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ASSTRACT

Johnson (Note 1; L976) has empirically derived a nodel of inter-

personal power that outlines the three dimensions along which males

and females are perceivecl to differ and tend to differ in their power

strategies. Women are more lilcely than men to present their influ-

ence attempt in an indirect manner, to bargain with per:sonal resour-

ces such as affection, and to stress helplessness in their influence

attempts. I'Ien are more 1ike1y to present their inf luence at ternpt

directly, to bargain with concrete resources such as time or money,

and to stress their conpetence.

The present study was comprised of two experi.ments, both of

whÍch required subjects to respond to and to rate a hypothetical

employee in an In-Basket Task involving a series of inter-office

memos. In Experiment 1, subjects responded to and rated a hypo-

thetical male or female employee who tried to get a request met using

a masculine or feminine po\uer strategy. This yielded a 2 (subj ect

sex) by 2 (ernployee sex) by 2 (power strateBy) ¡ fu1ly-crossed

factorial design" In Experiment 2, male subjects responded to and

rated a hypothetical female employee of high or low status who made

an influence attempt using a helpless or competent power strategy and

later employed a masculine or feminine porrer strategy" This yielded

a 2 (status) by 2 (power strategy 1) by 2 (power strategy 2) fully-

crossed factorial design. Dependent measures in both experimenÈs

were the effectiveness of the power strategies, subjectsr perceptions

of the ernployeet s power , ancl subj ects? recommendations f o r the

employeers promotion. A second set of dependent measures consisted

of subjects ratings of [hc cmployee on Johnson's three dimensions:



direct-indirect? competent-helpless and concrete-personal.

Multivariate analysj-s of variance revealed that "masculine" and

"competent" power strategÍes \.vere the most effective" There were no

significant effects for status or employee sex" Johnsonts three

dimensions were also examined through multivariate analysis of

variance and were founcl to be relatively independenE and equally

applícable to both sexes.

1l_
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CHAPTER I

INTRODUCTION

samuel Johnson once suggested "nature has given women so much

po\.,Jer that the 1ar¿ has very wÍse1y given thern little" (Hill , rB4-2, p.

104). untit very recently, however, no one seemed to care much about

r^/oments power or lack of ic. The armies, the governments, the huge

organízations, were all run by men, and women kept whatever power

they possessed under the close wraps of their interpersonal relation-

shíps (Rosa1do, r974) " Even within the present decade, one of the

most dramatic power plays in history, which has come to be known

sÍrnply as l{atergaLe, trüas carried through from the first break-in to

Lhe last lock-up alurost exclusively by men (I(orcla, rg75)" power is

masculine, and nowhere is this more evident than in organizations.

The past decade has brought about rnany regal changes aimed at

balancing of poler in the CanadÍan workplace, yet iùoments advancement

appears not to be lceeping pace with legislated change or with the

written policies of governnent and corporaLe employers. Few $romen

operate from strong positions of por,/er (connelly & christÍansen-

Ruffman, 1977) in either the political or corporate sphere, and as

recently as L977, the salary gap between canadÍan men and. women was

actually widening (canada Department of Labor, r977). rt has been

argued that Canadian sex discrimination legislation lacks the teeth

of comparable Arnerican legislation in terms of province-to-province

consistencyr legal definitions and lega1 consequences for the

la¡^¡breaker (Bennett & Loewe, rg77)" However, the occupational gap

between men and Ivomen is cornparable in Canada and the United States

(chappell, L97B), so the weakness of canadian legislation does



-¿-

not adequately account for the power and salary differentlal.

In an attempt to explain sex differences in organizational -

po\{er, it has been common practice to point backward toward the díf-

ferent ways in which boys and girls have been socialized (e.g.,

Hoffman, I972), Such an approach implies that we must attain compar-

able socialization for boys and girls, then wait some twenty years

before the effects are tnanífested in equality in the labor scene.

Yet there is a more optinistic picture being plesented by authors

such as Fenn (1978) and l(anter (L977 ), who have focused on the' on-

going process of adult socialization in the workplace" Their

approach places responsibility an<1 benefits directly ín the hands of

individual emptoyers and employees. It implies that there are vari-

ables operating in the structure of the organization and Lhe people

it ernploys that could be manipulated in the interesL of equality.

One of these variables is the communication of interpersonal power--

the different ways in which men and r.Iomen try to influence the

behavior of others.

In the past few years some of the increasing interest in sex

differences has'focused on interpersonal power (Friezeo ParSons,

Johnson, Ruble & Zellman,1978; Lips, in press; Lips & Colwill, 1978;

Rosaldo, I974), ancì Johnson's (Note 1; L976) research has yielded a

model that attempts to explain sex differences in interpersonal power

strategies and the resultant imbalance of organizational pol^/er that

favors men"

Male and Iìema1e Power Strategies

Johnson (I976) has defined interpersonal power as "the ability

lo get another person lo do or to believe something he or she would
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not have necessarily clone or believed spontaneously., (p" 100).
Johnson contends that there are rules of power buirt Ínto our soðial
norms and that we empl0y them, often nonconsciously, Ín our daily
interactions" certain power strategÍes, sire proposes, are rnore phy-
sically and psychologicarry availabfe to sone peopr_e than to others
and the divísion of labor by sex within organizations has accorded

very different tyPes of power resources to men and women. tr{orking

from French and Raven's (1959; Raven, Lg65) moder, Johnson (wote r;
r976) has empirically deri,veci a model of interpersonar power that
outlines the three dimensions arong which male an. female po\{er

strategies, respectively, are 1it<e1y to differ: the directness with
which people Present their influence attempt (direct versus
indirect), the types of resources rqith which they bargain (concrete
versus personal) and the degree to which they stress their conpetence
or helplessness (cornpetence versus helplessness).

. Direct po[./er is power manf_

fested in terms of orcrers or requests Eo person B; it ts, by defini-
tion, open and overt. rndirect porùer is ofËen called manipulation;
its goal is to exert influence over person B while trying to keep

hiur/her unaware of being influenced, a tecrrnique, notes Johnson, thât
has been associated with suborclinate status (Myrdal 

" Lg44)" people

with legitimate por^7er are rnore likely to rely upon direct power be_

cause one can more easily afford to be open and overt when one has

the authority to do so. r.y the same token, to atternpt !o exert por,Jer

without authority makes one appear manipulative, if not downright

ludicrous " Beca*se \^zomen are ress of ten in positions of authority,
and because, even when in positions of auLrrority, are less likely to



be granted legitimacy (Epstein 1971), Johnson posits that women are

more 1ike1y than men to use indirec' power techniques" rn facto-
Táromen are explicitly trained to emp10y indirectness, not only

throughour childhood (burtering up Daddy), and adolescence (,,let him

think it ¡¿as his idea"), but even within the organizations in which

they seek their careers. stein (rg7r) has shown, for i,nstance, that
nurses (traditionally female) are explicitry trained to present

diagnoses to doctors (traciitionally male) indirectly rather than

directly" (rt remains to be seen if this pattern of carefully taught

deference will persist as more men become nurses and more vüomen

become physicians 
" )

'ne 
disadvantage for women of emproying indirect power strate-

gies is that suclt techniques nay serve to maintain the por^/er status
quo. Johnson suggests Lhat wrrife indirect porüer techniques may be

extremely effective in Lhe short run, they tend not to be effective
in the long run because, by the very definition of manipulation,

Person B should be unaware of the source of infruence. Thus, whi.r-e

female assistants and secretaries may exert strong influence upon

their immediate superiors, they may gain rittle recognÍtlon w-ithÍn

thelr organrzations if the source of power is conceared. rronicarry,
the imrnediate superior, person B, may not even be aware of the source

or the extent of person A's influence--not a very good tactic for
someone trying to gain legitimate porrrer rvithin an organization.

. Every influence attempt

carrles with it an impJ-iecr threat or promíse--the giving or the re-

moval of resources" rn or<ìer to exert influe.ce, person A must have

some type of resource l¿ith which to bargain" Johnson caregorizes
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these pov/er resources into two main types: personal resources like

affection or approval, that depend upon interpersonal relationshÍps

for their maintenance, and concrete resources like lnoney, strength,

and knov¡ledge, that are indepenclent of relationships. In our culture

and in our organízations men hold more concrete resources than women

do. I,Iith these resources they may exert reward and punishment por¡rer,

oro in their positions of expertise an<l authorityr mây exert greater

expert and legitinate po\^/er. One does not have to like or approve of

the person with concrete resources in order to be influenced.

