001712

AN EMPIRICAL STUDY OF THE RELATIONSHIP BETWEEN
ONTARIO SECONDARY PRINCIPALS' LEADERSHIP
EFFECTIVENESS AND HELPING RELATIONSHIP IN

ONTARIO SECONDARY TEACHERS

by John Gray Thomson

Thesis presented to the School of
Graduate Studies of the University
of Ottawa as partial fulfillment
of the requirements for the degree
of Doctor of Philosophy

¢ LBRARES o

Y &
Yersity of O

|
«w
~J
N

@ John Gray Thomson, -Ottawa, Canada,



UMI Number: DC53996

INFORMATION TO USERS

The quality of this reproduction is dependent upon the quality of the copy
submitted. Broken or indistinct print, colored or poor quality illustrations
and photographs, print bleed-through, substandard margins, and improper
alignment can adversely affect reproduction.

In the unlikely event that the author did not send a complete manuscript
and there are missing pages, these will be noted. Also, if unauthorized
copyright material had to be removed, a note will indicate the deletion.

®

UMI

UMI Microform DC53996
Copyright 2011 by ProQuest LLC
All rights reserved. This microform edition is protected against
unauthorized copying under Title 17, United States Code.

ProQuest LLC
789 East Eisenhower Parkway
P.O. Box 1346
Ann Arbor, Ml 48106-1346



ACKNOWLEDGMENTS

The writer of this report is indebted to Professor
Robert O'Reilly, Ph.D. under whose supervision the research
was conducted. Thanks are also extended to committee members,
Professor Marvin Boss, Ph.D., Professor Philip Patsula, Ph.D.
and Professor Harry Pullen, Ed.D., who provided additional
encouragement and advice.

Sincere appreciation is conveyed, as well, to the high
school teachers and students who participated in the project.
The writer acknowledges, particularly, the cooperation of his
colleague principals who were a part of the investigation and

who facilitated the collection of data within their schools.



CURRICULUM STUDIORUM

John Thomson was born May 9, 1930, in Sudbury, Ontario.
He obtained his Bachelor of Arts Degree in English Literature
and Philosophy from Queen's University, Kingston, in 1952.
Graduate study at the University of Toronto led to his receiv-
ing a Bachelor of Education Degree in 1956. Two years later,
a Master of Education Degree was conferred on Mr. Thomson by
the University of New Brunswick. The dissertation for this
degree was entitled: A Study of the Effectiveness of the
Programme of Ontario High Schools In Relation to the Develop-
ment of Moral Standserds, Emotional Control and Intellectual

Capacities of Students.



TABLE OF CONTENTS

Chapter page
INTRODUCTION . & & & & & v & o « o o o o & o o o +» viii
1. The Problen ix
2. Contribution of the Study x
2. Format of the Study xi
I. REVIEW OF THE LITERATURE C e e 1
1. Rogers' Identlflcatlon W¢th Orgux zational
Efficiency . 1
2, The Helping Re]dtlonqh*p For Efficiency In
Schools S
3. Leadership Concepts 17
4. Conclusion 34
5. Statement of the Problem 34
6. The Hypotheses 35
IT. EXPERIMENTAL DESIGN. . & v v v v v v v o « o « « o 30
1. The Sample 35
2. The Instruments 37
3. Collection of Data and Preliminary Analysis 48
4. Plan of the Statistical Analysis 59
IIT. PRESENTATION OF RESULTS. . . e e e e e e e 50
.1. Results of Testing the llrot Hypothesis 6
2. Results of Testing the Second Hypothesis €0
3. Summary of the Findings 64
IV. DISCUSSION OF THE RESULTS. . + ¢« ¢« ¢« ¢« v v + « « . 55
1. Discussion of the Results of Testing the First
Hypothesis G5
2. Discussion of the Results of Testing the
Second Hypothesis 71
SUMMARY AND CONCLUSIONS. . « + ¢ & v o ¢« & o o o & 78
BIBI..IOGRAPHY » . . 3 3 - . 3 » . . . 3 " - . . . ° 8”’
Appendix
1. THE RELATIONSHIP INVENTORY (TEACIHLCR) INSTRUMLNT. . 88
?. THE RELATICNSHTIP INVENTORY (STUDENT) INSTRUMENT. . 96
3. THE LEAST-PREFERPED COWORKER QUESTIOKNNAIRE . . . . 204

4, 'THE GROUP ATMOSPHEFE QUESTI1ONNAIRET ., ., . . . . . . 1eeg



TABLE OF CONTENTS

Appendix page
5. LEAST-PRETERRED COWORKER SCORES OF ONTARIO
SECONDARY PRINCIPALS RANDOMLY SELECTED . . « . « . 110
6. GROUP ATMOSPHERE SCORES OF SECONDARY PRINCIPALS. . 118
7. RELATIONSHIP INVENTORY RAW SCORES OF LOW LPC
PRINCIPAIJS . . . . . . . . - . L) . . . . - . . L] . l 2 8
8. RELATIONSHIP INVENTORY RAW SCORES Or HIGH LPC
PRINCIPALS . . & v ¢« & ¢ o ¢ « o o o o o o o o o 132
9. RELATIONSHIP INVENTORY MEAN SCORES OF LOW LPC
PRINCIPALS L] . . - L] . . . . L) . . L] L] L] L] . . L] . 136
10. RELATIONSHIP INVENTORY MEAN SCORES OF HIGH LPC
PRINCIPALS . v v v v @ v & v o« & o o« o o o o o o« 138
11. RELATIONSHIP INVENTORY MEAN SCORES OF TEACHERS
UNDER LOW LPC PRINCIPAL LEADERSHIP ., . . « « « « . 140
12. RELATIONSHIP INVENTORY MEAN SCORES OF TEACHERS
UNDER HIGH LPC PRINCIPAL LEADERSHIP. . . . . . . . 144
13. RELATIONSHIP INVENTORY RAW SCORES OF TEACHERS
UNDER LOW LPC PRINCIPAL LEADERSHIP . . . « « +« « 148
14 . RELATIONSHIP INVENTORY RAW SCORES OF TEACHERS
UNDER HIGH LPC PRINCIPAL LEADERSHIP. . 166
15. ABSTRACT OF An Empirical Study of the Relationship

Between Ontario Secondary School Principals'
Leadership Effectiveness and Helping Relationship
In Teachers . . « « « ¢ ¢« « v « v « e o o« 4 e u 184




Table

IT.

ITI.

Iv.

VI.

VII.

VIII.

IX.

LIST OF TABLES

Least-Preferred Coworker Raw Scores and Means
of Principal Subsamples

Comparison of Least-Preferred Coworker Scores
of Principal Subsamples

Group Atmosphere Raw Scores and Means of
Principal Subsamples. . . . . . « . « « « &

Comparison of Group Atmosphere Scores of
Principal Subsamples.

Means and Standard Deviations of Relationship
Inventory Scores of Principals

Means and Standard Deviations of Relationship
Inventory Scores of Teachers.

Comparison of Helping Relationship Mean Scores
of Low and High LPC Principals

Analysis of Variance for Testing Significant
Difference Between Helping Relationship Scores
of Teachers Under Low and Under ngh LPC
Principal Leadership Styles . e .

Comparison of Least-Preferred Coworker Means of
Principals and Relationship Inventory Means of
Principals and Teachers

page

50

51

53

54

57

58

61

63



LIST OF FIGURES

Figure bage

1. The Relationship between Leadership Style and
Favourability of Situation for Interacting
GrOUDS « « v + v o o ¢ o o s ¢« o« o 4 o 4 4 e e e . 28

2. The Relationship between Leadership Style and
Favourability of Situation for Coacting Groups . . 30



INTRODUCTION

This study has been undertaken to examine certain
aspects of high schools in Ontario which contribute to the
efficiency of these as social systems. The term "efficiency".

is taken from Barnard's work, The Functions of the Executive:

The efficiency of a co-operative system Is
its capacity to maintain itself by the individual
satisfaction it affords. This may be called its
capacity of equilibrium, the balancing of burdens
by satisfactions which results in continuence.l
Although much has been accomplished in Ontario high
schools toward providing improved curricula, better learning
aids and greater flexibility in ccurse prescriptions, dis-
satisfaction remains a dysfunction to efficiency withing
schools. Such a feeling has reflected not only in recent
occurrences of student and teacher unrest but also in a
steadily building emphasis which favours greater humanicm
in the administration of schools. The work of two important
writers, Carl R. Rogers and Fred E. Fiedler, contain what
these researchers feel are useful leadership applications

for the school situation. The purpose of this study is to

test certain of these authors' ascumptions.

1 Chester I. Barnard, The Functions of the Executive,
Cambridge, Massachussetts., liarvard University -Press, 1968,
p. 57.




INTRODUCTICN ix
1. The Problem

Both Rogers and Fiedler began their investigations in
psychotherapy and later directed their attentions to leader-
ship in various organizational settings. From his discoveries
in client;centered therapy and industrial counselling, Rogers
has recently suggested that school principals can best serve
teachers and students when they project wvhat he calls a
helping relationship. Such interaction involves the possess-
ing and communicating of certain attitudinal qualities which
enable teachers to.helb thein students while they too experi-
ence positive growth. Rogers postulates that ieadership
directed to identifying and meeting the personal needs of
subordinates will be seen by most followers as more helpful
than that which emphasizes the prescription and fulfilment
of tasks.

. Fiedler appears to have reached a similar conclusion
in so far as 1éadership in schools is concerned. During
several years of research, Fiedler examined leadership in
various organizational environments in order to determine
which of two styles serves best in these situations. The
product of his research is a rather impressive model for
leadership effectiveness. TFiedler suggests that permissive-
oriented leaders (persons whom he describes as high LIPC

leaders) probably possess the leadership sty
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»

groups in schocls are such thatafhey need quési~therapeutic
assistance from the principal, a requirement which high LPC
leaders seem best able to meet.

If these authors are correct in their assumptions
about leadership for schools, then helping quality wouid
appear to bear some relationship to the possession of per-
missive—gfiented leadership style. In theory, the helping
rélatidnship described by Rogers should occur at its highest
level in high LPC leaders. The benefits which teachers
derive from this style of leadership should also reflect in
their échievement 6f‘high level helping relationship in the
interaction with students. This study undertakes to determine

whether these theoretical relationships actuvally apply in the

secondary school situation.
2. Centribution of the Study

'In the current sjtuation where the challenge of
improving organizational efficiency in high schools has
become a perplexing assignment, three procedural choices
for the school principal seem apparent. He may remain
firm and attempt to vindicate the operation of his school;
he may make changes on the basis of uvntestad popular view-
point, or he may utilize organizmational theory together
with the findings of research as the basis 1o study his

organization ant to adapt it. 1hae intent »Ff gni: cwudy
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is to assist the principal by providing additional new

knowledge which will make the *hird choice possible.

Apart from the immediate aim of contributing new

knowledge applicable to leadership problems in schools,

the study'may also contribute information relevant to the

selection and assignment of secondary principals. Too, it

may assist in-the planning of instructional programmes for

Ontario secondary candidate-principals.

al

b)

c)

a)

e)

3. Format_of the Study

The report contains five chapters:

Chapter I reviews the literature from which the
problem and the hypotheses are developed;

Chapter II describes the experimental design: the
samples, the instruments, the data collecting procce-

dures and the format for statistical analysis;

'Chapter III presents the findings of the research;

Chapter IV is a discussion of the resulis;
A final secticon summarizes the investigation and

provides the recomnendations.



CHAPTER T
REVIEW OF THE LITERATURE

The first section of this chapter identifies Carl R.
Rogers wiﬁh attempts to achieve organizational efficiency.
The second presents his concept of a helping relationship
and assesses ifs.aﬁplicétioﬂ to leadership situations in
schools. The third part deals with leadership, the concept
which Rogers integrates. The chapter concludes with a state-

ment of the research problem ard the hypotheses to be tested.
1. Rogers' Identification With Organizational Efficierncy

The literature directed at improving organizational
efficiency has evolved largely from assumptions concerning
lower~level participants. Scientific management represented
. 1 o : L2
in the work of Taylor™ and his contemporaries. Gantt ™,

L

Emersong, Frank Gilbreth and Lillian GilbrethS, judged

1 Frederick Taylor, The Principles of Scientific
Management, New York, Harper and rRow, 1911.

2 H. L. Gantt, Industrial Leadership, New Haven,

nd
Yale University Press, 1i913.

3 Harrington Emerson, The Twelve Principles of
Efficiency, New York, The Engineering Magacine Company, 1913.

L Frank B. Gilbreth, The Primer of Scientific
Management, New York, Sturgis and Walton Company, 1914.

5 Lillian M. Gilbreth, Ps,cheloegy of lianagement,
New York, Sturgis cnd Walton Company., 131h:
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that the worker was uninclined to effort and incapable of
devising effective work routines. It did assess, however,
that the worker could determine that a more efficient orga-
nization could.provide higher wages. For scientific mana-
gement, therefore, the task of the superior was mainly a
technical‘activity. It involved measuring human functional
capabilities for given situations, setting standards of
performance and devising effective work routines. Effort
to motivate the worker was confined merely to the rational
appeal of more pay for better prodﬁction.

Classical admiﬁistrafion, a modification of scientific
management, devised a master plan of structural relationships
which could apply to situaticns generally. By recommending
task specialization, departmentalization and limitation of
responsibility, proponents of classical administration such
as Payols, Gulick and Urwick7, deviated little from the asswrp-
tions of scientific management . Urwick8, for example., con-
fended that thle if might be necessary occasionally tc
take into account more of subordinate expectation, careful

planning at the senior levels cculd avoid this.

