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The extensive use of leadership training in industry 

suggests a need for validated information concerning the 

role of interpersonal behavior in the study of leadership 

styles. Early leadership research focused primarily on the 

traits of a leader. Subsequent research has attempted to 

f a correlation between leader behavior and personality 

type. Findings indicate that personality typologies, which 

include attitude and value constructs, are too broad to 

explain leader behavior. In order to move toward specificity 

in the study of leadership, it is necessary to determine if 

interpersonal behavior styles are related to leader behavior. 

The purpose of this study was to investigate the rela-

tionship of variables from data gathered on leadership styles 

from the Leader Behavior Analysis and variables related to 

interpersonal behavior reported from the Social Style of 

Behavior Profile. The dimensions of leadership style 

flexibility and social style of behavior versatility were 

also examined. 



A random sample of 100 corporate employees were used 

in this study. The research instruments that were tested 

for independence were the Leader Behavior Analysis and the 

Social Style of Behavior Profile. The results of this 

study indicate that the constructs of leadership style and 

social style are independent dimensions. Additionally, the 

results of the study indicate that the constructs of leader 

flexibility and social style versatility are independent 

dimensions. 
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CHAPTER I 

INTRODUCTION 

The study of leaders and the leadership phenomenon has 

been surrounded by a charismatic aura that defies a specific 

and cogent definition which is agreeable in nature by the 

academic and business community. Outstanding writers in the 

field of management agree that there are as many definitions 

of leadership as there are people who have attempted to 

define it (24). 

Stodgill (23) demonstrates the array of leadership 

perspectives as he states that leadership can be defined in 

the following ways: a leader is a person who possesses the 

greatest number of desirable traits of personality and 

character; leadership is both a personality and group 

phenomenon; it is also a social process involving a number 

of persons in mental contact in which one person assumes 

dominance over others; leadership is an interpersonal 

influencef exercised in a situation and directed through the 

communication process, toward the attainment of a specified 

goal or goals (25). 

Leadership behavior is generally defined as the 

particular set of actions demonstrated by a leader in the 

course of directing and coordinating the work of group 



members. Leader behavior may involve such acts as structur-

ing work relations, praising or criticizing group members, 

and showing consideration (9). 

The definitions of leadership are numerous and well 

represented in over 3,000 empirical investigations that have 

examined the phenomenon of leadership (23). The fervent 

search to define characteristics that will identify leaders 

and predict effective leadership is traced in the following 

synopsis of leadership history. 

During the past four decades, the concept of leadership 

has been researched from several perspectives. The more 

popular ones include trait theory (3, 10, 15, 23); leader 

behavior theory (23), contingency-situational theory (9, 14, 

26) . 

Trait theory attempts to isolate various traits and 

characteristics thought to be related to leadership behavior 

as an explanation of why some persons are leaders and others 

are not. Early findings indicate traits such as intelligence, 

emotional stability, dominant personality and high energy 

level to be associated with leadership status. 

Leader behavior theory emphasizes two independent 

dimensions that describe the behavior of leaders. One 

dimension, consideration, measures the extent to which an 

individual establishes a trusting interpersonal relationship 

with subordinates. The second dimension, initiating 



structure, measures the extent to which an individual 

organizes tasks and sets goals for subordinates. 

Trait theory and behavior theory differ in the aspect 

of whether leadership is an innate characteristic or a 

learned behavior. While trait theorists favor innate 

characteristics, behavior theorists suggest that leadership 

is a learned behavior. Behavioral theorists such as Blake 

and Mouton (5) go one step further in teaching that only one 

set of leadership behaviors is optimum for effective leader-

ship. 

Contingency-situational theory, however, suggests that 

the magnitude or direction of each relationship that exists 

between leader and subordinate is dependent on moderator 

variables (17). Examples of moderating variables in current 

leadership research include locus of control, situational 

favorability (19), subordinate personality variables (27), 

and work demands (16). Contingency-situational theory 

attempts to define moderating variables and predict their 

effects on the leader-subordinate relationship based on a 

particular situation (12). 

Rationale 

With several major theories competing for the primary 

leadership role, it is little wonder why so much time and 

effort has been expended on the identification of character-

istics associated with effective leadership. Bennis (2) is 



critical of the process in the claim that more has been 

Written and less known about leadership theory than any 

other topic in management. Further, Stodgill (23) questions 

if anything has been demonstrated by the massive body of 

leadership research. Much of the criticism leveled at 

leadership research is centered on ineffective scientific 

methods and statistical analysis of empirical data. For 

example, Dubin (8) points out the lack of correlation between 

leadership and productivity; Carter (7) and Gibb (11) indicate 

that leadership is not situation specific; and Barnlund (1) 

discovered that over half of the variance in the leadership 

role can be attributed to some stable individual character-

istic . 

Hence, the primary objective of this research is to 

descriptively formulate a framework and test the framework 

of stable individual characteristics of interpersonal 

behavior. The characteristics, when combined with other 

leadership variables, identify a more complete formula for 

leadership behavior than is generally hypothesized in current 

leadership research. A second objective is to review and 

critique the various leadership style theories. 

This research project was conceptualized after the 

observation of two apparent weaknesses in the application 

of leadership style theory. First, leadership style theory 

is inadequate in that it does not go far enough in 



identifying and explaining the importance of interpersonal 

relations and specific behavioral outcomes in the interaction 

process between the leader and subordinates. Runyon (21) 

supports the validity of this weakness by stating "that 

management style alone is insufficient to accept for 

differences in employee satisfaction, and that a broader, 

more comprehensive theoretical model is needed" (21, p. 290). 

For example, although leadership style is defined as 

the constant behavior pattern that is used in working with 

and through people, the behavior patterns are not explained 

by specific behavior attributes, e.g., aggression, compassion, 

caring, et cetera. The lack of behavioral attributes is 

evidenced in the description of an effective leader exhibit-

ing high task-low relationship behavior "seen as having well-

defined methods of accomplishing goals that are helpful to 

followers" (13, p. 80). 

Second, leadership style as defined and researched is 

a value-laden concept expressing attitudes through inferences 

and assumptions about leader behavior. The need for specific 

behavioral attributes rather than attitudinal or value con-

structs is expressed by Hersey and Blanchard (13) . Hersey 

and Blanchard contend that while the dimensions of their 

Tri-Dimensional Leader Effectiveness Model are dimensions of 

observed behavior, the Managerial Grid, the Three-Dimensional 

Management Style Theory, and Theory X and Theory Y are 



theories which describe attitudes toward production and 

people. 

Rosenfeld and Plax (20) support the need for specific 

behavioral attributes through research in the development of 

personality profiles which correctly identify leadership 

styles and detailed characteristics of each style. Rosen-

feld and Plax also suggest that defining specific attributes 

will lead to a more accurate analysis and prediction of 

leader behavior. 

In a related study, Sargent and Miller (22) note the 

lack of behavioral research while stating that the specifica-

tion of behavior would permit a clearer definition of the 

dimensions of leadership style. In an attempt to clarify 

specific behaviors, Sargent and Miller defined specific 

communication behaviors associated with specific leadership 

styles. 

The identification of a specific set of behaviors 

associated with leadership styles is influenced by the 

methodology and type of instrument selected for research. 

Rosenfeld and Plax (20) experienced success using the 

California Psychological Inventory, which measures inter-

personal behavior. 

The Social Style of Behavior Profile was selected as 

a research instrument for this study for two reasons. First, 

like the California Psychological Inventory, the Social 



Style of Profile measures observable interpersonal behavior. 

Second, the Social Style of Behavior Profile is relatively 

value free in construction. The profile was derived from 

Jung's personality typologies (see Chapter II). 

Underlying this research is a basic question regarding 

the relationship between interpersonal behavior styles and 

leadership styles. The correlation of behavior styles with 

leadership styles adds to the understanding of the impact of 

interpersonal behavior on leadership roles in the contingency-

situational framework. 

The task at hand is to first identify and then correlate 

specific behavior styles with specific leadership styles. 

The traditional method of establishing relationships is to 

test for construct validity. One of the several methods of 

identifying construct validity is to test for convergent 

validity. 

Statement of the Problem 

The problem of this study was the relationship among 

recognized leadership styles and styles of interpersonal 

behavior for corporate exempt employees. 

Purpose of the Study 

The general purpose of the study was to investigate 

the relationship of variables from data gathered on leader-

ship styles from the Leader Behavior Analysis and variables 
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related to behavior reported from the Social Style of 

Behavior Profile. The dimensions of leader flexibility and 

social style versatility were also examined. The constructs 

of leadership style and social style of behavior were 

examined for convergent validity. 

The specific questions asked in this study were 

hypothesized as follows. 

Hypotheses 

The following hypotheses were tested in this study. 

H1.—Classification in S-l leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Driver by the Social Style 

of Behavior Profile for corporate exempt employees. 

R—Classification in S-2 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Driver by the Social Style 

of Behavior Profile for corporate exempt employees. 

H3.—Classification in S-3 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Driver by the Social Style 

of Behavior Profile for Corporate exempt employees. 

H4.—Classification in S-4 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Driver by the Social Style 

of Behavior Profile for corporate exempt employees. 



H,..—Classification in S-l leadership style by the 
5 

Leader Behavior Analysis is related significantly to 

classification in Social Style Expressive by the Social 

Style of Behavior Profile for corporate exempt employees. 

H,.—Classification in S-2 leadership style by the 
6 

Leader Behavior Analysis is related significantly to 

classification in Social Style Expressive by the Social 

Style of Behavior Profile for corporate exempt employees. 

H7>—Classification in S-3 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Expressive by the Social 

Style of Behavior Profile for corporate exempt employees. 

H0.—Classification in S-4 leadership style by the 
O 

Leader Behavior Analysis is related significantly to 

classification in Social Style Expressive by the Social 

Style of Behavior Profile for corporate exempt employees. 
Hq.—Classification in S-l leadership style by the 9 

Leader Behavior Analysis is related significantly to 

classification in Social Style Amiable by the Social Style 

of Behavior Profile for corporate exempt employees. 

H1Q.—Classification in S-2 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Amiable by the Social Style 

of Behavior Profile for corporate exempt employees. 

H11.—Classification in S-3 leadership style by the 

Leader Behavior Analysis is related significantly to 
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classification in Social Style Amiable by the Social Style 

of Behavior Profile for corporate exempt employees. 

H^2.—Classification in S-4 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Amiable by the Social Style 

of Behavior Profile for corporate exempt employees. 

H13.—Classification in S-l leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Analytical by the Social Style 

of Behavior Profile for corporate exempt employees. 

H14.—Classification in S-2 leadership style by the 

Leader Behavior Analysis is related significantly to 

classification in Social Style Analytical by the Social 

Style of Behavior Profile for corporate exempt employees. 

H1r.—Classification in S-3 leadership style by the 
15 

Leader Behavior Analysis is related significantly to 

classification in Social Style Analytical by the Social Style 

of Behavior Profile for corporate exempt employees. 

H, ,.—Classification in S-4 leadership style by the 
16 

Leader Behavior Analysis is related significantly to 

classification in Social Style Analytical by the Social Style 

of Behavior Profile for corporate exempt employees. 

H17.—The classification of Leader Flexibility score by 

the Leadership Behavior Analysis is related significantly to 

classification of the Versatility Score by the Social Style 

of Behavior Profile for corporate exempt employees. 
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Definition of Terms 

The following terms are used in this study. 

Leadership style is the consistent pattern of leadership 

behavior that is demonstrated when working with and through 

people. For this research, leadership style is composed of 

task behavior and relationship behavior. 

Task or directive behavior is the extent to which 

leaders are likely to organize and define rules of the 

members of their group (followers); to explain what activi-

ties each is to do and when, and where and how tasks are to 

be accomplished; characterized by endeavoring to establish 

well-defined patterns of organization, channels of communica-

tion, and ways of getting jobs accomplished (13). 

Relationship or supportive behavior is the extent to 

which leaders are likely to maintain personnel relationships 

between themselves and members of their group (followers) by 

opening up channels of communication, providing socio-

emotional support, "psychological strokes," and facilitating 

behavior (3, 16). 

High task-low relationship behavior or high directive 

and low supportive behavior (S-l style) is referred to as 

telling behavior because this style is characterized by 

one—way communication in which the leader defines the roles 

of the followers and tells them what, how, when and where 

to do various tasks (6, 13). 
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High task-high relationship behavior or high directive-

high supportive behavior (S-2 style) is referred to as sell-

ing behavior because with this style most of the direction 

is still provided by the leader. He or she also attempts 

through two-way communication and socioemotional support to 

get the follower(s) to psychologically buy into decisions 

that have to be made (6, 13). 

High relationship-low task behavior or high supportive 

and low directive behavior (S-3 style) is referred to as 

participation because with this style, the leader and 

follower(s) now share in decision making through two-way 

communication with much facilitating behavior from the 

leader since the follower(s) have the ability and knowledge 

to accomplish the task (6, 13). 

Low relationship-task behavior or low supportive and 

low directive behavior (S-4 style) is referred to as 

delegating behavior because the style involves letting 

follower(s) make autonomous decisions through delegation 

and general supervision since the follower(s) are high in 

both task and psychological maturity (6, 13). 

Leader flexibility is the ability of a manager to 

appropriately adapt his or her leadership style behavior to 

meet the occupational maturity needs of the subordinate. 

Social style is the observable behavior that an 

individual exhibits most of the time. This observable 
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pattern of behavior makes it possible for others to 

generalize about a person's behavior based on consistent 

behavior from that person in the past (18). For this 

research, social style is defined as the combination of 

assertive behavior and responsive behavior. 

Assertive behavior is behavior that is exhibited by 

individuals who quickly state opinions with assurance, 

confidence or force. Less assertive behavior is 

demonstrated in people who seek information or ask questions 

more often than average and tend to avoid taking a stand 

with others (18). 

Responsive behavior is behavior that is indicative 

of how much feeling a person tends to display in public. 

Responsive behavior is manifested in the ability and willing-

ness to express emotions and impressions. Less responsive 

behavior is manifested in independence of, or indifference 

to feelings of others (18). 

Driving behavior is less responsive and more assertive. 

Analytical behavior is less responsive and less asser-

tive . 

Amiable behavior is more responsive and less assertive. 

Expressive behavior is more responsive and more asser-

tive . 

Versatility is a third but separate dimension of 

behavior that represents how others view a person's ability 
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to adapt to others and deal with relationships effectively. 

It reflects the effort that a person makes to have a 

relationship succeed, the skill when in this effort, and 

the endorsement that the person earns as a result of it (18) 

Summary 

This study is concerned with the relationship between 

leadership style and styles of interpersonal behavior. 

Chapter II presents a review of the relevant literature. 

Chapter III details the methodology used in this study. 

Chapter IV presents findings and Chapter V discusses the 

conclusions and offers recommendations for further study. 



CHAPTER BIBLIOGRAPHY 

1. Barnlund, D. C., "Consistency of Emergent Leadership in 
Groups with Changing Tasks and Members," Speech 
Monograph, 29 (March, 1962), 45-52. 

2. Bennis, W. G., "Leadership Theory and Administrative 
Behavior: The Problems of Authority," Administrative 
Science Quarterly, 4 (December, 1959), 259-301. 

3. Bird, C., Social Psychology, New York, Appleton-Century, 
1940. 

4. Blake, R. R. and J. S. Mouton, The New Managerial Grid, 
Houston, Gulf, 1978. 

5. , "Should You Teach There's 
One Best Way to Manage?" Training, 15 (April, 1978), 
24-29. 

6. Blanchard, K. H., D. Zigarmi, and M. Zigarmi, Leadership 
and the One Minute Manager, New York, William 
Morrow and Company, Inc., 1985. 

7. Carter, L. F., "Leadership and Small Group Behavior," 
In Group Relations at the Crossroads, edited by 
M. Sherif and M. 0. Wilson, New York, Harper, 1953. 

8. Dubin, R., "Supervision and Productivity: Empirical 
Findings and Theoretical Considerations," In 
Leadership and Productivity, edited by R. Dubin 
and others, San Francisco, Changler, 1965. 

9. Fiedler, Fred E., A Theory of Leadership Effectiveness, 
New York, McGraw Hill, 1967. 

10. Geier, John G., "A Trait Approach to the Study of 
Leadership in Small Groups," Journal of Communica-
tion, 4 (December, 1967), 316-323. 

11. Gibb, Cecil, "Leadership," In The Handbook of Social 
Psychology, 2nd ed., edited by G. Lindzey and 
E. Aronson, Reading, Massachusetts, Addison-Wesley, 
1969. 

15 



16 

12. Green, S. G., D. M. Neber, and M. A. Boni, "Personality 
and Situational Effects on Leadership-Behavior," 
Academy of Management Journal, 19 (June, 1976), 184-
194. 

13. Hersey, P. and K. H. Blanchard, Management of Organiza-
tional Behavior: Utilizing Human Resources, 
Englewood Cliffs, New Jersey, Prentice-Hall, Inc., 
1982. 

14. House, R. J. and M. L. Baetz, "Leadership: Some 
Empirical Generalizations and New Research Direc-
tions," In Research in Organizational Behavior, 
New York, JAI Press, 1979. 

15. House, R. J. and T. R. Mitchell, "Path Goal Theory of 
Leadership," Journal of Contemporary Business, 3 
(June, 1974), 97. 

16. Hunt, J. D. and V. K. C. Liebscher, "Leadership 
Preference, Leadership Behavior, and Employee 
Satisfaction," Organizational Behavior and Human 
Performance, 9 (February, 1973), 59-77. 