Given the distribution of concrete resources Ín our societyr it

is not surprising that threats and promises involving concrete re-

sources are perceived to be masculfne modes of influence, regardless

of the sex of the influencer (Dunn, I97Z; cited in Frieze et a1",

r97B) 
"

Historically, women have had few concrete resources at their

disposal and have existed throughout most of history as virtual non-

persons under the law. Yet, strangely enough, r¡romen have often exer-

ted considerable personal influence over those close to them (t ips e

Colwill, I978). (Perhaps this is rhe power that Sarnuel Johnson

accused nature of dispensing so inequitably. ) Unfortunately, such

por,rer--personal power--iüorks only in those areas affected by inter-

personal relatÍonships" Furthermore, power Ís dependent, not only

upon the ability to control the resources of others, but upon the

ability to control one's own resources (Stogi11, 1959). To be able

to control his or her o\.!,n resources puts a person at an advantage in

sltuations of reciprocation or retaliation. Since \^/e cannot posslbly

provide ourselves with personal resources like affection, as we can
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provide ourselves with concrete resources like money, those who

bargain with personal resources are placing strict lirnits upon Ëheír

lnfluence (Johnson, Note l)" Thus, whtle the personal influence a

women exerts in a relatively subordÍnate organizatíonal position may

give her great personal satisfaction, it may be severely 1ímited

power not easily translaEed into promotions and other organizational

reward s .

3. Helplessness versus competence. I,/hether Person A presents

the ínfluence attempt directly or indirectly, and whether Person A

bargalns with concrete or personal resources, there is a third di-

mension to the use of interpersonal por¡ler: competence versus help-

lessness " Person A can attempt to influence with competence by using

expertise, information or sheer force, or Person A can employ the use

of weakness and helplessness by claiming inability untÍ1 Person B

takes over the task at hand.

I,Iomen, "the weaker sexr" have good traíning in the use of help-

lessness as a po\,rer strategy, particularly when the influence attempt

is aimed at getting Person B to do something requiring physfcal

strengtlr or meciranical ski11s" Kanter's (L977) research revealed

that secretaries tend to be very knowledgeable and articulate abouË

the use of helplessness as a poh,er strategy. Having been cut off

from other legitimate power sources, many of the secretaries she

surveyed considered the abiliLy to generate tears as a legitimate

source of power over their irnmediate superiors" Helplessness, then,

has becorne womenrs legitimate pov/er base, which may be why helpless

po!üer strategies have been shov¡n to r^/ork bet ter for females than do

competent pov/er strategies, ancl better for females than for males
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(Gruder & Cook, I97!)

Why is helpless po\^/er so strongly associated with r,üomen? As

Parsons, Ruble, Hodges, and Small (1976) have shown, Eromen tend to

attribute their successes lo luclc and their failures to their own

personal qualitieso while men tend to do the opposite. Thus women

may spend much of their working lives feeling helpless and men spend

most of their working lives feeling competent. In addítion, most

women have few concrete res.ources with which to bargain" Johnson

suggests Ëhat these factors, together with the legitirnacy t¡ith-which

rlromen can employ the heJ.pless mode, lead women to overuse helpless

s t ra teg ie s Ín the po\^Ie r garne "

In the short run, helplessness can be an extrernely effective

po\^ler strategy and therefore very reinforcing to the strategist.

In any ínfluence attempt, however, it is important to consider not

merely whether one obtains whal one sets ouL to obtain, but also, to

consider Ëhe long-term consequences: the self-perceptions of the

power strategist, other people's perceptfons of the strategist, and

the future por^¡er potential of tl-re strategist (Raven & Kruglanski,

1970), Helplessness is not a strategy designed to enhance one's

self-concept, for weakness and helplessness are not conduclve to

positive self-image. In addition, helplessness is not a long-run

tactic lhat will gain one Ínfluence in an organization, because it

draws attentlon to onets weaknesses ratirer than Lo onets strengths.

Thus the employee who constantly asks for help in difficult situa-

tions may receive thaI help--a very reinforcing outcome--buL may be

remembered as an incornpetenl person when promotion decisions are

being made.
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Although Johnson usually discusses helplessness in terms of

T/¡omen and in terms of subordinates, it is a mode of influence noË

unknown to males and to superiors who can employ it in the interest

of unloading onlo others work tiiat they consider to be trivial (Lips

& Colwill, 1978). If Johnson's analysis is correct, the boss who

Èhrows up hands in despair and helplessly delegates responslbility to

underlings is eurploying a power strategy with long-term drawbacks"

Power and SLatus

Why do males and females use different power strategies?

Johnson (Frieze et al., 1978) suggests that certain strategies have

proven sex-differentially effective and have eliclted different

evaluations from others. Although this simple reinforcement model

may explain why the indivÍdual chooses one por^rer strategy over

another, it does not explain why one set of strategies came to be

associated with Ëhe male sex role and another set of strategles vrtth

Ëhe female sex role. Johnson proposes that status, or the "hierarchy

of inferiority and superiority" (Frieze et al., 1978, p" 304)¡ pro-

vides part of the answer to Ehe sex-role question.

In virEually every socíety, maleness carries a higher status

than femaleness (Rosaldo, I974). In part, men attain their status

through higher education, experti-se, and concrete resources, and, in

part, the higher status accorded males helps thern to acqulre these

bases of power. In any everìt, high status provides the influencer

v¡1th a strong base of legitimacy and self-confidence, allowing him/

her to rely upon competence and concrete resources in the influence

atternpt" In addition, high status people are accorded greater leeway

1n all behaviors u thanks to Èhe idi-osyncracy credits they accumulate
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(Ho1J-ander, 1958). Since high status people are judged more favorab-

Iy for any behaviors in which they engage, men as a group can afford

to exert influence more directly than can women as a group. Further-

more, high stafus people have the legitírnate ríght to influence

others and do not have to couch their influence attempts in in<lirect

language" Thus women, lacking status and its consequent power bases,

operate from clearly deficient power positions 
"

Since females as a group are accorded lower status than males as

a group, the \roman whose educatlon, occupation or self-made wealth

renders her deserving of a higher status than many men may strike

observers rvith a sense of status incongruity (Donelson & Gullahorn,

I977). Henley (tgll) suggests that this incongruity is often re-

solved by refusing to interpret rùomen's power attempts for what they

are. Thus, Henley suggests that status incongruity sets r^/omen firmly

into a Catch 22: for a llroman to employ ferniníne po!/er techniques may

no t prove long-run ef f ective, yet to ernploy masculine por,Jer tech-

niques may cause her motives to be mlsinterpreted.

Crucial to the argurnent unfolding here, however, is the assump-

tion that sex-role-status incongruity is a temporary phenomenon that

will exist only as long as r^romen as a group have lower staÈus than

men as a group" If the strength of status incongruity as an inhibi-

tor of female po\.ver is decreasing as individual women gain higher

status, it would behoove \^7omen who are playing traditionally male

roles in lheir organizations lo employ the direct, competent and

concrete power strategies typically associated with men and people of

high status rather than the inclirect, helpless and personal power

straÈegies typically associated ivith women and people of low status.
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Power and Legitimacy

The legitimacy of an influence attenpt refers to person Ars-

legitimate rigirt or authority to exert power, and the legitimacy of

Person A's reqLrest deternines the directness with which it can be

presented. Perceived legitimacy is, to some extent, idiosyncratic to

Person B, as it depends partly upon the value system of person B.

l'/hether Person B perceives Person A's influence attempt as legitimate

1s influenced by the legitimacy person B confers upon people in per-

son Ats ro1e" There are, however, many culturally approved noims of

legitimacy. rf Person A is a porice officer, professorn or physi-

clan, roles whfch have been acorded legitimate power in our soclety,

Person B may be more 1ike1y to grant person A aut.horÍty and respond

with favor to Person Ats influence attempt" rf person B is a female

police officer, professor, or physician, however, she may introduce

status incongruity (Donelson & Gullahorn, rg77), since the female sex

role is incongruent \,rith these roles. This perception may reduce the

perceived legitimacy of her requests, ancl she may resort to lndirect

power strategies.

