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Chapter 1

Background and Purpose

To the autho r ’ s know ledge, there have been no previous comprehensive

studies i nvolving the social perception within the superordinate-s ubordi nate

framework. Since the model used in this research is a recent development ,

it has not been exp loited in many of these systematic and obvious areas of

app lication . The general resea rch background , however , is necessary in order

to exp lain some of the findings of the results chapter. The citations can be

classified according to a number of general titles. Social climate and leader-

shi p sty les , subordinate behaviors , superord inate—subordinate interaction ,

interpersonal perception , subord i nate ’s perceptions of superord i nates , and

superord i nate ’s perception of subord i nates .

Social Climate and Leadershi p Sty les:

In the late thirties during an era when the world was concerned about

the possibilities of efficient dictatorshi ps , a number of social psycho l ogists

instituted a search into the areas of leadership and social climate. The

most effective and articulate of these groups was the Research Center for Group

Dynamics at MIT . Many studies were conducted but the most comprehensive were

reported in the journal articles of Lewin , Li pp it , and Wh i te in 1939. These

pa~ ticu lar studies i nvo l ved the naturalistic observations of subord i nate be-

havior where superv i sors were simulating three basic management styles:

authoritarian , democra ti c , and laissez-fa i re. The term social climate was

developed to imp l y the interpersonal context of the leadershi p process. The
IV~~~ Section ~

initial focus was directed toward questions of aggression as an outgrowth of L .~ Section D
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the leadershi p sty le but the research ultimatel y established a context o~

stud y ing wider manifestations of the reactions to l eadershi p sty les.

Some later studies wi t hin the same vein were conducted by Coch and

French , 19L48, Katz et.al ., 1951 , 1966. These stud ies rep licated the genera l

findings that laissez-fa i re or pe rmissive management were least effective and

that authoritarian-directive management and democratic-partici patory management

had succeeded in various areas with the former having the greater tendency to

generate open hostility or passive aggressive behavior.

A decade later Adorno and Frenkle—Bru nswik , Levinson , and Sanford , 1950,

developed a thoroug h treatise on the “authoritarian personality ”. In this work

they succeeded in integrating a wide variety of divergent concepts and dynamics

into ~ central syndrome or type. Their findings were that fascism , ethnocen-

trism , dogmatism , counterdependency and some specialized forms of rigidity

were hi ghl y interrelated and functionall y determined from early childh ood

training and from generalized exposure to prevailing cultural value systems .

Under the concept of authoritarianism it became apparent that hostility

• and simp le paranoid behavior were associated with hi gh needs for structure and

intolerance for ambiguity. A thoroug h follow-up on the research in this area

since that time is in a rev i ew reported by K i rsch and D i l l a bay (1967 ) wh i ch

reports over 200 studies on the authoritarian per sonality. There are probabl y

another 1000 studies utilizing the “E and F Scales ” which were not reported

there.

A return to the environmental as well as personali ty interpretation of

other leadersh i p behaviors can be seen in later works of Lavena (192i9),

Stodgil l (l9~8), and Berkowitz (1956). These studies emphasized the role

aspects of l eadership sty les ind i cating the situ ational factors most frequentl y

entering into most management sty le decisions. 
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In the last two decades , leadershi p sty les have become a central issue

in research involving organizational behavior and in the social psychology app lied

to industry . McGregor (1960) suggested that the difference in l eadershi p styles

could be associated with basic differences in assumptions concern i ng the work

process held by the superordinate. The “Theory X” assumptions are that : workers

dislike their occupations; motivation is primarily induced from without , and
S

continual vi g ilance is necessary if any project is to be accomp l ished . These

• assumptions lead to supervisory behaviors wh i ch are autocratic , directive , and

coercive. The “Theory V’ assumptions are at the oppos i te pole and suggest that

man is internall y motivated and has no reason to dislike his work if allowed

to develo p his own payoff sys tems.

Another model for understanding leadership behavior within the work setting

was presented by Bl ake and Mouton (1961+) in their manageria l grid. The typology

• employs the interaction of two basic dimensions , concerns for people and orientation

toward the task. All positions within the Cartesian grid formed can be described ,

but the usual typology i nvolves the four corners and the center as discreetl y

different management sty l es. The 1 ,1 position implies no management; 9,1 is

task—oriented , and associated with authoritarianism; 1 ,9 is the benevolent—

missiona ry type manager; the middle or 5,5 position is sometimes called the

compromiser , and 9,9 represents a fusion of the two characteristics considered

the most favorable position. This model has high communication value but has

not been particularly successful in generating research.

The model having the greatest method i ca l sophistication and theoretical

possibilities is Fiedler ’s 1967 Contingency Model . His basic typology invo l ved

task-oriented leaders and relationshi p-or iented l eaders but he demonstrated

that this effectiveness is contingent upon the nature of the task wh i ch they

- -
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are performing. His research results show that task—oriented leaders are

more effective under very favorable or unfavorable condit ions. This curvi-

linear of relationships suggests why onl y low relationshi ps have been found

V 
in the past between management sty les and measures of performance .

V - Other meaningful but related models and typologies can be found in the

work of other research writers. Weber (191+7) established the typology of

organizational situations and l eader ’s behaviors. He outlined them to be tra—

• 
- 

ditional , bureaucratic , and entrepreneurial. Likert (1961) presents four

systems of management to rep lace the three originall y presented by Lewin , Li pp it ,

and Wh i te. Tannenbaurn and Schmidt (1958) established a typology of supero r-

dinate sty les based upon dominant behavior; tells , sells , consults , and join.

Tuckman (1963) suggests another functional taxonomy with his forming , storming ,

forming, and performing. Misumi and Tasaki (1965) established a taxonomy

similar to tha t used in the Blake , Mouton Grid yet couched in slightl y different

termino l ogy. They emphasize performance , maintenance , both performance and

maintenance , and neither performance and maintenance. Because of the similarity

to the Grid , many of the results can be directl y translated in those terms ,

even though they probabl y owe their termino l ogy to the work of Cattell (1950)

and his research with small groups in wh i ch he discrimina ted group energies

into effective synergy for the performance area aid into maintenanc e synergy

directed toward sustaining intra group needs.

Most of the models for viewing leadershi p behav i or have been lo g ical

ones rather than emp irica l . Some major exceptions , however , are the factorial

work of Hemphil l (1950 ) and Wofford (1971). The latter found five factor

dimensions from his empirica l data. These factors were identified with l eader ’s

need systems , and were entitled group achievement and order , personal enhancement ,

- V ~~~~~~~~~ - V 
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personal interaction , dynamic ach i evement and secur ty maintenanc e . Hi~

studies indicate that these five managem ent sty les engender very little different

behaviors in subordinates and lead to vastl y different outcomes.

a return to log ica l models , Sweney (1970 , 1971) presented his Re-

sponse to Power Model to exp lain subordinate and superord i nate behavior. The

model represented the superi mposition of Rosenzwe i g s  (1941+) frustration reac-

tions , upon the Lewinian social climates. This results in three basic leadership

rol es. The autocratic—extrapunitive role is associated with confrontive-

rejection behavior emp loyed as an ego—defense against frustration. The per-

missive— intrapun itive role emp loys laissez faire management tactics as a de-

fensive measure to appease subord i nates and to avoid mistakes and criticisms.

The equa litarian , impunitive role is perceived as a rationa l solution orien-

tation wh i ch s free from ego defensive components.

MI of these behaviors are perceived to be the result of long term social

role learning. The theory postulates that the role confusion wh i ch is inherent

in any person ’s behavior results frorr the cultural conflict surround i ng two

basic survival needs. Confror ttive-competitive behavior is essential for ind i-

vidua l dominance and surviva l , and supportive or nurturant behavior of the

permissive l eader is essential for the survival of the species. It thus becomes

contingent upon the situation wh i ch of these two management sty les is more

appropriate. Out of this conflict and as a response to objective problem

solutions and needs for “proactive ” rather than reactive behavior this super-

ordinate role is forged . This rational , objective role has been identified as

equa l itarian because it derives its impetus from neither coercion nor seduction ,

but from mutual self interest. It recognizes that an equality relationship

should exist between power and obligation .
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Sub~ nd ina te Behavior and Sty~ es:

he emphasis upon leadershi p cnarac terist ics and sty les have all hut

starved studies in the subord i nate areas. I t could be interpreted that the

ori g ina l Lewin , Li ppitt , and White (1S39) stud y was directed towarcs the

subordinate ’s behavior contingent upon experimentall y mani pulated l eadershi p

sty les. In this stud y as well as more of those that followed , subordinate

behavior was perceived to be a dependent variable rather than an independent one.

• and as such it was not properl y appreciated as an essential element in the total

management system .

Mechanic , (1964) and Zaleznik (1965) fielded independent researches which

established the subordinate as a theoret ica Hy respectable part of management

systems research. They each discussed functional behavior but neither developec

a taxonomy for subord i nancy nor established any rules for superord inate-

subordinate interaction .

Peri phiera l research on subord i nancy resulted f rom some of the socio-

metric studies of leaders particularl y in the stud y of emergent leaders.

Hol lander & Webb (1955) found high correlations among persons chosen as

leaders and those selected as followers when the selection was a spontaneous

process. Gibb (l96L +~ would exp lain this correlation by his research which

indicates that fo1lo~~rs subord i nate themselves selectivel y to members who are

perceived to be most like them but having a superord i nate position at that time.

Leadershi p and fc-llower ship would thus seem to follow many of the same dynamics.

Nelson (1964) compared liked and disliked followers to discover wh i ch system

of dichotom i zation discriminated best. He found that liked l eaders were similar

to liked followers in being more satisfied , emotionall y contro lled , and acceptant

