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equity theory, according to which outcomes (rewards) are allocated to persons

according to their relative input. Recent research, however, has demonstrated

that at least one other important norm of distributive justice appears to

operate as a contrasting solution to the distributive problem. This position,

| described as equality theory, provides for distributing rewards among group

[ members equally and without regard to relative inputs and emphasizes that a

i person's self-interests, especially over the long-term, are better served by an
. allocation of rewards that benefit both him/herself and others.

Previous research findings showed that individuals in the small group
environment, although placed in close proximity and required to share in some of
. the available environmental resources, will nonetheless tend to function
independently and prefer an equitable allocation of rewards. This tendency
toward isolation (i.e., minimal socialization and communication) is all the more
striking when under some circumstances it resulted in prolonged work days and
self-imposed 1imits on earnings. Therefore, the most recent series of
experiments focused upon conditions which promote group organizations utilizing
equal reward allocation, and the social effects of such group formation.

The experimental procedure involved subjects performing on two work tasks:
a manual work task (MT) which was available in each subjects private chamber,
and the Alluisi Performance Battery (AP) which was available only in the work
room. The methodology used to determine a participant's preference for equity
versus equality in reward allocation was a choice paradigm in which subjects
indicated their selection prior to each of several work episodes which occurred
daily.”

L Our jnvestigations into the relationships between reward allocation and
grogy professes has revealed that:

/1) Both men and women are responsive to incentives for group participation
employing the equal distribution of rewards with women showing a greater
sensitivity toward this allocation form.

2) Once formed, groups tend to show cohesiveness and resistance to
reverting back to individual modes of operating even when allocation parameters
which were initially insufficient to generate group formation are reinstated.
This "inertia" principle in group formation is important since it suggests that
initial investments in promoting group formation will not only be effective, but
will have long-term beneficial residuals in that group members will tolerate the
subsz:uent reduction of "seeding”" incentives.

3) Shifts to group modes of performance and reward allocation are
accompanied by increased socialization, interpersonal communications, and morale
as compared to these social expressions during individual performance conditions.
These concomitant changes support the interpretation that this_group formation
process is "authentic" and results in cohesive group unit. §:; :

A team task, recently introduced, required the coordinated input of all
three group members for the solution of the "dials problem” component of the
Alluist Performance Battery. Under team task conditions, a selection of the
group mode of work organization required the participants choice of both equal
reward allocation as well as tripartite cooperation among team members during
group work episodes. The results of this team performance experiment both
confirmed and extended the previous findings of this thematic research program.
Specifically, the transitien to group (team) structure can be achieved through
incentive "seeding" operations when this group mode involves both equal sharing
of rewards, as well as cooperation between participants for the effective
executfon of a team task. Further, analysis of component problems of the team
performance on the Alluisi battery revealed the systematic use of specialized
-assignments for each participant to the various components of the Alluisi
battery. Work report surveys revealed that this distribution of assignments
occurred through mutual tripartite agreement and without the internal
recognition of any individual as the team leader.
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BACKGROUND

Where sustained and accurate performance on a complex duty assianment
for days, weeks, or longer is critical to the successful outcome of 3 aiven
“team nission, it is obviously essential to know how hest to arranae
individual and/or group living and work routines to promote maximum team
performance effectiveness and maintain high team cohesiveness throuahout
the mission's duration. It is thus necessary to know the most effective
organizational structure for such team units and to understand the
interacting motivational factors which in concert determine both team
performance and cohesiveness over extended intervals and the dav-to-dav

status of the group as a social svstem.

The research focused upon an experimental analyvsis of the interacting
organizational and motivational factors which influence performance
effectiveness and cohesiveness in small onerational qrouns or teams.
Studies were conducted with aroups of male and female volunteers durina
continuous residence for extended neriods (i.e., days to weeks) in a
programmed laboratory environment providina work and recreational
opportunities within the context of a hiologically and hehaviorally

supportive naturalistic settina.