6 Henri Fayol, General and Industrial Management,
translated by Constance Storrs, London, Pitman, 1957.

7 Luther Gulick and Lyndall Urwick, (Editors), Papers

Public Administration, Columbia University, 1937.

8 Lvndail Urwick, The Eiements of Administraticon,
New York, Harper and Row, 19LH. p. 30-39,
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Rather than simply discount the significance of wor-
kers' viewpoints, Max Weber9 recognized that subordinate
expectations, often emotional rather than logical, could
seriously hinder their output. Weber's solution to this was
to utilize principles and structures of bureaucracy to avoid
the occurring detrimental effects. As an initial step, Weber
suggested legitimizing organizational activity on the basis of
legal authority. For Weber, compliance based on rational prin-
ciples was more stable, and therefore more predictable, than
that based on either traditional loyalties or emotional attach-
ments., As further measures, Weber advocated careful descrip-
tion of tasks, provision of rules and structures to regiment
task fulfillment. By impersonalizing individual role and
making task the focal point, Weber felt that he could minimize
emotion and give greater direction to goal achievement activity.

Classical writers, generally, appear to have found
difficulty in modifying their recommendations even when
qertain weaknesses became apparent to them. The writers

Dennisonlo, Duttonll and Mooneylz, for example, pointed to

9 Max Weber, The Theory of Social Economic Organiza-
tions, translated by A. M. Henderson and Talcott Parsons,
New York, The Free Press, 19ui7.

10 Henry Dennison, Organization Engineering, New York,
McGraw-Hill, 1931.

11 Henry P. Dutton, Principles of Organization, New
York, McGraw-Hill, 1931.

12 James D. Mooney and Alan C. Riley, Onward Industry,
New York, Harper and Row, 1931.
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the distinction between organizing (the dehumanized management

functicn) and the organization (the product of organizing acti-

vity). However, in their efforts to demonstrate the logic of
functional relationships, these writers really attended more
to structural aspects than to social ones. Their failure to
integrate the two concepts resulted in little change from
general acceptance of the rational method.

One noteworthy exception to classical resolve did
appear, however, as early as 1912. Much ahead of his time,

s s \ 13
Edward Jones criticized efforts merely to manage the worker™ .
As an alternative, he suggested dialogue between organization-
al levels in order--that mutual understanding of structural-
social relationships might be gained.

Borrowing from Jones, Mary Parker Follett emphasized
the necessity of psychologizing management practices by inte-
grating aspects of functional process.

Human relationships -- the warp and woof of

society and of industry -- are at their best when
difference is solved through conference and coc-
operation, when the parties at interest (1) evolve
each other's latent ideas based c¢cn the facts of
the situation (2) comz to see each cther's view-
point and to understand each other better, and

(3) integrate those viewpoints and become united
in their pursuit of their common goals. i

13 Edward D. Jones, Industrial Lesdership and Execcutive
Ability, New Yorl, The Engineering HMagazine Company, 1920, p. 5.

14 Henry C. Metcalf and L. Urwick, Dynamic Adminis-
tration: The Colliccted rapers of Mary Parker Follett, New York,

Harper and Row, 1640, p. 1h.
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The experiments in psychotechnology which followed,
most revealing of which were the early Hawthorne studiesls,
provided some empirical support for the views of the two
authors mentioned. Although these studies initially 1ookea
to discover a relationship between work environment and the
performance of the worker, they revealed that sociological
and psychological phenomena seemed to determine much of the
behaviour in organizations. Subsequent investigations into
the needs and preferences of workers by the Hawthorne group;
by Lewin and his associatesls, Coch and Frenchl7, Morenol8,
Whyte, Jaques20 and Rogers21 succeeded in confirming these
indications. Their effect was to bring about a more general

recognition of important human elements.

15 For a complete account of the Hawthorne studies, see
F. J. Roethlisberger and William J. Dickson, Management And The
Worker, Cambridge, Massachussetts, Harvard University FPress, 1956.

16 Kurt Lewin et. al., "The Relative Effectiveness of a
Lecture Method And A Method of Group Decision For Changing Food
Habits", mimeographed report, National Research Council,
Washington, D. C., 1942.

17 Lester Coch and J. R. P. French, Jr., "Overcoming
Resistance to Change", in Human Relations, 1948, pp. 512-532.

18 Jacob L. Moreno, Sociometry And The Science Of Man,
New York, Beacon House, 1956.

19 William Foote Whyte, Human Relations In The Restau-
rant Industry, New York, McGraw-Hill, 1948.

20 Elliott Jaques, "Social Therapy: Technocracy Or
Collaboration", in Journal of Social Issues, Vol. 3, No. 2,
PP. 59-66.

21 Carl R. Rogers, Client-Centered Thepapy, New York
Houghton Mifflin Company, 13965.
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To meet the new challenge of relating to the worker,

Carl R. Rogers22 suggested an industrial counselling applica-
tion similar to the method which his contemporary, Roethlis-
bergerzs, had been developing. Contrary to rational practices
which had ordered, exhorted or simply clarified for increased
productivity, Rogers' research in client-centered therapy
indicated to him that co-operative activity might be engen-
dered through worker perception of a helping relationship.
By having industrial counsellors strive to "assume (. . .)
the internal reference of the worker",24 the worker would
perceive a genuine attitude in the counsellor and respond
more openly about his concerns.

The efficacy of Rogers' method was not a straight-
forward solution to problems of organizational efficiency.
Rather, it was an indirect process of sociotherapeutic assis-
tance whereby workers were helped to understand themselves,
to resolve their own concerns and to grow psychologically.

Out of this process Rogers held that the organization would

22 For a detailed explanation of Rogers' non-direc-
tive method, see Carl R. Rogers, Client-Centered Therapy,
New York, Houghton Mifflin Company, 1965.

23 Tor a comparison of Rogers' counselling approach
and the Hawthorne method, see Carl R. Rogers, Counselling
And Psychotherapy, New York, Houghton Mifflin Company, 1842,
pp. 123-125.

24 Carl R. Rogers, Counselling And Psychotherapy,
New York, Houghton Mifflin Company, 1842, p. 28.
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derive some of the added efficiency it was seeking. The key
was the workers' berception of a helping relationship from
industrial counsellors.

More recently, several theorists have expressed view-
points which have complemented neoclassical attention to the
needs of the lower-level participant. Argyris has stated
that growth from childhood to adulthood is marked by change
from passiveness and dependence to activeness and independence.
Accordingly, mature man is less reliant upon others for the
satisfaction of his needszs. Where the organization uses
rational devices to restrict the worker, it deters his satis-
faction and potential for output. On this basis also, Maslow
has criticized classical management and has stressed the need

to involve lower-level participants in decision—makingZG.

- 3 L 2
Toward a similar conclusion, McGregor 7

has distinguished
between classical assumptions, the basis for his Theory X,
and person-oriented considerations, the basis for Theory Y.
In McGregor's view, greater benefit to the individual and

to the organization is likely where management activity is

based upon a recognition of higher needs and man's tendency

25 Chris Argyris "The Individual and Organization:
Some Problems of Mutual Adjustment", in Administrative
Science Quarterly, Vol. 2, June 1957, p. 1-24.

26 Abraham Maslow, Eupsychian Management, Homewood,
Illinois, Richard D. Irwin, 1965, p. 47.

27 Douglas McGregor, The Human Side of Enterprise,
Toronto, McGraw-Hill, 1960.
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to self—actualize: McGregor would have management relate to
the worker affording him opportunities for satisfaction and
growth through involvement in determining functional objec-
tives. Likert also has pointed to the fact that ".
subordinates react favorably to experiences which they feel
are supportive and contribute to their sense of personal
worth", 28

Rogers has increasingly identified with the authors
mentioned. 1In his earlier work, he appears to have delegated
the analysis of administrative activity to Thomas Gordon29
who advocated a "group-centered" leadership reflecting Rogers'
client~centered principles. In 1968, however, Rogers expres-
sed his own views on administrative activity aligning his

argument to McGregor's Theory Y30.

31

Again in 1971, as editor
of a book by Harold C. Lyon ~, Rogers drew support from
McGregor's Theory Y and at the same time identified with the

statements of Argyris, Likert and Maslow. Rogers believes

28 Rensis Likert, New Patterns of Management, Toronto,
MeGraw-Hill, 1961, pp. 102-103.

29 Thomas Gordon, "Group-Centered Leadership And
Administration", in Carl R. Rogers, Client-Centered Therapy,
Boston, Houghton Mifflin Company, 1965, p. 336.

30 Carl R. Rogers, Freedom To Learn, Columbus, Ohio,
Charles E. Merrill Publishing Company, 19269, Chapter 10.

31 Harold C. Lyon, "Learning To Feel -- Feeling To
Learn”, in Studies Of The Person, Carl R. Rogers and William R.
Corelson (Editors), Columbus, Ohio, Charles E. Merrill
Publishing Company, 1871, Chapter 7.
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that an organization can fulfill its purposes best when the
activity of its superiors reflects a genuine concern for the
followers in the organization.

« . « the administrator is to so arrange the

organizational conditions and methods of operation

that people can best achieve their own goals by

also furthering the jointly defined goals of the

institution.32
This expression of viewpoint seems to be in keeping with
Barnard's concept of efficiency. It is obviously the anti-
thesis of the rational method which was popular earlier on.
Rogers feels that leaders must possess certain interaction
qualities which enable them to identify and project an inter-

est in the needs of individuals. Otherwise, they lack what

he terms a helping relationship.
2. The Helping Relationship For Efficiency In Schools

On the strength of his findings in industrial coun-
selling and client-centered therapy, Rogers has extended his
helping relationship concept to schools. Rogers sees posi-
tive growth occurring in the student only when the student
perceives certain attitudinal qualities in his teacher.

. . . the initiation of learning rests not

upon the teaching skills of the leader, not upon
his scholarly knowledge of the field, not upon
his curricular planning, not upon his use of

audiovisual aids, not upon his lectures and
presentations, not upon an abundance of books,

32 Carl R. Rogers, Op. Cit. p. 208,
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though each of these might at one time or ano-
ther be utilized as an important resource. No,
the facilitation of significant learning rests
upon certain attitudinal qualities which exist
in the personal relationship between the facili-
tator and the learner.33

Further, Rogers sees the principal as "a catalyst"
to facilitate the desired teacher-student encounter3u. The
implication is that the principal must also possess qualities
characteristic of a helping relationship.

Stated in terms of the student's perception of them
in his teacher, the particular attitudinal qualities of the
helping relationship are theseas:

1. Congruence: the teacher is genuine in relation to
his student. . |

2. Empathy: +the teacher experiences an accurate aware-
ness of the student's world aﬁd is able to communicate
this understanding.

3. Positive Regard: the teacher experiences a positive

attitude toward his student. He is warm, accepting

and caring in a non-possessive way.

" 33 Carl R. Rogers, quoted in Harold C. Lyon, Learning
To Feel -- Feeling To Learn, Columbus, Ohio, Charles E. Merrill
Publishing Company, 1971, p. 65.

34 Carl R. Rogers, Freedom To Learn, Columbus, Ohio,
Charles E. Merrill Publishing Company, 1969, p. 208.

35 Carl R. Rogers, "Significant Learning: In Therapy
And Education", in Ben M. Harris, Supervisory Behavior In
Education, Englewood Cliffs, New Jersey, Prentice-Hall, 1963,
D. 28L4-288.
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4. Unconditional Regard: the teacher values his student
in a total rather than in a conditional way.
5. Willingness To Be Known: the teacher communicates

the desire to be known as a person and to share expe-

rience with the student.

Rogers outlined the process and utility of the helping
relationship in a paper published in 195936, He explained
that when the teacher and the student come in contact with one
another, the student will be in a state of incongruence; he
will be vulnerable and anxious. The teacher who is congruent
in the relationship, will experience unconditional positive
regard for the student and empathetic understanding for the
student's frame of reference. Where these gqualities are
communicated, the student may perceive them and in turn be-
come more congruent and less defensive. He will gradually
become more effective in problem-solving since he will be
able to evaluate and choose within himself.

Rogers states that in any relationship all of the

qualities must be present for constructive chang~ to occur.

The greater the degree that all conditicns exis: , the more

36 Carl R. Rogers, "A Theory of Therapy, Personality,
And Interpersonal Relationships As Developed In The Client-
Centered Framework", in S. Koch (Editor), Psychology: A
Study Of A Science: Vol. 3, Foundations Of The Person In
Social Contacts, New York, McGraw-Hill, 1959, pp. 184-257,
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marked will be the constructive change in the student37. The

implication is that all qualities in the helping relationship
have equal weightss.

In the teacher-student relationship, it is readily
apparent that the teacher is an important vehicle in deter-
mining the level of the interaction cited. Indeed, Rogers
maintains that while students may perceive the relationship
differently, it is neither helpful nor essential that the
teacher manipulate the relationship for specific kinds of

students39

He contends that attempt to alter the relation-
ship will destroy the most helpful and significant aspects
of the experience, genuineness of relationship between two
persons.

A number of studies have investigated therapists'

and teachers' conceptions of the helping relationship.

Soper and Combsuo, Reitz, Very and Guthrieul; and Combs and

37 Carl R. Rogers, "The Necessary And Sufficient
Conditions Of Therapeutic Personality Change", in Journal
of Counselling Psychology, Vol. 21, No. 2, 1857, p. 100.

38 Carl R. Rogers, Ibid.

39 Carl R. Rogers, Ibid.

40 Daniel W. Soper and Arthur W. Combs, "The Helping
Relationship As Seen By Teachers And Therapists", in Journal
Of Consulting Psychclogy, No. 26, 1962, p. 288.