of authority. Leaders in both categories were more alert , job motivated and

~~~~~~ V~~~ ~~~~~~~,•2 ,_ :,  
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aggressive than were the followers in ootb catego ries. This emphasizes tr€ ~

fact that l eaders do vary si gnificant l y fr~~r follow e r Dut along character~~ t i c s

V 
not studied by Hollan~er and Webb and Gib h .

8y app l ying Rosenzweig ’ s model (i91+4) for the reaction to frustration to

the subord i nate areas , Sweney (1970) completed his two-level Response to rove r

Model (RPM) . Althoug h coordinated in special ways , the subordinate roles are V

uni que and differ from the superord i nate roles. The confrontive subordinate V

s extrapunitive and identified as the rebel. The supportive-subord i nate is

intropunitive and fits the behavior described by Jones (1962) as ingratiation .

The objective-nonpunit ive subordinate has been identified as the critic cooperator ,

but has no research counterpart and was ci fficult to name since all terms i n

this area seen to be connot ivel y biased toward support iveness or confront iveness.

Jones (1962) reported a program cf resea rch i nv olvi n g the needs for

projecting a favorable self image. He and his associates found that this was

done primarily by the subordinate and by using the two basic behaviors. Ta qu iri

(l95~) showed that flattery or other enhancement and conformit y in opi r~ion ,

judgment ~,nd beh avior. Tagu ri found a strong relation between liking someone

and perceivi n g that the attraction is rec i procated . Thus , the i ng ra t ia tor

incorporates the procedure of 1 i king and other enh~ rc~~ €. nt to generate posi ti ve

feeling in the other toward himself . The ing ratiatcr is also conforming in

op inion and independence , and his behavior nas been ~er ti fied as a ‘‘yes ran

by Wh yte (1956) or an organizational ~
- ar . t~ sti (197i , ’ descri ced ~~~~ ‘ rc’~ 

-

tiator ’’ when he discus ces ‘ subord i nate au th cri ta ri a r H ~~~~~~~ r- t~ do~ ~

use the identification. H i s  ~n t n i  • l (r c -  r on r (~, . ~~f l r  (. , . y ~~~~ C

the irgrati ator role ar.d ~~ to oter~~~ 1 t r ~, :,. t o  -

taria n su~erord m ate.

L~ ~~~~~~~~~~~~~~~~ — ~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~ 
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Jones and Jones (1961+) found emp ir cdl support of the re 1ati o n ’~h~~

cet .~ er ccnfrcnt ive ~~nt1 ingratiating behavior. CrV r : - ~t i e  anc Merton (15~ d 1

and DeCharmes and Rosenbaun (1960) in stud y ing Machiavellian behavior demon-

strated that individuals with low self esteem were more desparate for external

reinforcement and that hence more 1 ik~~y to use other ingratiating behavi o s.

This behavior fits the other-directedness pattern ascribed by Riesm an (1950).

The rebel subordinate role has been identified oy sociolog ists as being

directed towa rd power equalization (Molder , 1971) as being other-directed ard ,

hence , as proactive mani pulative tactic. The psycholog ists have large l y studie c

rebelliousness as a specialized form of hostility and hence a reactive state.

The rebel is counter dependent in terminology by Adorno (1950) is a negative

attitude changer (McGuire 1961+).

Superordinate-subord i nate Interaction:

Hierarchica l interaction has always been imp l i c i t  in the research for the

areas of social climate. This interaction however usuall y has been considered

one-sided with the superordinate pr o V ; id in g the major inputs and the subordinate ’ s

reactions serving onl y as dependent variables. The full impact of the nature

of the ‘‘ superordinate—subord i nate ’’ system has sti l l  not been full y rea lize a .

Blau and Scott (1962) emp hasize leadership sty les as being dependent upon the

social environment factors wh i ch were operat ing upon them . Fied ler (1967)

ind i cates that his contingency model is related to env ronmentai factors.

Scrutiny of his examp les suggest , however , that his contingency variab les are

primaril y structural rather than social aspects of the environment. Little or

no attention is given to subordinates. Hollander and Julian (1969) emp hasize

the melding of l eadershi p behavior with situational characteristics and followe r ’ s

perceptions in the development of a unified system .

• —s~ ~~~~~~ - .
~ -- ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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~. i p n i s  and Lane (1962) system ati ca ll y stud i e c subor c i nate ’ s effects upon

~ .~ ero rc ina te behavior. In their sim u lated r anagement exercise , there were

estab lished si gn i ficant patterns of superordinate behavior based upon subo rdin ate ’s

variables. The subordinate who la cK s understar .cing i l l i c i t s  expert power on

the part of the supero rd inate. The ciscip li ne prob lem however , i H i c i t s  coercive

or persuasi ”e power. They found that the supervisors who were less corf icen t

were ~ess w i l l i n g  to use power cut tney did not make the logica l connectio n

between the confidence and whether tre superordinate ’ s power was being

reinforced by his subordinates. House , Filley and Gu arati (1971) indicate

that the subordinate ’ s satisfaction primaril y depends upon the degree to w h i c h

a s uper or d i na te  fulf i lled role expectations.

Coodstadt and Ki pn i s (1970) found that the reluctance to use power on

the part of the low self—confidence manager was lim i ted to personal power . It

was found that they did app l y forma l powe r such as the arbitrary enforcement of

rules and regulations to substitute For tneir reluctance to use more subjective

kinds of influence. In their stud y they found the personality of a sing le

hostile subordinate increases the likelihood that positive rewards were g iver •

to other subord i nates. Their interpretations for these findings included un-

conscious bribery or the app licatio n of some distributive justice concept.

They did not consider the possibility of perceptual bias and anchoring effect

which the negative subord i nate was having upon the superord inate ’ s perceptions

of the other subordinates. In their stud y they also found that as a number of

subordinates increased the use of coercive , the forma l power by their superordinate

was increased . Their results i nvolved lack of confidence and feeling of in-

experience supported earlier find i ngs by French and Snyder (1954).

L~ 
4 ~~~. 
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These stud ies and others suggest that the superor din ate cannot be ai~ —

cussed meaning full y without introducin g variables relating to the benavior

of tne subord i nates who Vnake up the remainder of the peop le system . The

Resocnse to Power Moael (Sweney , 1970 , 1971) emphas zes the symbiotic re-

lationships between certain roles p layed by superordinates and subor dinates.

In tne Authoritarian Person al ity, Adorno et. al . emp hasized the ingratiating

behavior that an authoritarian personal it y exhibits in deal ing with authori-

tarian superord ir.ates. The RPM model emp hasizes this symbiotic relationship

between the authoritarianism and ingratiation. In addition , the model

indicates that permissives and rebel s are al o p lay ing comp limentary roles

and woule operate symbioticall y in superord late—s ubordin ate relationshi ps.

Tre equal tarian—critic combinat on are perceiv~ d to be interrelated since

objectivity demands objectivity. Thi s matter of fact climate maximizes

effec tive synergy and m inimizes the mani pulative maintenance synergy asso-

ciated with the other roles.

With the RPM model , satisfaction is perceived to be related to the

matching of supero rdinate and subordinate roles in some comp lex forms. The

Harmony Index (Sweney , 1974) is the rationale for various formulations to

optimall y summar ize the merg ing of comp limentary roles between the superior

and subordinates. The Interpersonal Power Profile is the basis for descrip-

tivel y p lotting the outcomes of role interactions between subordinates and

superorc i na tes.

Subordinate Perceptions of Superord i nates:

The proces s of perceiving a superordinate ’s behavior to be non-functional

or inappropriate is a common phenomena in organizational life. Consideri ng

its prevalence , it was somewhat surprising to the authors that there was

~~~~~~~~~~ ~~~~~~
V 
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such a sca rcity of research devoted to it. No sing le stud y was found whicr ,

• centrall y investi gated the perception of superordinates by subordinates.

Bales (1950) presented a rating system for viewing behavior in group

s e t t i n g s .  This observer system has been app l led by some r e s e a r c h e r s  as a

sys tem for r a t i n g  superord i nate ’ s behavior. Being simp le in conceptualization ,

it requires a greater amount of inference and translation for imp l ementat ion .

By and large , it has not been too successful in its app lication to this

particular area . The “Carter System” is much more hi ghly articulated and

employs more directl y observable variables but has so many categories that

it i s  extreme l y cumbersome For a sing le individual to record and hence also

fails to provide a suitable basis for upward ratings.

Their results ind i cate tnat there is a positive manifold of percep t ion

among the subordinate ’s perceptions of the superordinate on all 5 areas being

measured , i.e., consideration , structure , decisiveness , hierarchica l in-

fluence and competence. The lack of spe cificity in upward ratings suggest

a positive halo effect to be operating. Earlier studies by L ikert (1961)

and Pelz (1951) and Wagner (1966) have all indicated that subord i nates ex-

perience a greater job satisfaction and hence a more positive perception

of the superord i nate if the superordinate exhibits more upward hierar chical

influence rather than downward influence. Al though the results of House ,

Fi ll ey , and Gujarati (1971) did not support the position , there is suffic ient

evidence to suggest that the interaction wi th the subord i nate ’s sty le  ma y be

an essential connecting link. Likert ’ s (1967) “linking p in ” theory points

to this basic interrelationshi p. Sweney (1970 , 1971 , 1972) postulates tha t

the symbiotic dyadic relationshi ps between superord i nate and subord i nates

prescribe certain kinds of perception for their maintenance.

V~~~~~~~~~~~~ V~~~~~~~•~~~~~~~~~~~~ • - k ~~~I f r ’~~ r 
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Superor diri ate—Su b ordinate Interact on:

Ashour and England (1972) tested the ass umption made by Jaques (961)

and Thompson (1967) that the superordinate delegates discretionary tasks

to the subordinate in accordance to his perception of tht~ ‘ ubord inate ’s

capacities. They hypothes i zed that tne author itari ar~ eadershi p sty le would

be negative l y associated with this tendency . The capacity assumption was

verified but a sli ghtl y positive correlation was found between authoritarian-

ism and delegation which they had difficulty exp l aining. They surmised that

the authoritarian delegates uncertainty and retains the more structured

tasks. They suggest some models of the delegation process which seem related

to control such areas as task , the design of the subordinate ’ s frequency of

checks on a subordinate ’ s behavior , and the mani pulation of the criteria

by wh i ch the subordinate is evaluated .

Ki pnis and Consentino (1971) found that the corrective powers utilized

by superord i nates in the military varied significantl y from those utilized

in the industrial samp le stud i ed . Extra instruction and re—assignments were

more hi ghl y used by the military supervisors and verba l talks and reprimands

were more frequentl y used in industry. A stud y of interactions between

problems and powers showed tha t increased supervision was associatec with

work problems while discip line and attitudinal problems were handled with

diagnostic talks. They suggest that because of curtailments of the forma l

powers of the supervisor in industry , it is necessary for him to fall back

upon persuasion and ind i rect influen ce.

~~~~~~~~~~ 
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II
CHAPTER II

METIIODCLCGY

The body of this report represents a collection of studies directed

toward uncovering the subtle i n te rac t ion  among roles between superiors orb

subord i nates. The data were gathered over a period of two years from m issile

combat crews and involved the development of a fairly comprehensive s/stecr

for viewing the role of perception as a reflection of the observed roles

as we l l  as the p roduct of successf u l com m unications.

IN STRUMENTS

The instruments utilized in the stud y had been developed prior to the

V 

- 
onset of the research but had been relatively untried . They represent a

comprehensive system of self- perception and other perception instruments

for viewin g superior and subordinate behavior. This battery of five tests

inc~ude the: Response to Power Measure ; Supervise Ability Scale ; Respons i-

bi l i t y  Index; Supervisor Role Rat~j;~~ and Subord i nate Behavior Rat in.~~

Response to Power Measure:

The RPM was developed as an attitude measure wh i ch would successfull y

reflect preferred superordinate — subord i nate role behavior. The model used

for it s deve lopmen t is fo und i n Figure 1 of the p receding chapter , and rep-

resents a basis for role identification and theoretica l expectations. This

instrument is  extremel y subtle and very difficult to fake. It reflects and

individual’ s bas ic value system and not necessarily his concept of socially

des i rable behavior in any precise context. The instrument measures six 
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roles: authoritarianism; equa l itarianism ; permissiveness; cooper ativer sc;

ingrat ator; and rebel; but has some ancillary scales measur ing  a t e rd e rc ~

to agree , i . e . ,  g ive  true responses , and a tendency to equivocate , i.e. , use

question responses. The latter characteristic has beer identified v V ith

i ndecisiveness , but can also be equated with caution or lack of ri g idity.

The RPM is a Likert—type op in ionnaire instrument with ninety—six items

equall y divided into six scales , none of wh i ch has the self i psat ized qual-

ity of the other members of the battery . The consequence c~ this qua lity

is that a subject may be high on all role sty les simultaneousl y, or on nore ,

and that in some circumstances the three superord i nate or the three ~ub cr-

dinate role sty les can be all positivel y correlated with each other. This

characteristic g ives a greater freedom for the research results to ref lect

more accuratel y the attitudes structure of the respondents. The researcn

results with this instrument , howeve r , have shown that in most pop ul ations ,

the roles ar e fa ir ly wel l  defi ned , and fairly independent. Equalitarian-

ism and authoritarianism are usuall y negatively cor related , and hence , have

opposing rel atio n sh i ps w ith other rc les and other measured behavior.

The validity of the sc~ les on the RPM is hard to determine since this

battery of instruments are the only ones directed towa rd the measurement of

these particular characteristics as specificall y defined . The intercorre l—

ation within the battery indicate va li dites in the high 50’s and low 60’s

for the subord i nate scales and sli ghtl y l ower validity for the superordi nate

sca l es. The reliabili ties have been found in the high 70’s and low 80’s

but the hi gh contam ina ti on of acq u i esce response s ty le is ind i cative of the

spurious nature of most reliabili ties and calculations.

~~~~ 
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Table I ind icates some typ ica l i tems for the six role styles and the

degree of corre la t ion with the construct wh i ch they measure.

TAPI I I: Typ ica l Item s for the
Response to Powe r Heasure w it h . I tem ~Jai id ities

Item Scale Correlat ion

I choose powerful frien ds CL bc tnr nr .47

Eservo re  warts to be n ice to others rLr~ ~ss~ ’,c .32

‘ook for ti~c person at fault rqu~- ! it ~-r ar. — .1+9

I g ive ry boss the co tempt he deserves Pebcl .53

I can stand being ignored Cr! t~ r .4 1

One leorn s best frnm ore ’~ su :~~n iorn  Ingrat ia tor  .36

Supervise Ab i lity Scale (SAS)

This instrument was developed by Elsass and Sweney (1970), to measure

the three superord i nate roles. The i tems provide situations to wh i ch the

respondent is expected to rank the three respon :es given; each being one of

the three superordinate roles from the model. In this way the test includes

30 - 3 part i tems, wh i ch in turn can be considered three , thirty i tem scales

with the opportunity for three responses to each i tem Because the three

responses are ranked , the respondent ’s behavior is circumscribed and the

three derived scales are self-ipsatized . On this instrum ent , the

• I~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ — — V V ~~ • —  —~~~ _-- •. A
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authoritarian scale is negativel y correlated with the equa litaria n and

permissive scales . Whereas on the RPM , the permissive is somewhat pos i-

t ive l y correlated with the authoritarian as the model would predict.

Although the S.AS has something of an attitude flavor to its contents ,

the research results indicate the responses on this instrument are much

more a function of social desirability and role expectations. These items

being short may take on some of the characteristics of pa i red words used

ir the motivational measurement by Catte ll and his associates (1963). For

this reason it seems to tap the Gamma or Superego component of motivation .

Thi s characteristic has been defined as “role  p ress u re”.