The creation and maintenance of functional group units is related to
the benefits that group members receive through their cooperation and
participation in the aroup effort. An important determiner of aroup
participation and individual performance within a group is the method n¢
distribution of rewards and/or resources amona aroup members. Based upon
the assumption of the overriding importance of an individual's immediate

self-interest, the dominant theoretical formulaton proposed to account for




the "distributive problem" (Sampsom, 1975) is enuity theory, accordine to
which outcomes (rewards) are allocated to persons accord{nq to their
relative input (Adams, 1965). Recent research, however, has demonstrated
that at least one other important norm of distributive justice appears to
operate as a contrasting solution to the distributive nroblem, This

position, described as equality theory, provides for distributing rewards

;;i among aroup members equally and without reaard to relative inputs and

“ emphasizes that a person's self-interests, especially over the long term,
e are hetter served by an allocation of rewards that benefit both him/herself
= and others (Deutsch, 1975). Eaquality emerqges as an allocation norm when
group members attempt to maintain enual status and nartnershin, and when

= motivation is directed toward aroup harmony and solidarity.

5 Neutsch (1975) has pointed out that equity is often the norm of a
-. social exchange within a group effort for which hiah productivity is the

major goal and competition is encouraged. On the other hand, eoualitv

tends to predominate in group situations which foster high interpersonal
relationships and future interactions (e.a., the family unit) and in which
helping others, and sharinq have achieved high social value. Clearly, in
an organizational setting such as the U.S. Army both tvnes of arouns and
groups values exist for different specific nurposes. Application of eauity
or equality as distributive norms in establishing group units must take
into account differences in outcome goals as well as other variahles which
have been shown to be.related to the choice of reward allocation norms.
Importantly, in this regard, it has been demonstrated that males and
females differ in their strategies for dealing with distributive problens,
with males tending to favor equitable distributions whereas females under

similar conditions choose equality as the norm for allocating rewards amonn
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group members. Kahn, 0'Leary, Krulemitz, and Lamm (1980) have surmmarized
the research in this area relating to sex differences, and have attributed
these differences to the "differential socialization of males and females
in contemporary western society such that equity is more consistent with
the achievement goals of men and eauality is more consistent with gnals of
women". These recognized differences, as well as the conditions which
modulate the extent of divergent allocation outcomes, are immediately
relevant to the concerns of the armed services wherein the increasina
utilization of female personnel creates the need to examine the most
efficient deployment of women into operational units of same and mixed

gender composition.

For the most part, the paradiams used in reward allocatinn research
have focused upon four classes of variables which were usually investinated
in short term experimental sijtuations. These four variahles are: 1) the
extent of the subjects self-interest in the outcome of reward distribution,
2) the degree of control the subjects have in the distribution of rewards,
3) the amount of actual and angicipated interaction or interpersonal
contact between group members, and 4) the sex of allocator and recinient.
The purposes of the present series of e*periments was to examine the
performances and interactions of 3-person male and female qroups livina for
prolonged periods in a residential environment in relation to the
allocation systems available for reward distribution. The methodoloay
employed in this research differs considerahbly from that traditionally
employed and offers several advantaaes not found in conventional research
protocols. Chief among these is the use of a continuouslv nroarammed small
group environment in which the social and work performances of groun

participants are evaluated svstematically over several davs rather than as
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sinole outcone measures taken at the conclusinn of a brief enisndic

experimental situation.