41 W. E. Reitz, P. S. Very and G. M. Guthrie,
"Experience, Expertness, And Ideal Teaching Relationships"
in Educational And Psychology Measurement, No. 25, 1965,
pp. 1051-1060.
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42 43

Soper all used a modification of Fiedler's Ideal Thera-
peutic Q Sort, with items changed to accommodate teacher-
student relationship, and all discovered a high correlation
between teachers' and therapists' ideal of the helping rela-
tionship. In their study, Combs and Soper found high agree-
ment between therapists and "good" and "poor" teachers. The
important implication is that there seems to be a consensus
concerning what the ideal helping relationship ought to be.
Further research in the broad spectrum of teacher-
student interaction has supported the position that the
teacher contributes significantly to the quality of the

4y, 45,06

teacher-student relationship. Anderson and his

42 Arthur W. Combs and Daniel W. Soper, "The Helping
Relationship As Described by 'Good' and 'Poor' Teachers'", in
Journal 0f Teacher Education, No. 4, 1963, p. 64-67.

43 F. E. Fiedler, "The Concept Of An Ideal Therapeutic
Relationship", in Journal Of Counselling Psychology, No. 14,
1950, pp. 239-245.

4y H, H. Anderson and Helen M. Brewar, "Studies Of
Teachers' Classroom Personalities, I, Dominative And Socially
Integrative Behavior Of Kindergarten Teachers" in Applied
Psychological Monographs, No. 6, 1945.

45 H. H. Anderson and J. E. Brewar, Studies 0f Teachers!
Classroom Personalities, III, Effects Of Teachers' Dominative
and Integrative Contacts On Children's Classroom Behavior" in
Applied Psychological Monographs, No. 8, 1946.

46 H. H. Anderson, J. E. Brewar and M. F. Reed,
Studies Of Teachers' Classroom Personalities III, Follow-Up
Studies Of The Effects Of Dominative And Integrative Contacts
On Children's Behavior", in Applied Psychological Monographs,
No. 11, 19u6.
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associates carried out several studies to determine whether

the influence of teacher behavior affected the psychological
atmosphere of kindergarten and primary grade classrooms. Find-
ings indicated that teachers who employed dominative techniques
.produced aggressive and antagonistic responses in pupils where-
as teachers who demonstrated socially integrative behavior
appeared to engender co-operative, friendly, and self-directed
behavior patterns. Flanders”7 discovered a direct relation-
ship between pupil achievement and teacher influence upon the
attitudes of pupils. Warm behaviorlon the part of teachers

led to greater work involvement and interest, increased crea-
tivity, self-direction, positive social—em&tional adjustment
and group cohesiveness. Christensenu8 generalized Flander's
findings to objective indexes for academic achievemenf and
found that teacher warmth was related to elementary pupils'
achievement of vocabulary and arithmetic. Dixon”9 and Morse
verified that individuals who have high empathetic capacity

are also seen by students as their best teachers.

47 N. A. Flanders, "Teacher Influence, Pupil Attitudes,
and Achievement", in Cooperative Research Monographs, No. 12,
Washington, D. C., U. S. A., Department of Health, Education
and Welfare, 1965,

48 C. M. Christensen, "Relationships Between Pupil
Achievement, Pupil Affect-Need, Teacher Warmth and Teacher
Permissiveness", in Journal of Educational Psychology, No. 51,
1960, pp. 169-174.

49 W. Robert Dixon and William C. Morse, "The Prediction
of Teaching Performance: Emphathetic Potential", in Journal of
Teacher Education, Vol. 12, September 1961, pp. 322-329.
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In a study more directly reléted TO ﬁogers' ideal
therapeutic relationship, Aspyso determined that grade three
pupils whose teachers were high on levels of empathy, respect
and - genuineness showed significantly greater gains in reading
achievement. In a further study, Aspy and Hatlock ™ disco-
vered that pupils were significantly more truant where tea-
chers wére rated low on‘the dimensions above. Emmerling'ssz
ddta lent étrong support to the hypothesis that teachers who
are identified as "open" will be perceived as engendering
more of a posiﬁive helping relationship than those who are
identified as "cldseé". All the helping relationship varia-
bles differentiated betwecn the two teacher groups at more
than- .01 level of significance. Lewis, Lovell, and Jesse53

hypqthesized'that students who perceive their teacher in the

direction of an ideal therapeutic relationship will make

" 50 D. N. A. Aspy, "The Effect Of Tecacher-Offered
Conditions Of Empathy, Positive Regard and Congruence Upcn
Student Achievement", in Florida Journal of Educatioral
Research, No. 11, 1969, pp. 39-48.

51 D. N. A. Aspy and W. Hatlock, "The Effect Of Figh
And Low Functioning Teachers Upon Student Performance”, in
R. R. Carkhuff and B. G. Berenson, Bzyond Counselling And
Therapy, New York, Holt, Rinehart and Winston, 1967, p. 287.

. 52 F. C. Emmerling, A Study Of The Relationships
Between Personality Characteristics of Classroom Teachers And
Pupils! Perception of These Teachers, unpublished doctoral
dissertation, Auburn University, 1961.

53 William A. Lewis, John T. Lovell a
"Interpersonal. Kelationship apd ~fupil Progres
and Guidance Journal, Vol. W44, 1968--66, ». 3

o3

d B. E. Jesse,
", 1i Terssornncl
) =

~u01,

(O U
Ty N




REVIEW OF THE LITERATURE 16

greater academic gains. Lewis and his associates made com-

parisons using the Teacher Pupil Relationship Inventory

which they developed, and selected subtests of the Iowa Test

of Basic Skills. Their hypothesis was confirmed in relation

to sixth grade pupils but not in relation to ninth grade
pupils.

The authors suggest that the discrepancy between
their findings at the different grade levels may be partly
explained by the fact that pupils' dependency and maturity
needs are different at different levels. While they mention
that the duration of the interaction, a forty minute period
in contrast to a full day, may bring about different rela-
tionships, they appear to be unconvinced of this possibility.
Rather, they conclude their statement by indicating they
"believe interpersonal relationship is an important factor
for ninth grade tooSq”. . :

This latter interpretation of Lewis and his associates
is consistant with recent research by Pierce and Schauble55

in connection with graduate students. Carkhuff and his asso-

ciates have stated, as well, that "certain teacher or helper

54 William A. Lewis, et. al., Op. Cit. p. 401.

55 R. Pierce and P. Schauble, "Graduate Training
For Facilitative Counsellcrs: The Effects Of individual
Supervision", in Journal of .Counselling Psychology, Vol. 17,
No. 3, 1970, p. 210-215.
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offered responsive and initiative dimensions are active and
effective ingredients in all human learning processes".56

In summary, while the studies cited have successfully
demonstrated the utility of helping relationship qualities in
teachers, no research to date has investigated the efficacy
of these same qualities in the school principal. Neither has
any study related these qualities to the leadership style
which Rogers considers important. Moreover, with the excep-~
tion of Lewis' study, all investigation in schools has taken
place at the elementary level. There is a definite need,

accordingly, not only to include the principal in investiga-

tion, but also to extend study to the secondary school.
3. Leadercship Concepts

Leadership, the concept which Rogers integrates with
helping relationship for efficiency, has been examined from
various assumptions. It was first assumed that having cer-
tain personality traits made one a leader. Accordingly,
self-analysis, superordinate report and experimental measures;

such as Thurstone's factorial analysi857, Henry's Thematic

56 Robert R. Carkhuff, "Training As A Necessary
Pre-Condition Of Education: The Development And Generaliza-
tion Of A Systematic Resource Training Model" in Journal Of
Rescurces and Develcpment In Education, Vol. 4, No. 2, Winter
1971, p. 6.

57 L. L. Thurstone, A Factorial Study of Perception,
Chicago, University of Chicago Press, 194L.
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Apperception Test58

s, Chapple and Donald's interaction chrono-
grapﬁsg were applied to determine special leadership qualities.
The lists provided, however, had little in common. In several
instances, contradictions were evident. These apparent incon-
sistencieg prompted several extensive reviews of the litera-
ture by Stogdillso, Myerssl and Gibb62 who concluded that
attempts to fiﬁd é consisten% psychological pattern of leader-
ship had failed.

Myers observed in his study, however, that certain
traits of an interdctiqnal nature, such as communication skills
and co-operation, correlated more highly than éid traits of a
psychological- nature. He-alsoc discovered that personal traits
had different predictive values for different group situations.

Accordingly, Myers concluded that leadership was a quality

which derived from the interaction of the leader with the

'58 William E. Henry, "The Business Executive: The
Psychodynamics Of A Social Role™, in American Journal of
Sociology, Vol. 54, January 1949, pp. 286-291.

59 Eiiot D. Chapple and Gordon Donald Jr., "A Method
For Evaluating Supervisory Personnel"”, in Harvard Business
Review, Vol. 24, Winter 1846, pp. 201-203.

60 Ralph M. Stogdill, "Personal Factors Associated
With Leadership: A Survey Of The Literature', in Journal of
Psycholeogy, Vol. 25, January 1948, pp. 35-71.

61 Robert B. Myers, The Development And Implications
0f A Conception Of Leadership Education, unpublished doctoral
thesis, University of Florida, 195k.

62 Cecil A. Gibb, "Leadership", in G. Lindzey. (Edito»),
Handbook of Social Psychclogy, Vol. 11, Cambridge, Massachuscsatts,
Addison-Wesley Publishing Company, 29534, pp. 877-920,




REVIEW OF THE LITERATURE 19

group situation. On the basis of this "newer" assumption,

sociological studies directed attention to discovering

63

group characteristics. Hemphill™ ™", for example, investi-

gated the dimensions upon which groups differed. Moreno64

took a sociometric approach in order to describe the

interpersonal structure of groups; Bavelasss, Leavitt66

67

and Shaw researched communication patterns in groups.

6 69

Several authors, Jacobsen 8, Levine and Butler 70

, Marquis’' ",

63 John K. Hemphill, Situational Factors In Leadership,
Columbus, Ohio, Ohio State University Press, 1949.

64 J. L. Moreno, Who Shall Survive? Beacon, New
York, Beacon House Pressgs, 1953.

65 Alex Bavelas, "Communication Patterns in Task-
Oriented Groups", in Dorwin Cartwright and Alvin Zander,
(Editors), Group Synamics, Evanson, Illinois, Row, Peterson
and Company, 1953.

66 Harold Leavitt, "Some Efforts 0Of Certain Commu-
nications Patterns On Group Performances", in Gary Swanson
et. al., (Editors), Readings In Social Psychology, New
York, Holt and Winston, 1952.

67 Marvin Shaw, "A Comparison Of Two Types of
Leadership In Various Communication Nets", in Journal Of
Abnormal And Social Psychology, No. 50, January 1955,
pP. 127-13%.

68 Eugene H. Jacobsen, Group Leadership In Man,
Pittsburgh, Carnegie Press, 1951.

69 Jacob Levine, and John Butler "Lecture vs. Group
Decision in Changing Behavior", in Journal of Applied
Psychology, Vol. 36, No. 1, February 1952, p. 239-33.

70 D. G. Marquis, Guetzhow and R. W. Heyns, "A
Social Psychological Study of The Decision-Making Conference'",
in Group Leadership And Men, Pittsburgh, Carnegie Press, 1951,
pp. 55-67.
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Hoffman and Marier7l, reporfed on the process of group
decision-making.

Broadly speaking, the service of sociological studies
was in their dispelling the view that leadership qualities
derived only from a single source, either the group or the
individual. Sociological studies pointed to the necessary
step of describing operationally how leadership responded
to both psychological and sociological determinants. In
this, they provided the way for subsequent behavioral studies
which focused attention importantly on the leader's behavior
in given group situations.

The Leader Behavior Description Questionnaire, an

72

instrument developed by Hemphill and Coons’“, initially

revealed a wide range of leader behavior dimensions. How-
73

s

ever, refinement through factorial analysis following

. . . . . I
further application of the instrument by Halpin and Wlner7},

71 Richard L. Hoffman and N. R. F. Marier, "The Use
of Group Decision to Resolve A Problem of Fairness", in
Personnel Psychology, 1959, pp. 345-359.

72 John K. Hemphill and Alvin E. Coons, "Development
of the Leader Behavior Description Questionnaire: Its Des-
cription and Measurement, Columbus, Ohioc, Ohio State University
Press, 1957.

73 See Andrew W. Halpin and B. James Winer, "A
Pactorial Study of the Leader Description", in Leader Behavior:
Its Description and Measurement, Columbus, Ohio, Ohio State
University Press, 1957.

74 Andrew W. Halpin, "The Leader Behavior And Effecti-
veness of Aircraft Commanders", in kRalph M. Stogdill and
Alvin E. Coons, (Editors), Leader Behavior: Ite Description
And Measurement, Columbus, Ohio, Ohio State University Press,
1957. '
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75 7

Hemphill®™, Evanson 6, Anderson and Brown77

, provided two
dimensions which accounted for most of the variance in
leader behavior. One dimension, "Initiating Structure”,
denoted behavior in which the leader "defines the role he
éxpects each member to assume, assigns tasks, plans ahead,
establishes ways of getting things done, and pushes for
production". The other, "Consideration", denoted behavior
indicative of "a certain warmth and rapport between the
supervisor and his group".78

In a recent summary, Bass79 cited over twenty studies,
related mostly to military and industrial settings, which

substantiated the two dimensional characteristics. Bass

concluded, however, that leadership was not simply the

75 John XK. Hemphill, "Patterns of Leadership Behavior
Associated With Administrative Reputations of the Department
of a College", in Journal of Educational Psychology, Vol. 66,
November 1965, p. 385-401.

76 Warren L. Evenson, "Leadership Behavior of High
School Principals", in National Association of Secondary
School Principals Bulletin, Vol. 43, September 1959,
p. 96-101.

