgement about
whether the supervisor) would place the sub;rdinate in Admin-
lstrative and People Oriented positions, and whether the sub-
ordinate had done People Oriented and traditionally women's
work‘in the Canadian Forces before. Items 35 and 45, (Group
7, Tables 19 & 20) asked whether the subordinate had done
technical work in the Canadian Fogces, and whether the suber-
visor (or the subordinate to judge whether the supervisor)
would be prepared to place the subordinate in technical pos-

itions. Items 572 and 53 {(Group 8, Tables 19-& 20) assessed

the degree of freedom and independence frmn‘?sapervision



e . ) . . : 104
allowed the subordinate by the supervisor as judged by the sup- -
ervisor or by the suboréinate.”

Items 6 through 15 (Group 9, Tables 19 & 20), were re-
lated to the reasons (either from the subordina?é's or super-
visor's.perspective) for substandard and outstanding perfor-
mance and had as their basis, att;ibution theory as._discussed
in the review of literature (pp. 16-18). Despite the fact
that they ~fell 'into different factor dimensions for .the
supervisors' and subordinates' questionnaires kSee Tables 17
& 18), they were alT related conceptually to the same under-
lying‘theme. How%?ér, items 10 and 15 were also included as
a separate group %or both " the superQisors and the subordin-
ates (Group 10, Tables 19 & 20) because these items were cor-
related on separate factors for both the supervisors' and
subordinates' questlonnairés. These items cited the sex of
the subordinate In question 'as a possible reason for substan-
dard or outstanding herfornmnce respectively.

Items 39, 42, 43, 46, 47, 48, 49 and 50 (Group 11,
Tables 19 & 20) .were also grouped together for both the sup-
ervisors and subordinates. Thése included all items other
than Combat, Front Line, Dangeraﬁs, fechnical-and Operational
as descriptions of the kind of work the subordinate is re-
quired to do. lItems 40, 41, 4% and 51 (Group 12, Tables 19 &
20) formed sepa;ate'constellations for both thé.supervisors
and subordinates, and included the items Combat, Front Line,

Dangerous and Operational as descriptions of the work the
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subordinate does.

All groups of items listed in Tables 19 and 20 were used
as dependent measures in MANOVAs to either test hypotheses 4,

5 and 6, or to examine other constructs of interest.

Tests of Hypotheses 1, 2 and 3 and Related Analyses

The dependent variables in these analyses were the three
sets of performance requirements which achieyved their largest

factor loadings on the PER dimensions Individual Effective-

ness,'lnte;personal Skills or Influencing, and Professional-
ism. as shown in'Table ll.. The analyses were performed using
the supervisdts' categories (Traditional, Moderate, Egalitar-
iani on each of the Attitudes Toward Women Scale (SAWS) di-

mensions Equality of Opportunity and Division of Labour, Mor-

ality, and Courtship and Marriage described above (pp. 70-

71). Thus, there were nine MANOVAs performed, one for each
combination of performance requirement subset by SAWS dimen-
sion..

Tests of Hypotheses I, 2, 'and 3. As indicated in the

Method -chapter (p. 64) hypotheses !, 2 and 3 require a SEX IQK

linear SAWS interaction. The-predicted interaction was found

for the subse; of items representing the PER dimension In-

fluencing, when the Morality factor scores were used to de-
»

fine the supervisors' attitudes §oward women (F (6, 234) =

2.59, E(.OS); At the univariate level, using Dunn's Multiple

Comparison Procedure, support was obtained for hypotheses |

and 2, but not 3, for the three performance requirements
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Support of Subordinates, Command and Self-Assertion, and Super-

..vision; that 1is, for these three performance requiranents;\\

Traditional supervisors of women rated thanfsignificantfy lo-

wer than did Traditional supervisors rating male subordinates

(Hypothesis 1); there were no signiffcant differences 1In

scores for men and women anbng Egalitarian supervisors (Hypo-
thesis 2); but, contrary to prediction (Hypothesis 3), there
were no significant differences between evaluations received
by women who worked for Traditionai supervisors and‘evalua-
tions received by wm%En who worked for Egalitarian supervis-
ors. Table 21 sﬁnﬁar}zes these results, Table 22 gives the
means and standards deviations for each of the three perform-
ance requirements, and Figures 2, 3, and &4 graphically depict
the relationships. |

No other sigﬁificant multivariate interactions were
found for the-eight other-cmnbination; of PER subset by SAWS
dimension. Thus, for three of the seventeen pérformance re-
quirements, Suppdrt of Subordinates, Command and Self-Asser-
tion, and Supervision, Traditional. supervisors, as defined by
the Morality dimension of SAWS, rated their women subordin-
ates lower than did Traditional supervisors rating male sub-
ordinates (Hypothesis 1). No sﬁpport was found however, for
the prediction ({(Hypothesis 3) that women working for Trad-
itional supervisor§ would receive lower performance apprais-

als than women working for more Egalitarian supervisors.

Significant PER Main Effects. No significant multivariate

»

\

N
\/
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Tests of Hypotheses 1,2 & 3 2 for Performance. Requirements
Support of Subordinates, Command & Self-Assertion, and
Supervision Using Supervisors' Categories on Morality

Dimension of the Attitude Toward Women Scale {SAWS)

Dunn's Multiple Comparison Procedureb

Performance minimum
Hypothesis Requirement critical difference "sign.
I Support of -499 p<.05
Subordinates
L] . .
Command & Self- .538 p<.05
Assertion
Supervision 344 p<.05
2 Support of .502 - n.s.<
Subordinates
# Command & Self- 542 n.s
!/  Assertion
Supervision .548 n.s
3 Support of .532 n.s
Subordinates
Command & Self- .564 n.s
Assertion
Supervision .570 n.s

a. See Table 7 for Hypotheses comparisons.

b. degrees of freedom = 239
number of comparisons = 3

"c. n.s. = not significant
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Requirements Support of Subordinates, Command & Self-Assertion,
and Supervision by Supervisors' Categorized as Three Groups

according to,the Attitudes Toward Women Scale (SAWS) X0
Performance SAWS Women ~ Men
Reguirement- (Morality) Mean S.D.  Mean S.D.
Support of Traditional .53 0.89 5.09 0.95
Subordinates
. ’ Moderate .50 .09 5.08 1.05
Egalitarian .76 0.90 4.71 0.79
Command and Self- Traditional .58 .13 5.24 1.07
Assertion
Moderate .57 .06 5.32 0.96
Egalitarian .98 .87 5.07 1.01 =
Supervision Traditional .61 .0 5.18 1.03
- Moderate .55 11 5.21 1.02
Egalitarian .92 .98 5.00 1.04
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Figure 2. Evaluation of men and women subordinates on
the performance requirement, Support of Subordinates,
by supervisors categorized into tﬁqeé groups
according to the Morality dimensidon of the SAWS.
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Figure 3. Evaluation of men and women subordinates on
the performance requirement, Command & Self-Assertion,
by.supervisors categorized into three groups accord-
ing to-the Morality dimension of the SAWS.
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Figure 4. Evaluation of men and women subordinates on
the performance requireément, Supervision, by super-
visors categorized into three groups according to

the Morality dimension of the SAWS.
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main effects were found using the supervisors! categories on

Fi
the thyee Attitudes Toward Women Scale dimepsions described
above (pp. 70-71). Significant multivariate sex differences

were ,found, however, for the performance requirement subsets

representing the Individual Effectiveness (F (11, &43) =

2.02, p<.05) and the Influencing (F (¢, 234) = 3.00, pX.0l)

dimens}ons of the PER.

{

t the univariate level, for the Individual Effective-

ness dimension of the PER, women were rafed .significantly
lower than men on Planning, Performance Under Stress/Pres-:
sure, Ability to Apply His/Her Knowledge, Adaptability. Ini-
tiative and Responsibility. " Table 23 summarizes these re-

sults. For the Influencing dimension of the PER, women were

rated significantly lower than men on Delegation, Briefing
Others, 'Ensuring Understanding of Aséignménts, Cormmand and
_Seif-Assertion, Supbort Qf Subord}nates and Supervision.
Table 24 surmarizes the resuf{s. The sex differences obtained
on the latter three performance requiremeﬁts must, however,
be interprefed within the context of the significant SEX by

linear SAWS (Morality) interaction  described above (p. 85)

—— ,

'for'egch.
Thué, women were rated significantly lower ~ than the nén
- ~ .
by their supervisors on twelve of the seventeen performance
requirements. On no performance requirement were the women

‘rated significantly higher than_the men. In addition, there

were no significant trends in rating across Traditional, Mod-

I
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Performance

-

Women. Men
Requirement . Means S5.D. Mean S.D. Fé Sign. .
v — ~
Planning 4.73 1.19 5.01 1.07 6.65  p<.0l
Performance Under  4.53 1.19 5.81 1.1& 7.38  p<.o
Stress/Pressure -
Ability to Apply 5.06 1.1l 5.26 1.12 4.10  p<.05
His/Her Knowledge
" Adaptability 4.83 " 1.06 5.10 1.09 6.40  p<.05
Initiative 5.06 1.12 5.32 1.18 5.55 p<.05
Responsibility J5.00 1.0l 5.26 1.17 . 5.99 p<-05

a. df = 1,453,
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Table 24

Segnificant Sex Differences for the
PER:Dimension Influencing

~

-

- -
_ Women Men .

Performance
Requirement - Mean S.D. Mean S.D. -Ea - Sign. -
Delegation ¥.50 1.04  4.81 0.98 . 4.83  p<.05
Briefing Others .79 1.0l  5.06 1.03 4.35  p<.05
Ensuring under- b.67 0.93 5.03 - 0.99 .24 p<.01
standing of As-
.Signments
Command & Self- 4.70  1.04  5.20 1.02 14.30  p<.001
"Assertion
Support of Sub- 4.59  0.97 4.95 0.9% §.35 - p<.0l
ordinates
Supervision 4.68  1.05 5.13  1.03 11.41 p<.001l

a. df = 1,239
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erate and Egalitarian supervisors for any of the three super-
o .

——
-

visors' ‘Attitudes Toward Women Scale dimensions. e

Tests of Hypotheses &, 5 and 6 and Related Analyses

The dependent measures in these analyses were responses
to the subsets of items from the Supervisors' and Subordin-
ates' Expectancy Questionnaire shown in Tables 19 and 20 res-

"pectively. As with the PER analyses the subsets of items

were analyzed using the supervisors' categories (Traditional,
Moderate., Egalitarian) on each of the supervisors' Attitudes
Toward Women Scale (SAWS) dimensions described previously

{pp. 70-71). Thus, there were three MANOVAs performed for

-

each of 1the subsets of items from the supervisors' and
\

subordinates' questionnaires related to testing hypotheses &,

5 and 6. See Tables 19 and 20.°

Tests of Hypotheses &,.5 and 6. For hypothesis 4 the

variables requiring measurement were the supervisors' "expec-
tancies for the performance and work motivation" of their
subordinates. There were three subsets of items from the
Supervisors' Expectancy Questionnaire which defined these

variables (Table 19). The first set (Group 1) contained

1. Similar analyses were performed for the rest of the groups
of items }rom .the Supervisors' and Subordinates’ Expectancy
Questio%naiwes, but have not been reported here because they
are not directly related to testing the hypotheseg; These

results can be made available upon request.



~ Sy

-~ /
. N -

- = - “r.
o ) . . ( — |
- a ~ ”TR

erghteen items related mostly to the supervisor's expectan-’
cies for the subordinate's future performance in the Canadian

Forces, and the types of work the supervisor would be pre-
> . .

pared to allow the subordinate to do.  Collectively these

items seem to measure the supervisgf's confidence in the“sub—
ordinate’'s work'ﬁapabilities andlfall into the category of
measuring tﬁe supervisor's "expectancies for the performance"
of the subordinate, as well asﬁkhe supervisor's appreciation
of the "work motivation™ of the subord&nate_to do well at the

, Table 19’)—’/

task at hand {item 19). The second set (Group 2
contained three items measuring the supervisor's willingness
to piaCe.the subordinate in "Dangerous", "Physically Diffi-
cult" and "Combat" positions, and as such measured the super-
visor's "expectancies for the performance"™ of the subordinate
in this distinctly military commitment. The third set of
items {(Group 3, Table 19) included two questions assessing
the supervisor's judgement about the commitment of the subor-
dinate to a career in the Canadian Forces and measured this
aspect of the subordinate's "work motivation".

. A significant multivariate SEX by linear SAWS interac-
tion was found for the first set of items described above re-

lated to testing hypothesis & when the supervisors' factor

scores on the Equality of Opportunity and Division of Labour

dimension of the Attitudes Toward Women Scale were used to de-
fine the supervisors' categories of Traditional, Moderate and

Egalitarian (F (18, 304) = 1.81, p <.05). At the univariate

s
f
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level, significant results were obtained for three of the
eighteen items, the job descriptors High Profile, Technical
and Vital as responses to the question "I would be prepared
to place this Endiyidual in positions that could be described
as ". The resaonse options varied fro% (1) Definitely Yes to
(5) Definitely Nq. For all three job descriptors hypotheses
4, 4(a) and 4(c) w supported (Table 8) - that is, Trad-
itional supervisors were sfénificéntly less willing to pléce
their women subordinates in these types of jobs than were
Egalitarian supervisors of women (Hypothesis &), there were
no significant differences between Traditional supervisors of
men and Egalitarian supervisors of men in willingness to
place their subordinates in these types of positions (Hypo-
thesis 4(a)), and there were no significant differences
between Egalitarian supervisors of men and Egalitarian supér7
visors of women (Hypothesis 4(¢)). Only in the cake of the
job descriptor Technical, however, was hypothesis &(b) sup-

ported - that is, only for this descriptor were Traditional

supervisors found to be significantly less willing to place

their women subordinates in this type of position than Trad-
itional supervisors of men. Table 25 summarizes the results
for these three items, Table 26 gives the means and standard
deviations, and Figures 5, 6 and 7 depict the relationships,

» There were no significant multivariate SEX by linear
SAWS interactions for the second and th{rd groups of items

(Groups 2 & 3, Table 19) related to testing hypothesis &,

~
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Table 25 '\\,j.

—
Tests of Comparisons 1 to 4 for Traditional, Moderate _//;‘
and Egalitarian® Supervisors' Willingness to Place
Men and Women Subordinates in High Profile,
Vital and Technical Positions

Dunn's Multiple Comparison Procedurebl

Comparison Type of minimum level of
‘Number Position critical difference sign.
1 High Profile .501 < p<035
Vital .261 p<-0l1
Technical .543 p<.01

2 High Profile - .520 n.s.c
Vital 483 n.s.
Technical 467 n.s.
3 High Profile .535 n.s.
Vital .497 . n.s.
Technical o Lh38 p<.01
4 High Profile .524 n.s.
Vital - ' .35¢ n.s.
Technical 471 o n.s.

a. Traditional, Moderate, and Egalitarian as defined by
supervisors' facter scores on the Equality of Opportunity
and Division of Lahour (EODL) dimension of the AWS.

b. degrees of freedom = 321
number of planned comparisons = 4

€. n.s. = not significant
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Traditional ,Moderate And Egalitarian® Supervisors
Preparedness to Place Men and Women in High
- Profile, Vital and Technical Positions

119

Type of SAWS Women Men
Position (EODL) Mean S.D. Mean S.D.
High Profile Traditional 2.64 1.05 2.41 1.00
Moderate 2.30 1.16 2.30 1.07
Egalitarian 2.14 1.0¢4 2.55 1.2¢%
Vital Traditional 2.64 1.08 2.26 1.02
Moderate 2.16 1.08" 2.09 0.97
Egalitarian 2.03 0.98° 2.12 0.96
Technical Traditional 3.16¢ 0.93 2.54 0.94
— Moderate 2.84% 1.03 2.36 0.92
Egalitarian 2.34 1.06 2.59 1.00

vy

a. [raditional, Moderate and Egalitarian as defined by
supervisors' factor scores on the Equality of Opportunity and

Division of Labour (EODL) dimension of the AWS.

b. Response options - (1) Definitely Yes (2) Yes (3) Don't Know

(4) No (5) Definitely No.
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Figure 5. Supervisors' responses to the question
"l would be prepared to place this individual in
positions that could be described as High Profile "
according to the Equality of Opportunity & Division
of Labour dimension of the SAWS.
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Figure 6. Supervisors' responses to the question
"1 would be prepared to place this individual in
positions that could be described as Vital"
according to the Equality of Opportunity & Div-
ision of Labour dimension of the SAWS. :

F



Definitely
No

No

Don't
Know

Yes

Definitely
Yes

Supervisors

Supervisors

N3

of Women Py Py

- of Men o—————0

W
X
) i []
Traditional Moderate - Egalitarian
SAWS (EODL)

Figure 7. Supervisors' responses the to question
"l would be prepared to place this individual in
positions that could be described as Technical"
according to the Equality of Opportunity &
Division of Labour dimension of the SAWS.
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partial support was obtained for hypothesis &4, insofar

as the supervisors' willingness to place th%ia‘subordinates

hus,

in High Profile, Vital and Techniéal positions ‘was cogserned,
'when the supervisors' factor scores on the Equaliky’pfl@ﬁpor-
ok _ . .

tunity and Division of Labour dimension of the AWS wefe ﬁsed

- , to def]ne theé 1ndependent vartable SAWS.
AW N — ~ - /

-

For hypothe51$ ’? the varxables requiring meésuremeht

wére rﬁe superv1sors' reports of the degree of "encouragement ‘
. and reward of gé;d performance" and "leniency towards poor

performance”. Two groups -of items from the Supervisors' Ex-
pectancy Questionnaire were used ai. dependent variables in
testing this hypotheéis (Groups 4 & 5, Table 19). In neither
case were there any significant SEX by linear SAWS multivar-
'tate interactions as reqqifg@ by hypothesis 5. A cross check-
on these resuits was made‘by analyzing some of the similar
items on the subordinates' questzonna¢:g_i§roup 5, Table 20).

No significant multivariate SEX by linear “SAWS interactions
were found using the subordinates' responses.to these ques-
tions és dependent measures in-thé analyﬁps. Thus, there was

no support for hypothesis 5, from either the supervisors

or the subordinates questionnaires. .

For hypothesis 6 two sets of gquestions from the Subor- =

dinates' Expectancy Questionnaire were used to examine thé
subordinates' "expectancies for their own performance poten-

tial and- work motivation" (Groups 3 & &, Table 20). There

were no significant multivariate SEX by linear SAWS interactions
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in either of these groups. Thus, no support was obtained for

Hypothesis 6 Sased on reports from the Subordinates‘ Ekpec—
tancy Questionnaire.

‘_ To summarize, partial support was obtained for hypo-
thesis 4 - that 1is, "superyisof; who adhere to traditional
attitudes towards the role of women in _society will have
lower expectancies for the performance and work motivation of
the specific women under their employ than will the super-
visors who hold less tradit;ohal views". Confirmation of
hypothesis 4 was pbtained'for only .three items, assessing the
supervisors' confidence in placing the subordinate in High
Profile, Vital and Technical positions. Traditional super-

visors, as defiined by the Equality of Opportunity and Div-

ision of Labour dimension of the AWS did have lower expectan-
cgss of their female subordinates in these types of positions
thén did the Egalifarian supervisors. No support was obtained
for hypothesis 5, that fgupervisors who hold more traditional
views about the roles of.women‘in society wi}l'report less
encouragement and reward of; good performance and more
leniency towards poo} -perfor&énce of the specific female
subordinates under their employ than supervisors who hoid
less traditionél views", Finally, no support was obtained
for hypothesis é, that "women who work for supervisors who
hold more traditional views about the role of women 1in
society will have lower expectanéies for their own pérfor-
- mance poténtial and work motivation, than will women who work

for supervisors holding less traditional views".
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Main Effects for Items Related to Testing Hypotheses &4,

5 and 6. There were significant multivariate sex differences
for all three groups of items from the supervisors' question;
naire designed to test hypothesis & (G}oup 1, Table 19 -
F (18, 307) = 2.31, p<.0l. Group 2, Table 19 - F (3, 324) =
32.48, p<.00l. Group 3, Table 19 - F (2, 326) = 16.74,
p<.001). At the univariate level, the supervisors of women
were significantly less willing to place their female subor-
‘dinates in Stressful, Technical, Dangerous, Physically Dif-
ficult, and Combat positions than were supervisors of men.
Similarily, supervisors of women judged the likelihood of
their female subordinates making a career of the C;nadian
Forces and remaining in the service until refire%ent age at:a'
significantly lower level, than did the supervisors of men.
These cesults are sunnmriiéh in Table 27. Thus, insofar %g
these particular items were concerned sugervisors of women
had significantly lo@er "expectancies for the pgqforwance and

-

work motivation" of their subordinates than did the supervis-
ors of men.
There were significant multivariate linear trends. across

the Traditional, Moderate and Egalitarian supervisors for the

first and second groups of items related to testing hypo-

thesis &, when the Equality of Opportunity and Division of

< &

-
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Table 27

-

Significant Differences ih Responses of Men's and Women's
Supervisors to ltems Related to Testing Hypothesis &

Item Women Men
Mean  S.D. Mean S.D. F (df) Sign.

29. st?é;sfu1§ 2.49 1.1% ° 2.24% 1.00 4.0l (1,324) p¢.05

35. Technical®  2.79 1.03  2.47 .0.96 7.08 (1,324) p<.0l

30. Dangerous®  3.22 1.0l 2.66 1.02 23.32 (1,324)p¢.001
32. Physically® 3.03 1.12 2.25 0.98 42.24 (1,324) p<¢.001
4 Difficult :

'33. Combat? 3.69 1.11 2.51 1.06 96.36 (1,324) p<.00!

16. Likelihood® 2.77 1.04  2.15 1.02 29.76 (1,327) p«.001
of subordin-
ate making a
career of
service.

a. Question - I would be prepared to placé this individual in
positions that could be described as:

Response - (1) Definitely Yes (2) Yes (3) Don't Know (4) No
Options (5) Definitely No

b. Question - The ljiKelihood of this individual making a career
/ of thie Canadian Forces and remaining in the service
thﬁpyl-retiranent age is:

Resbonse - (1) Extremely high (2) High (3) No different from
Options most (4) Low (5) Extremely low.



S 127
Labour dimension of the AWS was used to define the super-

visors' attitudes tbward women {(Group !, Table 19 - E (18, 30&4)
- 1.68, p<.05. Group 2, Table 19 - F (3, 321) = 5.19, p<.0l).
At the univariate level, moving from the Traditional,to Mod-
erate, to Egalitarian supervisors, there was. increasing will-
ingness to place the subordinates in Dangerous, Physically
Difficult, Combat, Stressful,.Vita{‘and Technical positions.
Table 28 summariZes these results. As with tﬁe significant
main effects for SEX for the item Technical_described.ébove,
the significant linear‘ SAWS trends for Jital- and Technical
must be interpreted within the context of the SEX by linear
SAWS interaction found for both. In both casés, the results
are due to the linear trend in .the responses of the
supervisors of women across the supervisors' categories on

the Equality of Opportunity and Division of Labour dimension

of SAWS (See Figures 6 & 7). It will be recalled that super-
visors of women were less willing to placeltheir subordinates
in these types of positions than were Egalitarian supervisors
of women. There were, however, no similar differences be-
tween :the Traditional 5uperviso}s of men and Egalitarian

supervisors of men. Thus, for the main effect related to the

Equality of Opportunity and Division of Labour dimension of

the supervisors' attitudes toward women, there was a linear
increase in the supervisors' "expectancies for the perfor-
mance"” of the subordinates in Dangerous, Physically Diffi-

cult, Combat and Stressful positions from the Traditional, to

~— s
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-Moderate, to Egalitarian supervisors.

In neither of the sets of items (Groups & & 5, Table 19)
from the Supervisors' Expectancy Questionnaire designed to
test hypothesis 5, were there significant multivariate SEX
differences. A significant multivariate linear trend was
found, however, for the second group of items across super-

visors' categories on the Courtship and Marriage dimension of

AWS (Group 4, Table 19 - E (2, 323) = 3.78, p<.05). At the
univariate level, there was a significant linear increase in
the supervisors' indications that they would recommend
strongly that the subordinate be promoted if he/she were per-
forming in an outstanding manner, across the Traditional, to
Moderate and Egalitarian supervisors. Similérlj, there was a
significant 1increase in the likelihood that the supervisor
would recommend a large salary increase, if it were within
the supervisor's power, and if the subordinate were perform-
ing in an outstanding manner, across the Traditional, to Mod-
erate and Egalitarian supervisors. Table 29 summarizes these
results. There were no significant multivariate main effects
for Group 5 items (Table 20) from the Subordinates' Expec-
tancy Questionnaire used ~as a c¢ross check against super-
visors' responses to questions designed to test hypothésis 5.
There were significant multivariate SEX differences for
both of the sets of items from the Subordinates' Expectancy
Questionnaire {(Groups 3 & 4, Table 20) designed to test hypo-

thesis 6 - that is, the subordinates' "expectancies for their
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own performance potential and work motivation" (Group 3 - F

(3.325) = 6.77, p¢.00l. Group & - F (5, 322) = 5.66, p<.001).
At the univariate level, women were less likely than the men
to indicate that their probability of making a career of the
Canadian Forces and remaining in the service until! retirement
age was extremely high. Similarly, compared with the men sub-
ordinates, women judged their potential to function at .ad-
vanced ranks at a lower level, were less likely to indicate
that their ability -to take on increased responsibility in the
CaWadian Forces was high, and were less likely to indicate
that they had the potential to carry out all of the d{fficuit
tasks reqqired in their trades (items [, & and 5). The re-
sults are summarized in Table 30. ‘A review of this table,
however, reveals that while the results for men and women are
statistically different, in an absolute sense the women's ex-
ppectanciés for themselves were not that much lower than thé
men's, and both perceived themselves as capable of achieving
in the Canadian Forces.

-

When the Courtship and Marriage.dimension of the super-

visors' attitudes toward women (SAWS) was used, there was a
significant quadéatlc trend in the subordinates' responses to
thé‘second group of items assessing their "expectancies: for
.their own performancé potential”, across those working for
Traditional, Moderate and Egalitarian supervisbrs (Group &%,
Tablé 20 - F (5, 319) = 2.3%4, p<.05). At the univariate

level, "significant quadratic trends were found for items 3
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Table 30
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Significant Differences in Responses of Men and Women
Subordinates to Items Related to Testing Hypothesis 6

Ttem

Women

Men

Mean

S.0. Mean

5.D0.

F (df) -

" Sign.

l6.

Likelihood
of me mak-
ing a Car-
efr of the
service

Potentialb
to func-
tion at
advanced
ranks

. AbilityS

to take
on more
respon-
sibility

Potentiald
carry out
difficult
tasks of

" trade

a 2.12

3.34

2.16

1.27
\

1.74

0.89 3.79

1.03

0.87

0.60

0.56

. 8.04 (1,327)

\

23.92 (1,326)

8.53 (1,326)

5.71 (1,326)

p<.0!l

p<.001

p<-01l

p<.05

. Response -

Options

. Response -

Options

. Response -

Options

. Response -

Options

(1) extremely high (2) high (3) no different
from most (4) low (5) extremely low.

(1) only at a level below my current rank (2) only
at my current rank (3) one level above my current

rank (4) two levels above my current rank (5) three
or more levels above my current rank. '

(1} extremely high (2) high (3) average (%) low
(5) extremely low.

(1) all of the difficult tasks in my trade (2) most
of the difficult tasks in my trade (3) some of the
difficult tasks in my trade (4) few of the difficult
tasks in my trade.(5) very few of the difficult

tasks

in my trade
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and 5. This indicates that the subordinates of Moderate sup-

ervisors, as defined by the Courtship and Marriage dimensions

of SAWS, were less likely to indicate that their leadership
potential compared with their peers is high, in contrast to
the combined group of subordinates who worked- for Egalitarian
and Traditional supervisors. On the other hand, the subor-
dinates working for Moderate supervisors were more likely tob
indicate that they can “or have the potential to carry out all
of the difficult tasks required in their trades;, cohpared
with thé’,cowﬁined group of subordinates working for Trad-
itional and Egalitarian -supérvisors. Table 51' summarizes
— i

these results.

To summarize, supervigors of women expressed less con-
fidence in ;lacing women in Stressful, Technical, Dangerous,
Physically Difficult and Combat positions than did supervis-
ors of men.- Similarly, they indicated the likelihood of their
female subordinates making a careér of the Canadian Forces to
be lower than did supervisors of men. Thus, insofar as these
relationships are concerned the supervisors of women had sig-
nificantly lower "expectancies for the performance and work
motivation" of their. subordinates than did the supervisors of
men. The women themselves were less likely to indicate that
their probability of making a career of the service was ex-
tremely high compared with the men; they judged their poten-

tial to function at advanced ranks at a lower level, were

less likely to indicate that their ability to take on in-
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creased reponsibility was high, and were less likely to state

th;t they had the potential to carry out all of the difficult
tasks required in their trades. Thus, from all these points
of view, women had lower’hexpectancies for their own perfor-
‘nance potential and work motivation" than did the men,
although a review ioi Table 30 shows that they ‘did not
indicate low expectancies for themselves in an absolute
sense. -

Resylts show also that there was a linear increase in
willingness to place subordinates in Dangerous, Physically
Difficult, Combat and Stressful positions across the Trad-
itional, to Moderate, to Egalitarian supervisors as defined

by the Equality of Opportunity and Division of Labour dimen-

sion of the SAWS. In addition, there was a linear increase in

the supervisors' indications of the degree to which they
would recognize outstanding performance on the part of the
subordinate in terms qf récognition for promotion or a salary
increase, across the Tgaditional, to Moderate, to Egalitarian

supervisors as defined by the Courtship and Marriage dimen-

sion of the SAWS. Thus, there seems to be a relationship be-
tween the degree of traditionalism expressed about women's
roles in society on the part of supervisors, and their will-
ingness to give material recognition for good performance,
and place the subordinate in physically difficult, combat-
related and stressful positions.

Finally, there were somewhat more difficult to explain

~



quadratic trends in responses across the subordinates who
work for Traditional, Moderate and Egalitarian supervisors,
L

as defined by the Courshi§ aﬁd,Marriagg dimension of the AWS.

On the one hand, subordinates who work for Moderate super-

visors were less 'likely to indicate that their leadership

"potential was’high; on the other hand,they were more likely

to indicate that they were able to carry. out all of the

difficult tasks of their trade.

.U\
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- - CHAPTER 1V -
Discussion

The Hypotheses

- The purposes of this study were to determine: (a) wheth-
er the degree to .which evaluators adhere to traditional
views about the rights and roles of women in society is re-
lated to the performance evaluations given to women r ti
to men; and, (b} i1f so, what dynamics underlie the differ-
ential evaluation of men and women.

A model of self-fulfilling prophecy was proposed to

account for the differences in the evaluation of men and

-

women, particularly in occupations or professions not trad-" -

itionally or conventionally associated with women, such as
the military. Within the context of this model it was pro-
posed that ‘supervisors with more traditional views about the

rights and roles .of women in society, would have lower ex-

£y

pectanciééffor‘;Egﬁﬁerformance and work motivation of females
in the military, since this is a profession not conyention-
‘ally associated with wuhen.oln particular, supervisors éith
tradifional views would have lower expéctancies for the per-
formance of the specific women under their employ. In addi-
fion, it was predicted that supervisors who have lower ex-
pectancies for women would reinforce the behaviour of their
female subordinates and set up the work environment so that

the women's performance would be in keeping with their super-

visors' expectancies. Because of these reinforcement and
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environmental contingencies, not only would the behaviour of

—
the women on the job be modified to conform 4o the ex-
pectancies of their supervisors, but also the women's: expect-
ancies for their own performance potential.

The first three hypotheses pertained to the degree to
- which evaluators édheféd to traditional views about women in
relation to the performance evaluations they give their male
and female subordinates. It was proposed that supervisors
with more traditional views about women's rights and roles
would give -lower evaluations to their female subordinates
than traditional! supervisors evaluating male subordinates
‘(Hypothesis 1). It Qas a{so proposed that- traditional super-
visors would give lower appraisals to their female subordin-
ates than more egalitarian supervisors would give to thei{s
(Hypothesis 3). Finally, »it was predicted that there would be
no difference in the performance evaluations of;nen and women
when rated by supervisors who express more egalitarian views
(Hypothesis 2).

These hypotheses demanded a linear interaction between
the two independent vafiables, sex of subordinate, and super-
visors' attitudes toward women, in the analyses of the per-
formance evaluations. The seventeen performance scales on -
which the men and women are evaluated iff the Canadian Forces
were submitted as depg;dent measures to MANOVAs in three sub-
sets, .as determined through largest factor loadings in a

\
principal components analysis. The required interaction was
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found only for the subset representing the influencing, lead339
ership and interpersonal aspects of the Performance Eval-
uation Report (PER), when the Morality dimension of . the
Attitude$ Toward Women scale (AWS) was used to define
supervisors' attitudes toward women .

In terms of the specific hypotheses, the results of the
analyses were consistent with hypotheses ! and 2, Sut not
with hypothesis 3, for three of the six performance require-
ments concerned with leadership ana influencing others. These

‘were Support of Subordinates, Command and Self-Assertion, and
Supervision. More specifically, w&en the Morality factor
scores were used to define the supervisors' attitudes toward
women, supervisors of women who expressed more traditional
views about the rights and roles of women, rated their female
subordinates on these three perfofmance requirements lowér'
thanm did supervisors of men expressing similar attitudes:
consistent with hypothesis 1; similarly, consistent with
hypothesis 2, there were no differences between the ratings
received by men and women on these three scales when they
were evaluated by supervfsors expressing more egalitarian

views; but contrary to hypothesis 3, the women working for

supervisors expressing traditional attitudes were not rated

significantly lower on these three performance requirements
than women working for supervisors expressing more egalitar-

ian views.

D

Thus,-with respect to the first purpose:rof this study,
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to determine whether the degree to which evaluators adhere to

traditional views about the rights and roles of women in soc-
iety 1is felatéd to the performance evaluations givén to men
and women, -only partial support was found. Regults were con-
sistent Qith two of the three Eypothesizea relationships, for
three of the seventeen performance scales, and this for only
one of the three factor dimensions of the AWS (Morality) used
to define the supervisors' attitudes toward women.

The conceptual linkage between the Morality dimension of
the AWS and the leadership and influencing scales 1is not
clear. Hopefully, future research will uncover a third
dimension to Wwhich both are related. On speculation, it seems
that of the three dimensions the Morality compénent perhaps
is the most emotionadly laden, and least associated with the
economic and marital division of responsibility between the
sexes. It ié also probably most associated with social
convention and least grounded in logic. Perhaps the
leadership and influencing scales have this same 'an;trénal
component. It is possible that among the more traditional
supervisors it is emotionally more difficult. for them to
conceive of women functioning successfully in supervisory,
command and selfi-assertive, and subordi;ate support roles
than is the case for thé other pe;formance scales. In other
words, it may be the affective component of traditionalism

which iIs the most difficult to overcome.

Despite the lack of a specific explanation for the
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relationship between the supervisors' scores on the Morality

‘dimension of the AWS rand their ratings of their male and
female subordinayes, it was demonstrated that the more tradi-
tional supervisors did rate their female subordinates lower
than did the traditional éupervisors evaluating men. More-
over, ;his relationship was demonstrated with actual! perfor-
mance appraisals of men and women on the job, with super-
visors who kn?w and had observed their ;ubordinates perfor-
mance for a minimum of three months. In addition, the re-
lationship.was demonstrated with three scales or attributes
closely associated with managerial and leadership responsi-
bilites, scales on the perf&rnance report least likely to be
associated with the female stereotype (Broverman et al.,
1972), and most likely to be given heavier weight by review
boards when considering the subordinates for promotion to the
next rank.

The last three hypotheses and related sub-hypotheses
were designed to address the second purpose of this study, to
examine the dynamics underlying the differences in the eval-
uation of men and women, within the context of the model of
self-fulfiliing prophecy summarized above. Only partial
support was obtained for hypothesis ? - that 1s, "supervisors
who adhere to traditional attitudes towards the role of wo&en
in society will have lower expectancié; for the performance
and work motivation of the specific women under their employ

than will the supervisors who hold less traditional views™.

L3
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Confirmation of hypothesis &4 was obtained only for the items

assessing the supervisors' confidence in placing the subor-

dinate in High Profile, Vital and Technical positions. Trad-

-

itional supervisors,'as defined by the Equality of Opportun-

ity and Division of Labour dimension of the AWS, did have

lower expectancies of their female subordinates in these

types of positions than did the more egalitarian supervisors.
The support is said to be partial (a) because only one of the
three subéets of items from the Supervisors' Expectancy Ques-
tionnaire related to testing hypothesis 4 achieved the re-
quired significant multivariates-linear interaction of sex of
subordinate with supervisors' attitudes toward women, and (b)
because the linear interaction expected for certain items was
not found. These latter items included those related to the
supervisors' expectancies for the advancement of the subor-
dinate iIn terms of leader;hip and managerial responsibil-
ities. Given the diffgreﬁces in the performance ratings of
men and women .in these areas by the more traditional super-
visors, it is surprising that similar differences did not
exist for the traditional supervisors' preparedness to place
their male and female subordinates in these types of
positions. Other items for which it w%s expected that .the re-
lation;hip predicted would have been found (hypothesis &)
were fhose telated to the supervisors' willingness to place
the subordinate h{;physically diffi;ult, combat-related and

dangerous jobs, employments which in Canadian society are not
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associated with the roles and responsibilities of women, and

over which there is political and popular controversy as to
whether women should should have equal access (Directorate of
Personnel Development Studies, 1978; Simpson, 1?80).