17. Kerr, S. and others, "Toward an Contingency Theory of 
Leadership Based Upon the Consideration and 
Initiating Structure Literature," Organizational 
Behavior and Human Performance, 12 (August, 1974), 
62-82. 

18. Merrill, David W. and Roger H. Reid, Personal Style 
and Effective Performance, Radnor, Pennsylvania, 
Chilton Book Company, 1981. 

19. Michaelsen, L. K., "Leader Orientation, Leader Behavior, 
Group Effectiveness, and Situational Favorability: 
An Empirical Extension of Contingency Model," 
Organizational Behavior and Human Performance, 9 
(April, 1973), 226-245. 

20. Rosenfeld, L. B. and T. G. Plax, "Personality Deter-
minants of Autocratic and Democratic Leadership," 
Speech Monographs, 42 (August, 1975), 203-208. 

21. Runyon, K. E., "Some Interactions Between Personality 
Variables and Management Style," Journal of Applied 
Psychology, 57 (June, 1973), 288-294. 



17 

22. Sargent, J. R. and G. R. Miller, "Some Differences in 
Certain Communication Behaviors of Autocratic and 
Democratic Group Leaders," Journal of Communica-
tions , 21 (September, 1971), 233-252. 

23. Stodgill, R. M., "Personal Factors Associated with 
Leadership," Journal of Psychology, 25 (January, 
1948), 35-71. 

24. Stoner, J. A., Management, Englewood Cliffs, New Jersey, 
Prentice-Hall, 1978. 

25. Tannenbaum, R., I. R. Weschler, and F. Massarik, 
Leadership and Organization, New York, McGraw-
Hill, 1961. 

26. Vroom, Victor H. and Phillip W. Yetton, Leadership 
and Decision-Making, Pittsburgh, University of 
Pittsburgh Press, 1973. 

27. Yukl, G. A., "Toward a Behavioral Theory of Leadership," 
Organizational Behavior and Human Performance, 6 
(June, 1971), 414-440. 



CHAPTER II 

REVIEW OF RELATED RESEARCH 

Introduction 

This chapter reviews relevant research in the litera-

ture from a historical perspective. Specifically, this 

chapter includes research relating to the development of 

current leadership theory and research relating to the 

development of current social style of behavior theory. 

Leadership Theory 

Leadership is one of the most popular and most written 

about subjects in management. Although there are many 

leadership theories, it is evident that a common thread 

can be found in similar theories which leads to the inquiry 

of the uniqueness of leadership theories in general. 

Leadership theory is discussed here as it relates to the 

history and development of the situational theory, which is 

used in this research. 

Great Man Approach 

The first generally accepted leadership theory is the 

Great Man Approach and is characterized in much of the early 

writings on leadership. This view suggests that certain 

inherent abilities or personality characteristics were passed 

18 
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from one generation to the next through biological genes. 

This belief was fostered by peasants who were ruled in 

ancient feudal systems by kings and royalty. The ancient 

notion was that instinct was more important in the making 

of a leader than training. The Zeitgeist was that leader-

ship lessons could be learned from studying the lives of 

great men. 

Gustavson (11) emphasized the importance of this theory 

in writings about leadership. The outcome of Gustavson's 

writings indicate that there were personality traits in 

great men that affected the course of human events. 

People who exhibited leadership personality traits were 

often characterized as charismatic leaders. Charismatic 

leaders were thought to be supernatural, superhuman or 

greater than normal human beings (19). The charismatic or 

Great Man Approach eventually lost popularity and was 

virtually abandoned in leadership literature until House 

(18) proposed a theory that charismatic leaders do exist in 

formal organizations and can have a profound effect on 

followers. The Great Man Approach was the predecessor to 

the Trait Approach. 

Trait Approach 

The Trait Approach contended that certain individuals 

possessed psychological and physical characteristics that 

allowed them to become leaders. A trait is defined as an 
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individual characteristic that can explain behavior and the 

earliest attempts to identify specific traits focused on the 

personality characteristics of successful leaders. Traits 

generally attributed to successful leaders are defined in 

three categories: social traits (sympathy, prestige, 

patience, tact); physical characteristics (physical attrac-

tiveness, weight, height and personality traits (enthusiasm, 

persistence, knowledge, originality, initiative) (7). 

Goode (10) summarized trait theory research but could 

not identify a consistent pattern of leadership traits. 

Certain traits were of primary importance in certain situa-

tions and of limited importance in different situations. 

Cunningham and Gephart (5) identified certain traits to be 

contradictory: kind but firm, pensive but active, steady 

but flexible, and forceful but cooperative. 

After fifty years of research, no single leadership 

trait or set of traits emerged that could distinguish 

leaders from nonleaders. As the research regarding leader-

ship traits accumulated, it became evident that there was 

little empirical support for the trait theory of leadership 

The failure to accurately predict traits of leadership 

effectiveness resulted in a different direction for leader-

ship research. Rather than attempting to define and analyze 

was a leader is, the research theme switched to observing 
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what a leader does. In an attempt to understand modern 

leadership theory, the major leadership styles are discussed 

below. 

Lewin, Lippitt, and White Studies 

The first major work to study leader behavior as an 

interactive process between leader and follower was con-

ducted by Lewin, Lippitt, and White (21) and Lippitt and 

White (23). The study was conducted on groups of ten-year-

old boys and girls who worked on hobby projects. The groups 

were exposed to democratic, autocratic and laissez-faire 

leadership styles while interaction patterns, aggression, 

hostility, affective reactions and quantity and quality of 

work were measured. 

Lippitt (22) defined what is meant by each style of 

leadership. The autocratic leader determined all policy 

for the group, dictated methods and stages of work, one 

step at a time, directed actions of the group, directed 

interactions of group members and praised in a personal 

manner. 

The democratic leader allowed group members to deter-

mine policies, gave perspective by explaining the process 

of goal attainment, allowed workers freedom to initiate 

tasks and interactions and praised in an objective manner. 

The laissez-faire leader gave complete freedom of action to 
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workers, provided material but refrained for interaction 

except to answer questions when asked. 

The Lewin, Lippitt, and White model depicted leadership 

along a continuum from authoritative, task related behaviors 

on one end to democratic, relationship oriented behaviors on 

the opposite end. Several studies and leader styles utilize 

the autocratic-democratic-laissez-faire model. More recent 

studies of this type have autocratic with "authoritarian," 

and democratic with "participative management." 

The Ohio State Studies 

The Ohio State studies were organized by Shartle in 

1945 and were the first major attempt to study leadership 

behavior or describe an individual's behavior while acting 

as a leader. Hemphill initiated this work at the University 

of Maryland and joined with Shartle at Ohio State to develop 

a list of 1,800 items describing different aspects of leader 

behavior (15). Halpin and Winer (13) factor analyzed the 

work of Hemphill which led to the identification of two 

basic dimensions of leadership behavior, consideration and 

initiation of structure in interaction. Consideration is 

the factor that determines the extent to which a leader 

exhibits concern for subordinates in terms of friendship, 

trust, respect, and warmth. 

Considerate leaders express appreciation for a job 

well done, stress the importance of job satisfaction, treat 
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subordinates as equals and strive to put subordinates at 

ease in interpersonal communication matters. A leader 

lacking in consideration may criticize subordinates in 

public, make decisions without considering feelings of 

subordinates or refuse to accept suggestions. Initiation 

of structure is the factor that measures the extent to 

which a leader initiates, organizes and defines the task 

structure of the organization. A leader exhibiting this 

characteristic is interested in meeting deadlines, delineat-

ing detail and maintaining standards. 

The Leader Behavior Description Questionnaire (LBDQ) 

is a form consisting of forty items that was developed to 

measure the independent dimensions of consideration and 

initiation of structure (14, 15). The consideration score 

reflects the extent to which a leader acts supportive and 

respectful toward subordinates. 

A high score on this dimension is indicative of trust 

and positive communication. The score on the initiation of 

structure scale reflects the extent to which an individual 

defines and structures roles in the movement toward goal 

attainment. A high score on this dimension characterizes a 

leader who is active in planning, organizing, directing, and 

controlling group activities. 
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The University of Michigan Survey Research 
Center Studies 

Bowers and Seashore (4) developed the four-dimensional 

model of leadership. Bowers and Seashore stated that the two 

dimensional model of leader behavior was too simple and 

leader styles should include support, interaction facilita-

tion, goal emphasis and work facilitation. 

Support behavior enhances subordinate feelings about 

themselves in terms of self esteem. Interaction facilita-

tion encourages subordinates to develop close, mutually 

satisfying intrapersonal and interpersonal relationships. 

Goal emphasis is the leader behavior which motivates members 

to strive for high performance levels. Work facilitation 

helps members achieve goals through scheduling, planning, 

coordinating and providing materials and resources. 

The Ohio State and Michigan studies shifted the focus 

from leader personality characteristics or traits to leader 

behaviors. As a further refinement of leadership theory, 

research was initiated to study leadership styles based on 

situational factors. Situational or contingency leadership 

style focuses on the way in which various aspects of the 

situation can determine the most effective leader behavior. 

Fiedler's Contingency Model 

Fred E. Fiedler (6) developed the Contingency Theory of 

Leadership. Leadership, according to Fiedler, is an output 
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of many interrelated, dynamic, overlapping and constantly 

changing variables that cannot singularly explain leader-

ship, but when used collectively, can account for many 

factors comprising leadership. 

Three situational factors, identified by Fiedler could 

evidence leader effectiveness: (1) leader-member relations, 

(2) task structure, and (3) position power (6). Fiedler 

measured leadership style by evaluating leader responses to 

the Least Preferred Co-Worker (LPC) questionnaire. Subjects 

who rate the least preferred co-worker in favorable terms are 

considered people-oriented leaders with supportive behavior. 

Subjects who rate the least preferred co-worker in less 

than favorable terms are considered task-oriented leaders. 

The three-dimensional model of contingency leadership 

suggests that leaders who are supportive and leaders who are 

task oriented function best in specific situations. 

Fiedler's theory is unique in that it suggests that leaders 

should not be required to change leadership style to fit 

the situation; rather, the leader should be assigned to a 

situation that favors the style of the leader. 

Path-Goal Theory of Leadership 

The Path-Goal Theory of Leadership was popularized by 

Robert House and is based on interaction and expectation 

concepts (17). Path-to-goal is the performance variable and 
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the leader, by coaching, guiding, and making reward con-

tingent on performance, clears the path to goals. 

The leader role in the Path Goal Theory of Leadership 

is (1) recognizing and stimulating subordinate needs for 

reward, (2) rewarding goal achievement, (3) supporting 

subordinate efforts to achieve goals, (4) helping to reduce 

barriers to goal achievement, and (5) increasing the 

opportunity for subordinate personal satisfaction. The 

leader must provide structure and rewards contingent of 

performance in order to obtain subordinate effectiveness 

(17) . 

Hersey and Blanchard's Life Cycle Theory 

Hersey and Blanchard's Life Cycle Theory of Leadership 

appears to be the assimilation of components from Blake and 

Mouton's (2) managerial grid postulations, Reddin's (26) 

Three-Dimensional Effectiveness Model, and Argyris1 (1) 

Maturity-Immaturity Continuum. The theory is based on the 

assumption that it is possible to access the maturity level 

of subordinate(s) and to exhibit leader behavior as the 

model prescribes. 

The components of maturity include the dimensions of 

job maturity (a person's ability to perform a job) and 

psychological maturity (a person's willingness or motivation 

to perform a job). Once the appropriate maturity level of 

the subordinate(s) has been determined, an appropriate 
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leadership style must be demonstrated with the subordi-

nate . 

Leadership style is determined after a careful analysis 

of task variables and relationship variables. The task 

variables are goal setting, organizing, setting time limits, 

directing and controlling. The relationship variables are 

giving support, communicating, facilitating interactions, 

active listening, and providing feedback. 

Leader behavior is plotted on a four-sided grid with 

extreme behaviors of task and relationship behavior being 

the outer limits of the X and Y axis (see Figure 1). The 

combination of task behavior dimensions and relationship 

behavior dimensions lead to the development of four leader-

ship styles: telling, selling, participating, and delegat-

ing. 

Telling behavior is suggested when subordinates exhibit 

the minimum amount of job maturity and psychological maturity. 

Telling leadership style is focused on providing specific 

instructions and closely supervising performance of subordi-

nates . 

Selling behavior is suggested when the subordinate 

exhibits some job maturity and psychological maturity. 

Selling leadership style is focused on explaining decisions 

and providing opportunity for clarification. 

Participating behavior is suggested when the subordi-

nate exhibits quite a bit of job maturity and psychological 
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Fig. 1—Situational leadership style. (Source: P. Hersey 
and K. H. Blanchard, Management of Organizational Behavior: 
Utilizing Human Resources, Englewood Cliffs, New Jersey, 
Prentice-Hall, Inc., 1982.) 
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maturity. Participating leadership style is focused on 

sharing ideas and facilitating in making decisions. 

Delegating behavior is suggested when a subordinate 

exhibits a great deal of job maturity and psychological 

maturity. Delegating leadership style is focused on turn-

ing over responsibility for decisions and implementation. 

The Four-Sided Grid 

In order to better understand leadership theory, it is 

important to compare leadership styles using the four-sided 

grid. Empirical and applied research supports the use of 

the four-sided grid as a means of graphically displaying 

leadership styles. The Ohio State Studies, the Michigan 

State Studies, the Life Cycle Theory of Leadership, the 

Three-Dimensional Leadership Theory, and the Managerial 

Grid each use the four-sided grid to illustrate individual 

theory constructs. 

The Life Cycle Theory of Leadership is most closely 

related to the Ohio State Studies conducted at Ohio State 

University. Halpin and Winer (13) describe leader behavior 

in terms of two independent dimensions, consideration and 

initiation of structure in interaction. The dimensions are 

described as follows. 

Consideration: reflects the extent to which an 
individual is likely to have job relationships 
characterized by mutual trust, respect for subordi-
nates' ideas, and consideration for their feelings. 
A high score is indicative of a climate of good 
rapport and two-way communicating. A low score 
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indicates the supervisor is likely to be more impersonal 
in his relations with group members. 

Structure: Reflects the extent to which an 
individual is likely to define and structure his own 
role and those of his subordinates toward goal attain-
ment. A high score on this dimension characterizes 
individuals who play a more active role in directing 
group activities through planning, communicating 
information, scheduling, trying out new ideas, etc. 
(8, p. 130). 

To understand the close association of the Ohio State 

Studies and the Life Cycle Theory, one can simply compare the 

two. 

Relationship behavior: The extent to which leaders 
are likely to maintain personal relationships between 
themselves and members of their group (followers) by 
opening up channels of communication, providing socio-
emotional support, "psychological strokes," and 
facilitating behaviors. 

Task behavior: The extent to which leaders are 
likely to organize and define the roles of members of 
their group (followers); to explain what activities 
each is to do and when, where, and how tasks are to be 
accomplished; characterized by endeavoring to establish 
well-defined patterns of organization, channels of 
communication, and ways of getting jobs accomplished (1'6, 
p. 96) . 

The Life Cycle Theory uses the terms of "relationship 

behavior" and "task behavior" to describe the concept similar 

to consideration and initiating structure. Blake and Mouton 

(3) use similar terms to describe leader styles as a range of 

behaviors. 

Concern for production is related to a manager's task 

or initiating structure and concern for people is related 

to a manager's relationship or consideration factors. While 

Hersey and Blanchard plot behaviors on the four-sided grid, 
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Blake and Mouton add a fifth behavior variable in the center 

of the grid, which indicates a balance of the concern for 

production with the concern for people. 

Reddin (26) also uses the four-sided grid for the 

development of the Three-Dimensional Leadership Theory. 

The similarity of The Life Cycle Theory (Situational Leader-

ship Theory) with the Reddin theory is evident. 

Relationship Orientation (RO): The extent to which 
a manager has personal job relationships; characterized 
by listening, trusting, and encouraging. 

Task Orientation (TO): The extent to which a 
manager directs his own subordinates' efforts; character-
ized by initiating, organizing and directing (26, p. 24) . 

Social Style Theory 

The social style of behavior model used in this research 

is derived from the personality theory developed by Carl Jung. 

Jung's theory of personality has four components: (1) sensa-

tion, (2) thinking, (3) feeling, and (4) intuition. Within 

each category, a person may be introverted or extraverted in 

nature. Jung postulated that much of random human behavior 

can be classified as consistent, based on the way people use 

judgment and perception (25). 

Isabel Briggs Myers (25) popularized Jung's theory 

with the development of the Myers-Briggs Indicator, which 

categorizes basic preferences in perception and judgment. 

The indicator is made up of seventy questions and the 

respondent chooses between forced choice answers, which are 
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translated into psychological preferences. Myers indicates 

four sets of preferences: (1) extraversion or introversion, 

(2) sensing or intuition, (3) thinking or feeling, and (4) 

judging or perceptive. 

The extraversion and introversion (EI) index reflects 

whether a person is an extravert or an introvert. The 

extravert tends to be oriented toward the outer world and 

focuses on people and things. The introvert tends to be 

oriented on the inner world and focuses on concepts and 

ideas. The sensing or intuition index determines whether 

a person tends to perceive through the process of using the 

five senses (sensing) or indirect perception using ideas of 

association (intuition). The thinking or feeling index 

reflects preferences for judgment. The thinking person 

bases judgment on personal values. The judgment of percep-

tion index determines whether a person relies on judgment 

or perception to explain the extraverted part of the world. 