Surmarv of Previous Research

The methodoiony initially used tc determine a suhiect's nreference fnr
enuitv versus equality in reward allocation has been a choice naradiam in
which participants make their selection on the hasis of the time intervj3)
during which they nerformed work. In an hourly choice paradian, <elected
hours of the dav were desionated "aroun" hours and monetary earninas for
task performance durinag these hours were combined and allocated in enrnal
shares regardless of an individuals contribution to the aroun tntal., Other
hours during the day were desiqnafed as "individual" and durina these hours
subjects received rewards in direct prooortion to their work performance
and indenendently of the performance of other oroup memhers. Under these
conditions, a strong nreference for the eauity (individual) work condition
has been shown by all male subjects, but not all female subjects. This
preference was demonstrated by subjects chosing to engage in work
performance only during the aoprooriate equity hours and terminatina work
in favor of other activities (e.q., reading, eatina, restina) during
alternate hours. In subseauent experiments when the choice interval was 24
hours [i.e., complete days desiqnated eithgr groun (eocuality) or individual
(equity)], the preference for eguity was reduced and this effect of the
duration of the work interval was replicated in a within subjects desian
which examined allocation preference for both one hour and 24 hour

intervals in the same subjects.

Since the literature sugqgested that increased intersubject interaction

tended to shift preferences from equity toward equality (Sagan, Pondel and
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Wittia, 1981) the next experiments were designed to promote subject

interaction by requiring subjects to work as a groun (i.e., access to work
tasks required all three subjects to work at the same time in the same
room) on selected days of the experiments, while on other days individual
work was permitted. With male subjects under these conditions, the strorn
preference for equity aliocation was anain replicated on "individual" davs,
However, in this experiment (unlike a previous group work experiment) when
required to work toqgether, male subjects hecame non-cooperative and forced
the premature termination of the protocol, Female suhiects, on the o*ther
hand, under the same experimental orocedure not only worked successfullv as
a group, but demonstrated increased productivity under these aroun work
conditions. Additionally, as previously found, nreference for eauitv in
female subjects was less than that of males and tended to be further
E reduced during grouo work conditions. Another significant findina which

- emerged from this study was that the imposed gqroup work conditions resulted

o in increased group cohesiveness as manifested by increased socialization

among group memhers. This findina of increased qroun socialization as a

by-product of required aroup work was also demonstrated in the first studv
which reaquired three male narticipants to work toaether. The most recent
series of experiments, described helow, focused upon the conditions under
which individuals cooperate in group efforts for eaual allocation of
rewards, and examined the social hv-orodd&ts of such qroun oraanizational

structures.

Current Research Findings

The previous research findings described above showed that individuals
in the small group environment, although placed in close proximity and

reauired to share in some of the available environmental resources, will




;ﬁi nonetheless tend to function independently and prefer an enuitable
allocation of rewards. This tendency toward isolation (i.e., minimal

= socialization and communication) is all the more striking when under some

circumstances it resulted in prolonged work days and self-imposed 1imits on
DA earnings. Therefore, the most recent series of experiments focused unon
conditions which promote qroup organization, utilizina equal reward

allocation, and the social effects of such aroup formation.

The first experiment in this series employed three male suhiects (aoes
26, 27, 31) for a 9-day residency in the environmental lahoratory. The
purposes of this experiment were 1) to determine the conditions under which
male subjects, initially disposed toward working for eauitable reward
allocation will shift toward working in coniunction with others for eaual
reward allocation, and 2) to examine the social, communicative, and morale
changes that accompanv such shifts in organizational structure and

associated reward allocation norms.

35 The experimental procedure involved subjects performina on two work

o tasks: the manual work task (MT) which was available in each subijects

EE private chamber, and the Alluisi Performance Rattery (AP) which was

2? available only in the work room. Each subject was aiven eaual access to

iL the Alluisi task through specifically assigned hours of availability.