No support was obtained for hypothesis 5, that "super-
visors who hold more traditional views about the roles of
women in society will report less encouragement and reward of
good performance and more leniency towards poor performance
of the specific female subordinates under their employ than
supervisors who hold less traditional views". Support for
this hypothesis was not obtained from either the reports of
the supervisors or \the subordinates. It should be - empha-
sized, howeJer,. definitive proof that this phenomenon does
not occur has not been obtained, since what was measured were
subjective reports, rather than direct observations of the
behaviour of the supervisor toward the subordinate. In fact,
there are a number of studies using a variety of direct ob-
servation techniques which demonstrate that individuals do
act towards others in Jjaccordance with the expectancies they
hold for those others {M.‘ enbaum et al., 1969; Snyder &
Swann, 1978; Snyder et al.TUTE}V;Word et al., 1%74; Zanna &

i
{

Pack, 1975). Since there is s?%e evidence thi$ traditional
' , ‘ A
supervisors have different exﬁectancies for the performance
N 2’
of their female subordinates than egalitarian supervisors

have for theirs, there is reason to assume that there may be

differences in the way in which they trédat their subor-

»
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. dinates, despite the lack of evidence to this effect In the -

results of the surveys. It is possible that the differences
may be too subtle to be ascertained through surveys; for in-
stance, perhapsf{here are differences in the éore subtle cues
of human interaction such as body language, proximity etc.,
cues which have been found to differ with the perceivers' ex-
pectancies of the target in previous research (Word et al.,
1974) .

Finally, no support was obtained for hypothesis 6, that
"women who work for supervisors who hold more traditional
views about the role of women in society will have lower ex-
pectancies for their own performance potential and work moti-
vétlon, than will women who work for supervisors holding less
traditional views". Despite tﬁe research evidence which
suggests that target individuals ascribe to themselves the
very qualities thé perceiver expects, and that these self-
ascriptions are enduring across interactions with others or
in different situations (Snyder & Swann, 1978; Comer & Laird,
1975), the “influence of superQisors' ‘expectancies on the
self-percepfions of their subordinates would have had to have
been very robust to have been observed in this research. The
military is a very mobile organization, and typically members
change -jobs on the average every ‘threel years. The' super-
visor/subordinate pairs in this study were those which exist-
eqd, at the t;me of the 1978/79 PER cycle. fhe surveys of'ex-

pectancies were undertaken a year and few months after this
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PER cycle; therefore, some of the supervisors and subordin-

ates were no loﬁger'working together. For the relationship
between supervisors' attitudes toward women and the women
subordinates' expectancies for their own performance and work
motivation Eypothesized in hypothesis 6 to have existed would
have meant, therefore; thét the impact of supervisoys‘ atti-
tudes on theilr subordinates would have had to have been ex-

tremely robust.

In summary, despite the possible reasons as to why the
predicted effects were not obtained, there is no reason to
suspect, based on this research, that the process of self-
fulfilling prophecy as proposed in the model (p. 40) operates
in supertisorlsubordinate relationships in the <Canadian
Forces to cause the differential evaluation of male and fe-
male subordinates. Although some support was obtainedl for
hypothesis 4, with regard to the traditional supervisors hav-
ing lower expectancies for their female subordinates than the
more egalitarian supervisors have for theirs, no support was
obtained fon.the position that supervisors ac; in a manner
consistent with their expectancies - that 1Is, that super-
visors with lower expectancies, through the kinds of re-
inforcement and environmental contingencies  they establish,
. cause women to perform less effectively, and have lower ex-
pectancies for their own potential to achieve.

Main Effect Related oto Hypotheses

Significant Effects Related to Sex of Subordinate. One



thing that is apparent in the examination of the results refz“6
lated (a) to the performaﬁce evaluation of hen and women, (b)
the supervisors' expectancies for the performance of tﬁeir
subordinates, and (c) the expectancies that the supordinates
hold for their own performance and commitment to a career in

-~

5;€5Pe Canadian Forces, is that there are many more significant

“'i “:‘&" ] ) s

“¥'sex of subordinate effects than can be accounted for .by the
_supervisors' attitudes toward women.

’ There were' significant multivariate sex differences for
the subsets of performance requirements representing indivi-
dual- effectiveness, and also the subset representing leader-
ship and the ability to influence others. At the univariate
level, women were rated significantly lower than men on
twelve of the seventeen performance requirements, and on no
performance requirement were the women rated higher than the
men. ‘

Supervisors of women expressed less confidence in plac-
ing women in Stressful, Technical, Dangerous, Physically Dif-
ficult and Combat positions than did gupervisors of men.
Similarlf, they indicated the likelihood of their female sub-
ordinates making a career of the Canadian Forces to be lower
than did, supervisors of men. Thus, insofar as these relation-
ships ‘%Te concerned the supervisors of women had signifi-
cantly iower "expectancies for the performance and work moti-
vation" of their subordinates than did the supervisors "of

men.
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The wormnen themselves were less likely to indicate that

their probability. of making a career of the service was ex-
trehely high compared with the men; they judged their poten-
tial to fun¢tion ét advanced ranks at a lgwer level, were
less likely 1to indicate that their ability to take on in-
creased responstibility was high, and were less likely to
state that tﬁey had the potential to carry out ail of the
difficult tasks required in their trades. Thus, statistically
from all of these points of view, women had lower "expectan-
‘cies for their own performance potential and work motivation"
than did the men, although it should be noted that in an ab-
solute sense the women's expectancies were not that much
lower than the men's, and both perceived themselves as
capable of achieving in the Canadian Forces.

As indicated above, however, there were many more sex of

_

subordinate differences in the data than could pbe accounted
for by the supervisors' attitudes toward women as expressed
on the short form of the AWS (Spence et al., 1973). One
possible reason is that the AWS may not be particularly re-
lated to the more specific hattitudes supervisors may hold
about the roles and opportunities women should have in the
military., It is possible that while a supervisor may express
relatively egalitarian views about the rights and roles of
women In society as a whole, he may have a moré restrictive

view of the roles and opportunities for advancement that

women should have in the military. As a consequence, the pre-
. A
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ward wemen as measured by the AWS, and the other variables ff
interest in this study would not be forthcoming.

Another possible explanation for there being more sig-
nificant main effects related to the sex of the subordinate
than can‘ae accounted for by the supefvisors' attitudes tbi
ward women, is that there may have been bias either in the
selection of male and female subordinates, or in the selec-
tion of supervisors to properly represent the full range of
attitudes. If there was a restriction iIn ‘range of super-
visors' attitudes sampled, the interaction of supervisors'
attitudes with the sexi of the subordinates being evaluated

may not be apparent for all of the measures for which there
were sex differences.A ’

In a preliminary analysis of the PER data, sex differ-
ences were also examined for the population of women eval-
uated in the 1978/79 PER year, and a sample of men matched to '
this group ‘of women by rank and trade. The sampling bias
hypothesis receives some support from the fact that there
were fewer énd different sex differences found for this com-
parison than were found for the men and women sampled for
the same PER year in this study. Tables 32, 33 and 3% show

the sex differences found for both the former group and the

group sampled for this study, for the Individual Effective-

ness, Influencing and Professionalism- dimensions of the PER

respectively. For the former group significant multivariate

- 148
dicted relationships between the supervisors' attitudes to-
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" ~Table 32

Significant Sex Differences® for the PER Dimension
Individual Effectiveness for the Study Sample
and for the Population of Women
and a Matched Sample of Men

Population of- Women

Study, Sample and Sample of Men

Multivariate F F (11, 443) = 2.02 F (9, 2394) = 2.79
p<.05 p<.003

Planning M p<.0l M p<.0l
Performance under M p<.0l M p<.0l
Stress/Pressure
Cooperation ’ M p¢.0l
Knowledge of Job M pg.0!
Ability to Apply M p<l05 )
His/Her Knowledge
Adaptability - M p<.05 M p¢.0l
Initiative M p<.05 ' M p<.0l
Responsibility M p«.05 . M p<.0l

Learning from
Experience

a. W - Women rated significantly higher.
M - Men rated significantly higher.
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Table 33

Significant Sex Differences® for the PER Dimension
Influencing for the Study Sample and for
the Population of Women and
a Matched Sample of Men

Population of Women

Study Sample and Sample of Men
Mutivariate F F (6, 234) = 3.00 F (6, 1297) = 1.09
: p<.0l p<.365
k]
Delegation M p¢.05

Command and Selfi- M p<.00l
Assertion

Support of M p«.0l
Subordinates

Briefing Others M p<«.05
Supervision M p¢.00l -
Ensuring Under- M p«.0l

standing of
Assignments

a. W - Women rated significantly higher.
M - Men rated significantly higher.
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. Table 34
Significant Sex Differences? for the PER Dimension
Professionalism for the Study Sample -
and for the Population of Women
and a Matched Sample of Men
.Population of Women
Study Sample and Sample of Men
Multivariate F F (2, 456) = 0.97 F (2, 2419) = 15.98
p<. 379 . p<.001 , g
: 1
Appearance and W p<.001
Bearing
C§nd&ct

a. W - Women rated significantly;higher.
M - Men rated significantly higher.
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and Professionalism dimensions; for the sample used in this

study there were multivariate sex differences for the Indivi-

dual Effectiveness and Influencing dimensions. Thus, there
were discrepancies between the groups at the multivariate

level, and for thé Individual Effectiveness dimension for

which both groups had _signifiqant mulivariate sex differ-
ences, there were discrepancies_ between , the groups at the
univariate level. Thus, the greater number of differences re-
lated to the sex of the s;bordinate than can be accounted for
by the supervisors' attitudes toward .wonmn. may be due. to
some form of sampling bias in this study.

A third possible explanation is that .there are real dif-
ferences in the performance of men and women on the jdblas
nwas¥réd by the various scales of the PER, and that these
differences are due to the tendency. to socialize women to;
wérds a feminine 1ideal, an ideal whicﬁ may be in conflict
with the kinds of behaviour and performance required £o suc-
ceed in the military. The supervisors' expectancies for the

performance and work motivation of women in the military and

the women's expectancies for their own performance potential

" and work motivation would, therefore, be lower as was found

in this study. Broverman et al. (1972) found that there is a
strong consensus about the typical attributes of men and
%omen. Men are _perceived to be indepgndént, objective,

active, competitive, logical, skilled in business, worldly,

_ : 152
sex differences were found for the Individual Effectiveness
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adventurous, and competent; while women are viewed as gentle,

sensitive to the feelings of others, tactful, religous, neat,
quiet, inteé;sted in art and literature, ana‘able.to expres?
tender feelings. These sex-role definitions "are implicitly
and uncritically accepted to the extent that they are incor-

porated into the self-concepts of both men and women. More-

over, these sex-role difiference re considered desirable by

college students ... and as ideaN by both men and women"
(Broverman et al., 1972). It is reasonable to assume that men
.and women enter the military with a different?set of pérform—
ance expectancies for themselves as a consequence of theﬁe
dif{erenf sex-role definitions, and that their supérvisors
wou;; also expect different standards. Moreover, the perfor-
mance areas or attributes on which the men and women would be
expécted to differ would be those most closely associated
with the male or female stereotype. Consistent with this
thesis, supervisors of women expressed less confidence‘ in ¢
plac}ng them in stressful, technical, dangerous, physically
difficult and combat positions. Similarly, with reference to
increased trade aqd leadership responsibilities the women
themselves had lerr "expectancies for their own performance”
than the men, although not very low in an absolute sense.
In summary, there were more sex of subordinate differ-
ences in performance evaluations, supervisors' expectancies

for performance and work motivation, and subordinates' expec-

tancies for their own performance and work motivation than



154
could be accounted for by the supervisors'. attitudes toward

women. Three possible reasons were advanced: {(a) the super-
visors' attitudes toward women as measured by the AWS may not
be particularly related to the more specific attitudes super-
visors may hold about the roles and opportunities women
should have in the military; (b) there an have been bias in
the sampling of the supervisors and/or subordinates; and, (c?
there may be real differences in* the performance and the ex-
pectancie{ for the performance of men and women in the mil-
itary, due to the tendency to socialize wofnen towards a fem-
inipe ideal, an ideal which may be in conflict with many of
the behaviours and kinds of performance required to succeed
in thé military. Any one or combination of these could ac-
count for the larger number of differences in the data re-
lated to the sex of the subordinate than could be accoﬁnted
for by supervisors' attitudes toward the appropriate rights
and roles for wémen in society.

-

Main Effects Related to Supervisors' Attitudes Toward

Women Categorie§. No significant trends were found in ratings
on the PER across Traditional, Moderate and Egalitarian
supervisors. Results from the Supervisors' Expectancy Quest-
ionnaire indicate that there was, however, a linear increase
in the supervisors' willingness to place subordinates in Dan- -
gerous, Physically Difficult, Combat and Stressful positions

across Traditional, to Moderate,  to Egalitarian supervisors

A

as defined by the Equality of Opportunityj and Division of
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Labour dimension of the AWS. In addition, there was a linear

increase in supervisors' indications of the degree to which
they would recognize outstanding performance on the part of
the subordinate in terms of recommendations for promotion, or

a salary increase, across the Traditional, to Moderate, to

Egalitarian supervisors aS defined by the Courtship and Mar-

riage dimension of the AWS. Thus, it appears that as the de-
gree o; traditionalism expressed by supervisors about appro-
priate rights and roles of women increases, there is a de-
crease in the supervisors"willingness to give material re-
cognition for good performance. and to place the subordinate
iq physicallf difficult, combat-related and st}essful pos-
itions, regardless of the ﬁubordinate's sex. )

Simas (1976} found a positive relationship between the
degree of fraditionalism expressed on the AWS and the degree
of authoritarianism as measured by the revised F-scale. The
explanation advanced for this finding was that high author-
itarians have a stronger need for structure and are, there-
fore, more likely to adhere to traditional attitudes toward
women in society. It is possible, therefore, that supervisors
in this study who are more traditional in their attitudes
toward women's roles, are also more authoritarian and struc-

ured in their apprqach towards their Subordinates. As a con-
sequence, they may be less willing to take the risk of plac-

ing "their subordinates in physically difficult, dangerous.

combat-related and stressiful positions than the less

-~
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authoritarian/more egalitarian supervisors. Similarly, their

lower willingness to recognize and ‘reward_ good performance
relative to their more egalitarian counterparts may also be a
reflection of their structured and perhaps less flexible
approach to managing their subordinates. .

Finally, there wére somewhat more difficult to explain
quadratic trends in the responses of the subord{gad?ﬁﬂ re-
gardless of their sex, across those who work fqr Traditional,

Moderate and Egalitariap supervisors. On the one hand, sub-

ordinates who work for Moderate supervisors, as defined by

the Couftship and Marriage dimension of the AWS, were Ies§
likely to indicate that their‘leadership potential was high;
on the other hand, they were also more likely to indicate
that they were able to cérry out all of the difficult tasks
of their trade. These results  are difficult to explain,
firstly, because there seems to be inconsistency in response
trends across .these- two quesfions. It seems surprising that
the group of subord@hates working for Moderate supervisors
expressed less confidente' in their leadership potential,
while at the same time expressed greater confidence in their
ability to carry out the rmore éifficult tasks of their
trades. The Pearson correlation coefficient between these two
items was *.19, indicating that these two items do covary to-
gether, although the correlation is not pgarticularly high. It
is also surprising that the trend for both items is quad-

ratic. If personality traits such as authoritarianism, which

E-]
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might influence the treatment of the subordinates, do covary

with expressed attitudes toward women, it is expected that
such personality traits on the part of the supervisors would
impact 'on” the subordinates in such a fashion as to cause the
susordinates' responses to items such as those above‘to vary
in a linear fashion, rathpf than in the non-linear manner
which was abparent. Based on (a) the inconsistency in res-
ponse across the two items in question, and (b) the quadratic
trend in responses 3dcross subordinates working for Tradition-
al, Moderate and Egalitarian supervisors, it i;'assumed that
these rgsults were randaﬁ or chance occurrences, and not in-
dicative of trends wﬁich could be found in a future‘replicaf

tion of this study.

Implications for Future Research

Performance Evaluation and Sex-Role Stereotyping. This'

"1s one of the few studies to Have examined actual performance
evaluations of men and women on the job. The volume of re-
search to date, which has used various approximations of the
wotkplace, has for the most part found a pro-male bias, es-
pecially wfth respect to those jobs, professions or producfs
not <c¢onventionally associated with women (Nieva & Gutek,
1980). Furthermore, most of the researchers have cited sex-
role stereotyping as the basis for this pro-male bias, al-
though few have systenatically\examined this thesis (Terborg;
1977).

Based on the research available™ there was reason to
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assume that there would be pro-male bias in actual perfor-

mance appraisals of men and women in the military, since the
ﬁilitary is not conventionally associated with wqmenl How-
ever, one "would have been on shaky grounds to assume that
this sort of bias would without doubt occur in the military,
because little inference about the subordinates' job perfor-
mance is required (Nieva & Gutek, 1980). In most situations
of perfbrnmnce appraisal at work, as was the case in ‘this
" study, evaluators have a thorough knowledge of the perfor-
mance and capabilities.éf their subordinates. |

This research established clearly that there is pro-male
bias for three of the performance scales related to leader-
ship and influencing others among those evaluators who ex-
press more stereotypic views about the rights and roles of
women In society as defined by the Morality dimension of the
AWS, even under the circumstances of intimate knowledge of
job performance. This finding was established in a work en-
vironment which is not conventionally associated with wo%en,
and one in which women have to adapt to male estabilshed
terms and definitions of appropriate means to achigve in the
organization. One wonders whether such pro-male bias would be
appérent in organizations of work rdles not predominantly
associated with either sex, or ones which are predominantly
assoctated with women. Thus, not only is further research re-

quired to examine the evaluation process for men and women on

the job, but the perfornmnce.-appraisal process should be
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examined by varying the predominant sex-role orientation of

the occupations or professions that are being considered.

As indicated above sex-role stereotyping is usually
cited as the basis for the differential evaluation of men and
women on the job, although this thesis is rarely exmninedx
systematically. In this ‘research; however, thére were many
more differences related to the sex of the subordinate than
could be accoﬁnted for by the supervisors' adherence to sex-
role stereotyﬁeg. It Is, therefore, imbortant to include some
measure of the evaluators' level of adherence to sex-role
stereotypes in future research if there is to be continued
use of this concept in explaining differences in evaluations
of men and women. Had this research been confined to an exam-
ination of the evaluation of men and women, without reference
to the degree to which supervisors adhere to sex-role stereo-
types, as defined by the degree of:traditionalism expressed
on the AWS, one could have qui;e easily concluded that the
essentially pro-male bias in the data was. due primarily to
sex-rg&e stereotyping on the part of the supervisors.

This leads to the next issue, that of the operational
definition of sex-role 'steregtype. In the review of liter-
ature an attempt was made to arrive at a definition of the-
concept. It was concluded that it "implies a generalized,
conventional or standardized image, consiéered to be unjusti-
fied by outside observers, about: the behaviour, expectations

and social location of men and women" {(p. 3). Therdegree'of
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traditionalism expressed on the short form of the AWS was

used in this study as. an indication of the extent to which
supervisors adhered to sex-role ETereotypes. This survey lays
greater emphasis om measuring the respondent's opinions about
the appropriate social location of men and women, and less
emphasis on abilities, personality traits, and preferences
assumed to -be associated with each sex. The fact that there
were mére sex differences in the evaluation of men and women
than could be accounted for by the supervisorij attitudes to-
ward ;omen may in part be due to the operational deslhition
of sex-role stereotyping used in this research‘- that is, the
short form of the AWS.

It had been originally planned to use fhe Bem Sex Role
Inventory (BSRI) (Bem & Watson, [976) as well as the AWS to
obtain a more roundeq indication “of the degree to which the
supervisors adhéred to sex-role stereotypes. The BSRI is a
measure which‘is normally used to assess the degree to which
the respondent.de}ines him or hersélf in terms of attributes
typieally associated with men and women. In this study, how-
evér, the sqpervisors would have been asked to completé the
BSR1 twice, once judging the extent to which the various’
attributes were descriptive of the typical adult male, and
once judging the'extent to which the attribufes were descrip-
tive of the typical adult female. By including both the BSRI

and the AWS, there would have been complementary measures of

the concept of sex-role stereotype, one assessing social



loéation and one assessing personality.traits, and abilities
assumed to be ass;ciated with each sex. The BSRI, the KWS and
Expectancy Questionnaire_ administered together, however,
proved to Dbe véry time consuming in the pretest of the
survey materials: therefore, the. BSRI was not included. It
is uncertain whether including the BSR& would have provided a
better explanation for the sex differences found than the
AWS. Certainly; future fesearch on the performance eval-
uation‘of men and women_ﬁuSt give careful cénsideration not
only to ensuring that there is an operational definition of

the degree to which evaluators adhere to sex-role stereo-

types, but also to the type of definition used.

Self-Fulfilling ErOphecy and the Evaluation.Process; The
model of self-fulfilling prophecy as it relates to the per-
formance eyaluation of men and women on the job received
little support in this research. Although there Qas evidence
of differing expectancies for the.performance of women held
by supervisors expressing traditional views about the role of
women, and by supervisor3 holding more egalitarian views, no
support was obtained for the position that superQisors act in
accordance with their expectancies for their fenéle subordin-
ates, to cause them to perform in a manner consistent with

~
their supervisors' ;;pectancies. Nor was there any suppeort
for the predicted relationship between supervisors' expectan-

cies for their female subordinates and the women's expectan-

cies for themselves.

161
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As indicated previously,. however; research on this
process wasxca;ried out through the nédimn of surveys. It is
possible that self-report techniques such as those used in
this study are not appropriate measures of this phenamenon;
In this research the sﬁpervisOrs were asked to give rather
gross indications of .how they would react Eo ‘superior per-
formance.  on the part of the Subordinate in terms of ve;bél
' reéSgnition and recommending p(mﬂotioh or salary increases,
and to substandard perfoqnance through verbal comment and
various counselling options. It is possible that the cues.
which the supervisor may giv; to the subordinate regarding
expectancies for performance are far too subtle to be ascer-

tained through this type of questioning. Other researchers

-~ -
\ using direct observation techniques, mostly in controlled

»

J//>laboratory settings (Snyder & Swann, 1978; Snyder et al.,

19773 Word et al., 1974; Zanna & Pack; 1975}, although not:‘
- ably one in a classroom settiﬁg (Meichenbaum et al. 1969),
have demonstrated' that percéivers do act foward target in-
dividuals in accordance with the perceiver's expecfan;ies for
that individual, which in turn causes the behaviour of the
target to be modified to be in keeping with the perceiver's
views of the target. Clearly, more research is required in
various work settings using direct observation techniques to
determine if and how supervisors act on the expectancies they

hold’ for their subordinates, in this case their female sub-

ordinates, to cause them to act in a manner consistent with
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expectancies.

Implications for the Canadian Forces

The relationship between supervisors' attitudes toward
women uﬁth respect to their moral behaviour, and the perfor-
mance evaluations given to women relative to their male peers
has been dEmonstrgted in this research for three performance
scales related to supervisory and leadership capabilities.
These skills are very important considerations in evaluating
candidates for promotion to'fhe next rank. The implication Sf
this research is that female subordinates working for super-
visors expressing more stereotypic views about women will not
have an equal opportunity for advancement compared with their
male peers. To utilize all personne! to their full poten-
tial, it is extremely important,.therefore, fhat the Canadian
Forces act on this information and institute programs to
offset this bias." _ r ) '

Probably bne of the most effective action; wéuld be to
institufe attitude awareness programs at all of the Canadian.
Forces leadership training academies. All members must attend
these academies as a @rerequisite for advancement to the
supervisory ranks. The type of program envisaged would be ex-
periential and participatdry in nature, mostly through exer-
cises, to be supplemented with group discussion. These ex-
ercises should  have as their goal the sensit}zation of the
participant (a) to possible bias, sets or stereotypes that he

or she may possess about others,, and (b) to the potentially

~ -
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harmful impact these biases may have on the careers and/or
career choices of others. The author has several such exer-
cises in mind, and will su?mit draft lesson plans to the Can-
adian Forces for their consideration.

The second purpose of the study was cohcerned‘with the
possible Self-fulfilling nature of supervisors' expectancies
for their .subordinates. fhis relatidnship‘ wés not clearly
demonstrated through the surveys carried‘out in this study.
Howeve}, the fact that this process does:not operate in the
workplace, also has not been clearly demonstrated. As indica-
ted above, the self-fulfilling prophecy phenomenon has beeg
demonstrated through direct observation techniques in college
laboratory settings _ana in the classroom. It is felt that
this process jis worthy of further iq:estigation.Ln,thé Can-
adian Forces wusing direct‘observation techniques; primarily
because of’ its clear demonstration in other settings, and be-
causé of the.potentialfy harmful and long term effects super-
visors attitudes and expectancies can have on their subordin-
ates. Such research would not necessarily have to be launched
as an independent study. It could be "piggy-backed" on other
programs which call for the direct observation of members
functioning in their tradesa as is frequently done in trade
structure, and occupational and task analysis programs. Under
these circumstances there would not be a large “fish-bowl"

effect related ‘to outsiders observing supervisor/subordinate

interactions; -rather, the researcher would be part of the
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~trade structure -analysis team, participating in a program

normally carried out within the service.

To summarize, becausesof the demonstrated profnaié bias
in the ‘Performance evaluation of ‘men and women in the Can-
adian Forces amongst supervisors ‘expressing stereotypic views
about the‘ rights and_ roles of. women .in societ&, programs
should be instituted at all Caﬁadian Forces leadership aca-
démies to‘ﬁelp alleviate such:bias. In édditibn, consider-
-ation should be giveﬁ to using direct observation techniques
to investigate the possible self-fulfilling nature of the
supervisor's expectancies for their subordinates in the Canj
adian Forces. Continued research in this area lis ~warfanted

given the support for such phenomena found in previous re-

search, and because of the potentially harmful and long term
effects such a phemonenon would have on subogdinates' careers
in the Canadian Forces.

Vel
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APPENDIX A

Performance Evaluation Report (PER) for Members
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APPENDIX B

Survey Packages for Supervisors and Subordinates

Bl

B2

B3

B4

B5

B6

B7

Description of Subordinates' and Supervisors'
Questionnaires

Supervisors' Expectancy Questionnaire - Form S5pM
(for supervisors with male subordinates)
Supervisors'/ Expeétancy Questionnaire - Form SpF
(for supervisors with female gubordinates)
Subordinates' Expectancy Questionnaire - Form SbM
(for male subordinates)

Subordinates' Expectancy Questionnaire - Form SbF
(for female subordinates)

Short Form of Attitudes Toward Women Scale (AWS)
with Different Face Sheets for Supervisors and
Subordinates

Machine-Readable Answer Sheet Used Wi'th Each

Survey
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APPENDIX Bl

’ . ,
Description of Subordinates' and Supervisors' Questionnaires

. ',-’-
- B This paper describes the questionnaire designed 1to
gﬁ measure supervisors' expectancies for the performance of sub-

ordinates at work, and how these same superv}sors say they
would respond to various levels of performance from their
subordinates. It also describes a similarly worded question-
naire designed- - for subordinates to nmasufe their perception
-0of this same proéess, and their perceptions of their own
performance potentiél and work motivation.

These questionnaires. were developed in conjunction
with=Dr. M. McCarrey of\the Départment of Psychology of the
University of Ottawa and :&Presentatives in the Department of

'?thtiona} Defence from the ﬁ1‘ ctorate of Social and Economic
Analysis)- the Directorate Personnel Applied Research, and the
Canadiam Forces Personnel! Applied Research Unit. They were
subsequently pretested wit fou; supervisors and four subor-
dinates, two males and twé females, of various ranks at Na-
tional Defence Headquarter7i
The Model ./

The expectancy /ﬁestionnaires were designed ;o test
the model of self?TﬁT?flling prophecy outlined in the main
text of this thesis (pp. 38-4%). Within the context of this

model, 1t was predicted that supervisors who have lower ex-



-..: . . ’

, - 187
pectancies for women would reinforce the behaviour of their

female. subordinates and set up their work environment so that
the women's performance at work would be in keeping with

their supervisors' expectancies. In addition, . the women's

', expectancies regarding their own performance ability would be

influenced to be in keeping with those of their supervisors.

The Pretest_

The questionnaires were developed and modified in
consultation with the agencies described above to the point
where they could be tested with supervisors and subordinates
in the Canadian Forces. The supervisors (al! male) and sub-
ordinates (two males and two females) were given Expectancy
Questionnaires similar to the ones in Appendices B2 through
B5, and machine-readable answer sheets (Appendix B7).In addi-
tion the supervisors were given the Bem Sex Role Inventory
and the full Attitude Toward Women Scale.

The Bem Sex Role Inventory (BSRI) includes gixty
traits, which are normally identified as being typiéally mas-
culine, feminine or neutral in nature (Bem & Watson; 1976).
The respondent ordinarily is asked to describe him or herself
on the scales associated with each of these trai%s. In the
case of the supervisors, the BSRI waé completedvtﬁ*fg; once
describing a typiial adult male and once describing a2 typical
adult female.

The Attitude Toward Women (AWS) Scale is a 55 item

Likert-type scale tapping attitudes about the vocational,
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educational, and intellectual roles of women, their freedom

and independence, sexual behaviour and marital ;elationshfps

and obligations (Spence & Helmreich, 1972). The BSRI was in-

Cluded‘to’obtain some indication of the degree to which the
.supervisor adhered to stereotypic views about the traits of

men and women. The ful! AWS was included to ascertain the

supervisors' attitudes about the rights, roles and opportun-

ities women should have in society. It took approximately

three-quarters of an hour, to one hou-r to complete @e ex-"
pectancy questionnaires. In total it took three, to three and

one-half hours to complete the total questionnaire package

described above including the full AWS and the BSRI.

All supervisors and subordinates were interviewed In
depth about their "reaction to the questionnaires. Both
groups iﬁdicated that they enjoyed filling out Ehe Expectancy
Questionnaire and had minimal difficulty with the questions
or instructions. Most of their comments h§d to do with clar-
ifying the items or instructions; for instance, making sure
the words "Skip Columns 9 and 10" were included in the ques-
.tlonnaire when they were not required to fill in all the col-
umns on the machine-readable form.

On the other hand, the response was quite negative to
having to complete the BSRI twice and the AWS, in addition to
the Expecténcy Questionnaire. They were irritated with the
time that it took to complete all of the questionnaires., and -

some responded to the AWS with marked annoyance. Some felt
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that many of the questions were inappropriate, bia;ed and
insulting. Part of this response could have been due to the
fact that the questionnaire was given at the end of a three
hour sessisn, and the questions perceived as annoyihg only

exacerbated the already existing irritation with the length

of the test session. As a consequence, it was decided to cut

the BSRI and the long form of the AWS out of the battery. In
place of the full AWS, it was decided 'to use the short form
of the scale (25 items).

Reducing the battery in this way cut the length of
time it took the supervisors to complete it, with little sac-
rificed in terms of the amount of information obtained. All

of the hypotheses (pp. 44-46) remained testable, and the

-

- S
short-form of the AWS yields a good measure of the -super-

visors' attitudes toward wmnen.l_A persual of the short form
of the AWS also suggestedl that the items of this measure
would.probably not be as offensive to the respondents a§ some
of the additional items in the longer form. ‘

Appendiceg B2 to B5 show 'the supervisorstxggnd sub.-
ordinates' questionnaire packages used in the field study.

They were translated into French by official translators in

.the Department of National Defence so that they could be com-

pleted in the official lanpuage of choice. Selected

-

1. Refer to the main text (p.29) for a more comprehensive

discussion of the properties of ‘the short-form of the-AWS.

T

“

v
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questions from the French: translations were then submitted

for translation into English to_ehsure'that tgé intent of the
or}ginal English version had been retainea.

The original questionnaires and their French trans-
lation -were also submitted to Dr. Henry Edwards and other
members of the Department of Psychology of the University of

-

Ottawa knowledgeable in the fields of questionnaire design
and translation. Based on their review, and the translation

from French back into English, it was concluded that the
b
French translation was accurate and that the intent of the

original English version had been retained.

Description of the Expectancy Questionnaires

What follows }s a detailed description of tES Expec-

Eency Questionnaire for the supervisors. [t is comprised of
two parts: the Biographical Information portion (PART 1);
and, 'the gquestians designed to address the hypotheses and

.otﬂer constructs of intéfest (PART 1II). The subordinates
questionnaire 1s virtually the same, excepf that the items in
Part 11 were worded from the subordinates' perspective. The
rationale for including each of the questions will be des-
cribed within the context of the theoreti&ai model under con-
s}deration. The subqrdﬁnates' questionnaires are not des-
cribea in detail because basically the same rationale applies

for the questions included in their survey.

* PART 1° - Biographical Information. The Biographical

Information section contained a number of items, against



which the responses in the'Expectancy portion of the d%es~
tionnaire could be compared. These inciudeﬁ variables such
.as age, sex, marital status, levei of education, primary lan-
guage, employment stat&ﬁ of spouse, rank, trade, time in rank

and in military service, number of dependent children of the

kS

respondent, as well as subject .identifiers such as place of

[T

employment codes. In addition to these items, the super-
visors were asked about the number of women they had worked
with, for, or supervised in the Canadian Forces, as these

items may be related to the supervisors' eneral attitudes
y ) p g

towards the rights and roles of women in society, and to

their expectancies for the performance of the particular fe-

male sﬁbordinate,ﬁnder their employ.

h]

‘PART Il - Questions ! - 5. Questions | to 5 measure

the supervisor's expectancies for the subordinate's perform-
ance in term; of the subordinate's abifity to perform at
higher ranks; h@s/her Iéadership- potential; his/her ability
to take on more responsibility; h}s/he; ability-to carry out
the tasks required in his}her trade; and, his/her ability to

advance in the Canadian‘Forbes./ The following are the ra-

tionales for including each of tﬁg questions:

1. Question | asked the supervisor to assess the po-

tential of the subordinate to function at, below,

.or "above his/her current rank.

191
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Question 2 assessed the supervisor's expectancies

for the advancement of the particular subordinate

in qhestfon. The rationah§§§:r its inclusion is
LY
that while the supervisor y believe. that the

subordinate may have the potential to function at

higher ranks, he. may believe that for 'some other
reason, perhaps the subordinate's sex, his/her
rate -of advancement may not coincide with his/her

potential. . ' .
:

Py

Question 3 addressed the question of the leader-

ship potential of the subordinate in question.
While in most trédes leadership ;ésponsibilities
increase with rank, this Is not always the case.
Sometimes trade and technical respomsibility in-
creases with rank without necessarily an increase
leadership responsibility; thus, it is conceivable
that 2 supervisor could indicate that a particular
subordinate would ;dvance in the Canadian Forces
more quickly than most for other than leadership

~

reasons. 2

-

Question & asked the supervisors about the subor-

dinates' ability to take on increased responsi-
bility in the Canadian Forces, without reference

to whether this was a leadership or _ trade

——
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responsibility.

. 5. Questioh 5 wass\ specific about whether the super-

visor thought thi)subordinate could carry out, or
has the potential to carry out all the difficult
tasks required in his/her trade. This question

was included because servicemen often express the

.opinion that servicewomen cannot carry -out all the
difficult tasks of their trade as effectively as

men.

PART 1I - Questions 6 through 15 assessed’ the Euper—

. v '
visors' perceptions of the reasons for good or poor perform-
ance on the part of their subordinates. The theoretical

-

construct related to these questions is that 61 attribution
. b

theory, and.the format of the questions is similar to that
used by Feather (1977). These questions may be very useful
in explaiﬁing why the supervisor has certain expectancies
for the subordinate's performance, and why the supervisor
would respond in fertain ways to various levels of pé}form—
ance from the subordinate. |

PART Il - Questions 16, I8 and 19 measured the super-

visor's perception of the sdbordinate‘s degree of conmitment
to the Canadian Forces in terms of thé supervisor's expectan-
ciles for the subordinate remaining in the service until re-
tirement age; his judgement about the subordinate's interest

in continued employment in spite of no economic need; and,



\f

-

the supervisor's perception of the subordinate's motivation

A

to do a good job. These items relate to hypothesis % of the

thesis (pp. 41-42). !

PART 1! - Questions 17, 20 to 38, 52 and 53. In these

questions the supérvisor indicated through the options given

how he would respond to various levels of performance on the

part of the subordinate, and in what types of positions he

" .would be prepared to place the subordinate and how much

supervision the subordinate required. }hrough these ques-
tions it was intended to determine whether the predictions
about the reinforcement and environmental modelling of the
subordinate's behaviour at work, dictated by the model of
self-fulfilling prophecies outlined above, would be sup-
ported. These questions are designed to test hypothesis 3 of

the thesis (pp. 42-43). A more detailed description of each

of the questions follows:

1. Question 17 dealt with the amount of time the sup-

er@fébr would let performance that was just ‘below
acceptable standard pass unmentipned. It was an-
ticipated that supervisors who had lower expect-
ancies for their subordinates would report letting
. substandard performance pass unmentioned more of

{Efvtime (i.e. - would be more lenient).

194
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2. Question 20 dealt with the amount of time the su-

pervisor let outstanding performance -on the pgart
of the subordinate pass unmentioned. 1t was
anticipated that supervisors who had lower
expectancies for their subordinates would report

rewarding outstanding performance on the part of

~their subordinates less of the time.

3. Question 2l. This 1is another variation of the

question of the degree to which the supervisor
would reward good pe}formance on the part of the
subordinate, by recommending promotion. The ra-
tionale fog this question was similar to the one

for question 20.

