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ROTC VALIDATION STUDY OF LEADER MATCH IV, PROGRAMMED INSTRUCIION
IN LEADERSHIP FOR THE US ARMY

A field experiment was conLdue, ted to test nlew leadershliip t ta in in,

program, Leader Match IV Programmed Instruction in Leatdersh ijp tor the
LU.S. Army (Fiedlier, Ntihar, and Chemers, 1977), publislied as Techn icai
Report TR-77-T4t3 by the Army Research ilst itute for the Behiavioral aid
Social Sciences (AR[). 'lle programl is based on tile Cont ingenc v Model
(Fiedler', 1964, 1967). '1lts teorry states that the pertforrmanc e o a
leader or a group depends on two interacting factors: (1) the leader's
motivawtonalI structure indicated either by a primary concern with the
accomplipishment of the task 6r the (level opmen t of close interpersonal
relations, and (2) the degree to which the leader has situational
control and influence.

'11Tis approach represents a radical departure from other major methods
of leadership training. Thus, WcGregor's Theory X/Theory Y (19()7) seeks
to modify the leader's value system; Argyris and Schon (1974) attempt
to teach new problem-solving behaviors; Blake and Mouton's (1964) Maln-
agerial Grid seeks to develop ideal behavior patterns; and the more
orthodox leadership training programs attempt to provide specific skills
in dealing with subordinates, e.g., Stogdill (1974, pp. 177-229). As
reviews of the literature on leadership training by Stogdill (1974) and
Campbell, Dunnett, Lawler and Weick (1970) have pointed out, there is
Little empirical evidence that previous training methods improve leader-
ship performance to a substantial degree.

Tlhe Contingency Model states that we must teach leaders how to modify
their situation to match their motivational structure. Ibis stand has
led a number of writers to argue that this approach cannot work. For
example, Argyris (1976) contends that the theory cannot be effective
sInce "it represents too much information for the practitioner to use,"
and Schriesheim and Kerr (1978) claim that the theory's shortcomings
and problems "seriously impair its usefulness" (see also Behling and
Schriesheim, 1976, and Mcahon, 1972). It is, therefore,'a matter of
theoretical as well as practical importance to test a leadership training
program based on the Contingency Model.

Four previous tes i n earlier version of Leader Match training
involved civilian organizations, namely volunteer public health teams,
middle managers of a county government, police sergeants, and supervisors
and managers of a public works agency (Fiedler, Mahar & Schmidt, 1975).
In each of these studies significantly higher performance ratings were
obtained for trained than for untrained leaders after a two- to four-
"month period. towever, such factors as voluntary attrition and the
possibility of rater bias could not be adequately controlled. 11Tis was
remedied in two studies in which Naval officers and petty officers were
randomly assigned to a training and a control group. The performance
of these subjects was rated at the time of training and again six months
later. In addition to reading the manual, the trainees saw a film and
participated in discussions. In both of these studies, the trained
leaders' performance increased significantly while that of control group
leaders did not (Leister, Borden & Fiedler, 1977).
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Csokt and Bolls (1 78) conduc ted 3 I tel d explr ti nt at W'st i'o l t in
which a group of 154 student ttitairy Yeaders W0t1- lh Siglld rikldOilkl V to

one training aid two control condditioni prior to beitng sint t vt0 'riotns;
field Unlits as acting platoon leaders. These leader,; thenl wete eval Iat td
by super Ior o f icoers in the field Lin its who did not kinow which cadet.s had
received leader Match training. Trained leaders were rated as signiti-
eantly more effective than untrained leaders within thie, same nutitt. latter.
Csoka and Bons randomly selected one of three student p1latoon Iveaders in

each of 27 companies to receive Leader Match trainting. At the end of th,,
school term , the trained students were ra ted significantl motre oft en
than the other two platoon leaders as betng the best in the ir company.

Thie present study tested whether Leader Match instructton would sig-
nifieantly increase the effectiveness of Reserve Officers' Train tuig Corps
(ROTC) programs. More specifically, the study examined whether this
brief training program would further increase the leadership performauce

of cadets who had already received three years of ROTC instruct ion in
leadership as well as other military skills. This experiment differs

from previous studies in several important respects. The experimental
conditions could be controlled to an unusual extent. Thie experiment
permitted random selection of schools in which subjects were trained or
they served as controls. Even more importantly, subjects were assigned

to different groups and to different leadership jobs essentially on a
random basis. Earlier tests of the training program dealt with regularly
appointed leaders in on-going organizations in which situations could

presumably be modified in the course of several months to match the
leader's personality. In this experiment, the leader's opportunity to
employ the Leader Match principles for changing the situation was more
limited. Subjects occupied each of four or five different leadership
positions for short, intermittent periods during the four-week advanced
camp. This study represents, therefore, a rigorous test of the Leader

Match training program.