Myers (25) developed sixteen combinations of the four 

preferences: ISTJ, JSFJ, ISTP, ISFP, ESTP, ESFP, ESTJ, ESFJ, 

INFJ, INTJ, INFP, INTP, ENPF, TNTP, ENFJ, and ENTJ. Each 

set of preferences has its own descriptors which reflect a 

particular set of interests, values, and skills. 

Kiersey and Bates (20) developed a variation of Jung's 

and Myers1 work with the Kiersey Temperament Sorter. This 

self study instrument allows an individual to determine 
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personal preferences by using the same forced choice method 

as the Myers-Briggs Indicator. The seventy questions on 

each instrument are scored in basically the same manner 

with the resulting interpretation being similar. 

James A. Gwaltney (12) , who trained at the Jung 

Institute in Zurich, Switzerland, developed the Management 

Tree Concept. The Management Tree Concept defines people as 

either self-motivated or other-motivated. Each person in 

these categories has a way of processing information for 

decision making. 

The two processes defined by the Management Tree are 

thinking and feeling. Once decisions are made, people may 

react to these decisions by choosing or dreaming. A self-

motivated, thinking, choosing person is classified as an 

organizer. A self-motivated, thinking, dreaming person is 

classified as an innovator. A self-motivated, feeling, 

choosing person is classified as a producer. A self-

motivated, feeling, dreaming person is classified as a 

reformer. An other-motivated, thinking, choosing person is 

classified as a manager. An other-motivated, thinking, 

dreaming person is classified as a presenter. An other-

motivated, feeling, choosing person is classified as a 

counselor. An other-motivated, feeling, dreaming person 

is classified as a communicator. The underlined words are 

the eight behavioral styles associated with the Management 

Tree theory. 
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Social Style of Behavior Model 

The Social Style of Behavior Model (34) focuses on overt 

behavior or behavioral pattern rather than attitudes, values, 

or personality. Behavioral preference is the pattern of 

behavior that a person tends to exhibit most often. The 

Social Style of Behavior identifies three components of 

behavior by using factor analysis: assertiveness, respon-

siveness, and versatility (see Figure 2). Each dimension is 

determined independently. Assertiveness is defined as the 

aspect of behavior that measures whether a person tends to 

"tell" or "ask," and the degree to which others see that 

person as trying to influence the decision-making process. 

Responsiveness is defined as the behavior that indicates 

whether a person has a tendency to control feelings or 

emotions openly in social situations. 

Versatility is the aspect of behavior that indicates 

the extent to which others see a person as adaptable, 

resourceful and competent. People exhibiting high versatility 

are viewed in a positive social way because they accommodate 

other people's social style preferences. 

The assertive and responsive scales are combined to 

form a grid which identifies social style or behavior. The 

assertive scale ranges from less assertive (asking) behavior 

to more assertive (telling) behavior to form the horizontal 

axis. The responsiveness scale ranges from less responsive 
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Fig. 2--Social style profile. (Source: Personnel 
Predictions and Research, Denver Colorado, 1977.) 
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(control) to more responsive (emotes) to form the vertical 

axis. 

The combination of the assertive and responsive scales 

forms the four-sided grid of the Social Style Profile. Four 

quadrants are formed, based on assertive and responsive 

behavior and are labeled as driving, expressive, amiable, 

and analytical. 

Driving behavior is the term used to describe the 

upper right hand quadrant of the Social Style Profile. 

Driving behavior is characterized by high assertive or 

"telling" behavior and less responsive or controlling 

emotional behavior. 

Driving behavior is characterized by people who 

initiate action and expect results. The high assertive 

behavior of the driving style is observed as a serious 

individual who works quickly and commands a certain amount 

of power in order to get results. The low responsive 

behavior can be observed as severe because of the lack of 

display of feelings and emotions. 

Expressive behavior is the term used to describe the 

lower right-hand quadrant of the Social Style Profile. 

Expressive behavior is characterized by high assertive or 

"telling" behavior and high responsive or emoting behavior. 

Like the driving behavior, expressive behavior is 

action oriented, but toward people more than situations. 
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The expressive style has a high need for an outlet to 

display of feelings coupled with the need for personal 

recognition. Most decisions are based on personal feelings 

rather than concrete facts. The expressive style moves 

quickly and evaluates decisions after the fact. 

Amiable behavior is the term used to describe the lower 

left-hand quadrant of the Social Style Profile. Amiable 

behavior is characterized by low assertive behavior or 

"telling" behavior and high responsive behavior. 

The amiable style (high responsive behavior) interprets 

the world on a personal basis and places great value on 

friendships. The amiable style displays feeling openly and 

is more interested in being agreeable and cooperative than 

taking charge of a situation. 

Analytical behavior is the term used to describe the 

upper left-hand quadrant of the Social Style Profile. 

Analytical behavior is characterized by low assertive or 

"telling" behavior and low responsive behavior. The 

analytical style is most comfortable with concrete facts 

that can be studied and analyzed with decisions based on 

fact rather than emotions. 

The behavior style of an individual is determined through 

the computer analysis of data from three to five friends, 

co-workers, or associates who complete a 150-item adjective 

checklist which contains adjectives that describe the 
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individual's behavior. The behavior styles, driver, 

analytical, expressive, or amiable are plotted in the 

appropriate quadrant on the Social Style Profile, which is, 

in turn, made available to the individual. 

The third dimension, versatility, is determined 

independently of the assertive and responsive dimensions. 

The ratings for versatility are measured in each of the four 

quadrants in three ranges: (1) limited versatility, (2) 

balanced versatility, and (3) extreme versatility. A style 

with limited versatility concentrates on reducing personal 

tension rather than the tension of others. Limited 

versatility is often exhibited through inflexibility in 

relationships. Balanced versatility is exhibited when an 

individual reduces tension in self as well as reducing 

tension of others. Extreme versatility focuses primarily 

on reducing the tension of others. Extreme versatility can 

appear to be too accommodating which, in turn, fosters 

mistrust and questions of ulterior motives. 

While it is important to understand the correlations 

between the leadership styles discussed in this section, it 

is imperative for the success of this research to explore 

similarities in the Hersey and Blanchard leader styles and 

the Merrill and Reid social styles of behavior. Merrill and 

Reid, like Hersey and Blanchard, use the four-sided grid to 

plot social style behavior. They use the terms responsive-

ness and assertiveness to define behavior. 
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Responsiveness is the dimension of behavior that 

indicates whether a person tends to emote or to control 

feelings, and the extent to which others see an individual 

as one who displays feelings or emotions openly in social 

situations. 

Assertiveness is the aspect of behavior that measures 

whether a person tends to tell or ask, and the degree to 

which a person is seen by others as trying to influence 

their decisions (24). 

Although Merrill and Reid conducted their work in the 

1960s, and claim to be aware of the Ohio State Studies and 

other similar work, they chose to ignore the research 

citing that much of it was conducted in clinical settings 

and results were not statistically verifiable and reliable 

(24). A careful comparison of the components of each theory, 

however, yields extreme conceptual similarities. 

The primary differences in the theories seem to be in 

the terms describing the original Ohio State Studies' 

concepts of consideration and initiating structure of inter-

action. Based on the comparison of the two models, partici-

pants who are rated on the Hersey and Blanchard Leader 

Behavior Analysis instrument should have similar styles to 

those described by the Merrill and Reid Social Style Profile 

instrument. 
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Summary 

This chapter reviewed leadership research and social 

style research. A review and comparison of two-sided grid 

leadership theories was also presented. Moreover, the task 

and relationship constructs of the Hersey and Blanchard 

leadership model were compared with the assertive and 

responsive constructs of the Merrill and Reid social style 

of behavior model. 

The outcome of this comparison indicates that the task 

(leadership) construct seems to be similar to the assertive 

(social style of behavior) construct. Further, it appears 

that the relationship (leadership) construct is similar to 

the responsive (social style of behavior) construct. The 

research design and methodology are discussed in the follow-

ing chapter. 
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CHAPTER III 

RESEARCH DESIGN AND METHODOLOGY 

Introduction 

This chapter provides detailed information concerning 

the subjects for this study, the procedure by which the 

study was conducted, the independent and dependent 

variables and the techniques of statistical analysis used 

for the study. Additionally, the description of the research 

instruments is presented in this chapter. 

Subjects 

Data were collected from employees of a Fortune 500 

corporation which is located in Dallas, Texas. The focus 

of this study was based on 100 subjects selected through a 

random sampling procedure. 

Subjects in this study were employed in the corporate 

headquarters and in branch offices located throughout the 

United States. All subjects in the study were exempt 

employees of the corporation and were included in all levels 

of management except the executive level. 

The sample was comprised of both male and female 

employees. The demographic data for age were collected but 

such factors as race, color and national origin were not 
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collected. Data concerning median time of employment and 

average time in present position were collected and are 

presented in Chapter IV. One hundred subjects were randomly 

selected for this study and participation was strictly 

voluntary. Ninety-five subjects (N = 95) responded by 

completing all requirements for participation in the study. 

Procedure 

Packets of data were mailed to the subjects in this 

study. The packets (see Appendix A) contained a cover letter 

explaining the research project, the Leader Behavior Analysis, 

and instructions for participation. Each subject was asked 

to select subordinates, superiors or peers and pass out forms 

to be filled out by the subordinate, superiors or peers. 

The forms that were filled out by the subordinates, superiors 

or peers were the actual instruments used for data collection 

in this study and are discussed fully in the Description of 

Research Instruments section of this chapter. 

The subordinates, superiors or peers were asked to mail 

the completed forms directly to an independent collection 

center. This process insured anonymity for the respondents. 

The guarantee of anonymity was necessary for participants 

because the study was based on observed and reported inter-

personal behavior style and observed and reported leadership 

style. 
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Description of Research Instruments 

The two research instruments that were used as indepen-

dent variables in this study were the Leader Behavior 

Analysis and the Social Style of Behavior Profile. 

The Leader Behavior Analysis 

The Leader Behavior Analysis was developed by Blanchard, 

Hambleton, Zigarmi and Forsyth (1). The instrument is avail-

able in two forms: Leader Behavior Analysis (Self) and 

Leader Behavior Analysis (Other). 

The Leader Behavior Analysis (Other) was selected for 

use in this study for three reasons. First, the Leader 

Behavior Analysis (Other) is not a self-administered instru-

ment. Using the (Other) form of the instrument minimizes 

the problem of common method variance (2). 

Second, the comparison instrument, the Social Style of 

Behavior Profile, is also an instrument that is scored by 

"others." Third, the Leader Behavior Analysis (Other) 

identifies the dimension of leader flexibility, thereby 

providing comparison with the versatility dimension of the 

Social Style of Behavior Profile. Most other leadership 

instruments do not identify the dimension of flexibility. 

The Leader Behavior Analysis consists of twenty situa-

tions that involve interaction between the leader and one 

or more organization members. Included in each situation 

are four choices for actions that the leader may take. The 
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person completing the Leader Behavior Analysis is asked to 

choose which one of the four decisions his or her boss would 

most likely choose in each situation. Only one choice is 

made in each of the twenty situations. 

The technical information sheet (5) is standardized on 

the responses of 264 managers (see Appendix B). Validities 

for adaptability ranged from .11 to 52 and 10 of the 12 

coefficients were .25 or higher. Eleven coefficients were 

significant beyond the .01 level and one was significant at 

the .05 level. The contingency coefficients were both .71 

and each was significant at the level of significant .01. 

One study cited in the technical information sheet indicated 

a validity coefficient of .67 between the adaptability scores 

of the managers and independent ratings of their superiors. 

Additional information supplied by Blanchard Training is 

listed below. 

In terms of validity of the instrument, correlations 

have been made between the Leader Behavior Analysis and the 

LBDQ. The correlations are reported in the following 

discussion. Style 1 (high task and low relationship) and 

style 2 (high task and high relationship) correlate with 

LBDQ dimensions of initiating structure to the .001 level; 

style 2 (high task and high relationship) and style 3 (low 

task and high relationship) correlate with the consideration 

or relationship dimension to the .001 level. The Cronbach 



48 

Alpha coefficients for the Leader Behavior Analysis (Self) 

and Leader Behavior Analysis (Other) are presented in Table 

I. Coefficients for the Leader Behavior Analysis (Self) 

range from a high of .56 to a low of .49. Coefficients for 

the Leader Behavior Analysis (Other) range from a high of 

.84 to a low of .51. 

The Social Style of Behavior Profile 

The Social Style of Behavior Profile was selected as 

the comparison instrument in this study because of the 

local construct comparison with the Leader Behavior Analysis 

that has been previously discussed. The Social Style of 

Behavior Profile was developed by David Merrill and is a 

checklist of 150 adjectives describing observable inter-

personal behavior (see Appendix C). 

The instrument is completed by three to five subordi-

nates, superiors, peers or friends and is mailed directly 

by the participant to Personnel Predictions and Research, 

Inc., in Denver, Colorado. The instrument is computer-

scored by the company and a composite behavior profile is 

returned to the individual that contains an interpersonal 

behavior style, a versatility score and a behavior descrip-

tion for that particular style and level of versatility. 

A split half reliability coefficient of 193 is reported 

for the assertive scale and a coefficient of .91 is reported 

for the versatility scale (6). David Merrill and Roger Reid, 
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TABLE I 

CRONBACH ALPHA COEFFICIENTS 
LEADER BEHAVIOR ANALYSIS 

Leadership Style Alpha 

S-l Self 51 df 

S—2 Self .49 

S-3 Self 

S-4 Self 

Leader Behavior Analysis (Other) 

S-l Other 

S-2 Other 

S-3 Other 

S-4 Other 

developers of the Social Style of Behavior Profile, and 

principals of the TRACOM Corporation, report a coefficient 

of stability (reliability over time) of .42. Moreover, they 

have reported that more studies are underway to update both 

validity and reliability of the Social Style of Behavior 

Profile instrument. 

Several criterion variables were used to determine 

validity coefficients. Criterion variables such as career 

position, competency ranking and attitude each yielded a 

coefficient of greater than .35. Convergent validity tests 

(3) yielded a coefficient of .64. 
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Method of Data Analysis 

The method of data analysis is designed to evaluate 

convergent validity between the two constructs of leader-

ship style and social style of behavior. This section 

presents the method of analysis for each hypothesis. The 

method of analysis for each of the hypotheses is discussed 

in this section. For hypotheses one through sixteen, the 

nominal scale of measurement was used. The nominal scale 

was appropriate because the numbers assigned to the leader-

ship styles and the social styles of behavior were for 

identification and categorization purposes and not to 

indicate that any group was better or worse than another 

group. 

The statistic used for the analysis of data for the 

first sixteen hypotheses was the chi-square factorial design, 

More specifically, a two-by-two contingency table analysis 

was used. The two independent variables in the research 

design were leadership style and social style of behavior. 

Each independent variable consisted of two levels. The 

dependent variable was the frequency counts in each leader-

ship style and social style of behavior. 

In terms of assumptions and requirements for the use 

of the chi-square statistic, some problems commonly 

associated with using chi-square required resolution. In 

this study, the first three assumptions were readily met (7). 
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1. Each observation must fall in one and only one 

cell of the design. 

2. Each observation is independent of every other 

observation. 

3. The observations are measured as frequencies. 

The fourth assumption, that the expected frequency for 

any cell is not less than ten for one degree of freedom, 

was not constantly met. Therefore, in this study, when 

this assumption was not met, Fisher's Exact test was used 

as the appropriate way to resolve the problem. Fisher's 

Exact test does not rely on the chi-square distribution, but 

rather on exact probabilities. The Fisher's Exact test was 

chosen because methodologically, it did not make sense to 

collapse cells in this study. 

The fifth assumption, that observed values of chi-

square with one degree of freedom, must be corrected for 

continuity in order to use the table of values, was met by 

using Yates correction for continuity. 

Analysis of the seventeenth hypothesis was accomplished 

using Pearson's product-moment correlation. The Pearson 

product-moment correlation was selected in order to measure 

the strength of association between leader flexibility as 

described by the Leader Behavior Analysis and social style 

of behavior versatility as described by the Social Style of 

Behavior Profile. A complete analysis of the data is pre-

sented in Chapter IV. 
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Limitations 

The limitations of the research study are presented in 

this section. 

1. One corporation, with employees located throughout 

the United States was examined in this study. Therefore, 

the analysis of these data and the results of this study 

cannot be generalized to all corporations. 

2. The size of the sample was restricted by the con-

straints imposed by the organization. 

3. The data from the Leader Behavior Analysis, describ-

ing and identifying leadership styles, were collected one 

year later than the data from the Social Style of Behavior 

Profile. 

Summary 

The research methodology involved ninety-five partici-

pants that were randomly selected from a Fortune 500 company. 

Chi-square and Pearson's product-moment correlation 

statistics were used to evaluate the data. Direct com-

parisons were made between each of the four leadership 

styles and each of the four basic styles of interpersonal 

behavior. Chapter IV presents the findings of the study. 
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CHAPTER IV 

ANALYSIS OF DATA 

Introduction 

The relationship between leadership style as described 

by the Leader Behavior Analysis and social style as defined 

by the Social Style of Behavior Profile was evaluated in 

this study. The relationship between the flexibility 

variable of the Leader Behavior Analysis and the versatility 

variable of the Social Style Profile was also evaluated in 

this study. 

The following results of the statistical analysis of 

the data are presented in this chapter. 

1. The frequencies and percentages of demographic data. 

2. The cell frequencies and percentages of leadership 

styles. 