4. Question 22. This again is a variation on the re-
warding of pgood performance  theme, in terms of
monetary recognition, and has (@ similar rationale

to questions 20 and 21.

5. Question 23 dealt again with the degree of len-

iency the supervisof would exhibit towards poor
performance on the pa}t pf the subordinate. Again
the hypothesis 1is that Fhe super#isor would.be
more Ienjea{ with poor perférnance when they had

lower expectancies for their subordinates. The

. '
-
4 N . - /
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first to last options were degigned to indicate

decreasing leniency respectively. The fifst indi-
cates complete acceptance and is designed to allow
the supervisgr to say he would accept poor per-
‘formance because it iS perhaps something beyond
the subordinates control, in the case of the women
because it is "hard enough for women in the CF"
(Form SpW Appendix B3) and in the case of men,
because ‘this is '"hard enough for him" (Form -SpM
Appendix B2)!. The next (option 2), indicates ac-
ceptance but some degree of expectation, however
slight, that performance would improve. The third
option Is a casual mention to the subordinate that
he/she shouldr improve, but counselling for
improvement in the traditional work-related sense
was not a component of this choice. The fourth
- option is counselling without permanent record of

this process on file, and the final option is that

of counselling with a notation on file that the

l. This question option is the onlf difference between forms
SpM and SpF of the Supervisors' Expectancy Questionnaire.
Similarly, forms SBM of the Subordinates' Expectancy Ques-

tionnaire and SbF are -exactly the same except for this

question option.
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counselling has occurred. It is noteworthy with
respecf to this question that there is an estab-
lisﬁed procedure in the Canadian Forces for hana-
ling poor performance which consists of a series
of counselling stageé. It is implicit in these
procedures, however, that they come about in res-
ponse to performance much worse than "just below
acceptable standérd". Briefly stated, they con-
sist of: (a) a verbal warning of the
subordinate's Ehortcomings; (b) should this prove
unsuccessful, a recorded warning initiated by the
super:isor or the Commanding Officer; (c) should
this prove unsuccessful, a six month counselling
and probation period; and (d) should this prove

unsuccessful, release of the member.:

Question 24. Questions 17 and 20 through 23 dealt
with the supervisor's recognition or léck of re-
cognition of outstanding and poer performance on
the part of the subordinate. Question 24, on the
other hand, dealt with the work enviromment it-
self. In Skinnerian terms approﬁriate resﬁonses
(performance) cannot' occur if the environmental
contingencies do not allow for them. In term§ of
the model presentgd, net only will the supervisor

reward and punish their subordinates' behaviour in



accgrdapce with the expectéqcies -they hold for
their subordinates, but the Tupervisors will also
set up the work.environment according to these ex-
pectancies. Question’ 24 dealt specifically with
the number of tasks the supérvﬁsor gave‘fhe sub-
ordinate to do relative to his/her peers in simi-

lar jobs.

Question 52 had a similar rationale to that of

gquestion 24, but measured the amount of time the
supervisor allowed the subordinate to ~work un-

supervised.

Question 53 measured the amount of time the sub-

ordinate required direct supervision.

Question 25 to 38 again dealt with the types of

work the supervisor would be prepared o allow the
subordinate to do.lt was expected that sﬁpervisors
who have lower expectancies for the performance of
women would be less willing to place them in res-
ponsible, supervisory, higﬁ profile, stressful,
dangerous, vital, physically difficult, combat,
technical, complex, and connmpd positions, than In
support, people-oriented _and administrative: posi-
tions, in keeping with tragitional sex trole

J’-

198



199
stereotypes. ‘

PART Il - Questions 39 through 5].and 54 dealt with

the supervisorsf perceptions: of the nature of the work that
- the subordinate does. Question 54 asks specifically whether
* the kind of work the suborainate is required to do is tradi-
tionally women's work, work traditionally done by both men
and women, or traditionally men's work. It was expected that
the supervisor's expectancies for the female subordinate's
performance would be in keeping with the supervisor's percep-
tion of the nature of the work the subordinate is required to
do. In other words, the superior's expectations would be
higher if he perceives the work’done by the female subordin-
ate as women's work. Similarly, questions 39 through 51 asks
for the supervisor's detailed perception of the nature of the
work done by the subordinate.

-

Subordinates' Expectancy Questionnaire. As indicated

previo§§ly the subordinates were given a questionnaire worded
from their perspective, but of virtually equivaleﬁt form to
that of the supervisors’'. This allowed for a comparison of
supervisor and suberdinate persbectiveﬁ on the various items
and permitted a test of the hypotheses and congtructs ouflin-

ed in Table A. -

Questionnaire Analysis. The amount of information

forthcoming frem the Expectancy Questionnaire._was great, es-
pecially when considering all the potential rglﬁtionships

which could be drawn "amongst the results of the different

—
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éuestions; The Supervisors' and Subordinatés'_ Expectancy
~Questionnaires were submitted_.to separate principal compo-
nents analyses to assist In determining the groups of items
to be used as dependent measures to test hypothesis 4, 5 and

6 (pp. 74-78). Table A is a summary of the hypotheses or

constructs the questions were originally meant to address for

comparison with the Yinal groupings of items.
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APPENDIX B2

Supervisors' Expectancy Questionnaire - Form SpM



CONFIDENTIAL -SpM

(/f - - (When Completed)

This durvey 1s part of a study examining supervisors'
expectations for their subordinates, and subordinates’ expectations for'
their own career in the CF. It contains a number of questions dealing
wich your backgrouzd'and experience and some questions on a particular
subordinate-you hafe or have had under your supervision. The particular
subordinate discussed in this survey has been or will be asked many
similarly worded questions. In a second set of questions we are seeking
your views-on the rights and roles of women in gsoclety. You are asked )
not to discuss the answers you gave to this survey until your subordinate
has also completed the questionnaire. Your answers will be held in the
strictest confidence and you or your subordinate will NEVER be identified
in any reports that ape prepared from the questionnaire answers.

The information is being gathered for RESEARCH PURPOSES ONLY.
Your honest and careful answers to each question will be greatly
appreciated. Your participation is this project is STRICTLY VOLUNTARY.
Should you~decide not to participate in this study, the -fact that you did
not complete this survey will not be revealed to anyone.

g

In addition to this booklet, you will be provided with an answer
sheet which can be machine read and a black lead (HB) pencil with which
to record your answers on the sheet. ' ’ '

L ]

Read all instructions carefully. -

If you have any questions or experience difficulty please ask the
Toom supervisor for assistance. This is not a test. There are no right
Oor wrong answers, and there are no time limite;

N

vaaf2
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CONFIDENTIEL SpM
+{Une fois rempli)

. . - . .
- . .

Le présent sondage fait partie d'une &tude visant 2 déterminer
quel avenir les surveillants prévoient pour leurs subordonnés et ce que
ces dernfers attendent de leur propre carri2re dans les Forces
canadiennes. Il compte un certain nombre de questions sur vos &tudes et
sur votre expérience, ainsi que quelques. questions sur le rendement d'une
persoune que vous dirigez ou que vous avez déji dirigfe. Des questions
assez semblables ont &t& ou seront poses A cette personne. Vous serez
aussi invit&(e) 2 exprimer votre opinion sur les droits et les rdles des
femmes dans la soci&té&. Vous 2tes pri&(e) de ne pas discuter des .
réponses donnfes 3 ce sondage jusqu'2d ce que votre subalterne ait aussi
rempli le questionnaire. Toutes vos réponses resteront strictement
" - confidentielles et votre nom, ou celui de 1l'employ&(e) en question, ne

sera JAMAIS cité dans les rapports rédigés a partir des réponscs
recueillies. -

Les renseignements serviront 3 des FINS DE RECHERCHE SEULEHENT.
Nous vois serions donc reconnaissants de répondre toutes les questions
avec franchise et soin. Vous collaborez 3 ce projet 2 titre TOUT A FAIT
VOLUNTAIRE. Si vous ne voulez pas contribuer 3 la r&alisation de

1'&tude, personne ne saura que vous avez. préfér& ne pas répondre au
questionnaire. :

Outre cette brochure, on vous fournira une feuille-ré&ponse
lisible 2 la machine, ainsi qu'un crayon 2 mine noire (HB).

-

Lisez attentivement toutes les directives.

51 vous avez des questions 3 poser ou si vous avez des problames,
demandez au surveillant de vous-aider. Il ne s'agit pas d'umn test. Il

n'y a donec ni bonne ou mauvaise réponse, ni limite de temps.

.. /2

CONFIDENTIEL
(Une fois rempli)




CONFIDENTIAL SpM
(When Completed) )
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R 1 .
PART I BIOGRAPHICAL INFORMATION

Turn your answer sheet so that the tirle “Biographical Information/
Dounées Biographiques” appears on the upper right hand side of the page.
You will see that there are 56 numbered columns of either circled letters
or numbers. In answering the questions that follow, you will be required
to do TWO THINGS. First, gselect the answer which applies to you, and
circle the number next to your choice .in the survey questionmaire
booklet. Next blacken the same number on your. answer sheet. In a few
cases, you will be required to print a number and blacken an oval, but
these are identified by the words “PRINT NUMBER HERE".

‘Read all of "the choices for each question before selecting your answer.

Please mark only ome choice for each answer. If you should want to
change a response you have marked on your answer sheet, ERASE IT

COMPLETELY, and mark the new answer. Please DO NOT put any other mavks

on your answer sheets.

Blacken A in Column 1 because this is the first answer sheet you will
be completing.

Blacken A in Column 2 to indicate that this is the supervisor's form
of this questionnaire.

SKIP COLUMNS 3 AND &

Code No. -~ Columns 5 - 8
Blacken the numbers in Columns 5 to 8 of the answer sheet to indicate-

the code number which appears at the top right hand corner of this
questionnaire.

Your Age - Columns 9 - 10> .

Print‘your age on your last birthday here and.blacken the
corresponding numbers im columns 9 and 10 of the answer sheet.

Your Sex = Column 11

0 Male : ' - Blacken 0 in Column 11.
1 Female = Blacken 1 in Column l1l.

vesf3
CONFIDENTIAL
{(When Completed)
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(Une fois rempli)

Fid

-2 -

‘PREMIBRE PARTIE - DONNEES BIOGRAPHIQUES

Tournez votre feuille-ré&ponse de fagon que le titre "Blographical
Information/Données Blographiques” figure dans le coin supérieur droit de
la page. Vous Temarquerez qu'il y a 56 colonnes numbrotées contenant des
lettres ou des chiffres encerclés. Pour répondre aux questions qui
suivent, vous devez faire DEUX CHOSES: d' abord, choisir la ré&ponse qui
vous convient et encercler le chiffre préc&dant la réponse choisie; puis,
noircir sur la feuille-réponse 1'ovale correspondant 3 la réponse

-choisle. Dans certains cas, 11 peut arriver que vous deviez inscrire un

nombre 2 la main et noireir un ovale, mais 1'expression "INSCRIRE LE

NOMBRE ICI" vous 1'indiquera. -

‘Avant de choisir une réponse, lisez toutes les possibilités
donn&es pour chacune des questions.

Veulllez n inscrire qu'un choix par r&ponse. Si vous désirez
changer une réponse {nscrite sur la feullle-réponse, EFFACEZ-LA
COMPLETEMENT et inscrivez votre nouvelle r&ponse. Veunillez me RIEN
iuscrire d'autre sur votre feuille~réponse. ‘

1. Noircissez la lettre A dans la premidre colonne puisqu’'il s'agit de
la premiére feuille—réponse que vous rempli&é' Z.

2. Noircissez la lettre A dans la deuxi2me colonne, puisqu 11 s'agit
ici du questionnaire s'adressant aux surveillants. ) .

PASSEZ LES COLONNES 3 ET &

3. Code du document - Colonnes 5 2 8.

Dans les colonnes 5 3 8 de la feuille—réponse, noircissez le nombre

correspondant au code qui apparalt dans le coin supérieur dreit du
questionnaire.

+

4. Votre'&ge - Colonnes 9 et 10.

Pl

Inscrivez 1'4ge que vous avez eu 2 votre derni2re anniversaire ici

» et nolrcissez les chiffres correspondants dans les colonnes
9 et 10 de 1la feuille—réponSe.

5. Votre sexe - Colonne 11.

1

0 Homme; = Noirecir 0 & la colonne 11 .
1 Femme/ - Noireir 1 3 la colonne 11 -
Y
CONFIDENTIEL

(Une fois rempli)
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&n': have sych a

1 No, person is not & serving - Blacken 1 in Column "13.
member. !
2 Yes, person is a serving - = Blacken 2 in Column 13.
member.
8. 1If you blackened 1 {the second response) in question 7 above, what is
the current employment status of the person referred to?
0 Not employed/Not seeking employment - Blacken O in Column Ll4.
1 Not employed/seeking employment - Blacken 1 in Column 14.
2 Employed part—~time ~ Blacken 2 in Column 1l4.
3 Employed full-time - Blacken 3 in Column 4.
4 Student - Blacken 4 in Columm 14.
9. Print the number of dependent children you have living ar home
and blacken that number in column 15 of the answer sheet. Blacken 9
if you have 9 or more\dependen: children.
10. What is your primary official language?
0 English -= Blacken O in Column 16.
1 French . - Blacken 1 in Column 16.
ll: What was your last éompleted level of education? Qi"*w\
0 Grade 8 or less T - Blacken 0 in Column 17. N
1 Grade 9 - Blacken 1 in Column 17.
2 Grade 10 — Blacken 2 in Column 17.
3 Grade ‘11 . - Blacken 3 in Column 17.
4 Grade 12 or 13 — Blacken 4 in Column 1l7.
5 Some vocational, techmical, - Blacken 5 in Column 17.
community college or .
university course.
6 Completed vocational, technical - Blacken 6 in Column 17.
or community college course.
7 Completed a university degree — Blacken 7 in Column 17.
R A
- CONFIDENTIAL

CONFIDENTIAL -
(When Completed)

-3

What is your present msrital status?-
7

Single (Never been married) -

Married ) - Blacken 1
Separated - Blacken 2
Divorced - Blacken 3
Widowed — Blacken 4

in
in
ia
in

Blacken 0 in Column

Colunn
Column
Column
Column

12.
12.
12.
12.
12.

SpM

Is your spouse, or the person of the opposite sex with whom you have )

a close relationship (engaged, living uogether, going

member of the CF?

relationship with anyone.

(When Completed)

— Blacken O in Column 13.

'steady') a




\

6.

[N

0
1
2
3
4

7.

N
~

0
1

2
8.

0
1
2
3
4

9.

10.

0
1

11.
0
1
2
3
4
5

6

7

— CONFIDENTIEL

. . (Une fois rempli) (

-3 - 3

)

Quel est votre &tat civil actuel? 2
Célibataire {(jamais‘marié(e)) - Noireir
Marié(e) = Noireir
Séparé(e) - ¥pireir
Divorcé(e) _Noircir
Veuf{ve) \\\\\¢="'- Noireir

srWwpH o
C o gy @ e R

SpM

colonne 12
a colonne 12
a colonne 12
a colonne 12
a colonne 12

[

TN o

Votre ceonjoint(e), ou la personne du sexe opposé& avec qui vous
entretenez des relations &troites (sl vous &tes fiancés._
Gpoux(E&pouse) de droit commun, sérieusement amoureux, etc)

.est-1l(elle) membre des FC?

Je n'entretiens ce genre. de relation - Noircir 0 &

avec personne. -

Non, 11 (elle) ne fait.pas partie du - Noircir l &

cadre actif.-

Oui, 11 (elle) fait partie du cadre - Noireir 2 3

actif.

Si vous avez unoirci le numéro 1 (le deuxiéme chaix)

numéro 7, quelle est .1'occupation de la personne en
Sans emploi/pas 3 la recherche d'un - Noireir 0 3
emplol

Sans emploi/3 la recherche d'un ~ Noircir 1 &
emploi ~

Employ&(¢) 2 temps partiel - Noireir 2 &
Employé&(e) 3 temps plein - Noircir 3 2
Etudiante - Noireir 4 3

Inscrivez le nombre d'enfants 3 votre charge vivant

" et noircir le nombre correspondant dans la colonne 15 de la

la colonne 13 °
la colonne 13

. -
latcolonne 13

3 la Auestion
question?

la colonne 14
la colonne 14
la colonne 14
la colonne 14

la colonne 14

3 la maison R

feuille-réponse. Noircissez le numéro 9 si vous avez au wmoins 9

enfants 3 votre charge.—~ -

~

Quelle langue officielle employez-vous le plus couramment?

-~

Anglais ’ Qi- Noireir 0 2 la coleonne 16

Frangals

Quel niveau de scolarité avez-vous atteint?

8leme jpnge ou woins ‘ - Noireir
gleme annge ) ="Noirecir
10ieme 5pnge - Nolrcir
11ieme zpnge ~ Noireir
121eme 5, 13ieme 54z, - Noircir
Quelques cours techniques, de - Noireir
formation professionnelle,.ou ’
encore de niveau collé&gial ou

universitaire -
Cour technique, de formation profes- - Noircir
sionnelle, ou encore de niveau

collégial (CEGEP) complet.
Dipldme universiraire - Noircir

- CONFIDENTIEL
(Une foils rempli)

v Wk O

s s fof Py o fus

- Noircir 1 & la colonne 16

la colonne 17
la colonne 17
la colonne 17
la colonne 17
la colonne 17
la colonne 17

laz colonme 17

la colonne 17
R A
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J - | -4 -

12. Which is your present rank? Blacken the number in column 18 or 19
that represents your present rank. Blacken oaly one number in column

18 or 19.
0 General - Blacken 0 in Column 18
1 Colonel = Blacken 1 in Column 18
2 Lieutenant-Colonel . = Blacken 2 in Column 18
3 Major "= Blacken 3 in Column 18
4 Captain . - Blacken 4 in Column 18
5 Lieutenant W = Blacken 5 in Column 18
6 Second Lieutenant . - Blacken 6 in Column 18
-7 DpCde ) - - Blacken 7 4n Column 18
0 Chief Warrant Officer .~ Blacken 0 in Column 19
1 Master Warrant Officer ~ Blacken 1 in Column 19 '
2 Warrant Officer - Blacken 2 in Column 19
3 Sergeant : , - Blacken 3 in Colupmn 19
4 Master Corporal ' - Blacken 4 in Column 19
5 Corporal - Blacken 5 in Column 19
6 Private (Trained) - Blacken 6 in Column 19
7 Private (Untrained) . - Blacken 7 in Column 19
8 Private (Recruit) i - Blacken 8 in Column 19

SKIP COLUMN 20

-

13. Print your trade or classification MOC number

If you are an "other rank” blacken the appropriate numbers in _

Columns 21, 22 and 23. Example: If you are Infantry you would mark
031.

If you are an "officer”™ blacken the two digit number in Columns 22
and 23. Do not mark Column 21. For example, if you are an Armoured

officer you would mark 2 in Column 22 and 1 in Column 23 and leave
Column 21 blank. -

145 Print thg’?hmber of years you have been in the Canadian Forces .

-
e =

Blacken the appropriate numbers in Columns 24 and 25. For example,

if you have been in the CF 9 years, mark O in column 24 and 9 in
column 25. -

15. Print the number of years you have held your current rank

Blacken the appropriate numbers in Columns 26 and 27. For example,
if you have been in your current rank 3 years, mark 0 in column 26
and 3 in column 27.

-

1.

CONFIDENTIAL .
(When Completed) /
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CONFIDENTIEL  —— SpM
(Une fols rempli)

. __ AN

12. Quel est votre grade? _Noircissez le chiffre a la colonne 18.0u 19 -
' qui représente votre grade actuel. Noircissez un chiffre seulement
a la colonne 18 ou 19. =

0  Général — Noireir 1 2 la colonne 18
1 Colonel = Noircir 2 & la colonne 18
2 Lieutenant-colonel - Noircir 3 3 la colonne 18
3 Major - Noircir 4 & la colonne 18
4 Capitaine o = Noircir 5 2 la colonne 18
5 Lieutenant - Noircir 6 & la colonne 18
& Sous-lieutenant " = Noireir 7 2 la colonne 18
7  Ela2ve—officier - Noircir 8 @ la colomnne 18
0,  Adjudant-chef - Noircir 1 4 la coloane 19
1" Adjudant-maitre ' 7 - Noireir 2 2 la colonne 19
2  Adjudant ~ Nolrcir 3 & la colonne 19
3  Sergent < - Noircir 4 3 la colonne 19
4 Caporal-chef - Noireir 5 3 la colonne 19
5 Caporal - Noireir 6 3 la colonne 19
6 Soldat (entrainé) - Noircir 7 & la colonne 19
7  Soldat (non-entralng) ~ Noircir 8 2 la colomne 19
/,,——~__\ji‘\foiaat;(recrue) - Noircir 9 3 la colonne 19
. - PASSEZ LA COLORNE 20

13. Inscrire le code d'emplol militaire (CEM) de votre métier ou de
votre classification .

Si vous @tes "non—officier“, noircissez les chiffres appropriés dans
les colonnes 21, 22 et 23. Si vous faites partie de l'infanterie,
vous inscrivez 031.

Si vous 8tes "officiler”, noircissez les deux chiffres appropriés
dans les colonnes 22 et 23, mais n'inscr}vez rien 3 la colomne 21.
Par exemple, sl vous faites partie des blind&s, vous noircissez 2

dans la colonne 22 et 1 dans la colonne 23, et laissez le colonne 21
en blanc.

l4. 1Inscrivez. le nombre d'annfes que vous avez passfes dans les Forces
canadiennes .

Noircissez les chiffres appropriés dans les coloannes 24 et 25; par.‘
exemple, si vous avez passé 9 années dans les FC, noircissez 0 dan-
la colonne 24 et 9 dans la colonne 25.

<eef5
CONFIDENTIEL

(Une fois rempll).
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16:—h6w many sérvicewomen have worked for you during

Ve Wl O

17.

v Bk O

18.

v W e O

19.

Canadian Forces? -

i

None . - Blacken 0
One il - — Blacken 1
Two - Blacken 2
Three - Blacken 3
Four - - Blacken &
Five or more - Blacken 5

How many servicewomen have you worked for during
Canadian Forces?

None - Blacken 0
Cne - Blacken 1
Two = Blacken 2
Three - Blacken 3
Four ~ Blacken 4
Five or more - Blacken 5

How many servicewomen have you worked with (at the same rank or

responsibility level) in the Canadian Forces?

None ~ Blacken 0O
One - Blacken 1
Two - Blacken 2
Three ~ Blacken 3
Four - Blacken 4
Filve or more - Blacken 5

SpM

your career in the

in
in
in
in
in
in

Column
Column
Column
Column
Column
Column

28
28
28
28
28
28

your career in the

in
in
in
in
in
in

Column
Column
Column
Column
Column
Column

Colunn
Column
Column
Column
Column
Column

Print your four digit unit ideantification code (UIC) here

Blacken the appropriate mmbers in Col
supervisor will tell you your UIC if you

YOU HAVE ROW COMPLETED PART I .

PLEASE TURN THE PAGE

CONFIDENTIAL
- (When Completed)

s 31 through 34.
not know it.

.

29
29
29
29
29
29

30
30
30
30
30
30

Your room

<. /6



15.

16.

Wit — O

~J
.

1

W Wk~ o

18.

wWwor O

19.

CONFIDENTIEL
(Une fois rempli)
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SpM

Inscrivez depuls combien d'annfes vous détenez le mBme grade .

Ndircissez les chiffres appropriés dans les colonnes 26 et 27; par
exemple, sl vous avez le méme grade depuis trois ans, vous

noircissez O dans la colonne 26 et 3 dans la colonne 27.

Combien de militaires de sexe f&minin ont travaillé sous votre
direction durant votre carridre dans les Forces canadiennes?

Aucun. ~ Noircir 0 dans la
Un. - Noireir 1 dans la
Deux. - Noireir 2 dans la
Trois. ’ - Noircir 3 dans la
Quatre. - Noircir 4 dans la
Au moins cing. - Noircir 5

dans la

De comblen de militaires de sexe féminin avez—vous relevé
de votre carrid2re dans les TForces canadiennes?

Aucun. - Noircir 0 dans la
Un. — Noireir 1 dans la
Deux. - Noircir 2 dams la

Trois. = Noircir 3 dans la
Quatre. Voircir 4 dans 1la
Ay moins cing. Noircir 5 dans la

colonne 28
colonne 28
colonne 28
colonne 28
colonne 28
colonne 28

au cours

colonne 29
colonne 29
colonne 29
colonne 29
colonne 29
colonne 29

Aux cdtés de combien de militaires de sexe féminin avez-vous ]
travaillé (femmes ayant le m2me grade ou les mdmes responsabilit8s)

dans les Forces canadiennes?

Aucun. = Noircir O dans la
Un. = Noirecir 1 dans la
Deux. . - Noireir 2 dans la
Trois. - Noircir 3 dans la
Quatre. - Noircir 4 dans la
Av moins cing. ~ Noircir 5 dans la

colonne 30
colonne 30
colonne 30
colonne 30
coloane 30
colonne 30

Inscrivez les quatre chiffres de votre code d'identification d'unité

(C1U) .

Noircissez les chiffres appropriés dans les colonmes 31 3

34. Le

surveillant de peut vous donner votre CIU si{ vous ne le connaissez

pas.

VOUS AVEZ MAINTENANT TERMINE LA PREMIERE PARTIE

VEUILLEZ TOURNER LA PAGE

CONFIDENTIEL
(Une fois rempli)
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PART II

\___‘_."\

~

- 1

. | ~
Rotate your answer sheet so that "SURVEY RESPONSES - Rﬁsvﬁﬁ’sg‘bu_’ e~k

, SONDAGE™ 1s at the top.

in this part of the answer sheet.

The following questions have .to do with the performance of the particular

Note  that there are 75 lines of‘Eircled nunmbers

subordinate shown on the card at the top of this page ,who 1s under your

supervision.
research purposes.

“ill not be revealed to your subordinate or to anycne who is in a

position to influence his/her career.
be identified individually.
possible.

p number on the answer sheet that corresponds to your answer.

1. This individual has the potential to

orly at a level below his/her
current rank

only at his/her current rank

one level above his/her current
rank

two levels above his/her current
rank ' :
three or more levels above his/her
current rtank C s

function:

= Blacken 1 in question 1

Blacken 2 in question 1
Blacken 3 in question 1

- Blacken 4 in question 1

= Blacken 5 in question 1

You are being asked to complete this questionnaire for
Your answers will be held in strictest confidence and

1 expect that this individual will advance in the Canadian Forces

over the next five years:

mich more quickly than most
more quickly than most

at a normal rate

less quickly than most
much less quickly than most

I feel that the leadership potential
his/her peers is:

extremely high
high

average

low

extremely low

~ Blacken 1 in question
- Blacken 2 in question
= Blacken 3 in question
Blacken 4 in question
Blacken 5 in question

RO

of this individual compared with

= Blacken 1 in question
Blacken 2 in question
Blacken 3 in question
Blacken 4 in question
Blackenr 5 in question

W LW W

CONFIDENTIAL
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You or your subordinate will never
Please answer as frenkly and completely as
Circle the number next to your choice and blacken the same

e

bl



CONFIDENTIEL SpM
{Une fols rempli)

- % -

DEUXIEME PARTIE

. -

Tournez votre feuille-r&ponse de fagon que le titre “SURVEY RESPONSES -

REPONSES AU SONDAGE™ figure au haut de la page. Veuillez noter que cette
partie de la feuille-réponse compte 75 lignes de nombres encerclés.

~ Les questions qui suiveat se rapportent au rendemeat de 1'employé(e) dont
le nom apparalt sur la fiche au haut de la page, et que vous dirigez.
-Vous r&pondez au présent questjionnaire 3 des fins de recherche. Vos
réponses resteront strictement confidentielles et ne serent divulguées ni
2 1l'employ&(e) en question, ni & quiconque pouvant influencer le cours de
sa carridre. En outre, votre identit&, ou celle de 1'employé(e), ne sera
Jamais dévoil&e. Veuillez donc répoudre avec autant de franchise et de
précision que possible. Euncerclez le chiffre précédant la réponse
choisie et noircissez sur la feullle-téponse le chiffre encerclé
correspondant.

1. Cette personne poss2de les aptitutes nécessaires pour ‘travalller:

1 seulement 3 un &chelon au-dessous de ~— Noireir 1 3 l1a question 1
son grade actuel

2 seulement 3 son grade actuel

3 3 un échelon au-dessus de son grade
actuel

4 & deux &chelons au-dessus de son
grade actuel

5 d au moins trols &chelons au-dessus - Noilreir 5 8 la question 1
de son grade actuel

Noireir 2 3 la question 1
Noircir 3 4 la question 1

!

Noireir 4 3 la question 1

o —
2. Je prévoils qu'au cours des 5 prochaines annfes cette perscnne
obtiendra de l'avancement dans les Forces canadiennes:

-

1 beaucoup plus rapidement que la = Noirecir 1 3 la question 2
majorité .

2 plus rapidement que la majorité — Noircir 2 & la question 2

3 & un rythme normal ~ Noircir 3 & la question 2

4 moins rapidement que la majorité = Noireir 4 § la question 2

5 beauccup moins rapidement que la = Noireir 5 & la question 2
majorité

3. Je croils que, par rapport celle de ses collégues, 1'aptitude 2
commander de cette personne est:

1 trés grande ~ Noircir 1 3@ la question 3

2  grande = Noireir 2 & la question 3

3 nmoyenone ~ Noirecir 3 & la question 3

4 faible - Noirelir 4 3 la question 3

5 trés faible = Nodrcir 5 2 la question 3

a7

CONFIDENTIEL
(Une fois rempli)
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C g _

— - . ’ ‘4'
4. I feel that this individual's ability to take oﬁ\ggfi_responaibiiity
in the Canadian Forces is: ’

1l extremely high =~ Blacken 1 in question 4

2 high ~ Blacken 2 in question 4

3 average - Blacken 3 in question 4

4 Jow - Blacken 4 in question &4

3 extremely low - Blacken 5 in question 4
LS

5. I feel this individual either can or has the potential to carry out:

1 all of the difficult tasks required - Blacken 1 in question 5
in his/her trade

2 most of the difficult tasks required - Blacken 2 in question 5
in his/her trade

3 some of the difficult tasks required - Blacken 3 in question 5
in hig/her trade .

4 few of the difficult tasks required - Blacken 4 in question 5
in his/her trade * .

5 very few of the difficult tasks - Blacken 5 in question 5
required in his/her trade

For the following two statements circle the number that best describes -

your answer and blacken the same number for each question on the answer
‘Sheet.

If this individual were performing just below acceptable standard at

work, I would rate the lmportance of each of the causes listed below on a
five point scale as follows:

Remember that performance just below acceptable standard can be due to
more than one cause.

not at all
important
as a cause

moderately
important
a5 a cause

extremely
important
as a cause

lack of ability 1 2 3 5
7. bad luck 1 2 3 5
8. difficult job 1 2 3 5
9. lack of effort 1 2 3 5
10. the sex of this 1 2 3 5
individual
. .. /8
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4. Je crols que l'aptitude éi;ceCte personne 3 assumer de plus grandes
responsabllités au sein des Forces canadiennes est:

1 trés grande - Noircir 1 2 la question 4
2 grande - Noireir 2 3 la question 4
3  moyeane - Noircir 3 2 la question 4
4 faible - Noireir 4 § la question 4
5 trés faible - Noircir 5 2 la question 4
5. Je crols que cette personne posséde ou peut acquérir les aptitudes _

nécessaires pour s'acquitter de: .
L9
-1 toutes les t3ches difficiles reliées =~ Noircir 1 3 la question 5
3 son métier )
2  la plupart des tiches difficiles - Noircir 2 & la question 5
relifes 3 son métier
3 certaines des tiBches difficiles
relifes 3 son métler .
4 quelques unes des tdches difficiles - Noireir 4 3 la question 5.
relifes 3 son mérier =~
5 trés peu des tidches difficiles Noircir 5 3 la questiom 5 -
relifes 3 son métier :

Neiretr 3 & la question 5

Encerclez le chiffre qui correspond & celul des deux &noncés suivants qui

décrit le mieux votre opinion et noircissez le m2me chiffre sur la
feuille-réponse.

51 cette personne donnait un rendement l&gerement inférfeur 2 la norme,
Jj'évaluerals, sur une &chelle de 1 2 S, l'importance relative de chacurne

des causes &numérées ci-dessous comme suit:

N'oubliez pas qu'un rendement légdrement inférieur 3 la norme peut atre
attribuable & plusieurs causes 34 la fois.

Cause sans Cause assez Cause extrémement

importance importante importante
6. Manéue d'aptitudes 1 2 3 4 3
7. Malchance 1 2 3 4 5
8. Tache difficile 1 2 3 4 5
9. Manque d'efforts 1 2 3 4 5
10. Son sexe 1 2 -3 4 3

ax
.../8
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If this individual were shouing outstanding performance at work, I would
rate the importance of each of the causes listed below on a five point
scale as follows:

Remember that outstanding performance can be due to more than one cause.

not at all Toderately extremely
important important important
as a cause as a cause as a cause
11. ability 1 2 3 4 _ 5
12. good luck 1 2 3 4 5
13. easy job - 1 2 3 4 5
14. hard work 1 - 2. 3 4 5
. - L
15. the sex of this - 1 2 3 4 5

individual

16. The likelihood of this individual making a career of the Canadian
Forces and remaining in the service until retirement age is:

1 extremely high ° ~ ‘Bladkern 1 in question 16
2 high - Blacken 2 in question 16
3 no different from most - Blacken 3 in question 16
4 low - Blacken 4 in question 16
5 extremely low - Blacken 5 in question 16

17. I would let performance from this person that was just below
acceptable standard pass unmentioned:

.1 less than 1% of the time ) —- Blacken 1 in question 17
2 less than 5% of the time ~ Blacken 2 in question 17
3 less than 10% of the time - Blacken 3 in question 17
4 less than 20Z of the time = Blacken 4 in question 17
5 202 or more of the time = Blacken 5 in question 17

18. If this individual had enough money to live as comfortably as he/she
would like for the rest of his/her life (e.g. won a lottery), would
he/she continue to work in the CF?

1 definitely yes _ - Blacken 1 in question 18
2 more thsn likely ~ Blacken 2 in question 18
3 not sure = Blacken 3 in question 18
4 not likely ~ Blacken 4 in question 18
5 definitely no -

Blacken 5 in question 1§

- : A
CONFIDENTIAL
(When Completed)
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51 cette pgtrsonne donnait un rendement exceptionnel au travail,
Jj'évaluerals, sur une &chelle de 1 2 5, 1'importance relative de chacune
des causes énumérées ci-dessous comme {1 suit:

N'oubliez pas-que le rendement exceptiounel'peuq étre att:i%ualbq a
plusieurs causes 2 la fois. ' ) . i; _

¥

Cause sans Cause assez Cause extramement

o importance . importante importante
P . ’ .
*11.~ Aptitudes 1 .2 3. 4 5
., Y - . ’
12. ' Chance VR 1 2 3 . 4 5
3 - et
13. Tache facile - ) 1 2 3 4 5
14. Efforts = 1 2 3 4 5
15. Son sexe 1 2 3 4 5

16. La probabilité que cette personne fasse carridre dans les Forces
canadiennes et qu'elle y reste jusqu'au moment de la retralte est:

1 trés grande = Noirecir 1 3 la question 16
2  grande — Noircir 2 & la question 16
-3 moyenne ) - Noirecir 3 3 la question 16
-4 falble ‘ - Noirecir 4 3 la question 16
5 trés faible - Noireir 5 3 la question 16

17. Je passerais sous silence les périodes ol le rendement de cette
personne est légdrement inférieur 2 la norme, et ce:

1 moins de 1% du temps ' - Noireir 1 & la question 17
2  wmoins de 5% du temps - Noircir 2 3 la question 17
3 moins de 10% du temps = Noircir 3 3 la question 17
4 wmoins de 20X du temps — Noireir 4 3 la question 17
5 20% du temps ou davantagé® ~ Noireir 5 3 la question 17

18. Si cette persoune avait les moyens de vivre confortablement pour le
reste de ses jours (par exemple si elle gagnait & la loterie),
continuerait-elle 3 travailler dans les FC? :

Trés certainement.

1 = Noircir 1 & la question 18
2 Trés probablement. - Noireir 2 3 la question 18
3 Je ne suis pas sir. = Noireir 3 3 la question 18
4  Peu probable. - Noircir 4 2 la question 18
5 Certainement pas. ~ Noireir 5 3 la question I8

© . L
. CONFIDENTIEL
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This individual is:

strongly motivated - Blacken 1 in question
motivated " =~ Blacken 2 in question
not particularly motivated - Blacken 3 in question
not at all motivated - Blacken 4 in question

to do his/her job well.

I would let outstanding performance from this person pass
unmentioned:

less than 1Z of the time
less than 5% of the time
less than 10X of the time
less than 20% of -the time
20% or more of the time

Blacken 1 in question
Blacken 2 in question
Blacken 3 in question
Blacken 4 in question
Blacken 5 in question

1f this individual were showing outstanding performance I would:

recommend strongly that he/she
be promoted
recommend that he/she be promoted
not likely recommend that he/she
be promoted .
not recommend that he/she be
promoted

Blacken 1 in question

Blacken 2 in question
Blacken 3 in question

i

Blacken 4 in question

If it were within my power, and this individual were showing
outstanding performance I would recommend:

Blacken 1 in question
Blacken 2 in question
Blacken 3 in question
Blacken 4 in question
Blacken 5 in question

a very large salary increase
a large salary increase

a moderate salary ‘increase

a slight salary increase

no salary increase

19
19
19
19

20
20
20

‘20

20

21
2
21

21

22
22
22
22
22

SpM

If this individual were performing Just below acceptable standard I

would:

accept 1t, as it is hard enocugh = Blacken 1 iu‘queation
for him .

accept it, 'but hope that it would - Blacken 2 in question
improve

mention Iin passing, that he/she
should improve

counsel him/her to improve, but
not note it on his/her file

counsel him/her to improve, and
note it on his/her file

Blacken 3 in question

Blacken 4 in question

Blacken 5 in‘queétion

CONFIDENTIAL
(When Completed)
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Cette personne est:

trés motivée

motivée

pas particuliirement motivée
pas de tout motivée

3 bien faire son travail.