77 Barry D. Anderson and Alan F. Brown, "Who's A Good
Principal?", in Canadian Administrator, Vol. 6, December 1962,
p. 9-12.

78 Edwin A. Fleishman and Edwin F. Harris, "Patterns
of Leadership Behavior Related to Employee Grievances and
Turnover'", Personnel Psychology, Vol. 15, No. 1, Spring 1962,
p. U3-44,

79 Bernard M. Bass, Leadership, Psychology, and
Organizational Behavior, New York, Harper and Row, 1960,
p. 101-105.
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presence of one dimension and the absence of the other.
Rather, leadership was an amalgam of both dimension variables.
He felt that appropriate weighting or mix of the dimensions
could be matched with sociological determinants to bring
about greater efficiency.

In spite of Bass' findings, however, some theorists
have tended to present some combination of the two dimensions
as the universally "best" style. Halpinso, for example,
seems to imply that the most effective behavior is charac-
terized by a composite of high "Initiating Structure" and
high "Considerétion". Similarly, Blake and Moutona; advocate
that "team management" characterized by maximum concern for
production and for people is universally more effective than
"impoverished management" characterized by low concern for
people.

While the Ohio studies and others appear to have
suggested that there is a best style of leadership, other
investigations supporting Bass have clearly revealed that
there is no universally successful leadership effectiveness.
From a review of over twenty studies which have examined

the relationship between the Ohio dimensions and other mea-

sures of effectiveness, such as, productivity, performance

80 Andrew W. Halpin, Loc. Cit.

81 Robert L. Blake and Jane S. Mouton, The Manag=rial
Grid, Houston, Texas, Gulf Publishing Company., 1964.
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under stress, grievance, and absenteeism, Korman82 concluded
that the use of "Initiating Structure" and "Consideration”
had no significant predictive value. Similarly, following
extensive research Fiedler reported:
While one can never say that something is
impossible, and while someone may well discover
the all-purpose leadership style or behavior at
some future time, our data and those which have
come out of sound research by other investigators
do not promise such miraculous cures.83
In place of the best style concept, Fiedler has
suggested the need for a theoretical framework which will
make provision not only for the characteristics of the
leader, but also for the group and given situation. Fiedler
began his research hypothesizing that "the individual who
perceives another person as similar tends to feel psychologi-
cally close, accepting, and permissive toward that person".su

Having gained some empirical support for this assumption

(Fiedler, Warrington and Blaisde1185) Fiedler decided to

82 A. K. Korman, "'Consideration', 'Initiating Struc-
ture', and Organizational Criteria -- A Review", in Personnel
Psychology: A Journal of Applied Research, Vol. 18, No. %,
Winter 1966, p. 349-361.

83 Fred E. Fiedler, quoted in Kenneth I. Blanchard,
"LLife Cycle Theory of Leadership", in Training And Development
Journal, May 1968, p. 27.

84 Fred E. Fiedler, "A Contingency Model for Leader-
ship Effectiveness", in L. Berkowitz (Editor), Advances in
Experimental Social Psychology, Vol. 1, New York, Academic
Press, 1964, p. 153.

85 Fred E. Fiedler, W. G. Warrington and F. J. Blaisell,
"Unconscious Attitudes As Correlates of Sociometric Choice in
a Social Group", in Journal of Abnormal and Social Psychology,
Vol. 47, 19852, pp. 790-796.
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ask the leader to think of all the individuals with whom he
had ever worked and then to describe the one with whom he
could work least well. These investigations revealed that,
"a person who describes his least-preferred co-worker in a
felatively favourable manner tends to be permissive, human
relations-oriented and considerate of the feelings of his
men!'.86 The attitudinal quality in the permissive leader
was such that he concluded of his subordinate, "Even if I
can't work with him, he may still be a very nice and valua-

ble person".87

On the other hand, Fiedler stated, "A person
who has what we have come to call a low LPC rating tends to
be managing, task-controlling and less concerned with the
human aspects of the job".88 Here, the leader says of the
worker, "if I cannot work with him, he is probably Jjust no
good".89
In both these instances, Fiedler defined style "as

the underlying need-structure of the individual which

86 Fred E. Fiedler, Engineer The Job to Fit the
Manager", in Joseph A. Litterer, Organizations, Vol. I
Toronto, John Wiley and Sons, 1969, p. 385.

2

87 Fred E. Fiedler, "A Contingency Model of Leader-
ship Effectiveness", in L. Berkowitz (Editor), Advances In
Experimental Social Psychology, Vol. I, New York, Academic
Press, 1964, p. 155.

88 Fred E. TFiedler, Loc. Cit.

89 Fred E. Fiedler, lLoc. Cit.
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. . . . . . . . 90
motivates his behavior in various leadership situations'".

Style was distinguished from leadership behavior which meant
"the particular acts in which a leader engages in the course
of directing and co-ordinating the work of his group members".
“Fiedler defined the leader as, "the individual (. . .) given
the task of directing and co-ordinating task-relevant group
activity, or who, in the absence of a designated leader,
carries the primary responsibility for performing these func-

92

tions in the group". The leader was effective "in terms

of the group's performance on the group's primary assigned
task".93
Having identified two reasonably distinctive styles,
Fiedler was still faced with fitting style:
1. +to the nature of the group, and
2. to some description of situation.
Fiedler began by distinguishing between natural
groups and task groups. The latter, deliberately created

By an organization to achieve certain goals, Fiedler, defined

as "a set of individuals who have proximity, similarity, and

90 Fred E. Fiedler, "A Theory of Leadership Effec-
tiveness, Toronto, McGraw-Hill, 1967, p. 36.

91 Fred E. Fiedler, Loc. Cit.

92 Fred E. Fiedler, Op. Cit., p. 8.

93 Ibid., p. 9.

91
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who share a common fate on task relevant events".gu As a

further refinement, Fiedler distinguished between three types
of task groups: interacting, coacting and counteracting.
1. Interacting — "Groups in which members are, and also
perceive each other to be, interdependent in achieving
a common goal".95
2. Coacting — "Groups in which members work individually
on a task, even if their performance might later be
summed to yield a 'group score' and even though co-
acting group members may indirectly affect each other's
per*formance".'96
3. Counteracting — "Groups typically engaged in negotia-
tions and bargaining processes, with some members
representing one point of view and others as opposing
or, at least, divergent point of view. Each indivi-
dual member, to a greater or lesser extent, works
toward achieving his own or his party's ends at the

expense of the o‘ther".g7

94 Fred E. Fiedler, "A Contingency Model For Leader-
ship Effectiveness", in L. Berkowitz (Editor), Advances In
Experimental Social Psychology, Vol. I, New York, Academic
Press, 1964, p. 152.

95 Fred E. Fiedler, Loc. Cit.
96 Ired E. Fiedler, Loc. Cit.

97 Fred E. Fiedler, A Theory of Leadership Effec-
tiveness. Toronto, McGraw-Hill, 1967, p. 20.
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The final step for Fiedler was to deél with the leader-
ship situation. From among the variables which could describe
situation, Fiedler investigated three:

1. Group Atmosphere (GA), the degree to which acceptance
is accorded the leader's behavior by the group;
2. Leader.Position Power (LPP), the degree of authority
inherent in the leader's positicn, and
3. Task Structure (TS), the degree of clarity or ambi-
guity of the task to be fulfilled.
Taking the situation variables together with the leader indivi-
dual and the group variables, Fiedler devised a model for lea-
dership effectiveness. TFiedler states that leadership in any
given situation will be contingent upon the favourability of
that si{u*tion. By favourability of situation Fiedler means,
"the ease with which the leader is able to influence the group
members, that is, the degree to which the group task and‘group
organization facilitate or hinder the leader's ability to exert
influence without resistance". 98

The theory is most easily illustrated in terms of
interacting groups. Where group acceptance of the leader
is high; where there is considerable positicn power, and

where task is highly structured, task-oriented leadership

88 Fred E. Fiedler, Op. Cit., p. 13.
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style is likely to be more effective in that all variables
are in the leader's favour. Where group acceptance is low;
where leader position power is low, and where task is highly
structured, task-oriented leadership is also more effective
in that the leader has nothing else to lose by being direc-
tive in his approach. However, in all other instances where
the situation is intermediate to these extremes, permissive
leadership is more effective.99

For coacting groups the leader must attend more to
each individual in that he cannot rely on the group as a
whole to motivate members toward desired efficiency. Because
coacting groups lack the bonds to bolster members psycholo-
gically, maintenance activity for this type of group usually
involves a quasi-therapeutic interaction initiated by the
leader.lOO Only in exceptional circumstances, where anxiety
is extreme to most group members, does task-oriented leader-
ship appear to be theoretically more suitable. In these
circumstances the threat of situation offers added favour-
ability to the leader.

Extensive practical application to military groups,

small farm supply companies, Belgian naval trainees and

other groups has lent strong support to Fiedler's contingency

98 Fred E. Fiedler, Loc. Cit.

100 Fred E. Fiedler, Op. Cit., p. 220-223.



REVIEW OF THE LITERATURE 30

FAVOURABILITY OF SITUATION

Least to Most
Moderately
Favourable Favourable
PERMISSIVE~-ORIENTED . s
LEADERSHIP STYLE More Effective Less Effective
LEADERSHLP STYLE Less Effective More Effective

Figure 2. The Relationship between Leadership Style and
Favourability of Situation for Coacting Groups



REVIEW OF THE LITERATURE 31

modellOl. It was not until 1966, however, that any attempt

was made to validate the model for schools. From his inves-
tigation of elementary principals, McNamara102 discovered
_that low LPC principals were more task-oriented than high
LPC principals. They attached greater importance to ins-
tructional matters and prescribed more of the methods their
teachers were to use. Still, they expected their teachers
to present ideas which might better the school. In contrast,
high LPC principals seemed to supervise their teachers less
actively. Much of the responsibility for arriving at school
policy was undertaken by these principals themselves. Hawley103
also looked at the behavior of elementary principals but by
relating LPC scores to those obtained from form twelve of the
Leader Behavior Description Questionnaire. His correlations
revealed that low LPC principals rated high on Initiating
Structure (defines his role clearly and lets others know what

he expects) and Role Assumption (actively engages in the
ieadership role). They were moderately high on Representation

(speaks and acts as the group representative. Persuasiveness

101 Fred E. Fiedler, Op. Cit., p. 63-129.

102 Vincent D. McNamara, The Principals' Personal
Leadership Style, The School Staff Situation, and Schocl
Effectiveness, unpublished doctoral thesis, University of
Alberta, Edmonton, 1968.

103 David E. Hawley, A Study of the Relationship
Between The Leader Behavior and Attitudes of Elementary
School Principals, unpublished master's thesis, University
of Saskatchewan, Saskatoon, 1969.
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(uses persuasion and argument effectively), and Production
Emphasis (applies pressure for production output). In another
study McKaguelou correlated secondary principals' LPC scores
with those obtained from the Organizational Climate Descrip-
tion Questionnaire. His results showed that low LPC princi-
pals seem to be more managing and controlling in their rela-
tions with others. Principals with this style look for a

high level of performance and participation from their teachers.
McKague also discovered that group acceptance of the principal
largely determines the extent to which a particular leadership
style is appropriate.

Much of McNamara's doctoral work concerned whether
groups in schools are ccacting or interacting, that is do
teachers function independently or interdependently. Although
he conceded that a strong argument might be made for viewing
teachers as interdependent with respect to the product of the
school, McNamara concluded that it is more realistic to con-
sider teachers as coacting individuals working independently
on their pupil assignments. Hawley's investigation has
provided only marginal support for this assumption. Of the
staff he questioned, 54.5 percent thought teachers worked

independently while 45.5 percent thought they worked

104 Terence R. McKague, LPC - A New Perspective On
Leadership, in Educational Administration Quarterly, Vol. 6
Autumn 1870, p. 13.

b
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cooperatively. Although Fiedler has suggested that "prac-

tically all classroom situations fall into the coacting

105

category", he acknowledges the need further investigation.

Other findings in connection with coacting groups are

important to Rogers' concept of leadership for schools.

Fiedlerlos, Meuwese107 and Chemers108 have found that members

of coacting groups:tend to be less anxious and tense when

leaders are permissive-oriented. Hutchins and Piedlerlog,

Fiedler, Meuwese and Oonk110

have revealed that quasi-thera-
peutic, permissive, accepting leaders make possible greater

member satisfaction and personal adjustment. These findings

105 Fred E. Fiedler, Op. Cit., p. 20.

106 Fred E. Fiedler, "Assumed Similarity Measures As
Predictors of Team Effectiveness'", in Journal of Abnormal And
Social Psychology, Vol. 49, p. 381-388.

107 W. A. T. Meuwese, The Effect of the Leader's
Ability and Interpersonal Attitudes On Group Activity Under
Varying Conditions of Stress, unpublished doctoral thesis,
University of Amsterdam, 1964.

108 M. M. Chemers, F. E. Fiedler, Duangduen Lekhyananda
and L. M. Stolurow, "Some Effects of Cultural Training On
Leadership In Heterocultural Task Groups", in International
Journal of Psychology, Vol. 1, 1966, p. 257-270.

109 E. B. Hutchins and F. E. Fiedler, "Task-Oriented
and Quasi-Therapeutic Role Functions of the Leader in Small
‘Military Groups", in Sociometry, Vol. 23, 1966, p. 393-406.