3. The cell frequencies and percentages of social 

behavior styles. 

4. The chi-square tests of the relationship between 

leadership styles and social behavior styles. 

5. The correlation between leadership style flexibility 

and social behavior style versatility. 

6. The chi-square tests of the relationship between 

leadership styles and pure social behavior styles. 

54 
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7. The chi-square tests of the relationship between 

all leadership styles and all subsets of social behavior 

styles. 

Descriptive Data 

The subjects for this study were randomly selected from 

the total population of exempt employees of a Fortune 500 

corporation which is headquartered in Dallas, Texas. Sub-

jects in this study were located in the corporate head-

quarters and in branch offices in the West and Southwest 

regions of the United States. The ninety-five subjects used 

in this study were exempt employees of the corporation. All 

levels of management were represented in this study with the 

exception of the executive level. 

Demographic data are presented in Table II. The sample 

was comprised of both male and female managers with the 

ratio of approximately 5:1 in favor of males. No data for 

race were collected. The sample analysis by age indicated 

70 percent of the group was between thirty-one and fifty 

years of age. While there were five subjects aged twenty-

nine or thirty, there were no managers younger than twenty-

nine years of age. 

Tenure information is given in Table III. The subgroups 

under tenure indicate the greatest single tenure group ranged 

from eleven to fifteen years (33 percent). Twenty-five of 

the management subjects had been employed by the corporation 
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TABLE II 

FREQUENCIES AND PERCENTAGES OF THE VARIABLES 
OF GENDER AND AGE FOR SUBJECTS 

Full Sample N = 95 

Variable 
Absolute 

Variable 
Absolute 

Percent Frequency Percent 

Gender 

Male 78 82.0 

Female 17 18.0 

Age 

21 to 30 years 5 5.0 

31 to 40 years 34 36.0 

41 to 50 years 32 34.0 

51 to 60 years 22 23.0 

More than 60 years 2 2.0 

Total 95 100.0 

for five years or less. Four subjects had been with the 

corporation for more than thirty-five years. Employment 

stability was evidenced through relatively long tenure in 

the organization and tenure in present position. 

The cell frequency and percentage distribution for 

leadership styles are presented in Table IV. The S-l (high 

task, low relationship) leadership style and the S-4 (low 
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TABLE III 

FREQUENCIES AND PERCENTAGES OF THE VARIABLES OF 
TENURE WITH ORGANIZATION AND TIME IN CURRENT 

POSITION FOR SUBJECTS 

Tenure Frequency Percent 

0 to 5 years 23 24.0 

6 to 10 years 14 15.0 

11 to 15 years 31 33.0 

16 to 20 years 15 16.0 

21 to 25 years 6 6.0 

26 to 30 years 2 2.0 

31 to 35 years 0 0.0 

36 to 40 years 3 3.0 

41 to 45 years 1 1.0 

Total 95 100.0 

Tenure in present 
position 

Less than 4 years 27 28.0 

Greater than 4 years 68 72.0 

Total 
95 100.0 

task, low relationship) style accounted for only 20 percent 

of the total respondents, with 11.6 percent and 8.4 percent, 

respectively. 
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TABLE IV 

FREQUENCY AND PERCENTAGES FOR THE DISTRIBUTION OF 
LEADERSHIP STYLES AS DEFINED BY THE LEADER 

BEHAVIOR ANALYSIS 

Full Sample N = 95 
Leadership Style 

Frequency Percent 

S-l (low task, low relationship) 11 11.6 

S-2 (high task, high relationship) 15 15.8 

S-3 (low task, high relationship) 61 64.2 

S-4 (high task, low relationship) 8 •
 

00 

Total 
95 

Total 
95 100.0 

The majority of respondents were classified as having 

either an S-2 (high task, high relationship) or S-3 (low 

task, high relationship) leadership style. The S-2 and S-3 

leadership styles comprised 70 percent of the sample register-

ing 15.8 percent and 64.2 percent, respectively. Although 

the sample was random, 61 respondents or 64.2 percent of the 

group indicated an S-3 leadership style. 

The cell frequency and percentage distribution for 

social styles are presented in Table V. The sample was 

fairly evenly distributed among each of the four social 

styles except for the amiable style which registered a 

slightly higher percentage (33.7 percent). 

A combination grid of cell frequency and percentage 

distribution for leadership styles within each social style 
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TABLE V 

FREQUENCY AND PERCENTAGES FOR THE DISTRIBUTION OF SOCIAL 
STYLES AS DEFINED BY SOCIAL STYLE OF BEHAVIOR PROFILE 

Social Style of Behavior Full Sample N = 95 

Frequency Percent 

Analytical 18 18.9 

Driver 21 20.0 

Amiable 32 33.7 

Expressive 25 26.3 

Total 
95 100.0 

are given in Table VI. A combination grid of cell frequency 

and percentage distribution for social styles within each 

leadership style is given in Table VII. The majority of 

subjects in the S-l leadership style were classified as 

social style drivers. The remaining subjects classified 

with an S-l leadership style were evenly distributed (18.2 

percent) over analytical, amiable and expressive social 

styles. 

More than 50 percent of the subjects with S-2 (high 

task, high relationship) leadership style were amiable social 

style. S-2 leadership style was evenly distributed (20 per-

cent) between analytical and expressive social styles but 

tended not to be classified as driver social style (6.7 

percent). 
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TABLE VI 

CELL FREQUENCY AND PERCENTAGES FOR THE DISTRIBUTION OF 
LEADERSHIP STYLE WITHIN EACH SOCIAL STYLE OF BEHAVIOR 

Social Style Leadership Full Sample N = 95 

of Behavior Style Frequency Percentage 

Analytical S-l 2 2.1 

Analytical S-2 3 3.2 

Analytical S-3 11 11.6 

Analytical S-4 2 2.1 

Driver S-l 5 5.3 

Driver S-2 1 1.1 

Driver S-3 14 14.7 

Driver S-4 0 0.0 

Amiable S-l 2 2.1 

Amiable S-2 8 8.3 

Amiable S-3 19 20.0 

Amiable S-4 3 3.2 

Expressive S-l 2 2.1 

Expressive S-2 3 3.2 

Expressive S-3 17 17.9 

Expressive S-4 3 3.2 

Total 95 100.0 
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TABLE VII 

CELL FREQUENCY AND PERCENTAGES FOR THE DISTRIBUTION OF 
EACH SOCIAL STYLE OF BEHAVIOR WITHIN EACH 

LEADERSHIP STYLE 

Leadership Social Style Full Sample N = 95 
Style of Behavior Style of Behavior 

Frequency Percentage 

S-l Analytical 2 2.1 

S-l Driver 5 5.3 

S-l Amiable 2 2.1 

S-l Expressive 2 2.1 

S-2 Analytical 3 3.2 

S-2 Driver 1 1.1 

S-2 Amiable 8 8.3 

S-2 Expressive 3 3.2 

S-3 Analytical 11 11.6 

S-3 Driver 14 14.7 

S-3 Amiable 19 20.0 

S-3 Expressive 17 17.9 

S-4 Analytical 2 2.1 

S-4 Driver 0 0.0 

S-4 Amiable 3 3.2 

S-4 Expressive 3 3.2 

Total 95 100.0 
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The majority of the sample, S-3 leadership style, was 

fairly evenly distributed across all four social styles. 

The largest number of subjects in the S-3 leadership style 

(31.1 percent) were classified as having an amiable social 

style. The S-4 (low task, low relationship) leadership style 

registered the fewest responses from all social styles (8.4 

percent). 

Tests of Hypotheses 

The chi-square statistic in the SPSS program was used 

to analyze the first sixteen hypotheses. Chi-square was 

chosen because the purpose of the study was to test for 

statistical independence for categorical data. A two-by-two 

contingency table was tested for each hypothesis using 

corrected chi-squares. The seventeenth hypothesis was 

tested using Pearson's product-moment correlation. the 

Pearson correlation was used to examine relationships 

between two variables that were interval in nature. The 

level of significance was .05. 

Hypothesis one stated: Classification in S-l leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Driver by 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis one are given in 

Table VIII. This hypothesis is rejected based on the data 
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TABLE VIII 

THE CHI-SQUARE CORRELATION BETWEEN S-1 LEADERSHIP STYLE 
AND DRIVER SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-1 
Leadership 
Style 

S-1 
Leadership 
Style 

Total Chi-Square 

Not driver 
social 
style 

69a 

92.0b 

82.1C 

6 

8.0 

54.5 

75 

72.6d 6.3 78.9 

Driver 
social 
style 

15 

75.0 

17.9 

5 

25.0 

45.5 

20 

15.8 5.3 21.1 

Total 84 
88.4 

11 
11.6 

95 
100.0 2.95e 

Absolute frequency. 

3Percent social style in leadership style (row total). 

'Percent leadership style in social style (column total) 

Percent of full sample. *df = 1, £ = .0858. 

presented. There is no significant relationship between 

S-1 leadership style as defined by the Leader Behavior 

Analysis and Social Style Driver as defined by the Social 

Style of Behavior Profile. 
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Hypothesis two stated: Classification in S-2 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Driver by 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis two are given in 

Table IX. This hypothesis is rejected based on the data 

presented. There is no significant relationship between 

S-2 leadership style as defined by the Leader Behavior 

Analysis and Social Style Driver as defined by the Social 

Style of Behavior Profile. 

Hypothesis three stated: Classification in S-3 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Driver by 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis three are given 

in Table X. This hypothesis is rejected based on the data 

presented. There is no significant relationship between 

S-3 leadership style as defined by the Leader Behavior 

Analysis and Social Style Driver as defined by the Social 

Style of Behavior Profile. 

Hypothesis four stated: Classification in S-4 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Driver by 
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TABLE IX 

THE CHI-SQUARE CORRELATION BETWEEN S-2 LEADERSHIP STYLE 
AND DRIVER SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-2 
Leadership 

Style 

S-2 
Leadership 

Style 
Total Chi-Square 

Not driver 
social 
style 

61a 

81.3b 

76.3C 

14 

18.7 

93.3 

75 

64. 2d 14.7 78.9 

Driver 
social 
style 

19 

95.0 

23.0 

1 

5.0 

6.7 

20 

20.0 1.1 21.1 

Total 80 
84.2 

15 
15.8 

95 
100.0 1.30e 

Absolute frequency. 

""Percent social style in leadership style (row total) . 
""I 

'Percent leadership style in social style (column total) 

Percent of full sample. 5df = 1, p = .2525. 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis four are given in 

Table XI. This hypothesis is rejected based on the data 

presented. There is no significant relationship between S-4 
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TABLE X 

THE CHI-SQUARE CORRELATION BETWEEN S-3 LEADERSHIP STYLE 
AND DRIVER SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-3 
Leadership 

Style 

S-3 
Leadership 

Style 
Total Chi-Square 

Not driver 
social 
style 

28a 

37.3b 

82.4C 

47 

62.7 

77.0 

75 

29. 5d 49.5 78.9 

Driver 
social 
style 

6 

30.0 

17.6 

14 

70.0 

23.0 

20 

6.3 14.7 21.1 

Total 34 
35.8 

61 
64.2 

95 
100.0 0.119e 

Absolute frequency. 

""Percent social style in leadership style (row total) . 
"*1 

'Percent leadership style in social style (column total) 

Percent of full sample, *df = 1, £ = .7298. 

leadership style as defined by the Leader Behavior Analysis 

and Social Style Driver as defined by the Social Style of 

Behavior Profile. 

Hypothesis five stated: Classification in S-l leader-

ship style by the Leader Behavior Analysis is related 
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TABLE XI 

THE CHI-SQUARE CORRELATION BETWEEN S-4 LEADERSHIP STYLE 
AND DRIVER SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-4 
Leadership 

Style 

S-4 
Leadership 

Style 
Total Chi-Square 

Not driver 67a 8 75 
social 
style 89.3d 

77.0C 

10. 7 

100.0 

70.5d 8.4 78.9 

Driver 20 0 20 
social 
style 100.0 

23.0 

.0 

.0 

21.1 .0 21.1 

Total 87 
91.6 

8 
8.4 

95 
100.0 1.15e 

Absolute frequency. 

"'Percent social style in leadership style (row total) . 
"1 

Percent leadership style in social style (column total) 

Percent of full sample "df = 1, £ = .2832. 

significantly to classification in Social Style Expressive 

by the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis five are given in 

Table XII. This hypothesis is rejected based on the data 



68 

TABLE XII 

THE CHI-SQUARE CORRELATION BETWEEN S-1 LEADERSHIP STYLE 
AND EXPRESSIVE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-1 
Leadership 

Style 

S-1 
Leadership 

Style 
Total Chi-Square 

Not expres-
sive 
social 
style 

61a 

87.lb 

72.6° 

9 

12.9 

81.8 

70 

64.2d 9.5 73.7 

Expressive 
social 
style 

23 

92.0 

27.4 

2 

8.0 

18. 2 

25 

24.2 2.1 26.3 

Total 84 
88.4 

11 
11.6 

95 
100.0 0.082e 

Absolute frequency. 

'Percent social style in leadership style (row total). 

Percent leadership style in social style (column total) 

Percent of full sample. edf = 1, £ = .7738. 

presented. There is no significant relationship between 

S-1 leadership style as defined by the Leader Behavior 

Analysis and Social Style Expressive as defined by the Social 

Style of Behavior Profile. 
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Hypothesis six stated: Classification in S-2 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Expressive 

by the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis six are given in 

Table XIII. This hypothesis is rejected based on the data 

presented. There is no significant relationship between S-2 

leadership style as defined by the Leader Behavior Analysis 

and Social Style Expressive as defined by the Social Style 

of Behavior Profile. 

Hypothesis seven stated: Classification in S-3 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Expressive 

by the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis seven are given 

in Table XIV. This hypothesis is rejected based on the data 

presented. There is no significant relationship between S-3 

leadership style as defined by the Leader Behavior Analysis 

and Social Style Expressive as defined by the Social Style of 

Behavior Profile. 

Hypothesis eight stated: Classification in S-4 leader-

ship style by the Leader Behavior Analysis is related 
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TABLE XIII 

THE CHI-SQUARE CORRELATION BETWEEN S-2 LEADERSHIP STYLE 
AND EXPRESSIVE SOCIAL STYLE OF BEHAVIOR 

S-2 
Leadership 

Style 

Not S-2 
Leadership 

Style 

Chi-Square 

Not expres 
sive 
social 
style 

82.9 

80.0 72.5 

73.7 12.6 

Expressive 
social 
style 

12 .0 88 .0 

20 .0 27.5 

26.3 23.2 

0.082 
100.0 15.8 84.2 

Absolute frequency. 

bPercent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

^Percent of full sample. df - 1/ £ - .7750. 

significantly to classification in Social Style Expressive 

Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis eight are given 

in Table XV. This hypothesis is rejected based on the data 
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TABLE XIV 

THE CHI-SQUARE CORRELATION BETWEEN S-3 LEADERSHIP STYLE 
AND EXPRESSIVE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-3 
Leadership 

Style 

S-3 
Leadership 

Style 
Total Chi-Square 

Not expres- 26a 44 70 

sive 
social 37. lb 62.9 
style 

76. 5C 72.1 

27.4d 46.3 73.7 

Expressive 
social 
style 

8 

32.0 

23.5 

17 

68.0 

27.9 

25 

8.4 17.9 26.3 

Total 
34 
35.8 

61 
64.2 

95 
100.0 

0.047e 

aAbsolute frequency. 

bPercent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

^Percent of full sample. 
5df = 1, £ = .8279. 

presented. There is no significant relationship between S-4 

style as defined by the Leader Behavior Analysis and Social 

Style Expressive as defined by the Social Style of Behavior 

Profile. 
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TABLE XV 

THE CHI-SQUARE CORRELATION BETWEEN S-4 LEADERSHIP STYLE 
AND EXPRESSIVE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-4 
Leadership 

Style 

S-4 
Leadership 

Style 
Total Chi-Square 

Not expres- 65a 5 70 
sive 
social 92. 9b 7.1 
style 

74.7C 62.5 

68.4d 5.3 73.7 

Expressive 
social 
style 

22 

88.0 

25.3 

3 

12.0 

37.5 

25 

23.2 3.2 26.3 

Total 
87 
91.6 

8 
8.4 

95 
100.0 

0.110e 

aAbsolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

^Percent of full sample. 'df = If £ = .7405. 

Hypothesis nine stated: Classification in S-l leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Amiable by 

the Social Style of Behavior Profile for corporate exempt 

employees. 
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The results of the test of hypothesis nine are given 

in Table XVI. This hypothesis is rejected based on the data 

presented. There is no significant relationship between S-l 

leadership style as defined by the Leader Behavior Analysis 

and Social Style Amiable as defined by the Social Style of 

Behavior Profile. 

Hypothesis ten stated: Classification in S-2 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Amiable by 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis ten are given in 

Table XVII. This hypothesis is rejected based on the data. 

There is no significant relationship between S-2 leadership 

style as defined by the Leader Behavior Analysis and Social 

Style Amiable as defined by the Social Style of Behavior 

Profile. 