Je ne tilendrais pas compte du rendemen
cette personne, et ce:

moins de 12 du temps.
moins de 52 du temps.
moins de 102 du temps.
moins de 202 du temps.
20% du temps ou davantage.

S1 cette personne donnait un rendement exceptionnel:

Je recommanderais fortement qu'elle
solt promue.

t

SpM

Noireir 1 & la question
Noireir 2 2 1la question
Noireir 3 3 la question
Nofrcir 4 2 la question

exceptionnel que peut donner

Noireir
Noireir
Noilreir
Noircir
Noircir

w o w N
o/ o [ gy p
T

= Noircir 1 & la

je recommanderais qu'elle soit promue.~ Noireir 2 3 la
Je ne recommanderais pas qu'eile solit - Noircir 3.2 1a

promue.

je ne recommanderais certainement pas — Noireir 4 3 la

qufelle soit promue.

\

question
question
questlion

question

question

question

question
question

qufstion

S1 cela m'en tenait qu'a moi et que cette personne domnait un
rendement exceptionnel, je recommanderais qu'elle obtienne:

une tras grosse augmentation de
salaire.

une grosse augmentation de salaire.
une augmentaticn de salaire moyenne.
une petite augmentation de salaire.
pas d'augmentation de salaire.

CONFIDENTIEL

~ Noireir 1 4 la question

« Noircir 2 3 la question

(Une fois rempli)

- Nodlrcir 3 2 1a

Noirelr 4 3 1la
Nolrelir 5 2 1a

questio
quesuion
question

19
19
19
19

20
20
20
20
20

21

21
21

21

22

22

2
22
22

N
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24. At work I give this individual:

1 211 of the difficult tasks that - Blacken
his/her peers in a similar job
are expected to do

2 most of the difficult tasks that - Blacken
his/her peers in a similar job
are expected to do

3 gome of the difficult tasks that - = Blacken
his/her peers in a similar job '
are expected to do

4 not many of the difficult tasks - Blacken
that his/her peers in a2 similar
Job are expected to do

5 a few of the difficult tasks that - Blacken
his/her peers in a similar job hd
are expected to do

CONFIDENTIAL
{When Completed)

1l in
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question 24
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23. Si le rendement de cette personne se situait légirement en—dessous
de la norme:

1 j'accepterais la situation, ~ ¥oireir 1 2 la ‘question 23
considérant qu'elle est déjd bien
assez difficile pour 1lui.

2 j'accepterals la situation, bais - Noircir 2 & la question 23
j'espdrerais que son rendement
s'amelioréa.

3  je lui soulignerais en passant =~ Noircir 3 4 la quesfion 23
qu'elle doit amE&liorer son
rendement.

FLS

Je lul conselllerais de s'améliorer, Noireir 4 38 la questionm 23

mais je ne le mentionnerals pas dans
son dossier.

5 je lul counselllerais de s'am&liorer
et Je le noterais dans son dossier.

Noircir 5 2 la question 23

24. Au travail, j'assigne 3 cette personne:

(1) toutes les t3ches difficiles que les - Noireir 1 3 la question 26
personnes occupant un poste semblable
doivent remplir.
(2) 1la plupart des ta3ches difficiles que - Noircir 2 3 la question 26
. doivent remplir les personnes occupant
un poste semblable.
(3) un certain nombre des t3ches - Noircir 3'2 la question 26
’ difficiles que dolvent remplir les
personnes occupant un poste semblable.
(4) quelques-unes des tdches difficiles - Noirecir 4 3 la question 26
que doivent remplir les personnes
occupant un poste semblable. :
(5} peu des td3ches difficiles que doivent - Noirecir 5 a la question 26
remplir les personnes occupant un
poste semblable.

... /11
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For the following two statements circle the number that best describes
your answer and blacken the same anumber for each question on the answer
sheet.

I would be prepared to place this individual in positions that could be
described as:

Definitely Don't

Tes Yes Know
25. Support 1 2 3
26. Responsible 1 2 3
27. Supervisory 1 2 3
28. High Profile 1 2 3
29. Stressful 1 2 3
30. Dangerous 17 2 3
31. vital 1 2 3
32. Physically 1 2 3

Difficult
33. Combat 1 2 3
34. People-oriented 1 2 Y
35. Technical 1 2 3
36. Complex 1 2 3
37. Administrative 1 2 3
38. Command 1 2 3
CONFIDENTIAL

(When Completed)

Definitely
No No
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
4 5
.. /12
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Encerclez pour les deux énoncés qui suivent le chiffre qui décrit le
mieux votre opinion et noircissez le meme chiffre sur la feuille-répounse.

Je n'hésiterals pas i confier 2 cette personne un poste d&crit comme:

Assurément Oui Ne sais pas ‘Non Certainement pas

25. de soutien. 1 2 3 4 5
26. de responsabilité. 1 2 3 4 5
27. de.surveillahce. 1 2 3 4 5
28. de prestige. 1 2 ‘ 3 4 5
29. stressant. 1 2 3 4 5
30.. dangereux. 1 2 3 4 5
31. d'importance virale. 1 2 3 4 5
32. exigeant du point 1 - 2 3 4 5
de vue physique.
~
33. de combat. 1 2 3 4 5
34. du domaine des 1 2 3 4 . 5
relations publiques.
35. technique. 1 2 3 4 5
36. compliqué. 1 2 3 4 5
37. administratif. 1 . 2 - 3 4 5
38. de commandement. 1 2 3 4 5
ceef12
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[ would classify the kind of work this individual 1s required to do In
his/her position on each of the  five point scales as follows:

L

high profile low profile

39. 1 3 4 5
. operational non—operational
40. 1 3 5
combat non-combat
41. 1 3 4 5
exciting dull
42 1 3 3 5
routipe constantly changing
43, 1 3
froat line rear support
44, 1 3
technical non-technical
45. 1 3 4 5
hilgh status low status
46. 1 3 5
Fmportant not important
47. 1 3 5
\
c%mplex not complex .
L8, 1 3 5 -
,J{ressful not sgtressful
49. 11 3 4 5
people-oriented not people-oriented
50. 1 3 5 -
dangerous not dangerous
51. 1 3 4 5.
...f13
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Sur une &chelle de 1 & 5, je considdre que les tdches rvelifes 3 mon poste
sont: ’ .

trds en vue

trés peu en vue

39. 1 3 5
opérationnelles non opérationnelles
40. 1 2 3 4 5
de combat non relifes au combat
41. 1 2 3 5
passionnantes ennuyantes
42, 1 2 3 4 5 -
monotomes variées
43. 1 2 3 5
de premi2re ligne de soutien de la
zone arridre
44, 1 2 3 5
" techniques non techniques
45. 1 2 3 5
de prestige sans prestige
46. 1 2 3 5.
importantes sans importance
47. 1 2 3 5
compliquées sans couplication
48. 1 2 3 5
stressantes non stressantes
49. 1 2 3 5
de relations sans relations avec
publiques le public
50. 1 2 3 5
dangereuses non dangereuses
51. 1 2 3 5
.- /13
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TURN YOUR ARSWER SHEET SO THAT BIOGRAPHICAL INFORMATION ~ DONNERS
BIOGRAPHIQUES IS IN THE TOP RIGHT-HAND CORNER

This person works unsupervised ~_ percent of the time.

Print the percentage in the space and blacken the appropriate
numbers in columns 37 and 38. For example, if this individual works
unsupervised 5 percent of the) time, mark 0 1n:'column 37 and mark 5

" in column 38. (Maximum 99 percent.)

More specifically, this person requires my direct supervision
percent of the time. '

Print the percentage in the space and blacken the appropriate
numbers in columns 39 and 40. For example, if this person requires
direct supervision 5 percent of the time, mark 0 in column 39 and 5
in column 40. (Maximum 99 percent.) )

I would classify the kind of work that this individual is required to
do in his/her position as being:

0 traditionally women's work ~ Blacken 0 in column 41
1 work traditionally done by both = Blacken 1 in column 41

men and women

2 traditionally men's work - Blackeﬂ 2 in column 41

YOU HAVE NOW COMPLETED PART II

Please detach the card on which your subordinate's name is written and
destroy it.

Hand in the survey booklet and answer sheet in the envelope provided, and
obtain Envelope II for completion.

CONFIDENTIAL
(When Completed)
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TOURNEZ VOTEE FEUILLE-REPONSE DE FACON QUE LX TITRE

"BIOGRAPHICAL INFORMATION — DONNEES BIOGRAPHIQUES"
FIGURE DARS LE COIN SUPERIEUR DROIT

C—

Cette persomie. travallle sans surveillance p. cent du temps.

Inscrivez le chiffre approprié dans l'espace ci-dessus et noircissez
leg chiffres correspondants dans les colonnes 37 et 38 de la
feuille-répongse. Par exemple, si cette. personne travaille en
autonomie 5 p. cent du temps, noircissez O dans la colonne 37 et 5
dans la colonne 38 (pour un maximum de 99 p. cent).

Plus patrticuld@rement, je dois superviser directement le travail de
cette personne p. cent du temps.

Inscrivez le chiffre approprié dans l'espace ci-dessus et noircissez
les chiffres correspondants dans les colonnes 39 et 40 de la
feuille-réponse. Par exemple, si vous devez superviser directement
le travail de la personne en question durant 5 p. cent du temps,
nolircissez 0 dans la colonne 39 et 5 dans la colomnne 40 (pour um
maximum de 99 p. cent). '

Je qualifierais les t8ches relifes au poste de cette personne de:

traditionnellement réservées aux = Noireir 1 3 la colonne 41
femmes

traditionnellement assignées aux - Neircir 2 2 la colonne 41
hommes comme aux femmes '
traditionnellement réservées aux ‘= Noircir 3 2 la colonne 41

hommes

VOUS AVEZ MAINTENANT TERMINE LA DEUXIEME PARTIE

Veulllez détacher la feuille sur laquelle figure le nom de votre
subalterne et la d&chirer.

"‘CONFIDENTIEL
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This survey is part of a study examining supervisors'
cxpectatlons for theilr subordinates, and subordinates' expectations for
thelr own carcer in the CF. It contains a number of questions dealing
wlth your background and experience and some questions on a particular
subordinate you have or have had under your supervision. The particular
subordinate discussed in this surwey has been or will be asked many _
similarly worded questions. 1In a second set of gquestions we are seeking
your views on the rights and roles of women in soclety. You are asked
not to discuss the answers you gave to this survey until your subordinate
has also completed the questionnaire. Your answers will be held in the
strictest confidence and you or your subordinate will NEVER be identified
in any reports that are prepared from the questionnaire answers.

The information is being gathered for RESEARCH PURPOSES ONLY.

" Your honest and careful answers to each question will be greatly
appreciated. Your participation is this project is STRICTLY VOLUNTARY.
Should you decide not to participate in this study, the fact that you did
not complete this survey will not be revealed to anyone.

In addition to this booklet, you will be provided with an answer
sheet which can be machine read and a blqpk lead (HB)} pencil with which
to record your answers on the sheet.

_

Read all instructions carefully.

If you have any questions or experience difficulty please ask the
room supervisor for assistance. This is not a test. There are no right
or wrong answers, and there are ne time limits.

..o /2
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Le présent sondage fait partie d'une &tude visant ifé&terminer
quel avenir les surveillants pr&voileat. pour leurs subordoonés et ce que
ces derniers attendent de leur propre carri2re dans les Fofces
canadiennes. Il compte un certain nombre de questions sur vos &tudes et
sur votre expérience, ainsi que quelques questions sur le rendement d'une
personne que vous dirigez ou que vous avez d&ji dirigBe. Des questions
assez semblables ont &t& ou seront posfes 3 cette personne. Vous serez
aussl invité€(e) Z exprimer votre opinion sur les droits et les r3les des
femmes dans la soci&té. Vous 8tes prié(e) de ne pas discuter des
réponses données 3 ce soundage Jusqu'2 ce que votre subalterne ait aussi
rempli le questionnaire. Toutes vos réponses resteront strictement
confidentielles et votre nom, ou celui de 1'enmployé(e) en question, ne

sera JAMAIS cité dans les rapports rédigés a partir des r&ponses
recueillies.

Les renseignements serviront & des FINS DE RECHERCHE SEULEMENT.
Nous vous serions donc reconnaissants de répondre toutes les questions
avec franchise et soin. Vous collaborez 2 ce projet & titre TOUT A FAIT
‘VOLUNTAIRE. Si vous ne voulez Ppas contribuer 2 la r&alisation de

1'étude, personne ne saura que vous avez préféré ne pas répondre au
questionnaire. R

&

‘Outre cette brochure, on vous fournira une feuille-ré&ponse
lisible 2 12 machine, ainsi qu'un crayon 4 mine noire (HB). ©

il

Lisez attentivement toutes les directives.

$i vous avez des questions 3 poser ou si vous avez des problémes,
demandez au surveillant de vous aider. Il ne s'agit pas d'un test. Il
n'y a donec ni bonne ou mauvaise réponse, ni limite de temps.

.. /2
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PART I  BIOGRAPHICAL INFORMATION )

Turn your answer sheet so that the title “Biographical Information/
Donn&es Biographiques™ appears on the upper right hand side of the page.
You will see that there are 56 numbered columns of either circled letters
or numbers. In answering the questions that follow, you will be required
to do TWO THINGS. First, select the answer which applies to you, and
¢ircle the number next to- your choice in the survey questionnaire
booklet. Next blacken the same number on your answer sheet. In a few
cases, you will be required to print a number and blacken an oval, but
these are identified by the words "PRINT NUMBER HERE".

-

Read all of the choices for each question before selecting your answer. -

Please mark only one choice for each answer. If you should want to
change a response you have marked on your answer sheet, ERASE IT
COMPLETELY, and mark the new answer. Please DO NOT put any other marks
on your answer sheets. :

l. Blacken A in Column 1 bééause this is the first answer sheet Qou will
be completing.

2. Blacken A in Column 2 to indicate that this is the supervisor's form
of this questionnaire.

SKIP COLUMNS 3 AND & et

=]

3. Code No. - Columns 5 - 8

Blacken the numbers in Columns 5 to 8 of the answer sheet to indicate
the code number which appears at the top right hand corner of this

questionnaire. -
4. Your Age - Columns % - 10 "
Print your age on your last birthday here and blacken the

corresponding numbers in columms 9 and 10 of the answer sheet.

5. Your Sex - Column 11

0 Male - Blacken 0 in Column 11l.
l Female = Blacken 1 in Column 11.

.o /3
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PREMIERE PARTIE - DONNEES BIOGRAPHIQUES

Tournez votre feuille-réponse de fagon que le titre "Bilographical
Information/Données Biographiques figure dans le coin supérieur droit de
la page. Vous remarquerez qu'il y a 56 colonnes numérotées contenant deg
lettres ou des chiffres encerclés. Pour répondre aux questions qui
suivent,  vous devezr faire DEUX CHOSES: d'abord, choisir la réponse qui

vous. convient et encercler le chiffre préc&dant la r&ponse choisie; puis,
" noircir sur la feuille-répomnse l'ovale correspondant a la réponse
choisie. Dans certains cas, i1 peut arriver que vous deviez inscrire un
nombre 3 la main et noireir un ovale, mais l'expression "INSCRIRE LE
NCMBRE ICI".vous 1l'indiquera.

a
- -

Avant de cholsir une réponse, lisez toutes lesg possibilités‘
données pour chacune des questions.

Veuillez n'inscrire qu'un cholx par réponse. Si vous d&sirez
changer une réponse inscrite sur la feuille-réponse, EFFACEZ-LA
COMPLETEMENT et inscrivez votre nouvelle r&pouse. Veuillez ne RIEN
inscrire d’autre sur votre feullle—r&ponse.

1. Noircissez la lettre A dans la premidre colonne puilsqu'il s'agit de
la premidre feuille-réponse que vous remplissez.

2. Nolrcissez la lettre A dans la deuxidme colonne, puisqu'il s'agit
iei du questionnaire s'adressant aux surveillants.

PASSEZ LES COLONNES 3 ET &

3. Code du document — Colonnes 5 3 8.

Dans les colonnes 5 3 8 de la feuille-réponse, noircissez le nombre
correspondant au code qui apparalt dans le coin supérieur droit du
questionnaire.

4.° Votre 3ge - Colonnes 9 et 10.
Inscrivez l'dge que vous avez eu 3 votre dernidre anniversaire ici

» et noircissez les chiffres corre8pondﬁnts dans les colonnes
9 et 10 de la feullle-réponse.

\

5. Votre sexe - Colonne 11. (
0 Homme =~ e . - Noi;g&} 0 & la colonne 11
1 Femme - Noircir 1 & la colonne 11l

et
(

, - .../3
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What is your present marital status?

(When Completed)

SpF

Single {(Never been married) - Blacken 0 in Column 12.
Married - Blacken 1 in Column 12. _
Separated -~ Blacken 2 fn Column 12. )
Divorced - Blacken 3 ih Column 12.
Widowed - Blacken 4 in Column 12.

-

Is your spouse, or the person. of the opposite sex with whom you have

a close relationship (engaged, living together, going 'steady') a
member of the CF?

Don't have such a
relationship with anyone.
No, person 18 not & serving

member.
Yes, person is a serving
member.

- Blacken 0 in Column 13.
- Blacken 1 in Column 13.:

- Blacken 2 in Column 13.

If you blackened 1 (the second response) in question 7 above, what is
the current employment status of the person referred to?

Not employed/Not seeking employment - Blacken O in Column 14&.
Not employed/seeking employment ~ Blacken 1 in Column lé.
Employed part-time Blacken 2 in Column 14.
Employed full-time- Blacken 3 in Column l4.
Student Blacken 4 in Column l4.

i

Print the number of dependent children you have living at home
and blacken that number in column 15 of the answer sheet. Blacken 9

if you have 9 or more dependent children. : -,

10.

L

11.

wowWw N~ O

=33

~J

What is yéur primary official language?

= Blacken 0 in Column 16.
- Blacken 1 in Column 16.

English
French

What was your last completed. level of education?

Grade 8 or less ~ Blacken 0 in Column 17. -
Grade 9 - Blacken 1 in Column 1

Grade 10 ~ Blacken 2 in Column 17.
Grade 11 - Blacken 3 in Column 17. -
Grade 12 or 13 = Blacken 4 in Column 17.

Some vocational, technical, - Blacken 5 in Column 17.

community college or
university course.

Completed vocational, technical - Blacken 6 in Column 17.
or community college course.
Completed a university degree - Blacken 7 in Colummn 17.
.D-/A
CONFIDENTIAL

{When Completed)
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Quel est votre &tat civil actuel?

Marié&(e)
Séparé(e) . -
DivorcE(e)
Veuf(ve) -

Noirecir
Noircir
Noireir
Noirelr
Noircir

WO O

[T
| vl

H

a
a

5‘&-—'

a
a

colonne
colonne
colonne
colonne
colonne

Votre conjoint(e), ou la personne du sexe opposé avec qul vous
entretenez des relations étroites (si vous &tes fiancés,
&poux(épouse) de droit commun, sérieusement amoureux, etc)

est—-11(elle) membre degs FC?

Je n'entretiens ce genre de relation - Noircir 0 3 la coloane

avec personne.

Non, il (elle) ne fait pas partie du - Noircir 1 3

cadre actif.

Oui, il (elle) fait partie du cadre - Noircir 2 3

actif.

Si vous avez noirei le numéro 1 (le deuxiéme'choix)
numéro 7, quelle est 1l'occupation de la personne en

Sans emplol/pas & la recherche d'un -
emploi '

Sans emploi/d la recherche d'un
emploi

Employé&{e) 3 temps partiel’

Employé(e) 2 temps plein
Etudiante

Noircir O 2

Noircir 1 &

Noircir 2 &
Noircir 3 2

Noircir 4 &

Inscrivez le nombre d'enfants 3 votre charge vivant
et noircir le nombre correspondant dans la colonne 15 de la
feuille-réponse. Noircissez le numéro 9 si vous avez au moins 9

enfants 3 votre charge.

la

la

coloune

colonne

~

SpF

12
12
12
12
12

13
13

13

a2 la question
question?

la
1s
la

la
la

colonne

colonne

colonne
colonne

colonne

14
14
14

14
14

4 la maison

Quelle langue officielle employEZ*voué le plus couramment?

Anglais - Noireir O
= Noircir 1

Frangails

Quel niveau de scolarité avez—vous atteint?

8leme gnnge ou moins -
gieme gnpge =
10ileme gnpge -
11ieme sppge -
12ieme o, 13leme j344z. -
Quelques cours techniques, de -
formation professionnelle, ou
encore de niveau collégial ou
universitaire
Cour technique, de formation profes- -
sionnelle, ou encore de niveau
collégial (CEGEP) complet.
Dipldme universitaire -

CONFIDENTIEL

Nofrcir
Noireir
Noireir
Noircir
Noircir

Noircir

Noirecir

Noireir
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a
d

oy OV @ v

la
la
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la
1z
la
la

-1la

la

la

colonne
colonne

colonne
colonne
colonne
colonne
colonne
colonne

colonne

colonne
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17
17
17
17
17
17

17

17
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Which is your present rank? Blacken the ﬁumber ia column 18 or 19

that represents your present rank. Blacken only one number in column
18 or 19.

General . . - Blacken 0 in Column 18
Colonel ' - Blacken 1 in Column 18
Lieutenant-Colonel - Blacken 2 in Column 18
Ma jor ’ - Blacken 3 in Column-18
Captain - Blacken & in Colummn 18
Lieutenant - Blacken 5 in Column 18
Second Lieutenant - Blacken 6 in Column 18
0Cdt - - Blacken 7 in Column 18
Chief Warrant Officer - Blacken 0 in Column 19
Master Warrant Officer _ - Blacken 1 ia Column 19
Warrant Officer - Blacken 2 in Column 19
Sergeant ) - Blacken 3 in Column 19
Master Corporal ' - Blacken 4 in Column 19
Corporal . ) - Blacken 5 in Column 19
Private {(Trained) - Blacken 6 in Column 19
Private (Untrained) - Blacken 7 in Column 19
Private (Recruit) - Blacken 8 in_Column 19
SKIP COLUMH 20
Print your trade or classification MOC number .

If you are an “"other rank™ blacken the appropriate numbers in

Columns 21, 22 and 23. Example: If you are Infantry you would mark
031.

If you are an “"officer” blacken the two digit number in Columns 22
and 23. Do not mark Column 21. For example, if you are an Armoured

officer you would mark 2 in Column 22 and 1 in Column 23 and leave
Colqu 21 blank.

Print the number of years you have been in the Canadian Forces .

Blacken the'appropriate numbers in Columns 24 and 25. For example,

if you have been in the CF 9 years, mark 0 in column 24 and 9 in
column 25.

Print the number of years you have held your current rank .

Blacken the appropriate numbers in Columns 26 and 27. For example,

if you have been in your current rank 3 vears, mark O in column 26
and 3 in column 27.

«eo/5
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Quel est votre grade? Noirciséez le chiffre 2 la colonne 18 ou 19

qui représente votre grade actuﬂl. Noircissez un chiffre seulement
3 la colonne 18 ou 19. :

Général = Noircir 1 3 la colonne 18
Colonel = Noircir 2 & la colonne 18
Lieutenant-colonel - Noircir 3 2 la coloune 18
Major = Noirecir 4 3 la colonne 18
Capitaine ~ Noircir 5 3 la colonne 18
Lieutenant - ' = Noircir 6 & la colonne 18
Sous-lieutenant = Noircir 7 & la colonne 18
Eléve~officier ~ «= Noircir 8 8 la colonne 18
Ad judant-chef ~ Noireir 1 3 la colonne 19
Ad judant-maftre ~ Noirecir 2 3 la colonne 19
Ad judant - Noirecir 3 3 la colonne 19
Sergent : ~ Noireir 4 3 la colonne 19
Caporal-chef - Noireir 5 & la colonne 19
Caporal = Noirecir 6 3 la colonne 19
Soldat (entrainé) =~ Noircir 7 & la colonne 19
Soldat (non~entralné) = Noircir 8 & 1la colonne 19
Soldat (recrue) . = Noircir 9 4 la colonne 19

A

AN PASSEZ LA COLONNE 20.

Inscrire le code d'emploi militaire (CEM) de votre métier ou de
votre classification .

51 vous 2tes "non-officier”, noircissez les chiffres appropriés dans
les colomnes 21, 22 et 23. Si vous faltes partie de 1l'infanterie,
vous Iinscrivez 031. ’

Si vous 2tes "officier”, noircissez les deux chiffres appropriés
dans les colonnes 22 et 23, mais n'inscrivez rien 2 la colonne 21.
Par exemple, sl vous faites partie des blindé&s, vous noircissez 2

dans la colonne 22 et 1 dans la colonne 23, et laisgsez le colonne 21
en blanc.

Inscrivez le nombre d'années que vous avez passées dans les Forces
canadiennes - .

Noircissez les chiffres appropriés dans les colomnes 24 et 25; par

exemple, si vous avez passé 9 annfes dans les FG, noircissez O dans
la colonne 24 et 9 dans la colonne 25.

.o /5
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tlow many servicewomen have worked for you during
Canadian Forces?

Blacken

None - 0
One - Blacken 1
Two . = Blacken 2
Three ~ Blacken 3
Four = Blacken 4
Five or more = Blacken 5

How many servicewomen have you worked for during
Canadian Forces?

None = Blacken O
One - Blacken 1
Two = Blacken 2
Three =~ Blacken 3
Four - Blacken 4
Five or more - - Blacken 5

How many servicewomen have you worked with (at the same rank or

responsibllity level) in the Canadian Forces?

SpF

your career in the

in
ia
in
in
in
in

Column
Column
Column
Column
Column
Column

28
28
28
28

28"

28

your career in the

in
in
in
in
in
in

None ~ Blacken 0 in
Omne ~ Blacken 1 ia
Two - Blacken 2 in
Three : - Blacken 3 ip
Four - Blacken 4 in
Five or more . ~ Blacken 5 in

Column
Column

Lolumn

Column
Column
Column

Column
Column
Column
Column
Column
Column

Print your four digit unit identification code (UIC) here

Blacken the appropriate numbers in Columns 31 through 34.
supervisor will tell you your UIC if you do not know it.

YOU HAVE ROW COMPLETED PART 1

PLEASE TURN THE PAGE

CONFIDENTIAL
(When Completed)
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Inascrivez depuis combien d'annfes vous détenez le mBme grade .

. Noircissez les chiffres appropriés dans les colonnes 26 et 27; par

exemple, sl vous avez le md@me grade depuils trois ans, vous
noircissez 0 dans la colonne 26 et 3 dans la coloune 27.

Combien de militaires de sexe féminin ont travaill® sous votre
direction .durant votre carridre dans les Forces canadiennes?

Aucun. - Noircir O dans la colonne 28
Un. ) Noircir 1 dans la colonne 28

Deux. = Noircir 2 dans la colonne 28
Trois. — Noircir 3 dans la colonne 28
Quatre. - Noircir 4 dans la coloune 28

Au moins cing. -

Noircir 5 dans la colonne 28

De combien de mi aires de sexe féminin avez-vous relevé au cours
de votre carriére dans les Forces canadiennes?

Aucun. ~ Noircir O dans la colonme 29
Un. \ - Noircir 1 dans la colonne 29
Deux. '\\ = Noirecir 2 dans la colonne 29
_Trois. C N _ - Noirecir 3 dans la colonne 29
Quatré. \\\/’" - Noireir 4 dans la colonne 29

Au moing cing. ,/

Noircir 5 dans la colonne 29

Aux c3tés de combien de militaires de sexe féminin avez-vous

travaillé (femmes ayant le meme grade ou les mames responsabilités)
dang les Forces canadiennes?

Aucun. — Noireir 0 dans la colonne 30
Un. - Noireir 1 dans la coloune 30
Deux. = Nolrcir 2 dans 1la coloune 30
Trois. ‘ - Noirecir 3 dans la colonne 30
Quatre. = Noireir 4 dans la colonne 30

Au moins cing. Noircir 5 dans la colomne 30

Inscrivez les quatre chiffres de votre code d'identification d'unité
(CIU) .

Noircissez les chiffres appropriés dans les colonnes 31 3 34. Le
survelllant de peut vous donner votre CIU si vous ne le connaissez

pas. _/

VOUS AVEZ MAINTENANT TERMINE LA PREMIERE PARTIE

VEUILLEZ TOURNER LA PAGE

... /6
CONFIDENTIEL
{Une fois rempli)
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PART 11

Rotate your aunswer sheet so that "SURVEY RESPONSES - RESPONSES DU
SONDAGE" 1is at the top. Note that there are 75 lines of circled numbers
in this part of the answer sheet.

The following questions have. to do with the performance of the particular
subordinate shown on the card at the top of this page,who is under your
supervision. You are being asked to complete this questionnaire for
research purposes. Your answers will be held in strictest confidence and
will not be revealed to your subordinate or to anyone who is in a
position to influence his/her career. You or your subordinate will never
be identified individually. Please answer as frankly and completely as
possible. Circle the number next to your cholce and blacken the same
number on the answer sheet that corresponds to your answer.

1. This individual has the potential to function:

1 only at a level below his/her - Blacken 1 in question 1
current rank )

2 only at his/her current rank

3 one level above his/her current
rank

4 two levels above his/her current
rank ) .

5 three or more levels above his/her
current rank

Blacken 2 in question 1
Blacken 3 in question 1

Blacken 4 in question 1

Blacken 5 in question 1

2. I expect that this individual will advance in the Canadian Forces
over the next five years:

‘Blacken 1 in question
Blacken 2 in question
Blacken 3 in question
Blacken 4 in question
Blacken 5 in question

much more quickly than most
more quickly than most

at a normal rate

less quickly than most
much less quickly than most

W o
[ oS o U S N )

t

3. I feel that the leadership potential of this individual compared with,
his/her peers is:

1l extremely high = Blacken 1 in question 3
2 high = Blacken 2 in question 3
3 average - Blacken 3 in question 3
4 low - Blacken 4 in question 3
5 extremely low - Blacken 5 in question 3
i
CONFIDENTIAL
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DRUXIRME PARTIE

Tournez votre feuille-réponse de fagon que le titre "SURVEY RESPONSES -
REPONSES AU SONDAGE™ figure au haut de la page. Veuillez noter que cette
partie de la feuille-réponse compte 75 lignes de nombres encerclés.

Les questions qul suivent se rapportent au rendement de l'employ&(e) dont
le nom apparalt sur la fiche au haut de la page, et que vous dirigez.
Vous répondez au présent questionnaire A des fins de recherche. Vos
réponses resteront strictement confidentielles et ne seront divulguées ni
2 l'employé(e) en quéstion, ni 2 quiconque pouvant influencer le cours de
sa carridre. En outre, votre ident{t&, ou celle de l'employé&(e), ne sera
Jamais dévoil&e. Veulllez donc répondre avec autant de franchise et de
précision que possible. Encerclez le chiffre précédant la réponse
cholsie et noircissez sur la feuille-réponse le chiffre encerclé
correspondant. oyt

1. Cette personne possédde les aptitutes né&cessaires pour travailler:

1  seulement 3 un &chelon au-dessous de - Noireir 1 3 la question 1
son grade actuel

2 seulement 3 son grade actuel

3 & un &chelon au-dessus de son grade
actuel

4 3 deux &chelons au-dessus de son - Noircir 4 3 la question 1
grade actuel :

5 3 au woins trols &chelons au-dessus
de son grade actuel

Noircir 2 3 la question 1
Noirecir 3 & la question 1

Noircir 5 3 la question 1

2. Je prévols qu'au cours des 5 prochaines années cette personne
obtiendra de l'avancement dans les Forces canadiennes:

1 beaucoup plus rapidement que la - Noircir 1 & la question 2
majoritcé
2 plus rapidement que la majorité - Noireir 2 2 la question 2
3 3 un rythme normal , =~ Noireir 3 2 la question 2
4 moins rapidement que la majorité - Noircir 4 & la question 2
5 Dbeaucoup moins rapidement que la - Noircir 5 3 la question 2
majorité
3. Je crols que, par rapport celle de ses coll2gues, l'aptitude &
commander de cette personne est:
1 trés grande “ : ~ Noircir 1 3 la question 3
2 grande - Noireir 2 & la question 3
3 moyenne - Noircir 3 3 la question 3 °
4 faibvle . = Noircir 4 & la question 3
5 trés faible - Noireir 5 3 la question 3
eeef7
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4. 1 fcel that this fndividual's ability to take on more responsibility
in the Canadian Forces 1is:

extfemely high Blacken 1 in question 4

1
2 high = Blacken 2 in question &
3 average ~ Blacken 3 in question 4
4 low - Blacken 4 in question &
5

extremely low Blacken 5 in question 4

5. I feel this individual either can or has the potential.to carry out:

1 all of the difficult tasks required =~ Blacken 1 in -question 5
in his/her trade '

2 most of the difficult tasks required - Blacken 2 in question 5
in his/her trade

3 some of the difficult tasks required
in his/her trade

4 few of the difficult tasks required
in his/her trade

5 very few of the difficult tasks
required in his/her trade

Blacken 3 in question 5

Blacken 4 in question 5

Blacken 5 in question 5

For the following two statements circle the number that best Jdescribes

your answer and blacken the same number for each question on the answer
sheet.

If this individual were performing just below acceptable standard at
work, 1 would rate the importance of each of the causes listed below on a
five point scale as follows: i

Remember that performance just below acceptable standard can be due to
more than one cause.

not at all moderately extremely

important important important
as a cause as a cause as a cause
6. lack of ability 1 2 3 4 5
7. bad luck 1 2 3 4 S
8. difficult job 1 2 3 4 5
9. lack of effort 1 2 3 -4 5
10. tﬁ? sex of this 1 2 3 4 5
individual
«e-/8
=
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Je crois que 1l'aptitude de cette personne 2 assumer de plus grandes
responsabilités au sein des Forces canadiennes est:

trés grande
grande
moyenne
faidble
trads faible

Noircir 1 2 la question &
= Noircir 2 & la question 4
. = Noireir 3 3 la question 4
= Noireir 4 3 la question 4
Noireir 5 & la question &

Je crois que cette personne poss2de ou peut acquérir les aptitudes
nécessaires pour s'acquitter de:

toutes les taches difficiles religes

3 son métier

Noircir 1 & la question S

la plupart des taches difficiles - Noirecir 2 & la question 5

relifes 2 son métier

certaines des taches difficiles - Noirecir 3 3 la question 5

relifes 3 son métier

quelques unes des taches difficiles - Noircir 4 & la question 5

reliées 3 son métier

tr2s peu des tdches difficiles

reliées 2 son métier

Noircir 5 38 la question 5

Encerclez le chiffre qui correspond 3@ celul des deux &noncés sulvants qui

décrit le mieux votre opinion et noircissez le meme chiffre sur la
feullle-ré&ponse.

Si cette personne donnait un rendement légerement inférieur 2 la norme,
j'évaluerais, sur une &chelle de 1 2 5, 1'importance relative de chacune
des causes @numérées ci-dessous comme suit:

N'oubliez pas qu'un rendement légdrement inférieur 3 la norme peut &tre
attribuable 3 plusieurs causes 2 la fois.

10.

Manque d'aptitudes
Malchance

Tache difficile
Manque d’efforts

Son sexe !

Caugse sans Cause assez Cause extr@mement

importance importante importante

1 -2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

.ea/8
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If this individual were showing ;utstanding performance at work, I would
rate the fwmportance of each of the causes listed below on a five point
scale as follows:

Remember that outstanding performance can be due to more than one cause.

11.

12.

13.

14.

15.

16.

W W

17.

v W

18.

L, RN L W N B

not at all _ moderately extremely

important important important
as a cause as a cause as a cause
abiliry 1 2 3 ‘ 4 5
good luck 1 2 3 4 5
easy job .1 2 3 4 5
hard work 1 2 3 4 5
the sex of this 1 2 3 4 3

individual

The likelihood of this individual making a career of the Canadian

Forces and remaining in the service until retirement age is:

extremely high

Blacken 1 in question

high = Blacken 2 in question
no different from most - Blacken 3 in question
low - Blacken 4 in question

extremely low

Blacken 5 in question

I would let performance from this person that was just below
acceptable standard pass unmentioned: ’

less than 1T of the time — Blacken 1 in question
less than 5% of the time - Blacken 2 in question
less than 10T of the time - Blacken 3 in question
less than 20X of the time - Blacken 4 in question
20% or more of the time = Blacken 5 in question

16
16
16
16
16

17
17
17
17
17

If this individual had encugh money to live as comfortably as he/she
would like for the rest of his/her life (e.g. won a lottery), would

he/she continue to work in the CF?

definitely yes

Blacken 1 in question

more than likely - Blacken 2 in question
not sure : ’ = Blacken 3 in question
not likely - Blacken 4 in question

definitely no

Blacken 5 in question

CONFIDENTIAL
{When Completed)
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Si cette personne donnait un rendement exceptionnel au travall,
J'&valuerais, sur une &chelle de 1 3 5, l'importance relative de chacune

des causes &numbrées ci-dessous comme i1 suit:

N'oubliez pas que le readement exceptionnel peut &tre attribualbe 2
plusieurs causes A la fois.