110 F. E. Fiedler, W. A. T. Meuwese and Sophie Oonk,
"Performance of Laboratory Tasks Requiring Group Creativity",
in Acta Psychologica, Vol. 18, 1961, p. 100-1189.
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seem to support Rogers' postulate. He has speculated that
leadership which projects a helping relationship will best

set the conditions for desirable interaction.
4. Conclusion

Fiedler has stated that the leadership situation must
determine what style is most effective. He has suggested
that permissive-oriented leadership style offering quasi-
therapeutic benefits may be more suitable for groups such
as students and teachers. Rogers has stated that the leader-
ship best suited to helping teachers and students is a faci-
litating style, one within which the principal manifests the
characteristics of a helping relationship. These assertions
seem to indicate that there is a connection between the
possession of permissive leadership style and the achievement

of a helping relationship.
5. Statement of the Problem

In theory, greater helping relationship at the
principalship level should be associated with principals
having a permissive style of leaaership. Permissive lea-
dership in principals should also make it more possible
for teachers to project a helping relationship to their
students. The problem is to determine whether these theo-

retical relationships apply in the high school situation.
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6. The Hypotheses

The two hypotheses arising from the problem follow in

the null form:

1.

There is no significant difference between the helping
relationship scores of Ontario secondary principals
who have a permissive-oriented leadership style and
the helping relationship scores of Ontario secondary
principals who have a task-oriented leadership style.
There is no significant difference between the helping
relationship scores of Ontario secondary teachers who
work under permissive principals, and the helping
relationship scores of Ontario secondary teachers who
work under task principals.

The data collecting and statistical analysis procedures

used to test the hypotheses are outlined in the next chapter.



CHAPTER II
EXPERIMENTAL DESIGN

The intent of this chapter is to present the methods
for collecting data and the types of analytical procedure
used in the study. The chapter begins with a description of
the sample. The sections following include a deséription of
the instruments and a statement of the procedural format for

statistical analysis.
l. The Sample

To test the occurrence of permissive and task-oriented
leadership styles in Ontario secondary principals, a sample
of 124 secondary principals was randomly chosen from composite
high schools of average membership size. From the findings,
fourteen principalsl (two subsamples of seven) representative
of the dichotomy in leadership style were taken for further
analysis. All subsample principals had been appointed not
later than September 1968, and were accepted for further
analysis.

To test for the occurrence of‘helping relationship

"at the principalship level, seven teachers were randomly

1 Sixteen principals were asked to participate in the
study. One of these refused; accordingly, one principal was
randomly dropped to maintain the balanced design.
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chosen from each subsample principal's teaching staff. Simi-
larly, to test for the occurrence of helping relationship at
the teacher level, ten students were randomly drawn from
among the students taught regularly by the teachers referred
to above. In all,‘ninety—eight teachers and nine hundred

and eighty students were tested.
2. The Instruments

The following instruments were used in gathering data

from the samples described.

(a) The Barrett-Lennard Relationship Inventory (RI)

Follcowing Rogers'2 statement of conditions necessary
and sufficient fér therapeutic personality change, Barrett-
Lennard3 set about to provide an instrument which would
measure these change producing agents. The Relationship
Inventof§ (RI)4 which he devised measures five variables:
congruence, empathetic understsnding, positive regard, uncon-

diticnal regard, and willingness to be known. The theoretical

2 Carl R. Rogers, "The Necessary And Sufficient
Conditions of Therapeutic Personality Change", in American
Psychologist, Vol. 13, 1958, p. 1u42-1k9,

3 G. T. RBarrett~Lennard. Dimensicns of Perceived
Therapist Response Relaied Te Therapeutic Change, unpu-
lished doctoral dissertation, University of Chicago., 1.959.

4 See Appendices 1 and 2.
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concepts, "congruence" and "empathetic understanding", corres-

5,6

pond closely to definitions by Rogers "Level of regard"

and "unconditionality of regard" were developed by Standal7
‘and later accepted by Rogers in place of his term "acceptance".8
The variable, "willingness to be known" was derived by Barrett-
Lennardg. It relates to Rogers' fifth condition for signifi-
cant learning in therapy and education, that is, wanting to
be seen as a facilitator who wishes to communicate a helping
relationshiplo.

In Barrett-Lennard's client-therapist investigation,

the first four variables were discovered to be useful as

indices in denoting desirable change and growth. The variable

5 Carl. R. Rogers, Loc. Cit.

6 Carl R. Rogers, "A Theory Of Therapy, Personality,
And Interpersonal Relationships", in S. Koch, (Editor),
Psychology: A Study of Science Vol. 3, Formulations Of The
Person And Social Context, New York, McGraw-Hill, 1959,
p. 184-257.

7 S. W. Standal, The Need For Positive Regard: A
Contribution To Client-centered Therapy, unpublished doctoral
thesis, University of Chicago, 195u4.

8 Carl R. Rogers, "Significant Learning: In Therapy
And In Education", in Ben M. Harris, Supervising Behavior In
Education, Englewood Cliffs, New Jersey, Prentice-Hall, 1963,
p. 287.

9 G. T. Barrett-Lennard, "Dimensions of Therapist
Response As Casual Factors in Therapeutic Change", in
Psychological Monographs, General And Applied, Vol. 76, p. 3.

10 Carl R. Rogers, Op. Cit., p. 287-288.
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"willingness to be known" was not significantll. In view of

this, researchers who have applied the Relationship Inventory
to schools have not to date included the fifth variable. It
has been considered as part of this investigation, however,
to determine whether it is a useful indice, as Rogers suggests,
for principal-teacher relationship.
Barrett-Lennard provides the following descriptions

of the variables in the Relationship Inventory.

1. Congruence is stated to be:

the degree to which one person is functionally
integrated in the context of his relationships with
another, such that there is absence of conflict or
inconsistency between his total experience, his
awareness, and his overt communication.

"Total experience" in the context of this definition is

intended to reflect Rogers' definition of "experience".13

2. Empathetic understanding is:

the extent to which one person is conscious of
the immediate awareness of another. Qualitatively,
it is an active process of desiring to know the
full present and changing awareness of another per-
son, of reaching out to receive his communication
and meaning and of transcribing his words and signs
into experienced meaning that matches at least those
aspects of his awareness that are most important to
him at the moment.l"

11 G. T. Barrett-Lennard, Op. Cit., p. 30-31.
12 6. T. Barrett-Lennard, Op. Cit., p. L.
13 Carl R. Rogers, Op. Cit., p. 197.

14 6. T. Barrett-Lennard, Op. Cit., p. 3.
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3. Level of Regard:

refers here to the affective aspect of one
person's response to another. This may include
various qualities and strength of 'positive' and
'negative' feeling. Positive feelings include
respect, liking, appreciation, affection, and any
other affectively abient responses. Level of re-
gard is the general tendency (at a given time) of
the various affective reactions of one person in
relation to another.lb

4. Unconditionality of Regard:

in contrast with level of regard (. . .) is
specifically concerned with how little or how much
variability there is in one person's affective res-
ponse to another. It is defined as the degree of
constancy of regard felt by one person for another
who communicates self-experience to the first.l6

5. Willingness To Be Known is:

degree to which one person is willing to be
known as a person, by another, according to the
other's desire for this. To be known as a person
is considered here to involve especially the sha-
ring of experiences and perceptions of the self,
perception of and feelings toward the other, and
perceptions of the self-other interaction or rela-
tionship (referred to, collectively, as self-
experience).

The item content for the Relationship Inventory was
prepared in association with staff members of the University
18

of Chicago Counselling Center and Carl R. Rogers™ . The

eighty-five items included in the instrument yield a total

15 6. T. Barrett-Lennard, Op. Cit., p. 3.
16 6. T. Barrett-Lennard, Op. Cit., p. L.
17 Ibid., p. 5.

18 Ibid., p. 1.
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score and five subtest scores, one for each of the variables
described in the previous section.

The multiple-choice form of the questionnaire provides
for three grades of positive response for each item (+1, +2, +3)
and three grades of negative response (-1, -2, -3). Each
grade indicates the strength of the respondent's feelings
concerning the correctness of each statement and whether or
not he considers it to be true or false. The possible res-
ponses are: +1, (I feel the item statement is probably true),
or -1, (I feel it is probably untrue); +2, (I feel that the
item statement is true), or -2, (I feel that the statement is
untrue); +3, (I strongly feel that the item statement is true),
or -3, (I strongly feel that the item is untrue)lg.

The method of scoring involves face-value weighting
of the numerical answer grades allowing each response either
to add or to detract from the variable score. The specific
method is to reverse the sign of the respondent's answers to
theoretically negative items (giving the answers to positive
and negative items the same theoretical direction) and then
to sum the item scores relevant to each variable. A possible
scoring range of -3n to +3n results, where n is the number
of item statements used for each variable. )
The reliability of the instrument has been indicated

in a number of studies. Correcte: .plit-half reliability

19 6. T. Barrett-Lennard, Op. Cit., p. 6.
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coefficients determined by Barrett-Lennard for client data
(N = 42) were: congruence, .89; empathetic understanding, .86;

level of regard, .93; unconditionality of regard, .82; and

20

willingness to be known, .82 Using a sample of forty-five

college students, Barrett-Lennard found that test-retest
correlations over a four week period were: congruence, .89;

empathetic understanding, .89; level of regard, .84; uncon-

ditionality of regard, .90; willingness to be known, .7821.

Corrected split-half reliability coefficients on the

first four variables by Emmerlingzz, Hollenbechzs, and

24 (these studies did not investigate the variable

25

Thompson
willingness to be known) ranged from .95 to .51. Bills
applied the Relationship Inventory to high school studentis

ranging from grades nine to twelve and derived the following

coefficients: congruence, .83; empathetic understanding, .80;

20 6. T. Barrett-Lennard, Op. Cit., p. 12.

21 G. T. Barrett-Lennard, Op. Cit.

22 F. C. Emmerling, Op. Cit., p. 1luu,

23 G. P. Hollenbech, The Use of The Relationship

Inventory In The Prediction Of Adjustment And Achievement,
unpublished doctoral thesis, University of Wisconsin, 1961.

24 Jack M. Thompson, "The Relationship Between Carl R.
Rogers' Helping Relationship Concept and Teacher Behavior', in
California Journal of Educational Research, Vol. 20, No. Y4,
September 1969, p. 30.

25 Robert E. Bills, unpublished information quoted in
F. C. Emmerling, Op. Cit., p. 145,
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level of regard, .90; unconditionality of regard, .78. The
variable willingness to be known was not included in his
study.

Content validity for the instrument was demonstrated
through the use of five Jjudges all of whom were experienced
client-centered counsellors. The judges classified each
item as a positive, a negative, or a neutral indicator of
the variable in question. Perfect agreement was achieved
except in the case of four items. Three of these were elimi-
nated; the remaining item which was inconsistent only to the
degree that one of the five judges gave it a neutral rating,
was retained.

A subsequent item analysis conducted on data collected
from clients indicated that none of the items contributed in
the "wrong" direction to its respective variable. In the
final set of eighty-five items contained in the Relationship
Inventory, each variable is represented by from 16 to 18

items.

(b) Least-Preferred Coworker Scale (LPC)

Fiedler's research began with an interest in opera-
tional measuring of interpersonal relationships, and in parti-
"cular, therapeutic relaticnships. During hic earlier efforts
he asked both patients and therapists to describe thumselves,

and therapists to predict the self-concept of their patients.
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The assumption underlying this approach was that psychothe-
rapists who really.understood their patients would be able
to ascertain how their patients would describe themselves.\
Findings indicated that therapists' predictions of their
patients were neither reliable nor accurate. It was the
case, however, that reputedly good therapists tended to
describe their patients as more similar to themselves where-
as reputedly poor therapists tended to describe their pati-
ents as quite dissimilar26’27.

Assumed Similarity (AS), the measure used in Fiedler's
psychotherapeutic research, was originally taken to indicate
psychological warmth. An alternative form of the instrument
applied to small task groups indicated that leaders perceived
similarity between their most and their least preferred co-
worker. A high Assumed Similarity Between Opposites Scores
(ASo) indicated leader acceptance of the worker as a person.

Conversely, a low ASo score indicated a negative leader atti-

tude toward his coworkerzs. The high ASo leader separated

26 Fred E. Fiedler, A Theory of Leadership Effective-
ness, Toronto, McGraw-Hill, 1967, p. 38.

27 These findings are somewhat consistent with
Barrett-Lennard's finding which confirmed that clients' per-
ceptions of relationship factors in therapists are better
predictors of change than therapists' perceptions of the
factors in their clients, and that expert therapists attain
higher scores in each relationship factor than non-experts.

See G. T. Barrett-Lennard, Op. Cit., p. 31.

28 Fred E. Fiedler, Op. Cit., p. L.
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worker performance from worker personality wﬁereas his coun-
terpart, low ASo, associated poor performance with undesira-
ble personality characteristics. This suggested that the
high ASo leader was convinced that good interpersonal rela-
tions were important for organizational efficiency.

More recently, Fiedler has directed his actention
to one of the two components in the Assumed Similarity of
Opposites éoworker description, that is, the least-preferred
coworker description (LPC). Indication has been that ASo
and LPC scores are highly ccrrelated, .80 to .90, and that
ASo scores and LPC séores may be interprected interchangeably29
Accordingly, the simpler LPC instrument is the scale now
most -frequently used.

ILPC scores were initially obtained by means of
Q-Techniques developed by Stephensonso. However, progressive
simplification has yielded the current fcrm of the instrument
which fbllows:Osgoode‘s31 Semantic Differential scale sheets
containing bipolar,adjectivé item832. Each of the items is

scored by a range of numbers from one, at the least favourable

29 Fred E. Fiedler, Loc. Cit.

30 W. Stephenson, The Study of Behavior: Q-Technigq
And Its Methodology, Chicago, University of Chicago Pr

e

31 C. E. Osgoode, "The Nature and heasurement
201-262.

in Psychological Bulletin, Vol. 49, 1952, pp.

b

372 See Appendix 3 for the Leas.-Preferic
Questionnaire (LPC).

Joierker



EXPERIMENTAL DESIGN 46

pole, to eight, at the most favourable pole, Scores from the
LPC scale are obtained by simplé summation of the item scores
describing the subject's least-preferred coworker.