LEADER MATCH IV TRAINING

Leader Match IV Programmed Instruction is a self-paced workbook which

can be completed by the trainee in four to six hours. Each chapter con-

tains a short explanation of a key concept of the Contingency Model which
is followed by a numbe= o.."nrobes" or exercises that test the trainee's

understanding of the material. The manual contains the Least Preferred
Coworker scale (LPC) which indicates whether the trainee is primarily
motivated to develop close relations with the group (high LPC) or to
accomplish the task (low LPC). Subsequent chapters provide instruction

on how to measure the three main components of the leadership situation,
that is, leader-member relations, task structure, and position power, and
how to match one's leadership situation to motivational structure. An

earlier civilian version of Leader Match has also been published (Fiedler,

Chemers and Mahar, 1976).

METHOD

SUBJECTS

Randomly selected from a list of 46 schools were 18 university

or college ROTC programs matched on the basis of previous advanced camp

- 2 - V ra'abie CopY



ru.'r tormaice v co. ;00S swi Lb a p-rojec ted femalet. Iiopu1 at tonl ot l ess thani

ftour for the present yea r 's Advanceed ROTC Camp wŽ re e~limi mated froml thle

se lec tion process.

Tev little Schools tin the train ing cond iti on inclIuded 156 mate and 38

temialte cadets. lthe little control groupl schools Inc luded 1 7o male anid I t,

f emla 1 cadet-'.. The numb11er of cadets R' r schbool. raniged from 1 2 to 4t) , wi t i
ýI~ ~ ~ ~ h 110.1 of 2-1.5. 'llfti- kavacdcm fall.,; at Lthe end o I thle

c.adetts,' itiin r yvest and is hintended to provide Int ensive training inl

milit ary ttinidamenta Is suchi as leadership, phvs teal ft tiess * d isk-II 1tine,

'lilti Small1 tin Ut t a t ivs. 111 vh amlp alIso pr ov ides anl till po~ Lataut o pp)o r tltnit

to evaluiate the cadevts for selectiHon as commtiissionled officers.. 'lite Cam,1111

there fore, Is ani experienlce Which most cadets tenld to find phys ically. as

Wel 1 I s psychological ly St re-sstul

PROCEDU1RE.

Copies of tleader Mat ch IV were senlt to tihe Pr I'vot50 r 01 it Ii 1l

Scijenc e at eacih of Lthe schlools, in thle t rat u lg "'ond it i on With utm-

t ions. tha~t thle mauna IMs Were to be gJiven to thle cdts'o w weso

s;tudyt onl their owin time or that. t hey c'ouldl bet rea 1 he cadets Jut' klliln.

rgullar C lass hours. Eight oit thle n1ineshoschs opo\ h

trainlugjl, as d i id t inlstrUCt.ion. AllI camp-bounid catdet.S Were givell

tile manlual With inlstruct ions to read the book carefuil l anid LOlto ti re-

pared for v test. 0on thle material. -lite books Were, retuirned to thle inlves-

tiga1tors anjd checked for completeneoss. '1e Mean" score onl Lithe Is it em

test w.as 12.5, indica~ting the c-adets; had read andk undeklrstoodi Lthe trainling

prog r am.

Up)on arrival at Advanced Camnp, cadets froml each school1 Wert, random lIV

assigneid to pilatoonls of approximate ly 40 stuidents with nomoethn)n

or two cadejt.S from 0,eah schlool in Lthe Same11 unit* F-Ic h of thle pla'toons

had two mu it~ary adios acptainj or major andt t sergeanIt ftirst cla'ss

ormste'segeat , whlo remained with thle uniti throughout thle campl)

These two advisOrs alsok servd asevalu~ators Of c.adet I''trac ~

adkvisors weentifre tha~t a situdy Was.1 inl progress nlor Were0 theyv

givn te nmesof cadkets who had received Leader Matchl IV training.