It thus has been contam i nated by social des i rability response sty le

while avoidin g the acquiescence problem found on the RPM . Th i s par t i cu l a r

balance is useful since the test authors do not feel that response sty le

should hecessarily be avoided. The measured contribution of these qualities

are central to the construct being i nvestigated , an d he nce, their influence

can be considered a positive fringe benefit in the measurement process. It

is h i ghly i mportant , however , that the nature of the construct be identified

with this particular measurement method since it is theoreticall y expected

that authoritarian measured by the RPM will vary considerabl y from the same

scale measured by the SPS. The validit y measured by comparing these two

instruments ind i cate that the two instruments do measure hi gh l y differ ent

constructs. In most populations , however , these constructs are more pos i-

tivel y correlated with each other across instruments than they are to

other roles , whcthcr within the sane ir.strument or across instruments.

The i tem v a l i d it ies for the SAS a re somewha t h i gher than those found

on the RPM and hence , it can be assumed that the reliabilit y for these

Ii 
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scales are also somewhat hi gher . Since the com par isc r of these two ir S t r u —

ments have been used for comparison va l idities , it is somewhat more difficult

to determine actually which validities are hi ghe since the scales are i r -

tended to measure somewhat different constructs. The pr eci ctive v a l ic i ties

obta i ned from comparing test behavior on the SAS wi th other kinds of test

V behavior place the validities somewhat hi gher than those found for the RPf~.

In similar circumstances there are many instances , however , when the RPt~

was found to have a hi gher validity for predicting nontest behavior.

TABLE 2 : Typ ical Items for the SupervLe
Abil i ty Scale with I tem Validities

ITEM RESDONSES SCALE CORPEL~T IC~4S

My secret ambi t ion is to by admired Auth crita r V~r .21+

be loved ~r rriTs ~v~ 25

occo m p l i~~ th ings Pc.corl1 l ~~ .1+7

Policies should be developed by the mar in charge r-ut or~ taria: .29

from past experie nce ~c~im~ t~~V~~m r .33

which m c ke peop le happy ~c~ i sn ~~’ -r• .33

I 
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Response Index (RI)

The RI was develo ped by Elsass and Sweriey (1570), to rea~ure subord inate

role preferences. The social desirability set is g iven both by the title

and the instructions , and thus utilizes a social desirability orientati on

as an inherent component of the test method . Its forma t is similar to the

SAS but contains thirty—fou r , three part questions involving subordinate

behavior. In this case, each of the u~ree subordinate roles can be con-

sidered to have 3~ items on each of which three different responses coulc

be given a 1 , a 2 , or a 3.

The format and instructions establishes a basis for measuring “role

pressure”. This can be equated with role expectation coup led with precise

perceptions of what would be sociall y des i rable  res pons es. The press u re

to selec t “good” responses on the test  acts to govern the person ’s actual

behavior in the organization. The prescri ptive pressure patterns found

on the test can therefore be expected to have considerable predictive

value.

The th ree scales on the R I , ingrat iator , critic , and rebel , are a l l

negativel y correlated with each other with a somewhat less negative corre-

lation existing between critic and ingratiat or. This confi guration

co rresponds ve ry closely to the scale patter n found on the RPM , and accounts

to some degree for the hig h intercorrelation between these two instruments.

I n sp it e of the hi ghly different methods of measurement , agreement between

these two instruments gives correlations in the hi gh 50’s and l ower 60’s

for a normall y heterogeneous populatio n . The greatest difficulty of sep-

aration lies in discriminating cri tics fror ingrati ators , but this reflects

both the novelty of this discrimination and also the similarities of the

~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~ 
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constructs in the perceptions of the naive responding population .

The social desirability set and the ~upere~u ~. c V t i s ~~~~ t iOn component dce~

not seem to cons t i tu te as hi gh a conta m ination or distortion as it does

with the SAS . This may result from the fact that subordinate roles have

not become as subject to social des i rability pressures as have superor-

dinate roles. The somewhat longer scales may also have added to the

validity of the measures.

TcELE 3: Ty p i c a l  Ite ms fo r t he-
Pes pc .nsih i I it ’~ I ndex with Item Vol ir~~ti €- s

Item Pespcrses scales C c r r e laticr ’~

I’d like to change: My boss Rebel .30

Myself Ingrat iator .25

My job Critic .3C

W IVen net n-ac , I; Plcv. my top Rebel .L7

Think i t mvcr .~~€

apolog ize .31

Superv i sor Role Rating (SRR)

The supervisor ’s role rating was developed to measure the perception

by subordinates of their supervisors. It consists of 12 questions directed

toward descr ibing their bosses ’ behav i or by allowing the respondent to

rank the three responses wh i ch correspond to the three superordinate role

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~
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sty les being measured. The i tems have an open evaluative quality to tr~en

and can be considered to separa te  the equa litarian from the authoritarian

and permissive on a fairl y subjective level . Because of the eva l uative

tone tre responses are hi ghl y suDjective and thus provides a grea t dea l

of information concern i ng the perce ive n along with the information con-

cerning the person perce i ved.

The SRR is a relativel y new instrument developed by Sweney in 1971 ,

and has no counterpart against which validity can be estimated . The con-

tents of this tech report should represent the most comprehensive report

to date of the operations of this instrument , and should show not onl y - -

its sources of contamination , but also the utility of this contamination

in making other kinds of measurement possible.

The 12 i tem scales are fortunatel y highl y homogeneous and hence ,

have a fairl y high degree of reliability when applied to the hetero-

geneous samples . The coefficients are in the mid 70’s for equalitarian

and authoritari an scales , and in the high 60’s are common for the per-

missive scale. The social des i rability Set does not seem to operate

with this instrument , but the evaluativ e set does. Some of the relia-

bility and homogeneity of the instrument does seem to be a result of the

halo effect wh i ch is comprehensivel y covered by the measurement litera-

ture. This is diminished somewhat by successful efforts to direct

responses into three areas rather than two. In this way, permissive

sometimes is considered good and other times somewhat bad , with author-

itarian i sm being perceived as bein g dom i nantl y bad and equa litar ianism

be i n g perce i ved as good . Table  1+ shows the form and some response

val i d iti es for some samp le i tems .

V ~~~~~~~~~~~~~~~~~
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TAB LE 4: Typ ical Items from the superv i sor ’s
Role Rating (SRR) with I tem Va l i c i t i e s

Item Responses Scales Correlation

M’~, Boss a) Gives in Permissive .53
usuall y:

b) Is Fair Equalitarian .47 V

c) Says No Authoritarian .51

~is Vo i ce a) Direct Equa l itarian .1+5
is: V

b) Harsh Au thoritarian .50

c) Gentle Permissive .37

Subordinate Behavior Ratings (SBR)

The SBR was developed in 1971 to measure subordinate -oles as per-

ce i ved by the superordinate. In order to make the superordinate ’s activity

eas i er , the subordinates on this instrument are handled as a group, and

the superord i nate rates them categoricall y rather than individually. In

this case, the superord i nate is evaluating as well as describing the three

subord i nate roles for the items . There is a highl y favorable or unfavor-

able connotation to many of the items and the instrument thus reflects

accep tance or rejec ti on on the par t of the superord in a te. The sophisti-

ca ti on ra ter cou ld eas i l y perce i ve that his ratings of his men might

re f lec t nega tiv e ly  upon h im as the i r superv isor , and he nce i t can be

~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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expected that the ratings obtained on this instrument have been filt e red

th rough a certain amount of self-protective mechanisms .

The validit y for this instru m ent is s t i l l  inaccuratel y determined , out

trUe contents of this report should represent the greatest amound of infor-

mation concerning it. Currentl y the available reliabilities on this

instrument are not quite as high as those on the SRR because the rating

task is more diffused . The in ternal consistency re l i a b i l i t i e s  can be

es t mated in the hi gh 60’s and low 70’s. The stability of the measure-

ments seem to be considerably less since the measurements themselves

seem to be hi ghl y contaminated by subjectivity. Table 5 provides examp les V

of items and response correlations with scales.

TABLE 5: Typ ical I tems from Subordinate
V 

Behavior Rating (SBR) with i tem Va l idit i es

ITEM Responses Scales Corre latimn

My Men: a) Take orders Ingratiator

b) Think for themselves Critic .1+7

c) Protest decisions Rebel .62

They show a) Respect Ingratiator .1+6
me:

b) Results Critic .39

c) Problems Rebel .57

4 V
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AD M IN ISTRAT IO N

The instruments were adm inistered over a period of ei g h teen months V

to the two operational squadrons functioning wit h in the wing. The 533rd

S uadron was tested twice , and the 532nd was onl y tested once. The methods

arc ccnd t ons under ~-i hi ch the battery was g iven were somewhat different

ar~ the differences may have been si gnificant in the resu lts obt~~ire d .

533r d ~- i r st Ac~rr ir i s tr a t ion:

The first battery of instruments was administered on a voluntary

bas s tc the rembers of the 533rd Strategic Miss il e Squadron prior to the

forma l funding of the research grant. Three officers who were members

of the squadron circulated the battery to their colleagues , and thirty of

the thirty—six crews responded on a v luita~y bas is . The concentration

cf this partic u lar stud y was on crew commanders and as a result the sub—

ord i nates were onl y g iver the SRR , RPM , and R I . The crew commanders ,

however , were g iven the RPM , SAS , R I , and SRR. The SBR was not in a suit-

able form for administration at that time , and hence , was not used . The

test packets were distributed to the individual crew commanders who then

circulated the individual tests to the men on their individual crews .

Each crew member took the tests during their 21+ hour alert pcr oc and re-

turned them to the i nvestigating team. Since the activity was voluntary

and some selective process did determine who completed their instruments

and who did not , the obta i ned results can be generalized with some imi—

tat ions.

532 First Administration: V

After nearl y a yea r of data anal ysis , the other operational squadron 
V
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was tested on a forma l basis. By this time , it became apparent that i

more comp lete battery should be g iven to make systematic comparisons

between role perceptions. The procedures for administration was ~il:ercd

to ~ f f o rd  a greater contro l of the test taking environment. The test

packets were delivered individuall y to the pre-departure briefing on

each of four consecutive days. This reached thirty-fo ur of the thirty-

six crews and constituted the final samp le. Instructions cc rcerr irg the

nature of the tests and how the responses were to be recorded were g iven

t3  all depa rting crews simultaneously, and anony mity was guaranteed by

the use of social security numbers instead of names. The packets were

returned directl y to the research team members present; the crew commanders

were thus eliminated as middle men in the transaction , and greater candor

was assumed as the result.

The subordinate ’ s battery included the RPM , R I , SR R , and in addi ti on ,

a rating scalc of other members of the team in relation to “cooperative-

ness”, ‘‘ competence ’’ , ‘ contribution ’’ , and ‘ ability ’’ .

The SAS was not g iven , and the Subord inate Behavior Rating (s~R) ~as

inappropriate.

Of f i ce r s  were g iven identica l batteries which invo l ved all five role

instruments , and the rating scales for the behavior of each of the other

team members. Even with this longer battery , the administration time ,

included instructions , was less than an hour and did not seem to hurry

the respondents.

533rd Second ~~m ini stration:

In the fall of 1971 a new Squadron Commander took contro l of the

533rd Squadron , and was very interested in more recent results whi ch mi ght

E~ __ _  _‘~ •~ __V V -:i~: _ L~~~ 
~~~~~~~~~~~~~~~~~~~~~~~~~ ~.
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reflect upon the i mpact of his coninand. As a result of his needs , p ics

interest in broadening the samp le , the test battery was adm inist€ -rec to

this squadron approx imatel y ei~~hteen months after the previous adrinis-

tration . During this period of t ir ~~, however , t here had been a h gh t L V r r V _ V , V V V c ~~

in duty assi gnments and the composition of most of the crews had been cnuriged

in eit r er minor or major ways. Mont of th~ prev ious commanders hac left

the service or beer reassi gned to other duties . Nearl y all cf tre ceputJ

corV ciVancers had taken on a commander ’ s role e ther ~ith in u-c squacron or

in its sister squadron . For these reasons the resul t s ob tained co u ld cc

consi~ erec relativel y uncontaminated by the previous testing.

The cattery for this squad ron was adrHn istere d ur:der s li -rHar ccr c i t icn s

as crose proviced for testing the 532nd . The subjects thus took the tests

during their pre-departure bri efing, and were airected by the external

res~ urch tear - . The instruments were the same as the other battery , except

that the crew commanders took an additiona l set of instruments relati ng to

their superord i nate role Flexibil i ty . (The results of these instruments

are not being reported in this tech report) Ever with the addition of

these additional instruments , all crew members finished the battery within

an hour with no reported discomfort.

EXPERIMENTAL HYPOTHESES

The focus of this report is upon the role interactions i nvolv in per-

ception . Prev i ous studies have shown that self—role percept on correspon

very weakl y to the role perceptions of others , leaving considerabl e variance

to be explained by other dynamics. If the i mpact of superord i nate or

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~ - ~~~~~~~~ - - V_ Vp  ~~~~~~~~~~~~~~~~~~~~~~ ~~~V _ V



~~tc r ci r a t e role sty les are to be more full y unders~oc•d , i~ is hi ghl y
V 

in-p ortant that the nature of perceptual b a s  and di st crt i on be under stocc

and u tilized . The hypot nese s ~nd c-nl y ing these studies can be classified

into three major areas: perceptual accuracy; m i s attr ib ut ion s ; frur~ (V ~~

reference distortions ; ano superior — subord i nate role confusion.

Perceptua l Accuracy :

The question of accuracy of percep t ons is asscr .cd to ~e LnrVeces sary

so stud y and yet mu cn of the previ ous date ind i cates th a t percep t ions a re

:~ost frequentl y unrelated to the actual objective con diti O ns. ~ever th e~ css ,

ass ur.i n~ validity w thin the instr um ents , i t is expectec trot a certain

component of the rater ’s response will reflect accurate perceptions of

attitude-based behaviors of the person perceived . Sase~ or this assunVp_

tion , the follow ing hypotheses are presented as tes tuble consequences.

Hypothesis I : The superordinate w M l  be perce i ved b y his
subordinates with a certain degree of accur-
acy and this wil l  be reflected in po sitive
correlations between the three roles as
measured by the Supervisor y P V a t i n g  Role and
the measures of superord i nate roles reflect-
ing the superord inat e ’s self—r a t ing or t h e
SAS and the RPM.

Hypothesis 2: The superordinate ’ s perception of his sub-
ordinates as measured by the SBR will be
positive l y correlated with the subordinate
self—ratings on the RI and the RPM.

These two hypotheses postulate accuracy which is superimposed upon a

wide variety of other dynamics operating sumultaneousl y. They make no

assumptions but that the variance and rating s in th is area are associated

~~~~~~~~~~
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For this reason , the correlations are expected to be low but positive .