2% Monies earned on these tasks were deposited in either of two hank accounts:
éé an individual account or a group account. Subjects, orior to work

i episodes, indicated for which bank account they would be working. At the
E;f end of the experiment, subjects received all the money in their individual
4:; account plus 1/3 of the meney in the group account (the other two subiects
&: received the re ° ing J). In this experiment reward allocation choice
iss (i.e., individual or groun) was not (as in previous experiments) desianated
=

i
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by work time, but rather was indicated for each work episade hy the quhiect
displavina a G (aroun) or I {individual) sian indicatina which allncation
norm he was selecting for that work periond. Since previous research had
indicated a strong preference for earnina via the individual bant account,
the purposes of this experiment was to determine the effects of incentives
for shifting this preference to the group bank account. To this end,
bonuses were offered for earnings contributed to the qroup bank account.
These bonuses ranged from 10% (i.e., $110 given for $100 earned in the
group bank account) to 60%. After an initial baseline dav which confirnmed
all subjects comnlete (100%) preference for the individual (enuitahle) over
group (eaual) allocation, bonus incentives were added for the aroup
allocation choice. In addition to individual versus aroup choices, the
dependent measures taken included socialization (time spent in a sncial
area), communication (time spent in diadic ani triadic nhone conversation)

and morale (interpersonal ratinas).

The results of this experiment are surmarized in Fiaure 1 which shows
the percentage distribution of earnings for individual (enuity allocation)
and aroup (eaual allocation) accounts for each of the three male
participants over the course of the nine day experiment. Nn dav one, when
there was no incentive bonus for group cooperation all suhjects showed a
complete (100%) preference for individual type of earnings, aaain
replicating previous findings. This preférence was maintained on dav 2
despite the offering of a 25% bonus for choosing the aroup (equal
allocation) mode. On-day 3, the bonus was increased to 50% (i.e., $150
given for $100 earned via the aroup account) and at this bonus level, some
shift toward the group choice is evident, although even at this relativelv

high bonus level, the dominant choice for enuitable allocation still
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remains. On dav 4, when baseline (0 bonus) conditions are reinstated, the
complete preference for individual earninqgs is recovered, and similarly, on
day 5 when the 50% bonus is reintroduced the partial shift observed a* this
bonus level on day three is also repeated. Indeed, the extent of this
partial shift in preference is remarkablv similar on these two davs,
reflectina the precise sensitivity of choice behaviors to this controlling
variable. A major shift toward group cooperation and enual reward
allocation occurs on day six when the incentive honus is raised to 60 and
the daily earning limit is increased from $50 to $60. This shift develoned
progressively, initiaily occurring in the more routine work episodes (i.e.,
manual task) for which contributions to the arouo account were more easily

requlated and specified. Work involving the more complex hehaviors (i.e.,

Alluisi Performance Battery) which showed greater intersubject nerformance
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differences shifted to qroup participation 18-24 hours later. The slinhtly
higher earnings limit ($60 vs. $50) on days 6, 7, and 9 is confoundinn and
this necessitates interpretive caution, but subseauent research and
analyses suqqgest this difference in earning 1imit is not responsibla for
these major effects. In any case, the important outcome under these
conditions is that the three participants cooperated and worked for enual
reward allocation and the cohesiveness of this qroun formation is indicated
by the stability of the aqroup in the face of subseauent reductions in hoth

the daily earning 1imit and bonus incentives. Thus once estahlished, the

group tends to remain constituted desnite a return to conditions which

initially were insufficient to cause group formation.

The cohesiveness of this aroup is further indicated in Fiqure 2 which
shows the use of the social area by the participants as individuals, or as
dyads and triads. These data reveal that as aroup work modes developed,

these cooperative wort efforts were accompanied by increases in arcun
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socialization, especially in triadic social episodes. These triadic
episodes emerged on days 6, 7, and 8 when aroup cooperation and enuitahle
reward allocations were at high strenath, whereas on days 1 and 4 when no
incentive bonuses were offered, the use of the social facilities was
minimal, This increase in socialization was not caused by proarammatic
properties of the work or Yivina schedules, but rather was a "free choice"
which emeraed as a byproduct of the coooerative group formation. That this
socialization process reflects the improved internersonal feelinas of the
participants is also indicated by the data shown in Fiaure 3. Throunhout
the experiment, as part of the protocol each subiect is asked to provide
ratinas (in the form of analoaue scales) of the other two particinants,
These daily ratinas are nlotted in Fiqure 3 and show that on dav S5, when
the groun formation occurred, there was a marked improvement in the ratinos
of the two subjects for which this subjective scale was sensitive (Suhiect
1 continually marked the extreme positive end of the scale throuahout the

experiment).