PEFRFORM\ANCE CRLTERtA

l'or formiiane of cadets from, trainling an1d conitrol schools was measurtied
onfouir leadershi p c riteria in Lthe case of ma1.le cadets anid three i h

ca~se of females. 'thiese) were evaluautionis by thle platoonl Officer advisor,

noni-commissionied officer advisor, and eer evalua~tionjs of leadership

skills ill technlical and staff areas anld a rating of comlbat leadership

potenitial for males onlIy. Tevautos by the two platoont advisors

were made from the se~conid to fourth week of campv on thle basis of care-

futllv kep~t no tebooks tin whitch thle adviSors reOcred thle cadiet' s muititar

know'ledge , l eader shitp ski I I and potenti-at - At the enld of CAMP, t01080

notebook., were uised to rate. each cadet onl thle fot lowinig 10 areas:

Ie3fw~a\ Cop'J



(I) 1 dILu i ug / organ i i t.

(2) Init iat ive

(3) Interaction with others

(4 ) Setting the example

(5) Knowledge ot militarv skills

(6) Sound decision making

(7) Supervision

(8) Attitilde and motivation

(9) Communication

(10) Command forcefulness/contidence

a chi cadet received a separate score irom the platoon otticer and
pIl on NCO advisor. All ratings from a given platoon advisor wettr,
standardized with a mean of 100 and a standard deviation ot 20.

Scores ranged from 40 to 1bO. In addition. all platoon advisors had
been given instructions in rating per formance evaluations. The two peer
ratings for males and the single peer rating for females were obtained by
having each member of the platoon rate each other member. *kan scores
were then computed to obtain each cadet's total rating and these scores
were again standardized with a mean of 100 and standard deviatiou ot 20.
The evaluation procedures were developed by ARI in coordination with the
US Army Training and Doctrine Command (TrI\X)C). ARi continues to assist
TRADOC in monitoring the procedure to assure quality control.

Intercorrelations among advisor and peer ratings revealed a very
high agreement between platoon officer and NCO ratings (r - .93, N = 332,
p < .001). These scores were, therefore, combined. The advisor's
ratings correlated .83 (N - 332, p < .001) with peer ratings for combat
leadership, and .80 (N - 332, p < .001) with peer ratings for technical
and staff performance. ll'a•Ltr analysis of the raw score on the 10
rating items by platoon advisors yielded a single factor with all item
loadings above .90. The standardized total for these items, therefore,
provides an overall performance score.

To detect the presence of a possible Hawthorne Effect, performance
scores also were obtained on two individual measures not expected to be
affected by the training. The measures were orienteering, consisting
of a map-reading exercise that involved travel from one geographical
point to another by following a compass; and the tactical exercise
(TAX), which involved solving military problems in a simulated tactical
environment.

-4-
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'The mean performance scores for each school were obthained by
averaging thie scores of the cadets from that school . 'he analysis was
contducted on these 18 scores, nine from schools with Leader - at ch pro-
grilms and nine from the control schools.

Tlo mean performance of ROTC programs in which Leader Match 1V was
admin istered was higher than that of control schools in all measures
directly related to leadership skills: overall performance as rated by
the platoon advisors as well as performance evaluations based on peer
ratings (see Table 1). It is equally important to note that the perform-
ance scores from the training and control schools did not differ on the
individual performance measures, that is, the tactical exercise (TAX)
and or Ienteer ing. Thuts the higher performance of the training schools
does not ;imply reflect a generalized halo effect.

Table I

COMPARISON OF MEAN PERFORMANCE FOR UNIVERSITIES
WITH TrRAIN El) AND UNTRAINED ROTc CADETS

Mean Mean
Criterion Trained Untrained t-value "

Overall Performance 103.56 97.85 2.82*** .28

Peer 1 (Combat leadership' 104.89 100.67 2.06** .15

Peer 2 (Administrative skills) 101.89 97.78 2.50** .23

Orienteering 99.44 99.22 .12 -

Tactical Exercise "TAX" 100.44 100.00 .52

a Probability one-tailed,*41 '? universities

•* p < .05
•** p < .01

Table 2 presents the results separately for male and for female
cadets. The findings for males are somewhat stronger, although not sig-
nificantly so, and the difference on peer group ratings for females for
technical and administrative skills is only marginally significant,
although in the expected direction.

-5-
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Figtire 1. Cmparison of t r~ined villntrilined skhool a on overall
pe'r forminl~e

The propo t ion of var ir ance in the effect iven..Žss o the ROTC programs
in the train ing and control conditions attributable to Leader Match IV is
substantial. Ill 1e is a range fro0M 28 percent for overal 1 per formancCe to
15 percent for the peer group ratings oin technical and staff skill for
the total sample, and from '.3 percent for overall performance to 15 per-
cent for the combat teadership peer ratings for males. 'he proportion of
variance attributable to Leader Match 1V is smaller for females, that is,
15 percent for overall ratings and 4 percent for technical ald admilnis-
trative potential.