Hypothesis eleven stated: Classification in S-3 leader-

ship style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Amiable by 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis eleven are given 

in Table XVIII. This hypothesis is rejected based on the 

data presented. There is no significant relationship between 
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TABLE XVI 

THE CHI—SQUARE CORRELATION BETWEEN S-1 LEADERSHIP STYLE 
AND AMIABLE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-1 
Leadership 

Style 

S-1 
Leadership 

Style 
Total Chi-Square 

Not amiable 
social 
style 

c » a 

54 

85. 7b 

64.3C 

9 

14.3 

81.8 

63 

56.8d 9.5 66.3 

Amiable 
social 
style 

30 

93.8 

35.7 

2 

6.3 

18.2 

32 

31.6 2.1 33.7 

Total 
84 
88.4 

11 
11.6 

95 
100.0 

0.669e 

Absolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

Percent of full sample. 'df = 1, £ = .4135 

S-3 leadership style as defined by the Leader Behavior 

Analysis and Social Style Amiable as defined by the Social 

Style of Behavior Profile. 

Hypothesis twelve stated: Classification in S-4 leader-

ship style by the Leader Behavior Analysis is related 
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TABLE XVII 

THE CHI-SQUARE CORRELATION BETWEEN S-2 LEADERSHIP STYLE 
AND AMIABLE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-2 
Leadership 

Style 

S-2 
Leadership 

Style 
Total Chi-Square 

Not amiable 56a 7 63 
social 
style 88.9b 

70.0° 

11.1 

46.7 

58. 9d 7.4 66.3 

Amiable 24 8 32 
social 
style 75.0 

30.0 

25.0 

53.3 

25.3 8.4 33.7 

Total 
80 
84.2 

15 
15.8 

95 
100.0 

2.112e 

aAbsolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

Percent of full sample. "df = 1, £ = .1451. 

significantly to classification in Social Style Amiable by 

the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis twelve are given 

in Table XIX. This hypothesis is rejected based on data 
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TABLE XVIII 

THE CHI-SQUARE CORRELATION BETWEEN S-3 LEADERSHIP STYLE 
AND AMIABLE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-3 
Leadership 

Style 

S-3 
Leadership 

Style 
Total Chi-Square 

Not amiable 
social 
style 

21a 

33.3b 

61.8C 

42 

66.7 

68.9 

63 

22. ld 44.2 66.3 

Amiable 
social 
style 

13 

40.6 

38.2 

19 

59.4 

31.1 

32 

13.7 20.0 33.7 

Total 
34 
35.8 

61 
64.2 

95 
100.0 

0.2258 

aAbsolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total). 

^Percent of full sample. edf = 1, £ = .6353. 

presented. There is no significant relationship between 

S-4 leadership style as defined by the Leader Behavior 

Analysis and Social Style Amiable as defined by the Social 

Style of Behavior Profile. 



77 

TABLE XIX 

THE CHI-SQUARE CORRELATION BETWEEN S-4 LEADERSHIP STYLE 
AND AMIABLE SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-4 
Leadership 

Style 

S-4 
Leadership 

Style 
Total Chi-Square 

Not amiable 
social 
style 

58a 

92. l b 

66.7C 

5 

7.9 

62.5 

63 

61.ld 5.3 66.3 

Amiable 
social 
style 

29 

90.6 

33.3 

3 

9.4 

37.5 

32 

30.5 3.2 33.7 

Total 
87 
91.6 

8 
8.4 

95 

100.0 
o . o o o i 6 

aAbsolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

^Percent of full sample. 0 'df = 1, £ = 1.000. 

Hypothesis thirteen stated: Classification in S-l 

leadership style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Analytical 

by the Social Style of Behavior Profile for corporate exempt 

employees. 
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The results of the test of hypothesis thirteen are 

given in Table XX. This hypothesis is rejected based on 

data presented. There is no significant relationship 

between S-l leadership style as defined by the Leader 

Behavior Analysis and Social Style Analytical as defined by 

the Social Style of Behavior Profile. 

Hypothesis fourteen stated: Classification in S-2 

leadership style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Analytical 

by the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis fourteen are 

given in Table XXI. This hypothesis is rejected based on 

data presented. There is no significant relationship 

between S-2 leadership style as defined by the Leader 

Behavior Analysis and Social Style Analytical as defined by 

the Social Style of Behavior Profile. 

Hypothesis fifteen stated: Classification in S-3 

leadership style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Analytical 

by the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis fifteen are 

given in Table XXII. This hypothesis is rejected based on 

data presented. There is no significant relationship between 

S-3 leadership style as defined by the Leader Behavior 
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TABLE XX 

THE CHI-SQUARE CORRELATION BETWEEN S-1 LEADERSHIP STYLE 
AND ANALYTICAL SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-1 
Leadership 

Style 

S-1 
Leadership 

Style 
Total Chi-Square 

Not 
analytical 
social 
style 

68a 

88.3b 

81. 0C 

9 

11.7 

81.8 

77 

71. 6d 9.5 81.1 

Analytical 
social 
style 

16 

88.9 

19.0 

2 

11.1 

18.2 

18 

16.8 2.1 18.9 

Total 
84 
88.4 

11 
11.6 

95 
100.0 

o.oooi6 

Absolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

Percent of full sample. 'df = 1, £ = 1.000. 

Analysis and Social Style Analytical as defined by the Social 

Style of Behavior Profile. 

Hypothesis sixteen stated: Classification in S-4 

leadership style by the Leader Behavior Analysis is related 

significantly to classification in Social Style Analytical 
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TABLE XXI 

THE CHI-SQUARE CORRELATION BETWEEN S-2 LEADERSHIP STYLE 
AND ANALYTICAL SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-2 
Leadership 

Style 

S-2 
Leadership 

Style 
Total Chi-Square 

Not 
analytical 
social 
style 

65a 

84.4b 

81. 3C 

12 

15.6 

80.0 

77 

68. 4d 12.6 81.1 

Analytical 
social 
style 

15 

83.3 

18.8 

3 

16.7 

20.0 

18 

15.8 3.2 18.9 

Total 80 
84.2 

15 
15.8 

95 
100.0 

o.oooie 

2 

Absolute frequency. 
T_ 

Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 
Percent of full sample. 

5df = 1, £ = 1.000. 

by the Social Style of Behavior Profile for corporate exempt 

employees. 

The results of the test of hypothesis sixteen are given 

in Table XXIII. This hypothesis is rejected based on data 

presented. There is no significant relationship between S-4 
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TABLE XXII 

THE CHI-SQUARE CORRELATION BETWEEN S-3 LEADERSHIP STYLE 
AND ANALYTICAL SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-3 
Leadership 

Style 

S-3 
Leadership 

Style 
Total Chi-Square 

Not 
analytical 
social 
style 

27a 

35. lb 

79.4C 

50 

64.9 

82.0 

77 

28.4d 52.6 81.1 

Analytical 
social 
style 

7 

38.9 

20.6 

11 

61.1 

18.0 

18 

7.4 11.6 18.9 

Total 
34 
35.8 

61 
64.2 

95 
100.0 

0.0010e 

aAbsolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

d 6 Percent of full sample. 'df = 1, £ = .9748. 

leadership style as defined by the Leader Behavior Analysis 

and Social Style Analytical as defined by the Social Style 

of Behavior Profile. 

Hypothesis seventeen stated: The classification of 

leader flexibility score by the Leader Behavior Analysis is 
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TABLE XXIII 

THE CHI-SQUARE CORRELATION BETWEEN S-4 LEADERSHIP STYLE 
AND ANALYTICAL SOCIAL STYLE OF BEHAVIOR 

Social 
Style 

Not S-4 
Leadership 

Style 

S-4 
Leadership 

Style 
Total Chi-Square 

Not 
analytical 
social 
style 

71a 

92.2b 

81. 6° 

6 

7.8 

75.0 

77 

74.7d 6.3 81.1 

Analytical 
social 
style 

16 

88.9 

18.4 

2 

11.1 

25.0 

18 

16.8 2.1 18.9 

Total 
87 
91.6 

8 
8.4 

95 
100.0 

0.0001e 

Absolute frequency. 

^Percent social style in leadership style (row total). 

cPercent leadership style in social style (column total) 

Percent of full sample, 
5df = 1, £ = 1.000 

related significantly to classification of versatility score 

by the Social Style of Behavior Profile. 

Hypothesis seventeen was rejected (r = .1007, £ > .05). 

There is no significant relationship between flexibility as 
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defined by the Leader Behavior Analysis and versatility as 

defined by the Social Style of Behavior Profile. 

Other Findings 

The stated hypotheses for this study evaluated the 

relationship between leadership style as described by the 

Leader Behavior Analysis and Social Style as described by 

the Social Style of Behavior Profile. Analysis of the data 

revealed no significant relationships but did indicate 

clustering of data, specifically in S-2 and S-3 leadership 

styles and expressive and amiable social styles. A more 

indepth analysis of the data was warranted in order to 

investigate this phenomenon. 

The Social Style of Profile contains sixteen specific 

substyles of behavior which are illustrated in Figure 3. 

This section evaluates the relationship of each of the 

sixteen substyles of behavior with each of the four leader-

ship styles. The strongest social styles are considered to 

be the "pure styles." The "pure styles" are labeled as 

driver-driver, expressive-expressive, amiable-amiable, and 

analytical-analytical. 

Table XXIV reports the findings for the relationships 

between the "pure style" of driver-driver social style and 

each of the four leadership styles. Table XXIV also reports 

chi-square correlations for the three additional substyles 

within the driver social style. Based on the findings there 
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Analytical 
Analytical 

Driver 
Analytical 

Analytical 
Driver 

Driver 
Driver 

Amiable 
Analytical 

Expressive 
Analytical 

Amiable 
Driver 

Expressive 
Driver 

Analytical 
Amiable 

Driver 
Amiable 

Analytical 
Expressive 

Driver 
Expressive 

h 
r -

Amiable 
Amiable 

Expressive 
Amiable 

Analytical 
Expressive 

Expressive 
Expressive 

Fig. 3—Social style substyles as described by the 
Social Style of Behavior Profile. 

is no significant relationship between the "pure style" or 

any other substyle of driver-driver social style as 

described by the Social Style of Behavior Profile and S-l, 

S-2, S-3 and S-4 leadership styles as described by the 

Leader Behavior Analysis. 

Table XXV reports the findings for the "pure style" of 

expressive-expressive social style and each of the four 

leadership styles. Table XXV also reports the chi-square 

correlations for the three additional substyles within the 

expressive social style. Based on the analysis presented, 

there is no significant relationship between the "pure style" 

of expressive-expressive social style or any of the 



TABLE XXIV 

THE CHI-SQUARE CORRELATIONS BETWEEN 
SOCIAL STYLE SUBSTYLE DRIVER 

AND LEADERSHIP STYLES 

85 

Social Style Leadership Style Chi-Square (X2)* 

Driver Driver S-1 .20702 

Driver Driver S-2 .15257 

Driver Driver S-3 .01926 

Driver Driver S-4 .15257 

Analytical Driver S-1 .28421 

Analytical Driver S-2 .52105 

Analytical Driver S-3 .28947 

Analytical Driver S-4 .80526 

Amiable Driver S-1 .29825 

Amiable Driver S-2 .37564 

Amiable Driver S-3 .62436 

Amiable Driver S-4 .84211 

Expressive Driver S-1 .00917 

Expressive Driver S-2 .00001 

Expressive Driver S-3 .00001 

Expressive Driver S-4 .00001 

d̂f = 1, £ > .05. 
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TABLE XXV 

THE CHI-SQUARE CORRELATION BETWEEN 
SOCIAL STYLE SUBSTYLE AMIABLE 

AND LEADERSHIP STYLES 

Social Style Leadership Style Chi-Square (X2)* 

Amiable Amiable S-l .0001 

Amiable Amiable S-2 .09062 

Amiable Amiable S-3 2.20670 

Amiable Amiable S-4 .09062 

Analytical Amiable S-l 2.0671 

Analytical Amiable S-2 .33075 

Analytical Amiable S-3 .64169 

Analytical Amiable S-4 .04219 

Expressive Amiable S-l .39912 

Expressive Amiable S-2 .48349 

Expressive Amiable S-3 .60449 

Expressive Amiable S-4 .44737 

Driver Amiable S-l .61404 

Driver Amiable S-2 .23658 

Driver Amiable S-3 .29662 

Driver Amiable S-4 .63158 

*df = 1, £ > .05. 
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expressive substyles as described by the Social Style of 

Behavior Profile and S-l, S-2, S-3 or S-4 leadership styles 

as described by the Leader Behavior Analysis. 

Table XXVI reports the findings for the "pure style" 

of amiable-amiable social style and each of the four leader-

ship styles. Table XXVI also reports the chi-square correla-

tion for the additional three substyles for the expressive 

social style. Based on the findings of the chi-square 

analysis, there is no significant relationship between the 

"pure style" of amiable-amiable or any of the three addi-

tional substyles of the amiable social style of behavior as 

described by the Social Style of Behavior Profile and S-l, 

S-2, S-3 and S-4 leadership styles as described by the 

Leader Behavior Analysis. The two significant chi-squares 

in Table XXVI are due to empty cells in the analysis. 

Table XXVII reports the findings for the "pure style" 

of analytical-analytical social style and each of the four 

leadership styles. Table XXVII also reports the chi-square 

correlations for the additional three substyles of analytical 

social style. Based on the findings of the chi-square 

analysis, there is no significant relationship between the 

"pure style" of analytical-analytical or any of the addi-

tional three substyles of analytical social style as 

described by the Social Style of Behavior Profile and S-l, 

S-2, S-3 and S-4 leadership styles as described by the 

Leader Behavior Analysis. 



TABLE XXVI 

THE CHI-SQUARE CORRELATION BETWEEN 
SOCIAL STYLE SUBSTYLE EXPRESSIVE 

AND LEADERSHIP STYLES 

88 

Social Style Leadership Style Chi-Square (X2)* 

Expressive Expressive S-l .32274 

Expressive Expressive S-2 .00100 

Expressive Expressive S-3 .00010 

Expressive Expressive S-4 .00010 

Analytical Expressive S-l .53216 

Analytical Expressive S-2 .39740 

Analytical Expressive S-3 .66409 

Analytical Expressive S-4 .73684 

Amiable Expressive S-l .19298 

Amiable Expressive S-2 .02384 

Amiable Expressive S-3 .00322 

Amiable Expressive S-4 .65263 

Driver Expressive S-l 5.16790** 

Driver Expressive S-2 .00001 

Driver Expressive S-3 4.66838** 

Driver Expressive S-4 .10547 

*df = 1, £ > .05, 

**df = 1, £ < .05. 
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TABLE XXVII 

THE CHI-SQUARE CORRELATION BETWEEN 
SOCIAL STYLE SUBSTYLE ANALYTICAL 

AND LEADERSHIP STYLES 

Social Style Leadership Style Chi-Square (X2)* 

Analytical Analytical S-l .00010 

Analytical Analytical S-2 .00010 

Analytical Analytical S-3 .34320 

Analytical Analytical S-4 .00010 

Driver Analytical S-l .14035 

Driver Analytical S-2 .13132 

Driver Analytical S-3 .02980 

Driver Analytical S-4 .55263 

Expressive Analytical S-l .61404 

Expressive Analytical S-2 .25826 

Expressive Analytical S-3 .42570 

Expressive Analytical S-4 .21053 

Amiable Analytical S-l .00767 

Amiable Analytical S-2 .00001 

Amiable Analytical S-3 .00001 

Amiable Analytical S-4 .00001 

"df = 1, £ > .05, 
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All possible combinations of social style substyles 

and leadership styles were also tested. Based on the 

findings of the chi-square analysis, there is no significant 

relationship between any social styles substyle and any 

leadership style. 

Summary 

The data analysis in Chapter IV gives the results 

obtained from testing the relationship between every 

possible combination of social style as described by the 

Social Style of Behavior and leadership style as described 

by the Leader Behavior Analysis. Chi-square analysis of 

the data revealed no significant relationships. Therefore, 

based on the research findings, social style as described 

by the Social Style of Behavior Profile is independent of 

leadership style as described by the Leader Behavior 

Analysis. Chapter V presents the discussion of the con-

clusions drawn from the data and offers recommendations for 

further study. 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Overview of the Study 

The purpose of this study was to investigate the rela-

tionship between leadership styles as defined by the Leader 

Behavior Analysis and social styles of behavior as defined 

by the Social Style of Behavior Profile. The dimensions of 

Leader Flexibility as defined by the Leader Behavior Analysis 

and Social Style Versatility as defined by the Social Style 

of Behavior Profile were also examined. 

One hundred subjects of a Fortune 500 company located 

in Dallas, Texas, were randomly selected for participation in 

this study. Ninety-five usable replies were received. The 

subjects were randomly selected and represented corporate 

locations throughout the United States. The subjects were 

primarily male with median seniority work time of thirteen 

years with the company. 

Discussion of Findings 

The relationship between leadership styles and social 

styles was investigated in hypotheses one through sixteen 

using the chi-square statistic. Contrary to predictions of 

hypotheses one through four, the research study indicated 

that the classification of leadership style as defined by 

91 
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the Leader Behavior Analysis was not significantly related 

to the classification of social style driver as defined by 

the Social Style of Behavior Profile. Contrary to the 

predictions of hypotheses five through eight, the research 

study indicated that the classification of leadership style 

as defined by the Leader Behavior Analysis was not signifi-

cantly related to the Social Style Expressive as defined 

by the Social Style of Behavior Profile. 

Contrary to the predictions of hypotheses nine through 

twelve, the research study indicated that the classification 

of leadership style as defined by the Leader Behavior 

Analysis was not significantly related to the classification 

of Social Style Amiable as defined by the Social Style of 

Behavior Profile. 