SUBJECTIVE INTERPERSONAL RATINGS

$iog
2 L6

.
S %

DAY

POSITIVE

NEOATIVE

Figure 3

11




e e s B~ s R e R

12

The fourth set of data consistent with the overall pattern of positive
group formation is the record of communication,between the subjects over
the course of the nine day experiment. These data are shown in Fiaqure 4
and indicate that as the group formed, communication time increased,

especially {as in the data of social episodes) in triadic communications.
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An additional feature of tris experiment that is noteworthv nertaing
to the work performance ahilities of the three narticinants, The aroun
formation that transpired took place desnite the fact that the three men
were not eanuivalent with resnect to their work performance ahilities.
Figure 5 shows the performance curves of the three subjects on the Alluisi
Performance Battery over the course of the experiment. Open data points
show performance when group choices were made while solid data points
represent work performance followina choices for individual (eauitahle)

earnings. These data indicate that the three subjects differed
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considerably in their abilities to earn points, with Subject ? showina the
best performance, both initially and terminally, averaqina ahout 10N-207
points higher than Subject 3 who was the poorest performer on this tast,

By the end of the experiment, the differences hetween subjects were
reduced. Importantly, Figqure 5 also shows that the shift toward enual
reward allocation did not compromise the work nerformance of anv of the
participants. Indeed, for Subject 3, the shift to aroun cooneration was
accompanied by an improvement of performance on day 6, 7, and 2 followinn a

tendency toward asymptote at a lower level on davs 4 and 5.

The next experiment in this series involved three female suhbiects
(ages 25, 29, 35) and was similar in all resnects to the experimental
procedure described above for three male subjects. The women resided in
the programmed environment for ten consecutive days durina which thev could
earn noney by working on either the manual task or Alluisi Performance
Battery. Several times each day, orior to each work enisode, narticinants
indicated their choice of working for individual (equity) or aroun (enu3l)
reward allocation. Durina the course of the experiment, incentive honuses
were offered for group allocation choices. The results of this experiment
are shown in Figure 6. On day 1, when no bonus was offered all subiects
selected to work for individual reward allocation. This choice nersisted
through day 2 despite a bonus offerina of 25% for qroup (eaual) reward
allocation. On day three, however, when }he bonus was increased to 50%,
all three women shifted their choices to the aroup allocation. This is in
contrast to the outcome with the three male subjects in the previous

experiment who showed only a minimal shift toward the group allocation when

this 50% bonus level was introduced. On days 4 and 5 with the 50%

incentive bonus still in effect, complete (100%) preference for aroun

.........
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allocation was demonstrated in all participants. 0On day six, when tke
bonus was removed, a1l suhjects reverted hack to the enuitahle allncation
choice, although the daily earning 1imit was increased from $50 to 45N, O0n
day 7, a 15% bonus was offered, and this was sufficient to reinstate a
complete return to the group allocation norm. This choice for the aroup
was maintained on day 7 when the bonus was further reduced to 10% and the
daily earning limit reduced to $50. On dav 9, the removal of the bonus
again reestablished the choice for the individual mode of earnings, and on
day 10, the choice of. group mode was aqain evident when the 10% incentive
was made available. In summary, this experiment with three female
participants confirmed the previous findings showina that: 1) cooperatina

groups hased upon equal rewrd allocation could be established with honus
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incentives, 2) once established, aroups tend to tolerate reductions in
bonus levels initially insufficient to create aroup cooneration, and 3) the
females tend to show sensitivity to incentives for aroup formation at lower
levels than do the male subjects. Data on socialization and communication
time are still under analysis, but preliminary examinations as illustrated
in Fiqure 7 support earlier observations that there are concomittan*
increases in these measures as qroup formation takes nlace. This can he
seen in Fiqure 7 as the clear increase in triadic socializations that
occurred on days 4 and 5 when group cooperation in workina for enual reward
allocation was evident, and converselv in the ahsence of triadic
socialization on day 9 when the individual (eauitable) form of reward