Figure 1 shows how many of the trained and untrainied schools fell
above the stantdardized mean score of 100.

The analyse., by individual cadet yielded similar realults to those
by school with overall performance and peer 2 ratings (technical and
adwinistrative skills) being highly significant. (t - 2.61, p < .01 and
t - 2.18, p < .05. respectively). 'Me results for peer I were only
marginally significant (t - 1.90, p < .10). Again, there were no signi-
ficant differences on the two measures not directly related to leadership
performance, namely, the tactical exercise sand orienteering. For tldi-
vidual cadets, 61.5 percent of trained cadets fell above the mean and
38.5 percent fell below the raean of platoon advisor overall scores in the
trained group. Exactly 50 percent fell above and below the mean of those
scores in the control group. on peer ratings of combat leadership, bO.9
percent of tee trained cade-s antd 50.6 perceet of the control group cadets
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f,' l above the mean. On the peer ratings for technical and adm inis-
trative skills, 60.8 percent of the trained cadets, and 50 percent ot
the control cadets fell above the mean.

DISCUSSION

The results of this study clearly show that the schools with Leader
Match IV training performed significantly better than those in the
control condition. The proportion of variance in performance scores
attributable to the Leader Match IV program was substantial. This was
the case whether these measures were obtained from the platoon advisors
or from peer group ratings,-although to a somewhat lesser degree for
females than for males.

T'his study has several practical and theoretical implications.
First, the training is highly cost effective since the four- to six-hour
self-administered training program is seemingly capable of improving
leadership performance to a substantial degree.

Second, the training can be quickly applied in practice even when
the leader's control over the group is relatively low. The cadets
served as leaders in four or five different positions for only one day
at a time. Their formal authority was fairly weak since the groups they
supervised consisted of fellow cadets. Despite these limiting factors,
the cadets were able to utilize their training as indicated by their
higher perfgrmance evaluations.

From a theoretical point of view, these findings support the Contin-
gency Model on which the training is based. The results of this and
previous studies (Leister et al., 1977; Csoka & Bons, 1978) indicate
the importance of the leaders's situational control in determining
leadership effectiveness, as well as giving substantial credence to the
assumption that leaders are able to match situational control with their
motivational structure.

The experimental controls of this study were unusually strong. As
will be recalled, the schools were randomly assigned to the treatment
or control condition. All cadets from a given school participated, and
the platoon advisors wb cadet performance were not informed about
the study. Moreover, the cadets were randomly assigned to different
training platoons so that no more than one or two cadets from any partic-
ular school were in the same platoon. The cadets from the schools in the
training and control conditions performed their various leadership jobs
in the same units under highly comparable conditions, and therefore were
rated on their performance not only by the same advisors but also by
their peers.

The possibility that a Hawthorne Effect could have played a major
part in determining the results must be considered. That is, whether the
mere presence of a special training program could have improved perform-
ance. However, this does not seem probable in this study. First, the
Leader Match IV program constituted a very small proportion of the total
training the cadets received in the three-year period prior to advanced

-- 8--
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the dogree to whichI a short tra i tug progrAiu, L.eadielr Matt ch I V, which
t~eaces.• indIviduals how to 0maI[Vh thei' i IeaderShiP I.t Nat Io1 to their

lier sona I I t v o r mo t va t I tnaI st ,tiut, tutret ca htt e sucess Ii 1t 111. The m r
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strrueture, anid position power? Or dtfd high l.l'TC laders vo nc'titrzit v'

their efforts oil one aspectE o f the sit uation iaUd low L.It" leaders kilo
ao the r? The Cact that the leadet's ill this stludy oc-uptield thlir pos"i-

t Ions oi.1 y for very shor t and Interuitlt t:e t periods o f t.1e stiggest s
that the sItuant tonal rood I. f eat I os they tused mlusut hlavtk betenl rel Iat: ivt I V
easy to -App ly. Sincne the advainced camp was I fa tt r 1 y tt r, t liurted scet t Ilig
aid peer leadershi p weakened tLihe ir posIt iol power, it setims I ikt, l,
that thelt ma or mod if ieat olls mlade by the ROTC cadets mlay have loouseid
Oil clllhnging ti|advr--Ilellimber retat ionis. ''lese aire, of couir'se, probleIuis
whi[ch call for further research. lin the meatitm,, thie preslent Investi-
gationi clearLty shows that Leader Mateh IV traiti uug provides a prouilsing
mothod for fmprov ing organi zatit lol performanice.
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