V Need—Rela ted M isattr ibutions:

Within the context of this study, need-related misattributicn s must

be defined in terms of supp l ementary role needs or expectancies. This

genera l area has been defined in this study as “misattribu ti ons ”, an~

is clearl y distinguished from the frame of reference questions whicn a—c

related to anchorin g, and the role confusion found when i rre rring super—

ordinate roles from observed subordina te behavior.

The introduction of subordin ate roles into the mode l establishes a

basis for predictable expectation on the part of the subordinate concern-

ing his superordinate ’s behavior. These lead to distinct perceptional

distortions which should be manifested in their rating behavior. The

superordinate also has needs which cause distortion in his ratings of

his subord i nates. These can be clearl y defined in the context of the

research conducted.

Experimental
Hypothesis 3: The perception of supe rord i nates by sub-

ordinates measured on the Superv i sory
Role Rating will be hi ghl y correlated
with the subordinate roles of the subor-
dinate ’s measured on the RPM and the RI .

Experimental
Hypothesis 1+: The ratings of subordina tes by superor-

dinat es as measured on the Subord i nate ’s
Behavior Ratin gs will  be hi ghl y correl-
ated with the superordin ate ’s rol es of
the crew comanders measured Cr the RPM
and SAS .

~~~~~~~~~ 4 ’ ~~~~~~ .- V
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Frame of Reference Distortions:

The p rocess of perception depends upon the anchoring and centering

of the perceptual field. The perceptions of what con stitutes “average

he havior ” is often identified wi th the respondent ’ s own, values and own

behav ior . The term ‘‘frame of ref cre rc is often a~~~l l ed to th Is per-

ceptual field , and how this frame of reference is anchored pal ys an

i mportant part in the perceptions of others. It 15 therefore expected

tha t the perception of appropriate behavior of superordinates or sub-

ordinates will  reflect the individual’ s perception of his own role

behavior and his own value system .

Experimental
Hypothesis 5: A subordinate ’ s ratings of his super—

ord i nate on the SRR wi l l  reflect his
own frame of reference by providing
a negative correlation between the role
found in himself and the role found in

V 

the superordinate.

Experimental
Hypothesis 6: The superord i nate will rate his subor-

dinates on the SBR using h i s own
subordinate behavior as an anchor point
and hence a negative correlation will
exist between the rebel and ingratiat-
ing (for both parties) , and a positive
correlation on the critic scale.

The “frame of reference” distortion is subject to training and edu-

cation and should not be too strong within this fair l y sophis t ica ted

samp le. It is also subject to an opposing perceptual bias introduced

by the naive projection that others behave like the respondent.

- V _ V  ~~ V_ -V~~~~~~V~~~~~~~~~ V ~~~~~~~~~~~~~~~~
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Superord i nate - Subord i nate Role Confusion:

Behavior is not usuall y classified by the perce ivers into super—

ord i nate or subordinate classes. For this reason , it is easy for the

rater to make inferences concerning superordinate roles based upon

observed subord i nate behavior. Confusing the rebel role with an autho r-

itarian role is a common misinterpretation of this type.

Hypothesis 7: Subo rd i nates ’ upwa rd perceptions of
V superord i nates ’ ro l es will be mean-

ing full y correlated w i t h  the subord i nate
roles of that superord i nate on self per—
cept ion instruments such as the RPM and
SAS .

Hypothesis 8: The downward perception of super ordinate
will be m eaningfull y correlated with the
supe rordinate behavior of the subordinates
observed . There wil l  be si gnificant re-
lationshi ps between the SSR and superord i nate
scales on the RPM . Since th i s is a less
l i kel y mode of confusion , the correla ti ons
could be smaller than those found for Hypo-
thes is 7.

STAT I ST I CAL ANALYSIS

The scope of this study of perception has been limited pr im a r i l y

to the six roles presented in the RPM Model. In sp ite of this sim-

p l istic approach , some fa r il y comp lex interactiona l patterns are expected

to emerge. To exploit these and to make as explicit as possible the dyn-

ami cs i nvo lve~i , a number of mu ltivariate techni ques have been used . In

addition to simp le correlational techniques , fac tor ana l ys i s , canon i cal

fac to r analys i s , and multi ple regression have been uti l ized . In some
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V cases partial corre lation s have been calc uiat e d to r d i ca tu the r agni t uc e

cf relationships where contamination has been statisticall y removed .

Simp le Correlations:

Most of the hypotheses can be answered in terr s of a number of 5ifl~~~

bivariate relationshi ps between perceptions on the rating instrur erts co~-

pared with the superord i nate and subordinate roles measured on the self

report tests. In most of these cases the Pearson Product — Moment Corn

lations Coefficients have been reported . In some cases , however , where a

curv ilin e al relationship is expected , the ETA or curvi linea l coefficient

has been calculated for each of the two directions.

Since many of the instruments carry hi gh internal relationshi ps be-

tween scales , the systematic interpretation of the numerous related par ts

~ecores important. It is antici pated that many indivi d ual correlations

when taken sing lel y could be insign i f i cant , but mig ht prove hi ghl y si g-

nificant when taken in patterns.

Factor Anal ysis:

Factor analysis is used by most researchers as a descri ptive statis-

tica l tool , and hence proves unsatisfactory for inferential hypothesis

test ing. Factor ana l ys is , however , does provide a method for integratin s

the numerous biv ari ate relations ips found in an extended correlation

matrix , and is therefore expected to systematicall y reflect the perception

dynamics resulting from these data.

Since the data reflects behaviors of each subordinate and his corre-

spond i ng crew commander , it is expected that the factors w i l l  be of three

major classes. One group of factors will i nvolve internal consistencies

in subord i nate behavior; another will reflect the internal consistencies

I 
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i n sup~ ror d in ate ’ s behavior; and the thir c C~~u55  wi H ir v u i v e  factors

in te~,rat in g the behavio rs of subordinates with superor dinate s.

The f irst two classes of factors will  ref1 ect rater—based percept ual

distortions , whereas the third class of factors should reflect real kinds

of interaction , accuracty dynamics , and should also nclude superord inate -

subordinate role confusion.
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CHAPTER I I I

RE SULTS

The purpose of this collection of studies is to determine the prop-

erties of the perception process within the close confines of missile

crews . Since behavior and attitude are both determiners and manifesta-

t ions of the perceptual fie ld , they are extreme ly important to the stud 1

of morale and job satisfaction . It is , therefore , the intent of these

studies to outline the results obtained in a systematic a was as possi-

ble with the ultimate aim of accounting for variance associated with

the process.

The format of this chapter re f l ec t s  the process for gatherir~, data

rather than the relevant dimensions wh i ch were found . The results w l l

thus be presented under the titles of Linear Predictions of Role Percep-

tions , and Simple Factor Ana l ysis of Perceptual Data.

Since there were no previous studies in the areas of superord i nate -

subordinate role perceptions , the authors find it important to ~~re 1V r~

simu l taneously rep licated results. For this reason a pa rallel an a i -y s i s

has been conducted on three sepa rate experiments , and these results are

reported together to demonstrate dependability and universality for tre

results obtained .

Linear Predictions of Role Perceptions:

Althoug h there are many ind i cations that curvilinea l relationshi ps

exist between role preferences and role perceptions , the data outlined

in this section w i l l  represent results from the use of Pearson Product -

Moment Correlations between the dimensions. These , therefore , can be

~~~~~~~~~~~~~~ 
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considered as underestimations of the re !ation shi ps since the probability

and effect of curvi lTh eabi l ity is not explained at this time .

The simp le correlations are calculated between the rcle perceptions

of superordinate and subordinate , and role perceptions of subordinates

by superordinates , as measured on the supervisor ’s role rating and the

superordinate ’s behavior rating respectivel y. The studies conoucted in

this area are categorized as: Perceptional Congruency ; Role Related

M isattributions in Upwa rd Perception; Role Related M i sattributions in

Downward Perception ; Frame of Reference Distortion in Downward Perceptions;

and Frame of Reference Distortion on Upward Perceptions.

Perceptional Congruency :

In the controversy over who is correct in percept ons , the external

perce i ver or the subject himself , it becomes i mportant to perceptions hOw

much common variance exists between these two perspectives. It can be

assumed that some commonality exiSts between rating scales of the individ-

ual and his responses on the self report instruments designed for measuring

the same dimensions.

Table 6 ind i cates some degree of agreement between the superordinat e

rat ings of his crew as a whole , and the average scores on self report in-

struments measuring subord i nate role preferences and subordinate role

pressure . Assuming both role preference and pressures developed by soc i al

desirability affect role performance , it may also be assumed that both

of these dimensions would influence the superordinate ’s perceptions of

the subordinate ’ s behav i ors . S in ce the subord i na te ’ s behavior rating

is not given to the Crew Commanders in the 1971 stud y, data are avail-

ab le  onl y for the 1972 i nvesti gation.
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L~~~~Le 6; !V ~~V r V - u~~~ t UV Vi1 Congruencie~~: Relationships between Self Ratings
of ~~~~~~~ Member s on the RPM and RI and the Roles Attributed
to t:; m n~v the2r Crew Comm anders (SBR)

Subordinate Role
Preference or Roles Attribu ted to 533rd 532nd
Pressure - Tests Subordinates - SBR 1971 1972

Critic Preference - RPM Critic - SBR + 12 - 02

Cr i L i c  Pressure - RI Critic - SBR + 35 - 04

Rebe l Preference - RPM Rebel - SBR + 15 + 42

Rebel Pressure - RI Rebel - SBR + 15 + 3~

Ingrat iator Preference - RPM I n g r a t i a t o r  - SBR + 21 + 29

Ingratiator Pressure — RI Ingra tiator — SBR + 03 + 30
30 34

These roles indicate that rebel role preferences and pressures are

more readily perce i ved by the superordinate. Three of these correlations

were found to be significant and the rema i nder suggested a trend in the 
V

ri ght direction . The next area of greatest accuracy was the ingratiating

role. In the more authoritarian of the two units , this behavior was much

more discernable , and hence , probabl y much more frequentl y d is p layed in

all cases. The relationshi ps between self—perception and the perception

by the superord inate were in a positive direction , an-J in all 3 cases

they were high enough to be considared si yn ificant.

The. greatest confusion in perception was that directed toward the

critic. The person receiving the hi ghest scores on both the critic scales V

were perceived as ingratiator by his superord i nates , and hence , the accu-

racy in this dimension was quite low . In the 532nd Squad ron , wh i ch

~~~~ ~~~~~~~~~~~~~~~~~ 5 _ V~~~~~~~~ V V~~~ ~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~ V _V V -V~~~~~~~~~ V~~V~~V - V V  V -
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operated with the more hi ghl y controlled structure , tendencies to r a k e

this confusion were the strongest.