allocation was reinstated.
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The next experiment in this series was desioned to explore the
interaction of bonus incentives for aroup formation with the temporal
properties of the ongoina daily schedule of activities. In previous
experiments, subjects were permitted to maintain a fairly high degree of
individuality by being allowed to remain in various activities (e.n., work,
reading, crafts) for indefinitely long periods of time. We hypothesized
that this degree of flexibility mioht mitigate against qgroup formation, and
in order to examine this variahle, the experimental procedure during the
first and last three days of the next 10-day experiment restricted al}
activities to one-hour duration. The middle four days of this ABA desian

were the same as in previous experiments, with no restriction on the

duration of activities. The subjects were three males anes 19, 27, 32,

As in previous experiments, bonus incentives were offered for choices
of group reward allocation on selected davs throughout the experiment, The

results of this experiment, shown in Fiqure £, indicated that under the
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hourly activity sequence {days 1, 2, 3) the male subjects responded to a
25% group bonus (lower than in previous experiments) by shifting
progressively to a complete qroup reward allocation. The qroun formation
persisted during the alternate activity schedule during days 4 and 5, bhut
on day 7 when the bonus was reduced to 15%, a partial reversal to
individual earnings was evident. However, a complete return to the aroun
reward allocation under the 15% bonus condition was achieved when the
hourly activity sequence was reinstated on dav R. A suhseauent honus
reduction to 10% on days 9 and 10 resulted in a return to the eauitahle

-3 form of reward allocation.

These results corroborate the earlier findinas showina hoth the
sensitivitv of group formation to these incentive conditions and the
cohesiveness of grouns once constituted, Further, these findinas suqaest
an interaction between the temporal properties of onqoinc activity
sequences and the responsiveness of qroup formation to the notentiatina

effects of bonus incentives.

Whereas the experiments thus far described focused unon the use of
incentives for triadic cooperation, the most recent experiment conducted
investigated the effects of incentives for enqual reward allocation under
conditions where both dyadic and triadic cooperation were permitted. Under
these conditions, bonuses were offered wﬁ;never particinants (either as
dyads or triads) elected to both work at the same time and share eauallv in

accumulated earnings.-

This experimental desian was intended to examine: 1) the dispositions
of particiapnts to “"share" as dyads versus triads, 2) the effects of

bonuses upon such sharing episodes, and 3) the reaquirement that "sharina"
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involve both equal reward allocation and synchronization of shared-work

- activities. In addition, as in the previous experiment, on certain
ul experimenta) days (i.e., davs 4-7), an hourly activity seauence was in
:g effect. The subjects in this experiment were three males ages 26, 2%, 33,

:k The results of this experiment as shown in Ficure 9 suyqqest the follawina

conclusions:

1) Mith no incentives, all subjects chonse to work individually for

equitable reward allocation.
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2) When provided with incentives for sharing in eaqual allocation,
subjects will choose this alternative by cooperatina to meet the

requirement for synchronized work activities.

3) Either dyadic or triadic sharina episodes can be differentially

established through the appropriate employment of honus incentives.

4) When incentives for dyadic and triadic sharing are equal, suhiects

select dyadic work episodes much more often than triadic work enisodes.

5) Under equivalent honus conditions, sharina episodes are more

prevalent when a one-hour activity schedule is in effect.

The experimental procedures thus far described were utilized to
examine groun vs individual organizational structures hased uron the
participants’' choice of poolina or seareqating earned incomes. A1l work
forms, however, remained based upon individua) performance. The next
experiment in this series was designed to investiaate these oraanizational
forms when a aroup selection required three person cooneration on a tean

task adaptation of the comnuterized Alluisi nerformance batterv.