The internal consistency of LPC scores, revealed by
split-half method for reliability is uniformly high. Corre-
lations range from .85 to .9533. In that the scale items
obviously deallwith peréﬁhality attributes (pleasant-unplea-
sant) rather fhan perscnal attributes (tall-short) changing
the content of the scale items has not resulted in a loss of
consteuct validity. Cronbacksq, for example, found that
content played little part in determining ASo scores. Simi-
larly, Stafford35 and Becker found that change of content
had very slight effect on LPC scores.

‘Fiedler36 reports that studies in connection with
bomber crews and tank crews in relatively stable situations
indicated that the stability of LPC scores over an eight
week pericd was .68. A study of mature airforce cfficers
o&er an eight week period indicated a test-retest correlation

of .65. Studies concerned with army inductees indicated

33 Fred E. Fiedler, Op. Cit., p. u7.

34 I,. J. Cronbach, "Processes Affecting Scores On
'Understanding of Others' and ‘Assumed Similarity'", in
Psychological Bulletin, Vol. 52, 1955, p. 177-1¢95,

35 . J. Stafford and S. W. Becker, '"Some Determinants
0f Organizational Success”, in Journal of Business, 1967 .

36 fred E. Fiedler. Op. Cit., ». 48,
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test-retest correlations on ASo and LPC scores ranging from
.31. to .74. Howéver, the low correlations were seemingly
accounted for by the intervening experience undergone by
certain of the military inductees involved in the testing.
A drastically changed experience for some was thought to
have been an intervening variable which led to a low pretest
posttest coefficient37. A more typical test consistent with
the other studies mentioned, involved inductee subjects who
had had previous experience in the military. Their test-
retest correlation ranged from .60 to .70.

Of particular relevance also are the findings reviewed
by McKague which indicate that principals who score similarly

on the LPC scale display a consistent pattern of behavior38.

(c¢) Group Atmosphere Scale (GA)

The Group Atmosphere Scale was devised by Fiedler to
test the degree to which a leadep feels accepted by the group.
The instrument modeled after the Least-Preferred Coworker

Scale described previously, contains ten highly intercorrelated

37 The writer does not feel this presents difficulty
in that the instrument is used in the study simply to dicho-
tomize leadership styles. Although the LPC coefficients avre
lower than the RI coefficients described in a previous section,
a range of .60 to .70 has been widely accepted in studies
dealing with personality attributes. -

38 Terrence R. McKague, "LPC -- A New Perspective On
Leadership", in Educational Administration Quarterly, Vol. 6,
Autumn 1970, p. 13.
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bipolar adjective itemssg. Each of the items is scored by a

range of numbers from one, at the least favourable pole, to
eight at the most favourable pole. Scores from the Group
Atmosphere Scale are obtained by simple summation of the
item scores indicating the leader's perception of his accep-
tance by a group.

The internal consistency of Group Atmosphere Scores
has been uniformaly high. Intercorrelations of scores among
three sessions with Belgian naval leaders were .76, .73 and
.83. Corrected split-half reliability of the scale was over

.90"0,

3. Collection of Data and Preliminary Analysis

To test the hypotheses developed in the previous
chapter, it was necessary to select two groups of secondary
principals. One group was to represent permissive leadership
style; the other task style. Secondly, it was desirable to

control for extremes of leadership.

In situations which provide little influence
and control over the group, the leader experiences
a threat to his need gratification and he, therefore,
exerts greater effort to achieve this goal. Under
these conditions, the high LPC leader will intensify
his interaction with his group, and his attempt to
gain prominence in the eyes of his members. The low

39 See Appendix 4.

40 Fred E. Fiedler, Op. Cit., p. 162,
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LPC leader will become more concerned with task

relevant aspects of the interaction and less

concerned with maintaining pleasant, rewarding

relationships.hl
Thirdly, it was necessary to measure the helping relationship
of permissive and task-oriented principals. Fourthly, it was
necessary to measure the helping relationship of teachers
wprking in relation to the two leadership styles mentioned.

The procedures mentioned and the results obtained are

indicated in the succeeding paragraphs.

(a) The Least-Preferrcd Cowovrker Questionnaire (LPC)

The Leasf—Préferred Coworker Questionnaire (LPC)
requested a principal to think of all the persons with whom
he had ever.worked and .then to describe the coworker with
whom he could work least well. The response to each of six-
teen items was to'be recorded'on the eight point bipolar
scale provided. A high LPC score indicated permissive lea-
dership style; a low LPC score indicated task style.

One hundred and twenty-four principals”z, randomnly
selected for testing, were mailed the LPC Questicnnaire.
Ninety-two of these, 74.2 percent of the sample, responded to
all items. An additional six principals, 4.9 percent, failed
to answer all items. Twenty-six principals, 20.5 percent,

did not reply.

Ll ¥red E. riedier, Op. Cit.. p. J9¢.

2 Sce Appendix 5 for LPC scores cof secondary princitals.
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Table I

Least-Preferred Coworker Raw Scores and
Means of Principal Subsamples

(N = 7)

Subsampie Raw Score Mean
19 1.19
25 1.56
Low 29 1.81
30 1.88
LpC 33 2.06
35 2.19
38 2,38
90 5.62
g1 5.69
: 0

LPC ‘
94 5.88
100 6.25

102 6.38

50
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Table II

Comparison of Least-Preferred Coworker Scores
of Principal Subsamples (N = 7)

Principal ' Mean

Subsample Raw Mean S.D. Diff. af t

Low LPC 29.86 5.81

High LPC 94,57 4.27 6l .71 12 21.73%
.99 = 2.68

tl1l2
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The sample of ninety-two principals revealed wide
ranges of LPC scores (19-102) normally distributed. Mean
scores for the sample ranged from 1.19 to 6.38. The mean
for the distribution of LPC means was 3.92; the standard
deviation was 1.06. Seven principals whose scores ranged
above 1.6 standard deviations from the mean were taken as
high LPC leaders. Seven principals whose scores ranged
below ~-1.4 standard deviations were taken as low LPC leaders.

The variance within high and low LPC principal groups
was found to be homogenous when Hartley's Fmax test was per-
formed. The obtained value of F = 1.522 was less than 5.82,
the value required for significance at the .05 level. A
t test performed on the means of the high and low LPC prin-

cipals subsamples proved to be significant at the .01 level.

(b) Group Atmosphere Questionnaire (GA)

In that the Ontario Department of Education makes
effort to afford equ;lity of opportunity throughout the
Province, Ontario secondary schools are relatively homoge-
nous in their conditions of work. As well, administrative
procedures must conform to a general framework of Regulations
set down by the Department. Accordingly, it was assumed
that two of Fiedler's situational variables, leader position

power and task structure, were similar for all principals.
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Table III

Group Atmosphere Raw Scores and
Means of Principal Subsamples

(N =7)
Subsample Raw Score Mean
55 5.5
59 5.9
s
LPC :
65 6.5
66 6.6
67 6.7
56 5.6
60 6.0
High ” oo
LPC -
66 6.6
68 6.8
68 6.8
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Table IV
Comparison of Group Atmosphere Scores of
Principal Subsamples (N = 7)

Principal Mean
Subsample Raw Mean S.D. Diff. df t
Low LPC 62.57 3.96
High LPC 63.14 T 0.46 12 0.236 NS
.99 = 2.68

t1l2
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The third variable, leader perception of group
atmosphere, was tested. Scores ranged from 18 to 80 for the
ninety-two principalsqs. The mean of these was 55.09 and the
standard deviation 14.37. Scores for principals in the two
LPC subsamples ranged frbm 556 to 68. All subsamples scores
fell within the range zero to +1 standard deviation. A t test
performed on the means of the two groups proved to be non-

significant. In that the two groups were similar, no substi-

tution was deemed necessary.

(¢c) Relationship Inventory Scores

In planning the study, it was deemed best to collect
Relationship Inventory data toward the end of the school year
when meaningful personal interaction had had an opportunity
to develop. Accordingly, schools were visited during a six
week period ending in the fourth week of May 1971. !

To test for the occurrence of helping relationshiﬁ
in subsample principals, seven teachers were randomly chosen
from staffs of these principals. Each teacher was asked to
complete the Relationship Inventory, in his role of teacher,
relatiﬂg his responses to his principal. Of the ninety-eight
teachers tested, forty-nine related their responses to low

LPC principals. The remainder identified with high LPC

principals.

43 See Appendix 6 for Group Atmosphere Scores of
Principals., :
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To test for the occurrence of helping relationship
in teachers, sampies of ten students were randomly drawn
from among students taught regularly by each teacher in the
samples described above. Each student participant was asked
to complete the Relationship Inventory, in his role of stu-
dent, relating his responses to his teacher. Four hundred
and ninety students responded in relation to teachers who
performed under low LPC principal leadership. An identical
number gave their answers in relation to teachers who per-
formed under high LPC principal leadership.

The Relationship Inventory presented eighty-five

items. Within these, five subscales measured the respondent's
perception of the helping relationship qualities, congruence,
empathetic understanding, positive regard, unconditional
regard and willingness to be known. A high total score
indicated high perception of a helping relationship. A high
subscale score indicated high perception of a particular
helping relationship quality.

The means and standard deviations of low and high
LPC principals' helping relationship as perceived by teachers
are presented in Table V. The means and standard deviations
of teachers' helping relationship under low and high LPC
principals, as perceived by students, are presented in

Table VI,
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Tabl

eV

Means and Standard Deviations of Relationship
Inventory Scores of Principals

(N = 49)

Relationship

Inventory Low LPC Principals High LPC Principals
Dimensions Mean S.D. Mean S.D.
Congruence 9.367 19.783 6.571 19.134
Empathetic

Understanding 2.184 12.747 0.490 16.211
Positive

Regard 23.673 lu.561 20.408 18.076
Unconditional

Regard -0.,306 13.808 ~-2.571 11.896
Willingness

To Be Known 9.469 13.572 7.306 15.143
Total 4y, 388 6L4.267 32.204 69.921
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Table VI
Means and Standard Deviations of Relationship
Inventory Scores of Teachers
(N = 490)

Relationship Under Under
Inventory Low LPC Principals High LPC Principals
Dimensions Mean S.D. Mean ‘ S.D.

Congruence 15.104 14.451 12.186 14.404L

Empathetic

Understanding 3.748 13.355 1.398 13.890

Positive

Regard 17.832 17.534 13.576 20.284

Unconditional

Regard -1.781 12.776 -2.537 12.479

Willingness '

To Be Known 13.274 13.334 9.3u41 15.341

Total 48.178 59.355 33.963 63.200
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4. Plan of the Statistical Analysis

The procedure for analysis will be:

1. to compute a t test of significant difference between
the means of Relationship Inventory total scores of
low and high LPC principals.

2. to use analysis of variance design with factors
nested to discover significant difference between
mean Relationship Inventory total scores of teachers
under low and high LPC principal leadership style.
The fiﬁdings from the procedures indicated above will

be presented in the next chapter.



CHAPTER III
PRESENTATION OF RESULTS

Statistical analysis was carried out on data from
the samples described using the procedures indicated in the
previous chapter. The findings from this are presented

below.
1. Results of Testing the First Hypothesis

The first hypothesis, presented in null form, stated
that there would be no significant difference between the
helping relationship scores of secondary principals having
high permissive leadership style (high LPC) and the helping
relationship scores of secondary principals having high task
leadership style (low LPC). A t test performed on the means
of Relationship Inventory total scores of low and high LPC
principals resulted in failure to reject the null hypothesis
at the .05 level of confidence. The value of t computed is

presented in Table VII.
2. Results of Testing the Second Hypothesis

The second hypothesis stated there would be no signi-
cant difference between the helping relationship scores of
teachers under permissive-oriented leadership style (high LPC

principals) and the helping relationship scores of teachers
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Table VII

Comparison of Helping Relationship Mean Scores
of Low and High LPC Principals (N = 7)

Low LPC High LPC Mean
Principals Principals Diff. t
Mean S.D. Mean S.D.

4by.38 33.16 32.20 26.93 12.18 .729 NS
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Table VIII

Analysis of Variance for Testing Significant
Difference Between Helping Relationship Scores
of Teachers Under Low and Under High
LPC Principal Leadership Styles (N = u49)

Source of

Variation SS daf MS F
L 5025.23 1 5024 .23 4. u9%
P:L 14652.97 12 1221.08 1.09
R:PL 93937.16 84 1118.30
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Table IX

Comparison of Least-Preferred Coworker Means
of Principals and Relationship Inventory
Means of Principals and Teachers

Score Mean
Dimension my m, Diff.
LPC 29.86 9L, 57 64, 71%%
RIP hy,39 32.20 12.18 NS
RI_t 48.18 33.96 14.22%
¥%p < 01
#*p < .05
m, : Means related to task leadership style
m Means related to permissive leadership style

22
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under task-oriented leadership style (low LPC principals).

Analysis of variance performed on the means of Relationship
Inventory total scores for teachers under high and low LPC

principals indicated the significant difference shown in

Table VIIT.
3. Summary of the Findings

Analysis was carried out on data for low and high LPC
secondary principals who perceived moderately favourable group
atmosphere in their leadership situations.

Results indicated that:

1. Secondary principals who have a high LPC leadership
style are not perceived by teachers to have signifi-
cantly different helping relationship from principals
who have a low LPC leadership style.

2. Secondary teachers working under high LPC principal
leadership style are perceived by students to have a
significantly different helping relationship from
teachers working under low LPC principals.