Cause sans Cause assez Cause extrémement

importance importante importante
11. Aptitudes 1 2 3 4 5
12. Chance ) 1 2 3 4 5
13. Tache facile 1 2 3 4 5
l4. "Efforts 1 2 3 4 5 =
15. Son sexe 1 2 3 4 5

16. Lla probabilité que cette personne fasse carridre dans les Forces
canadiennes et qu'elle y reste jusqu'au moment de la retraite est:

1 tré2s grande ~ Noirecir 1 3 la question 16
2 grande "~ Noirecir 2 2 la question 16
3 moyenne = Noircir 3 & la question 16
4 faible — Noireir 4 & la question 16
5 tras faible ] - Noircir 5 &8 la question 16

17. Je passerais sous silence les périod¢s ol le rendement de cette
personne est l&gdrement inférieur 2 K; norme, et ce: :

]

/

-1 moins de 1% du temps / = Noireir 1 2 la question 17
2  moins de 5X du temps 7/~ Noireir 2 3 la question 17
3  wmoins de 10% d“&;fEEE_“______,//’/ = Noircir 3 2 la question 17
4 moins de 20% du~Temps = Noircir 4 & la question 17
5

20% du temps ou davantage = Noircir 5 2 la question 17

18. Si.cette personne avait les moyens de vivre confortablement pour le
reste de ses jours (par exemple si elle gagnait 2 la loterie),
continuerait-elle 3 travailler dans les FC?

1 Tres c¢ertainement. ~ Noircir 1 & la question 18
2 Trés probablement. =~ Noircir 2 2 la question 18
3 Je ne suis pas sir. ~ Noirecir 3 2 la question 18
4  Peu probable. - - Noircir 4 3 la question 18
5 Certainement pas. = Nolrecir 5 2 la

question 18

e /9
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This individual 1is:

strongly motivated - Blacken 1 in questtion
motivated - Blacken 2 in question
not particularly amotivated - Blacken 3 in question
not at all motivated - Blacken 4 in question

to do his/her job well. . )

. RN

——

I would let outatanding performance from this person pass
unmentioned:

less than 1% of the time
less than 5% of the time
less than 10% of the time
less than 20X of the time
20% or more of the time

Blacken 1 in question
Blacken 2 in question
Blacken 3 in question
Blacken 4 in question
Blacken 5 in question

If this individual were showing ocutstanding performance I would:

recommend strongly that he/she - Blacken 1 in question
be promoted

recommend that he/she be promoted —~ Blacken 2 in question

not likely recommend that he/she — Blacken 3 in question

be promoted -
not recommend that he/she be
promoted

Blacken 4 in question

If it were within my power, and this individual were showing
outstanding performance 1 would recommend:

very large salary increase
large salary increase
moderate salary increase
slight salary increase

no salary increase

Blacken 1 ip question
Blacken 2 in question
Blacken 3 in question
Blacken 4 in question
Blacken 5 in question

oo om
1 1

" SpF

19
19
19
19

20
20
20
20

20

21

21
21

21

22
22
22
22
22

If this individual were performing just below acceptable standard I

would:

accept it, as it.is hard enough
for women in the CF

accept 1t, but hope that At would
improve

mention in passing that he/she
should improve

counsel him/her to improve, but
not note it on his/her file

counsel him/her to improve, and = Blacken 5 in question
note it on his/her file

Blacken 1 in question

Blacken 2 in question

Blacken 3 in question

Blacken 4 in question

CONFIDENTIAL
¢When Completed)
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23

23

23

23
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19. Cette personne est:
1 tris motivée = Noireir 1 & la question 19
"2  motivée _ - Noircir 2 A la question 19
3 pas particulidrement motivée = Noircir 3 3 la question 19
4 pas de tout motivée - = Nolircir 4 3 la question 19

2 bien faire son travail.

-

20. Je ne tiendrais pas compte du rendement exceptionnel que peut donner
‘cette personne, et ce: ‘

1 moins de 1% du temps. = Noircir 1 & la question 20
2 wmoins de 5% du temps. . : — Noircir 2 & la question 20
. 3  wmoins de 10X du temps. ~ Noireir 3 2 1a question 20
; 4 moins de:20X du temps. = Noircir 4 3 la question 20
5 (20X du temps ou davantage. = Noircir 5 2 la question 20

N

2l. Si cette personne donnait un rendement exceptiqnnel:

.1 je recommanderais fortement qu'elle =~ Noircir 1 & la question 21
soit promue. &
2  Jje recommanderais qu'elle soit promue.- Noircir 2 A la question 21
3 Je ne recommanderais pas qu'elle soit - Noircir 3 2 la question 21
promue. .
4  je ne recommanderais certainement pas ~ Woireir 4 A la question 21
“qu'elle soit promue.

-

22. Si cela m'en tenait qu'a moi et que cette personne donnait un
rendement exceptionnel, je recommanderais qu'elle obtienne:

1 une tr2s grosse augmentation de - Noircir 1 & la question 22
salaire. ‘ ’
2  une grosse augmentation de salaire. - Noircir 2 3 la question 22
3 une augmentation de salaire moyemne. - Noircir 3 3 la question 22
4 une petite augmentation de salaire. - Neirecir 4 3 la question 22
5 pas d'augmentation de salaire. - Noircir 5 2 la question 22
.
“ ‘ -../10
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~ _ Co (Une fois rempli)



CONFIDENTIAL SpF
(Hhen_anpleted) N :

-10 -
24. At work I give this individual:’

1 all of the difficult tasks that
his/her peers in a similar job
are expected to do o

2 most of the difficult tasks that
his/her peers in a similar job
are expected to do

3 some of the difficult tasks that
his/her peers in & similar job
are expected to do

4 not many of the difficult tasks
that his/her peers in a similar
job are expected to do

5 a few of the difficult tasks that
his/her peers in a similar job
are expected to do

Blacken 1 in question 24

Blacken 2 in question 24

Blacken 3 in question 24

Blacken 4 in question 24

Blacken 5 in question 24

J /1
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23. Si le rendement de cette personne se situait l&gdrement en-dessous
* de la corme:

1 j'accepterals la situatiom,
considérant qu'elle est d&ja bien
assez difficile pour les femmes
faisant partie des Forces canadiennes. .

2 j'accepterais la situation, mais - Noircir 2 2 la question 23
j'espérerais que son rendement
s'amelioré. .

3  je lui soulignerais en passant - Noircir 3 & la questiom 23
qu'elle doit amfliorer son ‘
rendement. .

4 ' je lui conseillerais de s'amé&liorer, - Noircir 4 3 la questiou 23
mais je ne le mentionnerais pas dans
son dossier.

5 je lui conseillerais de s'amé&liorer - Noircir 5 3 la question 23
et je le noterals dans son dossier.

- Noireir 1 3 la question 23

24, Au travail, j'assigne .d cette personne:

(1) toutes les t@ches difficiles que les - Noirecir 1 & la question 26
personnes occupant un poste semblable
doivent remplir. ' '

(2) 1a plupart des tdches difficiles que = Noircir 2 2 la question 26

) doivent remplir les personnes cccupant
un poste semblable.

(3) un certain nombre des tdches - Noirecir 3 8 la question 26
difficiles que doivent remplir les
personnes occupant un poste semblable.

(4) quelques—unes des td3ches difficiles =~ Noircir 4 A la question 26
que dolvent remplir les personnes
occupant un poste semblable.

(5) peu des tAches difficiles que doivent - Noircir 5 3 la question 26
remplir les personnes occupant un )
poste semblable.

- .eef11
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For the following two statements circle the .number that best describes
your answer and blacken the same number for each question on the answer
sheet. ’ '

r"/
I would be prepared to place this individual in positioms that could be
described as:

Definitely Don't Definitely

Yes Yes Know No No

25. Support 1 2 3 4 5
26. Reséonsible 1 2 3 4 5
27. Supervisory 1 2 3 4 5
28. High Profile 1 2 3 C 4 5
29. Stressful 1 2 3 4 5
- 30. Dangerous ' 1 ' 2 3 4 ) 5
31. §1t31 1 2 3 4 5
32. Physically 1 2, 3 4 5

Difficult
33. Combat 1 2 3 4 S
34. People~coriented 1 2 3 4 5
35. Technical 1 2 3 4 5
36. Complex 1 .2 ‘ 3 . 4 5
37. Administrativé 1 2 3 4 5
38. Compand T 2 3 4 5
\\\\
.. /12
CONFIDENTTIAL
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Encerclez pour les deux &moncés qui suivent le chiffre gui décrit le
mieux votre opinion et noircissez le m2me chiffre s feuille-réponse.

Je n'hésiterais pas A confier 2 cette personne un poste décrit comme:

Assurément Oul Ne sais pas Non Certainement pas

25. de soutien. 1 2 3 4 "5
26. de responsabiliré. 1 2 3 4 5
27. de surveillance. 1 2 3 4 5
28. de prestige. 1 2 3 4 5
29. stressant. ‘1 .2 3 4 5
30. dangereux. 1 2 3 4 5
31. d'importance vitale. 1 2 _ 3 4 5
32. exigeant du point 1 2 3 4 5
de wvue physique.
33. de combet. " 1 2 3 4 5
34. du domaine des 1 2 3 4 S
relations publiques.
35. technique. i 1 2 2 4 5
36. compliqué. 1 2 3 4 5.
37. adaministratif.. 1 2 3 4 5
38. de commandement. 1 2 3 4 5
* /1>
, 2
CONFIDENTIEL
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I would classify the kind of work this individual is
his/her position on each of the five point scales as

high profile

-

39. 1
operational
40. 1
combat
41. 1
exciting
azl 1
routine
43, 1
front line
44, 1
technical
45. 1
high status
46. 1
important
47. 1
complex
48. 1
stressful
49. 1
A people—oriented
50. 1
~ dangerous
51. 1

CONFIDENTIAL

{Whea Completed)

- 12 -

3 4
3 4
3 &
3 4
3 4
3 4
3 4
3 4
3 R
3 4
3 4
3 4
3 4
N
CONFIDENTIAL

(When Completed)

low profile
5

non-operational
5

non=-coabat
5

dull
5

SpF

}sﬂgﬂto.do ia
ollow;:

constantly changiag

5

rear support

non-technical
5

low status
5

not important
5

not complex
5

not stressful
-5

not people-oriented

5

oot dangercus
5

«../13
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SpF'

Sur une Echelle 1 3 5, je considdre que les taches que doit accomplir
cette personne dans l'exercice de ses fonctions sont:

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49,

50.

S1.

trds en vue

1 2
opérationnelles

1 2
de combat

1 2
passionnantes

1 2
monotomes

1 2

de premi2re ligne

1 2
techniques

1 2
de prestige

1 2
lmportantes

1 2
compliquées

1 2
stressantes

1 2
de relations

publiques

1 2
dangereuses

1 2

CONFIDENTIEL

(Une fois rempli)

trds peu en vue
5

non opérationnelles
S

non relifes au combat
5 .

-

ennuyantes
5

variées
5

de soutien de la
zone arridre

5
ﬁon techniques
5
sans prestige
5
sans Importance
5
sans complication
5
non stressantes
5
sans relations avec
le public
5

non dangereuses
5
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TURN YOUR ANSWER SHEET SO THAT BIOCRAPHICAL INFORMATION — DONNERS

BIOGRAPHIQUES IS IN THE TOP RIGHT-EAMD CDRIKR-

-

52. This person works unsupervised ' percent of the time.

Print the percentage in the space and blacken the appropriate
numbers in columns 37 and 38. For example, if this individual works
ungsupervised 5 percent of the time, mark O in column 37 and mark 5
in column 38. (Maximum 99 percent.) '

53. More specifically, this person requires my direct supervision
percent of the time.

Print the percentage in the space and blacken the appropriate
numbers in columns 39 and 40. For example, if this person requires
direct supervision 5 percent of the time, mark O in column 39 and S
in column 40. (Maximum 99 percent.)

54. T would classify the kind of work that this individual is required to
do in his/her position as being:

0 traditionally women's work = Blacken 0 in column 41

l work traditionally done by both -~ Blacken 1 in column 41
men and women .

2 traditionally men's work = Blacken 2 in column 41 ¢

YOU HAVE NOW COMPLETED PART Il

Please detach the card on which your subordinate's name is written and
destroy it.

Hand in the survey booklet and answer sheet in the envelope provided, and
obtain Envelope Il for completion. '

-
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TOURNEZ VOTRE FEUILLE-REPONSE DE FACON QUE LE TITRE

“"BIOGRAPHICAL INPORMATION - DORNEES BIOGRAPHIQUES "™
FIGURR DANS LE COIN SUPERIEUR DROIT

52. Cette personne travaille sans surveillance p. cent du temps.

Inscrivez le chiffre approprié dans l'espace ci—dessus et noircissez
les chiffres correspondants dans les colonnes 37 et 38 de la
feuille-r&pongse. Par exemple, si cette personne travaille en

. autonomie 5 p. cent du temps, noircissez 0 dans la colounne 37 et 5
dans la colonne 38 (pour un maximum de 99 p. cent). )

53. Plus particulirement, je dois superviser directement le travail de
cette personne p- cent du temps.

Inscrivez le chiffre approprié dans 1l'espace ci-dessus et noircisgez
les chiffres correspondants dans les colonnes 39 et 40 de 1la
feuille-réponse. Par exemple, si vous devez superviser directement
le travail de la personne en question durant 5 p. cent du temps,
noircissez O dans la colonne 39 et 5 dans la colonne 40 (pour un
maximum de 99 p. cent).

54. Je qualifierais les td@ches relifes au poste de cette personne de:

0 traditionnellement réservées aux = Noircir 1 2 la colonne 41
femmes

1  traditionnellement assignées aux
hommes comme aux femmes

2 traditionnellement réservées aux
hommes

Noirecir 2 4 la colenne 41

Noireir 3 & la colonne 41

VOUS AVEZ MAINTERANRT TERMINE LA DEUXIEME PARTIE

Veuillez d&tacher la feuille sur laquelle figure le nom de votre
subalterne et la déchirer. -

CONFIDENTIEL
(Une fois rempli)
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This survey 1is part of a study examining supervisors'
expectations for their subordinates, and subordinates’ expectations for
thelir own careers in the CF. It contains a oumber of questions on your
background and experience and some questions about your performance”in
the Canadian Forces. Your supervisor or a former supervisor has been or
will be asked many similarly worded questions. In a second set of ‘
questions we are seeking your views on the rights and roles of women in
soclety. You are asked not to discuss the answers you gave to this
survey until your supervisor has also completed the questionnaire. Your
answers will be held in strictest confidence and you or your supervisor

will NEVER be identified in any reports that are prepared from the
questionnaire answers.

This information is being gathered for RESEARCH PURPOSES ONLY.
Your honest and careful answers to each question will be greatly
appreciated. Your participation in this project is STRICTLY VOLUNTARY.
Should you decide not to participate in this study, the fact that you did
not complete this survey will not be revealed to anyone.

In addition to this booklet, you will be provided with an answer
sheet which can be machine read and a black lead (HB) pencil with which
to record your amnswers on the sheet.

Read all inmstructions carefully.

\,

If you have any quest ong or experience difficulty please ask the
room supervisor for assistapce. This is not a test. There are no right
or wrong answers, and there are no time limits.

vaaf2

CONFIDENTIAL '
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.

Le présent sondage fait partie d'une €tude visant 3 déterminer
quel avenir les surveillants prévoient pour leurs subordonnés et ce que
ces derniers attendent de leur propre carrilre dans les Forces
canadiennes. Il compte un certain nombre de questions sur vos €tudes et
sur votre expérience,. ainsi que quelques questions gur vos réalisations
dans les Forces canadiennes. Des questions semblables ont &té ou seront
pos€es 3 votre survelllant(e) actuel(le) ou 3 une personne ayant d&ji
reapli cette fonction 3 votre Sgard. Vous serez aussi invité(e) 2
exprimer votre opinion sur les droits et les rd3les des femmes dans la
société. Vous 8tes pri&(e) de ne pas discuter des réponses données 3 ce
sondage jusqu'd ce que votre surveillant(e) ait aussi rempli le
questionnaire. Toutes vos réponses resteront strictement confidentielles

et votre nom ne sera JAMAIS cité dans les rapports ré&digés @ partir des
réponses recueillies.

-~

Les renseignements serviront 3 des FINS DE RECHERCHE SEULEMENT.
Nous vous serions donc reconnaissants de répondre 3 toutes les questions
avec franchise et soin. Vous collaborez 3 ce projet 2 titre TOUT A FAIT
VOLUNTAIRE. Si vous ne voulez pas contribuer & la réalisation de
1'&tude, personne ne saura que vous avez préféré ne pas répondre au
questionnaire.

Outre cette broch6;;: on vous fournira une feuille-ré&ponse
lisible A& la machine, ainsi qu'ur crayon 2 mine noire (HB).

——

Lisez attentivement toutes les directives.

S1i vous avez des questions 3 poser ou si vous avez des problimes,
demandez au surveillant de vous aider. Il ne s'agit pas d'un test. Il
n'y a done ni bonne cu mauvaise ré&ponse, ni limite de temps..

.2
CONFIDENTIEL -~
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PART I - BIOGRAPHICAL INFORMATION

Turn your answer sheet so that the title “Bilographical ,
Information/Données Biographiques” appears on the upper right hand side
of the page. You will see that there are 56 numbered columns of either
circled letters or numbers. In answering the questions that follow, you
will cbe required to do TWO THINGS. First, select the anaswer which
applies to you, and circle the number next to your choice in the survey
questionnaire booklet. Next blacken the same number on your answer
sheet. In a few cases, you will be required to print a number and

blacken an oval, but these are identified by the words "PRINT NUMBER
HERE"

Read all of the choices for each question before selecting your answer.

Please mark only one choice for each answer. If you should want to
change a response you have marked on your answer sheet, ERASE IT
COMPLETELY, and mark, the new answer. Please DO.NOT put any other marks
on your answer sheets. o

~

1. Blacken A in Column 1 because this is the ffrst answer sheet you'
will be completing. T

2. Blacken B in Column 2 to_indicafe that this is the subordinate's form
of this questionnaire.

SKIP COLUMNS 3 AND &4

3. Code No. - Columns 5 - 8
Blacken the numbefs in Columns 5 to 8 of the answer sheet to indicate

the code number which appears at the top right hand cormer of this
questionnaire

4. Your Age - Columns 9 - 10

P{int your age on your 1ést birthday here and blacken the
corresponding numbers in Columns 9 and 10 of the answer sheet.

5. _Your Sex - Column 11

0 Male - Blacken O in Column 11
1 Fenmale - Blacken 1 in Column 11
../3
CONFIDENTIAL
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PREMIBRE PARTIE - DONNEES BIOGRAPHIQUES

Tournez votre feuille-réponse de fagon que le titre “Biographical
Information/Données Bilographiques™ figure dans le coin supérieur droit de
la page.  Vous remarquerez qu'il y a 56 colonnes numérotfes contenant des
lettres ou des chiffres encercl&s. Pour répondre aux questions qui
suivent, vous devez faire DEUX CHOSES: d'abord, choisir la réponse qui
vous convient et encercler le chiffre pr&c&dant la r&ponse choisle; puls,
noircir sur la feullle-réponse 1l'ovale correspondant 2 la réponse
choisie. Dans certains cas, il peut arriver que vous deviez Iinscrire un
nombre A la main et noirecir un ovale, mais l'expression "INSCRIRE LE
NOMBRE ICI": vous l'indiquera. -

Avant de choisir une r&ponse, lisez toutes les possibilités
données pour chacune des questions. .

Veuillez n'inscrire qu'un choix par répomse. Si vous désirez
changer une réponse inscrite sur la feuille-r&ponse, EFFACEZ-LA
COMPLETEMENT et inscrivez votre nouvelle réponse. Veuillez ne RIEN
inscrire d'autre sur votre feuille-réponse.

1.° Noircissez la case A dans la premi2re colonne, pulsqu'il s'agit
de la premidre feuille-ré&ponse que vous remplissez.

2. Noircissez la lettre B dans la deuxilme colonne, puisqu'il s'agit
ici du questionnaire s'adressant aux subaltermes.

PASSEZ LES COLONNES 3 ET 4

3. Cdde du document - Colounnes 5 2 8.

Dans les colonnes 5 & 8 de la feuille-réponse, noircissez le .
nombre correspondant au code qui apparalt dans le coin supérieur
droit du questionnaire.

4. Votre dge - Colonnes 9 et 10.
Inscrivez 1'3ge que vous avez eu 3 votre dernler anniversaire ici

» et noircissez les chiffres correspondants dans les
colonnes 9 et 10-de la feullle-réponse.

5. Votre sexe - Coipnne 11.
0 Homme ‘ - Noircir ,O\3 la coloune 11
1 Femme . - Noircir 1 3 la colonne.ll
-+-/3
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‘6. What-is your present marital status? . \

~

0 Single (Never been married) " - Blacken O in Cdlumn 12
1 Married ' ~ Blacken 1 i{n Column 12
2 Separated ‘ ' ~ Blacken 2 in Column 12
3 Divorced ' ] - Blacken 3.in Columm 12
4 Widowed ~ Blacken 4 in Column 12

7. 1s your spouse, or the person of the opposite sex with whom you hava

a close relationship (engaged, living together, going 'steady') a
member of the CF?

0 Don't have such a relationship - Blacken 0 in Column 13

with anyone . .

1 ¥No, person is not a serving ~ Blacken ! in Column 13
member -

2 Yes, person is a 3erv1ng member - Blacken 2 in Column 13

- 8. If you have blackened 1 (the. second reppdnse) in question 7 above,
what Is the employment status of the person referred to?

0 .- Not employed/not seeking employment- Blacken 0 in Column 14

31 Not employed/seeking employment - Blacken 1 in Column 14

g Employed™part-time - Blacken 2 in Column 14

Employed full-time : - Blacken 3 _in Column l4

4 Student . ) S Blacken(#rﬁh Column 14
/‘ .

k — .

9. Print the number of dependent children you have living at home
and blacken that number in Column 15 of the answer sheet. Blacken 9
if you have 9 or more dependent children. . :

10. What is your<;:imary official language?

Eﬁglish ) - Blacken 0 in Column 16
French ' . - Blacken 1 in Column 16

- O

11. What was your last completed level of education?

Grade 8 or less o - Blacken

0 0 in Column 17
1 Grade 9 + = Blacken 1 in luan 17
2 Grade 10 . - Blacken 2 in Colummn 17
3 Grade 11 : - Blacken 3 in Column 17
4 Grade 12 Jr 13 - Blacken 4 -in Column 17
5 Some wvocational, technical, . = Blacken 5.in Column 17

community college ‘or university .

course
6 Completed vocational technical - Blacken 6 in Column 17

or community college course ‘
7 Cgppleted a university degree - Blacken 7 in Column 17

w ' C /b
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{uel cost votre 6tat civil actuel?

CElibataire (Jamais wmarié&(e)). - Noireir 0 2 la
Marié(e). - Noireir 1 d la
S&paré(e). - Noircir 2 2 la
Divorcé(e)- - Noircir 3 3 la
Veuf(=-ve). . . - Noircir 4 2 1la
Votre conjeint(e), ou la personne du sexe opposé

SbM

colonne 12
colonne 12
colonne 12
colonne 12
colonne 12

-
i

avec qui wvous

entretenez des relations &troites (81 vous 2tes fiancés, Epoux
(&pouse) de droit commun, sérieusement amoureux, etc.),

est-il(elle) memnbre des FC?

Je n'entretiens ce genre de - WNoireir O 3 1la
relation avec personne.

Non, 11 (elle) ne fait pas partie =~ Noircir 1 & la
du cadre actif.

Oui, 11 (elle) fait partie du - Noireir 2 & la
cadre actif.

Si vous avez noirci le numéro 1 (le deuxigme choix)

numéro 7, quelle est l'occupation de la personne ea
Sans %;@1/;\33 2 la recherchs - Noircir 0 & la
'un emploi
Sans emploi/d la recherche d'un - Noirecir 13 la
emploi .
Employ&(e) & temps partiliel = Noircir 2 3 la
Employé(e) 2 temps plein - Noireir 3 2 1la
Etudiante - Noireir 4 3 1la

.

-Inserivez le nombre d'enfants A votre chafge vivant

» et nolrcir le nombre correspondant dans la

la feuille-réponse. WNoircissez le numéro 9 si vous

9 enfants 3 votre charge.

colonne 13
colonne 13
coloune 13
3 la question
question?
colonne 14
colonne 14
p
olome 16~/
colonne 14 ]
4 la maison

colonne 15 de
avez au molins

Quelle langue officielle employez-vous le plus couramment?

Anglais : ~ Noireir 0 2 la
Frangais = Noircir 1 3 la

Quel niveau de scolarizé avez-vous agteint?

8leme apnge ou moins ¢+ = Noireir 0 & la
gleme gnnge - = Nolrecir 1 & 1la
10ieme znpge - Noireir 2 & 1la
11ieme apnge - Noircir 3 3 la
12ieme oy 13ieme zppge - Noirecir 4 3@ la
Quelques cours techniques, de - Noireir 5 3 1la

formation professionnelle, ou

encore de niveau collégial ou

universitalire .
Cour technique, de formation - Noircir 6 3 la

professionnelle, ou encore de .

niveau collégial (CEGEP) complet
*Dipldme universitalre - Noircir 7 & la

. CONFIDENTIEL ~
’ : (Une fois rempli)

colonne 16
colonne 16

colonne 17

colonne 17
colonne 17 .

colonne 17 ) *»
colonne 11

colonne 17

colonne 17

colonne 17
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12. What is your presént rank? Blacken the number in Column 18 or 19
that represents your present rank. Blacken only one number in column 18

or 19. 1.
0 General - Blacken 0 in Column 18
1 Colonel ’ - Blacken ! in Column 18
2 Lieutenant—-Colonel - Blacken 2 in Column 18
3 Major - Blacken 3 in Column 18
4 Captain . - Blacken 4 in Column 18
5 Lieutenant : - Blacken 5 in Column 18
6 Second-Lieutenant ~ Blacken 6 in Column 18
7 ocdt . . = Blacken 7 in Column 18
0 Chief Warrant Officer . - - Blacken 0 in Colimn 19
1 Master Warrant Officer = Blacken 1 in Column 19
2 Warrant Officer - Blacken 2 in Column 19
3 Sergeant - Blacken 3 in Column 19
4 Master Corporal ~ Blacken 4 in Column 19
5 Corporal - Blacken 5 in Columa 19
6 Private (Trained) - Blacken 6 in Column 19
7 Private (Uantrained) - Blacken 7 in Column 19
8 Private (Recruit) - . - Blacken 8 in Column 19
SKIP COLUMN 20 "\;ﬁ\
, .
13. Print‘your trade or classification MOC number - .

14,

1s.

r

If you are an “other rank™ blacken the appropriate anumbers in Columns
21, 22 and 23. Example: If you are Infantry you would mark 03l.

Iff}ou are an "officer” blacken the two digit number in Columns 22
and 23. Do not mark Column 21. For example, 1f you are an Armoured
officer you would mark 2 in Column 22 and 1 in Column 23 and leave
Column 21 blank.

Print the number of years §ou’pgve been in the Canadian Forces

Blacken the appropriate numbers in Columns 24 and 25. For example,

1f you have been in the CF 9 years, mark 0 in column 24 and 9 in
column 25. '

L]

Print the number of'years you have held your .current rank
Blacken the appropriate numbers in Columns 26 and 27. For exampie,
if you have been in your current rank 3 years, mark O in column 26
and 3 in coluamn 27.

.. /5
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Quel est votre grade? Noircissez le chiffre 3 la colonne 18 ou
19 qui représente votre grade actuel. Noircissez un chiffre
seulement & la colonne 18 or 19.

GE&néral - Noircir 1 & la colonne 18
Colonel ~ Noircir 2 A la colonne 18
Lieutenant—-colonel - Noireir 3 & la colonne 18
Major ’ - Noirecir 4 3 la colonme 18
Capitaine - Noireir 5 3 la colonne 18
Lieutenant - Neireir 6 3 la colonne 18
Sous-lieutenant . - Neircir 7 8 la coleonne 18
Eldve—officier - Nolreir 8 & la colonne 18
Ad judant-chef - Noireir 1 3 la colonne 19
Ad judant-maltre - Noircir 2 3 1la colonne 19
Ad judant : - Noireir 3 3 la colonne 19
Sergent - Noircir 4 3 la colomne 19
Caporal-chef - NoireiT 5 3 la colomne 19
Caporal - Noircir 6 2 la colomne 19’
Soldat (entralné) ~ Noircir 7 & la colonne 19
Soldat (non—entrainé) - Noircir 8 3 la colonne 19
Soldat (recrue) - Noireir 9 & la colonne 19

PASSEZ" LA COLONNE 20

Inscrivez le code d'emploil milit&iré (CEM) de votre métier ou de
votre classification '

Si vous 8tes "non-officier”, nolrcissez les chiffres appropriés

dans les colonnes 21, 22 et 23. Exemple: si vous faites partie

de *'infanterie, vous Inserivez- 031. ‘ . Y
| .

Si vous 8tes ”of‘icier", nolrcissez les deux chiffres appropriés

dans les colonnes 22 et 23, wmais n'inscrivez rien # la colonne

21. Par exemple, si vous faites partie des blind&s, vous

noircissez 2 dans la colonne 22 et 1 dans la colonne 23, et

laissez la colonne 21 en blanc.

Inscrivez le nombre d'années que vous avez passfes dans les
Forces canadlennes .

Noircissez les chifffes,apprOpziés dans les colonnes 24 et 25; 3‘

par exemple, si vous avez passé 9 années dans les FC, noircissez
0 dans la colonne 24 et 9 dans la colonne 25.

. " ]
. -" . /5\
> CONF IDENTIEL '
(Une fols rempll)




CONFIDENTIAL o SHM
{When Completed)

-5 =

SKIP COLIUMNS 28 TO 30

GO TO COLUME 31

16. Print your four digit unit identification code (UIC) here .

Blacken the appropriate numbers in Columns 31 through 34. Your room
supervisor will tell you your UIC if you do not know it.

-

-

-

YOU HAVE NOW COMPLETED PART I

.

PLEASE TUBRN THE PAGE

.% : ) . .../5__'
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Inscrivez depuis cowmblen d'années vous d&tenez le mime grade

-
—

Noircissez les chiffres appropriés dans les colonnes 26 et 27;
par exemple, si vous avez le mlme grade depuis trols ans, vous
noircissez 0 dans la colonne 26 et 3 dans la colonne 27.

- PASSEZ LRS COLONNES 28 X 30

PASSEZ A LA COLONNE 31

Inscrivez les quatre chiffres de wvotre code d'identification
d'unité (CIU) .

Noircissez les nombres approprifs dans les colonmnes 31 3 34. . Le
surveillant peut vous donner votre CIU si vous ne le connaissez

pas. .

VOUS AVEZ MAINTENANT TERMINE LA PREMIERE PARTIE

" VEUILLEZ TOURNER LA PAGE

CONFIDENTIEL
(Une fois rempli)
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PART II

Rotate your answer sheet so that "SURVEY RESPONSES — RESPONSES DU
SONDAGE"” is at the top. Note that there are 75 lines of circled numbers
in this part of the answer sheet. ’ )

The following questious have to do with your performance at work, and how
your supervisor (shown on the card at the top of this page) views your
performance at work. You are being asked to complete this gquestionnaire
for research purposes. Your answers will be held in strictest confidence
and you will never be identiffed individually. Please answer as frankly
and completely as possible. Circle the number next to your choice and

blacken the same aumber on the answer sheet that corresponds- to your
ansgwer.

l. T have the -potential to function:
4

1 only at a level below my current -~ Blacken 1 in qQuestion 1
rank

2 only at =y current rank - Blacken 2 in question 1

3 one level above my current rank - Blacken 3 in question 1

4 two levels above my current rank - Blacken 4 in question 1

5 three or more levels above my — Blacken 5 in question 1

current rank

2. I expect that I will advance in the Canadian Forces over the next
five years:

1 much more quickly than most - Blacken 1 in question 2
2 more quick# than most = Blacken 2 in question 2
3 at a norumal rate - Blacken 3 in question 2
4 less quickly than most - Blacken 4 in question 2
5 much less quickly than most —Blacken 5 in question 2
3. T feel that my leadership potential compared with my peers is:
L extremely high - Blacken 1 in question 3
2 high = Blacken 2 in question 3
3 average ¥ | - Blacken 3 in question 3
4 low ' = Blacken 4 in question.3 -
5 extremely low = Blacken 5 in question 3
AY
® eael?
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DEUXIEME PARTIE

Tournez votre feuille-réponse de fagon que le titre "SURVEY RESPONSES -
REPONSES AU SONDACE" figure au haut de la page. Veuiller noter que.cette
partie de la feuille-rfponse compte 75 lignes de chiffres encerclés.

Les questions qui suivent se rapportent 3 votre rendement au travail et 2
la perception qu'en a votre surveillant(e), dont le nom apparalt sur la
fiche au haut de la page. Vous répondez au présent questionnaire 3 des
fine de recherche. Vos réponses resteront strictement confidentielles et
votre identité ne sera jamals dévoilée. Veuillez donc répoundre aveo,
autant de franchise et de précision que possible. Encerclez le cpiffre
précédant la réponse cholsie et nolrcissez sur la feuille—réponse‘le
chiffre encerclé correspondant.

l:  Mon potentiel me permet de travailler:

1  seulement 3 un &chelon au-dessous = Noireir 1 3 la question 1
. de mon grade actuel '

2 seulement 3 mon grade actuel - Noirelr 2 3 la question 1

3 3 un &chelon au-dessus de mon grade - Noireir 3 3 la question 1
actuel .

4 4 deux échelons au-dessus de mon = Noirecir’4 3 la question 1
grade actuel . Y

5 & au moins trois &chelons au~dessus ~- Noireir 5 3 la question 1

de mon grade actuel

2. Je prévois- qu'au cours des 5 prochaines années j'obtiendrai de
1'avancement dans les Forces canadlennes:

1 beaucoup plus rapidement que la - Noireir 1 & la question 2
majorité

2 plus rapidement que la wmajorité = Noircir 2 38 la question 2

3 i un rythme normal . — Noircir 3 8-la question 2

4 moins rapidement que la majorité = - Noircir 4 3 la question 2

5  beaucoup moins rapidement que la = Noircir 5 3 la question 2
majoricé ’

3. Je.crgiégpue, par rapport 3 celle de mes homologues, mon aptitude 2
command est:

-

1 trés grande - Noirecir 1 2 la question 3
2 grande ’ - Noircir 2 & la question 3
3 woyenne. - , ' — Noirecir 3 3 la question 3
4 faible - Nodrcir 4 3 la question 3
5 trég faible - = Noireir 5 3 la question. 3

. )7
comm
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4. I feel that my ability to take on more responsibility in the Canadian

Forces 1is:

1 extremely high -

2 high - Blacken
3 average - Blacken
4 low : = Blacken
5 extremely low - Blacken

5. 1 feel I either can or have the potential to

1 all of the difficult tasks - Blacken
required in my trade

2 most of the difficult tagks
required in my trade

3 some of the difficult tasks
required in my trade

4 few of the difficult tausks
required in my trade

5 very few of the difficult,tasks - Blacken
required in my trade (’

Blacken

Blacken

Blacken

Blacken 1 in question

2 in question
3 in question
4 in question
5 in question
carry out:

1 in question
2 in question
3 in question

4 in question

5 in question

E N o

For the following two statements circle the number that best describes
your answer and blacken the same number for each question on the answer

*sheet.

If I were performing just below acceptable standard at work, I would rate
the importance of each of the causes listed below on a five point 3cale

as follows:

Remember that performance just below acceptable standard can be due to

more than one cause.

. " not at all moderately

impor t important

as a c#lse .as a .cause
6. lack of ability 1 2 3 4

7. bad luck | 1 2 3 4
8. difficult job 1 2 3 | 4
9. lack of effort ! 1 2 . 3 4
10. my sex h 1 2 G:“3 4
CONFIDENTIAL
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as a cause
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4. Je crols que mon attitude 3 assumer de pius grandés responsabilités
. au sein des Forces canadienfes est:-

Noirecir

1 trés grande - 1 3 1la question &
2 grande, ~ Noirecir 2 3 la question 4
3 moyenne - Noireir 3 2 la question &
4  faible - Noireir 4 A la question 4
5 tras faible = Noircir 5 & la question 4

5. Je crois avoir ou pouvoir acquérir les aptitudes né&cessaires pour
" m'acquitter de: -

1 toutes les t8ches difficiles relifes - Noircir 1 & la question 5
, A mon métier

2 la plupart des taAches difficiles = Noircir 2 & la question 5
reliés 3 mon métier

3 certaines des t8ches difficiles
reliées 3 mon métier

4  quelques-unes des tdches difficiles - Noircir 4 3 la question 5
reliées 3 mon métier

5 trés peu ded tlches difficiles
.relies 2 mon métier

Noircir 3 4 la'question 5

Noircir 5 & la question 5

Encerclez le chiffre qui co}respond 3 celui des deux &noncés suivants qui

déerit le mieux votre opiuion et noircissez le méme chiffre sur la
feuille-réponse. :

S1i je donndls un rendement lE&g&rement inférieur & la norme, }'évaluerais,
sur une &chelle de 1 3 5, 1'importance relative de chacune des causes
énumérées ci-dessous comme suit: '

N'oubliez pas qu'un reandement légarement inf&rieur & la norme peut &tre
attribuable & plusieurs causes 3 la fois.