The team performance task involved three operators hecause the dials
task component of the Alluisi battery reaquired coordinated inputs for
registering the presence of a dial bias. .That is, once a hias has heen
detected on a dial, the corresponding keyhoard key had to he pressed hy all
three operators within a l-second interval of each other. For examnle, if
there were a bias on dial #1, a correct response would occur if 2 operators
pressed their D1 keys within 1 second after the first operator had pressed
his D1 key. 1In contrast, if one operator waited more than 1 second to

press his key after another operator had pressed his kev, the bias would

fe e e e e ;e B U . ) - . .
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not be eliminated. It was up to the team memhers to determine a method of

coordinating their responses on the team task.. The remaining tasks in the

battery remained individual, and did not reauire coordinated team responses

for these solutions.

At the conclusion of a team work episode, each subject received an
earnings amount equal to the team total reagardless of individual
contributions to the total amount. A1l subjects filled out a work renort
after each work episode (see Appendix A). In addition to the team form of
the Alluisi performance battery, subjects could also choose to work
individually on the Aluisi task or individually on the lever nulling task
in their private livina nuarters. On day 1, subiects were reauired to
sample both individual and team modes of work performance., Subhsequentlv,
subjects could make this choice freely and without restriction. On
selected days, monetary bonus incentives were in effect in order to favor
specific work mode selections. The subjects were three females aaes 1R,

20, and 23.

fn day 2, when suhjects could choose either team or individual work
modes, subjects 1, 2, and 3 earned 8%, 9% and 9% of their total earninas
respectively by working on the team task. There was no bonus incentive for
the team task on day 2. On day 3, a 25% bonus was in effect for monies
earned on the team task. The effect of this incentive was to triple the
percentage of earnings via the team task to 26%, 27%, and 25% for subiects
1, 2, and 3 respectivg1y. Nn day 4 the bonus for team task work was
removed with the consequent result that there was no team task selection on

day 4. On day 5 a major malfunction of the computer controllina this

experiment forced its premature termination. Monetheless the results of

this experiment both confirmed and extended the prevous findnas of this
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thematic research program. Specificallyv, the transition to qroun (tean)
structure can be achieved through incentive "seeding" onerations when this
group mode involves both eaual sharing of rewards, as well as cooneration
between participants for the effective execution of a team task. Further,
analysis of component problems of the team performance on the Alluisi
battery revealed the systematic use of specialized assianments for each
participant to the various components of the Alluisi battery. York report
surveys revealed that this distribution of assiqnments occurred throuah
mutual tripartite agreement and without the internal recoanition of anv

individual as the team leader.

A paper describing the results of these experiments was nresented at
the April 1982, meeting of the Eastern Psychological Association in

Baltimore, Maryland.
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ALLUISI TASK
WORK REPCRT APPENDIX A

Check
Task Name: AP-G AP-1

Subject Name L a . . e

Points earned

Time spent werking
- (in hours and minutes,
and excluding "break" time)

Starting time

Stopping time
How did you apoertion your time among the five tasks? Dials
Math

X
G, R
Histoaram

[«4

A

TOTAL 100 =
Please rank the five tasks on a five-point scale with 5 being the hardest
or least enjoyable and 1 being the easiest or most enjoyable:
Dials
Math
X
G, R
Histogram

A

Which (if any) of you seemed to play a leadershin role during work ¢
the team tasks? Please circle below:

Subject 1 Subject 2 Subject 3
Please rank the subjects according to which subject correctly identified
the most dials, with 1 being the most, 2 next and 3 least:
Subject 1! Subject 2 Subject 3

Please describe any strategies you used for solving any of the comporent
prcblems of the computerized Alluisi Performance battery:

-

Did you notice any technical malfunctions in the presentation of tasks,
keyboard operation, or point scoring systems of the computer tasks? [f
so, please describe:

Please describe your feelings while working on the computer tasks:




