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ABSTRACT "

* The purpose of this study was 20 ascertain whether leaqer-.
‘. ship- style and manner of delivery of the supervisor in heal\h,
' education and leisure éswlce otg;an!z‘atlonu were signiJﬂcant
factors in- vu],unuar satisfaction. v s . -
S RO Hnny health, oducatlon and leisure service orqanizar/rz ns ,. :
raly on volunederm for the ditect‘ dellvery of service. In many

g { uuch organizatioml, -it is. the volunteer who. enables the Ofganiza-

) tion to meet’ client need. Ratal.ning these volunteers and’ keaplng

i them utlsfiad are prxarlties for the adminhtrator who utilizes

volunteer manpower.
~ : This study investigated 1eadership s:yla of :he supervisot
. as a factor in yolunteer satisfaction. The leudershlp styles

considered were ic, ic and lai ~faire styles

As well, the concepi: of 'nnn_er of delivery" was presented ag& . s —

investigated. Thé manner of dalxvery was pruonted, simply, as

t)fm Vly‘.l :hh,g was done. In uthar words, a aupervisor can issue
‘an order, vaéucly pass on a di:oc;ive or offer a constructive

“. suggaut,lon.,‘;;apcndlng on the way in which the information was '4 . '
p’Ausd on. Categories of manner of delivery were considered to

be "sensitive", "lmperaonul"- or "brusque".

- Two hu;pdred volunteers in various organizations were given

. .
-qﬁantiomgairu constructed to collect information on lea;ie:ship
s

- S . 2
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style, manner of deliVery and satisfaction levels, as well as’ e

pertinent demographic d‘ata.‘ chi squ'are, corrslatiw, one-way
analysis of vhriance and multiple regresslon procedures were -
perfomed on the data. i : - ’
Both leadership style and manner of delivery wer; signifi-
cant factors' in,v(?luntear aatisfactlon. The demccratlc leader-
e ship.style and the sensitive manner of dellvery yielded the | . :
']. . highest satisfactlon levels.

In additicn, volunteer satisfaction was found to\Abe £ . ‘
signiﬂcanr_ly affected by the age of the volunteer, tne gandér of
' the volunteef, the aqe of ‘the supsrvisot and the gander of l:he .
RN suparvtsor. Female volunteers exhibited significantly higher
|- levels of satisfaction than did male volunteersy Eemale super-
! vixsot\g ytelded signlficantly higher satisEaction than did male

‘ . supervisors. — ,

Volunt tisfaction was positively correlated with

_  education level of the volunteer,*age of 'the volunteer, age. of

the supervisor and the length of se(vice with the agency and, wlth

the supervisor-— . B ,
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CHAPTER I ! .

« INTRODUCTION

Physical education has ‘a' ‘Heavy, but healthy, dependence on
volunteer'manpcuer for the'delivery of. service-in schools, 1%
recreation centets, sporb organizations and. cpuntlass a!:het
lgis_urg»service agenciss. The Newfoundland and Labrador Amateur

'spcrts‘ E’edeiation ﬁas over 25,000 volunteers inyolved in the

administration ,and coaching' oﬁ over 60 sports from boxing to %

B gymnast)cs to volleyba‘l'l' The Newfoundland Branch of the Boy -

Scouts of Canada has over 3,000 voluntee:s@r‘vclved in the, T,
delivery gf their programs. Neither ot) these -crganization! could
contirue its service without volunceers. Provihcial) national
and internatxona! orga‘nizatlons such as the Y.M.C.A. and the Red
Cross are further examples of the necessity oE vdlunteer manpowek
to the delivery of a Elnished product- to the communir.y at larqe-
Obvzously} volunteers are an essential ccmponent i}- phyulcal
education, recreation, sport and leisure service. They need to
be retained. Retentian of volunteers by an agancy “is ralated :a

tﬁ% satisfaction derived by the volunteérs as’a result Jof their

2 pazticipation'ln their chosan activity. . The satisfactiop of .

these voluntee®s and thei: contlnued éifiuation whth a given

organizaﬂon are’ pr;oritiss for adm&nisttators in physlca!
educatiofi and related fields. i

The' concern, then, is to ke the voLpntea: satisfied.' The ~

rewatds und reasons for volun(ex-ing are mon de).icate ‘and




complex than those which apply when monetary rau'ard_ais attached

Qo a task. Administrators who depend on volunteers need alter-
A

" .primary revard,syste‘m for most \_mrk-related activity, is not, b;
2 deﬂnltl%n, available for use with volunteers. It is the * 4
ereatne‘n.: v_ul)uph,; VQIHHC‘QGE. receives 'from. an .agency that* lazgely
contributés to tha volunteer's satisfaction; and since thi 48

G Lo ‘lupsrvlscr of ' volunteen -ls the ccnveyer of that treatment, the

.relationuhip that exists between the supervisor and the voluntaar

A, . il-of primaty lmportance.

" The overhdlnq quastion which dictnted thp need for this/ K

. :utqdy ‘vas:A Hhat kind- of treatment yields the gnatest volunteer .

satut‘u:t'iun? .It was the premise of this research that the ’ 1
supervisor's ldadprship style and manner of delivéring that style

influence volupor satisfaction (hence, retencion) and, hence,
the agency s ability to serve chent noed. : '

) "~ supervision is 1 ip. The treathent a volunteer

¢ = receives is inﬂusnccd by the supervlsor s choice of leadersMp 3

style. Thsra are three vldely nccepted stereotypes of leaderahlp

n A ttylex ‘f', ic and lai -Eah:e -(Lewin and

? a -
Lippitt, 19381 Lippitt and White, 1939; Stogdill, 1968; Bass,

1951’. While. thare‘is a consensus of oplnion on l;he rreapective

. : ctitvril tot each of these ur.yles, there is llttle or nc agrae-~ =

mént on whut it is that makes one individual supazior to another

in a lndlrlhip poul.tlcn (Bass, IDB),). ¥,




¢
There also seems to be a preconceived association between a

Vodteatn weanaratlp SEYLS ah SEaTRRERRO LS, (5T REReEsoE

<
behaving, or what this study calls "manner of delivery™. For ®

example, autocratic leaders are thought to be quite brusque in

their manner of delivery simply because they use an autocratic

style. Democratic leaders are assumed to be sensitive and

' 'pers‘bnable simply as a ':;onsequence of usinq the aemocrutic style.
Free-rein, or laissez-faire leaders are assumed to be 'impersonal,

_or_ ned 2 of the relatively inactive nature

.of the laissez-faire style. (Lewin and Lippitt, 1939;.Bl,au’nnd

. Scotf, 1962; Bré_d’ford and Lippitt, 1945; Bass and Dunteman, 1953:’
. Bass, 1?65). This may or may not be' the case in many, and
perhaps most, “leadership interactions. Neither the 'trair. theory
nor the behavioural theory gi:/es credence to pervasive traits or
b‘ek-xaviours or any assumed association between personality and

..style (Bass, 19’8h Volunteer Services system‘, 1976) . Therd may
‘l?e sensitive a’utocratic leaders just as there may. be brusque
democratic leaders. A 1eadershxp style does not necessaruy
imply a corresponding manner of delivery.

! {n many situatio'ns in organ‘i{z‘ational life and publilc
service, the leadership style is a matter not.of choice but of
necessity. Ta’ke, for an ethp;é, the almPst ubtqu‘itéu ﬂ"E.“:neas >
class". or "abrobics class” w_hicp is a staple for most reéreutlbn .

v -or leisure service dtga}lizations. A supervisor wor:kimj with”
volunteer fitness leaders must ensure that fitness cluases meet

health and safety _standurds.' These standards are usually pre—sot
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by or for the agency. There is no opportunity for shared
decision-making herg - the supervisor must issue a directive.
This is autocratic lsfdarshlp. The manner in wr;xcn the directive

5 is issued makes the difference in the supervisor's treatment of »
volunteers. An impersonal, cold delivery or an abrupt, curt,
brusque delivery can transform this 'diréctivo' into an order or

‘a demand; while a sensitive, relaxed delivery can make tHe

\

.directive a communicntion of inforpation. &
Leadership styls, then, is not ‘the only si.gnificant factor ) .
' in the aupervlanr's treatment of the volunteer. This study ' B
. explozed the-possibility that manse ofelivery was-aleoa

factor to be considered. E

e Purpo: of the Study T
The purpose for undertaking the study was to discover if and
how leadership style’ and_ manner of delivery of the supervisor
affected satisfaction levels uf»vol‘n;\teors in health, education

- and leisure service. N

- Need for the Study
. Aside from ekplorlnq laidershlp phanoména in areas other

than the paid sector, and aslde from the need to learn more about:
voluntaar behaviours in an era‘of increaainq dependgnce on . g

-vol ism ( /. 1 ion Research Monog: No. 10,

1970; Henderson, 1980), this study was considered useful for
ndm;ntatfatora in physical education (or. qdmlnlstraéo:s in.

ER0 gengral) whQ use voluntéer manpower: The challenge in-admini- -

8 . B



stering a volunteer program is ;atisfying the needs of the
‘volunteers whue accomplishing’ the objectives of the agency
(Lafata, 1980). An administrator could quite readily use the
results of this study as a Msis for evaluating supervisors ‘1n
terms ef.thverv supervisors' treatment_ of volunteers and the
volunteers' satisf;ﬁctiqn. Also, the conce[it of "mann;z of
delivery" could be a viable training tool in the area of jnter-

personal relationships as théey relate to the supervisory role.
-y ; ) i
Hypotheses

That volunteer- satisfaétion} ;s' measured, 'was affected by

thé \1‘eadership styie‘and manner of deliver“y‘ of the supervisor in

healr.h, education and leisure service orqanizations. ‘
1. That volunteer satisfaction. as. measured, was affected

by the 1eade:ship style of the supervisor in health, veducatiun

and lelsure service organizations. - . ' i .

. 2. That voLunteer satxsfaction, as measured, was affected

by the manner of delivety of the supervisor in health, education

and leisure service organ{zations. .

3. That volunteer s'at;sfaction, as measured, was affected °

by the lnteuction of leadership styl«;' and ‘manner of delivery of

the supervisor in health, edu"cation and-leisure sa:vlce_crﬁin\tza-

tions. %

All hypotheses were tesgéd at the .05 level of signiﬁi:a'nca.’




Linitations .
The que;:tior\naire, Seing essentially S compc.s:lt‘:e, 'was
reworded, where pecessary, so as to make it applicabie and o
relevant to an extremely diverse sampling of organizaticns
'and people. . 4y 3
Given the mary areas of averlap, the- 1abelling of leadership

-styles ha(q/c;?be quite extreme and stereotypical order to make

the cermmclo\;y of this study as con§istent as’ posifble with the

related Litera&ure and’ also to facllitate the readef's reccg-

nitLon of these 1gade(vsh1p styles. 8 ) 4
Representau{ons of manngr of‘ delivery; were chgsen for their

illustration of the extremes (im oréer_go fake one manner of

+ 5ty . o . ~
d'eliyery_’as distinct as possible. from the other) and to present.

* an easily ideitifiable, recognizable label f£or behavior in a .

given interaction. s 5" ,. .

. 1 ;
. THe diversity of the sample could also be considered‘a

.. limitatdon. The organizations and individuals who made up the

sample had the variables of the study in.common - these being.a -

health, education, physical education or leis;n;é based service,

volunt dias a source in the delivery of that

s‘ervicé and supervisio{l of these samé vpl:;nteers - but ‘as
organizatidns and Lndilvid\{als ha:l very. distinct and nec_essax:ily
’individual philosophies, pcucies and ebjectj.ves. Th;se indivi-
dual differences could, of couzse, have played a part 1n both

percaption of, and response tc, l:he questlcnnaire.
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Tr;e scores as détermined by the questibnnalre were consi-

/ d dered indic‘ati've,.but not 'defylgltive, clas;iﬂers of leadership S

‘style or manner of delivery. While the questionnaire was ’ 4

constructed to measu:e the leadership style, the manner of . .

delivery ana the level of satisfaction and the relationships ’”' k

‘ among. the three, it was still possible that a given item miqht be

perceived as non—indicative of anything it -was purporting to

measure depending on the respondent‘s personai and/or organl—-

zatlonal constructs and subsequent perceptxons. v &

The relatxvely unstructured method of dlstribution and

- . | collection of the quest{onnaires could have contributed tc the«

\

| return percentages. It wés not possible to gather al!. the volun-
.| teers of a specific agency together at the same place and the
! same time in order to admxnxster and collect the quegtionnaires.
The distribution was~hand1ed by ardssl.gnated administrative
person and the completion and return of the questionnaire was at
| the discretion of the 'vo.lunte'éir. . ¢ :

|
|
|
’ Assumgtlons X
‘ The participantsj were -Gnder no external pressure t7/ partici-

pate in the study. It was a volitional exercise.

. The purticipants were- under no duress to conform o an

imposed standard or expected type of ‘response.

v -3
The participants gave, ‘to the best of their knowledge, an —

A

honest response to each of thq itemf on the questtonnaire s : g




A

The participants responded to each of the items on the -
questionnaire to the best of their abilities.

The questionnaire items measured respondents' perceptions of
leadership. style, manner of delivery and satisfaction ievel as

much as possible. - ~

Terms to beiDefined

yaluhteer: °
Volunteers are individuals who perfon(s:rvlcas without =
g ;

financial remuneration. = °

. y & .
Sat'isfaction: oF
For purposes lnf this stuéy, satisfaction is defined as the
fulfillment or gratification of a need, desire or expecta-

tion.