Recently there are many new social situations in which legiti-

macy 1s confused, as new value syslems conflict with well-entrenched

traditional value systems (t,ips, in press), Do women have the legi-

timate right to pursue careers, oblivious to their husbandst and

chíldrents l-ristorically legitirnate r:ights to be cared for and catered

to and nurtured. by wife and mother? Do men have the legitimate right

to expect theÍr wÍves to c<¡ntribute Eo the family coffers? I{omen

retain the title of "wife" and rnen the title of "husband" even in the

most sex-role liberated of households, and "husbands" are tradition-
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a1ly the head of the famil-y, wÍih all the responsibilities that posi-

tlon entails, The organizational- setting should be one in which-

legitirnacy is less confused, however. Both male and female vi-ce-

presidents are vice-presidents; the re¡^¡ard, punishment, experti-se and

information pokrer they hold as a function of that office should be

ldentlcal for both sexes and their legítimacy should also be equa1.

Female managers who ernploy the femi.nine pov/er strâtegies of indirect-

ness, helplessness and personalness undoubtedly reinforce their

female role over their executive role, thereby damaging theír legiti-

macy. 0n the other hand, \{omen who gain and maintain organizational

po\.,/er tirrough direct, concrete ¿rnd conpel-ent means, glvirrg up thef r

legitimate right as females to exert power through helplessness,

should increase their long-term effectiveness by reinforcing their

organizational role over their female sex ro1e" The disadvantages of

flying in the face of status incongruity should be lower in the long

run than the disadvantages of stepping out of the established

(rnascu,líne) power role of direct, cornpetent and concrete inf luence.

Statement of the Problem

The division of labor by sex has accorded very different Lypes

of power resources to men and rvomen. Men, the traditional leaders,

have long held the power to reward and punish, the expertise, the

information and the legitimate po\,Jer of organizational hierarchies.

Johnson (llote t; r976) has suggested that women's subservÍent social

status has made it convenient for them to adopt very different power

strategies frorn those which l-rave been successful for men--to be in-

direct, to bargaln with personal rather than with concrete resources,

and to stress thelr helplessness rather than their competence,
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This study examines men's and woments perceptions about mascu-

.l-ine and ferninine interpersonal por,rer strategies . Its obj ectives are

traditionally masculine and feminine

1) as utilized by men and women and

which \^/omen can best employ dÍrect,

to investigate the efficacy of

power strategies (Johnson, Note

to examine lhe conditions under

competent, and concrete po\"Jer styles.

While Johnson's model and her research presents an appealing

analysis of sex differences in pov/er, some of her predictions have

yet to be researched. I.rlhat happens when people attempt to employ

cross-sex power strategies? Johnson's (Note I) preliminary research

indicates that men have more porrer styles socially available to them

than do r(Ìomen, from rvhich Johnson (Frieze et al ., r97B) concludes

that wonen are 1Íke1y to be socially punished for stepping out of

their po\^Ier rof e. Yet discussions with wornen in posíEions of organi-

zational power have 1ed both Johnson (Note 2) and the present author

to wonder if the pol^/er rules differ for women who have been granted

legitlmacy in a male world"

Given that organizations operate on masculine values, one would

assume that masculine po\.,¿er strategíes should be perceived as the

most effective organizaLionar pov¡er strategy for both women and men.

rn addition, women nho have been accorded higher organizational

status, T^/omen who have been granted legitimacy in a masculine world,

should be more effective than their lower-status sisters when employ-

lng traditlonally masculine poh/er techniques.

What of men who usc rnascLrline versus feminine po\,./er strategies ?

college students in Johnson?s (Note l) study belÍeved that men have

more polüer strategies available to them than do women. Men ln the
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present study are not expected to be able to make effective use of

f eminine po\,rer sLyles , however. Since the f emale role is less

socially desirable than the rnale role in a variety of contexts

(Broverman, Broverman, Clarkson, Rosenkrantz & Voge1, L970;

Broverman, Vogel, Broverman, & Clarkson, 1972), and since men have

traditionally experienced greater punishment than \,romen do for sex-

role-inappropriate behavior (Seyfried & Kendrick, L973), males should

be most ineffective when they employ feminine po\.ver styles. 0n the

other hand, mascul-ine poiver styles should be more effectlve for men,

who are employing a sex-approprlate po\{er strategy, Ehan for women

al:e not "

Johnson also predicts that \4romen who use helpless power strate-

gles run the risk of being seen as powerless and suffer the long-run

consequences of negative evaluation, whether or not their poI¡/er

strategies are effective Ín the short run. Thus it is expected that

t,/omen who employ helpless porrer strategies ivill be less effective the

next time they try to exert interpersonal influence, and wíll be

judged more negatively than their more competent sisters.

Experiment I

The firsl stucly examined male and female perceptions of male and

female actors employing traditionally masculine and feminÍne power

strategies within an organizational frarnework. It \,ras expected that

direct, competent Î ancl concrete (masculine) poI¡¡er techniques would be

more effective in an or¡larrizaIional (masculine) context for both

r^romen and men than would inclirect, helpless and personal (feminÍne)

power strategies. Since rnales are punished more than are females for

deviaLing frorn lheir sex role, nten employing feminine povùer tech-
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nlques were expected to be seen as less effectÍve than men employing

masculine pov/er techniques. In addition, since Ehis was to be a,

simul-ated organizational setting, \,Jomen employing masculine povrer

techniques vlere expected to be more effective than women employing

feminine po\^/er techniques. Thus the following hypotheses were

sugges ted :

1. that hypothetical ernployees using masculine power strategies

(direct, concrete, and competent) would be more effective and per-

ceived as more powerful and nore deserving of promotíon than would

hypothetical employees employing ferninine (indírect, personal and

helpless) po\^/er stralegies;

2" that hypothetical male enployees using masculine povrer

strategies would be more effective and perceived as more powerful and

more deserving of promotÍon than v¡ou1d hypothetical female employees

employing masculine por.,Jer strategies;

3" that hypothetical rnale employees using ferninine power

strategies would be less effective and perceived as less powerful and

less deserving of promotion than would hypothetical male employees

eurploying masculine power strategles;

4. that there would be no sex differences 1n these perceptions.

There was no theoreticaf basis for believfng that male and female

subjects would dÍffer in their perceptions of male and female em-

ployees ernploying masculine an<l ferninine power strategies"

In summary, it was hypothesized lhat masculine po\{er technlques

would be more effective than feninine power techniques. Arnong mascu-

11ne power strategisLs, it was hypothesized, men would be more effec-

tive than wonen. Among feminine pov/er straLegists, it was hypothe-
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sized, men would be less effective than women"

difference was predicted.

Experiment 2

No sex of subj ect

Experiment 1 was designed to explore some of Johnson's predíc-

Ëions as they apply to Ehe power sLrategies ernployed by men and v¡omen

within an organizational framework" I{hile the results of the first

study were expected to provide useful theoretical information, of

more practical interest are the ways in which men perceive the po\^rer

attempts of women, for it is these perceptions that are thoughÈ to

maintain an ímbalance of pov/er between the sexes in organízations

(see, e.g. Bennett & Lowe" I975; Colwill, in press; Frieze, Parsons,

Johnson, Ruble, & Zellman, L978; Gordon & Strober, L975; Lortng &

I,Ie11s, L972) " Thus, the second study was designed to examine male

perceptions of female power strategists under several conditions"

Subjects ín Experiment I rated and responded Lo a hypothetical

male or female employee at the same organizational leve1 as them-

selves " Under those conditions, it was expected Ehat traditionally

masculi-ne po\,/er techniques would be most effective for both males and

females. In Experinent 2, however, male subjects rated and responded

to a woman who was either above or below them in the organizarional

hierarchy, a woman r.vho had previously employed either a helpless or a

competent po\,Jer strategy. Thus , the second study examlned males'

perceptions of female employees as a function of the power slrategy

employed (masculine versus feminine), the power strategy previously

employed (helplessness versus competence) and the status of the

hypothetical employee (regional manager versus secretary) 
"

IÈ was expected thaL the power attempts of managers would be
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accorded greater legitimacy than the power attempts of secretaries,

and tirus be more effective. This would be especially true when -

managers were direct, competent and concrete (mascullne, and thus

organízation-appropriate). Female employees identified as secre-

taríes, on the other hand, were expected to be most effective when

employing indirect and personal power techniques, since they should

not be perceived as havi.ng the legitimate right to employ high-status

poi{er strategies. However, competence is an organizational behavÍor

that should be more highly valued than helplessness, and the previous

use of helplessness should rencler all power attempts less effective.