~~~~~~ 7: i~e rcemsua1  Congruencies: Reiatior~~V:V ~~~;s between
Self Rat ings  of the C O L V W  Commanders or. t~ e SAL : and
RPM On~1 t:o~- Roles Attr~~~ted to them by  Subordinates (V R ~<)

Crew Commander ’~ Roles At t ri n u t ed to 532nd ~33rd
Superordinate Roles them by Crew Members 1972 1972

Authoritarian — SAS Authorita - ian - S R R + 1 1  - 0 4

Authoritarian — RPM Authori tarian - SRR + . 38 ±.07

Eq u a l itari a n — SAS Equ al i tar i an - SRR + 27 -- .09
Equa l itarian — RPM Equa l itarian - 3RR i- .07 - .0)

Perm issive — SAS Pe rm is sive - SRR + 01
V Perm iss ive - RPM Permi ssiv e - SRR - .06 +.22

N 102 
V

Table 7 describes the accuracy of perception of crew members in

describing their Crew Commanders. The results related the superordinate ’ s

role rating to the superordinate role preference measured on the RPM and

his role pressure measured on the Supervise Ability Scale. The area of

upward perception is even l ower. None of the rel ationshi ps were found

to be si gnificant , and some were even in the oppos i te direction from the

relationshi p wh i ch would be antici pated . From the data it becomes highl y

apparent that the upward ratings are largel y a function of other dynam ics

than the assu~sment of the behavior directl y emanating f rom the superord i nate ’ s

— — ______
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attitude and value system . It is reass sr in~ , ri~v~~
V
~er , to rote tr .at o~ u~ l

itarian as r- easured on the instruments is viewed b y tr.e subord i nate to be

most related to the superordinate ’ s own self rating of the objective an tic

role. This positive correlation is si gnificant in its own ri ght. The dif-

fic ul ty in separatin g the authoritarian from the p e r m i s s i v e  supports the 
V

relatedness of these two constructs within the RPM Model. Although ais-

t in ct l y different behavior is m anifested in the two roles , the as sump ti ors

and motives underl y ing them have many areas of commonality.

Based on these results , the need for further study concernir y 5’/~~

tematic bias in role perception is necessary . It tecores appa rent that

some nucleus of agreement does exist in the superord i nate ’ s self percep-

tion , and those perceptions provided by his subordin ates , but it can be

assumed that the majority of the variance is related to other dynamics.

V Role-Related t~isatt rib ut ions in~~pward Perception:

Inherent in the conceptualizatio n and execution of subordinate roles

are certain basic assumptions concerning a superordir ate ’ s attitude and

behavior. Loyalty to a supervisor as imp lied in the ingratiator role

requires that a positive perception of h im be he ld  ny the  subo rd ka te .

By the same token , the u i s crediting anc o b t r u s i v €  be havior providec by

the read subo rd i nate implies that h i~ a ttitu c~ concer ning his super~ r-

dinate must be largel y negative . Therefo re, it is r i ghl y sus~ ccted that

much of the variance associated with the upwa rd percept ic— can cc ken-

tified with the subordinate role needs of the perce i ver.

Ta b le 8 presents the Crew Commander ’s perception of the Site Co -

mander , which correlates with his own subordinate role pressures neasurec

on the Res p onsibility Index. A very clear pattern emerges wh i ch was

~ t~~ !~~~~~ ‘~~~~ ~
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iar- t~~y rep licatea over all three invest Hationis . Tb~ re :e l  s~ uü rd ina t~~s

usuall y perceive their superord i nate to be au thoritari a n and not equa l i—

tarian or per missive. Critics perceive their cup eron c inct e rot as

authu ritar ia r but e c u a l itari a rV , with sore tendencies toward per rr i s si ve ~

ress. The ingratiators show a si m i l a r  pattern to that found on the cH ti c ,

-~-i t h some differences found in the attitudes toward permissiveness. In

sp ite of the fact that 69 Crew Commanders partici pated in the two studies ,

there are onl y 5 Site Commanders being rated , and the different patterns

of correlations between the 1972 studies ray very well reflect actual

differences in the commander being rated .

V2a~j~~e e. Role Re ~~~ Misattrlbutions : Re~ations:~ips between Suboro:rateRoie Pressure (RI) of Crew Commanders amb the Roles they Astriocte
to their Site Com~oan~ ers (SRR)

Crew Comma r~ er ’ s Role Attributed to 533rd 533rd 532nd
Subordinate Role the Site Commander 1971 1972 1972

RI SAS

Rebel Authorit arian +.48~~ +.20
Rebe l E qu d i i tarian ~~~~~~ 

_~ 37~V~ _
•37~

V~
Rebe l Permissi ve - .02 +.l8 - .32

C r i t i c  Author it arian — .39~ 
— .23

C r i t i c  f q u a l i t a n i a n  -,- .48* +.22
Cr i tic Permissive +.07 +.05 + . ll

Irgr atiator Authoritarian - .28 - .07 - .26
tn gr~ ti at o r E ualit a rian + .3 0-~ +.26 + .09
I~ grati ato r Permissive +.08 - .23 + .32

N = 30 34 35
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P f u r the r  stud y of the S i t e  Co mnanc e r ’ s pe r c e p t io n s  ~es mace u s i n g

th e  ~~~~~ ~:n i c n  i s  a role preference in str ~ r ent . T~ e results fror~- thet~

s t~~:ies are r e p o r t e d  in Tab le  9, ~r~d ind i cate less r e l ationshi p bet— .ce

othe r perceptions and self report of attit u des. Tne ~ere patterns are

re p i i~.~ y.d or all studies , and these repre sent a s i m i l a r  patterr to

:nosu Fo~~ c w it h :ne RL-~~pc r s ;b i I it y m ccx , a me asure of rc- le pressure.

Tit c.-~er correlations suggest that role preference has less to do w itr

the pe ceptu al process of the suborcinate , than do the role pressure

easures. It should be remembered again trot the Site Commanders being

rotea were few , and therefore , may provide a bi asec base upon whi ch tre

~e~ c~ ptions ver e founc~ d.

~u~~ e 9~ Rob ~~late~. sat t r c t lo :V a :  Relationomips between 3uoorm~ :~a:e
Rule t~references (5PM) of Crew Commanders and the Role they Attribute
to the Site Commanders (SRR )

Cr ew Conina nder s Role Attrib u ted tO 533rd 533rd 532nd
Su-cok~~~nate Role zthe Site

5~~
rnmander 1971 15’Z 1972

Reb el Authoritarian + 2 + 24 +J7
Rebe l E~~u a1itar i a r - — .u7 - 23 — .37
Rebel Permiss ive - .09 - 10 - .18

Cr itic Authorita r i an — 05 — 47 —
Cr i ti c  Equ a li :a r ian ÷ 1 3 49 + Oi
C r i t i c  P e r m i s s i v e  + 27 20 +

Ingrat iator  A u t h o r i t a r i a n  — .50 — 01 - 15
ngratiator Equ al itari a n 55 + 07 + 32

Hgra t ia tor  P e r m i s s i v e  - 03 + 03 15

N = 30 :4 35
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in order to obtain a large sar p le to stuc~ the upwar d process , tne

crew : eobers and Deputy Comanders of the operations units were also asked

to rate their Crew Commanders. Table lO niicates these perceptions of t~~ e

crew mambers subordinate role pressures measured with the Pes p o rs ibilit s

Index. The same pattern of upwa rd perceptual  d i s t o r t i o n  was founG . The

hi ghl y si gnificant correlations were found in this ta ul e indicating that

the rebels uniforml y perce ive their superordinate as an au thcritarian , and

no t an equa l i tar ian , while the critic and ingrati ator unifor m ly perce Ive

the reverse to be true. Correctin g these sten results as ca l culated on

the system atical unreliable i n s t r um e n t s , i t car be assumed that the vari-

ance accounted for approximatel y 505~ if the correlations were corrected

for a t tenuat ion  due to unre l i a b i l i t y .  The subora i nate role pressure

largel y defined in t~ rms of percept ions of role expectations seems to bt

an impor tant factor in determini n g the perceptual field in wh i ch behavior

is u ’i t im a t el y exhibi ted .

Table 10: Role Related Misattributions : Relationshaps between Subordinate
Role Pressures (RI ) of Crew Members and the Roles they attribute
to thuir Crew Commanders (SRR )

C rew Memoers Role Attributed to 533 533 532
Subordinate Ro l es Crew Commander 1971 1972 ‘ 1972

Rebel Authoritarian +.46 +.59 +.L33

Rebe l Eq u al it a r i an — .54 58 .37

Rebel Perm issive .00 — .00 -.09

Critic Authoritarian - .39 .38 — .42

C r i t i c  E qu a l i t a r an +.48 +.4l +.22

Cri tic Perm is, ive - .04 +.04 + 25

Ingratiator Authoritarian — .28 - .49 — 21
Ingr at iat or Eq ual it ari an ÷.30 + .44 + 30
Ingr at iator Permissive .+- .04 +.04 - 11

N 102 98 105

_ _ _ _ _ _ _ _ _ _ _ _ _  ~~~~ 
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Tab le  1 1  shows the pattern of perceptua l bias reflected to the sub-

ordinate role preference measured on the RPM. This table illustrates

toe same pattern of subordinate role influences found on upward percep-

t o n  in the other three tables , and indica tes that in the larger sanVp le ,

role preference has a significa nt effect on upward percept ion.

soe Ii: Role Related Misattributions: Relationships between Subordinate
~-o .e preterences (RPM) of Crew Members and the Roles they
Attribute to their Crew Commanders (SRR )

Crew Membe r Role Attributed 533 532
Subord inate  Role Crew Comander 1972 1972

Rebe l Authoritarian +.24* + 08
Re bel Ec u ai i t a r i an -.35~~ — .03
Rebe l Permissive +.13 — .05

Critic A uthoritarian — 29** -20

Critic Equa li taria n + 35** + 31 **

Critic Permissive — .07 - .12

In gratiato r Auth orit ar :an- _
~34** — . 2

Ingratia tor Equa li tarian + 34** +.28 ~
Ing ratiator Pe rm issive — 01 - .19

N =  92 105

V 4 . -  ~~~.
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Ro ]e-Re~ .~ted M is at tr ibut ion in Downwa rd Perception:

Althoug h Table 7 indicates that the downw~ rd perceptua l process

V is mucn more accurate than the upward , neverthe less , it can be assunec

that systematica l bias can be found w ith i n  the superord rate rci e vt ct.

the commander exhibits.

Table 12 illustrates some systematic role perception biases or

the port of the supe rordin ate as a function of b. own superorc inate

role pressure. Aut hor itarians seen to perceive their subordi nates as

in grat iators , not critic or rebel . The Crew Commanders with hi gh equal—

i ta r i an role pressures tend to perce i ve the subordinates as rebe’s.

These fin e ings describe perceptual Has based upon neecs for supplenen-

ta tion , anc~ may actuall y cescribe be havior whic h has been reinforced

in the subordinate.

The supp l ementation of roles by trese find i ngs a re not sufficiently

V 

confirmed in self reports to substantiall y suppo rt the model. There is

no doubt that these role preceptions are eeper~ ert  VV~pc-r the question of

basic satisfaction with subordinates. Assar ng these perceptions co

ref l ect satisfaction , then it is possible to speculate that each superor-

dinate role defines the satisfactory subordinate ir a sli ght ly different

wa y . This seems to be the most like l y interpretation of the difficulties

found in relationships in these rep licated studies. Thus , when the

authoritarian describes a satisfactory emp loyee he describes an ingrati—

ator. When the equalita n ian describes a satisfactory emp loyee he

describes a critic , and the permissive describes a rebel. These specu-

laLi ons should be tested under an exp lic i t  set of conditions to est ablish

whether these are dynamics operating to explain this form of downward
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Tu~~l~ 12 Pe rceptio n s of S~~ord inates hy Cruu Commanders ~S