The results presented here will be discussed in the

next chapter.



CHAPTER IV
DISCUSSION OF THE RESULTS

This study was undertaken to investigate the following:
(a) whether secondary school principals having a permissive
leadership style differ in helping relationship from
those having task leadership style, and
(b) whether secondary teachers working under permissive
leadership style differ in helping relationship from
secondary teachers working under principals with a task
style.
Each of these purposes was intended to test theory developed
from the literature and presented in a previous section of
the report. |
Preceding chapters déscribed the samples, the data
collecting methods and the procedures used for statistical
analysis. The purpose of this chapter is to examine the
findings and relate them to the theory under investigation.
The chapter contains a section for each of the hypotheses

tested.
1. Discussion of the Results of Testing the Fiwst Hypother:«

In the null form, the first hypothesis stated that
secondary principals having permissive leadership style would

not differ significantly in helping relationship from those
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having task leadership style. The rationale underlying this
hypothesis was that if a particular leadership style did have
a more facilitating effect, it would be reflected in greater
helping relationship. Task-oriented leaders (low LPC) gener-
Jally dominate, prescribe and demand performance in order to
derive organizational efficiency. Such style characteristics
appear to be more taxing than facilitating. If this is so,
principals having the task style should be perceived to have
a low level of helping relationship. Permissive-oriented
leadership (high LPC), is characterized by greater effort to
identify with followers' needs. Because there seems to be
less prescribing, dominating and demanding in the high LPC
style, this leadership appears to offer greater personal
assistance. If this is really the case, principals possess-
ing the permissive style should be perceived to reflect a
higher level of helping relationship.

The test of the hypothesis revealed that teachers'
perception of helping relationship in the high LPC principals
did not differ significantly from that perceived in the low
LPC principals. Contrary to the prediction, the low LPC
principals achieved the higher scores.

One explanation for these results is that not all
persons remain themselves when they act in a superordinate
capacity. Rogers has stated that leaders must remain genuine

as persons if they are to project optimal helping relationship.
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This has also been Halpin's position. In reference to the
interpersonal dimension of his leadership paradigm, Halpin
has commented:

Consideration refers to behaviour indicative

of friendship, mutual trust, respect and warmth in
the relationship between the leader and the members
of his staff. It is important to. note that this
concept of consideration does not include what can
be best described as merely 'spray-gun consideration'.
The latter behaviour is typified by the PTA smile,
and by the oily affability dispensed by administra-
tors at faculty picnics and office parties. Promis-
cuous consideration defeats its purpose by its very
promiscuity.l
These assertions imply that leaders must carry their natural
identities to the leadership situation and maintain them
during all their interactions. If they alter in any way,
they forfeit some of the most helpful aspect of their en-
counter, the genuineness which followers seek. '

In responding to the leadership questionnaire some
principals may have been indiscriminant with goodwill in the
manner Halpin has indicated. Although the instrument urged
all of the respondents to indicate how they really felt,
some principals who obtained a high LPC score may have thought
it important to suppress their real attitudes in order to
reflect a concern for people. If some did respond in a soci-

ally acceptable way, they could have placed themselves far-

ther out on the permissive dimension of the LPC continuum

1 Andrew W. Halpin, Theory and Research in Administra-
tion, New York, MacMillan Company, 1966, p. 86.
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than their natural identities warranted. In contrast, the
principals who obtained low LPC scores may have given a more
accurate indication of their own personal identities. Unlike
their counterparts, these subjects do not attach a first pri-
ority to interpersonal relations. Such could have enabled
them to let their real biases show.

If a lack of genuineness actually did intervene in
the case of some principals, the non-significant difference
between helping relationships could have resulted because
teachers perceived the styles to be less different than the
test of the principals revealed.

In actual practice, however, it may be that the
broader profile of leadership concerns kept by low LPC prin-
cipals enables these leaders to project greater assistance
on a day to day basis. As generalists, these principals do
not feel that they have to limit their interests or restrict
their involvements. High LPC principals, on the other hand,
ﬁave internalized a specific concept for interaction which
is more taxing to their organizational behaviour. If these
leaders are to reflect the special concerns which they have
for the individual, they must be more prepared to moderate
their interventions and to guard against other influences
which might restrict the freedoms of their subordinates.
This means that high LFC principals must take more pressure
upon themselves. Otherwise, they stand to appear weak in

the particular leadership which they attempt to practice.
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The more challenging maintenance assignment which
high LPC principals have set for themselves leads one to
question whether these principals need to be more resolute
than low LPC principals. Certainly, higher resolve seems
essential if high LPC principals are to remain genuine in
their leadership role. Some subjects in the study may have
lacked what is seemingly an important quality. Such an
occurrence could have reflected in their lower heiping rela-
tionship scores.

School size may also have been a factor which influ-
enced the results. TFailrly large schools, such as the ones
in this study, tend to be more bureaucratic than other types.
The interaction between subjects seems to be less personalized2
Principals appear to be more authoritative specifying a large
number of the operational procedures which their teachers

performs.

Whether or not leaders of large groups feel that
they must exhibit these behaviours in order to be effective,
is open to question. Halpin seems to imply that large groups

impose additional responsibilities which deter both the

2 Richard H. Hall, "The Concept of Bureaucracy: An
Empirical Assessment”, in American Journal of Sociology,
Vol. 69, No. 1, July 1963, pp. 32-40.

3 Norman A, Robinson, A Study of the Professional
Role Orientation of Teachers and Principals and theilr
Relationship to Bureaucratic Characteristics of School
Organizations, unpublished doctoral thes:s, University of
Alberta, 1966.
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willingness and capability of leaders to be personable in
their behaviour.
In general, the leader in a large group tends
to be impersonal and is inclined to enforce rules
and regulations firmly and impartially. In smaller
groups, the leader plays a more personal role. He
is more willing (and perhaps also more able) to
make exceptions to rules and to treat each group
member as an individual.
If this assessment is accurate, low LPC principals may be
better suited to performing in the larger schools. Their
natural identity tends to be less personalized than that of
high LPC principals. This could give them a greater advan-
tage in remaining themselves.
It is interesting to note that the bureaucratic
behaviours of school principals do not offend most teachers.
Other studies have shown even more of a preference for this

kind of superordinate activitys’s.

Perhaps this is because
teachers seem to derive a higher sense of power when they

observe leadership that is highly bureaucratized7. This

4 Andrew W. Halpin, Theory and Research in Adminis-
tration, New York, MacMillan Company., 1966, p. 83.

5 D. A. MacKay, "Should Schools Be Bureaucratic?", in
The Canadian Administrator, Vol. 4, No. 2, November 1962.

6 John Hamilton House, An Analysis of Interpersonal
Influence Within A School Organization, unpublished doctoral
thesis, University of Alberta, 1966.

7 Gerald H. Moeller and W. W. Charters, "Relation of
Bureaucratization to Sense of Power Among Teachers', in Fred
D. Carver and Thomas J. Sergiovanni, Organizations and Human
Behaviour: Focus on Schools, Toronto, McGraw-Hill Book
Company, 1969, pp. 235-248.
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phenomenon includes the feeling of being important and influ-
ential in the operation of the school. Although low LPC
Principals are "more instruction-oriented, more perceptive

and vocal in supervision", they do make "more vigorous efforts
to involve teachers in discussing and deciding on school
problems".8 Such concern for their overall contribution may
have a greater appeal to teachers as professionals. Likert
certainly points to this as a possibility. He sees the suc-
cessful leader as one who exhibits administrative skills and

is supportive to his subordinates.
2. Discussion of the Results of Testing the Second Hypothesis

Stated in the null form, the second hypothesis predicted
that there would be no significant difference between the help-
ing relationship scores of secondary teachers who worked under
permissive principals, and the helping relationship scoresfof
secondary teachers who worked under task principals. The
rationale underlying this hypothesis relates to Rogers' state-
ments concerning significant learning and effective adminis-
tration. For Rogers, it is a student's perception of the
helping relationship in his teacher that is the significant
factor in learning. This being the case, the role of the

principal is to serve as a catalyst to facilitate desirable

8 T. R. McKague, "Leadership in Schcols", in The
Canadian Administrator, Vol. 7, May 1968, p. 33.
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teacher-student encounters. Permissive leadership style, less
Prescribing and démanding of the teacher and more attentive to
engenderiﬁg good interpersonal relationships, would seem to be
the more appropriate style for this assignment.

The test of the hypothesis revealed that significant
difference in helping relationship was perceived between tea-
chers working in relation to the two leadership styles. How-
ever contrary—to the prediction, it was the teachers under
the task-oriented principals (low LPC) who obtained the higher
helping relationship scores. Some reasons for this are sug-
gested in the following paragraphs.

Rogers has looked to business and industrial organi-
zations in order to support much of his argument for leadership
in schools. This is understandable in that organization theory
has shown that all organizations have many features in common.
Schools, however, do have certain characteristics which seem
to set them apart from most other organizations. These could
explain why task-oriented leadership appeared to be the more
effective style in this experiment.

Most organizations focus on output, productivity that
will return direct benefits to them. The school as an organi-
zation concentrates upon providing input which will benefit
its students, other organizations and society at large. This
important distinction in purpose may_bring about a difference

in participants' attitudes which enables the superordinate
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levels in schools to be more task-oriented. Such a possibility
has been acknowledged recently by Fiedler.

There might well be a psychological difference

in leading a group for the purpose of benefiting

the members and leading a group for the purpose of

benefiting the organization.
The few studies to date which have examined Rogers' application,
have taken students' output as the criterion for leader effec-
tiveness. This could explain why these studies have revealed
findings which are different from the ones discovered in this
investigation.

The school as a social system is more open than most
other organizations. Membership in the school is largely
unrestricted. School staff, particularly members at the ins-
tructional level, do not have the immunity from outside lay
judgment that professionals in other fields do. The greater
visibility which they experience could cause some teachers to
withold part of their true identity in the classroom. Stuéents
who want to know their teacher better as a person could see
less helping relationship as a result. The majority of stu-
dents, however, may be more concerned about their own visibi-

lity. (This seems possible in that parents, business and

higher education tend to look hard at the student's academic

8 Fred E. Fiedler, "Validation and Extension of the
Contingency Model of Leadership Effectiveness: A Review of
Empirical Findings", in Psychological Bulletin, Vol. 76,
No. 2, pp. 1u45-146. |
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record in evaluating his success and future potential). Their
basic preference, therefore, may be for direction from techni-
cally competent teachers who can teach certain skills and im-
part knowledge useful in the real world. The opposite desire
for permissive-oriented leadership could become increasingly
important to students after their important practical needs
have been met and progress beyond formal education seems to
have slowed. Such a possibility seems to be consistent both
with Maslow's ordering of needs and Argyris' statement on
maturation.

Most theorists of leadership have assumed that all of
the groups in organizations are alike. Rogers seems to have
done this in stating that certain qualities in the leader are
both "necessary and sufficient" for all encounters. TFiedler
has been one of the very few who have recognized that all
groups are not alike. Because he feels that "practically all
classroom situations fall into the coacting (and not the inter-
écting) category of task groups",10 Fiedler has suggested that
high LPC leadership may be the more effective style for schools.

It seems highly probable that the importance of

quasi-therapeutic leadership is greater in coacting
than in interacting group situations . . . The co-
acting group by definition is less dependent upon

each individual group member. In fact, interaction

among group members is neither required nor in many
situations welcomed since it interferes with the

10 Fred E. Fiedler, A Theory of Leaderhsip Effectiveness,
Toronto, McGraw-~-Hilil Book Co., 1967, p. 220.
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work. As a result, the individual tends to be
psychologically isolated and, therefore, more
vulnerable_ to maladjustive processes in the
situation.ll

Why do the results of the study not support Fiedler
when he has taken into account the fact that groups do differ?
One possibility is that secondary teachers and students are
interacting rather than coacting groups, that is instead of
performing independently, these group members may be func-
tioning interdependently. If they do interact, then teachers
and students as group members do not require the high degree
of quasi-therapeutic assistance which high LPC leadership
offers. Indeed, the low LPC style could be more effectivelz.
An equally important issue is whether Fiedler should have
included teaching and learning groups among task groups. It
would seem not, for by Fiedler's own definition a task group
is one which exists to benefit its organization. Teachers
and students function, of course, for reasons other than to
benefit their school.

Fiedler has recently recognized the sort of issues

mentioned in the previous sectiomns.

11 Fred E. Fiedler, Op. Cit., pp. 220-221.

12 See Octant III of the model for interacting groups,
p. 146, in Fred E. Fiedler, A Theory of Leadership Effective-
ness, Toronto, McGraw-Hill Bcok Company, 1967. The experimental
conditions and results of this study are similar to those
presented.
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The data on coacting task groups suggest that the

distinction between interacting and coacting task

groups might be unnecessary, while the distinction

between task groups and training groups might be

essential. The latter appear to follow quite dis-

similar rules.l13
It seems, however, that Rogers has not. In implying that
helping relationship is perceived most at all organizational
levels when superordinates are permissive-oriented, Rogers
appears to have extended his theory beyond its appropriate
application. Even in hospitals, organizations which would
seem to fit Rogers' theory best, permissive leadership style
does not appear to be effective for all groups. Nursing
supervisors seem to perform best when they are permissive-
oriented; head nurses, on the other hand, are perceived to
be most helpful when they are task—orientedlu. The secondary
school as an organization appears to be even further removed
from the cliient-therapist situation than the hospital. Accor-
dingly, the pattern of preferred leadership is different again.
It seems that Rogers' generalization increases in error as

situations involving interpersonal relationships depart more

and more from the clinical situation.