The fo11owÍng hypotheses r^,rere suggested:

1. that female employees identified as regional rnanagers would

be more effective, and perceived as more powerful and more deserving

of promotÍon than would female employees identified as secreËaries;

2. that female employees identified as regional managers would

be more effective and perceived as more po\,/erful and more deserving

of promotíon when they were employing masculine rather than femini.ne

po\{er strategies;

3" that female employees

more effective and perceived to

perceived as less powerful when

than masculine po\^rer strate.gies

identified as secretaries would be

be more deserving of prornotion, but

they were employing femínfne rather

,

4" that hypothetical employees v¡ho had previously employed

competent pov¡er straEegies rvould be perceived as more powerful, more

effective and more deserving of organizational rer^rards than would

hypothetical employees who had ¡;reviously ernployed helpless poI¡Ier

strategies.
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In summary, Experiment 2 required male subjects to rate and to

respond to female employees in a series of inter-office memos.

Female ernployees \^/ere expected to be seen more powerful and deserving

of promotion when tirey employed masculine rather than femini.ne power

strategi-es. Secretaries rdere expected to be more effective when em-

ploying feminine pol\¡er strategies, and regional managers !üere expect-

ed to be more effective when employing mascufine poi,Jer strategies.

Helpless por{er strategies were expected to have long-term negative

consequences for all power strategists.

The Properties of Johnsonts Model

These experlments l-rad tr,io purposes " The first was to test the

predictions that arose from Johnson's model, as outlined in the above

hypotheses" The second was to examine the strength of Johnsonts

model in terms of its sex specificity (Colwill & LÍps, I97B) and iLs

redundancy (correlations between dimensions). If the model were

redundant, it would be unnecessary for it to be based upon three

dimensions, and t\,/o or more of the dimensions could be combined" rf

the model were sex-specific--Íf the same words written by nen and

T\romen \rere rated dif f erently ( sptnner & colwill, 1978)--the model

could not be applied indiscrirninantly to both sexes on the assumptlon

that their behaviors are perceived in the same \^rayô This model test-

ing was exploratory research, and no particular hypotheses \.vere put

forward.

Summary

This study r+as cornprised of two experÍ-ments. In Experlment I ,

male or female employees employing masculine or feminine power

strategies \.{ere responded to and rated by male or female subjects"
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Responses and ratings \^lere expecLed to vary as a function of employee

sex, pov¡er strategy, and iLs interactions. In Experiment 2, fem-ale

employees of high or 1o\^/ status sent the subject a helpless or

competent pov¡er strategy meno; and laterr a masculÍne or feminine

po\,Jer strategy memo. These memos l^¡ere responded to and rated by male

subjects" Responses and ratings l'/ere expected to vary as a function

of employee stalus, helpless-competent po\ùer strategyr masculine-

feminine po\,/er strategy, and iEs interactions. In addition,

Johnsonrs rnocief v¡as tesEed in both experiments for its redundancy

and, in Experirnent I, for its sex specificity.
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EXPERIMENT I METHOD

Design

The first experiment required male and female subjects to re-
spond to the influence attempt of and to rate a hypotheticar_ emproyee

on the basis of memos received in an rn-Basket Task. The ernployee,

Tom or susan PeËerson, emproyed a tradiËiona1ly nasculine or feminine

power strategy. This yierded a 2 (subject sex) by 2 (employee sex)

by 2 (power strateeV) fulty-crossed factorial design.

There were tv/o sets of dependent measures in thls experi.rnént and

they were entered into two separate analyses. The first set of three

varlables, designed to test Johnsonrs predictions, r^7as comprfsed of

subjects' compliance to the emproyee's influence attempt (efffcacy),
subjectsr ratings of peterson's powerfurness (power) and subjectsr

recommendation for petersonts promotion (promotion). The second set

of <iependent variables served as a manipulation check and a test of

the redundancy and sex-specifÍcity of Johnson's moder" rt v/as com-

prised of subjects? ratings of peterson on Johnsonrs three dimen-

sÍons: direct-indirect, competent-he1pless, and concrete-personal.

subjects were 80 male and B7 female introductory psychorogy

students who were partially fulfilling a requirement to participate
in seven hours of psychorogical research. subjects were run in
groups of 12 to 22, depending on their sign-up time, and randomly

assigned to one of the four experimental conditions.

The experimenter \,/as a 27-year-old male dressed in a conserva-
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tive suit and tie. He signed experimental credil cards, dÍrected

subjects to theÍr deslcs, and collected experimental materials at-the

end of the experj.ment 
"

Procedures and Materials

Upon entering the experirnental room, each subject \^/as greeted by

the experimenter who signed experirnental credit cards, ensured that

the subject had a pen or a pencil, and ashed the subject to be seated

at a desk and begin the experimental task. Subjects sat at desks on

which the experimental materials were placed" Experimental materials

consisted of a page of instructions, an organizational chart, and slx

inter-departmental memos on which subjects responded (see Appendices

B and C).

Subjects first read their subject rights, assuring Ëhem that

they were free to leave the experiment at any time without penalty

(see Appendix A). They \¡7ere assured of anonymity and instructed not

to write their names or student numbers on the experimenËal

material-s, Subjects were further advised that deEailed feedback

v¡ould be mailed to them after the conclusion of the experfment and

!¡ere asked to provide the experimenter wíth their names and addresses

at the front desk before leaving"

Subjects Ehen read the experimental materials (see Appendices B

and C). The first sheet r,¡as an instruction sheet advísing subj ects

thaE they were taking part in a decision-making task that required

them to play the role of Terry l{ilson, the Winnipeg Branch Personnel

Manager of a large manufacturing firm. The lnstructions indicated

subjects' position on the organizational chart and the positions of

their correspondents " Sub-j ects r!'ere requested to respond to each
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memo before proceeding to the next, They were advísed to refer back

to the organizational chart in making their decisions, in order _to

help them place their correspondents in the hierarchy.

Subjects then read a series of six inter-departmental memos (see

Appendices B and c) to which they responded. Three of the memos were

fi11er iËems and three constituced the experinental task:

1. The first memo, a fi1]er, \,Ías from Terry l/ilsonts secretary.

It requested the subject, who was playing the role of Terry iriilson,

Personnel Manager, to make a decision about a retirement party- for

one of the employees,

2" The second memo wâs a filler itern frorn the Regional Person-

nel Manager" It required Terry tr{ilson to make a decÍsion about

payroll procedures"

3. The third memo, an experimental manipulation, was a memo

frorn the Marketing Manager, who vJas occupied the same organizatíonal

level as the subject. SubjecLs received either a version of the memo

in which the llarketing Manager \¡/as identified as Tom peterson, or a

version of the memo in which she was identified as susan peterson.

using either a tradftionally ferninj-ne (indirect, helpless, personal)

power strategy or a traditionally masculÍne (direct, competent, con-

crete) po\^/er strategy, Tom or Susan Peterson asked the personnel

Manager to j-ntroduce the speaker at an up-coning semÍnar" In the

feminine version, s/he stressed her/his inabilíty to cope with the

task of finding soneone to introduce the speaker and suggested Ehat

s/he and the subj ect lvoulcì beco¡ne goocl f riends, but never qulte made

a dj.rect request Lo the subject. In the masculine version s/he

stressed the smoothness with which s/he had arranged the seminar,
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promised to repay the subject for introducing the speaker, and forth-

rightly requesied the subject to inl-roduce the speaker. BoEh ver-

sions of this memo !/ere pre-rated by undergraduate students to ensure

Ëhat the memo v¡riter \,ras perceived to be indirect, helpless and per-

sonal or direct, competent and concrete (see Appendix D). Subjects

responded to the masculine-feminine memo on a 5-point scale indicat-

ing their likelihood of cornpliance, Their responses constituted the

dependent varlable, efficacy.

4" The fourth memo was another filler item--a second nemo frorn

a decision about janitorialTerry LtilsonIs secretary--requiring

services .

5" This memo, from the Vice-President of MarkeÈing, requested

an evaluatíon of Peterson on four S-point scales in terms of in-

dí rec tnes s-directness, concl:e tenes s-personalne s s, hel plessnes s-com-

petence, and powerfulness-powerlessness, It. yielded the dependent

measure, power, as well as the complete set of variables used to test

Johnson's three dimensions: direct-indirect, competent-helpless and

concrete-personal "

6. The sixth memo \../as fron the Vice-President of Personnel,

asking for subjectst recommendations for Petersonts promotion. Sub-

jectst responses yielded the dependent measure, promotion.

Subjects then answered a series of post-experimental questions

(see Appendix E), handed j.n their rnaterials, provided their names and

addresses for feedback, arrd left lhe experimental room. The experi-

menLer wrote the sex of each respondent on his/her materials and

assured that all materials were stapled together. As soon as all

data ¡+ere collected, an explanation of the theory and purpose behind
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the research was mailed to each subject (see Appendix F).

Pos t-Experimental Ques tionnaire

A five-page post-experimental questionnaire was attached to the

back of each set of experimental materials (see Appendix E). The

opening instruction paragraph was adopted from Spinner (Note 3), and

the questions were designed to discover if subjects v/ere suspicious

of the experimental manipulations or the hypotheses, to discover if

they had prior knowledge of the experirnent, and to record their sex"

Three subjects who had heard of the experírnent said they had

heard it was an In-Basket Task. No subject offered an hypothesis

involving any of the dependent or independent measures in the experi-

ment. All subjects \"/ho offered an hypothesis believed that their

decision-making skÍ11s r^¡ere being tested.

Summary

In this experiment, male and female

In-Basket Task in which they responded to

employee r¿ho had sent them a masculíne or

memo. Thus the independent measures were

subjects took part in an

and raËed a male or female

feminine power strategy

subject sex, employee sex,

and power strat.egy

There \,Iere t\^/o purposes to this experiment " The first Purpose

r{as to test Johnsonts predÍctions. The dependent measures of em-

ployee efficacy, subject?s rating of employee's power, and subjects'

recommendation for prourotion were employed for this purpose. The

second purpose \^/as to examine lhe redunancy and sex-specificÍty of

Johnsonrs model. The dependent variables of direct-indirect, compe-

tent-he1pless, and sgnclglg:lgjlglg! tvere employed for this purpose'

as well as to serve as a manipulation check.
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EXPERIMENT 1 RESULTS

The data frorn this experimenL were analyzed by two multivariate

analyses of variance (ì4ANOVAs). Subject sex, employee sex and po\rer

strategy served as independenl variables in both I'ÍANOVAs. In the

first analysis, which tested the predictions derived from Johnson's

rnodel, efficacy, pov¡er and promotion were entered into the MANOVA as

dependent variables on the assumption that these three conseqLlences

of a influence attempt \¡/ere conceptually related. In the second

analysls, whlch served as a manipulation check and which served to

test the redundancy and sex-specificity of Johnson's mode1, direct-

lndirect, competent-helpless and concrete-personal vrere entered fnto

the MANOVA as dependent variables on the assumption that they, too,

I^rere conceptually related. Since MANOVA combines dependent variables

lnto another, cornposite, variable, multivariate analysis seemed to be

the appropriate analysis for these data.

In each case, multivariate F ratios reported are Rao t s R based

upon I^lilk' s likelihood ratÍo. A sirnultaneous solution (Spinner e

Gabriel, in press) was employed to account for nonorthonality in the

design, as cell sizes ranged from 19 to 23 subjects. The report of

multivariate Fs r'rith ps .05 were followed up by an examination of

the discrirninant functions, which were interpreted through structure

coefficients and examination of group centroids"

Test of Johnsonts Predictions

Power strategy effect" Multivariale analysis indicated a signl-

Ificant effect as a function of pov/er strategy, (3, r57) = 7"62, p
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Table I

MulEivarÍate Fs for Mul-tivariate Analysis Using Efficacy, -

Pov¡er and Promotion as Dependent Variables

Source Multivariate Fa

Subj ect Sex (A)

Employee Sex (n)

Power Strategy ( C)

AXB

AXC

BXC

AXBXC

t. 14

I .50

I "O¿^ ^

r.23

J" )l^

I

r.96

a degrees of freedom = 3 " I57

* p "05

** p .001
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Table 2

Structure Matrix of Discriminant Functions for Significant -

l"fultivariate Ef fecls for Experimental Results

Ín Experirnent I

Power

S tra legy

Subj ect Sex by

Power Strategy

Efficacy

Por¿er

Promotion

"28

.99

))

-.06

.62

-"7r
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.001 (see Table i). Examination of the structure coefficients (see

Table 2) indicated that among the dependent variables, perceived-

por.rer of thci employee made by far the largest discrimination between

groups. Writers of the masculíne power Strategi memos \{ere seen aS

more powerful and were slightly more effective and more highly recom-

mended for prourotion (group centroid = 2"59) than were wriËers of the

feminine po\^/er strategy memos (group centroid = -3.326)" This result

confirms the hypothesis that a masculine po\,¡er style would be mosË

effective overall

subject sex by power strategy effect. The multivariate analysis

also revealed a signiflcant interaction between subject sex and Power

strategy, F (3, I57) = 3"51, -P'02 (see Table 1)' This interacËion'

and in fact any sex of subject effect whatsoever, !/as not predicted"

Examination of the structure coeffÍcients (see Table 2) indícated

that this effect could be mainly accounted for by the difference

between perceived. power of and recommendation for promotion to the

employee. .Male subjects dlscriminated between mascullne and femlnine

pov/er strategies (group centroids = .109 versus .975) to a greater

degree than did female subjects (group centroids =.517 versus .387)'

Group means indicate that male subjects l^¡ere more l|kely to recommend

promotion for people who employed a feminine (M = 2"85) rather than a

masculine (1"1 = 3.25) poiver strategy, and female subjects were more

lfkely to recommend promotion Eo people tvho employed a masculine (lt =

2"30) rather than a feminine (l'f = 3"35) porver strategy'

Powerstrate8yandemployeesexinteractfon.Thehypotheses

that men would be the most effective masculine power strategists and

Ëhe least effective feminine power strategists ' 
were not supPorted by
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the data" There !/as no significant employee sex by power strategy

interac t lon "

Manipulqtlon Check and Test of the properties the Model

A second MANOVA was employed to serve as a manipulation check,

to Ëest the redundancy of the three dimensions of Johnson's model,

and to examine irs sex specificity (colwill & Lips , rgTg). The only

slgnificant multivariate effect on this ÞÍANOVA occurred as a functlon

of power strategy, F (3, 157) = tS"6l, p .0001 (see Table 3).

Examinatlon of the structure matrix revealed that all three dimen-

slons of Johnsonfs model were affected, with the direct-lndirect

dimension serving as the best discrininator (r =.az) followed by

concrete-personal (¡ = .55) and competent-helpless (r = "53)" people

empl0ying a nasculfne power strategy were seen as more direct, compe-

tent and concrete (group centroid =.1g5) than r,7ere people employing

a ferninine pov¡er strategy (group centroid = "953). The pooled

wíthin-cell correlation matrix inclicated extremely low correlations

between the competent-helpless and concrete-personar di¡nensíon" (I =

"01) and between the concrete-personal and direct-indirect dimensions

(r = .07), but a stronger relationshÍp between the competent-helpless

and dÍrect-indirect dimensions (r = .37). The magnitude of the cor-

relatÍons suggest that these are three relatively independent dimen-

si-ons "

Summary

There were only two significant murtivariate effects on the

measures of efficacy, po\¡/er and prornotion. susan and Tom peterson

r{ere perceived to be nuch more powerfur and v¡ere slightly more

1ikely to be promotecl when they ernployed a rnasculine rather than a

of
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Table 3

Multivariate Fs for Mulcivariate Analysis Using Perceptions-

of Directness, Competence ancl ConcreLeness as Depenclent Variables in

Experiment I

Source Multivariate Fa

Subj ect sex (A)

Employee sex (n)

Pov¡er strategy (C)

AXB

AXC

BXC

AXBXC

1"7 5

r "27

15" 6I*

1

I

I

I

a degrees of freedom = 1, 159

*g 
"001
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femínine porver strategy. The subject sex by povrer strategy effect

índicated that male subjects discriminated between the two power,

strategies to a greater degree than did fernale subjects. Further-

more, males recornrnended people who employed femÍnine povler strategl-es

more highly for promotion, and females recommended those who employed

masculine power strategies.