Function 0P their owl S u p e r o r d i n a t e  Rol€
SAS

V SVu Je ro rd ina t e  Roles Role At tr huted to 533 532

of Cr c~e ComarVder 
Subord i nates - 1972 197

Au th oritarian Cr i t i c  - 2 1 -
— 14 — 22

hUSh ° Lar ian

A~ tho r it a r i an ing ratiator + 32 + 3 7—

E ualit 3 r i a f l  r Crit ic + 30 / ÷ 27

~~ L 1  -09 -.02rs.. uC

i~~u c i i t a r i a n  -- tno ratiatOr - 17 — .22

V C ~tic 
- 06 — 06Pe rV s~ ;e r

P e r m i s S i V e  Rebel + 28 + 3O~

p, rm ssi -1~ Ing ratiatOr - 22 - 23
V 

-

~~~~~~~ 33 34

~ab1 e 13 inc icates the effect of the superor dinate role preference

upor . do~~~rv.drd perception and a different pattern emerges . In these cases

the sub o-ain ates fit the nonfu nctional relationshi p. Thus , the authori-

tar ia n perceives his emp loyee as a rebel ; the equa litarian perceives him

a . an ingratiator ; and the permissive makes no si gnificant pattern in

terms of is perceptions. Wi y role preference and role pressure 5h~V u l d

have different relationshi ps is nat clearl ’7 understood ; the uni formi ty

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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TAB LE ~: 
Perc ept Ions of Suboruio ~ tes uy Crew C~ mma ruers ~a

Function of their own Superorir ~date Roles - RF~M

Suptrr or~ii na te Role Role Attributed to 533 532
of Crew C~mm arders Subo rd i nates 1972 1972

Au thoritarian Cr i t i c  - .15 - .02

Au tho r i t a r i an  Rebe l +.45 +.l3

Author itarian Ingratiator -.31 — .12

Equd l i tarian Cri t i c  — .06 .02

~Vq~ a l it a r ian Rebel - .25 - .28

E 4u a l itaria n Ingr atiator +.30 +.28

Permissive ri t l c -.13

Permissive Rebel +.02 +.06

Permissive I rig ratiator +.09 - .11

V 34 35

Table 14: Perceptions of S u b c , rd i r V c :Cs by Crew Commanders as a

Function of Tf~~ir Own Su b o r di n a t e

Role B ia s

Subu rd i na t e  R~~1e Role A t tributc ~ to 533 532
CF Crew Ccmander V Subo rdinates ~SBR) 1972 19?2

Rebe l C r it i c +.14 + 36
Rebel Rebel -.01 — 15
Rebel Ingra tiat o r _ .li — 2k~~

Critic Critic ÷ 14 - 28~~
Critic Rebel — 09 + 13
C riti c Ing ra t ieto r — 04 + 18

In;r~ t ia tor Crit ic - .24 - 23~
Ingrat iat o - Rebel + 08 + 09
I r .irati at o- lrgr atiato r ______ ÷ 1~ + 16

V 
V V - - 

N 34 35
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of the pattern , however , suggests that meaning ful differences are involved .

It is conceivable that the natura l equa litar ian would perce i ve ingratiation

in subordinates , and that the authoritarian would perceive rebellion in

them , but these perceptions would be associated w ith disatisfactior with

subordinates , and no reasonable rationale on how a sing le Set of responses

could at one time reflect a favorable set of ratings where on another oc—

cas ion they would reflect disfavorab le reevaluations. Part of the differ-

ence lies in the lack of agreement in the role preference and role pressure

measures but the search for the systematic difference is only further con—

founded by these find i ngs.

Frame of Reference Distortion in Downward Perception:

The RPM Model hypothesizes that a superordinate responds to his sub-

ord ina te  p r imar i l y  throug h his own superord inate role. However , the process

of p ercept ion related to the frame of reference would link the subord inate

roles to the perceptual process. Table 14 shows the relationships between

the Crew Commander ’s own role pressure as measured on the Responsibilit y

I ndex, and h i s perceptions of his subord i nates on the Subordinate Behavior

Rating . Rep licated patterns emerge even though many of the correlations

aPe slig h tl y below he l evel of significance . The superord i nates who place

a high social desirabil i ty on ingratiating roles perceive their crews to be

ingrati ators. Other commanders who p lace a hi gher preference on the rebel

role as measured on the Responsibility Index perceive their suboridnates

to be critic. Persons scoring hi gh on the critic role behav ior differ in

the two squadrons. In the persona lity oriented squadron , the critic role

was the pe --ceived one , and in the organizationally oriented squadron , the

subordinates were perce i ved as ingratiators.

~~ :. ~~~~~~~~ Vm~~~~~~~~~~~~~~~~~~~~~~~~ V 
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Tabl e 13 shows that a different pa : t trr L1V~ 5tS in. downward percv-~V~

t ions as re la ted  to the subordinate  prefe V rce ~ ~~~~~~ Ly t h -  PP~’. Ir

tr~is case, the subordinates are perceived as critics by the ingratiator

Crew Commander , as rebels by the critic commander , and critics by the

rebel commander. The patterns are fairl y pe~sistent across replications

and these results do not fi t any perceptual theory presented to date.

When summarized , they indicate that downwa rd perceptions of subordi nates

are positivel y correlated to one ’ s own response to social aesirabi l ity

role pressures , but that one ’s dowrwa rci pressures indicate an inverse

relationshi p to one ’s own subord i nate role preference . Further sunma r-

i z ing this would suggest that I Jud ge others to be like what I feel I

should ~e, Dot Jud ge others unlike what I prefer to be.

Frame of Reference Distortion on Upward Perceptions:

V In sp ite of the high proportion of perceptual variance related tc

the subord i nate roles , it is hypothesized that the superordinate ro l es

also affect the upward perception process by establishing the frame of

reference for appropriateness of behav ior in these roles. The subordin-

ate ’s own superordinate role preference and pressure establishes the

contest within which he Jud ges the superord i nate role behavior of another

persona .

Table 15 shows the relationshi p between the perception of the Site

Commander by Crew Commanders and the Crew Commander ’s own superord inate

role pressure. The most dominant set of relationshi ps is found with the

permi ssive role in . the Crew Commanders and their perceptions of their

superordinate to be authoritarian and not ecua lit arian or permissive.

Other s i gnificant relationships are found between the equa litar ian rater

~ 
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T~~;~~ 15 ~
‘rame oh Reference Distortiur V -,: Relation ships oetween tr e
oew ~:om~ ar~ier ’s own Superordinate Role Pressure (SAS) ~nd

tie Roles ~ attributes to ~ is Site Commander (SRR)

Crew Commanders Role Att ributed 533 533
Superordinate Roles to Site Commanders 1971 1972 1972

Authoritarian Authoritarian - .33 + .18 + .06
Authoritar ian Equa lita n ian + .4~ 

— .18 .11
Auth oritarian Permi ssive - .11 — .03 + .06

Equa litarian Autho ritarian - .22 — 31 - .30
Equa li tarian Equa l itarian - .02 + 30 + .39
Equalitarian Permissive + .46 + 07 .04

Per missive Authoritarian + .80 + 11 + .30
Perm Issive Equa litarian - .62 — 09 - .33
7ermiss lve Permiss ive - .48 - 04 - .04

N =  30 33 34

Table 16 Frame of Reference D~ stort~ ons : Relationships between the
Crew Commanders own Superordinate Role Preference (RPM) and
the Roles he Attributes to hts Site Commander (SRR) . -

Crew Commanders Rp le A ttributed 533rd 533rd 532nd
Suoerordina te Role to Site Commander 1971 1972 1972

RPM

Authoritarian Authoritarian — 28 + . l O  + 11
Authoritarian Equalitarian + 19 - 18 - 17
Authoritarian Permissive + 18 +.lO - 01

Equ a lita n ian Autho Fitarian - 03 — 01 - 14
Equa lita ni an Equa litari an + 28 + 16 + 10
Equalitar ian Permissive — 35 — 17 + 11

Permissive Author i tarian + 20 + 20 - 08
Permissive Equa litar ian + 06 - 07 - 01
Permissive Permissive - 26 - 21 + 15

N = 30 33 34

~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~ V V~~~~~~
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and h is perception of equal itar ianism in his Site Commander. The 1971 s~ ud y

showed that the authoritarian perceived his superordinate not to be autho r-

itarian but equa l itarian. These results were not rep licated in the two

later studies , and therefore , a number of speculations can be advanced .

The frame of refe rence theo ry would support the 1971 findings , but contar-

ination by high correlations between authoritarian and superord i nate roles

and the rebel subord i nate mi ght explain the results obtained in the 1972

Stud ies. The amount of job satisfaction would also dilute or distort the

results. Some variability within the scales thesme l ves has resulted in

revision in the instrument since the earlier study. It is quite clear ,

however , that superordinate role pressure does p lay a si gnificant part in

the upward perceptual process.

Table 16 shows that less distinct relationshi ps exist between super—

V ord i nate role preference measured on the R P ?~V and upward perceptions of the

Site Commander by Crew Commanders. Strong variation between the 532nd and

533rd Operation Squadrons manifested in this area and some reversals of

trends even thoug h these are not si gnificant. In the 533rd , the permis-

sive commander perceived his Site Corrmander to be authoritarian and not

perrr ssive. An opposing re lationship between these dimension is found

in the 532nd. The authoritarian role preference is  negative l y corre lated

~~‘iti- perceptions of equa litarian , and positively correlated with percep-

tion.s of author itarian ism . Th ese are re p licated trends which would be

sign i ficant in larger samp l es.

Since the Supervise Abi l ity Scale (SAS) was not given to crew members ,

measures of the superord i nate role pressures are not availab le on the crew

member l evel. Table XV II , however , ind i cates the relationshi p between.
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~~~ercrdinaz c role preferences measured or the PPt~ rr. a t he upward ~c rce~ -

tion by crew members of their Crew Commanders . The lc~-. correlations fourc

i n  this table suggest that there is onl y a smal l  amount of var iance  i n.

the perceptual process relating to this area. The consistencies of the

pattern of significance , however , suç,~est that sore genera l pattern per—

sists. The equalitarian role preference is positive l y correlated with V

upward perceptions of equalitar ian and authoritarianism. The permiss ive

role preference is positivel y correlated with perceived authoritarian i sm

in the superordinate. Generall y the correlations found are so si n Vi l ar ,

however , that they can be disregarded as a major source of variance in

upward perception. A hi gh level of job satisfaction in the 533rd Squadron

in 1972 may have contributed to the frame of reference distortion being

somewhat less than with the other samp les , and deviating onl y as fa r as

the equa litar ian role.

Superordinate — Subordinate Role Transposit ion:

In both upward and downward perception t is eat-y to confuse superci r-

dinate with subord i nate roles. A behavior relating to one l eve l of roles V

nay be misinterpreted to be a manifestation of the other level of roles.

In this way, in jud g ing a subordinate ’ s roles , the superord inate may make

inferences from his perception of the other ’s superord inate roles. This

kin c of role transposition in the perceptual process provides another sys-

tematica l kind of bias to be considered in defining the distortions occuring .

Table 18 indicates role confusion in the upwa rd perception of the crew

commanders by their crew members. It would seem that the attributat ion of

a superordinate role is confused by the subordinate ’ s behavio r wh i ch the

Crew Commander exhibits. It was found that in the two squad rons two

~~~~ ~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~V~~~VV -— -_~-_-V __-~~ ~-~~~_ ~~~~ ~~~~~~~~ V~~~~~~
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Function  of the l  r own Sopero rd i:~~te ~o~e 
—

V Prefe rences

V Crew tlembers Rol e Attribute d 533 533 532

Superordinate Role Crew Commander 1971 1972 1972

Au thorita ria n Authoritarian -.07 + .l~

Au tho rita r i an  E q u al i ta r ia n  + 12 .16 ~ .O2

Au lhu r it a n i a fl Permissive +.OO +.02 -

E~ -jalitarian Au thoritarian - .07 - 23 - 37

Eq~ a 1 i tar ian Equal i t ar ian + 05 + 22 + 08

E c ua i it a r an 
V

• Per m i~~s v e  — 03 + Cl

r -~i s s i v e  A uthor it a riu n + .20 
_ .i1 H

1~’Permis si \~ 
Equ ali t a r an — .09 + .

E~~rn iss ve P~~ro i s s iv e  .15 — .03 — :3

102 98 105

Taoie 15 ~~~V~ : V i~ r ate- ~ aoroir.ate Role Transpositions : Relationships
o~~we~o

_
. ~~~~ ~r at ~ Roi~ Pressures (RI ) of the Crew Commanders

and the V; ~~~p ero r d i oa te  Role (SRR) Attributed to them by their
Crews .