Leadership:
Leadership ‘is a complex sccfa}lvp'heno-onon that ‘is affected
by a number of personal, interpersonal and organizational
Enctot}n.,_ including personal traits of the leader, the ’
leader's behaviour and situational _factors, - Leaders are- "
agents of -chnnqs, persons whose acts affect other .people
2 more than other peoplo‘s acts affect them. 'Leadership
occurs when one group member mod_vlﬂu' the motivation-or .
'coélp‘etenéiel of otherﬁu in the group. Laadatihip can be
perceived as an interaction i:s;ween members of .a group.

Any member of a group can exhibit some amount of leadership.



Members will vary in the intensity, Erequency and extent

with which they do so.

Leadershxp Style/Styles:
For purposes of this study, leadership style is presented as
the approach the leader uses in the perfomyance of the tasks
E s or roles’ass’ocjat_ed with the leadership position. Since.it

< . is generally easier to grasp typologies rather than theor-

. . ies, this study used Eamilllar l:yp'e's ‘or styles which are’
gener‘afly.considered"és syntheses or :eprasentationé of most
. 1éadership styles or leader behaviour descriptions. There
'are three traditignal models of leadership which are -
generall‘i acceptéd as sr_and;td: autocratic model, which
‘emphasi:zas control and obedience; democratic model, which
emphasizes discussion and ideas from the people super\{lsed:

' and free-rein or laissez-faire model which emphasizes

. minimum control and depends on the participants' responsi-

t':lility and judgement.

| “Manner of Delivery: .

| . The manner of delivery of a’ given leadership style isl
defined as the way of doing something or the way in which ‘a
| thing 1s done, or happens; it is a way of acting, a person's
bearing or behavlour, a way ‘in which somer.hlng is sald or ’

. done as distinguished from its substance. i S




e
Sensitive Manner of Delivery: v
A sensitive manner of delivery suggests a rgsponsiveness to .
external conditions or stimulation and a susceptibility to
and awareness of the attitudes,_ feelings or. circumstances.of

-
others.

Impersnn‘al Hannei: of Deiivery:
An imper;onal'ﬂ\annsr'o{ delivery suggests a concet_ted ‘effort
at objectivity and impartiality, the removal or detachmént

. of emotions and personality from professional, mterpersonal

interactions." : ) LI

Brusque Manner of Delivéry: -
A brusque manner af delivery is charactenzed by abruptness
or curtness in manner or speech di;scourte\pus bluntness or

gruffness.

Supervision/Supervisors ' -’v ]

’ Supervision is-w/iewed‘a- a process by which b;th paid and
yblpnteér workers are helped by a designated member to make
the best use of their knowledge and ski!.].s and to carl?y:out

i their responsibilities more effactively. The supervisor is

.tha mediating force between management and the program level

v workers. Th'e supervisor has a triple role; ;rnnslate

’ administrative policy into Aaction, serve as thé channel by

" which workers' grievances qacq}:e known to tqlp officials and
facilitate the production-of services for whic!t the organi-
zation: was auubugﬁa}i. k . . f -

L SRRT R
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CHAPTER IT

REVIEW OR_THE LITERATURE

tntroductinn

The related. u:entuze has been dlvided into three sections
to correspond to the three maln componentu of the study-
laaderahip style, manner of dalivery and satisfaction. The
section on leaderahlp style - reJiews— the research ‘on and classifi-
cation of the t]_u‘ea_ qenera‘lly accepted _modals of leadership; ,
the’se being aut’o(‘:ratic. democratic and‘w l.aisléz-fai;e styles.  The
"manner of delivery" section attempts fo rWept of
"manner of delivery",\put forth in this study’ the aspects of
leader behaviours, traits and parsonaliiy ‘that have been treated i
as part of or asméiatcd’whh a particular leadership style. The =
section on satisfaction presénts factors which influence or
otherwise affect the job satisfaction of both paid and volunteer

workers.

Leadership ~5t¥1e .
‘There are three traditional models of leadership which are

generally accepted as utgndurdz au‘tecraclc,‘damocratlc and Erge—-
rein or laissez-faire. The research of Lewin (i938), Lippitt )
+(1938) and whits (1939), among others, has been directed toward
these three claasiflcauona of leadsrshlp style. One might ask .
whether anything but a democratic style can exist if one “accn‘pt}
laadetsh!.:;_- a’l mutual, reciprocal behaviour; but, according to

Vst
Lewin and Lippitt, other styles can and do exist. They point to




the distinguishing characteristics of e;ch style: Under auto- ’
cratic leadership, policy is determined and tasks are dictated
without reference ta group desires - the leader gi\.les ample
prals‘e and criticism but remains aloof from the group. Under
laissbz-faire leadérship there is complete freedom of group and
individual .decision without leader participation - the leader
serves as a resource per:son and contrxbutes only when requested
and there is no attempt on the leader' s part to interfere with or
take part in l:he activities. In a democratic setting, all

pol\lcies are a matter for group consideration with leader

-
. participation, the leader is objective' in praise or criticism and

freely participates in group activities.

There are, of course, many adaptations and expansions of

‘ thesge models. Although investigations use many terms that are

not fully overlapping in meaning, correlations will be high among

those dsscribed in one or anothar of the "leader or task focused™

ways involving initiating structure. That is, the same .leaders

who are described as autocratic or authoritarian (Lewin and’

Lippitt, 1938), will also be” degcribad as directive (Heller,
1969; Bass and Barrett, 1981), ';l‘heory X" (MacGregor, 1960),
coercive and persuasive (Bass, 1960), cpncg'rned with production
(Blake and Mouton, 1964), lone decisioh makers (Vroom and Yetton,
1974), initlatota of structure (Flelshman. 1953), production
centarsd (Liketc, 1961). goal smphnsizers and work facuitar_ors

(aneu and» Seashore, 1966) and task-ofiented (Fiedler, 1967).

&




A task- iocused leader initiates structure, pwvidas the
)*omatlon, determines vhat i3 to be done, issues the rules,
promises rewards f:ﬁ’? compliancs and threatens punlshmants for
dlsobedlsnce. Leader’focused or task-focused leaders use U\elr
power to obtain compliance with what they, a'\s leaders, have

decided. L ’ ! .

A'second, relatively i "Eollower-focused” cluster
will’ overlap considerat.lon of »Eollowe‘rs in many different walys.‘
Tr\ils ‘seco,‘nd cluster will emerge ._atoqnd leaders who afe consid-
erate (Fleighman; 1953); democrat‘ic'(!.ewin and Lippitt, 193’8), ’
consultative ar;d participative (Bass, 1976), employee centered
(Likert, 1961), concerned with p.eople (Blake and Mouton, 1964),
suppor"tive and facilitating interaction (Bowers and Seashore,
1966), relations-ozlent_ed (Fiedler, 1967), joint decision makers
(Heller, 1969), "Theory Y" idaolo‘gists (MacGregor, 1960) ancf‘
group decision makers (Vroom and Yetton, 1974).

The follower-focused leadet. solicits advice, opinions and
information from followers and checks deqlslqns or shares ’
decision makfng with Eolloweis. The follower—focused leaders use
their power to set the constraints withlln ‘which follovers are
encouraged to make ecisions. .

) Laissez-faire leadeuhié was seen by Bradford and Lippitt
(1;45) as de'scripl:lve of leaders who avoid attempting to influ-

ence their subordinates and shirk their subervnory duties. They

appear to have no confidence in their ability to supervise. They

bury _themselves in paper work and stay away from eubgrdln'ates.

N




They may cqndon’a *license,” They leave too much responsibility
vith lubotdlnltc;s, set no clear goals towards which the group may
work and do not participate in decision making. They tend to let

.things dr:lft-. g =

Lewin, Lippitt and imlte (1939), B‘ppitt and whlte (1943)

* and White and Lippitt* (1960) ‘compared democratic, authoritarian
and; l.al.asez-falre‘!ndetnhlp styles. La!snz—falro"leaders'gau.
me‘mberu complotg freedom of action, provided them uith muterials,
refrainsd from partlclputlnq excapt to answer questions when

asked and did not make évaluative remarks. Luiuaz-fa{rs

‘.‘ . hip was nied by less sense of accqmpltshment, less
cleyrnau of cognnive structure and less sense of group unity.

Karmel. (i97B.) drew attention to the ubiquity of init‘iar_lon

. n\d’consldernlun in the study of leadership and efforts to
theorize about it. What she presented was the importance of the
total amount of both kinds of 1e{der activity in contrast to
leader inactivity. Not nnexpact’edly, Karmel's ,study reitgrates
lewin and Lippitt (1938) who conceptualized leadership as‘
nuthorltnrlan (initiating), demoératic (cénu}deute) or laissez-
faire (inactive rather- than a %ve).

’lh_e leud_ers'hlp thecr(es; ‘Qch have emerued from the seven-
ties .-nd aré emerging in the’ etghtie_s seem to be integrations, and
connolldution! ©Of concepts rather than an emphasis on a single
llgnlticln: hehavéour. tun: or process. Advocates of'the path=-
goal theory are concermd uith the degrees .of match and mismatch
bpt_vo_ln leaders and those recniv!nq leadership ln terms of

-
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° leader, but rather a complex of many different roles.

mutuall‘y acceptable (and agency effective) wants, needs, go‘als'
and cbjectives. The proponents of systems analysis point to the . .
inportance of sensitivity to the larger environment amd organi-
zation in which the Leaders and groups aré embedded. 5 * s
.. . It is important co realizZe that there is no singLe role of a
MacGregdr
(1960) poir;ts out, that a good leader feels clom'fort&blef in all the - ”
‘roles that must, necessarily, be assumed, but does nqt become
rigid in a{xy one of them. Hersey and Blanchard (1972) s!:ate that
research reveals that a- dminant“leadership style does not eéxist »

and that no particular style is best in aIl s_ituatiqns.

Manner of Delivery & ) ) - Lo

N. M. Bitler, former President of Columbia University, once . i
obseryed that people can be classed. in r.hrep cacegorlei«_, There

is a small gtoup oE people who make things happen.

somewhat la ?r group of people who watch things hapgn and there

is am bverwhg lming majority of people who do mot have the

slightest idea what LQ happening. * Robert Townsend (1970) in gg

the Organization suggests that things get done in society be‘:use

of .u man or woman with éonvlctlon.. These "persons of conviction
who make things/happe}\' usually tend to occupy 1qade_rship'
positions. , ) i “
'1.'pe study of leagprshxp has cnnriged(greatly since the. *
- 1940's. The cqnéept of "manner of delivery" that halvbaen'

offered in thfs study as‘'separate from leadership style has long




,behaviou:s could be lsolated (Bas

‘ . 16
o« 2 ) 5
been considered as.part of the leadership style. Wnile there‘lé
little or no mention of the leader's manner of denvery, there
are many éeferenqes‘to leadership traits and’ b&haviours, as well
as group rapport and interpersonal skills. During-the 1940's,
leadership theorists believed that gocd leaders had certain
traits thag distinguished them from not so good leaders. ‘ This
trait thedory was not broadly iapplicable because the traits were
never isolated and the traits of one leader were not necessarily
.those of another' (Ba‘ss, 1981; Volunteer Services System, 1976).
vBuring the 1950'5, behavioural scientists h\vestigated traink/
for behavioutal change. Tt fcuowed r.hat if behaviours of
leaders could be identified and iscla(:ed, others cou!.d be ‘trained
. to. behave lxke— them.’ Aqun, ‘though, . no specific or definxte

1981 i Volungeet services

System, 1976). Situational thet riss of \leadership emerged m the

1970's. Supporte:s of thesa theoz‘ies 'state that there ate two

bariables - the situation: and. the leader. “Hoy these two relate

’ / is the issue. Different types of beha'vi’odr are”‘necessary in
/ different situatjons. Under -this theory. there are four rules of B

" leader behaviour: It péys “to ‘be considerate, structure is

critical in time slcuutians, different‘ situations require
dit{erent Yeader behaviour's and’ structure is needed where there
is one central soprce of information. A leader (manager, N

uhpai-vuor) Lﬁ a qraup or-organization must be’ able to perfom

certain Euncbionu, all ‘of which .fall -under two headings ~ the - - -

abulty to denl with people and ‘the ablltty to get things done o
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© (Fiedler, 1967; Volunteer ée:vices System, '1976; Projeéct
T.E.A.M.S., 1980). X -

COntingency or situatisnal 1eadership maintains that leaders
will be successful in a partxcular situation only if three\
factors are ir: t;alapce.fis' apprbach, advanced by Fiedler
(1967), identifies t three factors asJthe extent of -rapport

or good feelings between. the leader and those being led, the
nature of the job to be done in terms of how carefully procedires
;.na _specitications musc'be‘fouo;vad and the anodnE ot voa1 poueE

..invested in the leader.by siiperiors.’ Fiedler idéntifles tuo'r

P ba,i\{eadezship stylds -, task oriented nx‘[(not and) felatio

Fhip

criented. While Fiedler's, theories have a broad qpplinabxuty in

many organxzatxonal and admln;strative situatwns, Stogdill
(1968) and Bass (1981) find it difficult to justify Fiedler's
conclusmn that personalxties come in more or less immutable

molds . # ) - &

Vroom (1974). presents a different ccn:ingency model whiﬁh t

. suggests that leade:s can learn to lead, ‘that they can modify and’ _'

enla:"ge their repertoire. of styl:‘); to match their growing

L awareness “of which style -is apprdpriate ‘in certam snuations. .