The second MANOVA, which used Johnson's three dimensions as de-

pendent variables, indicated that the model v/as a strong one. 0n1y

one ef f ect--por^Jer strategy--was signif icant , and \,ri thin-cel1 cirrrela-

tions were low, lndicating l-heir relative indepenclence"
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EXPEITIMENT 2 METHOD

The second experiment which enployed the Experiment/In-Basket

paradiglr, required male subjects to respond to two memos from a

hypothetical female ernployee and to rate this employee, The hypo-

thetical employee, Susan Peterson, was of eíther high (Regional

Manager) or lovr (Secretary to the Marketing Manager) organizational

status relative to the role played by Ëhe subject. In her first

lnfJ-uence attempt she used either a helpless or a competent po\{er

strategy and in her second influence attempt she employed eíther a

traditionally masculine or a traditionally feminine por¡/er straËegy"

Thís yielded a 2 (status) by 2 (power strategy 1) by 2 (power

strategy 2) f:ulJ-y*crossed factorial design.

There \,vere two sets of dependent measures in this experiment,

and they were entered inEo t\.,lo separate analyses. Johnsonts predic-

tions were tested by the firsl set of four variables: subjects'

compliance wit-h the helpless versus competent memo (efficacy l), sub-

jectsr compliance with the masculine versus feminine meno (efficacy

2), subjectsr ratings of Susan Peterson's povrerfulness (power) and

subjects' recommendation for Peterson's promotion (promofion)" The

second set of three dependenÈ variables served as a manipulation

check arrd a test of the redundancy of Johnson's mode1. This set of

variables \^ras comprised of subjects? ratings of Susan Peterson on

Johnsonts three dimensions: direct-indirect, competent-helpless, and

concre te-per s onal .

Subjects and Experimenter

Subjects were 138 male introductory psychology students who did
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not take part in Experiment I and who were partially filling a course

requirement for participation in seven psychological experiments-"

They were run in groups of 10 to 2L and randomly assigned to one of

the four experimental conditj-ons "

Tire experimenter was the same 27'year-old male who rvas ernployed

in Experiment 1. He was dressed in a conservative suit and tie. He

signed the experimental credit cards, directed subjects to their

desks, and collected rnaterials af ter the experirnent.

Procedures and Materials

Procedures and experimental materials rvere identical to those

used in llxperiment 1, with t.Ìre fol1owíng exceptions (see Appendices D

and E):

t. The hypothetical employee, Susan Petersone \,las referred to,

not as the }larketing Manager, but as eíther the Regional MarkeËing

Manager or as the Secretary to the Marketing Manager" As Regional

Marketing Manager she was one step above the subject on the organiza-

tlohal hierarchy and as SecreLary co the }larketing Manager, she i,las

one step belorv the subject. The subject in this experiment played

the role of Terry i^/ilson, Personnel Manager"

2" Susan Peterson made two influence attempts in two separate

memos" The first influence attempt was the third memo the subject

received--a memo requesting that a course, to be co-t.aught by Susan

Peterson and Terry tr^/ílson, taice the format of a group discussion

rather than a lecture" This recìuest took the form of either the

helpless or the competeût memo, both of which had been pretested to

dfffer on the helpless-competent dimensiono but to remain constant on

the other two dimensions (see Appendix I). In the helpless condi-
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tíon, Susan Pelerson requested that the course be taught through

group discussion because she did not think she could lecture and-

did not have the aPpropriate materials. In the competent conditlon,

susan Peterson suggested that the course should be taught by group

discussion because she had always taughf it this way and she knew

what hras best. Subjectst responses to Susan PetersontS requesË con-

stituted the dependent measure, efficacy 1. The second memo that

Susan Peterson sent Terry I^/ilson lùas a duplicate of the mascuLine-

feminine po\^Ier style memo used as a manipulation in Experiment' I '

Subjects' responses to this second request yielded the dependent

measure, efficacY 2.

3" As Secretary to the lfarketing Manager, Susan Peterson was

applying for a position as Assistant Office Manager, Toronto Branch"

As Regional Marketing Manager, she was applyÍng for Ehe position of

NaËlonal Director of Office Employees "

Pos Ë-Experimental Ques tionnaire

The Post-Experirnental Questionnaire r.¿as identical to that ern-

ployed in Experiment I (see Appendix D) except that subjects in this

experÍment, all male, \^rere not asked their sex" Again, no subject

idas suspicious of the dependent or independent variables employed, or

of the experimental hypotheses.

Summary

In this experimento male subjects responded to and rated Susan

Peterson, who rqas either a regional manager or a secrefary. Susan

Peterson sent the subject firsE a helpless or competent, and later a

mascullne or feminine melno" Thus the independent measures \^Iere

status, po\,/er strategy 1, and povrer sLrategY 2.
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For the purpose of testing Johnson's predictlons, the dependent

measures were effÍcacy I (effectiveness of lhe first, the helpless-

competent memo), effi-cacy 2 (effectiveness of the second, the mascu-

lfne-feminine memo), power rating, and promotion recommended. For

the purpose of examining the redundancy of Johnson's model, and to

serve as a manipulation cl-reck, the dependent variables were direct-

indirect, competent-helpless, and concrete-personal"



CHAPTER V

EXPERIMENT 2 RESULTS

Test of Johnsonrs Predictions

The data were analyzed by an analysis of variance (ANOVA)

assessing the effects of status and power strategy 2 upon efficacy I

and by a multivariate analysis of variance (IIANOVA) on the measures

of efficacy 2, po\rer and promoËion. Efficacy I was not entered into

the t'{ANOvA as a dependent measure" subjects had not yet received the

po\^rer strategy 2 manipulation that yielded the dependent measure,

efficacy 2 before responding to the power strategy I manipulation,

that yielded the dependent measure, effÍcacy l. Thus a Ì.,ÍANOVA that

employed all four dependent variables as outcome measures would be

meaningless "

A multivaríate analysis of covariance (MANOVA) using efficacy I

as a covariate was conducted" Since it dld not lead to any different

conclusions, the Ì'{ANOVA results are presented for ease of lnterpreta-

tíon "

In each case, multivariale F ratios reported are Raots R based

upon Wilkts likelihood ratio. A simultaneous solution (Spfnner &

Gabriel, in press) was employed to account for nonorthogonallty in

the desing, as ce1l slzes ranged from 15 to lB subjects. The report

of multivariate Fs with ps .05 were followed up by an examfnation of

the discrlminant functÍons whÍch were interpreted through structure

coefflcients and examination of group centroids.

The effects of status and poi¿er strategy I on effÍcacy 1.