Com~manaers ’ (R:) VJ: er~~~-dJrate Roles 532 533
Suoorc~~na te  Roles A tt r ib u t ed  to then (SRR ) 1972 1972 1V J7 3

Rebe l AVut _ o~~itariar — .411 .327 .065

Rebel Equalitarian .129 — .04_

Rebel Permissive +.364 — .258 — .096

Cr~ tic Authoritar ian .106 — .156 - .099

Cr~ t~~o z~~ual it a r i a n  — .050 — .009

c ri t iC  Permissive - . 
~~~~~~ .026 .163 V

~~ ;rdt1ator Authoritarian + .426 - .28:
i~ iV :;rdt iator Equalitarian — .121 — .027 .011

oo;rat~tator Permissive — .365 + .291 — .037

N = 35 72

~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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~ i yn i fi cdnH y Lii fferen t patterns were demonstrated . n one sqaaa rcn ,

pre erence and pr eV ~sure toward rebel on the par t of the crew commanders

V
~V V O 5  n t t - r D r e - t e u  as a r~an i fe stat ion of a ut ho n i t a r i a n i 5 r . In the or yan i za—

t i ona l l y o r ie n t e d  squadron , however , i t  was interpretec - as latent permiss —

iv e n e s s . Each o f these represent  a d i f f e r e n t  nV /pothesis of organization a l

beha v i ors on the par t of the raters. In the ‘ organizationa lly oriented’ ’

5q uadron , a s uaor d inate role was inferred to be relatec to its complementary

s~~ ercV~ c i na te role according to the ~V P~~ mode l. In tne ‘‘ persona l i t y  o r i e n t e d ’ ’

squadron , no~ V e v e r , the subord ina te  ro le  was i nferne c~ to be related by

.~erso n a 1ity to the su3er ordinate rol e . He n ce , tne i r V d i v i dua~ was expected

to exn ib i t eit n er confron :ive or s~~~no rt i v e  ~ena vi or in both superordinate

and s~ aor cin ate roles.

~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~-t1 e ~raospo~ 1t~ ons : Relat ionsr~ 1s
~

V t W~~V J ~~~O r d 1r a~~~~~ Role Pr~:~~ences (RP N. a~ toe Crew Co~~ dnd—
ers and the ~~up er o r d i n at e  Role (SRR ) Att~~~outed to them by
tnelr Crews .

~~ar.der’s - RPM) 3u~ ero rd inate Roles 532 532

V V~~~oo rd~~ nato Roles Actributea to tnern(S~R; 1972 l~~~7l :973

~e3e~ Aathcr~tar~ao +.394 ~- .3 9 9  — .328

Rebel EGualltarian — .305 — .205 ‘- .

Rebel Permissive +.249 — .148 — .130

Crdt i.c Authoritarian — .014 — . 192 ± .387

Crit ic Equalitarian — .016 + .458 — . 067

- ritic Permissive ÷ .019 — .320 - .032

V ~~rat~ ator Authoritarian — .034 — .303 — .027

Ingratiator Equalitarian + .l70 + .325 + .043

Inc~ranLator  Permissive — .112 — .072 — .022

N = 35 34 72

- ~~~~~~~~~~ 
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Tad le 19 shows the influence of role transfo r at ion ~ i s t  t ons ~~

relatea to the subord i nate ro le  pre ferences of toe ta r ,e t  su perord i n a t e .

In this c ase aga i n , the two squadrons measured in l~~72 m~h i b i t e e  opposit e

pa tt erns can for V i n g to those expected by the per sonality oriented’’ an.Q

‘‘ organizati onall y oriented’’ distinction . The Minute ~an Squadron ci t rot

sno~i suff i ci entl y hi gh correlations between the roles to resolve ~in ich onion-

t tion i s  most f r e q u e n t  in s i m i l a r  u n i t s . It can be s pec~~ ated t nat the

inc lus ion  of a more heterogenious group a l i os - s the in fh~e nce s  of trd ~~o

orien tations to cancel eaco other out. Had the 533rc :o 532nd squacro ns no:

ceen so divergent , this source of percept aal distorti on m i V ~~nt  not  n . t v e  been

fo~ nc. In roost heterogenious samp les , both percep toal pa tterns cancel each

otner out leav ing  a near zero correlation which mi g ht easil y be interpreted

as a non relatior shi p.

MULT IPLE PREDICTION OF ROL PERCEPTIONS

As was readil y seen from the bivariate correlations reported in the

earlier section , a large number of sources of variance systematicall y feed

into perceptual patterns. Tnese data lose some of their i d e n t i f i a b i l i t y  throug h

t ne ov e r lap  between the p r e d i c t i v e  sca les  themselv es  as w e l l  as the sys temat i c

re iationsnip s wh i ch are both theoretically and imp ir i ca il y determined . To

unrave l  th is  confoundment , rru i t i p ie regress ion anal ys is was used to i s o l a te

independent sources of va r iance  and to determine how much of the to ta l

variance was accoun ted for by these particular variables.

Whereas the process of mu l t i p le p red ic t i on  is s imp le , t he interpre-

tat ions are confounded by the lack of per fect  r e l i a b i l i t y  of the p red ic to rs

or criteria. Gui l ford (1954) suggested correcting for alternation due to

unre l i a b i li t y  us ing the formula:

~ 

-~~~~~:_ ~~~~~~~~~~~~~~~~~~~~~~ — - - -~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~



-~~~ ~~~ ~~~~~~~~~~~~~~ ~~~~~~~~ - ~~~~~ V ~~~~~~~~~ V

E~ -~~ :iun 1: r ________
V ~~~~V r r

r is the correlation between scales .

V 
r .~ is the re li ab M ity f

o r.  one s c a le .
r , V is the r e l i a b i l i t y  for the o toer  s c a l e .

S ince the co r r e c t io n  o~ a ll c o r r e la t i o n s  p r i o r  to anal y si s ~oul c he

ino n ci n a:ei y c f f i c u l t , an approxi m ation of toe  r es ults V
~ VVO 5  accompl i soea

:nro ugh correctin 5 the resu lt i ng Beta .~ei ynt s and c o r r e l a t i o n s  for e~ cn pne-

cictor witn the criteria. This reduces the f o r d s  tc:

rV V V .

Eqaat ion 2: B~ , 
r = ~

V
V -

r~~. . r V

W h e r e : B ~~~ is the t rue percentage of ven ous co- .:r ib~~teC to x

0 pred i c to r  V’~

V Taole 20 indicates t~ie results from the m u l t i p le r e q r e s s i o n  eq~~a t i o r

corre cted for the a t tenuat ion  due to lack of rel i tci I ity o~ toe instru m ents

used for measuring . Since the percentage is the procuct of t he Beta wei ght

and t he c o r r e l a t i o n  of the predictor with criterion , E quat i on 2 was used

far cor rec t io n  purposes. The data ind icates  trot 3 / i 4 o~ the variance can te

attributed to the sources of variance expressed in this report. ft i s

i n tere s t i n3  to note tnat very litt l e  contribution is derived fran- tne person ’ s

own self ,.erception as reflected ;r
~ the co~~um -r i d entified as ‘ accuracy ’ .

The p e r m i s s i v e  role is l eas t  w e l l  d e f i n e d  and hardest  to pred ice baser upon

role measures. This may emphasize why tne aerm issive ro ic s so often. ei tn er

omit ted or confused with e q u a l i t a n i a n i s I ~ . The rob needs of the subo rdinate~

is the major source of variance ~s~,ociated with the percept ions  of the

supe rord i nates in ~l } cases but permissiveness in toe 533rd squadro n . I n

t h i s  case , ;uperord inate — subordinate role con fusion was much larger.

Because of toe redundant varian ce be i ng consol idated on one or two

di m ens i ons , the distribution of contributions is less e’en than V
,~~h a t  the

correlations would ind i cate frcm earlier tables.

~L~~~~~~~~ VV ~g.* 
~ .~~~ ~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~ 
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Tab le 21 ind i cates the distr i b u t i o n  of v a r i a n c e  r e l a t e d  to dow nward

aercep tion by superord i n a t e s .  In t h i s  case again , role needs of the super-

V ordir ut e contribute si gn fic ant lv to tne ~re aic t ion , here eqs in , the ecc uracy

fac tor co ntributed relativel y l i t t l e  to predictio n except n tne case of tr y

rebels in the 532nd squadr on. Frame of reference , nowever , becomes ex t re e 1

i mportant for dour~-,a rd perception since it is basec upon comparative

~udg ent s o~ a f a i r l y large refe rence g ro p. I t s  lac K of p r e d i c t i o n  jr ~pv~orc

V p erception -ray te the absence of the v a r i e t y  necessary  for  e s t a b l i s h i n g

V ,~~~~t g r e n t s.  Tne ref lex iv e mea sures of Pu:~ o n it a r i a n i s n  in toe 533rc Squa crun

seemec to c oo t r in u t e  su c s tant i al l y to tre process of p erce iv ing retels but

~as not active in any other consistent way for other role perceptions.

V 
~~~~V .  

V V~~~~ VV -— ~~~~~~~~~~~~~~~ —-
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C r A P T a R  I .

DiSCu SS i0’

T o e p roces s es  o f peop le p e r c e p t i o n  and u t t n i h ~~z ion have r ec e n t l y 2eCoI €-

tne s u b jec t  o f ot n popular  s p e c L l J t  on anti u c i e n t i f i c  i n v e s t i q o t i o r - . The

b e v e l  of contro l e x e r c is e a  by the p e r c e i v e r  ru~ nee n suspected Out seicco

i I i~~s t r s t e d  more dramat i c a l l y  than in tne  results of t h is ~tuay. The v 6r iu r lce

5 pr econ irated by perce i ven v a r i a b l e s  ra ther  than those a s s o c i a t e d  -1 th tOe

ta rqet i n c i v i a u a l  or g r o sp .  Does toot i n d i c a t e  that Ied 000 snip st /l e is a

m’~ tn  C u i lt  up from mn is a t t rm n u t i o n s  race oy Vsuujective perceivers? Does it

s.~qgest tnat mao dqer: ent imp rovements car. bc sccu r sp lish eo 5f l O 0 u~~O brai nwa snin g

te chni ques eng ineere -u to al ter percept ions? ~nat im p l i c a t i o n s  co tnese

f i n d r n g s  oave for sudseq uent beOsviors of the subjects and s~~bsequent resea r c h

by the investi ga tors?

V i n d i c a t i o n  of ‘ ‘Leadersh i p Roles ’’

The same data w h i c h  y ie lded the r e s u l t s  for t h i s  monograpo a ’so  prc- v cec

i n t e r c o r r e l a t i o n s  between the ro les  of supe rord inates and the roles of

subord ina tes .  From the se ,add i t i o n a l  infere r.~ es can be ~
V
Vade concernin g toe

q u a l i t y  of the r e l a t i o n s h i ps between the se va r i ous  l e v e l s  w i t h i n  an organi-

z a t io n . From these ana f yses ,(Sweney, 19Th ; t o e ne y ,  Sanores , anc Fi ec nt ner ,

1975; and Sweney and F iech tner , 1976) i t can be seer that  the i - t e r r e la t i o n s r - i ps

Detween subordinates and superordinates hypotbes zea by the mode l are demon-

s t r a t e d  moderate ly w e l l .  T h i s  g ives some reas 3 urance that toe  ro les are

su~~f c i e n t l y rea l to induce adaptive or :eactive b era v ior in the alternate

renDer of the relatio n ship.

In eV p n a siz ing the perceiver related sources of variance , t’ ere has seer

no in tent on to d i s r e g a r d  or question t c -at covan ian ce w n i co  rob ates self-
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p crc c - - CC no I ~~~ 
,\ to Ot h er pe rce i. co roles . In - ‘ i I c~ - -c- , t r  r cor r V I ot j r,r S

..tO e ,CLSS t i v e , nd i c ot i nq  S O I I C  common source o f ir , :~, r r V i t I o n  snored by Doth

the perce iver and the tarqet person concerning the latter ’ s pred ictea Derav or.

The accuracy of oercept ion seemed to be qreatest for autnoritarian and rebel

~-O be5 , poss i bl~ beca use tnese roles seemed to represent the greatest ce iat ions

~roo tne norm . The greatest confusion , howeve r , seemed to be experienced in

u i s c r i m na~~in 5 suppor tive ~ rom on~~ec ti ve ro les .

~~e raw strength of an o r g a n i z a t i o n al  robe may demand d i s t o r t i o n  and

mi a t t r i D ~~t on and tnese there by a t t e st  to the presence of tnat ro le .  The

V V C O H y strong au t noritarian thus generates sufficientl y st rong ingratiation

in m i s  subor c ’inates so that they must deny h i s  a u t h o r i t a r i a n i s m  and a t t r i b u t e

to h im e q u a l i t a r i a n i s m .  Does t h i s  Vne an that his true sty le hasn ’ t exposed

it s e l f in the interaction? Obviousl y, it has or the subordinates would not

ave developed so strong a comp l ementary role.

One of the s t rongest evidence for the r e a l i t y  of the roles is found in

the “Reflexive ” measure of robe deduced from their own perceptions of otoer

leaders or other subord i nates . The value systems of an individua l are founa

in his own perception of others. In politics , the ri ght wing members see

ever yone as communists and the le f t  w ing  members perce ive  that the w o r l d  is

filled with self—serving cap italists. In t h i s  way , t he i r  percep t ions of o thers

V 
may prov ide  a c learer  p ic ture of the i r  own p o l i t i c a l  a t t i t u d e  than would  a

self description utilizing all the artifices necessary for ego protection

and peer acceptance . Thus , in most instances , In these studies the reflexive

measures were mo re correlated with perception of others than were the se l f

perceptions.

Universa l  vs F lex ib le  Ro les:

The contents of this monograp h deal primaril y with instruments describing

~~~~~~~~~~~~~~~~~~~~~~~~~~ —~- ‘ . - 4 VO0O V J~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ V
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V ;c r V e S a l i ~~~o r a t s e r  t h , r  ,~d r t i c u l a r i z e d  uehovi V ~~~. Toe s:uherorc :o,.te ~‘as re-

spond ing to h is subord ina tes  as a group in the ~~BPV .  The ro le  n res ’~ure ~nd

pre ference sca les  d e a l t  w i t h  the r o le s  as gene rd i l y app l i e d  rather than w i t r -

real behavior  i r s  rea l  s i t u a t i o n s .  T h is  prec luued gathering the more real-

istic data associated with special events or special i n d i v i d u a l s .