Vroom concentrates oh a single dimension of lsadershlp - decision
making - and vithin r.har. dimenslon on a single issue: .The degree
to which the leader shares decision Tnaking with other members of

aqruup.‘“ . Tk -

'° The success oi a laader dépends on that leaderls Elexlbﬂi;y

and abulty .to respond differenr.ly and approprlately. to varying

[N 5 . o Ay
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situations\and diverse people (MacGregor, 1960, 1966). People
are idiosyncratic and they are much more than their behaviours.
It is essential for a leader to be genuinely sensitive to what is

appropriate based.on ‘the situation and people involved. Inflexi-

bility is the greatest weakness of many leader§ (MacGregor, 1960,
A o &

1966 ). .
Ralph Tyler (in. Nowakowski, 1935) feeis'thur. administration
is the art of the posslbls - helping people_find ways of using

their talents most effecelvely. This is usually accomplished by

giving them an opportuntty Eor a Hme to do what they‘tﬂnk is
——

Bdith Ball (197!) exmlned the supervisory pbsl.tmn in terms
of successful leadership strategy. She suggested that super-
vlsors must:. axamins/\hair own attitudes and guard against
unwarranted cri,ticlsg of workers, whether they are paid or

voluuiner, The Systems Approach to Volwnteer Programs (1981)

ullo exninas the superviuorx role and suggests the fouowtng as

guldelin" for, good nupervlsion/ieadetshipx N

- be patient

‘= be honest

.- have empathy' = &

_ba thm;ghtful and available, ‘_‘_

G

be’ reasonable
~ =~ offer recognition
- give reinforcement ' o c A B S

? be a‘teacher - ) .




=

\working in a- climace of change accepting the feelings of others LT

. an idea which one individual attempts. to trarsmit to others. It

i
- Be the supervisor you want your supeivisor to be
These guidelines are not indicative or. characteristic of any

leadership style, but they certainly demonstrate the concept of

manner of delivery.

Parsons, Wakeham and Bugden (1976) view supgrvision as a way

: Of supporting, assisting and sharing rather than directing people *

in their work. They suggest t’hat social support is an essentjal
pr)ocess for successful supervision. Théy ‘believe that social
support consists of E deliberate attempt at underStanding a'nd

support)ng the psycholegical and social needs of* individuals

and praising, enccprag‘ing- and putting ‘others at ease. To provide
social support the supel;uisor has to show.real interest in the
wel fare %:he persons being helped; and in all these social

support processes the super'viso‘rbhas to display integrity, the s

expressing must be authentic, meant, honmest - it must be.a

statement that can be trusted.

Jay Shivers (1980) states that all leadership is based upon

is the brocess'of‘ transmission, as well as reception, ylhich

- dominates leadership a . The i 1 of manner,

emotion and expressicn can do much to clnrlfy intent or it can
comp'lately disrupt the interchange of’ ideas. Apparently, it is
not only what leaders say but’ how they, uy it which determines an /

eventual outgcme. @ '




Most, if not al)., of"’ tha theories discussed identxfy rapport,

r_ral.t-, consideutlcn, ahazing, and' inter 1

skills as fuactions or extensions of a particular leadership
. style. _This stuQexplozed the possibdlity that they can instead
be vxaned as manner(s) of deuvezy and considers them separate
and distinct from and unattached to a particular leadership
‘utyla. & . 2
Dlscrepancles and 1nconsistencies of style can be accommo—
dated if one accepts manner oE delivery as a soparar.e concept.
Ahy style can be reasonably appropriate and succassful and yield ¥

worker aa:isfactlon 3t delivared thoughtfully. . T ' ® ‘

Job satis!dcnon(voluntaer isfaction -

Volunteerism repte:ancs.a return to the ethic which recog-
nizes that communities and individuals have a responsibility for
" the problems which they help create (Schindler-Rainman, 1975).
Hostlpoople volunt®er out of a sincere desire to help Dthers‘nn‘d‘
will gennrally not be satisfied if re].eqatedQ to menhl or token
activities. Vol.unteon vul dependably serve an ngem:y only so
long as the agam:y 'dapcndalqu serves. their needs. Jobs lI:u!t be
meaningful and volunteers properly treated and recognized (The
Systems Approach to Ve‘iunteer Programs, Daparﬁnent of Healt‘h and -
Rehlblllta‘{:iqr) Sarv}ceu of Florida State University, 1981). Many
lq.onclau,and institutions fail ‘to develaqp effective wolunteer ’

program systems capable of meeting bot_;.h organizational and




volunteer needs simultaneously (The Volunteer Services System
Report, 1976). ’ ’
The following are offered as being among the positive and
negative reasons for volunteering:
" - a selfless sensitivity to hunan need
- a desire to be of service to others
- a desire to be part of a wortl:while cause
- an_interest in remaining active rather than becoming a
spectator ‘ ’
= the enjoyment Q‘E ‘volunteer work
- a request for service. (asked to do it) v
Za desire to help others because :)E the help they
themselves recewed from a spe¢ific program
‘,‘-v‘ an m\:exest m leadership - . <
- a desire to utilize special t;lents or skills
- the advanéen‘ent_of professional or social interestd
- a gesire to broaden fr‘igndships or reduce loneliness
P a sense of duty or moral respon‘slbuity»
—L family ot“social expestation
- revolt against injustigé, inequity; suffering ’
- oppor‘tunit_y to advance in the esteem of others
- restlessness, the se‘aréh for something new
- boredom
- sense of guilt - personal. or social

o - sense of persnna; inadequacy or inferlorlty

- a morbld curiosity, a search for sensationalism

£
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- anﬂat:empt at undar;tanding self through work with
//pro"fassionals -
=4 b?sic interest.in a give‘n area or organization
(Hlndl?ook on Volunteers in Army Community SQrvice, 1972; voluq—
teer Seévices» System Report, 1976; Hope Martin, 1973).
Volunteers are involved because they are part of something
bigger-than themselves, Aomethinq Sn which they are needed and
wunted nnd which ‘has encouraged their growth and devalopment
R (Cook, in Volun:eqr s{ervlcee» System Report, 197_6)_. The Eom ‘of
involvement wi.l‘l differ in different organizations; the‘ty;’)e of
.;ersonal growth will 'difier,-i-.oo. People who volunteer derive
@ N ‘benefits from the services that tl‘iey give; hence, the—tasks or’
reuponsibuides assigned to them should rexate not only to their
. particular competencies, but also to the reasons which mpelledr

them to volynteer in tho\ﬂzst place (Naylor, 1973; Wilson,

) 1976). Naylor (1973) believes thata‘gencies‘ should design
meantngful jobs and supervise their volunteers in a way that not
.. only allows for but aneou:ages personal growth: The feeling of °
beinq in time’ vlth the Nholn is of prime lmportance to \:he »
vc}untear in the orqanizatinn (Naylor, 1973)_. The fulﬂllment of
T needs and wishes ;ra important factara in the. retention of volun-
teers; in a study-by Rodriquez (1983), volunteers' perceptions of
/‘ .theh wi_lh/r_n‘ed,juliulmant were consistently co_:rélar.ed with -
thdr length of service. : = )
Henderson (1981) sugqoatu that nativuuonu, needs and

satisfaction are aspects of vplunteering which enhance p: create




.the_ leisure experience. Henderson's research points out, that
intrinsic motivation (Deci, 1975) is becbming more obvious in
vnl‘unteerism because, people are appreciating the personal gl;owth
_opportunities of volunteering. The extrinsic rewards are still
_evident, but the intrinsic aspects are being realized more fullyw .
volunteerism has the qualities of a leisure or recreative /'
experjence, and as long as these qualities persist or exist.the
volunteer wi¥ll continue to be motivated. . The reasons why people’
. volunteer are not completely altruistic or se!flsh. The volun- *
t’eet will be motivar_gd when primary interest, obligations and

needs 'can‘ba met comfortably while ngmg service to others.

" Hendérson concludes that it is important for administrators to b
.a_wa.re of volunteer needs whether »the’y are motivational needs or
leisure experier’mce needs. Moreover, the volunteer experience can .
also be viewed s ‘&n essential ;;;:t of t_hé leisure lives of the- /
volunteers. .

.w;xile motivatioﬁ is important as an criginal stimulus' for
volunteer service, a volunteer s ongoing perfomance is affected
by the "degree to which the ~work is a source of continuing"
satisfaction (Amy Voluriteers in Community servica, 1972) .

P Mai’ntaim:.ng x:orule is a vital aspect of‘ any volunteer program,
and ‘a key part of maintainingv morale is }ecognit}on. chal‘.
recngnitiop programs and‘cgr_emonies are important, but day-tc;—day
appreciation is at least equally significant. Displays of common

. ¢, courtesy and simple exptegsi‘c‘);s of appreciation o?en provide

more meaningful sntl‘sfaction than formal letters or c_ertlﬂc"ateu'
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(Volunteers in Army Community Service, 1972; Naylor, 1973;
wWilson, 1976).

Lafata (19807 suggests that in addition to recognition, the
adninistration and staff should communicate to the volunteefs a
sense of their worth and an assurance that they are an integral
and essential part of the agency. vo!.untae_::s want and should
receive increasingly satisfying and significant ;‘esponsibilitias.

The Handbook of Volunteers in Argy Community Service (1972)
says the basis for many negati‘ve volunteer attitudes t;as Been
found to be misunderstanding of social service prineiple; and
!ns‘ufflcient awareness of agency’ go‘als’w The "Americans VOlunf

\/tfef' Monograph (1970) states that there are two major factors
which contribute to volunteer turnover: "too little" - many

vqluntaers do not change roles within the system but stay beyond

tha Hme when they c{n uork vell with others in that specific !
a:ga, other volunteara are not able td realize that they can no

longer handle t{ha.,;ame physical or mental responsibilities:;

"too much" - volunteers who do not get enough help, satisfaction

or imedlate success tend to. quit in a short t\ine- Retentlt;n of
volunteers is dependent upon the agency providihg a positive work
experience. Volunteers seem to have twa'major c}mplaints: \

'r,hn;s 15 not enough work to get my tear_h into .

it is not ~_

sufficiently challenging or interesting” and "I am taken. for

N qran;ad'. Marlene Wilsor (1976)  states that two reasons why

lccial pPograms often fail are a lack of management and organi-
zational skills and an ovcrulmpliﬂs;i view of people and their o

.. s 4



motivations. Voiunteer mqrale can also be affected by’ the nature
of organizational procedures _;and structure.’ Clear outlines on
committeg functions and accurate job descriptions are helpful
since volunteers aré more satisfied and remain active longer if
their act;vities are ;losely related to ‘the jobrgs described to
them. The Handbook_on Volunteers in Army Community sérvice
(1972) suggests that uohsul;ytien with volunteers and involvement
of the volunteer in decision making are other Eactcrs‘ i;hl,ch
coni:ributé great‘ly t(; volunteér saélsfaction. The "Working with
Voluhteers” Leadership Pamphlet (1956) suggests: that the quaur.y
of the relationships that éxist or develop between and amo&g
_people is one Oof the strongest factors lnfluencmg sausfnction,
interest and continued. involvement in volunteer service.

Whatever behaviours volunteers. (or any individuals) exhibif,
they do so because it does sbmething for “them, to them and in
them. Aciions have purposes (Porff_r‘, -1985). There are rewards
involved that are both extrinsic and intrinsic - otherwise,
activity would be random, pointldss, meaningless - and these
rewards, whether personal or professional, are Ain degrees (Deci, .
1975). .. )

Shivers (IQSDﬁ beli/eves r.hat working for money alone will ° .
not eliclt from professionals the loyalty, devotion and assump-
tion of responsibility to do more than that which is merely
required, He says thalt the individ.m(who is bound to the agency
through identification with it will perform in ways that money,

can never buy. 'No ozganizatlon.can purchase morale. Rapport-and
! ; & 1 ¥ :

. \ .
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morale originate and develop in a climate of personal interaction
and group identiﬂcatlon; The agency’ must offer the kind &f
warm, interpersonal relanonshlps vhich emerge from an‘ admins;
strative structure based on IEadarshlp rather than headship
(Shivers, 1980).
Volunl:eers are a bargaln, but they are not free. There
: cay\not be a’ succeasful vclunteer program without good; profes-
sional supervi,slon. ‘rhe success of any arqanizatlcn depends, in
) gnaﬁ m-asura, on iu leaders and their ability to supervlse und
inspire th_eir worken. This is even more the case in volunl:esr
prog’rams because’ th’a 'uorkara' are not compelled to work; they
may quit anytime, especially. if r.hey are unhappy and they may

function only at limited capac*ty 1(‘no§ qlvhn proper and

considered guidance (Pell: I2)e . A X
Supervisory balance is,aq/leu'that ﬁaa been borne out by av
number Of studies. Bittel (1980) states that supervisors should
spend as much r.}uo l’ulr!tainlng group coheulvengss; direction and
morale as they spend puthinlq for productivity or task aocomplish-

«ment. On the average, employees who work for supervisors who are

. » %
. Job or pr ion less than ampln_yeas who wo_rk

for employee-centered supervluo:s_ (Likert, 1961, 1967). The
important conclusion to be drawn from this study by uke‘tt. and
ot‘hor{uks it, 15 that supervisors who focis on job demands to :
. ih“o nxc‘lusion" of their interest in the welfare and the develop-
ment of tinalr pm{pl. do l;ot get the gesultg they are looking for.

Conversely, supervisors who bend over backwards to make work easy



for their people do not-get gnod‘suylts either. It takes a
balance between the two approaches‘ (Bass, 1981).

Supervision of \‘I\alunteers entails the same procedures used
in supervising paid personnel with the added feature of satisfac-
tion, not salary, as the primary reward system (Ball, 1978).