Contrary to predictions of hypotheses thirteen through 

sixteen, the research study indicated that the classifica-

tion of leadership style as defined by the Leader Behavior 

Analysis was not significantly related to the classification 

of Social Style Analytical as defined by the Social Style of 

Behavior. 

Hypothesis seventeen was tested using the Pearson 

Product-Moment Correlation. The Pearson correlation was 

used to determine whether a relationship existed between 

the leader flexibility as defined by the Leader Behavior 

Analysis and Social Style versatility as defined by Social 
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Style of Behavior Profile. The relationship was not 

significant. 

Data from the full sample indicated that a relationship 

between leadership style as defined by the Leader Behavior 

Analysis and social style as defined by the Social Style of 

Behavior did not exist for any of the four hypotheses tested. 

The absence of an initial relationship warranted further 

analysis of the data. An analysis of the data, when broken 

down into social style subsets, still did not support the 

hypothesized relationship between leadership style and social 

style. While there were some tendencies, these were few and 

not strong enough for further investigation. 

The research findings, however, did produce two 

unexpected results. First, the findings invalidated assump-

tions about four expected relationships, or at least expected 

tendencies associated with the four major social styles and 

the four leadership styles. Second, the frequency distribu-

tion of the leadership styles validated the assumption that 

responses would cluster in relationship oriented quadrants 

(S-2 and S-3), but to a much greater extent than originally 

expected. The following section discusses each of the above 

mentioned findings, respectively. 

S — 1 Leadership Style and Driver Social 
Style of Behavior 

According to the definitions of task and relationship 

leadership behavior and assertive and responsive social style 
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behavior, it would seem there should be a relationship 

between S-l leadership style and driver social style (see 

Chapter II for a complete discussion of each social style). 

For example, a leader with an S-l leadership style, aptly 

termed "telling" behavior by Hersey and Blanchard (11) would 

instruct subordinates in exactly how to accomplish a task. 

A person described with a driver social style of 

behavior would also "tell" rather than "ask" concerning task 

accomplishment. The second dimension, relationship behavior 

(leadership style) is low for the S-l leader and responsive 

behavior (social style) is low for the driver social style 

of behavior. This characteristic is evidenced in the lack 

of emotional responsiveness in each style. 

S-2 Leadership Style and Expressive Social 
Style of Behavior 

The S-2 or selling leadership style is characterized by 

high directive behavior and high emotional support. For 

example, an S-2 leader is likely to "tell" subordinates what 

to do while creating an emotionally supportive atmosphere. 

The expressive social style also "tells" rather than "asks. 

Like the S-2 leader, the expressive social style of behavior 

openly expressive emotions. 

S-3 Leadership Style and Amiable Social 
Style of Behavior 

The S-3 or participating leadership style is character-

ized by low directive behavior and high emotional support. 
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For example, the S-3 leader would allow subordinates to 

structure their own task accomplishment. An S-3 leader 

would focus primarily on creating positive working rela-

tionships. An amiable social style "asks" rather than 

"tells" and places a great deal of importance on personal 

and professional relationships. 

S-4 Leadership Style and Analytical Social 
Style of Behavior 

While the task behaviors between S-4 leadership style 

and analytical social style are not as similar as the other 

three, the relationship (leadership style) behavior and 

responsive (social style) behavior are quite similar. An 

S-4 leader delegates task authority and is low in responsive 

and supportive behavior. Likewise, a person with an 

analytical social style prefers working with concrete con-

cepts and tends to control emotional behavior. 

The above discussion outlines the rationale for the 

expected assumptions that hypotheses one, five, nine and 

thirteen would be true. This assumption, however, proved 

to be incorrect. 

In the final analysis, the only tendency that could be 

identified was between S-3 leadership style and amiable 

social style of behavior. The remaining social styles of 

behavior were fairly evenly distributed among the remaining 

three leadership styles. 
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While the expected results concerning the relationship 

between social styles and leadership styles were disappoint-

ing, one expected leadership style distribution was con-

firmed. The number of subjects classified as S-2 or S-3 

leaders were expected, from prior research, to be slightly 

higher than those classified as S-l or S-4 leaders, but 

certainly not to the extent that was evidenced in this 

research. 

The strong tendency for responses clustering in the S-2 

and especially S-3 leadership style supports current research 

findings and is apparently a fairly common outcome when using 

the Leader Behavior Analysis and related leadership measurement 

instruments. The following discussion gives some reasons 

for the clustering and how it affected this research. 

An important point in this section is the fact that 

the clustering of S-2 and S-3 leadership styles, which 

resulted in an uneven distribution may be related to the 

general lack of support for the hypotheses. The situations 

presented in the Leader Behavior Analysis which relate to 

Styles 2 and 3 are highly relationship oriented while the 

situations associated with Styles 1 and 4 are primarily task 

oriented. 

The choice of the high relationship styles may have 

been identified as an ideal situation by respondents (9). 

In an effort to correct for this problem, the Leader Behavior 

Analysis (other) was used in this study. The reason the 
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Leader Behavior Analysis (Other) was used is that Haley (9) 

found that managers have less tendency to choose relation-

ship oriented styles when using the Leader Behavior Analysis 

(Other) instrument versus using the Leader Behavior Analysis 

(Self) instrument. 

Two additional reasons for the large number of respon-

dents choosing Style 2 or Style 3 were previously suggested 

by Haley (9) and were suspect in this study. First, human 

relations training in organizations indicate positive 

outcomes from relationship oriented leaders (7). Managers 

are introduced to the concept of leadership training in 

college and professional schools and are reinforced through 

management training seminars and the corporate socialization 

process (2). 

Second, managers may be biased toward the more socially 

acceptable responses. That is, they choose responses that 

are generally associated with the way people are supposed 

to act rather than the way they really act (9). 

The factor of age is also a consideration in the selec-

tion of relationship oriented behaviors. Runyon states 

that "one of the benefits of increasing age is that, by 

furnishing additional experience, it provides an opportunity 

for a more balanced perception of the sources of one's 

reinforcements" (14, p. 294). Approximately 66 percent of the 

subjects in this study were between forty-one and sixty years 

of age. 
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An additional issue in this study concerns the data 

collection procedures. Several scores were obtained from 

respondents for each subject in order to develop a stronger 

profile. Durand and Nord (6) conducted a similar study 

comparing LBDQ scores and the personality dimension of 

"machiavellainism," as described by Christie and Geis (3). 

The averaging of several scores to achieve a stronger 

aggregate score for each leader was reported by Durand and 

Nord as possibly having misleading outcomes by obscuring 

the influence of differential treatment of individuals by 

the same supervisor. 

In general, the Leader Behavior Analysis, which was 

derived from the LEAD instrument, has situational construc-

tion that leads to apparent biases toward certain leadership 

styles (8). While issues of instrument construction and 

data collection are important in determining the outcome of 

the study, the basic theories examined in this study must 

not be ignored. 

Conclusions 

This research consisted of a construct validity analysis 

of two independent variables. More specifically, the rela-

tionships between these two variables were tested for 

convergent validity. This research yielded two conclusions 

with regard to leadership style and social style. First, 

the concepts of leadership style and social style may simply 
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be separate constructs. Social style was developed from 

personality theory. Current research indicates, at best, 

mixed results in the correlations between personality factors 

and leadership style identification (1, 4, 9, 13, 14). 

Runyon (14) hypothesized that employees with internal 

locus of control preferred participative or relationships 

oriented leadership styles while persons with external locus 

of control preferred an autocratic or task oriented leader-

ship style. 

Abdel-Halim (1), too, reported that employees with 

external locus of control were more intrinsically satisfied 

with task oriented leadership and employees with internal 

locus of control were more intrinsically satisfied with 

relationship oriented leadership. 

Clifford and Cohn (4) reported results indicating leader-

ship was at least, in part, a function of personality 

variables. Haley (9), however, reported no correlation 

between locus of control and the Leader Behavior Analysis 

(Other). 

In terms of behavioral correlation, Morris and Hackman 

(12) reported that participation was an indication of leader-

ship in terms of production, problem solving and task 

oriented situations. Leaders were perceived as task leaders 

and were not concerned with individual consideration and the 

maintenance of good interpersonal relations. 
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The lack of empirical evidence in the research and the 

findings of this study seem to indicate that the concept of 

leadership style as defined by the Leader Behavior Analysis 

and social style as defined by the Social Style of Behavior 

Profile are separate constructs. Any overlap of the two 

constructs appears to be either non-existent or sample 

specific. 

The second conclusion is related to leader flexibility 

and social style versatility. While leader flexibility and 

social style versatility appear to be very similar constructs, 

the low correlation in the research study indicates that a 

generalization at this point would be inappropriate. 

Leader flexibility or style range is defined as the 

extent to which an individual is adaptable in changing leader-

ship styles. Hersey and Blanchard (11) indicate that some 

people are better adept at changing styles than others and 

are considered to have greater style flexibility. The 

advantage of a high flexibility score is apparent in the 

diagnostic ability of a leader to choose a leadership style 

other than the primary style when the situation indicates 

that the primary style is inappropriate. 

Social style versatility represents the skill and 

effort an individual uses in adapting social styles in 

order to accommodate another individual's social style. 

The advantage of an appropriate versatility score is the 
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ability to reduce tension for another person in an inter-

personal situation and create a satisfying productive 

relationship. 

Even though the research did not indicate a relationship 

between leader flexibility and social style versatility, it 

should be noted that these constructs are essential elements 

for successful Implementation of each theory. 

Implications 

Current leadership theory acknowledges important 

variables that comprise leadership style and leader orienta-

tions but does not go far enough in describing the role of 

interpersonal behavior in the leadership process. And, 

while task and relationship behavior are useful in leader-

ship research, they do not go far enough in explaining why 

people exhibit certain actions in certain situations. In 

order to increase the probability of positive situational 

outcomes, the role of interpersonal behavior in the leader-

ship process must be more fully understood. 

Jacobsen suggests a need for more understanding of 

behavioral correlates and their effort on leader effective-

ness. 

The picture of this company illustrates the theme 
running throughout this study and similar research 
studies of leadership: In order to predict the rela-
tionship between what a leader does and the effective-
ness of the associated outcome, it is important to 
achieve as much specificity as possible. This includes 
being specific about the important dimensions of leader 
behavior and distinguishing between behavior and other 
leader attitudes and values (13, pp. 47-48). 
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Haley acknowledges the impact of interpersonal behaviors 

in leadership training. 

If leaders are not effective in describing the 
behaviors that make them effective or ineffective, 
how are they to learn new behaviors? If learning can 
be said to depend on feedback and knowledge of results, 
then the leaders in the current study do not demonstrate 
that that feedback loop is complete. Therefore, one 
possibility for future leadership training would be 
to place greater emphasis on helping leaders to see 
the effects of their actions, and how they are perceived 
by others, more clearly (9, pp. 124-125). 

The Social Style of Behavior Profile is a unique 

approach to the understanding of interpersonal behavior 

because it focuses on observed behavior of individuals in 

normal daily activities. The profile is not situation 

specific in understanding behavior, but rather a comprehen-

sive guideline for generalizing about the actions of others. 

Moreover, it provides an objective manner in which leaders 

may learn how to describe, predict, and control situations 

by adapting their own behavior patterns. 

By adapting and changing behavior patterns to accommo-

date others, leaders can positively influence the situational 

outcomes that will result in encouraging people toward 

organizational goals and objectives. Understanding behavior 

is a key to successful leadership and necessary for under-

standing the actions and motives of others. Coleman stresses 

this important construct. 

Man cannot act effectively until he builds up a 
fairly stable reference concerning his world and him-
self which enables him to evaluate new situations and 
to anticipate the effects of his actions. To be 
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effective, this frame of reference must be accurate. 
But accurate or inaccurate, man develops a frame of 
reference because he must. Human beings do not like 
ambiguity, lack of structuring, chaos, or any events 
which seem beyond their understanding and control (5, 
p. 119). 

Recommendations 

The lack of specific empirical research in the areas of 

leadership style and social style behavior and the fact that 

no significant relationships were found in this study warrant 

further investigation of the possible relationship between 

these two constructs. 

Based on the findings reported in this study, the 

following recommendations are suggested for further research 

in the area of leadership and social styles. 

1. The study should be replicated using a larger sample 

size. 

2. The study should be replicated using a stratified 

random sample to include an equal distribution of each of 

the four leadership styles and each of the four social 

styles of behavior. 

3. A study should be designed to determine if leader-

ship style is a subset of the overall construct of social 

style. 

4. A study should be designed to use each supervisor-

subordinate relationship as a complete unit of analysis. 

5. A study should be designed to consider the factor 

of age on the variables used in this study. 
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6. Since this limited study concluded that no specific 

set of interpersonal behaviors is associated with a particular 

leadership style, serious questions are raised regarding the 

exact nature of "style" in the study of leadership. Leader-

ship style apparently represents a phenomenon other than 

interpersonal behavior. Further study is recommended to 

evaluate leadership style in an effort to determine if it is 

a value concept, an attitude concept or an environmental 

situational factor. 

7. Design a similar study to identify and evaluate the 

effects of moderator variables on the relationships between 

the constructs of leadership style and social style of 

behavior. 
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Appendix A 

Instruction Packets for Participants 

Dear Respondent: 

You have been selected by your manager to participate 
in a survey as part of itiy dissertation research at North 
Texas State University. Since only a small sample will be 
used, your response is vital to the success of the research 
project. 

Please read the instructions carefully and complete each 
item by marking the response that most closely describes how 
you think your manager would react in the given situation. 

Only summary data will be used in the final analysis 
and strict confidentiality is assured. Therefore, I am 
asking that you complete the attached LBA form and mail it 
directly to my dissertation chairman, Professor Frank Rachel. 
A self-addressed, stamped envelope has been provided for 
your convenience. 

Thank you for your time and cooperation. 

Very truly yours, 

Billie Allen 
Department of Management 
North Texas State University 
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Dear Manager: 

The purpose of this letter is to request your participa-
tion in a survey to gather data on leadership styles as 
defined by the Leader Behavior Analysis (LBA) for use in my 
dissertation research at North Texas State University. The 
information gathered in this survey will be used for research 
purposes only. This study seeks to obtain a collective 
profile" and not to report on the leadership style of 
individuals. Please write your name on each of the LBA 
forms to insure that your profile can be accurately developed. 
All responses will be kept completely confidential and you 
will be accorded strict anonymity in the reporting of any 
findings. 

Please select three of your subordinates (who report 
directly to you), who you feel know you quite well, will 
answer frankly and who will complete the LBA questionnaire 
promptly. If you do not have three subordinates, select one 
or more colleagues, as necessary, who you feel are qualified 
to respond to the questionnaire. Ask your subordinates/ 
colleagues to read the instructions carefully and to answer 
all twenty questions. Encourage them to answer the questions 
with the one choice they feel best describes your actions for 
each situation given. Emphasize that there are no "right" or 
"wrong" answers and that their honest opinion is desired. 

In order to insure confidentiality of the replies, the 
respondents are asked to return the forms directly to my 
dissertation chairman, Professor Frank Rachel, in the self— 
addressed, stamped envelope. 

Thank you very much for your time and cooperation. 

Very truly yours, 

Billie Allen 
Department of Management 
North Texas State University 
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Dear Manager: 

is cooperating with North Texas 
State University in assisting Billie Allen with her doctoral 
dissertation research. You have been randomly selected and 
your participation is important for the conclusion of this 
research. 

Actually, your efforts are minimal. We are asking you 
to select three subordinates who report directly to you and 
encourage them to complete the LBA questionnaire. The 
attached letter from Billie Allen describes more fully the 
procedures used in this research. 

Thank you for your cooperation. Please give me a ring 
if you have any questions. 

Sincerely yours, 

Personnel Manager 
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Appendix B 

A Summary of Technical Information About LEAD-Self 

John F. Greene, Ph.D. 

January, 1980 

The LEAD-Self measures specified aspects of leader behavior in terms of the Situa-
tional Leadership™ theoretical model. The LEAD-Self yields four ipsative style scores 
and one normative adaptability (effectiveness) score. The scale was originally designed 
to serve as a training instrument, and the length of the scale (12 items) and time re-
quirement (10 minutes) clearly reflect the intended function. Recently, however, several 
researchers have requested technical information about the scale. 

The LEAD-Self was standardized on the responses of264 managers constituting a North 
American sample. The managers ranged in age from 21 to 64; 30 percent were at the 
entry level of management; 55 percent were middle managers; 14 percent were at the 
high level of management. 

The 12 item validities for the adaptability score ranged from .11 to .52, and 10 of the 
12 coefficients (83 percent) were .25 or higher. Eleven coefficients were significant 
beyond the .01 level and one was significant at the .05 level. Each response option met 
the operationally defined criterion of less than 80 percent with respect to selection 
frequency. 

The stability of the LEAD-Self was moderately strong. In two administrations across 
a six-week interval, 75 percent of the managers maintained their dominant style and 
71 percent maintained their alternate style. The contingency coefficients were both 
.71 and each was significant (p < .01). The correlation for the adaptability scores was 
.69 (p < .01). The LEAD-Self scores remained relatively stable across time, and the 
user may rely upon the results as consistent measures. 

The logical validity of the scale was clearly established. Face validity was based upon 
a review of the items, and content validity emanated from the procedures employed 
to create the original set of items. 