Results of the ANOvA revealed a significant main effecc for power

Strategy I on efficacy 1, F (1, 133) = 2"43¡ p = .05 (see Tab]e 4).
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Table 4

Analysis of Variance Using

Efficacy I as the Dependent Variable

Source df FMS

Status (A)

Power Strategy i(B)

AXB

Error

I

I

1

133

.00

2 "43

"266

1

J"Õt^

i

* p = '05
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Table 5

Multivariate Fs for Multivariate Analysis Using

Efficacy 2, Pov¡er and Promotion as Dependent Variables

Source Multivariate Fa

Status (A)

Power Strategy I (B)

Power Strategy 2 (C)

AXB

AXC

BXC

AXBXC

I

2"85*

3 "42*

I

r "22

I

2"TB

a degrees of freedom = 3, L2B

* p .05
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Table 6

Structure Matrix of Discriminant

Functions for Significant Multívariate

Effects for ExperimenÈa1 Results in ExperimenÈ 2

Poi,¡er Pov¡er

SErategy I Strategy 2

Ef.f.icacy 2

Power

Promotion

- t')

- "96

-. 60

-.7 4

-.7 r

-"s3
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As predicted, Susan Petersonts memo tdas more likely to be effective

when she used a competent (M = 2.38) rather than a helpless (lt =

2"LZ) power strategy J-

Power strategy I effect. Multivariate analysis indicated a

significant eff ect as a function of po\^Ier strategy l, F (3, I2B)

2"85,p = "04 (see Table 5), as predicted" Examination of the struc-

ture coefficients (see Table 6) indicated that Susan Petersonfs

perceived po\^7er eras the greatest contributor to the discrlminatfon

between groups. I^lriters of the competent power strategy I mern-o were

seen as more pov¡erful, rvere more likely to be recomroended for promo-

tlon, and were rated sltghtly hÍgher on efflcacy 2 (group centroid =

-3"022) than v¡ere writers of the helpless po\{er strategy I memo

(group centroid = -3"51).

Power sErategy 2 effect. Mul.tivariate analysls also revealed a

sígníf Ícant ef f ect as a function of pol^/er strategy 2, F (3 , L2B)

3"42,

structure coefficients (see Table 6) indicated that efficacy 2 and

power made the greatest contribution to the difference between

groups, but that promotion was also a strong contributor" The r¿riter

of the masculine memo was more effective, was seen as more powerful,

and was more likely Èo be promoted (group centroid = -3.27) than was

the writer of the feminine memo (group cenËroid = -3.80).

Status effect and status by power style interaction. It was

predicted that regional managers would be more effective, and per-

ceived as more powerful and deserving of promotion than would

secretaries. It was also predicted that secretaries would be most

effective but perceived as less powerful- and less deserving of promo-
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Table 7

Mullivariate Fs for Multivari.ate Analysis using perceptions_

of Directness, Competence and

concreteness as Dependerrt variables in Experiment 2

S ource Multivariate Fa

Status (A)

Power Strategy I (B)

Power Strategy 2 (C)

AXB

AXC

BXC

AXBXC

1

2 "37

i4" I i*

r "t2

I

I

l

a degrees of freedom = 3, l2B

,t p . 0001
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tion when employing a feminine, rather than a masculine, por4rer

strategy. Neither of these multivariate hypotheses was confirmqd.

Manipulation Check and Test of the Redundancv of the },todel

A second MANOVA was employed to test the redundancy of the three

dimensions of Johnsonrs model. The only significant multivariate

effect on this MANOVA occurred as a function of power strategy 2, F

(3, 128) = 14.11¡ p .000I (see Table 7)" Examination of rhe srruc-

ture matrix revealed that all three dimensions of Johnson's rnodel

were affected, with the personal-concrete dimension serving as- the

l¡est discrirninator (¡ = .87), follov¡ed by competent.-helpless (r =

-"68) and direct-indirect (I = -"37) dimensions. people employing a

masculine . po\^/er strategy 2 were seen as more di.rect, competent and

concrete (group centroid = "961) than \¡Iere people employing a femi-

nine power strategy 2 (group centroid = -,149)" The pooled within-

cell correlation matrix indicated an extremely 1ow correlation be-

tk/een the concretepersonal and competent-helpless dimensions (:

.09), but stronger relationships between the concrete-personal and

direct*indirect dimensions (I "23) and the competent-helpless and

direct-índirect dimensions (¡ = ,44)"

Summary

There was one significant effect on the univariate analysis of

efficacy 1: Susan Peterson r,/as more likely to be effective when she

used a competenL rather than a helpless power strategy 1. There were

only two significant effects on the multivariate analysis of efficacy

2, pov¡er , and prornotion: Susan Peterson \t,as more ef f ectÍve, seen as

more powerful and recommended rnore highly for prornotion when she

..; .)employed a competent rather than a helpless power straEegy I in the
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first memo or when she employed a masculine rather than a feminine

poi.^/er strategy 2 in the second memo.

The second multivariate analysis on the three dimensions of

Johnsonrs model again showed iL to be a strong model. There was only

one significant effect: the memo r¿hich vùas constructed from

Johnsonts complete rnodel in the form of por.{er strategy 2. There was,

hoi¿everr greater within-ce11 correlations between the dimensions in

this experiment, indicating a greater redundancy than was evident in

ExperimenÈ 1.



CHAPTER VI

DISCUSSION

The two experiments in this study were based upon In-Basket

Tasks that required the subject, playing the role of Terry Wilson,

Personnel Manager, to respond to a seri.es of memos. In Experiment 1,

rnale and fenale subjects corresponded rvitìr Tom or Susan Peterson, a

Marketing Manager at the sane organizational 1eve1 as Terry trIilson"

Peterson ernployed either a masculine or a feminíne power strategy

(Johnson, Note 1; L976) in attempting to get his/her request met. In

Experiment 2, male subjects corresponded with Susan Peterson, who was

a secretary, one step below Terry l{ilson on the organizational

ladder, or with Susan Peterson, the regional manager, one step above

Terry Wílson. Peterson employed a helpless or cornpetent por^rer

straLegy, ancl J-ater, a masculine or a feminine po\,Jer strategy. Sul¡-

jectst responses to and ratings of Peterson formed the two sets of

dependent variables in both experirnents. The first set, on which the

experi.mental hypotheses were based, consisted of measures of

Petersonrs efficacy and power, and recommendation for Petersonts

promotion. The second set, which served as manipul-atÍon checks and

tests of the properties of Johnson's model, consisted of the three

dimensions of her model: direct-indirect, competent-he1pless, and

concrete-personal.

Testing the Predictions of Johnsonrs Model

It was hl,pothesized that masculine poiüer strategies would be

superior to feminine power strategies, and that men would be the most

effective masculirre po\¡/er sLraüegists and the least effective

feminine power .strategists. T-t was further predicted that Susan
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Peterson \\rould be nost effective as a regi-onal manager, \,rhen she em-

ployed a competent rather than a helpless power style, and when she

employed a masculíne, rather than a feminine, po\.qer style. However,

as a secretary, Susan Peterson \,¡as expected to be most effectÍve, but

less powerful an<l less lilcely to be promoted when she enployed a

feminine rather than a masculíne, por¡rer styl-e. There were no sex of

subject differences expected,

Masculine Versus Feminine Power Strategies

The strongest multivariate effect in both these experiments vras

related to the rnasculine versLrs feminine pov/er strategy, an effect

that superceded both sex and status. Employees who v¿ere direct, com*

petent and concrete r¡/ere rnore ef f ective, were seen as more povrerful ,

and were more highly recommencled for promotion than were the in-

direct, heJ-p1ess, and personal power strategists. This was true

whether the power strategist v¡as a man or a rÀ/omen, a peer, a subor-

dinate, or a superior. There was only one exception to this general

finding: male subjects in Experirnent I gave hÍgher recommendations

for promotÍon to a peer who employed a feminine poT¡¡er strategy. This

!¡as an isolated effect that was not repeated in Experiment 2 by male

subjects ínteracting with female subordinates or female superÍors"

It appears Ehat Johnson (Note i) has delineated three dimensions

of interpersonal po\¡¡er that are more likely to be used by urales and

people of high status, but really define an effective power style for

all people. Henley's (I977 ) assurnption that \,/omen and people of

lower organizaLional status are not effective when they employ high

status or masculine power strategies, rtTas not confirnred by these

data, Rather, it seems that appropriate organizationaL behavior, at
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least as perceived by subjects in this study, requires one to behave

in a direct, competent and concrete manner.