Often, volunteers are not given the same degrea of conscientious

superyi ion. that paid workers receive. Kraus and Bates (1975)

sugges_r. that volunteers should be regularly observed and assisted

by paid staff members and,. in some cases, by their fellow

* volunteet co-workers. Such supervision will indicate to the

7

‘volunteers that their contribution is being taken seriously, that

they are not being ignored or treated in an offhand manner simply

because they are giving time and effort (Kraus and Bates, 1975). k

The volunteer assignment must be a mear;ingful one and not
just "busy work" (Kraus and Bates, 1975). Supervision is needed
to direct, evalqate and promote volunteers ~toward greater
responslbxlity on the job. Supervision also provxdes Eor the
growth and development of the volunteer. Volunteers experience a
sense of security when they know that theu‘ supervisor will
a‘nswer questions and listen to problems. The volunteers'
conun.i/gnent to service can be strengthened by the guidance“and
perSonal intefgst given through superyision. Supervision can

help volunte‘érs learn their duties with greater ease, do their

jobs competentli/ and’ receive a E;reater sense of satisfaction from‘_ .

their work (Handbook on Voluntéers in Army Community Service,

1972). e

b
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The key to volunteer program Success or failure is the
c;agree to which ¢olunteers are given ongoing supervision, support
and directions If the agency expects vqlunteers to give their

e B time and energy to help clients, then it must ensure that these
volunteers are given the support and direction they need.to do
the job. . If volunteers are expected to be ‘depenaable, “thet w6

too must the agency be dependable. Supervision of volunteers is

requires r.ime-, efforl;lrand patience. In general, aggncies will
receive from );olunteets what they invest in good supervision ,~‘
. " (systems Approach to Volunteer Programs, 1981; Parsons, Wakeham,
Bugden, 1976). - ' )
B Ths reports of Parsons, Wakeham and. Bugden (1976) and the
Handbook on Volunteers in Community service (1972) suggest that
supervisors should believe in the worth of the individual, should.
assist each volunteer by keeping ope’n a11. the channel@cﬂ .
communication and should keep themselves available and acces;ible
to the volunteer: Supervisors must direct thgir efforts to
: » :naint;xning'the interest and enthusiasm of volunteers by keeping

em involved. Involvement, motivation and social suppozt are

good supervision. Volunteers are not motivated by a pay

check and will not continue in jobs they think are unimportant or

of no tangible use (Paxsons, wakeham‘and Bugden, 1976; Handbook
on vqunt.ee:s in Army Cunmunity SEzvics, 1972). ' . v
More humant behnviour all around . compatible rathey t.han

_ud'varurlal relationships and the deep involvement of all

el o § i
A =

essentjally no different from supervision of ‘pajd staff - ihee .




participants in the overall delivery of services contribute to
worker satisfaction. Shared decision making is basic in a T

" healthy organization, and these organizations which utllizs

g
volunteers are no exception (Schindler-Rainman, 1983; vblunteer . »

Services Syster Report, 1976). It is the very nature of organis, “
Zations to structure member rolgsﬂand) to control performance 1n.
the interest of achieving spec’ifiad objectives. It is the ;m -
mdiv:dual's nature to be self-directive and to seek fulf«ulmant
through’ exercising initiative and respon.slbi,lity. It would
,apée'ar that compatible, rather than aliversarial, relationshlps‘ i g
are more conducive. to. satisfaction all around. An org;n‘iz&(i‘on‘ : p
will be most effective when its leadership provides the means .
whsreby members may make greiéatxve conttibu:lcn to it as a T
\ natura‘]. outgrowth of theu own needs for gruwth, self-expressiun
>and maturity (Argyris, 1957, 1962, 1964, MacGregor, 1960, 19663

. Schindler-Rainman, 1983; volunteer Services System Report. l976).

Glazer (1980) says the ahsolutely essential c&mponenc is a N
real and exier present opportunity Eor mdxviduals and task qi‘nups #
at any level to influence their working envltonmsr'\t, to havehsome
say over what goes on in connection with their wor:l& Shivers
% (1980) statesvmat it is. the processes of .communication, coordi-

v o hation and modificauon that are vital to bb‘ch the understanding .

i o “and actual exisl:ence of all leadershlp phenomena - inclnding

worker satisfaction. L ’

‘ Muro (1970) ‘has Eound that’th! most‘frequent complalnt of

teachers, group leaders and vol\mtears involvedin.a wide va:lety




of service programs is
- tl.en for communication sessions.
enemy is fuzzy thinking on the part of good, lntell_igené, vitall
peopie in the 1e§d:ruhlp position.
being critics and experts-rather than facilitators and_, where

necelnry » risk tak-u .

i no one should 'munqge veluntears" "
“the onu Wwho need managing.
.xation thal: requires sound munagement, and tf the qrganizatibn

iu:eu then the volunteer system breaks down,

= 3 standing o’Erin goals and how to reach them as well as a deep and

"\ ever deepening understanding of ‘the goa'ls‘of the \;olunteers' and
—-— -
how to reach thyn.

’rho vomntaor Services syﬁem Report (

(1974) ptesonts the following obs‘ewatior{:

0

B - % 3

)

_intelligent ‘Yeadership seeks to gain its own

experiencé and to learn about the real life
problems at hand. Tt tries to understand,the
basic natyre of the problems, to distinguish .
between causes,and effects, and to-assess the
extent to vhldﬁ the problems can be resolved
through human action. (p. 16)

The organization of the eighties must have a déepe? under-

does from Xntantionullty and r\ou from habit; it is dynamic,

fluid, always ln the proceunof becomlnq, ever attempting to meet

that thefe never seems to be sufficient

Greenleaf (1972) says the.real
.Too often too many settle for
)976) emphasizes. that
They (the ‘klunteers) are nct

It is I:he institution or organl-

Dr. William Koch

'l‘ha orgnnuauon of tho eighties does what it

the needs of the vol e and ize the p

significance of the human element.



more on the ap\prechtion"and recognition shown on a day-to-day.

Summary

Autocratic, democratic and laissez-faire leadership styles
seem to be representative. of 'mos»t, if not all, leadership
typologies. _No single style is seen to be successfdl in all
situations, and‘ no single style‘is seen as being used more

iz
fréquently than the others’

The qifserence"s' fn ihdividuals in leadership positions in
-terms of success or l;ngevxty seem to bs, for the most part,
idiosync:atllh where persom!lity a.nd behaviour are co*erned.. A
rcam manner ‘or. conduct has been u:tached to or associated with:

cettaln leadetship styles and this is not necassarily ‘the case.

: Leadezship style and manner. of delivering that style can be

sepa rated.

. Job satisfactiun, paid and volunteer, seems to depend on
ad'equate and commensurate reward. The deg;ee of match and
mismatch in tegms of interest and qualiﬁcatlons is alao impor-

tant, as well as the degree of autonomy and ga:ticlgation Adn -

Becislon'maki{mgb. The volunteer worker, hdwever, seems to dspen'd

N
basis and on the way these are ‘shown. Ths interpersonal rela-

tionships that emKrge and the courteous, thoughtﬁul :,;eatmenr.

these entail seem |to play a major rolé in volunteer satisfactlon.
\ . .




e : CHAPTER III ¢

4 . 5 B METHODOLOGY

Research Design

Ouésticnnalres were administered to a representative sample
to invest!qatt‘s whether and to what extent' leadership style and-

’ manner of del‘i_vety of- the svupen_'i.sct were contributing factors .in
vcluniaez: ;élsiube;on. The que;hionnal‘ra! wére administered,
over a six-month period, to two; hundred volunteers participating

in varlc;x's types ‘of sezvt‘ce in six different’ organizatiens ‘in the

St. John's, Newfoundland, area:

. -Sample Selection Lo .

Michael Guillen (1983) states that everything that a %
.statlsttcian concludés—abt;ut t- probablH.stic bahaviour of a
7 populnr.ion, whether it is a roomful oE moleculel or a countryful
of people, is gleanad from studying the behaviour of a sampunq
of that populati?n.y_xn princlple, the individuals xncluded in a
S nga;istfcql'aamile should be re_p;'ese'nlfntivc of the population in
Te : every respect. In practice it is usually only feasible to éel'oct .
a lample that is rapresentativa in some of the more obvloua ways.
. The most obvioun representative characteristic Eor thls .
<k 5 u:u‘dy was thct nt volunteerism. & sampls of two hundred was t
choun to moze than fully acccmcdata the sample number consid-
..rcd lcceptlble for such a study’ as uugggted by Levin (1975).
’l‘h

o two hundrad velunuors were invgivsdllt the segvlce

“ dcuvery or pzoqru douvcry level. Tha Hﬂp range o£ tha




volunteers was between ages sixteen to s&xt&-five: The sample N
included males and femalés with \;arying educatiomal, backgrounds .
and varying lengths of service or affiliation with the organi-

zations. Types of programs and types of organizations also

varied. A person at each ager{cy was identified as being inter-

ested in both the premise of the study itself and as being %
respcnslble for the dlstrxbuticn and collection of question-
naires. Th1§ dasigngted_ person ensured that the .questionnaires

were distributed among as many volunteers in as many j:ypes‘ of.

programs as possible. Tho_se volunteers 1n\:ere§ted .1n parti\ci.—

pating completed thg quest‘ienn;ires -and returned them to the

i designated individual. Nhil‘e this distribution and collection
procedure was cqmplicated, it was the procedure with. which all-.
the agencies felt the most cumfortab_le. Alsc, it was the most P
.convehient procedure available since none of ;he "agencies had a

" . . g
day or time when all its volunteers could be gathered together as

one g‘p. ' o R . E

e § _The types of programs that were predominant in“this stody .
were fitness laadership, wéigqt t‘ruinlné leadetship, health 7 ‘
servioa, coaching, school programs, recreation services and cadet: )
groups. The o:ganizations mvclved includaq echools,‘leisurs x
service agencies, recreation centres, public health service
facilities and sport ogganizaiions.

The snl’lpl‘e was a rep:esenria"ﬂs;e cross section of volunteers - - ¢
and ot’hl_zations. Its diversity only enhanced i'ts»potentiul. for -

being representative of probabilistic behaviours and attitudes.
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The. following table illustrates the sample selection: .

Table 3.1 )
—_—
Types of Activity/Program of Sample Selection .

S . “ organization ' 8 involvement

-YM-YWCA - . Fitness leadershig; weight °
. i B ‘training 1eadership

Canadian Red Cross Ty Blood bank and blood doncr
v w B clipic
. - § N
. Cowan Heights Elementary School ' ¥ L‘ib’rary;‘ office;, teaching
3 assistant
Terra Nova Sea Cadets ’ 5 ’ Officers; ‘group leaders,
& L administration
L] oo
Sport Organizatiens, Recreation ‘Coaching and sports le;adet-'
Programs, Leisure.Services g ship; community projects
Questionnaire LI N

. The questionnairs was a composita of 1tems selected ftom.

~

Indices of Alienaticn (Mtkin and Hage, 1966), Profile of

j Organizational Characteristics (Likert, 1967), Attitude Towa‘r:d

t:hs' Super‘_liso; (Naqle; 1953) and Supervisory Behav'iour_be.scrip_-

g tion (Fla’inhman, 1957). Original items were also cfmstruct'ad and
included for p\_u:poses of this study. Rduabilh‘.’y was -established
with a test - retest procedure. Twenty volunte’ar‘s_ were asked to

cglu‘pl‘ate the questionnaires and; four weeks later, these same 0

= e




yere"sub‘sequent‘ly distributed among, the volunteers. Ohce

35

volunteers repeated the process. Each was asked to write his/her
initials on the back cover af his questxonnalre for purposss of . ¥

idantificaudn and matchxng. A Pearson product-moment coeffi~

'ciant correlation yielded a reliabili'ty of .795. Vvalidity was

'establ{shed by expert opinion. The questlonnai:e 1\v;‘as examined by

three administrators of programs utilizing volinteers and was
co?sxdered Acceptable as a measuring instrumsnt.

There were twenty—tﬂo items on the questionnaire = elght . £
pertaining to leadbtship style, six’ pertaining to manner of )
delivery and eight pertaining to satisfaction. As well, demo-
graphic data we_re teques.ted. These included the volunteer s age,
gender, educational level, length of service with the organi-
zation, length of time working with the supervisor and the
supervisor s age and gender.

‘ The questwnnaires were administered over a six-month
period. Permission to run' the study was sought from and granted
by all the agencies that were approached. The questionnuirés

were,' then delivered to a designated person at each agency and

completed, the-questionnaires were returned to the designated

pe:‘soh. The questionnaires were picked up after sufficlent time « /

for return had elaps_ed.

Some volunteers chose not to par‘tic-lpa

-and did not return .’ -

“ » bad :
their questionnaires. Also, four of the returned questionnaires’

had sﬁal items incompleted and therefore were not vvinoludec_} ‘tn

the-ens§ling analysis. Fupther discussion of questionnaire

p v g
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results follows in Chapter IV. Scores were determined for the

leadership style, manner of delivery and satisfaction sections of

the questionnaire, thus yielding three separate groups of scores..

for, analysis and ‘comparison.

) Scoring the Questionnaire R
: The eight questions:pertaining to leadership style offered
three possible answers -Vone answer indicating autocratic
1eadersh1p styfe’, or;e‘ indicating democtatiic leadet!ship style‘ and
one - indicating laissez-faire leadershtp style- The eight
responses were combined to yield a representutlve number wn;h the =

® extreme being eight responses: in the same leadership style area.
For example, & selection of eight autocratic respofdses’ yielded a
score of 800, a vsslhsction of eight _lalssez-fair:zesbonses
ﬂexdsd a score of 080 and a'se!:ect‘ion‘vof eight democratic
re:spanses 'fi‘elded a ‘sco:e of 008. N .

s representation system was modeled after the somatotype

chaft of: J. B. L. Carter (1970). The arrangement of possible

8scores was' also constructsd.on_ the same scmat’o‘tyge chart design

-+ {see Figures 3.1 and 3.2).