Several empirical validity studies were conducted. As hypothesized, correlations with 
the demographic/organismic variables of sex, age, years of experience, degree, and 
management level were generally low, indicating the relative independence of the scales 
with respect to these variables. Satisfactory results were reported supporting the four 
style dimensions of the scale using a modified approach to factor structure. In 46 of 
the 48 item options (96 percent), the expected relationship was found. In another study, 
a significant (p < .01) correlation of .67 was found between the adaptability scores 
of the managers and the independent ratings of their supervisors. Based upon these 
findings, the LEAD-Self is deemed to be an empirically sound instrument. 
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, A subordinate has been asked to wr i t , a report concerning the acquisition ol some new equipment tor '^^v^ion.Sheusuallyca" be given 
an assignment and complete It on time with encouragement from this leader. The report Is now overdue. THIS WOUL . 

-r~n tKa e«« iKz-vrHinatP what IS eXDeCt' 
Tell the subordinate when the report was due, 
remind her of what is wanted in the report, and 
check on the subordinate's progress daily. 

Give the subordinate more time to complete the 

assignment. 

Tell the subordinate what is expected, and 
direct her to complete it as soon as possible, 
but discuss with her why the report was late 

Talk to the subordinate and encourage her to 

complete the report. _ 

2 This leader Is In charge of an Interdepartmental task lorce that has been working hard to complete Its divlslon-wlde report. A new member 
has joined the task force. He must complete some cost figures on his department for the task force meeting next week, 
about the task force'; requirements or the format of the report. The new task force member Is excited and enthused about le.rn.ng more 

concerning his role on the task force. THIS LEADER WOULD . . . 
a. Tell him exactly what is needed in this report c. 

and closely monitor his progress. 

b. Ask the new member if there is anything that 
can be done to help him, and support his excite- d. 
ment about being a new task force member. 

Specify the report format and information re-
quirements but incorporate any ideas or sugges-
tions he may have. 

Welcome him to the team, put him in contact 
with other task force members who could help 
him get ready to present the cost figures. 

3. Recently this leader has begun to have trouble with one ol the people he/she supervises. The subordinate has become lackadalslcaUnd only 
the manager s constant prodding has brought about task completion. Because of past history, the manager suspects the subordinate may 
hsve ail the expertise needed to complete the high priority task assigned to him. THIS LEADER WOULD 

Direct and follow up on the subordinate's efforts 

to complete the task. 

Closely supervise the subordinate's work, yet 
try to draw out his/her attitudes and feelings 
concerning this task assignment. 

Involve the subordinate in problem-solving 
around this task and support the employee by 
using his/her ideas in completing the task 

Let the subordinate know that this is an impor-
tant task and ask the employee to call if he/she 
has any questions or problems. 

This manager's work group has usually functioned effectively with encouragement and direction from the manager. Despite the manager s 

order to be able to Increase performance. The manager s boss is becoming concerned. THIS LEADER WOULD. 
Inform the group of exactly what is expected, 
when it is needed, and what some of the conse-
quences of continued poor performance could 
be. The leader would also frequently monitor 

Emphasize the need for better performance and 

ask the group to work out their problems by 

themselves. 

and 

c. 

b. Make sure that deadlines are met the 

quality of the work is good, but talk with the 
group to get its recommendations. 

the group s performance. 

Help the group determine what needs to be 

done and encourage them to take the necessary 

steps. _ _ 

Because of budget restrictions Imposed in the department, it is necessary to consolidate The leader nas asked a * ® h , y ^ 

of the department who is usually eager to heip. to take charge of the consolidation. This person has worked in all areas o the department 

While the leader feels the subordinate has the ability to perform this assignment the subordinate seems indifferent to the Importance of 

task. THIS LEADER WOULD . . . 
a. Take charge of the consolidation, but make 

sure the subordinate's suggestions are heard. 

b. Assign the project to her and let her determine 

how to accomplish it. 

Discuss the situation with her. Encourage her 
to accept the assignment in light of her skills 
and experience. 

Take charge of the consolidation and indicate to 
the subordinate precisely what to do. Supervise 
her work closely. 

A nlghly productive and efficient woman on the staff has asked for help on a project. She is accustomed to working effectively an har own. 
Recently, work problems have developed tnat she feels she can't solve by herself THIS LEADER WOU 

a Analyze the problems and outline methods to 

solve them. 

b. Cont inue to allow her to f igure out an appropri-

ate solution independently. 

c. Work with her in problem-solving, but determine 
and implement an appropriate solut ion 

d Discuss the problems with her and encourage 
her to implement any solutions. 
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7. 

i 
but doesn ' t know where to begin because of his lack of exper ience w i th this task. T H I S LEAOER W O U L D . . . 

a Discuss '.he job with him. support ing his ability c. Let h im determine now to o c |c 
10 do it. d. S p e c i f y what he is do do. but solicit any ideas 

b. Define he activities necessary to successfully h e m a y h a v e 

complete the job and supervise his work closely — 

< - « » « I - — ™ « - « ' • m d ™ * " " " • -... mmm •»«"»«» • • ^ „ ao to tM ao„, 
a. Listen to his concerns and express conf dence c h e c k h i s w o r k d a i | y . 

in his ability to complete the assignment. 
x Q n t h f l t : t l S c l e a r b . j t d. Let him f igure out how to do the assignment on 

b s t ructure tne assignment so that <t is clear DJI . 
consider any helpful suggestions he may have. n , s o w n ' 

1 

They * r e very competent and w o r k w e l l together a s a group. THIS LEAJER WOULD . . . 
. . . . . . c Al low the staff to f o r m u l a e and implement the 

a. Al low staff involvement m developing the new • c h e d u | e o n i t s o w n . 
schedule and support the suggestions o. group 
members d. Design the new schedule and ciosely direct .ts 

b. Design and implement the new schedule, but in- implemer i ta t ' ; 

corporate staff recommendations. _ 

cooperation. Up unti l now the leader b e l l f v e s the group had been making good progress. T H I S LEADER W O U L D . . . 
, ,uA c Direct the qroup 3 interaction toward task com-

a. Restate the purpose of the meeting, then let the • encourage group members to dis-
group funct ion wi thout any direct ion uniess the ^ L s s their problems and feelings. 
qroup asks for the leaders he>p. . 

n A«;k the arcuo to d isc . 3? the assignee task ana 
b. Take control immediately and direct the group • ^ ^ m u c h s u p p o r t and encouragement 

toward project complet ion. a s p o s s j b l e 

10. 

t m i s LEADER WOULD . . . x 
i< A r Talk wi th him and set goals and objectives for 

a. Let the subordinate runct ion by himself provid- • ^ ^ accompl ishment, but consider his sug-
ing his own support and direction. gestions. 

b. Emphasize to h im tne importance of Tieeting l n vo lve the subordinate in setting goals and 
deadlines and direct his e f fo r t , at accompl ish- d. .nvoive ^ 

ing assigned tasks •— it -- * i 1 • 

.«- - -»-»—-• « 
WOIJLO 

. __ k . i n w c Make sure they know what is expected of t»*em, 

a. Assign the w c k :o them make sure they^know incorporate anv helpful suggestions they 
esactiy what to dc. and supervise them closely, may have 

b. G.ve t h a n the j o t Tell them that past Perform- determine how to complete the assign-
o r has b;-en good and t h i t they will do well ^ »« ' • >• 

with this ast-. ^nmen* 

T T ^ n p l o y e * he", h e e l * r e d to per form an important job in the o f f , . Even though U , is inexper ienced, he Is enthusiastic , n d 

„ e . s he has the c o n t i n u e t r do ft. lob. THIS LEAOER WOULD . . . ^ ^ ^ ^ ^ e x # c l l y h a s t 

a. '.et the subordinate determine v> <a the jo ^ & u t ^ j f h g ^ a n y S t lggest ions or 
entails and how ;c «k .. i d e a & 

b Ten the sucorc inat« exactly what the job en- p „ c o u f g q e and praise the subordinate's enthu-
teils. " 'hat is oxpectec of him, ana monitor ..is ^ ^ h | f T t r ^ h j ? w c , u l ( J tackie the jot. 
work closeiv and freauen!:y. 
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14. Top management has asked that the division incraa.e Its production by 10%. The division leader knows that this m bdone . bu » w, 
reou're his/her active Involvement. In order to become more actively Involved, the leader must reassign the development of new cost 
control system to an assistant manaBer. The assistant manager hss had considerable experience with cost control systems but Is a Utile 
unsure about doing the tssk on her own. THIS LEADER WOULD . . 

a. A-,k he, to take on the project. Encourage and c. Assign her the project and let her determine 

support her efforts. *10W 0 0 1 ' 

»Tzxszxrjrsxz ' wrawsnsss: 
ideas. the project done. 

15 * subordinate has made a suggestion lor change in the operations ol the unit that makes sense to this leader. In the 

oiler and Implement other helpful suggestions In a productive manner with the loader s support The leader has confidence 

THIS LEADER WOULD . . 
a. Ta :e cnarSe of the suggestion and direct her in c. Organize the .implementation but include her 

i's implementation. ideas. 
b Discuss the suggestion with her and support d. Give her the responsibility for implementing the 

' her efforts to direct its implementation. suggestion without any leader mvolvement. 

16. Due to illness in the family, this leader has been forced to miss the first two meetings of a committee under his/he. 
the third meeting, the leader found the committee functioning wall and making good progress toward completion of its goals. This leader is 
unsure about how to fit Into the group and what role should be assumed. THIS LEADER WOULD . 
a. Attend, but let the group continue to work as it c. Do what can be done to ^ k e t h e c o m m i u e e 

has during the first two meetings. feel important and involved anc support their 
, past efforts. 

b. Assume the leadership of the committee and . , 
begin to direct its activities. d. Direct the activities of the group, but mcorpor-

ate group members' suggestions. 

17. The staff !s very competent and able ta work well on their own. This leader has generally left them alone and delegated key responsibilities to 
individual members. Their performance has been outstanding. THIS LEADER WOULD . 
a. Provide continual support and encouragement c. Continue to let the group work on its own. 

to group members. d. Direct their efforts, but work closely with the 

b. Direct and closely supervise the activities of the staff to solicit their suggestions. 

staff. — — -

18. Top level management has decided that a new procedure has to be Installed in the department if long-term gains in |jerformanceare to be 
obtained. In the past when new procedures were Installed, the group has been eager to use them but has initially lacked the skills to do so. 
THIS LEADER WOULD . . . 
a. Direct the initial implementation of the new pro- c. Get the group invo'ved in a discussion of the 

cedura but involve the grc.up in discussing procedure and encourage their cooperation 
alternates. a n d i n v ° l v e r n e n ? -

b Closely direct tf» group in their initial use jf d. Ailow the group to formulate and impiement 
the new procedure. the new procedure on its own. 

19 This leader has been recently aproimed tie head of a iivisicit. Under the division's former boss, the staff functioned adequately with 
considerable support and encouragement. Since this leader has taken over, however, the staff appears t o b e J H concerned with social 
activities tUn with carrying out their resoonslbllities. The staff s performance to date has been poor. THIs> LEADER WOULD . . 

a Discuss tl-e staff's low performance with :hem c. Point out the problem and allow staf l^mbers 
' and support their efforts to specify corrective to define their own responsibilities and tasks. 

action, d. Define roles, responsibilities and outcomes and 

b. Direct and organize the necessary corrective freqeuntly check to see if their performance is 
action, but solicit input and suggestions from improving. 

the group. 

j 20. One of the enoioyees managed by this leader is reluctant to lake o« 3 new assignment. The employee has had li'tle experience in the area the 
manager wants her to work. She has done a good job with the other tasks the manager has given her. THiS LEADER WOULD . 

' a Explain to the employee what must be done c. Encourage the employee to try the new job and 
and how to do it. but listen tc wny she is facilitate her efforts through mutual problem-
re'uetant to do the task. solving. 

b G i v e the employee the new ass gnment and let ° Tell her exactly what must be done tc success-
her determine the best way tc do it. fully complete the assignment and frequently 

monitor the results. 

'93C- EiiaThard Tracing 4 06ve<o.,mer>t. !nc 

, prove,i:e<i wt-oi.t wit'ten au?hor;7.«t.on '-ot BlancharC Tra-nrg a-.i Ove> 'pme-t 



116 

Appendix C 

Social Style of Behavior Profile 
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0 C' ÂSTMFW. 

0 0 0 MfUOW 

© 0 0 «̂3c:rBMn 0 0 0 ; «£̂  0 0' WIU--*6A# 

0 O 0 : 

0 0 0 

©00 

© O 0 i 

0 0 0 ' 

0 © 0 

©00 

© 0 0 

i 
§ 

J 
£ . 

i i 

::v ? 
2 1 
4 i 

8» "I 
I $ 



BIBLIOGRAPHY 

Books 

Argyris, C., Personality and Organization, New York, Harper, 
1957. 

, Integrating the Individual and the Organization, 
New York, Wiley, 1964. 

Atinkins, Stuart, Life Training Discovery Workbook, Beverly 
Hills, California, Stuart Atkins, Inc., 1973. 

Baker, R. G. and others, editors, Child Behavior and Develop-
ment, New York, McGraw-Hill, 1943. 

Baskin, Otis W. and Craig E. Ornoff, Interpersonal Communica-
tion in Organizations, Santa Monica, California, 
Goodyear Publishing Company, 1980. 

Bass, B. M., Stodgill's Handbook of Leadership, New York, 
Free Press, 1981. 

Berger, Peter L. and Thomas Luckman, The Social Construction 
of Reality, New York, Doubleday and Company, 1967. 

Berscheid, Ellen and Elaine Walster, Interpersonal Attraction, 
Reading, Massachusetts, Addison-Wesley, 1969. 

Bingham, W. V., Leadership in H. C. Metcalf, the Psychologi-
cal Foundations of Management, New York, Shaw, 1927. 

Bird, C., Social Psychology, New York, Appleton-Century, 
1940. 

Blake, R. R. and J. S. Mouton, The Managerial Grid, Houston, 
Gulf, 1964. 

, The New Managerial Grid, 
Houston, Gulf, 1978. 

Blanchard, K. H. and others, Leader Behavior Analysis (Form 
A), Escondido, California, Blanchard Training and 
Development, Inc., 1981. 

120 



121 

Blanchard, K. H. and others, Leadership and the One Minute 
Manager, New York, William Morrow and Company, Inc., 
1985. 

Bogardus, E. S., Leaders and Leadership, New York, Appleton-
Century, 1934. 

Cascio, W., Applied Psychology in Personnel Management, 
Reston, Virginia, Reston Publishing Company, 1982. 

Christie, R. and F. L. Geis, Studies in Machiavellianism, 
New York, Academic Press, 1970. 

Coleman, J. M., Personality Dynamics and Effective Behavior, 
New York, Harper and Row, Inc., 1972. 

Cunningham, Luvern L. and William J. Gephat, Leadership: 
The Science and the Art Today, Itasca, Illinois, Peacock 
Publishers, 1973. 

Cyert, Richard M. and James G. March, A Behavioral Theory; of 
the Firm, Englewood Cliffs, New Jersey, Prentice-Hall, 
Inc., 1963. 

David, Keith, Human Relations at Work, 3rd ed., New York, 
McGraw-Hill, 1967. 

Dubin, R. and others, editors, Leadership and Productivity, 
San Francisco, Changler, Inc., 1965. 

Fiedler, Fred E., A Theory of Leadership Effectiveness, New 
York, McGraw Hill, 1967. 

Fiedler, Fred E. and M. M. Chemers, Leadership and Effective 
Management, Glenview, Scott-Foresman, 1974. 

Fiedler, Fred E. and others, Improving Leadership Effective-
ness: The Leader Match Concept, New York, Wiley, 1976. 

Filley, A. C. and others, Managerial Process and Organiza-
tional Behavior, Glenview, Illinois, Scott, Foresman, 
1976. 

Gough, Harison G., Manual for the California Psychological 
Inventory, Palo Alto, California, Consulting 
Psychologists Press, 1956. 

Gustavson, Carl G., A Preface to History, New York, McGraw-
Hill, 1955. 



122 

Gwaltney, James A. and A. G. Spalding, The Management Tree, 
Dallas, The Management Tree Publishing Company, 1980. 

Hersey, P. and K. H. Blanchard, Management of Organizational 
Behavior; Utilizing Human Resources, Englewood Cliffs, 
New Jersey, Prentice—Hall, Inc., 1982. 

Hunt, J. G. and L. L. Larson, editors, Leadership: The 
Cutting Edge, Carbondale, SIU Press, 1977. 

Hunt, J. G. and C. A. Schrisheim, editors, Leaderhip Beyond 
Establishment Views, Carbondale, SIU Press, 1982. 

Katz, D. and R. L. Kahn, The Social Psychology of Organiza-
tions , New York, Wiley, 1966. 

Kelley, Harold H., Attribution in Social Interaction, 
Morristown, New Jersey, General Learning Press, 1971. 

Kiersey, David and Marilyn Bates, Please Understand Me, 
Del Mar, California, Prometheus Nemesis Books, 1978. 

Kilker, Catherine A., The Social Style Profile; A 
Perspective on Its Development, Denver, Mountain Empire 
Publishing, Inc., 1979. 

Likert, R., New Patterns of Management, New York, McGraw-Hill, 
1961. 

, The Human Organization: Its Management and 
Value, New York, McGraw Hill, 1967. 

Lindzey, G. and E. Aronson, editors, The Handbook of Social 
Psychology, REading, Massachusetts, Addison-Wesley, 
1969. 

McGregor, D., The Human Side of Enterprise, New York, McGraw 
Hill, 1960. 

Merrill, David W. and Roger H. Reid, Personal Styles and 
Effective Performance, Radnor, Pennsylvania, Chilton 
Book Company, 1981. 