Cause sans Cause assez Cause extrZmement

importance - importante importante
6. Manque d'aptitudes 1 2 3 4 5
7. Malchance ‘ 1 2 3 4 5
8. Tdche difficile W 1 2 3 4 - 5
9. Manque dfgffortg 12 ' 3 & 5
- 10. Mon sexe ->‘ 1 2 . ‘ 3 T4 5
. s
CONFIDENTIEL ) e
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If 1 were showing outstanding performance at work, I would rate the
{mportance of cach of the causes listed below on a five point scale as
follows:

Remember that outstanding performance can be due to more than one cause.

not at all moderately extremely
important important important
as a cause as & cause 85 8 cause
11. ability ' 1 2 3 4 5
12. good luck 1 2 3 4 s
13. easy job 1 2 3 4 5
14. hard work 1 T2 3 4 5
15. my sex _ B! 2 3 4 5

16. The likelihood of me making a career of the Canadian Forces and
remaining in the service until retirement age is:

¥ 1 extremely high -~ Blacken 1 in question 16
2 -high _ ) - Blacken 2 in question 16
3 no different from most - Blacken 3 in questiomn 16
4 low - Blacken 4 in question 16
5 extremely low - Blacken 5 in question 16

- 17. My supérvisor would let performance from me that was just below e

acceptable standard pass unmentioned:

- 1 less than 12 of the time - Blacken 1 in question 17
¢+ 2 less than 5% of the time - Blacken 2 in question 17
) 3 less than 10X of the time ~ Blacken 3 in question 17
4 less than 207 of the time ~ Blacken 4 in question 17
5 207 or more of the time - Blacken 5 in question 17 -
&

18. If_you.had enough money to live as comfortably as you would like for

the rest of your life.(e.g. won a lottery), would you continue to
work in the CF? )

-

defTai{tely ‘yes

1 R - Blacken 1 in question 18
2 more than likely .="Blacken-2 in question 18
3 not sure . . , - Blacken 3 in question 18
4 not likely _ ! _ — Blacken 4 in question 18
5 definitely no - Blacken 5 in question 18
- : :
‘ -../9
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51 Jo donuais un rendement exceptlonnel au travail, j'évaluerals, sur un
bchelle de 1 & 5, 1'importance relative de chacune des causes Enumérles
cl-dessous comme Il suit:

N'oubliez pas que le rendement exceptiocnnel peut 8tre attribuable 3
plusieurs causes 3 la fois.

Caugse sans Cause assez Cause extrémement

importance - importante importante
11. Aptitudes . ) 1 2 3 4 5
12. Chance 1 2 -3 4 5
13. Tache facile - Tl 2 T3 e 4 5
14. Efforts 1 2 3 4 .5
15. Mon sexe 1 2 3 4 5

16. La probabilité& que je fasse carri2re dans les Forces canadiennes et
que 31'y reste jusqu'au moment de la retraite est:

1 tres grande _ -~ Noireir 1 2 la question 16
2  grande : - Noircir 2 3 la question 16
3  moyenne o - Noireir 3 2 la questicn 16
4 faible ) - Noircir 4 3 la gquestion 16
5 -

trés faible Noireir 5 3 la question 16
17. Mon surveillant paése sous sllence les périodes ol mon rendement
peut Btre-l&gdrement inférieur &8 la norme, et ce: T

1 moins de 1X du temps

2 wmoing de 5% du temps -
3 ‘moins de 102 du temps
4
5

Noircir 1 3 la question 17
Noircir 2 2 la questiom 17
Neircir 3 3 la question 17
Noirelxr 4 3 la questlon 17
Nolrcir 5 38 la question 17

woins de 20X du temps
20T du temps ou davantage

b L
®_18. 851 wous aviez les moyens de vivre confortablement pour le reste de
vos jours {par exemple si vous gagniez a la loterie), i
continueriez-vous a servir dans les FC? i -

1 trés certainement . - Noircir 1 3 la questiomn 18

2  trés probablement ’ - Noircir 2 & la question 18

L Je ne suls pas sir - - Nolreir 3 3 la question 18

4  peu probable ’ - Noireir 4 3 la question 18

5  certainement pas - Noircir 5 3 la question 18

) - ' L ees/9
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S W

20.

LI PURY S B

21.

22.

WV W

+ 23.

I am:

strongly motivated

motivated

not particularly motivated-
not at all motivated

to do my job well.

My supervisor would let outstandi
unmentioned:

less than 1Z of the time
less than 5% of the time
less thae 102 of the time .
less than 20X of the time”
202 or more of the time

If I were showing outstandi

would:

Trecommend stroagly that I be
be promoted

recommend that I be promoted

not likely recommend that I
be promoted .

not recommend that I be
promoted

~ CONFIDENTIAL
‘(When Completed)
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S

Blacken 1 in

= Blacken 3 in
= Blacken 4 in
~_.Blacken 5 in

Blacken 2 {n
Blacken 3 in

Blacken 4 in

if it‘wgre within my supervisor's power, and I were
outstanding performance he/she would recommend:

a very large salary increase
a large salary increase

a moderate salary iancrease

a slight' salary increase

no salary iancrease

- Blacken 1 in
- Blacken 2 inm
Blacken 3 in
Blacken 4 in
~ Blacken 5 in

If T were .performing just below acceptable standard

would probably:

accept it, as he/she would figure -

- Blacken I in

that it is hard enougl for me - .

accept 1t but hope that it would — Blacken 2 in
improve ‘ T

mention in passing that I should ~ - Blacken 3 1in
should improve

counsel me to improve, but — Blacken 4 in
not note it on my file

coungel me to improve, and note - Blacken 5 in.
it on my file . '

CONFIDENTIAL
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= Blacken 1 in

ng performance from me pass

question

question
question
question

question

question
question

question
showing

question
question
question
question
question

Blacken 1l in question 19
Blacken 2 in question 19
Bilacken 3 in question 19
Blacken 4 in question 19

20
Blacken 2 in question 20

20
20
20

ng performance I think my suﬁervisor

21

21
21

21

‘22

22
22
22
22

SbM

my supervisor

question
. l/

question
Question

question

question

23

23

23

23

23
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19. “Je suis:

trés uo:lvt(e)
2/

- | e

motivé(e) .

pas
& . pas

particulidrement motivé(e)
du tout motivé(e)

3 bien faire mon travail.

1

ShM

Noireir 1 & la question 19
Noircir 2 3 la question 19
Noircir 3 & la question 19
Noircir & 2 la question 19

-

20. Mon surveillant ne tient pas compte- du rendement exceptionnel que je
‘peux donner, et ce: -

moins de 1X du temps

woins de 5% du temps

moing de 20X du temps

202

1
2
3 moins de 10X du temps-
4
5

du temps ou davantage

-

C - Noircir 1.2 la question 20

- Noircir 2 3 la question

- Noircir 3.2 la question 20
~ Neirecir 4 3 la question 20
= Noircir 5 A la question 20

21. 51 je donnais un rendement exceptionnel je crois que mon
“surveillant:

1 recommanderait fortement que je sois

*

promu(e)

2 recommanderait que je sois promu(e)

3 ne: recommanderait pas que Je- sois
promu(e) -

4 ne recommanderait certainement pas
que e’ sois promufe)

= Noircir 1 &-la question 21

- Noireir 2 2 la question 21

- Noircir 3 3 1la question 21

= Noirelr.4 & la question 21

i22. 51 Je donnais un re dement - exceptionnel mon -surveillant

recommanderaic, s'i;

- «

1  une tr2s grosse augmentation de
salaire . _ -
2  une grosse augmentation de salaire = Noireir
3  une augmentation de salaire moyenne ~ Noireir
4  une petite augmentation de ‘salaire = Noireir
5 pas d'augmentation de salaire - Noircir
. - -
ﬂ' . - - Ll
- . - \
- jb, CONFIDENTIEL ,gka
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1

an'en tenait qu'a luf, que 3'obtienne .

question 22

quesfion 22
question 22
question 22
quéstion 22
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- Observations

-
-

La coopération et l'aide que vous avez ‘apportées dans le cadre de
ce projet sont grandement apprécifes.

S vous désirez faire des observations sur toutes parties du
sondage, sentez-vous parfaitement 8 1'aise de les exprimer dans 1'espace
prévu & cette fin ci-dessous. Rappelez—vous que toutes vos observations
resteront confidentielles. )

CONFIDENTIEL
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Comnents

Thank you very much for your cooperation and assistance with this
project.’ . ) ) .

-

If you have any comments you wish to make about any part of this
survey please feel free to write them in the space provided below.
Remember that your comments will be held in confidence.

~ \
\/\\\'_-/J
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21.

22.

23.

24.

25,

-

Pour les femmes,
1'indépendance sociale
et financiére a
beaucoup plus
d'importance gque
1'acceptation de
1'image de la femme
idéale cré&ée par les
hommes.

Dans 1l'ensemble, les
femmes sont moins
aptes que les hommes 3
participer & la
production &conomique.

En matiére d'embauche
ou d'avancement, il
faut souvent accorder
la préférence aux
hommes plutdt qu'aux
femmes.

Les femmes doivent
avoir les wmmes
chances que les hommes
de faire
1l'apprentissage de
divers métiers.

Aujourd'hul, les filles
ont drolt aux mémes
libertés & 1'&gard des
constraintes et de la
surveillance que

celles accord&es aux
gargons.

CONFIDENTIEL

(Une fois reni}i)

-.5—
EntiZrement En Entiérenent
d'accord D'accord d&saccord en désaccord
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4

Si vaqus desirez faire des commentaires sur les questionnaires des
enveloppes 1 ou 2, veulllez &crire vos observations dans l'espace
disponible 3 la fin de ce livret-

Retournez le sondage, les féuilles ré&ponses, et le coﬁmegtaire dans
1l'enveloppe qui vous est fgurnie.

CONFIDENTIEL
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15.

16.

17.

18.

19.

20.
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. Entidrement ’ En Entiédrement
N d'accord D'accord désaccord en dE&saccord.
Il est tout aussi 1 2 3 .4

ridicule pour une
femme de conduire une
locomotive que pour yn

- homme de repriser des

chaussettes.

D'une fagon générale, 1 2 3 . &
le pére doit avoir )

plus d’autorité que 1la

"-mére pour &duquer les

enfants.

On devrait -1 2 3 4
déconseiller aux .

femmes d'avoir des

relations sexuelles

avant le mariage, méme

avec leur fiancé.

La loi ne devrait pas 1 2 3 4
accorder plus de

droits aux hommes

qu'aux femmes 2

1'égard de

1'urilisation des

revenus ou des biens

familiaux.

Les femmes devraient 1 2 3 4
s& consacrer 3 leurs

rdles de procréatrice

et de maltresse de :

malson, plut8t que

chercher 3 faire

carridre dans les

affaires ou dans une

profession.

Les hommes devraient 1 2 3 4
assumer la plus grande

partie de la direction

idéologique de la

soclété.

=7
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22.

23.

24.

25.
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"Agree ' Agree Disagree Disagree
Strongly "Mildly _Mildly Strongly
On the average, women should be 1 2 3 4
regarded as less capable of
contribution to economic
production than are men.
There are many jobs in which 1 2 3 4
men should be given preference .
over women in being hired or
promoted.
Women should be given equal 1 2 3 4
opportunity with men for
apprenticeship in the various
trades.
The modern girl is entitled to 1 2 3 4

the same freedom 'from regulation
and control that is given to the
modern boy.

If you wish to comment on the questionnaires in either Envelope 1 or
Envelope 2, please make your comments in the space provided on the last
page of this survey ‘booklet.

Hand in the survey booklet, including the comment page, and the answér
sheet in the envelope’ provided.

CONFIDENTIAL
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10.

11.

12.

13.

14.

La nomination & un
poste et l'avancement
devraient s'effectuer
strictement selon le
wmérite et sans &gard
au sexe.

Les femmes devraient
pouvoir, tout comme
les hommes, faire une
demande en mariage.

Les femmes devraient
chercher moins & faire
valoir leurs droits et
plus & devenir de
bonnes &pouges et de
bonnes méres.

A salaire &gal, la
femme devrait partager
également avec son ami
le colt d'une sortie.

Les feémes devraient
occuper la place A

‘laquelle elles ont

légitimement droit
dans le domaine des
affalres et dans
toutes les
professions, au madme
titre que les hommes.

Une femme ne devrait
pas prétendre 3
fréquenter les mémes
endroits ou & jouir de
la méme liberté
d'action qu'un hopde.

Dans une famille, les
fi1ls devraient Btre
plus encouragée que
les filles &
poursuivre-des &tudes
de niveau collégial.

CONFIDENTIEL
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Enti2rement

d'accord D'accord

En . Entidrement
désaccord en désaccord
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12.

13.

14.

- 15-

16.

17.

18.

19.

20.

21.
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Agree
Strongly

1.

Women should sssume their
rightful place in business and
all the professions along with
men.

A woman should not expect to
g0 to exactly the same places
or to have quite the same
freedom of action as a man.

Sons in a family should be
given more encouragement to go
to college than dauvghters.

It is ridiculous for a woman to
Tun a locomotive and for a man
to darn socks.

In ‘general, the father should
have greater authority than the
mother in the bringing up of
children.

Women should be encouraged not
to become sexually intimate with
anyone before marriage, even
their fiances.

The husband 'should not be
favoured by law over the wife

in the disposal of family
property or income.

Women should be concerned with
their duties of childrearing

and house-tending, rather than
with desires for professional and
business- careers.

The intellectual leadership of
a community should be largely
in the hands of men.

Economic and social freedom is
worth far more to women than
acceptance of the ideal of
femininity which has been set
by men.

CONFIDENTIAL

-1

1

(When Completed)

Agree Disagree Disagree
Mildly Mildly Strongly
2 3 4
2 3 4
2 3 4
2 3 N 4
2 3 4
2 3 g
2 3 4
2 3 4
2 3 4
2 3 4

e /b
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CONFIDENTIEL

{(Une fois rempli)

-2 -

Entidrement En ' Entidrement

Les jurons et les
obscénités sont plus
choquants dans la
bouche d'une femme que
dans celle d'un homme.

Les femmes devralent
prendre une part de
plus en plus grande au
réglement des
problémes sociaux et
id€ologiques de
1'heure.

Les deux conjoints
devraient pouvoir
invequer les mémes
motifs pour obtenir le
divorce.

Raconter des histoires
“grossiéres” devralent
8tre surtout reservé
aux hommes.

L'ivresse se tolidre
mieux chez les hommes
que chez les femmes.

ftant donné 1les
conditions &conomiques
et le fait que
beaucoup de femmes
travaillent 3
1'extérieur du foyer,

-les hommes devraient

participer aux tdches =
domegtiques, par
exemple laver la
valgselle et faire le
lavage. °

Il est offensant pour
les femmes que le
serment “d'ob&igsance”
fasse toujours partie
du texte de la
cérémonie du mariage.

d'accord D'accord dé&saccord en désaccord

1 ) 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
1 2 3 4
eeo/3
CONFIDENTIEL

{Une fois rempli)



10.

11.

CONF IDENTIAL

~(When Completed)

-2

Strongly

Swearing and obscenity is more
repulsive in the speech of a

. woman than a man.

Women should‘take increasing
respongibility for leadership

.in solving the intellectual and

social problems of the day.

Both husband and wife should be
allowed the same grounds for
divorce.

"Telling dirty jokes should be

mostly a masculine prerogative.

Intoxication among women 1is

worse than intoxication among
men. ' ‘

Under modern economic conditions
with women being active outside
the home, men should share in

"household tasks such as washing
~dishes and doing the laundry.

"It is insulting to women to have

<

Agree

1

the "obey” clause remain in the

marriage service.

There should be a strict merit
system in job appointment and
promotion without regard to sex.

A woman should be as free as a
man to propose marriage.

Women should worry less about
their rights and more about
becoming good wives and
mothers. =

Women earning as much as their
dates should bear equally the
expense when they go out
together.

CONFIDENTTIAL

(When Completed)

Agree

Disagree Disagree

Mildly ~ Mildly Strongly
2 3 4
2 3 4
2 3 4
-3 4
2 3 4

..

2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3 4

e /3
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CONFIDENTIEL
{Une fois rempli)

—t—

TROISIEME PARTIE .

) Tournez votre feuille réponse de fagon que le titre "Biographical
- Information/Données Biographiques™ figure dans le coin supérieur droit de

la page.

1. Noircissez la case'B de la colonne 1, puisque c'est la deuxidme
feuille-réponse que vous remplissez.

L]

2. Noircissez la case B de la colonne 2 -pour que nous puissions wvous
identifier comme subalterne.

3. Code du document ~ Colonnes 5 3 8.

Dans les colonnes 5 2 8de la feuille-réponse, nolrcissez les
chiffres correspondant au code qui apparalt dans le coin
supérieur droit de cette page.

-

T ————

Tournez votre feullle-réponse de fagon que le titre "Survey
Responses/Réponses du Sondage" figure au haut de 1la page. Prenez note
que cette partie de la feuille~ré&ponse comprend 75 lignes de chiffres
encerclés. Par allleurs, les &noncés qul suivent d&crivent différentes
fagons de percevoir le rdle des femmes dans la soci&t€&. Les réponses ne
sont -ni bonnes, ni mauvaises; il s'agit uniquement d'opinions. Indiquez
dans quelle mesure vous &8tes d'accord avec chacun des &noncks, solt
{1) entidrement d'accord, (2) d'accord (3) en désaccord, (4) entidrement
en désaccord. Encerclez le chiffre correspondant le mieux 3 votre
opinion et nolrcissez le chiffre correspondant sur la feuille-réponse.

--f2

CONFIDENTIEL
(Une foils rempli)
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CONFIDENTIAL
{When Completed)

PART III
-_— —_
Turn your answer sheet so that the title "Biographical L

Information/Donnfes Bilographiques™ appears on the upper right hand side
of the page.

1. °  Blacken B in Column 1 because this is the second answer sheet you
‘will be completing.

2. Blacken B in Column 2 because we wish to identify you as
subordinate. -

3. Code No. - Columns 5 - 8

Blacken the numbers in Columns 5 to 8 of the answer sheet to
indicate the code number which appears at the top right hand
corner of this page.

Rotate your answer sheet so that “Survey Responses/Responses du
Sondage” is at the top. Note that there are 75 lines of circled numbers
in this part of the answer sheet. The statements listed below describe
attitudes toward the role of women in society which different people
have. There are no right or wrong answers, only opinions. You are asked
to express your feelings about each statement by indicating whether you
(1) Agree Strongly, (2) Agree Mildly, (3) Disagree Mildly, or (4)
Disagree Strongly. Circle the number that best describes your answer and
blacken the same numbers for each question on the answer sheet.

CONFIDENTIAL -
(When Completed)




CONFIDENTIEL
(Une fois rempli)

Observations

s

- la coopération et 1'aijde que vous avez apportées dans le ﬁgire de
ce projet sont grandement apprécies. : =

Si vous désirez faire des observations sur toutes parties du
sondage, sentez—vous parfaitement 2 1l'aise de les exprimer dans l'espace
prévu 2 cette fin ci-dessocus. Rappelez—vous que toutes vos observations
resteront confidentielles. ~

-

CONFIDENTIEL
(Une fois rempli)




CONFIDENTIAL
(When Completed)

Coaments .

Thank you very much for your cooperation and assistance with this
project. -

-

If you have any comments you wish to make about any part of this
survey please feel free to write them in the space provided below.
Remember that your comments will be held in ,_confid_ence.

CONFIDENTIAL
(When Completed)

U



CONFIDENTIEL

(Une fois rempli)

-5 —

1

Entidrement

d'accord D'accord

En
dégaccord

Enti2rement
en désaccord

~

21. Pour les femmes, 1
1'ind&pendance sociale

et financidre a

beaucoup plus

d'importance que

1l'acceptation de

1'image de la femme

idéale crée par les

hommes .

Dans 1'engemble, les
femmes sont moins
aptes que. les hommes &
participer 4 la
production &conomique.

22.

23. En matidre d'embauche
ou d'avancement, 1l
faut souvent accorder
la préférence aux
hommes  plutdt qu'aux
f emmes.

Les femmes doivent
avoir les wémes
chances que les hommes
de faire
1'apprentissage de
divers métiers.

23.\“Kuj0urd'hui, les filles
ont droit aux mémes
libertés 2 1'Egard des
constraintes et de la
surveillance que
celles accord&es aux
gargons.

2 3 4

S1 vous desirez faire des commentaires sur les questionnaires des
enveloppes 1 ou 2, veuillez &crire vos observations dans l'espace

diSponible 1 la fin de ce livret.

Retournez le sondage, les feullles r&ponses, et le commentaire dans

l'enveloppe qui vous est fournie.

CONFIDENTIEL

(Une fois rempli)



15.

16.

17.

18.

19.

20.

CONFIDENTIEL
{Une foils rempli)

-4 -

Entiérement-
- d'accord D'accord

désaccord

En

Entigrement
en désaccord

Il est tout aussi 1 2
ridicule pour une '

femme de condulre une

locomotive que pour un

homme de repriser des

chaussettes. «

D'une fagon générale, 1 2
le pdre doit avolr

plus d’autorité que la

mére pour &duquer les

enfants.

On devrait
d&conseiller aux
femmes d'avoir des .
relations sexuelles
avant le mariage, méme
avec -leur flancé.

La'loi ne devrait pas 1 2
accorder plus de

droits aux hommes

qu'aux femmes 2

l'égard de

l'utilisation des

revenus ou des blens

familiaux. r

Les femmes devrailent 1 2
se consacrer d leurs
rdles de procréatrice

‘et de maltresse de

malson, plutdt que
chercher 8 faire
carridre dafs les
affaires ou dans une
profession.

Les hommes devraient S| 2
assumer la plus grande

partie de la direction

idéologique de la

socil&té.

6
N
y

£

CONFIDENTIEL
(Une fois rempli)
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Iy

22.

23.

24.

25.

CONFIDENTIAL -
{When Completed)

Disagree Disagree
Mildly Strongly

- -
Agree ~Agree
Strongly Mildly
On the average, women should be 1 2
regarded as less capable of ;
contribution to economic ,) i
- production than are men. »
There are many jobs in which 1 2

men should be given preference
over women in being hired or
promoted.

Women should be given equal 1 2
opportunity with men for

apprenticeship in the various

trades. o

The modern girl is entitled to 1 2
the same freedom from regulation

and control that is given to the

modern boy.

3 4
3 4
3 4

If you wish to comment on the questionnaires in either Envelope 1 or
Envelope 2, please make your comments in the space provided on the last
page of this survey booklet. '

Hand in the survey booklet, including the comment pa
sheet in the envelope provided.

. CONFIDENTIAL
{When Completed) -

3§:\ifd the answer



10.

11.

12.

13.

14.

CONFIDENTIEL

(Une fois rempli)

-3 -

Entigrement

" La nomination & un

posfe et l'avancement
devraient s'effectuer
strictement selon le

mérite et sans E&gard

au sexe.

Les femmes devraient
pouvolr, tout comme
les hommes, faire une
demande en mariage.

Les femmes devraient —
chercher moins 3 faire
valaoir leurs droits et .
plus 3 devenir de

_ bonnes &pouses et de

bonnes méres.

A salaire 8gal, la
femme devralit partager
également avec son ami
le colt d'une sortie.

Les femmes devralent
occuper la place 2
laquelle elles ont
légitimement droit
dans le domaine des
affaires et dans
toutes les .
professions, au méme
titre que les hommes.

Une feﬁ@e ne devrait
pas prétendre 3

fréquenter les wmémes

endroits ou 3 jouir de
la méme liberté
d'action qu'un homme.

Dans une famille, les
fils devraient &tre
plus encouragés que
les filles 2
poursuivre des &tudes
de niveau collégial.

d'ac

cord D'accord

1

2

CONFIDENTIEL

(Une  fols’ rempli)

En Eantidrement
désaccord en désaccord
3° 4
3 4
3 4
3 4
3 4

3 4
3 4
e fb



'néps

e

12.

13.

14,

15.

16.

17.

18.

19.

20.

21.

CONFIDENTIAL

{When Completed)

Women shiould assume their
rightful place in business
all the professions along
men.

A woman should not expect

-3 -

Agree Agree Disagree

Strongly M{ldly Mildly

Uisagrec
Strongly

. 1 2 3
and
with

to 1 2 3

go to exactly the same places

or to have quite the same

freedom of action as a man.

Sens in a family should be
given more encouragement t
to college than daughters.

o go

It is ridiculous for a woman to 1 2 3

run a locomotive and for a
to darn socks.

In general, the father sho
have greater authority tha
mother in the bringing up
children.

Women should be encouraged

man

uld 1 2 3
n the
of

not ., 1 2 3

te become sexually intimate h
anyone before marriage, ev

their fiances. $

The husband should not be

favoured by law over the wife

in the disposal of family
property or income.

Women should be concerned
thelr duties of childreari
and house-tending, rather
with desires for professio
business careers.

The intellectual leadershi
a community should be larg
in the hands of men.

with 1 2 3.

ng
than
nal and

p of
ely -

—
[ 3%
L%

Economic and social freedom is 1 - 2 3

wortth far more to women th
acceptance of the ideal of
femininity which has been
by umen.

an . N B

set P

CONFIDENTIAL

(When Completed)
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Les jurons et les
obscénités sont plus
choquants dans la
bouche d'une femme que
dans celle d'un homme.

Les femmes devraient
prendre une part de
plus en plus grande au
réglement des
probl2mes sociaux et
1déologiques de..
1'heure. -
Les deux conjoints
devraient pouvoir
invoquer les mémes
motifs pour obtenir le
divorce.

Raconter des histoires
“grossiéres” devraient
8tre surtout reservé
aux hommes.

L'ivresse se tolére
mieux chez les hommes
que chez les femmes.

Etant donné les
conditions &conomiques
et le fait que
beaucoup de femmes
travalllent 2
l'extérieur du foyer,
les hommes devraient
participer aux tdches
domestiques, par
exemple laver 1la
valselle et faire le
lavage. *

I1 est offensant pour
les femmes que le
serment “d'ob&issance”
fasse toujours _parcie
dé texte de la
cérémonie du wmariage.

CONFIDENTIEL
(Une fois rempli)

-2 -

Entiérement

En

Entidrement

d'accord D'accord désaccord en désaccord

1 2
1 -2
1 2
[
1 2
~
1 2
1 2

CONF IDENTIEL
(Une fois rempli)
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11.

CONFIDENTIAL

{(When Completed)

-2

h Agree
Strongly

Swearing and obscenity is more
repulsive in the speech of a
woman than 2 man.

Women should take increasing
responsibility for leadership
in solving the intellectual and
social problems of the day.

Both husband and wife should be
allowed the same grounds for
divorce.

Telling dirty jokes should be
mostly a masculine prerogative.

Intoxication among women is

worse than intoxication among
men.

Under modern economic conditions
with women being active outside

* the home, men should share in

household tasks such as washing
dishes and doing the laundry.

It is insulting to women to have
the "obey” clause remain in the
marriage service.

There should be a strict merit
system in job appointment and
promotion without regard to sex.

A woman should be as free as a
man to propose marriage.

Women should worry less about
their rights and more about
becoming good wives and
mothers.

Women earning as much as their
dates should bear equally the
expense when they go out

_together.

CONFID

Agree
Mildly

Disagree

Mildly

Disagree
Strongly

1 ' .2

L 2
\

ENTIAL

{When Completed)

3 -

4

.../3
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‘CONFIDENTIEL
(Une fois rempli)

TROISIEME PARTIE

Tournez votre feuille réponse de fagon qué le titre "Bilographical
Information/Données Biographiques figure dans le coin supérieur dreit de

la page- ~
1. Noircissez la case B de la colonne 1, pulisque c'est la deuxiéme

feuille-réponse que vous remplissez.

2. Noircissez la case A de la colonne 2 pour que nous puissions vous
identifier comme surveillant(e). e

3. “Code du document - Colonnes 5 2 8.

Dans les colonnes 5 & 8 de la feuille-r&ponse, noircissez les

chiffres correspondant au code quil apparalt dans le coin
supérieur droit de cette page.

Tournez votre feuille-réponse de fagon que le titre "Survey ~
Responses/Réponses du Sondage” figure au haut de la page. Prenez note
que cette partie de la feullle-réponse comprend 75 lignes de chiffres
encerclés. Par ailleurs, les &noncés qui suivent décrivent différentes
fagons de percevoir le r8le des femmes dans la soclét&. Les réponses ne
sont ni bonnes, nl mauvaises; il s'agit uniquement d'opinioms. Indiquez
dans quelle mesure vous &tes d'accord avec chacun des &noncés, solt
(1) enti2rement d'accord, (2) d'accord (3) en dé&saccord, (4) entidrement
en désaccord. Encerclez le chiffre correspondant le mieux 2 votre
opinion et noircissez le chiffre correspondant sur la feullle-réponse.

CONFIDENTIEL -
(Une fols rempli) .




L ‘ CONFIDENTIAL
(When Completed)

PART II1

Turn your answer sheet.so that the title "Blographical
Information/Données Blographiques” appears on the upper right hand side
of the page. -

-

1. Blacken B in Column 1 because this is the second answer sheet you
will be completing. '

2. Blacken A in Column 2 because we wish to identify you as a
: supervisor. :
3. Code No. - Columns S - 8

Blacken the numbers in Columns 5 to 8 of the answer sheet to
indicate the code number which appears at the top right hand
corner of this page. )

Rotate your answer sheet so that “Survey Responses/Responses du
Sondage” 1s at the top. Note that there are 75 lines of circled numbers
in this part of the answer sheet. The statements listed below describe
attitudes toward the role of women in society which different people
have. There are no right or’'wrong answers, only opinions. You are asked
to express/yodt\ggefings about each statement by Indicating whether you
(1) Agree §trongl§: (2) Agree Mildly, (3) Disagree Mildly, or. (4)
Disagree Strongly. Circle the number that best describes your answer and
blacken thé\same numbers for each question on the answer sheet.

)
-\

---/2

CONFIDENTIAL
(When Completed)

~ - _\,‘__ -
>
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APPENDIX Bé
Short Form of the Attitudes Toward Women Scale (AWS)

with Different Face Sheets for Supervisors and Subordinates
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52.

53.

54.

CONFIDENTIEL ‘ - SbF
(Une fois rempli) :

- 13 -

TOURNEZ VOTRE FEUILLE-REPONSE DE FAGON QUE LEZ TITRE
“BIOGRAPHICAL INFORMATION ~ DONNERS BIOGRAPHIQUES" -

FIGURE DANS LR COIN SUPSRIEUR DROIT .

-

Je travaille sans surveillance p. cent du temps.

Ingerivez le chiffre approprié dans 1l'espace ci-dessous et
noircissez les chiffres correspondants dans les colonnes 37 et 38 de
la feuille-réponse. Par exemple, sl vous travaillez en autonomie 5
p. cent du temps, noircissez O dans la colonne~37 et 5 dans la
colonne 38 (pour un maximum de 99 p. cent)..-

Plus particulidrement, je.travaille sous surveillance ditrecte
p- cent du temps.

- .

Inserivez le chiffre approprié dans l'espace ci-dessus et noircissez
les chiffres correspondants dans les colonnes 39 et 40 de la
feullle-ré&ponse. Par exemple, si vous travaillez sous surveillance
directe 5 p. cent du temps, noircissez O dams la colonne 39 et 5

dans la colonne 40 (pouzfjﬂfgaximum de 99 p. cent).
Je qualifierais les taches relifes 3 mon poste de:

traditionnellement réservées aux - Noircir 1 8 la colonne 41

. femmes :

traditionnellement assignées aux = Noireir 2 3 la colonne 41
hommes comme aux femmes

traditionnellement réservées aux = Noircir 3 8 la coloune 41
hommes

VOUS AVEZ MAINTENANT TERMINE LA PARTIE 11

Veuillez détacher la feuille sur laquelle figure le nom de votre
surveillant(e) .et la d&chirer.

/14

CONFIDENTIEL
(Une fois rempli)




CONFIDENTIAL _ ' SbF
‘When Com ted
(Whea Completed)

- 13 -

. - —— .

TURN YOUR ARSWER SHEET SO THAT BIOGRAPHICAL INFORMATION - DONNERS

-

BIOGRAPHIQUES IS IN THE TOP RIGHT-HAND CORNER

~

52. I work unsuperviged percent of the time.

Print the percentage in the space and blacken the appropriate X
numbers in colummns 37 and 38. For example, if you work unsupervised

5 percent of the time, mark 0 in column 37 and mark 5 in column 38.
(Maximum 99 percent.)

53. More specifically, I receive direct supervision ) percent of
the time.

Print the percentage in the space and blacken the appropriate
numbers in columns 39 and 40. For example, if you receive direct
supervision 5 percent of the time, mark O in column 39 and 5 in
columa 40. (Maximum 99 percent.)

54. 1 would classify the kind of work that I am required to do in my
position as being:

0 traditionally women's work ~ Blacken 1 in column 41

1 work traditionally .dome by both - Blacken 2 ia column 41
men and women

2 rraditionally men's work : ~ Blacken 3 in column 41

YOU HAVE NOW COMPLETED PART II

-

A4

Please detach the card on which your supervisor's name is written and
destroy 1it.

-

Hand in survey booklet and answer sheet in the envelope provided and
obtain Envelope II for completion. .

CONFIDENTIAL
(When Completed)
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CONFIDENTIEL . _ SbF
(Une fois rempli)

- 12 -

-

-

Sur une &chelle de 1 2 5, je coﬁsidére que les tBches relifes & mon poste
sont: )

tréds en vue - ’ tras peu en vue
39. 1 2 3 4 5
opérationnelles ’ non opérationnelles
40. 1 2 3 K : 5 ‘
de combat' . : non relifes au combat
41. 1 2 3 - 4 _ 5
passionnantes . ennuyantes
42. 1 2 3 4 5
% _ /
mounotomes varifes
43. b 2 3 _ 4 5
de premidre ligne . - de soutien de la
zone arridre
44, 1 2 3 4 5
techniques \ non téchniques
45. 1 2 3 4 5
de pféstige ‘ sang prestige
46. 1 2 3 4 5 ’
impércantes sans importance
J47. 1 2 3 4 5
L
compliquées . ) sans complication
48. 1 2 - 3 4 5
stressantes ' non stressantes
49. 1 2 3 4 5
de relations - . sans relations avec
publiques le public
50. 1 2 3 4 5
dangereuses non dangereuses
51. 1. 2 3 4 5
) .../13
CONFIDENTIEL

(Une fois rempli)



CONFIDENTIAL
(When Completed)

4

SbF

I would“classify the kind of work I am required to do in my position on

each. of the five point scales as follaws:

high profile

39. 1 ‘ 2
operational

40. 1 2
combat

41. 1 2
exciting

42. 1 2
routine

- 43. 1 2

front line

44. 1 2
technical

45. 1 2
high status

46, 1 2
important

47. 3 2
complex

48. 1 2
stressful

49. 1 2
people-oriented

50. 1 2
dangerous .

51. 1 2

CONFIDENTIAL
(When Completed)

low profile
5

non—operational
5

non—-combat
5
. Ea
dull - ' -
5

constantly changing
5

rear support
5

non—-technical
5

low status
5

not Ilmportant
5

not complex
5

not stregsful
5

not people—-oriented
5

not dangerous
5

«e.f13



CONFIDENTIEL ' : SbF
(Une fois remplil) . )

- 11 - :
Encerclez pour les deux &noncés qui suivent le chiffre qui d&crit le

" mleux votre opinion et noircissez le mdme chiffre sur la feuille-ré&ponse.
Mon survelllant serait disposé 2 me faire occuper un poste décrit comme:

Assurément Qui Ne sais pas Non Certainement pas

25. De soutien | 1 2 3 4 5
26. De responsabilité 1 ;f 2 3 4 5
"27. De surveillance 1 2 3 .4 5
28. De preéikge _ 1 2 3 ' 4 5
29. Stressant 1 .-2 3 4 5
30. Dangereux 1 ‘ 2 3 4 5
31. D'importance vitale 1 2 ? 4 5
32., Exigeant Qu‘point'de 1 2 T3 4 5
ﬁ—\) vue physique
33. ‘De combat 1 25 3 4 5
34, Du domaine des 1 2 3 4 5
relations publiques
35. Technlque : 1 2 3 4 )
36. Compliqué 1 2 3 4 5
37. Administratif 1 2 .3 4 5
38. De commandement 1 2 3 4 5
- B
ee /12
CONFIDENTIEL

(Une fois rempli)
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CONFIDENTIAL SbF
(When Completed)

-1n -

For the following two statements éircle the number that best describes

your answer and blacken the same number f(or each qQuestion on the answer
sheet. - -

My supervisor would be prépared to place me in positioms that could be
described as: ' o

Definitely Don't Definitely
Yes Yes . Know No : No
55. Support . .1 2 3 4 5
26. ' Responsible 1 2 3 4 s
27. Supervisory\’- 1 2 3 4 5
28, High Profiley 1 2 3 4 5
#29. Stressful 1 2 3 4 5
30. Dangerous 1 2 3. 4 | 5
31. Vital 1 2 3 A 5
Sl S RN
33. Combat - 1 2 -3 L6 5
34. Peopie—oriented 1 2 | 3. 4 5

35. Technical 1 2 3 4 5 )
36. Complex 1 2 o3 4 5

'37. Administrative 1 2 3 4 s
38.  Command 1 2 3 ‘@ 5

./12
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51 mon rendement se situait lég2rement en dessous
surveillant aurait probablement’ 1'attitude suivante:

il(elle) accepterait la situation,

considérant qu'elle est déjd bien
assez difficile Your les femmes.
faisant partie des Forces canadiennes

'{1(elle) accepterait la situation, -

mais espererait que je m améliore
il(elle) me soulignerait en passant -
que e dols m'amé&liorer

il({elle) me conseillerait de -
m'améliorer, mais ne le mentionnerait
pas dans mon dossier
1l(elle) me conselllerair de -
m'améliorer et le noterait dans

mon dqssier

Au travall, mon surveillant m'assigne:

toutes les taches difficiles que leg =
personnes occupant un poste semblable

dolivent remplir

la plupart des tdches.difficiles que -
doivent remplir les personnes
occupant “un poste semblable
un certain nombre de tdches -
difficiles que doivent remplir les
personnes occupant un poste semblable
quelques—unes des tiAches difficiles -
que doivent remplir les personnes
occupant un poste semblable

peu des tdches diffi
remplir les perscan
poste semblable

:

iles que doivent -
§ occupant un

N
y

CONFIDENTIEL
(Une fols rempli)

Naircir
Noirecir

Noireir

Noircir

Noirecir

Noireir

Noireir

Foireir

Noircir

— Noireir 1

SbF

de la norme, mon

2 la

question 23

question 23

question 23

question 23

.question 23

question 24
ques;ion 24
question 24
question 24

question 24
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At work my supervisor gives me:
L all of the difffcult tasks that - Blacken 1 in qugsfion 24

my peers in similar jobs are 5ﬁ\\\*"¢f7
expected to do =

o
-

my peers in similar jobs are

expected to

3 some of theidifficult tasks that

do

my peers in 3imilar jobs are
expected to do

4 not many of the difficult tasks - Blacken 4 in question 24

-

that my peers in similar jobs are

expected to
5 a few of the
ny peers Iin
expected to

do

difficult tasks that

¢

similar jobs are

do

-

CONFIDENTIAL
(When Completed)

prd

. 2 most of the difficult tasks that - Blacken 2 in question 24

Blacken 3 in question 24

= Blacken 5 in question 24
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N -

Je suis:

trés motivé(e)

motivé(e)

pas particulidrement motivé(e)
pas du tout motivé(e)

Noircir 1 & la question 19
Noireir 2 3 la question 19
Noircir 3 & la question 19
Noirecir 4 2 la question 19__ .