., The mannar _of €811very questions were designed in the same
way as those in the leadership ety].e section. - There were six
= 1tems and -a choica in each among sensitlve, hnpersonal or bruaque
deuvqry .tachniques. A selsction of six brusque responaes
,yialde'd a 600 score, six impersonal ‘:esponaes' an 060 score and

" six sensitive respohses an 006 score.
wisidl ¥ . . < .
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Leadership Style
. . ’
080 LEADERSHIP STYLE
. 800~ Autocratic . oo
A 080~ Laissez-faire .
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. Figure 3.2

Manner of Delivery

MANNER OF DELIVERY
008 = Sensitive..




4 %f oourse, variations and combinations were possible. A
person might select one autocratic response, two lvaissez-faita“
responses and five democratic responses. This would yield a 125
leadership desiqnath;n.' This number is considered répresentatlve
of a predoininantiy cferimczatic style since it falls within the

’ democratic section of the measurement triangle (see Figure 3.1).

f the same way, a manner of delivery score cE 141 is s

indicative of one brusque, , four i 1r es and

one sensitive response- This numberwside:ed representative

of a predomxnantly &mpetsonal manner of deltvery since it Ealls

in the impersenal section of the measurement trlangle (see Figure %

ERIN : L— .
The eight satxsfactwn quesuo\s had chojces among hlgh, -

medium or 1ow sansfaction. The high satisfaction responsa was

N
. given one point, the medium response was given two points and the . . .

low response was given three points. A low nu!nerical score of
eight .was indicative of high satisfaction. The poséible scores,
from high to low sqtis%acti&n, range from eight to twenty-four.
The ,responses were divided into three sections indicating
relative, rarimr than agsolute, satisfaction ]:evels:‘ high
sa_t‘isfaction (scores‘;é 8 and 9), medium satisfaction (scores of
5 10, 11, and 12) and low satisfaction (scores of 13-24).

/ é . ” 3 ;

<

~NIreatment of Data

The demographic data was compiled and presented in tables to

trate the qha‘racter-istics of the sample selection. Leader- .




“and ‘satisfaction scores

|
oo
ship style, manner of delivery and
Loy
presented in tables to demonstrate

in each of these’'areas. Tables ill

_and manner of delivery, interactions

T'he numeric representations of
of delivery were matched with their

scores and arranged o the triangle

40

satisfacti;)n scores were. also
the tendencies of the sample
ustrating the leadership style
were also constructed.
leadership style and manner
respeétive corresponding

‘grids. . Two graphs were

plotted defonstrating the relationship betyeen satisfaction and

Two separate chi square

tion scores.

off variance

leadership |

A one-way analysis
following:
\ - satisfaction and

%

satisfaction and

satisfaction and

s'ausfactioh and

sati,sfncbion:and

" satisfaction and

Kl

"+ --datisfaction-and age of supervisor

>

they

significant combinations of the two

g

education level of the volunteer

gender of supervisor

mﬁ],ciple regression was run on the sat'isfaction scores as
.-

related to leadership style, manner of delivery and/or

‘manner ‘of delivery and between satigfaction and leadership style.
" .
procedurés were .run on leadership style
1

and on manner of delivery and satisfac-

N

was run on each of the

style

manner of delivery ‘ T
age of thé volunteer

gender of the volunteer .

- s @ -
satigfaction ‘and matching genders of volunteer and -

0



A wejl, correlations were investigated between:

~

satisfaction
satissaction’
satisfaction

satisfaction

satisfaction

’

and affiliation with agency

and length of involvmenf with sup&rvlior
and age of the volunteer

and education level of the volunteer

and the age of e supervisor

—
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CHAPTER IV : \

RESULTS

The questionnaite used in thls study was desaned to pmduce
datl Ln faur separate, yet possibly related, ataas| The areas
which were investigated were 1eadersh19 style, manker of deliv-
ery, sat{sfaction levels and demographig data on ths sample
selection. The dsscriptivs ,atati.stics of- the sampﬂie selection’
were cnlupiled 1.1 tables and are' preseﬁted, with a modes t dxscus-

/

The demographic and questxonnau:e data were also subjected

siun, in this chapter.

to several tests: a chi square, correlations, several” one-way

analyses of, variance and’ a multiple regression.. The results of

‘these procedures, with accompanying discussion, are also pre-
sented. in this chapter. . . )
- .'i‘hs following tables (Tables 4.1 - 4.8) are a synthesis of

the infomation ’ohtained from l:he responses to the demographic

data requesr.ed by the questionpaires.
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. N Table 4.1
Age of Volunteer - . . ¢
ynder 20 § 25 . © dlss
. 20 - 30 38 32.8%
%, 30 - 40 - 35 30.2% -
’ 0-50 , 6 5.2% - i
5 over 50 12 * 10.3% ,
T e - < .
: _ Total : 116 100.0%
Tabje 4.2 s % -
. Gender of Volunteer
— . X 5
Male 47 ; - 40.5%
Female 69 * 59.5%
- « - P .
. ‘/‘ Total 5 116 100,0%
- - 3 . =
) -
" ) o .
S/ . Table 4.3 . -
o Educational Level og"vcluncear =
. B : : " -
. " High School 32 s 0 27.6%
Trade School o - 29 25.0% . .
. - * ~College = i v 9.5% ’
4 . University S 44 . 37.9% +
ot . 5 s . & " A
L " P A . e
‘ | Total ' ’ 116 4 100.0% .
. , . : -
N . .
- .
[ : ; Ve
. e - voa, “




Table 4.4

Gender of Volunteer's Supervisor -

Male : 50 43.1%

Female 66 56.9%
Yo = .
Total 3 116 " 100.0%
> 5 - N L

. .

» : . * Table 4.5

e % ~ ) . -

¥ e . Age of Supervisor - ) .
. under 20 + 0 F 0.0%
& . 20 - 30 54\ o & 46.5%
. 30 - 40 o @ 28 . 24.1%
40 - S0 i 31 & 26.7%
over 50 3. . 2.7%
Total 116 S 7 "1o0.08
/ ) it
< B g
Y v
- .
; .
' ~ I | # %
‘.‘ . . .




Table 4.6

Volunteer's Length Of \Service With Agency

0-12 months 38 . ’32.8\
, 1 year - C10 8.6%
\ 2 years v 1l . @ 9.5% - =
3 years | 17 14.7%
. 4 years 10 . 8.6%
5 years i i 6492
LI 6-10 years 14 12.1% -
’ 10-15 years : 4 3.4%
© 15-20 yeafs A 3 = .. 2.6% s
. - 20-30 years R T2 1.7% "
’ Total 116 100.08
. 5 " .
/ - /\ " Table 4.7. : &
volunteer's Length Of Service with’ Supervisor
+ - —
: 0-12 months® - Cs0 EPTRT
1 year Y . 16.4%
. 2 years Bt « 15.5%
3 years . 8 - 6.9%
4 years 6, 5.2% -~
S years & X 2.6%
6 ’ T 10 , 8.6%
2 1.7%
0. 0.0%
20 30 yeark 29 0.0% '
'iotal 1y X - 100.0%
. 7 P4
7 [
S *
®
. «
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Table 4.8 §
- Type of Program/Volunteer Involvement
i Fitness. Leadership ’ 22 19.0%
Sports Leadexship/Coaching .18 15.5%
% Recreation eadetship/Community Work 22 - 19.0%
Cadets . ) 20 17.2%
Canadian Red Cross b 12 10.3%
wf School Related (Library, ‘O‘Eflce) 22 19.0%
tal ' R - . 16 100.0%
. .- 4 : K
Description of the Demographic Datd of the Sample Selection *
N wx Sl The. mean ag._e of/the voiun;e’ers in the sample selection was .
v ’
&y between twenty and f£hirty years of age. Of the sample, 32.8

kp‘ercene fell within this age range (Table 4.1), and 59.5 percent °
were female and 40.5 percent were male (tate 4.2). . Also, 37.9
percent of ,the sample weré enrollgd‘ gr': or had completed a ‘

E university d‘eﬁgree program. The various types 'of programs in

- which the volunteers.were involved are presented ir‘\"’l‘able 4.8.

The mean length of service or“yegrs of affilfatipn with an

agency was four years ar:c'l the mean length of involvan‘ent with a

suparviaor was l:uc and a half years. The msan age of the

supervlsor was between twenty and thirty yeats of age. Of the

u’a\mpla, 46 5 pe:ceht Eeu in this aqa range (Table 4.5), and 56.9

percent of the uupervisors in this sémple were fa;l? and 43.1

T

d’cant were nalé (Table 4. 9.
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The démagtaphic data of this sample select.ion suggests j s 2
several tendencies in voiunteers in this study's.sample selection.
’ More females than males are involved in volhn;éer ‘activ;j. The
ag-e of ‘the average volunteer tends to be in the mid-twenties.
/ The education level was from high school to Gniversity but tends . P
jtowards individuals involved in or having completed a-university‘
. " education. Many voluntéfrs have a lengtt‘x of -service or agency.
affiliation of Edur to five years, and many valu‘ntee‘rs work with
the same supervlsor for two to three years. There are more . . *
female supervisors of volunteers in leisure, heulth and education
settings; and the average age of the supervisor of volungee;s is. .

between 'twenty and thirty.

Questionnair® .
. Of the 200 questionnaires distributed, there was realized a-
60 péfcent ret;.!rn (120). The particiﬁating agencies showed the.
following re:urns- St. John!s YH—YWCA - 33 canadiun Red Cross -
12; cowan Helghts Elementary Schoal - 21; Terra Nova Sea Cadets
- 20; and §port Organizations, 'Recrsation Ppograms, Leisure ' . N
. ‘ Services - 25. The ~actual return was 116 questlonnuires. of
it ‘tnese 120 four were copsidered’ unusable for the study because of
the number of items left incomplete on these questionqai:?s. Tl;le . A
. ‘. factors ‘of uncompleted items.and .additional comments-written on 4 .
i & the’ questlonnai{es indicate: ’ e . 3 ’
(a) a relu tanca on the part of the volunteer to offer or

express an opinion, X . . N o




~(b) a Eeelking on the part of the volunteer that he/she

really has "no_say® in matters such as those considered by the ™
- =

AR » o

questionnatiyf 5

. (cibinsufﬂcient infomatio/u being relayed to leunteers on
tie organization and its policles and procedyres and
(d) i{l underlying Eeeling of unifiportance regardless of'the
personal satisfaction derived from the work itself. )
The résponses to the questionnaires su_g'gests’d'othe‘r areaé‘

worth discussing in addition to the variables#fof the 'study. One

‘ lnterestingv side issue which presented j.tself‘ was ‘the issue of.

non-raturn/nmﬁ-'x‘espo‘nse. ‘{nlun’t_eers who did not participate or»
who 'did not-complete all items on the questionnaire expressed
either a »feluctance to evaluate their agency and/o'r their ‘
super‘lsoz or a lack of interest in expresglng an opinion on the *

way thlngs were run and how they were being freated. One xs

témptego ask whether»"loyalr.y should impede ot influence gelf-

expression _on the part of r.’he volunteer and whether 1ack oE
interest is symptomatic of an underlying discontent.

’ An‘other intata‘sting factor which emerged was the importance
of th.j degree to 'v;hich the vq.um:eers like what they are doing.
Leaderahip style, manner of delivery or satisfaction: level did o
not 1nE1uonce the volunteers” continued affiliation with an $
aqancy aa much as the deqrea to which they like tha sort of work

they are db‘!‘.nq. Intrinsic motivation is an ever present reality

‘when one considers _the_personal and professional satisfaction of

v ow W ol

~
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the volunteer, ahd administrators must remain cognizant Jof the
human factors involved in working with voluntsez manpower .
Tables 4.9, 4.10 and 4. 11 show the distributions of 1ender-

shlp style, manner of delivery and satisfaction levsls.

Tablel 4.9 ~

wy
- Leadership Style

Democrahic (D) . 70 . 60.38%

Laissez-faire (LF) el , 16 13.8%
“Autocratic (X) x & 8 6.9%
Democratid and Laissez-faire and ' . 14 2 12.1%

© ¢ Autocratic (C3) L .
Laissez-faire and, Demccratic (Ll-‘D) 6 “5.28 9
Autocratic and Democratlc (AD) | . 2 1.7%
Total % v 116 100.0%

Tablerd.10 e

o
Manner of Delivery .

) < 7 ”f‘ .

5 D . B f .
Sensitive (S) . 65 56.1%
Impersonal (I) - 21 18.1%
Brusque (B) -4 3.4%
Sensitiye and Impqrsonal (SI) 23 iy *1948%
sms:’kge and !mpersonal and\ 2.6%

sque (Q3) ¥ - *
Total . ’ ) 116 - 100.0%
. X i —{ :
. - ™
i
< . . N A )




Table 4.11 " : - ¥

Satisfaction Scores

High sSatisfaction (8,9) 38 32.8%

=~ . Medium Satisfaction (10,11,12) 37 31.9%
p Low Satisfaction (13-24) 41 3_3.]\ z
7. N - - - . -
Total - T we {10008
It is wor:th montionlng here that according to ltem"lﬁ ‘af»the '
- \quesuonnaire: How well do you like the sort of work you are
domg? . . A
’ o ’ # a.v. Very much ' .+ 9 5
: b. So-so : & - 3
c. Not at all = : l :
i 95 of the 116 (81.9 percent) indicated that ‘t%sy liked ther.yoi-tk %

they ver'e'do!.nq very much. Twenty-one of the 116 (18.1 percent)™ *-

* chon the second reuponae. indicating that they liked the work

they were dalng, but to a lesser extent r.nan the others. 'ni‘is y > »
item was conaistently given a high or \nodhun ranM.ng rega:dlau -

of the overall score in leadership sl:yle, manner of dellvery or B

satisfaction. —— ' : . o

-
ngro 4.1 is a visual rapreaantatlon of Table 4-12. Thls- . .