Mintzberg, Henry, The Nature of Managerial Work, New York, 
Harper and Row, 19 73. 

Mok, Paul P., Interpretation Manual for Communicating Styles 
Technology, Dallas, Texas, Transactional Analysis Press, 
Inc., 1975. 



123 

Reddin, W. J., Managerial Effectiveness, New York, McGraw-
Hill, 1970. 

Sayles, Leonard R., Leadership: What Effective Managers 
Really Do and How They Do It, New York, McGraw-Hill, 
1979. 

Selznick, P., Leadership in Administration, Evanston, 
Illinois, Row, Peterson, 1957. 

Shavelson, R. J., Statistical Reasoning for the Behavioral 
Sciences, Boston, Massachusetts, Allyn and Bacon, Inc., 
1981. 

Shrif, M. and M. 0. Wilson, editors, Group Relations at the 
Crossroads, New York, Harper and Row, Inc., 1953. 

Siegel, L. and L. M. Lane, Personnel and Organizational 
Psychology, Homewood, Arwin, 1982. 

Staw, Barry M., Research in Organizational Behavior, New 
York, JAI Press, 1979. 

Stodgill, R. M., Handbook of Leadership, New York, Free 
Press, 1974. 

Stoner, J. A., Management, Englewood Cliffs, New Jersey, 
Prentice-Hall, 1978. 

Tannenbaum, R. and others, Leadership and Organization, 
New York, McGraw-Hill, 1961. 

Thomas, J. W., Bi-Polar: A Positive Way of Understanding 
People, Richardson, Texas, Bi-Polar, Inc., 1978. 

Vroom, Victor and Phillip Yetton, Leadership and Decision 
Making, Pittsburg, University of Pittsburg Press, 1973. 

Articles 

Abdel-Halim, A. A., "Personality and Task Moderators of 
Subordinate Responses to Perceived Leader-Behavior," 
Human Relations, 34 (January, 1981), 73-88. 

Ashour, A. S., "The Contingency Model of Leadership Effec-
tiveness: An Evaluation," Organizational Behavior and 
Human Performance, 9 (June, 1973), 339-355. 



124 

Barnlund, D. C., "Consistency of Emergent Leadership in 
Groups with Changing Tasks and Members," Speech 
Monograph, 29 (March, 1962), 45-52. 

Bennis, W. G., "Leadership Theory and Administrative 
Behavior: The Problems of Authority," Administrative 
Science Quarterly, 4 (December, 1959), 259-301. 

Blake, R. R. and J. S. Mouton, "Should You Teach There's 
Only One Best Way to Manage?" Training, 15 (April, 
1978), 24-29. 

Bowers, DAvid G. and Stanley E. Seashore, "Predicting 
Organizational Effectiveness with a Four-Factor Theory 
of Leadership," Administrative Science Quarterly, 11 
(September, 1966), 238-263. 

Campbell, Donald T. and Donald W. Fiske, "Convergent and 
Discriminant Validation by the Multitrait, Multimethod 
Matrix," Psychological Bulletin, 56 (March, 1979), 81-
105. 

Campbell, J. P., "Leadership," Leadership: The Cutting Edge, 
edited by J. G. Hunt and L. L. Larson, Carbondale, SIU, 
1977, pp. 221-233. 

, "Editorial: Some Remarks from the Outgoing 
Editor," Journal of Applied Psychology, 67 (December, 
1982), 691-700. 

Carter, L. F., "Leadership and Small Group Behavior," Leader-
ship: The Cutting Edge, Carbondale, SIU, 1977, pp. 257-
284. 

Chemers, M. M. and G. J. Skrzypek, "An Experimental Test of 
the Contingency Model of Leadership Effectiveness," 
Journal of Personality and Social Psychology, 24 (April, 
1972), 172-177. 

Clifford, C. and T. S. Cohn, "The Relationship Between 
Leadership and Personality Attributes Perceived by 
Followers," Journal of Social Psychology, 64 (February, 
1964), 67-64. 

Dubin, R., "Supervision and Productivity: Empirical Find-
ings and Theoretical Considerations," Leadership and 
Productivity, edited by R. Dubin and others, San 
Francisco, Changler Press, 1965, pp. 256-260. 



125 

Durand, D. E. and W. R. Nord, "Perceived Leader Behavior as 
a Function of Personality Characteristics of Super-
visors and Subordinates," Academy of Management Journal, 
19 (September, 1976), 427-438. 

Evans, M. G., "The Effects of Supervisory Behavior on the 
Path Goal Relationship," Organizational Behavior and 
Human Performance, 5 (May, 1970), 277-298. 

Fleishman, E. A., "Twenty Years of Consideration and 
Structure," Current Developments in the Study of 
Leadership, edited by E. A. Fleishman and J. G. Hunt, 
Carbondale, Southern Illinois University Press, 1973, 
pp. 225-230. 

Fleishman, E. A. and D. R. Peters, "Interpersonal Values, 
Leadership Attitudes and Managerial Success," Personal 
Psychology, 16 (Summer, 1962), 127-143. 

Fleishman, Edwin A., and Edwin F. Harris, "Patterns of 
Leadership Behavior Related to Employee Grievance and 
Turnover," Personnel Psychology, 15 (Spring, 1962), 43-
56. 

Frost, D. E., "Role Perceptions and the Behavior of the 
Immediate Superior: Moderating Effects on the 
Prediction of Leadership Effectiveness," OBHP, 31 
(February, 1983), 123-142. 

Fulk, J. and E. R. Wendler, "Dimensionality of Leader-
Subordinate Interactions: A Path Goal Investigation," 
OBHP, 30 (October, 1982), 241-264. 

Geier, John G., "A Trait Approach to the Study of Leadership 
in Small Groups," Journal of Communication, 4 (December, 
1967), 316-323. 

Gibb, Cecil, "Leadership," The Handbook of Social Psychology, 
Vol. 4, edited by G. Lindzey and E. Aronson, Reading, 
Massachusetts, Addison-Wesley, pp. 205-282. 

Goode, Cecil E., "Significant Research on Leadership," 
Personnel, 27 (March, 1951), 342-349. 

Graef, C. L., "The Situational Leadership Theory: A 
Critical Review," Academy of Management Review, 8 
(April, 1983), 285-291. 

Graen, G. and others, "Contingency Model of Leadership 
Effectiveness: Antecedent and Evidential Results," 
Psychological Bulletin, 74 (October, 1970), 285-296. 



126 

Graham, W. K., "Description of Leader behavior and Evalua-
tion of Leaders as a Function of LPC," Personnel 
Psychology, 21 (Winter, 1968), 457-464. 

Green, S. G. and others, "Personality and Situational 
Effects on Leader-Behavior," Academy of Manaqemnt 
Journal, 19 (June, 1976), 184-194. 

Greene, Charles N., "Disenchantment with Leadership Research: 
Some Causes, Recommendation and Alternative Directions," 
Leadership; The Cutting Edge, edited by J. G. Hunt and 
L. L. Larson, Carbondale, Illinois, SIU Press, 1977, 
pp. 57-67. 

Griffin, R. W., "Task Design Determinants of Effective Leader 
Behavior," AMR, 4 (April, 1979), 215-224. 

Gruenfeld, L. W. and others, "The Behavior of Task-Oriented 
(Low LPC) and Socially-Oriented (High LPC) Leaders 
Under Several Conditions of Social Support," Journal 
of Social Psychology, 79 (October, 1969), 99-107. 

Gumpert, Raymond A. and Ronald K. Hambleton, "Situational 
Leadership: How Xerox Managers Fine-Tuned Managerial 
Styles to Employee Maturity and Task Needs," Management 
Review, 24 (December, 1979), 8-12. 

Heller, T. and J. van Til, "Leadership and Followership: 
Some Summary Propositions," JABS, 18 (Fall, 1982), 405-
414. 

Hersey, Paul and Kenneth Blanchard, "Life Cycle Theory of 
Leadership," Training and Development Journal, 69 
(May, 1969), 26-34. 

Hollander, Edwin P. and James W. Julian, "Contemporary 
Trends in the Analysis of Leadership Processes," 
Psychology Bulletin, 71 (May, 1969), 387-397. 

House, Robert J., "A 1976 Theory of Charismatic Leadership," 
Leadership: The Cutting Edge, edited by J. G. Hunt 
and L. L. Larson, Carbondale, Illinois, SIU Press, 
1977, pp. 189-207. 

, "A Path Goal Theory of Leader Effectiveness," 
Administrative Science Quarterly, 16 (September, 1971), 
321-338. 



127 

House, R. J., A. C. Filley, and S. Kerr, "Relations of Leader 
Consideration and Initiating Structure to R & D Sub-
ordinate's Satisfaction," Administrative Science 
Quarterly, 16 (March, 1971), 19-30. 

House, R. J. and M. L. Baetz, "Leadership: Some Generaliza-
tions and New Research Directions," Research in 
Organizational Behavior, New York, JAI Press, 1979, 
pp. 341-424. 

House, R. J. and T. R. Mitchell, "Path Goal Theory of 
Leadership," Journal of Contemporary Business, (June, 
1974), 81-97. 

Hunt, J. G., "Fiedler's Leadership Contingency Model: An 
Empirical Test in Three Organizations," Organizational 
Bheavior and Human Performance, 2 (August, 1967), 290-
308. 

"Leadership Style Effects at Two Managerial 
Levels in a Simulated Organization," Administrative 
Science Quarterly, 16 (December, 1971), 476-485. 

Hunt, J. D. and V. K. C. Liebscher, "Leadership Preference, 
Leadership Behavior, and Employee Satisfaction," 
Organizational Behavior and Human Performance, 9 
(February, 1973), 59-77. 

Ilgen, D. R. and D. S. Fugil, "An Investigation of the 
Validity of Leader Behavior Descriptions Obtained from 
Subordinates," Journal of Applied Psychology, 61 
(October, 1961), 642-651. 

Ingrasei, Hugh J., "How to Reach Buyers in Their Psychologi-
cal Comfort Zones," Industrial Marketing, 66 (July, 
1981), 60-64. 

Kennedy, J. K., "Middle LPC Leader and the Contingency Model 
of Leadership Effectiveness," OBHP, 30 (August, 1982), 
1-14. 

Kerr, Steven and J. M. Jermier, "Substitutes for Leadership: 
Their Meaning and Measurement," OBHP, 22 (December, 
1983), 375-403. 

Kerr, S. and others, "Toward an Contingency Theory of 
Leadership Based upon the Consideration and Initiating 
Structure Literature," Organizational Behavior and 
Human Performance, 12 (August, 1974), 62-82. 



128 

Korman, A. K., "Consideration, Initiating Structure, and 
Organizational Criteria: A Review," Personnel 
Psychology, 19 (Winter, 1966), 349-362. 

Latham, G. P. and T. P. Steele, "The Motivational Effects 
of Participative Versus Goal Setting on Performance," 
AMJ, 26 (September, 1983), 406-417. 

Lewin, K., R. Lippitt, and R. K. White, "Patterns of 
Aggressive Behavior in Experimentally Created Social 
Climates," Journal of Social Psychology, 10 (May, 
1939), 271-301. 

Lippitt, Ronald, "The Changing Leader-Follower Relationships 
of the 1980's," JABS, 18 (1982), 395-403. 

Lynch, Dudley, "Getting 'In Sync1 with the Customer," Sales 
and Marketing Management, 124 (May 19, 1980), 42-46. 

MacKenzie, R. A., "The Management Process in 3-D," HBR, 147 
(November-December, 1969), 80-87. 

Melcher, Arlyn J., "Leadership Models and Research Approaches," 
Leadership: The Cutting Edge, edited by J. G. Hunt and 
L. L. Larson, Carbondale, Illinois, SIU Press, 1977, 
pp. 94-108. 

Michaelsen, L. K., "Leader Orientation, Leader Behavior, 
Group Effectiveness, and Situational Favorability: An 
Empirical Extension of Contingency Model," Organiza-
tional Behavior and Human Performance, 9 (April, 1973), 
226-245. 

Miner, J. B., "The Uncertain Future of the Leadership Con-
cept: Revisions and Clarifications," JABS, 18 (Fall, 
1982), 293-307. 

Morris, Charles G. and J. R. Hackman, "Behavioral Correlates 
of Perceived Leadership," Journal of Personality and 
Social Psychology, 13 (December, 1969), 350-361. 

Petterson, Jeffrey L., "Style-Flex," Real Estate Today, 3 
(August, 1981), 4-7. 

Pfeffer, J., "The Ambiguities of Leadership," Academy of 
Management Review, 2 (January, 1977), 104-112. 

Prentice, W. C. N., "Understanding Leadership," Harvard 
Business Review, 39 (September-October, 1961), 143-151. 



129 

Rhodabarger, Dale, "Put Your Communications Style to the 
Test," Computer Decisions, 12 (December, 1980), 88-89. 

Rice, R. W. and M. M. Chemers, "Predicting the Emergence of 
Leaders Using Fiedler's Contingency Model of Leadership 
Effectiveness," Journal of Applied Psychology, 57 
(October, 1973), 281-287. 

Rosenfeld, L. B. and T. G. Plax, "Personality Determinants 
of Autocratic and Democratic Leadership," Speech 
Monographs, 42 (August, 1975), 203-208. 

Runyon, K. E., "Some Interactions Between Personality 
Variables and Management Styles," Journal of Applied 
Psychology, 57 (June, 1973), 288-294. 

Sales, Stephen M., "Supervisory Style and Productivity: 
Review and Theory," Personnel Psychology, 19 (Fall, 
1966), 275-286. 

Sargent, J. R. and G. R. Miller, "Some Differences in Certain 
Communication Behaviors of Autocratic and Democratic 
Group Leaders," Journal of Communications, 21 (September, 
1971), 233-252. 

Shiflett, S. C., "The Contingency Model of Leadership 
Effectiveness: Some Implications of Its Statistical 
and Methodological Properties," Behavioral Science, 
18 (November, 1973), 429-440. 

Stodgill, R. M., "Personal Factors Associated with Leader-
ship," Journal of Psychology, 25 (January, 1948), 35-71. 

Tannenbaum, R. and W. H. Schmidt, "How to Choose a Leadership 
Pattern," Harvard Business Review, 36 (March-April, 1958), 
95-101. 

Taylor, J. C., "An Empirical Examination of a Four-FActor 
Theory of Leadership Using Smallest Space Analysis," 
Organizational Behavior and Human Performance, 6 (May, 
1971), 249-266. 

Vroom, Victor H., "Some Personality Determinants of the 
Effects of Participation," Journal of Abnormal and 
Social Psychology, 59 (May, 1981), 322-327. 

Wofford, J. C. and T. N. Srinivasan, "Experimental Tests of 
the Leader-Environment-Follower Interaction Theory of 
Leadership," OBHP, 32 (August, 1983), 35-54. 



130 

Wortman, M. S., "Strategic Management and Changing Leader-
Follower Roles," JABS, 18 (Fall, 1982), 371-383. 

Yukl, G. A., "Toward a Behavioral Theory of Leadership," 
Organizational Behavior and Human Performance, 6 
(June, 1971), 414-440. 

Yukl, G. A. and D. D. van Fleet, "Cross-Situational, 
Multimethod Research on Military Leader Effectiveness," 
OBHP, 30 (July, 1982), 87-108. 

Zemke, Ron, "From Factor Analysis and Clinical Psychology: 
Better Ways to Help Train People," Training, 13 (August, 
1976), 12-16. 

, "The Many Faces of the Four-Style Grid," 
Training, 29 (November, 1982), 37-44, 

Reports 

Halpin, A. W. and B. Winer, "A Factorial Study of the Leader 
Behavior Description Questionnaire," Leader Behavior: 
Its Description and Measurement, edited by R. M. Stodgill 
and A. E. Coons, Columbus, Ohio, Bureau of Business 
Research, Ohio State University, 1957. 

Myers, Isabel Briggs, Report Form for Myers-Briggs Type 
Indicator, Palo Alto, California, Consulting 
Psychologists Press, Inc., 1976. 

Publications of Learned Organizations 

Fleishman, E. A. and J. G. Hunt, Current Developments in 
the Study of Leadersip, Carbondale, Southern Illinois 
University Press, 1973. 

Green, J. F., A Summary of Technical Information About 
LEAD-Self, San Diego, California, Learning Resources 
Corp., 1973. 

Hemphill, J. K., Situational Factors in Leadership, 
Columbus, Ohio, Bureau of Educational Research, Ohio 
State University, 1949. 

Hemphill, J. K. and A. E. Coons, "Development of the Leader 
Behavior Description Questionnaire," Leader Behavior: 
Its Description and Measurement, edited by R. M. 
Stodgill and A. E. Coons, Columbus, Ohio, Bureau of 
Business Research, Ohio State University, 1957. 



131 

Lippitt, R., "An Experimental Study of the Effect of 
Democratic and Authoritarian Group Atmosphere," 
University of Iowa Studies Child Welfare, Vol. 16, 
Iowa City, Iowa, 1940, pp. 43-95. 

Unpublished Materials 

Haley, M. J., "Relationship Between Internal-External Locus 
of Control Beliefs, Self-Monitoring and Leadership Style 
Adaptability," Ann Arbor, Michigan, University Micro-
films International, 1983. 

Jacobsen, Eric N., "The Subordinate: A Moderating Variable 
Between Leader Behavior and Effectiveness," Ann Arbor, 
Michigan, University Microfilms International, 1984. 