3 bien faire mon travail.

Mon surveillant ne tient pas compte du rendement exceptionnel que je
peux donner, et ce:

- - -

moins de 1% du temps — Noireir 1 2 la question 20
moins de 5% du temps = Noireir 2 4 la question 20
moins de 10% du temps - Noirecir 3 a la question 20
moins de 20% du temps - Noircir 4 3 la question 20
20% du temps ou davantage - Noircir 5 2 la question 20

S1 je donnais un reandement exceptionnel, je crois que mon . -
surveillant:

recomeanderait fortement que je sols - Noircir 1 3 la question 21
prozu(e) '
recommanderait que je sois promu(e)
ne recommanderait pas que je sois
promu(e)

ne recommanderait certainement pas Noirecir 4 3 la question 21
que je sols promu(e) . . :

Noireir 2 3 la~question 21
Noircir 3 8 la question 21

Si Je domnais un rendement exceptionnel, mon surveillant
recommanderait, s'il n'en tenait .qu'3 lui, que j'obtienne:

une trés grosse augmentation de - Noircir 1 4 la question 22
salaire )
une grosse augmentation dé salaire - Nolredr 2 3 la_question 22

une augmentation de salaire moyenne
une petite augmentation de salaire
pas d'augmentation de salaire

Neircir 3 34 1a question 22
Noircir 4 & la question 22
Noirecir 5 3 la question 22

rd .../10
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I am:

strongly motivated
motivated

not particularly motivated
not at all motivated

to do my job well.

Blacken 1

Blacken 2 in

Blacken 3
Blacken 4

in question 19

question 19

in question 19
in question 19

My supervisor would let outstanding performance from me pass

unmentioned:

less than 17 of the time

less than 5% of the time

less than 10X of the time

less than 20% of the time -
207 or more of the time

- Blacken
- Blacken
- Blacken
= Blacken
Blacken

1 in
2 in
3 in
4 in
5 in

question 20
question 20
question 20
question 20
question 20

1
If I were showing outstanding performance I think my supervisor

would: )

recommend strongly that I be
be promoted

recommend that I be promoted

not likely recommend-that I
be promoted

not recommend that I be
promoted

1

Blacken

Blacken
Blacken

Blacken

l in

2 in
3 in

4 in

If it were within my supervisor's power, and I were
outstanding performance he/she would

very large salary increase
large salary increase
moderate salary increase -
slight salary increase

no salary increase

a
a
a
a

recommend:

Blacken
Blacken
Blacken
Blacken
Blacken

1l in
2 in
3 In
4 in
5 in

If I were performing just below acceptable standard

would probably:

accept it, as he/she would figure - Blacken
that it is hard enough for
women in the CF °
accept it, but hope that it would = Blacken
improve )
mention in passing that I should - Blacken
should improve
counsel me to improve, but — Blacken
not note it on my file :
counsel me to Iimprove, and note ~ Blacken
it on my file
CONFIDENTIAL
- {(When Completed)

1-1n

2 in
3 in
4 1in

5 in

question 21

question 21
question 21

question 21

showing

question 22
question 22
question 22
question 22
question 22

oy supervisor

question 23

question 23
question 23
question 23

question 23
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- 51,1 qugpais un rendement exceptionnel au travail, j'évaluerais, sur un

. écheI elas, 1 importance relative de chacune des causes &numérées
=y ci~dessous comme 11 suitr:

N'oubliez pas que le rendement exceptionnel peut étre attribuable 2
plusieurs causes 2 la fols.

Cause sans Cause assez Cause extrémement

importance importante importante -
1l1. Aptitudes 1 2 3 4 5
i2. Chance 1 2 3 4 S
13. Tache facile 1 2 3 4 S
14. Effor;s )3 2 3 4 5
15. Mon sexe 1 2 3 4 5

-

16. La probabilité que\}gkfasse carri2re dans les Forces canadiennes et
que j'y reste jusqu'a\ noment de la retraite est:

,——ﬂx\agﬁ\g tras grande 4 - Noireir

question 16

) l12ala
granzze/\_/ ~ Noircir 2 2 la question 16
g\\\ao¥e = Noircir 3 3 la question 16
4 faible — Noircir 4 3 la question 16
5 tréds faible = Nolrcir 5 4 la question 16

~17. Mon surveillant passe sous silence les périodes ol mon rendement
peut &tre légdrement inférieur 2 la norme, et ce:

1 moins de 1% du temps ~ —~ Noireir 1 & la question 17
2  moins de 57 du temps = Noircir 2 3 la question 17
3 wmoins de 10% du temps - Noircir 3 & la question 17
4 moins de 20 du temps ~ Noireir 4 2 la question 17
5 20X du temps ou davantage - Noircir 5 38 1la question 17

18. Si vous aviez les moyens de vivre confortablement pour le reste de
vos jours (par exemple si vous gagniez 3 la loterie),
continueriez—vous & sgervir dans les FC?

1 trés certainenment - Noireir 1 3 la question 18
2 trés probablement = Noircir 2 3 la question 18
3 je ne suis pas sfir = Noireir 3 3 la question 18
4  peu probable = Noircir 4 3 la question 18
5 certainement pas = Noircir 5 3 la question 18

.

.../9
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If I were showing outstanding performance at work, I would rate the
importance of each of the causes listed below on a five point scale as
follows:

Remember that outstanding performance can be due to more than one cause.

not at all moderately extremely
important {mportant important
as a cause as a cause as a cause

11. abilicy ‘ 1 2 3 4 5

12. good luck 1 2 3 4 5

13. easy job 1 2 3 4 5

14. hard work 1 2 3 4 " s

15. my sex ‘ 1 2 3 4 5

16. The likelihood of me making a career of the Canadian Forces and
remaining in the service until retirement age is:

extremely high = Blacken 1 in question 16 .

1

2 high —~ Blacken 2 in question 16
3 no different from most Blacken 3 in question 16
4
5

!

low Blacken 4 in question 16
extremely low Blacken 5 in question 16 .

17. My supervisor would :let performance from me that was just below
acceptable standard pass unmentioned:

1 less than 1% of the time
2 less than 5% of the time
3 less than 10Z of the time
4
5

Blacken 1 in question 17
Blacken 2 in question 17
Blacken 3 in question 17
Blacken 4 in question 17
Blacken 5 in question 17

less than 20% of the time
20X or more of the time

18. 1If you had enough money to live as comfortably as you would like for

the rest of your life (e.g. won a lottery), would you continue to
work in the CF?

definitely 5
more than likely
not sure

"not likely
definitely no

Blacken 1 in question 18
Blacken 2 in question 18
Blacken 3 in question 18°
Blacken 4 in question 18
Blacken 5 in question 18

[

i N~

- eel9
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- & *

rel

. i ——
crols que mon attitude 3 assumer de plus grandes responsabilifés ~
u sein des Forces canadiennes est:

grande - - Noireir 1 3 la question &
grande = Noircir 2 & la question 4
oyesne - Noireir 3 2 la question 4
faible = Noirelr 4 & la question 4
tra3s faible "~ = Noireir 5 3 la question 4

Je croils avoir ou pouvoir acquérir les aptitudes nécessalres pour
m'acquitter de: . .

toutes les tiches difficiles reliées Noircir 1 8 la question 5
3 mon métier ,

la plupart des t3ches difficiles Noircir 2 3 la question 5
reliés A mon métier

certaines des ta3ches difficiles
relifes 3 mon métier

quelques-unes des td@ches difficiles ~- Noircir 4 & la question 5
relifes 2 mon métier

trés peu des td3ches difficiles
relifes 3 mon métier

Noirecir 3

Py

la question 5

Noircir 5 8 la question 3

Encerclez le chiffre qui correspond 2 celui des deux &noncés suivants qui
décrit le mieux votre opinion et noircissez le ma@me chiffre sur la
feuille~réponse.

S1 je donnais un rendement l&gdrement inférieur 3 la norme, j'évaluerais,
sur une &chelle de 1 & 5, 1l'importance relative de chacune des causes

énumérées cl-dessous comme suit:

N'oubliez pas qu'un rendement l&g2rement inférieur 3 la norme peut &tre
attribuable 3 plusieurs causes 2 la fois.

10.

Cause sans Cause assez Cause extrémement

importance importante importante
Manque d'aptitudes 1 2 3 4 5
Malchance ‘ 1 2 3 4 . “5
. Tdche difficile 1 2 3 . 4 5
Manque d'efforts 1 2 3 4 5
Mon sexe 1 2 3 5 5

.../8
CONFIDENTIEL
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,A! —1 feel that my ability to take on more responsibility in the Canadian
~ Forces [s: .

- ~

extremely high Blacken 1 in question

-1 - 4
2 .high - Blacken 2 in question 4
3 average - Blacken 3 in question 4
4 low - ~ Blacken 4 in question 4 '
5 extremely low ~ Blacken 5 in question 4

5. I feel-I either can or have the potential to carry out:

1 all of the difficult tasks - Blacken 1 in question 5.
required in mwy trade '

2 most of the difficult tasks
required in my trade

3 some of the difficult tasks
required in my trade

Blacken 2 in question §

Blacken 3 in question 5

4 few of the difficult tasks = Blacken & in question 5
required in my trade
5 very few of the difficult tasks - Blacken 5 in question 5

required in my trade

For the following two statements circle the number that best describes

your answer and blacken the same number for each question on the answer
sheet. } ’

If T wer erfofming Just below acceptable standard at work, I would rate

the importance of each of the causes listed below on a five point scale
as follows: ‘ .

Remember that performance just below acceptable standard can be due to
more than one cause.

not at all modé:ately extremely

K\‘\‘-’;> important important important

as a cause as a cause . as a cause
6. lack of ability 1 2 3 4 5
7. bad luck 1 2 3 4 5
8. difficult job 1 2 3 4 5
9. lack of effort _ 1 2 3 4 : 5
10. my sex 1 2 3 4 >

.../8
CONFIDENTIAL
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DEUXIEME PARTIE

Tournez votre feuille-réponse de fagon que le titre "SURVEY RESPONSES -
) REPONSES AU SONDAGE™ figure au haut de la page. Veuillez noter que cette
I ~-——__ partie de la feullle-r&ponse compte 75 lignes de chiffres encerclés.

N\

I
-

7 Les questions qui suivent se rapportent & votre rendement au travail et 2

la perception qu'en a votre surveillant(e), dont le nom apparalt sur la
fiche au haut de la page. Vous répondez au présent questionnaire 3 des
fins de recherche. Vos réponses resteront strictement confidentielles et
votre identit& ne sera jamails d&voil&e. Veuillez donc répondre avec
autant de franchise et de précision que possible. Encerclez le chiffre
précédant la r&ponse choisie et noircissez sur la feuille-r&ponse le
chiffre encerclé correspondant.

.
1. Mon potentiel me permet de travailler:

1 seulement 3 un &chelon au—dessous — Noireir 1 3 la question 1
" de mon grade actuel b
seulement 3 mon grade actuel Noireir 2 3 la question 1

3 - 3 un Echelon au~dessus de mon grade - Noircir 3 3 la question 1
actuel W

4 4 deux &chelons au-dessus de mon
grade actuel .

5 d au Woins trois &chelons-au-dessus
de mon grade actuel '

2% ]

Noircir 4 3 la question 1

Noirecir 5 3 la question 1

S

2. Je prévois gqu'au cours des 5 prochaines années j'obtiendrai de
l'avancement dans les Forces canadiennes:

-

1 beaucoup plus rapidement que la ~ Noireir 1 3 la question 2
majorité

2 plus rapidement que la majorité = Noircir 2 2 la question 2

3 3 un rythme normal = Noircir 3 2 la question 2

4 moins rapidement que la majorité - Noirecir 4 3 la question 2

5 beaucoup moins rapidement que la - Noircir 5 2 la question 2
majorité :

3. Je crols que, par rapport 3 celle de mes homologues, mon aptitude 2
commander est:

1 trds grande ' = Noireir 1 2 1la question 3
2 grande = Noircir 2 3 la question 3
3 moyenne = Noircir 3 2 la question 3
4 faible = Noirecir 4 3 la question 3
5 " trés faible - Noireir 5 2 1la question 3

- /7
CONFIDENTIEL
{Une fois rempli)
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PART I1

Rotate your answer sheet so that "SURVEY RESPONSES - RESPONSES DU

SONDAGE" is at the top. Note that there are 75 lines of circled numbers
in this part of the answer sheet.

-
The following questions have to do with your performance at work, and how
your supervisor (shown on the card at the top of this page) views your
performance at work. You are being asked to complete this questionnaire
for research purposes. Your answers will be held in strictest. confidence
and you will never be identified individually. Please answer as frankly
and coupletely as possible. Circle the number next to your choice and

blacken the same number on the answer sheet that corresponds to your
answer.

1. I have the potential to function:

only at a level below my current
rank

only at my current rvank

one level above my current rank
two levels above my current rank
three or nore 1evels above my
current rank

—

Blacken 1 in question 1

Blacken 2 in qukion
Blacken 3 in queWtion

Blacken 4 in question
Blacken 5 in question

v B W X
o e

2. I expect that I will advance in the Canadian Forces over the next
five years:

ouch more quickly than most

1 - Blacken 1 in question 2
2 more quickly than most = Blacken 2 in question 2
3 at a normal rate ~ Blacken 3 in question 2
4 less quickly than most ~ Blacken 4 in question 2
5 much less quickly than most - Blacken 5 in question 2

3. I feel that my leadership potential compared with my peers is:

Blacken & in question
Blacken 5 in question

1l extremely high - Blacken 1l in question 3
2 high = Blacken 2 in question 3
3 average - Blacken 3 in question 3
4 low - 3
5 3

extremely low

a7
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Inscrivez depuls combien d'années vous détenez le meme grade

Noircissez les chiffres appropriés dans les colonnes 26 et 27;
par exemple, si vous avez le m2me grade depuis trois ans, vous
noircissez O dans la colonne 26 et 3 dans la colonne 27.

PASSEZ LES COLONNES 28 X 30

PASSEZ A LA COLONNE 31

Inscrivez les quatre chiffres de votre code d'identification
d'unité (CIU)

o

Noircissez les nombres appropriés dans les colommes 31 & 34. ‘Le
surveillant peut vous donner votre CIU si vous ne le connaissez
pas.

VOUS AVEZ MAINTENANT TERMINE LA PREMIERE PARTIE

- VEUILLEZ TOURNER LA PAGE

CONFIDENTIEL
(Une fois rempli)
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SKIP COLUMNS 28 TO 30

GO TO COLUME 3]

16. Print your four digit unit identification code (UIC) here .

Blacken the‘approprf&te numbers in Columns 31 through 34. Your room
supervisor will tell you your UIC if you do not kmow it. . -

-

7

¥

YOU HAVE ROW COMPLETED PART I

PLEASE TURN THE PAGE

)

CONFIDENTIAL
(When Completed)
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Quel est votre grade? Noircissez le chiffre 2 la colonne 18 ou
19 qui représente votre grade actuel. Noircissez un chiffre
seulement & la colonne 18 or 19.

7 1 @ l1a colonne 18 <.
Colonel ~ Noirecir 2 & la colonne 18
Lieutenant—colonel = Nolrcir 3 3 la colonne 18
Major . = Noircir 4 3 la colonne 18
Capitaine = Noircir 5 8 la colonne 18
Lieutenant . o = Noircir 6 2 la colonne 18
Sous-lieutenant ~ Noircir 7 & la colonne 18
. Eldve-officler - Noircir 8 3 la colonne 18
f ;;judant-chef - - Noireir 1 3 la colomne 19 -
Ad§ydant-maltre - Noircir 2 2 la colonne 19
Ad judant ‘ - Noircir 3 3 la colonne 19 -
Sergent . - = Noircir 4 2 la colonne 19 )
Caporal-chef = Noircir 5 3 la colonne 19
Caporal — Noircir 6 2 la colonne 19
Soldat (entralné) = Noiredir 7 8 la colonne 19
Soldat (non-entralné) - - Neoircir 8 3 la colonne 19
Soldat (recrue)’ : - Noircir 9 & la colonne 19

PASSEZ LA COLONNE 20

Inscrivez le code d'emplol militaire (CEM) de votre métier ou de ::::::>

votre classification

51 vous 2tes "non-officier”, noircissez 1es_cﬁiffres appropriés

dans les colonnes 21, 22 et 23. Exemple: si vous faites partie
de 1l'infanterie, vous inscrivez 031. ' .

51 vous &tes "officier”, noircissez les deux chiffres appropriés
dans les colomnes 22 et 23, mals n'inscrivez rien 3 la colomne
21. Par exemple, si vous faites partie des blind&s, vous
noircissez 2 danms la colonne 22 et } dans la colonne 23, et
laissez la colonne 21 en blanc.

Inscrivez le nombre d'années que vous avez passfes dans les
Forces canadieunnes .

Noircissez les chiffres appropriés dans les colonnes 24 et 25;
par exemple, si vous avez pass& 9 années dans les FC, noirclssez
0 dans la colonne 24 et 9 dans la colonne 25.

ee oS
CONFIDENTIEL It
(Une fols rempli)
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12. What i3 your present rank? Blacken the number in Column 18 or 19 .

that represents your present rank. Blacken only one number in column 18
or 19.

0 General - Blacken

0 in Column 18

1l Colonmel ‘ "7 Blacken 1 in Column 18

2 Lieutenant-Colonel - Blacken 2 in Column 18

3 Major ' - Blacken 3 in Column 18

4  Captain - Blacken 4 in Column 18

5 Lieutenant - Blacken 5 in Column 18

6 Second-Lieutenant - Blacken 6 {n Column 18

7 0cCdc = Blacken 7 in Column 18

R .

0 Chief Warrant Officer ~ Blacken 0 in Column 19

1 Master Warrant Officer = Blacken 1 in Column 19

2 Warrant Officer - Blacken 2 in Column 19

3 ~Sergeant = Blacken 3 in Column 19
"Master Corporal - Blacken 4 in Column 19

5 .Corporal ) ~ Blacken 5 in Column 19

6 Private (Trained). ~ Blacken 6 in Column 19

7 Private (Untrained) - Blacken 7 in Column 19

g 8 Private (Recruit) ~ Blacken 8 in Column 19

‘\/-/\ SKIP COLUMN 20 -
4
13. Printﬂydgg trade or classification MOC number .

If you are an "other rank"” blacken the appropriate numbers in Columns
21, 22 and 23. Example: If you are Infantry you would mark 031.

If you are an “"officer” blacken the two digit number in Columns 22 $
and 23. Do not mark Column 21. For example, if you are an Armoured

of ficer you would mark 2 in Column 22 and 1 in Column 23 and leave

Column 21  blank.

14, Print the numbér‘of'years you have been in the Canadian Forces . (::j’
“Blacken the appropriate numbers in Columns 24 and 25. For example, ~—

if you have been in the CF 9 years, mark O in column 24 and 9 in
column 25.

15. Print the number of years you have held your current rank .
Blacken the appropriate numbers in Columns 26 and 27. For example,

i1f you have been-in your current,%ank 3 years, mark O in column 26
and'3 in column 27.

E «../5

CONFIDENTIAL
(When Completed)




10.

11.

Foa s S Y - ]

—

oW

—

LV, IR VAR N i & ]

CONFIDENTIEL
(Une fols rempli)

-3 -

Quel est votre &tat civil actuel?

Célibatalire (jamals marié(e)). ~ Noirecir 0 3 la
Marié(e). - Noireir 1 § la
Séparé(e). ~ Noircir 2 3 la
Divorcé(e). ~ Noircir 3 & 1la
Veuf(-ve). - Noircir 4 2 la

SbF

colonne 12
colonne 12
colonne 12
colonne 12
colonne 12

Votre conjoint(e), ou la personne du sexe opposé avec qul vous

entretenez des relations &troites (si vous 2tes filancés, é&poux

(&pouse) de droit commun, sérieusement amoureux, etc.),

est—-il(elle) membre des FC?

Je n'entretiens ce genre de
relation avec personne.
Non, 11 (elle) ne fait pas partie - Noirecir 1 & da
du cadre actif. ’

Oui, 11 (elle) fait partie du - Noireir 2 3 1la
cadre acrif. -

- Noirecir 0 3 1la

S{ vous avez noirci le numéro 1 (le deuxidme choix)
numéro 7, quelle est l'occupation de la personne en

Sans emploi/pas 3 la recherche - Noircir 0 3 la
d'un eamploi

Sans emploi/38 la recherche d'un ~ ~- Noircir I & 1la
emplol )

Employé(e) 3 temps partiel - Noireir 2 & 1la

Employé{e) 3 temps plein - Noircir 33 la
Btudiante ’ - Noirecir 4 3 la

Inscrivez -le nombre d'enfants 2 votre charge vivant
» et nolrcir le nombre correspondant dams la

l1a feuille-r&ponse. Noircissez le numéro 9 si vous

9 enfants 2 votre charge.

-

colonne 13
colonne 13
colonne 13

3 la question
question?

¢colonne 14 <:i:;

colonne 14

colonne 14
colonne 14
colonne 14

4 la maison
colonne, 15 de
avez au moins

Quelle langue officielle employez—-vous le plus couramment?

Anglais’ = Noircir O 3 1la
Frangais = Noireir 1 & la

Quel niveau de scolarité avez-vous atteint?

8leme spnge ou moins - Noircir 0 3 la
gleme spnge - Noircir 1 2 la
10leme 5pn5. - Noireir 2 d la
11ieme zange - Noircir 3 3 1la
121leme 5, 13ieme 4unge - Nofreir 4 3 1la
Quelques cours techniques, de - Noireir 5 2 1a

formation professionnelle, ou
encore de niveau collégial ou\\\
universitaire

Cour technique, de formation © — Noirelr 6 2 1la
professionnelle, ou encore de

niveau collégial (CEGEP) compleg\\

Pipldme universitaire ° 3 Noireir 7 & la

CONFIDERTIEL

colonne 16
colonne 16

colonne 17
colonne 17
colonne 17
colonne 17
colonne 17
colonne 17

colonne 17

colonne 17
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* - 3 -

What is your present marital status?

Single (Never been married) -
Married -
Separated’ -
Divorced - -
Widowed e~ -

(When Completed)

N

Blacken 0 in Column
Blacken 1 in Column

Blacken 2 in

Column

Blacken 3 in Column

Blacken 4 in

Column

SbF

12 . %

12
12
12
12

Is your. spouse, or the person of the opposite sex with whoa you have
a close relationship (engaged, living together, going 'steady') a

member of the CF?

Don't have such a relationship = Blacken 0 in Column
with anyone

No, person 1s not a serving = Blacken 1 in Column
member

Yes, person is a serving member - Blacken 2 in Column

If you have blackened 1 (the second response) in question
what is the employment status of the person referred to?

Not employed/not seeking employment-
Not employed/seeking employment -
Employed part-time -
Employed full-time -
Student -

Blacken 0 in Column

Blacken.l in

Column

Blacken 2 in Column

Blacken 3 in
Blacken 4 in

Coluan
Column

Print the number of dependent children you have living at
and blacken that number in Column 15 of the answer sheet.
if you have 9 or more dependent children.

What 1s your primary official language?

English -
French . -

What was your last completed level of

Grade 8 or less : -
Grade 9 =
Grade 10 -
Grade 11 -
Grade 12 or 13 -
Some vocational, technical, -
community college or university
course
Completed vocational, technical -
or community college course
Completed a university degree -

Blacken O in
Blacken 1 in

education?

Blacken
Blacken
Blacken
Blacken
Blacken
Blacken

in
in
in
in
in
in

L B~ W= 0O

Blacken 6 in

Blacken 7 in

- CONFIDENTIAL

- . (When Completed)

Colunn
Column

Column
Column
Column
Column
Column
Column

Column

Column

13
13
13

7 above,

14
14
14
14
14

home
Blacken 9

16
16

17
17
17
17
17
17

17
17

Y



CONFIDENTIEL SbF
(Une fols rempli)

-2 -

PREMIERE PARTIV. - DONNFES BIOGRAPHIQUES

Tournez votre feuille-réponse de fagon que le titre "Biographical
Information/Donnéés Biographiques™ figure dans le coin supérieur droit de
la page. Vous remarquerez qu'il y a 56 colonnes numérotées contenant des
lettres ou des chiffres encerclé&s. Pour répondre aux questions qui
suivent, vous devez faire DEUX CHOSES: d'abord, choisir la r&ponse qui
vous convient et encercler le chiffre précédant la répouse cholsfe; puls,
noircir sur la feuille-répomse 1l'ovale correspondant A la réponse
choisie. Dans certains cas, il peut arriver que vous deviez inscrire un
nombre 3 la main et noircir un ovale, mais l'expression "INSCRIRE LE
NOMBRE ICI" vpus 1l'indiquera.

Avant| de cholsir une réponse, lisez toutes les possibilités
données pour ghacune des questions. .

‘Veuillez n'inscrire qu'un choix par réponse. Si vous désirez
changer une réponse inscrite sur la feuille-réponse, EFFACEZ-LA
COMPLETEMENT et inscrivez votre nouvelle réponse. Veulllez ne RIEN
inscrire d'autre sur votre feuille-r&ponse.

1. Noircissez la case A dans la premi2re colonne, puisqu'%l s'agit
de la premildre feuille-r&ponse que vous remplissez.

2. Noircissez la lettre % dans la deuxi2me colonne, puisqu'il s'agit
ici du questionnaire X'adressant aux subalternes.

PASSEZ\LES COLONNES 3 ET 4

3.» Code du documenq/"E;I;ihes 5 a 8.

—
Dans les colonnes 5 3 8 de la EEb{%le—réponse, noircissez le

nombre correspondant au code qui apgparalt dans le <oin: supérieur
droit du questionnaire. ) pg‘*—m~/’ 7 . -

4. Votre dge - Colonnes 9 et 10. ) ) 3

la
¥
Inscrivez 1'dge que vous avez eu 3 votre dernier anniversalre ietf

. ;Let noirclssez les chiffres correspondants dans les
colonne\ 9 ef 10/ de la feullle-réponse.
5. Vot:,re) sexe (—/(;T&u{ 11.
L} ‘_.'J
0 Homme — Noiyecir 0 3 1la colonne 11
1  Feumme : = Noircir 1 3 la colonne 11
T e /3
CONFIDENTIEL

(Une fois rempli)

\\/-—:\



//-\

CONFIDENTIAL ~ - SbF
Ty 4 (When Completed)

\

-2 -

-

PART I - BIOGRAPHICAL INFORMATION

)

Turn your answer sheet 8o that the title "Biographical
Information/Données Biographiques™ appears on the upper right hand side
of the page. You will see that there are 56 numbered columns of either
circled letters or-numbers. In answering the questions that follow, you
will be required to do TWO THINGS. First, select the answer which
applieﬁ to you, and circle the number next to your choice in the survey
questionnaire booklet. Next blacken the same number on your answer
sheet. In a few cases, you will be required o print a number and

~ blacken an-oval, but these are identified by the words “PRINT NUMBER

HERE".

Read all of the choiqei\fjgjeach question before selecting your answer.

Please mark only one choice for each answer. If you should want to
change a response you have marked on your answer sheet, ERASE IT
COMPLETELY, and mark the new answer. Please DO NOT put any other marks
on your answer sheets.

1. Blacken A in Column 1 because this is the first answer sheet you
will be completing.

2. Blacken B in Column 2 to indicate that this is the subordinate's form
of this questionnaire.

SKIP COLUMNS 3 AND 4

\
C o
3. Code N&. - Columns 5 - 8
Blacken the numbers in Columns S to 8 of the answer sheet to indicate
the code number which appears at the top right hand cormer of this
gquestionnaire.

4. Your Age = Columns 9 — 10

Print your age on your last birthday here and blacken the
corresponding numbers in Columns 9 and 10 of the answer sheet.

5. Your Sex - Column 11

0 Male — Blacken 0 in Column 11
1 Female = Blacken 1 in Column 11
ve/3
CONFIDENTIAL

{When Completed)



CONFIDENTIEL SbF
(Une fois rempii)

Le présent sondage fait partie d'une &tude visant a déterminer
quel avenir les surveillants prévoient pour leurs subordonnés et ce que
ces dernlers attendent de leur propre carri2re dans les Forces
canadiennes. Il compte un certain nombre de questions sur vos &tudes et
sur votre expérience, ainsi que quelques questions sur vos réalisations
dans les Forces canadiennes. Des questions semblables ont &té ou seront
posées 3 votre surveillant(e) actuel(le) ou 3 une personne ayant déja
rempll cette fonction 8 votre &gard. Vous serez aussi invité(e) &
exprimer votre opirnion sur les droits et les r8les des femmes dans la
soclét&. Vous 8tes prié&(e) de ne pas discuter des réponses donnes 3 ce
sondage Jusqu'3 ce que votre surveillant(e) ait aussi rempli le
questionnaire. Toutes vos ré&ponses resteront strictement confidentielles

et votre nom ne sera JAMAIS cité dans les rapports rédigés 3 partir des
répoanses recueillies.

Les remseignements serviront 3 des FINS DE RECHERCHE SEULEMENT.
Nous vous serions™donc reconnaissants de répondre 3 foutes les questions
avec franchise et so¥n. Vous collaborez 3 ce projet 3 titre TOUT & FAIT
VOLUNTAIRE. Si vous e\ voulez pas contribuer 3 15 réalisation de

1'étude, personne ne sauXa que vous avez préféré ﬂé\pas répondre au
questionnaire.

Outre cette brochure, on vous fournira u
lisible 3 la machine, ainsil qu'un crayon & mine noige

Lisez attentivement toutes les directives.

o

Si vous avez des questions 2@ poser ou si vous avez des problémes,
demandez au surveillant de vous aider. Il ne s'agit pas d'un test. Il
n'y a done ni bonne ou mauvaise ré&ponse, ni limite de temps.

ceef2
CONFIDENTIEL

{(Une fols rempli)




- _ CONFIDENTIAL " SbF
: {When Completed)

This survey Is part of a study examining supervisors'
expectations for their subordinates, .and subordinates' expectations for
their own careers in the CF. It contains a number of questions on your
background and experience and some questions about your performance in
the Canadian Forces. Your supervisor or a former supervisor has been or
will be asked many similarly worded questions. In a second set of
questions we are seeking your views on the rights and reles of women in
society. You are asked not to discuss the answers you gave to this
survey until your supervisor has also completed the questiommaire. Your
answers will be held in strictest confidence and you or your supervisor
will NEVER be identified in any reports that are prepared from the
questionnaire answers.

This information i1s being gathered for RESEARCH PURPOSES ONLY.
Your honest and careful answers to each question will be greatly
appreciated. Your participation in this project is STRICTLY VOLUNTARY.
Should you decide not to participate in this study, the fact that you did
not complete this survey will not be revealed to anyone.

In addition to this booklet, you will be provided with an answer
sheet which can be machine read and a black lead (HB) pencil with which
to record your answers on the sheet.

Read all instructioans carefully.

}r-lf you have any questions or experience difficulty please ask the
room supervisor for assistance. This 1s not a test. There are no right
or wrong answers, and there are no time limits.

..e/2
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CONFIDENTIEL ‘ SbM
(Une fois rempli)

-13 -

TOURNEZ VOTRE FEUILLE-REPONSE DE FAQON QUE LE TITRE
“BIOGRAPHICAL INFORMATION — DOMNEES BIOGRAPHIQUES™

FICURE DANS LE COIN SUPERIKUR DROIT

52. Je rravaille sans surveillance p- cent du temps.
Inscrivez le chiffre approprifé dans l'espace ci—dessous et
noircissez les chiffres correspondants dans les colonnes 37 et 38 de
la feuille-réponse. Par exemple, sl vous travaillez en autonomie 5

p- cent du temps, noircissez 0O dans la cecloune 37 et 5 dans la
colonne 38 (pour un maximum de 99 p. cent).

53. Plus particulidrement, Je travaille ‘sous surveillance directe
p. ceunt du temps. '

/
Inscrivez le chiffre approprié dans l'espace ci-dessus et noiré{gﬁez
les chiffres correspondants dans les colonnes 39 et 40 de la
feuf{lle-ré&ponse. Par exewmple, si vous travaillez sous surveillance
directe 5 p. cent du temps, noircissez O dans la colonne 39 et 5
dans la colonne 40 (pour un maximum de 99 p. cent).

54. Je qualifierais les tlches reliéq3‘§;mon poste de:

1 traditionnellement réservées aux Noircir 1 8 1la colonne 41-
femmes ’

2 tradirtionnellement assignées aux - Noireir 2 8 la colonne 41
hommes comme aux femmes

3 traditionnellement réservées aux - Noirecir 3 3 la colonne 41
hommes

VOUS AVEZ MAINTENANT TERMINE LA PARTIE II

Veuillez détacher la feuille sur laquelle figure le nom de votre
surveillant(e) et la d&chirer.

oS4

CONFIDENTIEL
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CONFIDENTXAL ‘ | SHM
(When Campleted)

-13— .

TURN YOUR ANSWER SHEET SO THAT BIOGRAPHICAL INFORMATION — DOMNEES

BIOGRAPHIQUES IS IN THE TOP RIGHT-HAND CORNER

52. I work unsupervised percent of the time.
Print the perceﬁtage in the space and blacken the appropriate
numbers in columns 37 and 38. For example, if you work unsupervised
5 percent of the time, mark O {n column 37 and mark 5 ia column 38.
(Maximum 99 percent.)
53. More specifically, I receive direct supervision percent of
the time. _
Print the percentage in the space and blacken tﬁe appropriate
numbers in columns 39 and 40. For example, if you receive direct
supervision 5 percent of the time, mark O in column 39 and 5 in
column 40. (Maximum 99 percent.)
54. I would classify the kind of work that I am required to do in wy
position as being:
0 traditionally women's work - Blacken 1 in column 41
1 work traditionally done by both - Blacken 2 in column 41
men and women
2 traditionally men's work ~ Blacken 3 in column 41

YOU HAVE NOW COMPLETED PART II
' -

Please detach the card on which your supervisor's name is written and

destroy it.

Hand in survey booklet and answer sheet in the envelope provided, and
obtain Envelope II for completion.

CONFIDENTIAL
(When Completed)




Sur une &chelle de 1 &
sont:

trés en vue

39. 1 2
opérationnelles
40. 1 2
de combat
41. 1 2
\ passionnantes
T42. 1 2
monotomes

43. 1 2

de premidre ligne

44, 1 2
techniques

45. 1 2
de prestige

46. 1 2

: importantes

47. 1 2
compliquées

48. 1 2
stresgsantes

49. 1 2.
de relations

publiques

50. 1 2
dangereuses .

51. 1 2

CONFIDENTIEL
(Une fois rempli)

- 12 -

SbM

5, je'considare que les tdches reliées 3 mon poste

3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
\/ )
3 4
Ay
3 4
3 4
k¢
CONFIDENTIEL

{Une fols rempli)

trés peu en vue
5

non opérationnelles
5 .

non relifes au combat
5

ennuyantes
5

variéesg
5

de soutien de la

zone arriare
5

.

noultechniques
5

sans prestige
5 *

sans importance
>

sans complication
5

non stressantes
5

sans relations avec
le public
5

non dangereuses
5

..+/13
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1 would classify the kind of work I am required to do in my position om
each of the five pointgsca;es as follows:

high profile low profile

39. - 1 3 4 5
operational non-operational
40. 1 3 4 5
combat non-combat
41. 1 3 4 5
exciting dull
42. 1 3 L& 5
routine constantly changing
43. 1 3 4 5
front line rear support ¥
44, 1 3 4 5 A
A
technical non-technical
45. 1 3 4 5
high status low status
important not important
47. 1 3 4 5
complex not complex
48. 1 3 4 3
stressful not stressful
49. 1 3 4 5 :
people—oriented not people-oriented
50. 1 3 4 5
dangerous not dangerous
51. -1 3 4 5
..-/13
CONFIDENTIAL
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{Une fois reampli)
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SbM

Encerclez pour les deux Enoncés qui suivent le chiffre qui d&crit le
mieux votre opinion.et nolrcissez le m2me chiffre sur la feuille-ré&ponse.