ﬂgun shows. the dhtrﬁuncn of satisfaction scores and how each't .'v

u!uctlon score nlatel ta a specific hudnnhip style. The

!!qun Qllo ulmtratu the d.viationu from' the:archetype that

are po--lble within the parameters of a "single" leadership . N ¢
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y Leadérship Stylé wi€h
i Satisfaction Scores

Y SR
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' = Autocratic.
- : 80= Laissez-faire
008= Democratic

Notatidn Key: - = ”» o
@ = high satisfaction ( represents 5 small circi.e‘l).
. M = medium ( e 5 smal
3o . A = 1ow satisf: (

i 3 ; g
. - - -

5 small triangles),
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petyle. ofr,th}/thirty-alght "high" satisfaction scores, twenty-

nine fell within the parameters of the democratic leadérship
style, onekﬂthin the parmétezs of the laissez-faire style and |
one witbin the paraveters of the sutooratic style: The cemaining
uve: were designated u\h:’ing equal characteristics pf two or
three of the leadership styles,

- The following table further demonstrates the distribution of

satisfaction scores as Fhay relatgd to leadership 'style.

“fab¥e 4.12 . X =

* Distribution of Satisfaction Scores as
. Related to Leadership Style

SATISFACTION LEADERSHIP STYLES . ot TOTALS
. SCORES ) LFD; LF 3 AD; A -
High 29 1 6 2 38
Satisfaction .
.. Medium 24 . 8 3 2 -/
Satisfaction,
17 13 . 5 6 a

. Low ' i :
S Satisfaction fa = & .

Totals <70 .22 14 10 116
: Key: ' D. = Demogratic . o
LF = Laissez-Faire
AD = Autocratic plus Democratic
LFD = Laissez-Faire plus Democratic e/
C3 = Combination of the three =
% 5

Autocratic \ =




Figure 4.2 acts as a visual representation of Table 4.13.

P This’ figure shows the distribution of satlsfac‘tion .scores and how
gach score relates to a speclﬂc manner of delivery.' As was
demonstrated in Figure 4.1, deviations from r,he arcnetype are
al‘so possible in the area of manner of ‘ellvew.

. Of the thirty-eith "hiqk‘x" satisfaction scores, thirty-thrée L

' fell into the figure area indicatiog a -sensitive manner of

o ’delivéry, one in-the area indicating an impersonal manner of
i v ’deuvery and none i_n the area indicating a brusque mannar' of

‘ g:elivery. The remaining four scores were desigr{ated -as having-v
equal coml;ir;ations of the characteristics which .1ndicate imper-

sonal and sensitive manners of delivery.'




~Figure 4.2

’ Manner of Delivery with-
satisfaction Scores

‘. : 0

MANVER OF DELIVERY,
008 = Sensitive
sonal

Notation Key:

2A
- @=-high sati

65 small ‘circlea).

W = medivm

A=

A = low satisfaction (

5 small squares).
5 small triangles).

54"
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The following :a}:le further demonstrates the distribution of

satisfaction scores a; ‘tﬁey related to manner of delivery.

4 ) y
Table 4.13" g = -
Distribution of Satisfaction Scores as
. i Related tp Manner of Delivery
) o 7
SATISFACTION | MANNER OF DELIVERY TOTALS
SCORES s s I; Bi .
. . High g 33 4 1 38,
Satisfaction " ¢
17 14 6 37
Satisfaction N
Low ' 15 5 21 41
satisfaction
. Totals ; 65 .23 28 - 116
: Key: § = Sensitive
; I = Impersonal o
B = Brusque 8 ”
03, =. Mixture of three manners
IS = Impersonal plus Sensitive

Tables 4.14 and 4.15 demonstrate the distribution of high
- and low satisfaction levels as they relate to the combination of

’ leadership style and manner of delivery.




Table 4.14

Distribution of High Satigfaction Levels

56

LEADERSHIP ., MANNER O}'DEL\IVERY TOTALS
STYLE s ~-71s "% 1;'B; Q
. o 25 3 1 29
# ;
E * .
LFD; 'LF 1 0 [ ) 1
- o A
c3 5, \ 1 0 6
AD; A o2 0 0 2
=~ - —
Totals 33 ) 4 1 38
L Table 4.15 .

Distribution of &atisfaction Levels

o 2 v
LEADERSHIP ' MANNER OF DELIVERY TOTALS.
STYLE . s /7 1s I; B; Q3 S
D  2 2 17
LFD; LF 3 s 13
3 L2 o - 3 H
" AD; A ,1 3 0 -~ - 3 6

Totals 33 4 1 e 38—
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Description of Demographic'Data on Leadership Style, Manner of
Delivery and Satisfaction Scores = ’

According to the resﬁonses of this study's sample selection,
the democratic leadership style was the most prevalent 1‘eadex;sl:)ip
style used by supervisors’ in leisure, education, health and, .
recreation servkces. (_’l‘he demc&ratic leadership ‘sr.ylé algp
yielded the greatest number of high satisfaction levels. It is
idteresting that the style designated "C3" (a comblnat,i{r? of .
de_mocratic, la{ssez-fai're and at’xtocratic) yi‘elged the next = °

highest number of high satisfaction levels. The lais;lez-fahle

and autocratic styles yielded only one high satisfaction level, *

respectively, and tge equal combination of autocratic and
democratic styles also yielded one high satisfac(ion le_v‘e'l. The
‘data quite adequately shows that sagisfactiop is influenced by

leadership style. - x -
The sensitive manner of delivery was the predamfnam: of .«
those donsidered in thi‘s study. This sens)r.lve manner of
delivery also yielded the highest number of high’ satisfaction
l}isvels. The discrepancy between'the number of high satigfaction

levels and the number of medium and low satisfaction levels wis

'much‘greater in manner of delivery (Table 4.13) than was exhib-

ited by leadership styles (Table 4.12). It is interesting that a

greater number of low satlé;acticn levels was realized by the
-impergonal and brusque mannexs of $elivery>than was realized by
the stereotypically."unpleasant” autocratic leadership g€yle.,

From a comparison of Tables 4.14 and 4.15, manney of delivery
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5 : .
would -’& to have had a greater effect on satisfactibn levels
:han did leadership style.

Tables 4.14 and 4.15 lhov that 80.6 percent of the high -
satisfaction levels were attributed to the combination of the
Tocntlc 1aadarshi€ in:yla and the tenah:lva manner of deliive{ry._;, ¢

l.gv satisfaction levels were produced by this same combina-

Y o .
tion, but to a lgsqendegrge. Low satisfact.l'm. levels were also

2 » % %
. evident with cmblnations\gf the Laissaz-fa'ira/demnératig and

lajssez-faire leadership style (LFD, LF) ahd the impersonal,

* brusque and gc.binatlnn of manners of delivqr'y- (1, B, 03) {19.5

percent) and with the combination of the democratic.leadership

style and the impersonal, brusque and combination of manners

'.:lollvory (I,‘Bi ©Q3) (17.07 percent). Apparently, 'ah}nfw_sbnal,

tap
'xz(G) = -16.62, p < .os. This zasult lhous r.hat leadershlp

brusque or inceonsistent (as uu;g:;;‘d by~- combination of manners
g O b
of delivery) manner of delivery seems to produce low satisfaction.
~ = -
levels regardless ‘of the leadership style.
5 R

“\\; : *

. Chi sguau 2 ) v .

-tyl& is a nlqnlﬂcnnt hctor in voluntaer lutlufaction.

- .
A chi square was performed on the ﬂh for 'rab!.a 4413 with'
x2(4) = 41,5, p < .q1‘. This result shows that mann‘er of 2 .v
delivery is a ﬂqnlﬂén‘?'hétqr' in volunteer qatl_.u(nctio’n- \ =
5 . 5

.16 shows the results of the coprelations:
. * . . . . 4 . -

A chi, square” “was pottorpd on the data- for Table 4.12.with - ..
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Age of |
vdlunteer =
Education of
. Volunteer

Affiliation
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Affiliation -
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.Age of
Supervisor
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. . A
o Table 4.16
i Correlations
isfaction Age of Education of chnanon Affiliation
< ‘. Volunteer Volunteer with fqency with Supervisor
# y
-0.4851 ¥ Ve
~-0.1642 0‘.35‘38
X >
-0.0282 : 0.4505 0.1784 s
% . R
-0.1275 0.5216  =-0.0049 0.6509 e
; : v ?
7
: : - =4
-0.3502, . ' 0.4794 0.0519 0.1836 0.2645 Z
. “ o

<
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% It Should be noted that ‘an increase in a satisfaction score
k‘ ‘reflects a dqgrease"yin‘satisﬁacti.on level (a low score of 8 ore¢-
represents high'satisfaction). Therefore, the negative correla-
tion shows an increase in sait:_istac;ioﬁ by all the variables "
1ised. In dther words, volunteers' satisfaction levels increase
as the volunteer's age increases, as the volunteer's educati‘on
level increases, a# the volunteer's length of affiliation with
both the aéency and the sug;rvisor_ increases and ;s the age of

— ‘the supervisor increases.

' " hnalyses of Variance

Table 4 7\
ona -Way Analysis ‘of Variance Eor Satlsfaction
v by Age of .\lolum:eer

¥ 3

» Source DF 8. "us F . |

-
- " Between 4 - 219.8 54.94 9.54 0.0000
within = 111 - 639.0 .5.757

Total: * 115 858.8

Table 4.]7 shows that age is a significant facteér in .

vt vuluntur satlstaction - significant beyond q}/le .01 !.evel. This
was aluo borne out by t:he correlnuorns in Tabie 4.16. Y

“ Post hoc analysis |fsing t:he Tukey tast showed slgniﬂcant

differences (.0, level) Between the means of atisfaction scores

. of v-qlunceo:& in dlff&gﬂit‘_age’ groups.




The under 20's and the ZD 30 age group were not signifi-
cantly different from each other, but both groups showed hiqhsr
scores, hence lower satia(‘action levels, than all other qroups.
In addition, there was a trend of increased satisfaction (Jow
scores) Wwith age. - ' SR e )

\ - ”

\ .

Teble 418/

One-Way Analysis of Variance for satisfaction
by Gender of Volunteer

Source DF 5§ Ms F 13
Between 1 61.53  61.53 ).so 0.0038

“ Within 14 7 797.3 6.993 o
Total 15 858.8 - ' &

Table '4.18 shows that gender is also a slgnlﬁcant Eactor
where volunteer satisfact(on\ is concerned - signtficant ut the
.01 level. This sample shows a marked difference between the

mean satisfaction scores of female and male volunteers. ' Female

volunteers had a mean sa faction score of 10.94 as opposed to_

"the mean score of 12.43 rhalized by malegolunteeru‘. “While
neither of these sc;or falls into the high 5at!s§action ranqe
(8. 9), the ‘score of 10.94 demonstrates- greater utisfnction\than
r.he scora of 12.43. W .

. ¢ 61
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groups. The educational level of volunteers is. not a significant,

- »
62
Table 4.19 %=
One-Way Anulysi- of variance for Satisfaction by
Education Level of Volunteer
: = >
Source DF Ss MS F ')
Between 4 52.50 13.12 “1.81 0.1313 " .
W}thln . 111 806.3 7.264 (
Total o 118 ' 858.8 p -

Table 4.19 suggests no aignlfi_cant difference between

factor in their satisfaction level.

significant factor 1n,‘;qluntuer satisfaction - llqnlﬂcani bcyoﬁd
¢ the .01 ,levul.: 'Supnvuo s between the ages of 40 and 50 yielded

Table 4.20
L)

-

One-Way Analysis of Variance for Satisfaction
by Supervisor's Age

Source oF ss us 'F B

B ~
Between .3 163.0 54.35 8.75 0.0000
Within 2 695.7 6.212 .
Total 115 858.8 ¢ i

Table 4.20 shows that the aqé of-the supervisor is a

+

.
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mean scores realized fpr the other age ranges (between 20 and 30:
mean o; 12.41; between 30 and. 40: mean of 11.89; over 50: mean*
of 12.67). s
Post hoc analydfs using r.’he Tukey test showed significant
dif’ferences\ (.05 level) between the mean satls;action scores as
they telata:i to the age.of .thA;jupervasor. Supervisors in €he

~ . I
40-50 age range produced higher satisfaction le\}:zs than all the

other age groups. — . .

Table 4.21

One-Wa Anal’sls of Variance For sattsfactlonv ‘v
‘ N .bY Supervisor s/ Gender

Source DF ss Ms F P

~) L, . . , . :
— .

Betwéen. 1 94.48  94.48 14.09 0.0004

Within = 114 764.3 6.704 o

Total 115 ° 858.8 .

.

Table 4.21 shows that the qendar of the supervuor is also a

[3
signiﬂcant factor ln volunteer satisfactlon - slgniﬂcanc a‘t the' \

. .01 1eva1. »—Eurthemoze, Eemala supervisors: ylﬂded a mean - ‘.

satisfaction score’ of 10.76 as opposed to male supervisors who‘
ylelded a mean “satisfaction score of ‘l2.5’8- Again, as' in the

discussion of Table 4.18, neither mean score fell into the high

‘satlsfucgién sc.n‘re range (8, 9) but the qisérepancy between. the

mean scores is significant, naﬁet}_:eleu, and indicative of the

P - s
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¥ e
lnﬂ..uem:e’ that genaer of the supervisor can have on volunteer
I‘Qtlsfa.tlon. /‘
\, i “
. Table 4.22
One-Way Analysis of Variance for Satisfaction #
a by Matching Volunteer's and Supervisor's Gehder
i > - : .
Lz \, :
Source DF ss Ms | _F -P
k¥ s g
: Between 1 12.14 12.14/ 1.63 0.2007 * '
CwWithin 114, 846.6 i 7.427
,Total * 115 . 8588 =
k V)
= = 7
B . o~ M G R -
: - ‘. Table 4.22 shows no significant difference between-volunteer
satisfaction and matohing gandérs of volunteers and supervisors.
“In bther words, female ivolunteen} matched with female supervisors
- will not be any move satisfied thr if they had been matched with
L3 male sup_azviso'u ~ sameness of gender is not a significant factor.