In an earlier paper (Sweney and Young , 1972), individualized roles to

specific subordinates were measured by the Superior-Subordinate Evaluation

Test developed by Marste ll er (1971). In this stud y, it was found that a great

deal of flexibi l i t y  of role responses was claimed by most equalitarians ,

Dub t he p e r m i s s i v e s  we re so ti ghtl y bound by their personal value system

t hat they had d i f f i c u l t y  making d i s c r i m i n a t i o n  or g ivi na differentia l responses.

This is in accord w 1th Fiedler ’ s find i ngs w i th the ASO managers.

This limitation to the tests and to their particular stud y is worth y

to note , but is in no way damning. It can be assumed that for prediction

and intervention purposes , it is the generalized rather than the specialized

robe weasures wh i ch are soug ht. Unless a serious effort is made to match

subord inates with superordinates (and the author doesn ’ t advise it) the most

i mportant use of data of this kind is to monitor and modif y behavior and to

understand the psychology i nvo l ved in complex in terpersonal  r e l a t i o n s h i p s .

The recognition of the role options available makes i t  poss ib le  for the

org aniz ation member to utilize  f l e x i b i l i t y  in both h is  supero rd ina te  and

subordinate role in orde’ to achieve more effectivel y his own goals and those

of the organization. By providing insi ght into the perception process , the

individual may be able to reduce the personal dissonance which is generated

by what would otherwise be i nexplicable behavior by alternate parties in

relat ionsh I ps.
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The excess i ve  reac t ion  to mis att n ibutio ns often tri ,ers dyS~~ _ OCt V~~~~ V

neoavior whic h f req ue ntl y lea ds to s e l f — f u l f i l l i n g  prup V Cc, . Trs e f le ~~~V a l C

V leader w no becom es concerned about i n d i ca t i~V~ns toot 1V ,5 sus~- rd i n utes see

him as or a u t h o r i t a r i a n  can become mani pu l a t i v e  in w a y s  V,V f l I C O  vind I c a te what

m i gh t have ori g i n a l l y  been m i s a t t r i b u t i o n  or at least h i gn l y setactIse

perceptio ns. The recognition of these perception processes nel p s the flexi -

ale rlerroe n sort out the sources of variance in the perception by others of h im

and a l l ows  him to operate d i r e c t l y on ly on those most related to his own cC~

hay i or.

Role Reactions vs Role Values:

The research cu lm ina t i ng  in this paper  and in the development of t~.e

I n te rper sonal Powe r Model ( Sweney , 1973) a l l  po in ts  to the greater com p lex Ity

of the nature and reasons for the interactions in o r g a n i z a t i o n a l  h i e r a r c h i e s .

The Response to Power Battery reported upon here is a parsimonious simpli-

fication of a much larger number of possible role behaviors. They are value

oriented and onl y secondaril y related to the etiobog ica l Factors g iving then

support .

I t  became apparent from the low va lues  of the c o r r e l a t i o n  between ro le~

assumed by superord inates and subordinates that either the interpersonal

influence was small or that more than one c o n f l i c t i n g  dynamic  was occu r r i ng

simu l taneousl y and was cance l ing  each other out. The batter hypothesis

seemed more like l y since it was supported by c o n f l i c t i n g  theoret ica l po-

si tions. Reenforcement theory would predict positive relationshi ps of

author itaria rs s with ingrat iators and permissives with rebels. Humanism and

dissonance theory would tend to y ield positive correlations for authorit a ri ans

with rebels and permissives with ingratiators. alth ough contradictory , it

seemed possible to assume that both were correct unde r some conditions.

~~~~~~~~~~~ ~~~~~~~~ C- ~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~ - — —



60

The hoie Reaction Model was genera ted (li V~eney on: Pieur tr,er , l97~,) to

reconcile these seeming l y opposing viewp o ints. B-,- d i~~’ e r ent i at in g toe

m anipulat i ve roles into l interact i ve and ‘ counteracti ve ’ components , it

was possible to generate more appropriate ite ms to me0sure the dynaVics

expected. The counteractive components ~~V a t c r  w i t r . each other to follow

human i s t i c  theory w h i l e  the i n t e r a c t i v e  components i n t e r a c t  in accordanc e

with reenforcement considerations.

It can be assumed that some of the abberat ion s ~~~V i  , n c o r s i st e r ci e s  
round

between rep l i ca t i ons  in the s tud ies  reported here are cue to aiff ere o ce s in

the mix of these two contrasting react ive patterns. This is r otec in one

case where the correlations were found to have opposite si~ ns but n i g hl y

s i gn i f i c a n t  magnitudes. It should a l so  be apparent that tnese c o n f l i c t i n g

pa t te rns  may a l so  be at work elsewhere and serve onl y to reduce the magni -

tude of the perceptual patterns which were found.

If some differentiating techni ques were found for separating management

dyads ir’to those exhibiting prevalent interactive and counteractive patterns ,

it should enable the resea rchers to pur i f y an d enhance tne results. The

main obstacle would be the diminution of the sample size to the point that

parametric statistics would no longer be appropriate. This difficulty mi g ht

be overcome by combining samples from different sources , but this would

obviate interna l rep lication .

Imp l icat ions

The k i nd s of perceptua l distortion have been operationall y def i ned in this

study in terms of the classes of variables which were measured and related

across management dyads. There has been no attempt to rebate variables other

V 
than organizationa l roles to the dyn amics observed . For this reason , the

- ~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ V V A



particular principles developed should not be considered all inclusive :‘uL

to def i ne those possible from the variables stud i ed .

A great dea l of emp hasis is being p laced in roost settings upon organi-

zational devebopr-ent and staff growth. A clear understanding of these

perceptua l patterns should be an intrinsi c part of any progr am of this k ind.

The past l uxury of assuming organiza tional perceptions to be valid is no

longer tenable. Closer scrutiny of toe bi ases of the observers is essential

before their perceptions can be taken at face valu e or corrected to more

closely correspond to objective reality.

Gai ning perspective concerning one ’ s own behavior and percept iona is

a V..J o r t o , doal for any organization member. Recognition of the constrain ts

on acc u racy is hel pful in providing the non- punitive f l e x i b i l i t y  necessary to

cope ~ itn hum an comp lexities. The process of str i ving for g reater perce ptual

accuracy is one of the first steps in building an objective organizatio n .

The so lace wh ich  comes from f i nd ing  others who share a bias is an insufficient

method for obtaining consensual valid ation . Until better direct methods for

observing and classif y ing behaviors are found , observers wi l l  have to be con-

tent with correcting subjective bias with a clearer understandin g of the pro-

cesses and the contr Ibution of their own values and roles .

~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~ V
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CHAPT E R V

Summary and Conclusion

By defining a basic management system as be i ng con~osed of :uperer-

dinate , a subordinate , and a si tuation , the dynamics of interpersonal

relationshi ps become of utmost i mportance. The stud ie s reportec in t b s  
V

monog raph were directed toward investi gating the interpersonal pe rcept il5rs

wit n in the management dyad and to identif y toe sources of variance w h i cO -

were related to t~ e organizational roles played by the :r ~~i~~ioua l --erV .bers. I
An effort was made to ascertain the bevel of accuracy anc the nature of toe

system atic biases involved .

The subjects for these studies were members ot strateg ic missile oper-

atio ns crews . These units were selected because they provided examp les of

sma ll na tu ral management systems. The Titan missile teams a re  composed of 1
four members: a crew commander , a deputy crew commander , and two enlisted men.

The Minute Man crews are even more basic , consisting of a single super- 1.

ordinate , a sing le subo rd i nate , and a very well-defined situation. The

Ti tan crews came from McConnel and Li ttle Rock Air Force Bases , and the -~

Minute Man crews were measured at Ma l mstrom Air Force Base in Montana. Al- V

though conditions of assi gnment were somewhat different , both groups shared

s i m i l a r  hardsh ips  of isolation , regular separations from families and

dysynchrony of their interna l clocks due to the irregul a rity of their shifts. V

They were all faced with responsibili ty by the ultimate in destruction should

the proper command be given. In many cases , they represented upward l y mobile -

young officers and airmen who were convinced that their success lay in -

rema in i ng  with the Air Force until retirement. .1

Tre instruments used had been developed to measure the constructs posite c

V ~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ V _ V V  ~~~~~~~~~ . V
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by Sweney ’ s Response to Powe r Model. These inc luded the Re spo ns e  to Pc, .€ r

Measure , the Supervise Abil ity Scale , the Responsi b ility Index , the Subordinate

Behavior Rating, and the Supervisors Role Rating . These instruments m e dsu ne

se lf perceived robe pressure and role preference and the role perception or

superordinates and subordinate by each other.

The RPM model posits six interactive crucial organizational roles. The

three superord i nate roles are based upon the Lewin , Lippett and White soci al

climates and Rosenzwe i g ’ s frustration reactions , and are named the author-

ta n ian , the equa l itarian , and the permissive. The subordinate roles ind uce

toe rebel , the cr i tic , and the ingratiator. Their interactive nature estab-

lishes the basis for theoretical dynamics occurring between the superord inates

and subord i nates.

The data were anal yzed within subjects as well as within the -naragemer t

dyads wh i ch i nvolve one superordinate and one subordinate. The correlations

among the scales def i ne a number of possib ’e reg ions of re lationship. Par-

ticular patterns within these reg ions -define specialized sources of variance

and consistent patterns of isiterpersona l perception. The five sources of

perceptual varia rs c~ were identified as Perceptual Congruencies , Role Related

Misattr ibution , Frame of Reference Distortions , Superordin ate-Subord i nate

Role Transposition , and Behavioral Reflection. These partition the variance

in a systematic way.

Perceptua l Congruency represents the amount of agreement between the

other perception of the perceiver and the self perception of the target person.

This mi ght be considered the “validity ” of either the other—perception or of

the self—perception of the target person. Role Pe -rctej .1- ’~2u; m:.- are

the strongest sou rce of Variance representing the manifestation of the

subordinates wole needs for perception , such as the need for the rebe l to

..._L~.... ~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~ 
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perce ive  ~sis superord i nate as an authoritarian and toe  b n g r a t i a t o r  t r u e

h I s boss as equal itar i an.

:~ 2~~~~Y~t2 m r  V V: tn? mv reflects the tendencies for t e  perceive r

to use his own distribution of roles to be the norm and te- ju dme the tar get

person ’ s behaviors as departures from that standard. Thus , a uthori ta- i a r. s

tend to see their biases as permi ss iv e and rebels tend to perceive t h e i r

subord ina tes  as ingratiat ors .

,o~~~~~~d_Suoord~na~o .~cle 
I:,~~zv~~~~rV d T o T n n c  are i du e  v r e ~ t oe  per-

ceiv er makes superord i nate robe in feren ces from observin g subordinate role

behavior or vice versa . Th is source of variance is tflus shared by CotO~ tm?

target and perceiver.  These transpositions are based upon tme pence i~~e - s  
V

sense of relationshi p between subord i nate and correspond i ng superor cin ate

ro l es . If he is ‘‘ organizationall y oriented’’ , he~~ i l l  infer a u t h o r i t a n l a n i s r

f rom observ ing ingra t ia t ing behavior. For a “Humanisticall y Oriented ’

perce iver , the permissive role would be nFerred from the safle observatio n

of subord i nate role behavior.

Behavioral Pe~”lca;ior~ may be ano ther ‘arm of va l i d i t y  because it can

success fu l l y account for considerao le variance in ot e- perceptions. it is 
V

defined as ‘‘ reflexive ’’ because the up~-.ard rating s e a  or of one l~~~e~ is

highly related to the upwa rd ratings of toe level b u st Pt low t h e  - . For

examp le , if a superord i nate perceives his boss tm se author tan ian , be h~ m-

self is perceived to be permissive by his subordinates. Toe stne ncsto of toi s

measure often exceeds the direct self-p erceptions recorded by other role

instruments. In this way , the refle ction on the person ef his r a t i n g

behavior is related to his own superordinate ’ s behavior in such a way that i t

is perceived by his subordinates.

The systematic sources of variance as indicated by this stud y explain

over SOs of the variance for all roles except the permissive , which was

L~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 
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s ? i ~~t t l y ess  we l l  d e f i n e a .  Toe 1I. ~j o n i t y  of the var iance  in percepti on s

was pr ov V ue d by the perceiver rather than the td rqet person . The correspon-

dence bet~~±en self-perception and perception b y oth er o S  q u i t e  b y  ‘or a l l

rm~es except the rebel. Thi s suggests that other—perception in the absenc e

of m easurable attributes is a hi ghl y biased process v .hich exposes more r co.~

-aeion about the ‘‘jud ge’’ than the ‘jud ged’’.
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