Mon surveillant serait disposé 31 me faire occuper un poste décrit comme:

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.
36.
37.
38.

Assurfment Oui ' Ne sais pas

Non Certalnement pas

De soutien

De responsabilité
De surveillance

De prestige
Stressant
Dangereux
D'importance -vitale

Exigeant du point de
vue physique

De combat

Du domaine des
relations publiques

Technique
Compliqué
Administratif

De commandement

1

1

2 3
2 3
2 | 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
CONFIDENTIEL

(Une fois rempli)
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5
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-SbM

For the follouihg two statements circle the number that best describes

your answer and blacken th

sheet.

e same number for each question -on the answer

My supervisor would be prepared to place me in positions that could be
described as:

25.

26.

27.

28.

29.

30.

31.

32.

33.
34.
35.
36.
37.

38.

(When Completed)

}

Definitely ‘Don't Definit@

Yes Yes Know No
Support 1 2 3 5 .
Responsible 1 2 "3 5
Supervisory 1 2 3 -5
High Profile 1 2 3. 5
Stressful 1 2 3 5
Dangerous 1 2 . 3 5
Vital Y, 1 2 '3 5
Physically 1’ 2. 3 5
Difficult

\ »
Combat 1 2 3 S5
People~oriented 1 2 3 5
Technical 1 | 2 3 5
Complex 1 27 3 3
Administrative 1 2 3 5
Command 1 2 3 5 |
(A
]
eeaf12
CONFiDENTIAL
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CONFIDENTIEL
(Une fols rempli)

- 10 ‘_

Si mon rendement se situalt légérement en dessous

survelllant aurait probablement l'attitude suivante:

1

24,

3%

il(elle) accepterait la situation, - Noireir 1

considérant qu'elle est déja bilen

assez difficile pour woi

il(elle) accepterait la situationm, ~ Noircir
mais egpérerait que je m'améliore

il1(elle) me soulignerait en passant - Noircir
que je dois m'amé&liorer

il(elle) me conseillerait de
m'amfliorer, mais ne le mentionnerait
pas dans mon dossier

Noirecir

11(elle) me conseillerait de - Noircir

m'am&liorer et le noterait dans
mon dossier

Au travail, mon surveillant m'assigne:

toutes les tl3ches difficiles que les - Noirecir
pergonnes occupant .un. poste semblable
doivent remplir
la plupart des t8ches difficiles que - Noireir
doivent remplir les persconnes
occupant un poste semblable
un certain nombre de tHches - Noircir
difficiles que doivent remplir les
personnes occupant un poste semblable
quelques—unes des tdches difficiles ' - Noircir
que doivent remplir les personnes
occupant un poste semblable
peu des t3ches difficiles que doivent - Noircir
remplir les personnes occupant un
poste semblable

CONFIDENTIEL
(Une fois rempli)

SbM

de la norme, mon

a

a

F

la

-—

la

la

la

1a

la

1a

la

1a

question

‘question
question

question

question

7

question

question

question

question

question

23

23

23

23

23

24

24

24

24

24

.. /11
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~
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At work my supérvisor gives me:

all of the difficult tasks that’
my peers in similar jobs are
expected to do
most of the difficult tasks that - Blacken
my peers in similar jobs are
expected to do ) -
some of the difficult tasks that - Blacken
ny peers In similar jobs are.
expected to do :
not many of the difficult tasks - Blacken
that my peers in similar jobs are
expected to do

5 a few of the difficult tasks that - Blacken

“ my peers in similar jobs are

expected to do

CONFIDENTIAL
{When Completed)

Blacken-

1l in
2 in
3 in
4 in

5 in

questi;n 24
question ?é
‘question 24
questioé 24

question 24

SbM

AR}
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272

TN



CANADIAN FORCES SURVEY / SONDAGE DES FORCES CANQDIENNES

TURN SIDEWAYS TO COMPLETE UPPER HALF - TOURNER DE COTE POUR COMPLETER LA PORTION D'EN HAUT

@@@. DO 'O POI010, PIOIBIO BIOLG1O! @ E m w w e, @, B @ ey m e F @ =)
)] B@. ) 10)] OO, D1OIO10 OO, OIOOIO) B m w W ) (& R (@ my wy Em fw) my 0w, By
OO0 BION O, BIolo]o Blolble Blolnlo) R GO T S N S SIS B (S G B G S 0o B B (o B (25 S A S B

o Ty

DO OloBlo Blololo Dloe]o BlOIo10) @B ey e R D e @ @ @ @& G & e TR W)
LOOOMDHTODIDDOHOOHOHHOH® @om o m @ ® @ B H @ @ @
Dioolo Blolelo Blololo Blololo BICIOIO) G sy GRS @®m & G m ® & @
DOODHIDOOOIOOOOIOOOHNLOTO® G GG O NGO RN GO G S B GO SR O B GO B G GO
Blulalu BloGIu Blolulu BlVIGIo BlolLlo] & m EE m G H m ® S @ @y &S 6
plololo olvlolo Blolplo nlololo Blololo; @ e mE e 6O O 6 O @ @ 6
@B@wwa@gw@@@®@@@@@@@ 5 N 2 I 8 8 3 8 8§ 8 K- N e g
o[ e5] v] B 25 s o [ ev] er [av] oo v w5[ oo ar[ o] oo sg] e[ e R T R ORI B B G D B OB B T R I
= q v @ woa m ®H @ ® @2 w G H @ D
o & 2 & o 6 6 @ 92 9 @ @ @9 @ ©
: b & ® & w @ @ @ @ & 6 @ @ @ @
ooy eoatroe| B o o2 & 5 6 o ao e 6 @ e 9 6 w0
OO0 H ¥ 5 2 9 8 &5 8 8 3 8 8 5 8 8 83
plolblo BIoIBlo BlIOIOIO] N © :
BIOIDIO OIBIO GIOIOICT I ¥
DOOAHOUEODOD@| B B n m W (B @y m By ) fmy W @) @ o)
LOOOILOLOe®® H B v B & oW owm D @ @ 4 @ & w @
DEOIHOOHPOOO] I B & 9 ©» @ 2 @ 9 @ & W | o 0 @
HOODNOOOSDO®OE®| P @& L w0 & @ & @ e o G @ G @
HOOLAHOOOvem@ H o 2 o o5 o e 5 o o 9 R G S o S o S
cooehocodmeeel B 5 8 8 8 8 8 5 8 8 9 5 ¢ 9 3 9
@O H
@@ H ¥
&3 1 I 5 D G G 1 R 1 I 3 A I [ L L O bl 5 o W R Cm o dmp A Ty (o Asr my @ o
. w@ov@® H «+ = J. R R VR ¢ S ¢ TR SR B C PR SN CIO L S 3
OO H = e bos s B & @ om mwm m m wm m M
— THMTO® 4 o S G R B ) B G B SR R Y B VIR R) BT
D1016.0, OIOIO MO0 BIOLSIOC Bl GIGIG) e O S o S o B o S oV B 0 S AR S Gt B AP B I
PALOIL@OQL@OODODLATODO o~ g & L I 2 K
plnlaln nlnlole Glolvo leo IO
Blolnio oo SISO SISO BIOIOIO)]
R10I0 BI0IGI0 BIGIGIO, BlOIGIC KN OOl I VR YRR SR v B VR (') By S PR TR BT BN
PROOOI@OOILOTOLODEDLOD® S R TR T R > T S S VG PR TSNS B S SRS
DPOODIDDODNORTHLO®OHD@®DD G T T R S Y VRS B T < PR B GO
@0@@@@@@@6@@@@@@@@@@ T R R R S T S S TR B TS U SO B Z)
DHODOOODOOTD O HTD@D® T R U yooE L E
BIOISIO BIOIOIO B GC SICING BIGIIG) - & o w e @ o~ @ o o - & o 3 w0
] slf e o o S ] eif zifregor] s 8| £) 9] S| ¥ €] ¢|-V.

"8°'H NOAVHO NN:ND Z3SITLNN

S3NDIKHAVHDO0I8 S3INNOQ 7 10N3d '8’ NV ATNO 380

NOILVIWHOAN! TvOIHdvdDO0Id

-

-

~

WRONG Y i

EXAMPLES - EXEMPLES
MAL

)

RAIGHT
BIEN

CF 1295 (8/H) 7530-21.878-4574



274

AN

APPENDIX C

Letters to Base Commanders and Personnel Selection Officers

Cl - Letter to Base Commanders

C2 - Instructions to Personnel! Selection

Officers on Survey Administration (K\__\U

3



APPENDIX C1

Letter to Base Commanders

275



]:1' Natenal  Défense -
: Oefence nrationale 5762-19 (DPAR)

September, 1980

Distribution List

PERSONNEL SELECTION SERVICES
DATA COLLECTION - STUDY OF
CAREZR EXPECTATIONS OF MEY AND WOMEN IN CF

s

Teference: CFAQ 2-3 -

L As part of an overall project studying the sociology cf the

enployment of men and women in the CF, a series of research projects
is being undertaken by the Canadian Forces Persomnel Applied Research
-Unit under the direction of the Directorate of Personnel Applied
Research at ¥DHQ. One of these projects is designed to assess the
career expectations that superiors have for their subordinates and the
subordinates’ expectatiocns for their own careers. This assessment
will help clarify some of the complex interrelationships between
superiors and suberdinates, and how these interrelationships can
impact on the subordinates' careers. The study results will assist
us in developing improved course packages for the leadership trairning
establishments withia the CF.

2. The plan is to gather information in the Icrm of questionnaires
from a preselected greup of individuals. A number of supervisors will
be -asked to respond to questions about the performance of specific
subordinates, and these subordinates will be asked to complete simiiar
questionnaires worded from thelr perspective. 3Both groups will be
asked to complete a supplementary questionnaire covering their views on
the rights and roles of women.

3. o ensure candid responses, the survey will be conducted on a
voluntary basis and the nature of the research being underzaken will be
explained o those taking part. The total time to complete the quéstion-
naire will not exceed an hour and a half. The respondents will be
assured that they are being asked to complete the questicnnaires for
research purposes only, and that they will never be identified indivié-
uvally in any reports published.

‘\\ 4, Approval for this project to be conducted has been secured from weour
\ Command HQ (SO PSel) and we are seeking your support in the form of your
“ Base Personnel Selection Officer's assistance in certain aspects pf
RN this study as provided for in Reference. Past experience has shown
that research such as this can De carried out efiectively if PSOs
collect the data for cthe research feam, since they are familiar with
the base organization and can gather the informarticn with nminimm
disrvuption to unisz aerivicies.

.

[e]

. et -

Cecarment of Natcnal Detence Minisigre 2o 3 Dlerse ~aucrala
101 Colonat Sy Crive 101, sremenace Ceicrei-Sy
Srawa Jtlawa

<1A CK2 K1A OK2 .
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. Should vou concur with the study being carried out on vour base,
t would be most helpful if unit commanding officers could be apprised

of the contents of this letter. It would also be helpful if their

support ancd cooperation could be solicited to ensure that the selected
personnel are available to participate in the study. Again, I would
emphasize that the survey will cause minimal disruption to unit activities
as the participants will hot be away from their place of work for more
than two hours. Detail about the exact units involved and procedures

for questionnaire administratiom will be férwarded o your BPSO in due

course.

P .

6. If the proposal for _your BPSO to so work with us on this research
meets with rour approval, it would be of great assistance in meeting
project deadlines if direct contact between the project officer, Captain
$. Simpson (NDHQ 995-2737) and the 3PSO could be established as soon as

X 3 _— (‘
ey - /
SN S

possible,

T - ’_—-.'. -.--' - —
—" "J.Q.-Zggenberger __——
+ o zisutenant Colonel

[ . S —
——

Director Personnel Applied Research
for Chief 5f the Defence Staff

DISTRIBUTION LIST

Action-
External

All Base Commanders (excluding CFB Baden
CFB Lahr
CFB Moncton
- - _ CF3 Shilo
CrB Suffield
CF3 Penhold)

internal

Commandant, National Defence Headguarters

Information

Zxternal

alr Command- Eeadquarters,
Attenticn: SO PSel

Maritime Command Headquarters
Attention: S0 PSel

Mobile Command Headquarters
Attention: S50 PSel

Canadian Forces Training
System Headquarters,
Atzention: S0 PSel

CFPARU Toronto
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Natonal Cétense ' -
Cefence nationale

5762-19 (DPAR)

le . % septembre 1980 t
Liste de diffusion . ) , ., -

SZRVICES DE SELZCTION DU PERSONNEL
COLLECTE DE DONNEES - ETUDE SUR LE PERSONNEL DES

FORCES CANADIENNES CONCERNANT LEUR FUTURE CARRITRE

Référence: OQAFC 2-3
1. Dans le cadre d'une &tude globale portant sur les aspects sccio-
logiques de l'emploi des hommes et des femmes dans les Forces canadiennes,
1'Unité de recherche appliquée sur le personnel des Forces canadiennes a
entrepris, sous la conduite de la Direction de la recherche appliquée
(perscmnel) du OGDN, un certain nombre de projets de recherche. L'un

de ces projets vise 3 connaltre les vues des superviseurs en ce qui
concerzne la carrigre de leurs subalternes ainsi que les aspiracions

‘professiommelles de ceux-ci. Cas travaux d'Zvaluarion perzettront de

clarifier certains rapports complexes antre supérieurs et subalternes,
et d'3tablir comment ces rapports peuvent influer sur la carTidre du

supalcerne. Les résulrats de l'dcude nous aideront i metrre az point
de meilleurs programmes de formation au commandement pour les membres

des Forces canadiennes.

2. Il s'agit de recueill’r des renseignements au moven d'un quest-
ionnaire soumis 3 un groupe de personnes choisies. Un certain combre
de supervliseurs seront pri&s de répoundre i des questions portant sur
le rendement de certains subaltermes, et ceux—ci devront Templir un
questionnaire semblable congu i leur intention. JLes deux groupes rem-
pliroat un autre questionnaire visant 3 comnaftre leurs vues sur les
dreits at le rdle des femmes.

3. Afin d'assurer la sincérité des Téponses, 1'engqufte sera menée
sur une base volontaire et on expliquere 3 ceux qui 3’y soumettront

la nature des recherches entreprises. Il ne faudra pas plus d'une neuras
et demie pour remplir le questiommaire. Les répondants recevromt
1'assurance que le questiomnaire ne servira gu'i des fins de recherche .

et qu'ils ne seront jamais idenrifids dans les raprorts qul seront
publiés. : : )

/.

pour la mise en oeuvre de ce projer et mous vous demandons de nous prétar
les services du chef de sélection du persomnel em poste i votre base

pour certains aspects de l'étude, comme le prévoic la document cité en
référence. Nous savoms par expérience que ce genre de recherche doune

de bons résultats lorsque le CSP recueille les dounées dont 1'Equipe

de recherche a besoin, car ce dernier comnait bien 1l'organisation de

1z base er il est biem tlacé pour recueillir les renseignements tout .
en perturbant le Zoins jossibles les activités de 1l'upnita.

—ecarmrert 5 Madsral C2ienca Mirisiire 2o 'a Déferse natcnaie
101 Zoicred 3y Drve fC+, cromenacz Coional-Sy
Srawe Qavia

&, Totrze quartier général de commandement (OEX S Pers) a dorné sem accord
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3. Si vous acceptez que l'&tude s'dtude 3 votre base, il serait
bon de mettre les commandants d'unitf au courant du contsnu de la
présente lettre. I1 conviendrait €galement de les invitar I apporter
leur collaboration pour assurer la disponibilité du personnsl devant
participer 3 1l'3tude. L'itude ne perturbera par beaucoup les act=ivitds
de 1'unicé puisque las participants n'auront 3 s'absenter que pour
deux heures au plus. Nous feroms savoirs au CSP quelles seront les
umités en cause. : :

- Veuillez avoir 1l'obligeance de demander au CSP de votre base

de comuniquer avee l'officier chargé du projer, le capitaine Suzanne
Simpson, 3 Ottawa (995-2737 ou $92-0506) pour lui faire connaftre votre
décision. Le capitaine Simpson domnera alors d'autres détails au CSP.

I,-_..

ﬁ\ -t ’ . .
RS .
- \*_ - -

- P "'"_-r_:";__,_;.._..,‘ s T N
Le lEEEEESEn:;ESLOEEl J.C. Eggemberger

Directeur deé-ia—recheérche applifiide-(persommel)

LISTE DE DIFFUSION

Ixécution Informarion
© Externe Externe

Tous les commandants de base, sauf cesux QG du Commandement adrien

des BFC Baden i 1l'acrencion de 1'OFEM S Pers
Lahr 0G du Commandement maritrime
Meoncton i l'attention de 1'0EM $ Pers
Shile . - " . QG de ig Force mobile
Suffield | d l'attention de 1'0EM S Pers
Penhold QG du Service de~l'Instruction

des Forces canadiennes
d l'attention de 1'0EM S Pers
URAPFC - Toronto '

Interne .

Commandanz, Quartier géméral de la
Défense nationale

) . - s , .

L



APPENDIX C2
Instructions to Personnel Selection Off?cers
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57621 (DPAR)

1 & october, 1980
Distribucion List

"QUESTIONNAIRE ADMINISTRATION -
CAREER EXPECTATIONS OF MEN AND WOMEN ORs

References: A. DPAR 683 0819452 Aug 80

B. DPAR 703 2915002 Aug 80

C. 5762-19 (DPAR) 18 Sep 80
1. The enclosed test materials are for use in the project om the
evaluation of men and women ORs in the CF (References A, B, C). They are
iatended to assess the expectations that superiors have for ‘their
subordinates' performance, and the subordinates’ career expectations in
the Canadian Forces. In this shipment, you will fiod all the materials
required to administer surveys to a set of pre-selected subordinates and
supervisors at your base. The following items are included:

a. a list of those to be surveyed on your base;

b. a list of MOCs, matching the codes with the names of the
trades and classifications:

c. a list of UICs;
d. the questionnaires to be given to the participants;

¢. administrator’s briefing notes for questiomnaire
administration (Ammex A); -

f. pencils;

é. a sample.letter to be sent to the participants (Annmex B);
h. address labels for the participants; - A <
- a Survei Administra;ion Report form {Annex C); and,

k. a set of questionunaires for your retention.

- /2



SURVEY ADMINISTRATION

2. The forms to be completed by each participant include an .
Expectancy Questionnaire, in Envelope 1, and a survey designed to assess
the participant's attirudes towards the rights and roles of women in
soclety (AWS) in Envelope 2. There are four varistions of the Expectancy
Questionnaire: one for superiors who are £illing out the questicnnaire
abour a female subordinate, coded SgF in the upper right-hand coruer; one
for superiors filling out the questionnaire oo male subordinates, coded
SpM; one for male subordinates, coded SbM; and, one for female
subordinates, coded SbF.

3. For this survey, superiors and subordinates have been paired
according to work relationships that existed when the 1979 PERs were
completed. It i3 expected thar a number of these superior/ subordinate
pairs have changed since 1979 due to postings, duty rosters etec. It is
essential that respondents. answer their Expectancy Questiomnaires with
those 1979 relatiocuships in wind; therefors, the individual whom they
should be keeping in mind is identified on a card attached to each
Expectancy Questionnaire. -
4. A set of briefing notes have been included for the questionnaire
administrator to read before the participants begin completing the
surveys. The survey materials, including the machine readable respounse
sheets, have been packaged i{n labelled envelopes. Envelope II must not
be given to the participant until Eavelope I has been completed by the
respondent and handed to the test moaitor. FPor those participants who
wish to have a summary of the results sent to them place a check mark )
beside their names on the computer list of the participants and returm to
DPAR.

CONTACTING THE PARTICIPANTS

-

5. The list of superiors and subordinates has been included for your
convenience in contacting them to arrange appointments. You may decide
that iz would be more expedient to have the participants on your base
complete the surveys in groups. Should this be the case, the superiors
and subordinates should complete their questionnaires in separate groups
Lo ensure that they can.complete the questionnaires wirhout embarrassment
or discomfor:. :

6. The participants may be contacted by telefhone, or in cases where
there are foo many to be contacted by this method, by letter. A agaple )
letter has been included (Anpex B)- This letter may be modified slightly
according to the needs of your base. Address labels have alsoc been
included for ease in sending letters to the participants.

e /3
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7. When contacting the participants by telephone each should be
encouraged to take part in the survey,.but it should be eaphasized that

pa tion is strictly voluntary. No one should be left with the

« - impress that they are compelled to take part in this study. .
Participan hould be told that the purpose of the study is to determine
the expectati that superiors have for the careers of their

subordinates, how the subordinates see their own career future. You
might also indicete chat the results of the study will assisc in
‘improving course packages for the leadership trainipg wichin the CF.

8. In cases vhere it i3 obvious that a particular individual cannot
complete the survey (e.g. - BPSO i{s in Ottawa, and participant is in
_ Australia), that participants name, his or her supervisor and their
matches have been stricken from the list. In other cagses, it was not as
easy to make this judgement; therefore, while you are encouraged to have
as many members as possible participate in this study. it is left to your .
™ discretion as to whether this is practicable in all cases.

SURVEY RETURNS

- 9. . After the participants hive finished the surveys, complete.the
- " Survey Administration Report form attached and return it to DPAR with the
j ! completed survey booklets and answer sheets. Please pack these aaterials
I carefully so that the machine-readable forms are not bent, folded or
\\' mcilated in shipping. Also, be sure to include the list of participants

who wish to have.a summary of results sent to them.

10. If you have any problems, questions or concerns after having read
the documents contained in the shipment, please feel free to comtact the
project. officer Capt S.P. Simpson at DPAR (995-2737 or 992-0506).

' Directo? Personmnel Applied Research
for Chief of the Defence Staff

DISTRIBUTION LIST

- . Action Information
All BPSOs CFPARD

- {excluding CFB lahr
: CFB Det Baden)



ANNEX A
' TO DPAR 5762-1

pATED {bocT 80

BRIEFING NOTES FOR QUESTIONNATRE

ADMINISTRATION

(POR SUPERVISORS AND SUBORDINATES)
po—
o , :

1. . Good morning (Good Aftermoom), I am (we are)

- You are here to take part ian a study being carried out by the Canadian
Forces Personnel Applied Research Unit in Toronto. The study is designed
to assess supe;visors' éxpeccations for thetir subérdinates, and

subordinates' expectations for l:hepir own careers in the Canadian Forces.
(FOR THE SUBORDINATES)

2. You are being asked to complete two envelopes of survey

. materials. The first coatains a cumber of questions about your
background and experience, and some questions about your job in the -
.Canadian Porces. The second envelope contains questions about your views
o; the rights and roles of women in society. You are asked nmot to

discuss your answers with anyone until this survey has been completed on

the bage.

A~1



A 5762-1 : )
DU 1/ OCTOBRE 1980

NOTE D'INFORMATION X L'INTENTION DES PERSONNES
DISTRIBUANT LES QUESTIONNAIRES

(SURVEILLARTS ET SUBALTERNES)

l. Bonjour (Bom april-nidi)f Je suis (nous‘saggcs)

+ Vous &tes ici pour participer 2 une &tude que

sdue 1'Unics de r-ch.rch;s psychq:nchniques des Fcrccs.
cansdiennes, bas&e 2 Toronto. L'Stude vise 1 @valuer las
attentes des surveillantsg 3 llggard de 1¢§rs subalternes et
les aspirations profassionfielles da c-t-dnrnicrl dans les

Forcas canadiannas.

(SUBALTERNES)

2. Vous devez remplir des quistionnai:cs conteanus dans
deux enveloppes. La quastionnaire ﬁc la preaiire eaveloppe
vous interroge sur vos an:&cidcn:s et votre expdrience, tandis
quae ccriain-- quastions ont pour oﬁje: votre travail dans les
Forces canadiennas. Celui de la deuxiime anelopp- portent

’ sﬁr vos vpinions-en ce qui concerne les droits et 1¢£‘r513-;
des fciics dan; ls socidti. Vous &#tas pri&(e) de ne pas

T

discuter de vos répouses avec qui que ce soit, tant que catcte

enquéte ne sera pas termin&e dans la base. B
(STRVEILLANTS)
2. Vous devaz remplir des queszionnaires contenus dans

deux cnvcloppil. Le questionnaire de la premidre enveloppe a
pour objet vos'an:lctdnn::.e: votre expdrience, tandis gque

certaines questions concernent un subalterne rslevant ou ayant



(FOR THE SUPERVISORS)
‘e

2. You are being asked to complete two envelopes of survey
materials. The first contains a number of questions about your
background and experience, and soﬁc questions on a particalar subordinaté
you have, or have had under your supervision. The second envelope
contains questions about your views on the rights and roles of women in
Soclety. You are asked not to discuss your answers with anyone until
this survey has been completed'an the base.
(FOR SUPERVISORS AND SUBORDINATES)
3. ., Each eavelope concnina-the survey booklet, an answer sheet and an
envelope in which to place the surve%\macerials‘an completion. When you

(HAVE THE PARTICIPANTS REMOVE THE SURVEY HAIE&IALS IN ENVELOPE NO.1)

your answers oﬁ\}he answer sheet, completely blacken the oval which

corresponds to answer. If you change your mind after blackening an

!
-

,answer be sure to erase the wrong answer so that no traces are left.
f/“\ - - - ~ . . -

¢

- ~ - - - - - == - - - - - . - - -

\ (POR THE SUBORDINATES) 6

4. Some of the questions in Envelope 1 have to do with a particular
supervisor you are working with now, or hsve worked with in the past.
That supervinor has been identified oo a card attached co the survey.
You may no longar be working with that supcrvisor, but 1: is important

for you to keap in nté; that person and the vork you did for them as you
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TelavE de voni. Le ques:iouaai:c de la danxiinc seaveloppe
sortant sur vos opizions an ca qui Tegarde les droics ec las
r8les das faomes dans 13 :ccil:t. Vous dtes prii(e) de ne

Pas discuter dl‘VOI rpousas avec qui que ca scic, tant qdc

Catia enqudédtas ne sera Pas tarmiade dans la base.

(SURVBILLAHIS/SUBALIZRNZS)
3. Dans chacune des cnvclap;:s, vous :rouvc:n£ la
quaestionnaire, une feuille de répouses et unae }nvclappa dans
laquelle vous glisserwz 1la questionnaire rempli.
(DEMANDEZ AUX PARTICIPANTS DE SORTIR LE QUESTIONNAIRE
ET LA PEUILLE DB ﬁEPOHSES DE LA PREMISRE ENVELOPPE.)
Quqnd vous lnscrivez vos réponses sur 13 feuills fournie 3 cet
effaz, noircissez bien touts la pc:i:u surface ovale
correspondzant 3 varre réponse. 31 vous changez d'svis apris
2¥0ir noirei une surface ovale, :l:urcz-vous d'effacer
compldzamezt la mnauvaise réponse de sorta qu'il ne reste

ducune nxrque de ctayon.

(SUBALTERNES)
ée Caztaines das queastions posdes dang les .docunents de

12z premiidre enveloppe. portant sur un surveillans en

'pifticulic: avec laquel Vous.travaillez aaintenant ou avace
lequel vous avez :ravxilli dans le passd. La nom de c;
surveillant figurs sur une cxrte annexide au quesctionndire. Il
scrpcn: que vous na :rav’;llicé Plus avec catts persqunne, mais

—_——

% ' .
Ll est izportant 9t’ious Tappeler les relations de zravail que

{



()

ansver the questiocuns. For instance, in questions 39 to 51 you are askaed
to describe the kind of work you are required to do. Answer these
questions with respect to the job you were doing vhen you were working

with the supervisor: identified on the card.

(POR THE SUPERVISORS)

4. Some of the questions in Envel;pe 1 have to do with a particular
subordinate you are uorking‘uitﬁ now, or have worked with in the past.
That subordinate has been identified on a card attached toc tha survey.
You may no longer be working with that subordinate, but it is important
fot'you.:o keep in mind that p?rson and the work they did for you as you
ansver the questions. FPFor instance, in questions 39 to 51 you are asked
to describe the kind of work the subordinate is rtqsired te do. Ansver
these quasgions~with Tespect to the job the subordinate was dong vwhen

that person was working with you.

5. When you have completed the questionnaire in Envelope 1, return
the answer sgsec_gnd_yhe surgny-bookle: to me in c@gﬁenvalgpe provided _
and I will give you Envelope 2. Should you have any questions while you
are coupleting the surveys pleasa fael free to ask me (us) for

assistance. . N

6. Remember this is not a tast. Theres are no right or wrong
ansvers, and there are oo time limfts. Your participation in this study

is strictly voluntary.

A-3
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i
\ .
vous dVez auss avec tlle, au nomenz oi vous r#pondez aux

. . N ~ !
Yuestions. DPar exemple, aux qu-s:iona 39 3 5!, om vous
dexande de d&crirs la sazurs du travail qua vous devez fairse.
ilpondaz i cas quastions en temans conpc- du travail que vous

faisiez quand vous relaviasz du surveillant
P .

donz le nom figure sur la carte.

(SURVEILLANTS)

4o Certaines das questions posdes dans lgg documents de
iz premidre enveloppe concernent yn subaltarne ralevan: ou
Ay2nt relav§ de vous. La 20m de cstta perscnns figure sur une
Carte annexfe au questionnaire. Il se Peut que catte personne
ne rcl?vo Plus de vous, aais il est important de vYous rappeler
les relations de tTavail que vous avez tues avec alle, au
20ment de répoandrs aax questiocas. Par eXenple, aux 39\3 51,
on vous demande de décrire la 3aturs du travail que ce
subai:crne daiz fair;. Répondez aux questioans ex tenaat
compte du travail que csttae personne faisair 3 l1'&poque oj

e¢lle relevai: des vous. - = —- el - TF _7
Se Quand vuu; ;nrn: Templi la questionnaire de 1;
preaidre cnv.loppc, rundc:-noi la feuille de réponsaes n:'lc-

questionnaire dans if.nv-loppc prévue i cat:te £iz, et Ja vous

Tsmattraz ilo:x 1; d-nxiinc enveloppe. S{ dcl questions vo;a
vicnﬁcnt d l'espzit pcpdan: que ¥ous rcgplisscz las
questionnaires, n'hésitez 1 e (oous) las p&scr;

63 Souvenez-vous biea qu'il Be s'agic pas d'un examen.

I1 o'y a nd nanv:is- r(pensc, zi bonne r&ponse, at il a'y a



ey g v e e e

(s

7. Should you wish to have a summary of the results of the study

sent o you om its completion, please let me know when you hand in

Eavalope 2 om your way out.

8. I would like te thank you for taking time out from your work to .
help us’ with this study. A project like this ‘takes a great deal-of

effort and cooperation from many people, and your assistance is very much

appreciated.

9. Beforea you start are there amy questions???
NOTE: Should anyone ask about the Code No. (question 3, Part I), feel
~ free to explain that it {s a control number for the computer

matching of superior and subordinate responses.

VA

A~4
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ducune liniza de tamps. Yous #tes couc 3 fair libre da
Participer I catzte écude.

7. Si vous disiraz TRCRVOir unm compta ;endm des rfsulzarcs
de 1'#tuda une fois qu'nlit sara lerainde, faites-le mﬁi
$3vVoir en me ramettanc 13 deuxiine enveloppe, I 1z sortie.

8. Jc‘;%pac~i vous ramerciez d'avoir biem voula lzisser

votras Irav pour venir nous aider dans cecza §tude. Une

Tise de la sortas exige beaucoup d'effores et la
op‘rz:icn de zombreusaes Personnes; nous vous savons gré de
l'aide que vous nous avez apporcie.

9. Avant que nous conmenciocuns, ¥y a=t=il des questions?

REMARQUE: Si qualqu'’un pose une question au sujet du 2 de
code (question 3° 3, partie I), a'hésitez pas I
di:c qu’'il s'agict d'un aumdro de contrile

pPermettant 3 l'ordinateur de faire correspondre las

téponses donnies par las surVQillln:s et celles dcs \

.= - - - = = e L —_— -

.luhaltcrnos. - _ - _
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ANNEX B
TO DPAR 5762-1
DATED .- OCT 80

SAMPLE

October, 1980

Dear

During the next few weeks a2 number of service personnel on our
base are being asked to participate in a study being carried cut by the
Canadian Forces Personnel Applied Research Unit (CFPARU). The Personnel
Selection Office 1s assisting In this study by having pre-selected
individuals fill out a survey.

The study is designed to assess the supervisors' expectations' for
their scbordinates, and subordinates' expectations for their own carsers
in the Canadfan Forces. It is hoped that it will clarify some of the
complex interrelationships between supervisors and subordinates, and will
have eventual payoff through improved leadership training in our
leadership academies.

You have been selected to participate in this study and we have
arranged for an appointment for you to £ill out this survey at the time
and place indicated below. The informarion is being gathered for
research purposes only aod your answers will be held in strictest
confidence. The survey should not take you anymore than a couple of
hours to complete. If the time indicated is not convenient, or you
cannot meke it for whatever reason, please call and let us know, and we

will arrange for a better time. - -

- —— .- - - -

Your participation in this study is strictly voluntary, but you
are encouraged to make every effort to come in. The members included in
this study have been chosen to represent a cross-section of ranks, trades
and classifications. It follows, therefore, that your pesrsonal
involvement i3 very important if we are to have your trade/classificarion
and rank properly rapresensed.

Captain Charlie 3Brown
) - ) BPSO ’
" Local 0000
Time: 0830

Date: 5 Oct 80 ’ : N
Placa: Bldg No. 1



a URAX J/bd=1 .
DATEE DU /(o OCTCBRE 1980

ECHANTILLON

. ' ‘ . e octobras 1980
¥ s

Au cours des prochaincs_scn&inns. un carziaiz nomdre de
ailizairss de nos bases seron: appealiés 3 Pazticiper I une
§tude que aéne 1'Ucics de racherches Psychotechniques des
Porcas canadiennes (URPFC). Le Bureau de sileczion du
Personnel apporte som coucours en demasndanc 3 des persounnes
choisies d'avance de ramplir des questioanaires.

Hous espérons que l'Etude pernectra de miaux corpreadre
Cartains des rapporss Complexes existanc soiTs surveillaacts et
subaliarnes et qu'elle permettra évenctuellezaent de crier de
zeilleurs cours dans nos &fcoles de leadership.

Vous avezr $c& choisi(e) paur Participer I catca fcudae, .
* ®C 20us vous 3vang aénagé une encrevue POur que vous puissiaez
femplir les questionnaires I 1l'eadrofir et 3 l'heure iadiguiés
ci-dessus. Las tnducignca-pc: recuelllis serviroant 3 das fins
de racherche cniguemenaz. Il vous faudra au plus deux heurss
pour riépondre aux quastions. Vos réponses seronz traicées en
Couts confidenca. Sg l'heure f{adiquée ne vous conaviea: pas oy
si, pour une raisom oy POuUr une autre, vous ne paouvez vous
prisencter au rendez-vous, veuillez nous t#léphoner pour que
®0us puissions vous en fixer an asutre qui vous couvigeandra.

Vous 2zes tour 3 fait libre de Participer 31 cetcte
dtude, mais zcus vYaus eacourageocns fortement i ne pas vous
désigter. Les milizaires choisis rTeprisentent gn &chazntillon
tYpe des nilizaires des divers gradas. classificationg,. et -miriers. . - —
I est dsnc rrig importane que vous participier 3 1'ftude pour qus vo -

“afitiar/clagsification u:vu:nng:uh.-uxnzcﬁhuu:rquis-nms. =

Li capitaine Charlie Brown .
- - - Gfficier de la séleccion dg persconnel (B)
: ’ Poste 0000 :

Heure:  8h30
Dace: 5 octobre 1980
Eadroliz: Inmeuble n* 1

ECHANTILLAN
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ANNEX C .
TO DPAR 5762-1
DATED [ OCT 80

SURVEY ADMINISTRATION REPORT

What method did you use to get in touch with the participants on

* your base? Please indicate the number of participants contacted

by each method. :

No. ’ o
Telephone
" Lecter : T
Other (please specify below)

Did you encounter any difficulties getting in touch with the

-participants? If so, what kinds of difficulties did you

encounter?

w

In general, what were the members reactions to participating in
this study when they were contacted?

-

Of those who did not participate, to the best of your knowledge,
indicate the number of participants by the reasons listed below:

On training or away oun course
Could not take time away from work
Sy,
Chose not to participate
Do not know the reason
Unable to.get ia touch with participant
Other (please specify below)

Please give a brief description of the testing envircument (e.g.
= classroom, 30 at a time; PSO's office, 1 at a time; etc.).



»

6. Who administered the questiounaires? (e.g. - PSO; PSO NCO,
. ete.).

7. . Were there any difficultles with Part I? It So, what were thay?

8. Were there any difficulties with Part II? If so, what were they?

o
9. Were there any difficulties with Part III? If so, what were
they? ' . ' .
-

10. In generﬁl. what were the sﬁbordinates' reactions to the survey?
“11. In general, what were the superiors’ reactions to the survey?

1z2. Are there any changes you could recommend to improve the

questionnaires and/or their method of administration?

Name

Rank

Appointment
Telephone Number

c-2