" Table 4.23 {

One-Way Annlyuh of Variance for Saclsfacuon §

by Lbadership Style

’

= @ Source ' DF sé MS F P
Batweon 119.6 23.92 3.56 0.0052
Within \,no 739.2 6.720 '
~ Total’ 115 858.8

»




Table 4.23 shows that leadership style is a significant

» o
“ factor ih volunteer satisfaction - significant ;t the .01 level.
Post hoc analysis using the Tukey test showed significant ~

differences (.05 level) between the mean satisfaction scores as

they, related to leadership styles. There vas a significant
K dlfierance noted between the means of the democratic leadership™
style and the laissez-faire leadershlp style. -The demncratic

sty e had A lower mean score, hence a higher satisfacnon level,

hart did\»l:h@ laissez-faire style.: . 5 - 7

e s Table 4.24" .

- \ ”One-Way Analysis of Variance for satisfaction
by Manner of Delivery A

soutce '

Between 4 340.6 .84.15 To18.24 0.0000

withen {1y 518.2 1 4.668:,
Total® . 115 - §58.8
b d

Tah;ie 4_.24 shows the\s‘igni‘ﬂca/nce ‘cf mﬁnner of,deuvazy as a

factor -in volunteer satiafaction.‘ ‘Hanner_v of del\i‘very is signifi-
fcam: beyond the .01 level. . Post P:IO(: &nalyals using the Tukey
‘test showed a s‘igniEfca‘n? differéhce between the mean satisfac-'
tion scores of th; following manners of da}}very:

. * . .~




. v g
(a) Sensitive manner of delivery had hlgher‘ satisfaction
lav;ls than did the lnpenona}, Q3" (se;nsinvs/impersonal/'
brusque) and brusque t‘anners ot\dslivery. f
(b) Sensitive/impersonal (IS) had higher satisfaction levels
than did tfl\ impersonal, "Q3" (ser;sitive/i-porsonal/bn;\sque\) and
. 'brusquz manners of delivery.
7 x{e) Imperuonal'manne\t of delivery had hlqﬁer satisfaction
levels that did thu‘ "03" (ssnsltiva/impersonal/brusque) and

bz‘unqub manners. of delivery. -

2 i ultigla ngressio A o ; -

-‘-‘ The Eolloving results were realhed by the nultiple regres+ . =
# ‘ll_om .
P -F(100) = 8.187, p < 0.01

The multiple regnuion. with effect coding, confirmed the
& significance of the main effects of legdership #style and manner

of delivery. An 1nt’enc:1'on‘ effect was noted within the cell ° \

et ing cratic 1 ip style and sensitive/impersonal
- . (1S) manner of delivery.
* Figures 4 g and 4. 4 give a visual reptasentatlon of the -
.multiple regnasinn, showing the main effects and their various

. cov_lgbl.nntlona . &
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N Figure 4.3
low 20
satisfaction
18
' ‘
7
5] °
[N
satisfaction
scores 14 3
1269
.12
. L1108
g 101
10
igh
satisfaction '8 B,
-D LFD; LF C3, AD; A
s Leadership Styles
¥ <
KEY: ~S = Sensitive D = Democratic
I = Impersonal CF = Laissez-Faire
IS = Impersonal and Sensitive CFD = Laissez-Faire and Democratic
. B = Brusque A = Autocratic
Q3 = Mixture of all of the AD = Autocratic and Democratic
above C3 = Combination of all of the
above - o~
3 -

related to manner of delivery.

This figure shows the di'screpancy ip satisfaction scores as

The "I; B; Q3" manner of delivery

yielded significantly lower satisfaction levels. A sensitive

manner of delivery, either alone or in combination, yielded

!
higher satisfaction levels.
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Figure 4.4 =
.
low 20 ~N ~
satisfaction &
‘ 18
16
satisfaction &
score) 14 &
12 .
L 10.

satisfaction” 8 2
. s . 18 ©"I; Bi Q3

Manners of Delivery

Sensitive D

" KEY: S = = Democratic
I = Impersonal CF = Laissez-Faire
IS = Impersonal and sansitive CFD = Laissez-Faire and Democratic
= Brusque A = Autocratic
Q3 = Mixture of all of the AD = Autocratic and Democratic
above €3 = Combination of all of tha
above
A . - -

This figuzé shovs the discrepancy in satisfaction scores as
related to leadership style. While the differences in satisfac-
.

tioi\ levala ara not as drastic as those produced by manner of .

'del.ivery (see Figure 4.3), there are deflnit?differences in

satisfaction level. The lower satisfaction scores occur with the .
"C3" and "LFD; LF™ styles. The higher scores occur with the "D"
and "AD; A" styles.




.sured, was affected by the comblnatioﬁ of leadership style and

Summary

. Yolunteer satisfaction was significantly affected by the age
of the volunteer, the gen‘der of the volun:ee’r, the age of the
supervisor and the gender of the superv isor. Female volunteers
exhibited significantly higher levels of satisfaction than male
volunteers; female supervisors yielded significantly hlgher .
‘sacisfactwn levels than did male supervisors.

Volunteer satisfaction was positively correlated with the
education level of the volunteer, the age of the volun:aer‘, the .
age ot the supervisor and the 1ength of service or tnvulvsmunt N
with the agency and with the uupsrvisor. ’

Leadershxp style and manner of delivery were Significant
factors in volunteer satisfaction.

foeretore, the hypothesls that volunteer satisfaction, as-
meésured, was affected by the leadership styl.e of the supervisor
in healc'h, education and leisure Qervice orq-anlzar.i‘.ons was ) 2

accepted; the hypothesis that volunteer satisfaction; as.mea-

manner'of delivery of the supervisor in health, education and .

leisure service organizations requires f_urthér clarification.




CHAPTER V
CONCLUSIONS AND RECOMMENDAT IONS

Conclusions

Volunteer satisfaction is ii’lflub>ced by numerous factors.
E /
L Factors which are considered significant in" their-effect on | ¢

volunteer satisfaction, as evidenced by the results of this

study, ‘are: age of ‘the'volunteer, gender of the volunteer, age

. of the supervisor, gender of th’e supervigor, 1eaqgrsh£p sty’le_und -
- _manner of delivery. & ¢ ) ) )

v The volunteers in this samp.\e selection were' indeed. influ-

i enced by the pradminant varhbles\consxdered in this atudy~

4 lepdarship style and manner of dellvery. Manner of delivery
] ~ ' appeared to be the more influential extrinsic factor. This
- uqteu with the opinions expressed in the related litarature.
.most voluncee:s appreciate the day- to-day cou:tesies more than

me overt or Gfficial gestures.

‘. hls study. ralnforcsd the ideas expxassad in the related

liteuture raqardh\g leadershlp style: workers like to .feel in

turle with the whole, _ This applies equal]..y to volunteer v@rkera.
They wam: to be a part of the dachionﬂnaking process; they want .
’ and dcaervo eiiici-nt, ‘consxdu:ate iniomanon flow. They want

thelr opiniona haurd. They want cons!dered but not o{presaive
quidlnco. s . v 4 7

Thia study hu also presented an intetestlnq irks_lght into

o the"‘ubsoluteness" or puruy ‘of ‘specific laadsruhlp styles.




7n .
‘Leadership styles are seldom demonstrated or practiced ih their ;
purest forms.'¥More often than not, -combinations and éemutattonn

are the rule rathe\r than the exception. Peters and Austin (1985) i

¥

suggest tha .
e

8 The best bosses - in school, hospital, e
factoly' - are neither exclusively tough nor . ‘
exclusively tender. The are both: tough on

kg . the vdlues,:tender in support of people who _ . -
would dare:to take a risk and try something »
- new in support of thdse values. They speak

constantly-of vision, of ‘values, of integ- o g

rity; they harbour the most soaring, lofty
& Lo - and abstract notions. At the same time they
pay obsessive attention to detail. No item

is too small to pursue if it serves to make

o ‘the vision wlit\lgt Glearer.® (p. xx)
L. " Mortimer Adler ("17\ SeldeS;>1985) says that: I
® _ In Aristotelian termd, the good Yeader must . tos .
have ethos, patids and logos. The ethos is " o
his moral character, the source of his - E iy
& ability to persuade. The pathos is his ' i W .
ability to touch people, to moves them ¢
emotionally. ~The logos is his ability* to e . T
M give solid reasons: for an action, to move { -
people intellectually." (p. 8) N
;. . B
It would appear that leaders, and hence supervisors, a're not
. cast in immutable molds. The dpviation from an absolutely

democr}tlc leadership style is not only pnssibfe bpr. Probaﬁlq‘,‘-u.
. are the deviations from an_’absolu’:aly laissez-faire or nu;oc:gi;c P
' ' s:yle‘._ It saems‘bhat the ‘area where lsaaers can have some .
. measure of caontrol is that'area of personal conduct: If, as Paul
‘:l‘tilich (ig\)reus, 1972) sugqsslts, we.are never rﬁpre human th{n &
’ at the moment of d’eclu’on, the r.'h.r decisions uu‘par,vluarl mAkc' B
2 o about the manner i.n“whlch’théx will ;:qdduch:\tbfemselvo! in the v o=
nane in theis

supervisory role axe:not ot’aly‘hnmnn but also‘tnnnq




impllc-tmns. The dkldipn by supervisors to treat their

\ voh,nteer workers humanely and "sensitively" can do much to
enhance any leidersaip style. . ‘_ ‘1

“Thik’ atudy began Hlth r.h\ premlse that manner -of delivery Xs :
unpai{ca from lenderuhxp styla. ‘This premise utul holds at the
cpnclusion of the study. The manper-in which l.eadexs conduct
themselves in lnterpe:aénul relationships is larg®ly a matter of

p:tv}aéd‘and pa-sonal decision and is not dictated by a leadership »
-T.\ ’ style...Accordlnq to the literature, interpersonal rel!tlonjhipa/

: "‘are one of the\most influential factors in volunteer satisfad—
tion.. Ilow supervisors.conduct Ahemsalves‘ln this :rea can do

X much to engender ‘or discouraqe uociety s most ovsrlooked com-,

.\" * modity - human rescurces. » L . N 3
A ‘ Hans Selye (in Glasser, 1981) éi’cvidss a fitting closure
whléﬂ volunteers and auperv!soru of volunteers might find werthy

R ot cansideration: ‘ . g l) . N
Every~living bainq looks out for itself -~
f €irst of all., Theré is no example in nature.
. » .Y W )° of a'.creature,guided exclusively by' altruism’
2 = and the desi to protect othars. 1In fact, a
.- code of universal altruism would be highly
-l/_ Ha immoral,isince it would expect others to loJ
# e % ‘out for us more than'for themselves. And > =
yet, the common dergminator YL 4 v
* . noble or vulgar efforts - whether {& be ‘to 5 #
v . .please God, to: ﬂnd self-expression in a LR
o . great Work [of art or science,.to obtain . ) :
* R . hnpplnu-, love, money, or power, or aven to
o . ' commit serious crimes - seems to be a .
5 striving,‘consciously or subconsciously, to
< earn good will and .gratitude from,one
or another. But is this not,.
, the most uable commodities we could e
seek for ntaining our person h
homeostasis? In nddl:ll?n.
.




.

1

< y -
the requirement for self-expression, since we
) can only#be certain of gaining benevolence
’ through: creating things which actually are

beautiful, enjoyable, or useful. N .
‘ )
Thus, it turns out I:hat ‘there is no real
conflict between practical egoism and-
i, ® altruism. The philoaophy -of gratitude.or
N altruistic egoigm is best suited to our
ideals as well as to our physical nature.
But we must -add a-furthér element to this ° K 5
guideline; one that takes cognizance of ~

- individual difﬁerences and -shows each of us ,
how- to apply-the abaye principle %n.all the”
varied circumstances of -life.. It is impera-
Five that we decide on the . amount‘and kind of
work we consider worth doing-to assure our
homeostasis and security; this takes much
soul. searching because it depends on our most
Eu‘\txiamen:al personal motives. (pp- xvi,

.

Recommendations ¢

The amount of deviation fromgthé "arche:ype‘k.wi;hl;\ LI
1suders’11p style or a manper of delivery is an ar a where more
investigation might be directed. Overlap ot' Ee-:tures df differ-

- ent styles or manners is possible and even probable. q‘ven the '
human and-situational exiqencies inherent in many, 1aad9rsh£p
ancouncers. . : < % 1

Laadersl’;tp st’la and manner of delivery demonstrated ;aheﬂr

. lnfluenc‘dn the axt:insk domain. Future research might inves-

\_tlgata tha potenu‘ of one, _both or, compinations of these va:i-

- AblGl as intrinsic influences as vell. €

I
Tho concept of manner of dauvnry’:n a feature of "leadership ~

4

upnrate' from lantnhlp is also worthy oE more lnvuétqutlon-
Can imerpar;onal 'conduct' be. trained or lnrncd or is it

lmcthlnq thu a p-rlon ltmply has ‘or does not have?
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K‘/ QUESTIONNAIRE

Items 1 - 8 pertain to leadership sl:'yle.
Items 9 - 14 pertain to manger of debivery.
Items 15 - izvp‘ertain to satisfaction's

!
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VCLUNTEERs" o
upj’monis HAVE ) B
MPGRTANT
BONSEQUEnéss FOR

. . y
E VALUATING

SUPERVISORS‘ ‘ Y

.‘ 4

This questionnaife has a two-fold purpose: it acts as
an indicator of your supervisor's behaviour as perceived by
you, the volunteer leader; it also indicates your satisfaction
with your supervisor and-the agency with which.you*are affil-
iated. ™

. Please respond to ALL items on the questionnaire as well
as the information requested on the back cover. &
¢ .

i Thank you.