13 Fred E. Fiedler, "Validation and Extension of the
Contigency Model of Leadership Effectiveness: A Review of
Empirical Findings", in Psychological Bulletin, Vol. 76, No. 2,
p. 146. The data which Fiedler mentions was collected in stu-
dies of sales, management, naval and nursing trainees. One
elementary school is also included in the reference.

14 S. M. Nealey and M. R. Blood, "Leadership Performance
and Nursing Superiors at Two Organizational Levels", in Journal
of Applied Psychology, 1868, Vol. 52, No. 5, pp. 4lu-422,
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In summary, the results of the study reaffirm the
important need to test the appropriateness of Rogers' theory
for school administration. Within the limits of the study,
the LPC leadership style of secondary principals and their
helping relationship as perceived by teachers appear to be
relatively independent. When one looks at the helping rela-
tionship which students perceive in their teachers, however,
the low LPC style of leadership seems to be more effective
in setting the conditions for interaction between teachers
and students.

Some conclusions that may be drawn from the findings

will be présented in the next chapter.



SUMMARY AND CONCLUSIONS

The purpose of this study was to test assumptions made
by Carl R. Rogers in statements about school administration.
Rogers postulated that efficiency in schools is dependent upon
superordinate leadership being perceived by subordinates as a
helping relationship. On the basis of the rationale presented
in the report, this project was an attempt to aetermine
(a) whether helping relationship perceived in high school
principals is associated with their having a particular
style of leadership, and

(b) whether one leadership style in principals engenders more
helping relationship in teachers than another.

Helping relationship as described by Rogers was measured by

the Barrett-Lennard Relationship Inventory; styles of leader-

ship were determined using Fiedler's Least-Preferred Coworker
Scale. Task structuretand power in the leadership situation
were taken to be uniformly favourable. However, to avoid
effects which might have occurred because of extremes in group
atmosphere, principals' perceptions of group atmosphere were

measured by the Group Atmosphere Scale.

To test the theory put forth, two hypotheses were
presented.‘ In the null form, these stateﬁents were as follows:
1. There is no significant difference between the helping
relationship scores of Ontario secondary principals

who have a permissive-oriented leadership style and
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the helping relationship scores of Ontario secondary
principals who have a task-oriented leadership style.
There is no significant difference between the helping
relationship scores of Ontario secondary teachers who
work under permissive principals, and the helping
relationship scores of Ontario secondary teaéhers who

work under task principals.

The following conclusions were derived from testing

the hypotheses:

1.

The heliping relationship perceived in principals who
had a permissive-oriented leadership style (high LPC)
did not differ significantly from the helping relation-
ship perceived in task-oriented (low LPC) principals.
This implies that leadership style alone doss not set
the quality of a principalis helping relationship.

The helping relationship of teachers who performed
under high LPC principals was significantly lower

than the helping relationship of teachers who performed
under lew LPC principals. This implies that a prin-
cipal's leadership style is a fector that contributes
to the helping relationship which teachers project to
their students.

Bearing in mind the scope of the investigation, the

conclusion is that leadership style alone does not account

for the helping rciationshlp a high school principal achieves.
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The helping relationship which the principal projects as a
person, appears to derive from factors apert from his leader-
ship tendencies. Leadership style in principals does appear
to be an important factor, however, in setting the conditions
which enable teachers to achieve a helping relationship.
Teaﬁhers who perform under low LPC high school principals
seem to be more successful in projecting a higher level of
helping relationship to their students.

The conclusions listed above indicate that specific
hypotheses developed for this investigation have been tested.
Our awareness of the association which styie of leadership
bears to the achievement of a help;ng relationship has been
somewhat increased. However, in that the findings are valid
only within the specific conditions described, cauticn should
be exercised when their appropriateness for other situations
is being assessed. .

Since the research reported here represents cnly a
start at expiofing LPCcleadership styles in relation to Rogers'
hélping relationship application, there is a need to repli-
cate the inguirv and to extend its scope. Further investi-
gation into such factors as the size and the types of school;
the training and experisnce of the principal; the subject
field and educatlonal background of teachers, and the grade
and programne level of students might give added definition
to leadership effectiveness &3 it pertains to the concept of

a helping relationsiip.
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It seems particularly important to conduct further
research along thé continuum of leader-perceived group atmos-
Phere. Fiedler has suggested that the perception of change
in group atmosphere can intensify the leader's style tendency.
What effect the occurrence of this would have on the leader's
projection of a helping relationship is yet undetermined. In
that this investigation was carried out on one occasion during
a time when organizational change was prevalent for Ontario
secondary schools, it would. be well to replicate the study
longitudinally. From this undertaking, some indication of
leadership style's stability to engender the helping rela-
tionship might be obtained.

There is a need, as well, to look into the interpre-
tations that have been placed to date on the LPC style concepts.
It was indicated in the report that Fiedler has attributed a
quasi-therapeutic advantage to the style possessed by high
LPC leaders. This study has revealed, however, that high and
low LPC principals are not perceived to differ significantly
in the helping relationship they themselves possess. Further,
it was not the high LPC style which appeared to have greater
influence in engendering the perception of helping relationship
in others, but the low LPC style., Taken together, .these two
results have cast some doubt on Fiedler's assumption concern-
ing the therapeutic potential of the high LPC style. They
point to the need for further research into the meaning of

LPC leadership styles.
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Additional research is required, also, into Rogers'
assumptions that suggest prinecipals must concentrate their
foremost efforts to improving the interpersonal encounter
between teachers and students. Students in this study did
perceive a significant difference in the helping relationship
of teachers under two leadership styles. From this, Rogers
has gained some support. However, the greater occurrence of
hélping relationship under low LPC principals suggests that
the school administrator's prime contribution may not be a
socio-therapeutic one.

One method of resolving this particular uncertainty
might be to examine the effect of the administrator's influ-
encé'upon‘helping reiafionship within different crganizational
climates. Aﬁothér method would involve testing for discre-
pancy between actual and ideal helping relationships before
and after administrators underwent training sessicns such as
those sﬁégested'b§‘0arkhuff. The use of multivariate statis-
tical procedure to test helping quality variables as factors
would be an impcrtant part of such psychcanalytical research.

At the outset of this investigation, reference was
made to the very difficult administrative challenges which
are confrornting secondary principals. This study has explored
certain aspects of a theory put forth to derive greater effi-
ciency in the schoels. In sgc doing, it has reised important

questions about high LPC leadership and pointed to the



SUMMARY AND CONCLUSIOCNS 83

seemingly greater effectiveness_of the low LPC style. Further
studies, in the areas of investigation suggested, are essential
however, to give additional assurance to these findings. When
this research las been completed, school principals may be in

a better Position to declide upon the administrative emphasis

which best suits their situation.
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RELATIONSHIP INVENTORY (TEACHER)

Instructions:

ll

Please do not write your name, or the name of your PRIN-
CIPAL, on this form. Your responses to the following
questionnaire will remain anonymous. The data collected
from your participation and that of other Ontario high
school teachers (also randomly selected) will be used

for purposes of research being conducted at the University

of Ottawa.

Following are listed ways that a person may feel or

behave toward another person. Please consider each state-
ment in terms of your present relationship with ?our
PRINCIPAL. Mark each statement in the ieft margin accor-
ding to how strongly you feel that it is true, or notf
true, in your relationship with your PRINCIPAL. Answer
every item; this is most important.

+3: Yes, I strongly feel -1: No, I feel that it is

that it is true. probably untrue, or more
untrue than true.

+2: Yes, I feel it is ~-2: No, I feel it is not
true. true.

+1: Yes, I feel that it -3: No, I strongly feel
is probably true, or that it is not true.

more true than untrue.

Example: He is strict.



10.

11.

12.

13.

in.
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He respects me.

He triés to see things through my eyes.

He pretends that he likes me or understands me more
than he really does.

His interest in me depends partly on what I am
talking to him about.

He is willing to tell me his own thoughts and fee-
lings when he is sure that I really want to know
them.

He disapproves of me.

He understands my words but not the way I feel.
What he says to me never conflicts with what he
thinks or feels.

He always responds to me with warmth and interest —
or always with coldness and disinterest.

He tells me his opinions or feelings more than I
really want to know them.

He is curious about "the way I tick", but not really
interested in me as a person.

He is interested in knowing what my experiences
mean to me.

He is disturbed whenever I talk about or ask about
certain things.

His feeling toward me does not depend on how I am

feeling towards him.,
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He prefers to talk only about me and not at all
about ﬁim.

He likes seeing me.

He nearly always knows exactly what I mean.

I feel that he has unspoken feelings or concerns
that are getting in the way of our relationship.
His attitude toward me depends partly on how I am

feeling about myself.

He will freely tell me his own thoughts and feelings,

when I want to know them.

He is indifferent to me.

At times he jumps to the conclusion that I feel
more strongly or more concerned about sométhing
than I actually do.

He behaves just the way that he is, in our rela-
tionship.

Sometimes he responds to me in a more positive and
friendly way than he does at other times.

He says more about himself than I am really inter-
ested to hear.

He appreciates me.

Sometimes he thinks that I feel a certain way,
because he feels that way.

I do not think that he hides anything from himself

that he feels with me.
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He likes me in some ways, dislikes me in others.

He adopts a professional role that makes it hard

for me to know what he is like as a person.

He is friendly and warm toward me.

He understands me.

If I feel negatively toward him he responds nega-

\
tively to me.

He tells me what he thinks about me, whether I
want to know it or not.

He cares about me.

His own attitudes toward some of the things I say,
or do, stop him from really understanding me.

He does not avoid anything that is important for
our relationship. |
Whether I am expressing "good" feelings or “badf
ones, seems to make no difference to how positiQely —
or how negatively — he feels toward me.

He is uncomfortable when I ask him something about
himself.

He feels that I am dull and uninteresting.

He understands what I say, from a detached, objec-
tive point of view.

I feel that I can trust him to be honest with me.
Sometimes he 1s warmly responsive to me, at other

times cold or disapproving.
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44. He expresses ideas or feelings of his own that I
am not really interested in.

4LS5. He is interested in me.

46. He appreciates what my experiences feel like to me.

47. He is secure and comfortable in our relationship.

48. Depending on his mood, he sometimes responds to
me with quite a lot more warmth and interest than
he does at other times.

49. He wants to say as little as possible about his
own thoughts and feelings.

50. He‘just tolerates me.

51. He is playing a role with me.

52. He is equally appreciative — or equally unapprecia-
tive — of me, whatever I am telling him about
myself. .

53. His own feelings and thoughts are always availaﬁle
to me, but never imposed on me.

54. He does not really care what happens to me.

55. He does not realize how strongly I feel about some
of the things we discuss.

56. There are times when I feel that his outward res-
ponse is quite different from his inner reaction
to me.

57. His general feeling toward me varies considerably.
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He is willing for me to use our time to get to
know him better, if or when I want to.

He seems to really value me.

He responds to me mechanically.

I don't think that he is being honest with himself

about the way he feels toward me.

Whether I like or dislike myself makes no difference

to the way he feels about me.

He is more interested in expressing and communica-
ting himself than in knowing and understanding me.
He dislikes me.

I feel that he i1s being genuine with me.

Sometimes he responds quite positively to me; at
other times he seems indifferent.

He is unwilling to tell me how he feels about me.
He is impatient with me.

Sometimes he is not at all comfortable but we go
on, outwardly ignoring it.

He likes me better when I behave in some ways than
he does when I behave in other ways.

He is willing to tell me his actual response to
anything I say or do.

He feels deep affection for me.

He usually understands all of what I say to him.
He does not try to mislead me about his own thoughts

or feelings.
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75. Whether I feel fine or feel awful makes no difference
to how‘warmly and appreciatively — or how coldly and
unappreciatively — he feels toward me.

76. He tends to evade any attempt that I make to get to
know him better.

77. He regards me as a disagreeable person.

78. What he -says gives a false impression of his total
reaction to me.

79. I can be very critical of him or very appreciative
of him without it changing his feeling toward me.

80. At times he feels contempt for me.

8l. When I do not say what I mean at all clearly, he
still understands me.

82. He tries to avoid telling me anything that'might
upset me.

83. His general feeling toward me (of liking, respect,
dislike, trust, criticism, anger, etc.) reflects
the way that I am feeling toward him.

84. He tries to understand me from his own point of
view.

85. He can be deeply and fully aware of my most painful
feelings without being distressed or burdened by

them himself.

PLEASE CHECK TO BE CERTAIN THAT YOU HAVE RESPCNDED TO EVERY ITEM.
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RELATIONSHIP INVENTORY (STUDENT)

Instructions:

1.

Please do not write your name, or the name of your class
TEACHER, on this form. Your responses to the following
questionnaire will remain anonymous. The data obtained
from you and other Ontario high school students will be
used only for purposes of research being conducted at the

University of Ottawa.

Following are listed ways that a person may feel or behave

toward another person. Please consider each statement in

terms of your present relationship with your TEACHER,

i.e., the TEACHER who teaches you during this class period.

+3: Yes, I strongly feel -1: No, I feel that it is
that it is true. probably untrue, or more
untrue than true.

+2: Yes, I feel it is -2: No, I feel it is not
true. true.

+1: Yes, I feel that it -3: No, I strongly feel
is probably true, or that it is not true.

more true than untrue.

Examples: He teaches me many new things.

He is strict.
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He respects me.

He tries to see things through my eyes.

He pretends that he likes me or understands me more
than he really does.

His interest in me depends partly on what I am
talking to him about.

He is willing to tell me his own thoughts and
feelings when he is sure that I really want to

know them.

He disapprcves of me.

He understands my words but not the way I feel.
What he says to me never conflicts with what he
thinks or feels.

He always responds to me with warmth and interest -
or always with coldness and disinterest.

He tells me his 