Please answer each question by selecting the alternative which

-,- \ . . ,: az

best represents your feeling about your supervisor or your organi-

zation, as the case may be:

SAMPLE:"

<

Does your sqps?{é‘r give you "straight ansv}grs"' to -

your questions

O
O
O

Are your ideas

sought?

-
|
=

a.
b.

c.

on

a.
b.

c.

Usually

Ogcasionally !

Neve:

It:‘he ovaéall functioning of 6\9 agency ever

Hardly ever k
.
Somet imes 3 N\
AL : ' “
ways F |

How free do you;&el .to talk to your :ﬁpervisor about your-
involvement in

]
O

ageqcy? .
-~ . N
I am unsuré of when or how to approach my
supervisor E

I feel completely free to talk to my

’supervisor* ’)

'~ (il
I do not feel very free to talk to my
supervisor




N R g [ . a. ~Hot enough k o

] = b. Just enough -
CJ: e Toa much ) -

Where do-you feel tha responsibility lies. for achieving @ B Lyt

- WY organizational goals ‘in your -agency?’ . .
3 ot / £ .. . ) ¥ i
! a. At all levels i . .

]  b- At the top * o gk

. [} c. Fairly generally throughout Jaa

e Ve C A

~ o N - ) ~
* 5. In what direction does information flow in ‘your organization? -

~ ' a, Vertically; downward (managggent relays
‘:' information to personnel) R‘ .

(| b. Vertically; downward and upward (manaqemant'
relays.-information to and receives informa-
* - tion from personnel) -

] -c. vertically and horizontally; upwa 4 |

- downward, ‘sideways (communication of dnd |
responsivene#s and receptiveness to !

5 . information generated at all lévels and o
N through all levels of management and |
B . personnel) z . .

6. At what 1evalw‘t\eclgions formally made?

et i 4:- “Pecisions are made at the top

' " [ . b.* Decisions are made :hroughaut, but are. i
1\ M — integrated 4

. = ¢, 'l‘h‘eru seoms ingtead €6 be a lack °';’ )
5 ) g decisiveness '3 .
. g L%




10.

> .
. . 84

i i . . &y
Are you involyved in decisions mlagng to yout work?

) . o A . .

]:] a. I am fully involved . o

O b T am not invplved at all -

[CJ . I am sometimes consulted - . /
How are orgqnizati;naf goals eﬁtabusha'd/implemented?-

[ a.  Consensus is sought, but subsequent &

. guidelines remain indefinite (ambiguous)

= b. Group invo;vement is used. (e)u:ept in '

T crisis)
[ .. orders are xssﬁéd
o : o . . )
Is your superVisor friendly and approachable? .
i K
(o] a. My supérvisor is apprcuchable byt maintalns
) - p:ofessinnal distance
-
(=] b My‘ supervisor l*nlmcq,t always. fﬂendly and
approachable
. -} c. My supervisor is abrupt tg( the pcint of
¢ being unupproaehable
! : 2"

Is your supervisor conuldarate of ‘the teellnqu of

employees, volunteers or other. pereonnel in deann
+ these 1ndividunls? 3 :
? o el ‘_

() a: My super luor dq always auare and consldc'
. rate of Sther' g £ae).lngu ‘

o .

. [, be oMy 1upe¥vhor maintaing an unemo:lonnl,

1 L S 4 detached posture when involved hs person to .,
person 1nnractlon. .

» 8 s,

&. My luporvhor is often inconndtn:-

vh.;hcr lntcnetonally ‘or not




11

-
13.

‘Are people at ease in xn:ezpersonal inter#ctions with your

supery, isor? .

s
a. Pegple. usually feel fairly comforta ).e

b. People usually feel at ease ° 3R
' - . 5.0

"ci people tend to’ geei uncomfoztable'

Are you given sufficient explanaucns on new
decisions afﬁecting you?

] a. Iam g}ven minimum explananons’

1 'b. 1.am given quite adequate explenatlorrs

UL | c. I am-diven very thnrough Pnd thcughtful .
. explanations

. i "o =

Is your supervisor courteous? g o
§ i £~ b

My supetvisor i§ invariably  courteous

My supervisor\practices professioral
‘courtesy -

. My supervisor is curt to. the point ‘of
- g ¥ tudeness at times

.Do you feel as thouéh your‘ supar;lisor is l_ntere"stad. in getting

fpedback £rom you? . ("feedback from-you" is to be construed as
your ‘opinion on how things'are going in the agency, gemerally,.
as well as information which directly pertalns to you’ and the\
gr:oup you are, leading) :

] a. Usually, I Eeel my feedback is barely
tolerated .

T [ b I feel that my feedback is considered

s * ‘important to the success of the group I am
leading . R

“[J c. 1 feel that my feedback is considered
j . valuuble




is.
L ity by your -supervisor o do your job well?
- T ’ -
el s
] + a. cvery much satisfied . )
- e " [ .b. rairly well 8atisfied
. D v Ce l:lo_t very’sal:isﬂed B
_16."How well dc .you like the sort of work fu are’ doing?
e
l:’ * a. Very much
P [  b." so-so i
i
~[J e Notatal - . 2
17. Do you feel the agency/organization-with which you are affili-
ated treats you well?
7 7T O ae ram treated very well “-_ A>3
A B E b. I receive fair treatment
] ¢ I amnot t:reléted as well as I'd like
18. . How satisfled are you with your présent’ position when yau
53 compare it to similar. posttions elsewhere? R
5 ] a. Quite well satisfied ;
5 ' As satisfied -

"NOt as satisfied. ..

How satisfied are you that yog>have been given enough author-




+Da. you get all the help andi advice you need from your super-

Ao,
. visor?,
. |
- B3
) =
. .

_—

a. Yes, always

From ‘time to time

Hardly eve‘r

T 20 N Hcv’ satisfied are you that your: supervisor accepts you as’ a
-:professional to the degree to which you are engitled by, reason
of position;, training.and experience? /

21.

22.

rs N ¥ :
a. very much satisfied

b. Fairly well satisfied . ' ‘

¢. Not very satisﬂeq. Y

How satisfied are you with the progress you are making towargs
the goals which you set Eor yourself in your present pcsition?

a. -1 an'satisfied with my ptogress' +:

b. I am not as satisfied as-I'd like

c. I am not satisfied at all

How satisfied are you with your present position when you
eonsider the expectations you had when, you took this postb(on?

=
Cl

a. This position has exceeded my expectattons
b. It has met my expectat,ﬂons

c. It has fallen sho:t of my expecuuons




. The following information on you as a volunteer leader will
assist im a more comprehensive t:eatmsnt of data and analysis of

o results. . :
. Your age " [], ’qnd’er ”2} S Gender |:] ! Male- L=
. © [T] - Between 20 and 30 . [ Female.
ki 2 . 3 ] 7l
]’ Betyeen 30 and 40" . L \“ v, e,
.+t ' [ Tetween4o anaso - Y alw i B s
- ’ [ overso . -. - o ' )
What i.s’ the.highést level of education you k.raue received? . B )
[ - High school " . g
. .

{T] . Trade or technical-or vocational school

B . ) [ college : - \
. . ; 8 '
X [] university: level “ %

Type of progtam you are presently -involvéd in as a volunteer
leader. )

- = T 3 _—
>
How long have you been 1nvblved uith £hie organization as a volun- o

teer? &

"How léng hm(‘e you béen working with your present supervisor?

i § ey P
1 oMale E Female ¥

" Superyisor's gender




<

89’
Supervisor's age Under 20 : .
‘ Betweeh 20 and 30 . .
“Between 39-and 40 o .
Between 40 ?rid 50. )
Over 50

ooooot

g Thank you
" X .
Thq following information is for Data Analysls Only and is NOT tu
be completed by tha volunteer leader.

. Leadership Style
Manner of Delivery
Satisfaction
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Questionnaire

Leadership Style

< f 026 D 015
h) 017 “p 033
116 D g 006
134 D 015
— 224 D 015
224 D 015.
143 LF. - .015
026 D . 033
035 D. 015
026 D . 006
017 D 024
044  LFD 015
026 D 015
134 D 042
152 LF 024
233 c3 . 015
035 D s 015
= 026 D { 015
233 - c3 \ 015
233 3 015
017 D 024
e 341 LF 033
413 A 015
3 323 . c3 015
134 D 006

> s
026 D 015
413 A 033

" %
= 152 © LF 042
152 ° LF 024
134 D -015
e

026 D .01y

@

S
SI

*S

.8

nan

%]

hn

wn~

HunnnnooHOoRnOaHa
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Manner of Delivery Satisfaction Score

e

-

|
i
boooww

-
s

OHWVWOVWYOrY VWLV® WO

" high

“

high '.: .-

-4
=4
()

=

=4
[
Ed

=
[
=

low ™ .

Shigh |t

high
medium . -
medium

low -
medium
medium |

high’
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134

143

233,

125

ooo »o

91

L~ 024

015
<015

015

024
* 015
015

006

I

006 .

006°

006

‘v

)

hnn

-

"high

high

medium

high * ,

high

high

high -
medium

medium

high
high

. high
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Leadership Style Manner of Delivery Satisfaction-Score

044 LFD 042 1 | 15 low
i 03s D 024 s N 10 medium
— 026 D e 033. sI B 11 = medium
026 ', D 033l s1 10 - medium
341 LF 222 03 15 ow '
035 . \ID N024 - s 9" high
044 LFD " 141 1 17, -low
! ’ . - ]
02 |p . 015 s 9 high
044" LFD .. 024 s, .11 medium
026, D 006 s : 8 high
323 3 033 - SI 9  high
008 D % 033 sI 9 -high
035 D 033 SI. 11 medium
017 D 033 sI 10  medium
134 D, 033 sI 9  high
422 A 105 s 14 low .
125 (D 015 s 13 low -
143 |LF 123 s 14 low .
143° LF 033 sI 10 medium !
| i s
116-" | D 042 I 10  medium
116 D 042 1 11  medium
224 \: 141 I 15 .low
143 D 420 B 20¢ low
143 ° |LF 222 03 14 - low
044  LFD 200 1 14 low’
224 ''p 150 1. ‘9  high
413 A = U0k % ‘13 . low
026 , D 042 1 13 low
"503 . | A ¥ 333 . 8¢ 13 low |
224. | D 033 s ©12  medium
233 [c3 4207 B 18 low
323 c3 . 222 03 .19 low
224 | D 231 1 14 low |
404 ' lap-- 411 B 14 low
017 | D 033, sI 11 medium
242 |LF s/ 1 . 17 low
611 A 0T B .

16 low




0 Questionnaire -

D 231

[

co o -
OUWUODUMWOMOUUMOUOUUOUO
o ]
o
w
w

oo
od
-
@

D - 024

D . 015"’

Leadership Style * Manner of Delivery

hie
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T

satisfaction Score

14 low
10 medium .
13 low
* 9 . high
13 low
17 :low -
16 ‘low

low.:
low

low”

10 medium

12 = medium

low

‘12 medium
11 medium

-
)
-

10 medium
16 * low

12 medium
12 medium -
10 medium
13 low
12 medium
12 medium




anstio}mahe Leadership étzle Manner of De;iv?rz

32

107
332
4

D
c3

D
C

‘94

satisfacticn Score

8 high
13 low
9 high
12 medium
Sl
B .
% i
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Combinations from Raw Data

ol

Satisfaction Scores

Leadership Style x.Manner of Delivery '
\, ] 3 .

Medium

P2
Low

i

N

donorUNoORHWG
-

OHKHMHHOWUWOW

7.7%
8.6%
4.3%
4.3
2.6%
0.0%
0.9%
0.9%

0.9%°

0.9%

0.9% -

-0.0%

WOWWON®WNNN®

6.9%

. 0.0%

2468,

31.9%

35.3% -




. Table:6.2

, . Synthesis. of 'Raw Data

T PRI s
. -5 “I; B; Q3 . Total
satisfaction -Scores satisfaction Scores satisfaction S;:‘pr,g.s |
5 Ex3, . 9.x 1 .
* 10 x 33 10 x 3 F-
11 x4 1 % 2 g N =70
12 x.3 13 x-1 Total = 756
13 x 1, 14x2 . . .M =°11,28
16 x 1 15 x-2° 3.7
' 16 x 1 ®
P 17 x 1 %
N =15 N =13
- Total = 166 "Total = 165 N
= 10.1 © Mean ‘= 11.06 Mean ‘= 12.69 -
: TR t o . - :
Satisfaction Sgores Saéis/faction Scores Satisfaction Scores | A
i & e .
L 9xl : 10 x 1 5 14 x 2
10 x 1 11 x 2. v ‘ 15 x 3 o
LFD 13 x 1 T7-x 2 : N =22
WLF . 14 x 1 20 X 1~ +  Total = 295
. 17 %1 N M =.13.30
N =6 N =18 :
- 3 . Total = 76- Totale= 127 E .
Mean = 12.6 Mean = 15.8° .




9 x
12 x
13:x
<14 x
e

Total

S
1
1
1

Satisfaction Scores _Sa;isfaction‘Scores

x
x
x
x

Satisfaction Scores

2
1
2
1-
=

Satisfaction Scb:es

HzZ

Satisfaction Scores Satisfaction 5coresy

[y

W

e
]
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