While the advantages of employing rnasculine power techniques in

organizations appear to outweigh the disadvantages, it would be naive

to conclude that Lhere are no advantages to beÍng indírect, personal

and helpress. rf that were the case, such power strategies would

rarely be employed. Perhaps, as Johnson (Note 4) suggests, women who

ernploy rnasculine po\,¡er strategies are not liked as well as women who

employ feminine power strategies, and social reinforcement thaL comes

fron sex-role-appropriate behavior may outweigh Èhe more pragmatic,

often longer-term, organizaLional rewards of employing traditionally

mascullne behavíor"

To cornplicate the matter, there is some reason to believe that

males and females dÍffer in their perceptions of the appropriateness

of different pornTer slyles" Male subjects in Experiment I differen-

tiated between their peers v¡ho used ¡nasculine and ferninine power

strategies to a greater degree than did female subjects" Although

males rated a peer who used a masculine po\"/er strategy as more porÁ/er-

ful and although they were rnore likely to comply with her/his re-

quests, they sarù a peer who used a feminine por.^/er strategy as more

deservlng of promolion" Female subjects favored the masculine power

strategist on all counts.

The author can offer no theoretical explanation for this sex

difference. Ma1es are not noted for differentiating betvreen social

lnteractions more than are femares--to the contrary (see, e"g.,

co]will & Perlman, L977)" Although it is possible that men are nore

1íke1y than women to be threatened by powerful peers and therefore to
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deny them prornotion (Johnson, Note 4; Perlman, Note 5), it seems that

such a phenomenon would extend to malesr raEings of female subordl-

nates and superj-ors in Experirnent 2. Since male subjects did not

favor for promotion subordinates or superiors who employed feminine

por{er strategies, the generalizability of the finding appears to be

rather limited. It toiould be highly inappropriate, taking the results

of this study as a whole, to suggest that people desÍrlng promotlon

try to influence their male peers with indirect, personal and help-

less power strategies"

Helplessness as a Power Strategy

Another purpose of this study \,ras to test Johnson's (I976) pre-

diction that helpless power stratiegies are ineffecEive in the long

run" Helplessness may get the strategistsr requests met 1n the short

run, Johnson suggests, but at the expense of long-run efficacy"

The writer of the helpless memo 1n this study lost out on al-l

counts" Whether she was a secretary or a regional manager, Susan

Peterson was less likely to have her request met when she approached

the subject with a helpless po\.{er strategy and was less lfkely to be

recommended for promotion. Furthermore, she was less likely to have

her second request met, no matter what power strategy she ernployed

the second tirne around. The strongest effect associated wlth the

helpless merno \^/as subjectsr perceptions of Susan Petersonts powerful-

ness: as the writer of the helpless memo Peterson r4/as seen as ex-

Èrenely powerless, a perception that is likely to hold long-term

negative consequences for those who deal in helplessness "

Although response to the second power memo did differ as a func-

tlon of the contenE of the first memo, they did nol díffer as a func-
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tion of subjects' responses to the first memo. Analysis of covari-

ance revealed that subjects who courplied wÍth Susan Petersonts f.irst

request were as 1ike1y as noncompliant subjects to refuse l-rer femi-

nine power strategy request, to rate her as powerless, and to recom-

mend that she not be prornoted. They were equally like1y, also, to

grant lrer masculíne polver strategy request, to rate her as powerfu1,

and to recommend that she be promoted.

The resrrlts of this study are consistent with Johnson's predic-

tions about the negative consequences that will befall helpless power

strategists. In fact, these resulËs paÍnt an even blacker picture

than Johnson predicts, for even the orlginal helpless requesL vras

more likely to be refused than \¡/as a competency-based request. Thfs

was equally true for Susan Peterson as a regional manager or as a

secretary, which runs counter to Kanter's (1979) suggestion lhat se-

creËar1es have the legitimate right to employ helplessness as a po\{er

strategy" The helpless memo \^ras, of course, subjectsr ftrst encount-

er with Susan Peterson, and subjects were not made privy to the non-

verbal cues that often accompany helplessness. It is possible that

people can use helplessness more effectively in an ongoing relation-

shlp, especially when they can make use of tears and desperate looks.

0n the basis of these results, however, it seems rvise to caution

vromen with long-rarÌge career plans not to resort to helplessness in

getting their requests met. These resultso coupled with the negaÈíve

self-esteern thaI has been foulrcl to accompany helpless po\^rer sÈrate-

gies (Johnson, Note 1), makes it difficult to think of a reason why

women in organizations should take advantage of this mode of in-

fluence, however "legitimate" it may be.
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Status and Power

Johnson has suggested that women and men employ different po\,/er

styles not because of some i-nnate female or male quality, but because

of the dífferential status accorded v¡omen and men in our society, It

was predicted, therefore, that vJomen occupying dlfferent status

leve1s ln the organizaEíon would be differentlally effective. Re-

gional managers, it was hypothesized, would be more effectlve and

seen as more po\"¡erful and deserving of prornotion than would secretar-

les, irrespective of their porùer strategy" Furthermore, secretaries

were expected to be nost effective, but seen as less powerful and

less deserving of prornotion when they used feminlrre rather than mas-

culine por.{er strategies "

There was no status effect in Experiment 2 and there were no

po\,/er by status interactions, It is possible that the manipulation

was too subtle--that in spite of explicit instructions to note

correspondentsr positions on the organizational chart, subjects did

not fu1ly attend to Tom or susan Petersonrs sËaËus. unfortunately,

thls study did not Ínclude a manipulation check of subjects'atten-

tion to either sex or status, so that hypothesis cannot be explored.

Although high and low status people may use different power

strategies, and although they may consider them differentially avail-

able, "masculine" porver strategies may be equally effective for a-l-l

people who employ them. It certainly seems reasonable to believe

that these results can be accepted at face value--that direct, con-

crete and competent people would exert a positive effect at every

1evel of the organization"
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Sex and Power

Johnsonts is a model of sex differences in interpersonal pc!¡er,

and two hypotheses ín ExperirnenL I relate directly to the interaction

between employee sex and povTer strategy. Among rnasculine power

strategists, it was predicted that men would be more effective, pow-

erful and promoted than ruromen would be and among feminine pov¡er

st.rategists it was predÍcted thaE men rvould be less effective, po\¡/er-

fu1 and promoted than r¿omen would be. Neither of these hypotheses

was confirmed. Although the failure to Ínclude a manipulation'check

for attention to sex and status does not allow for the assumption

that sex was a salient variable, it would have been difficult for

subjects to miss this variable. Peterson's name was clearly vlsible

on all her/his correspondence and the memo thaË requested subjects to

rate Peterson, used her/his name and masculine or feminlne pronouns a

total of 2L Ëirnes.

Seldorn does a researcher cheer for tl-re nu11 hypothesis, but this

ís clearly a case where failure to support predicted sex dlfferences

is a happy event. Although it would be premature to assume that

sexist perceptions have been relegated to history, these results do

indicate a departure from a long line of studies showing that males

and females are rated differently for the same behavior.

Testing the Properties of Johnson's Model

The I'íANOVAs employing Johnsonts three dimensions as dependent:

vari-ables rùere run for three purposes" The first was to serve as a

manlpulation check of the experimental materials; the second \,Jas to

examine the redundancy of the three dimensions; the third v¡as to

exami-ne the sex-specificity of the model,
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Manípulation Check

Ideally, the I,ÍANOVAs employing Johnson's dimensions as dependent

measLrres should yíeld only one significant effect: the po\der strate-

gy effect for the masculine versus feminine memo. This result would

indícate that subjects perceived writers of the masculine memo to

díffer from writers of the femi-nine memo on the three dimensions

manipulated: direct-indirect, competent-helpless, and concrete-

personal" It would also indÍcate that no other manipulations v¡ere

having a signfficant effect upon these perceptÍons. In fact, Èhe

masculfne-feminine power strategy was the only significant effect in

elther experiment " trlriIers of the masculine memo r^/ere perceived to

be more direct, competent and concrele than were writers of the

feurinine memo, and this effect was significant in both experiments,

beyond the "0001 1evel of slgnificance.

The results of these MANOVAs (especially when cornblned wiËh the

results of the pilot data analyses described in Appendices D and I)

show the masculine-feminine power straEegy memos to be sLrong repre-

sentaEives of Johnson's mode1. It is suggested that. the memos used

1n thfs study could be fruitfully employed in the testing of other

factors of interest to researchers in interpersonal po\,ier.

Redundancy of the Model

The MANOVAs using Johnson's dimensions as dependent measures

also addressed [he question of redundancy: are the three dimensfons

of Johnsonts model independent? Ideally, each dimension should

provide a unique contribution to the difference between groups

(masculine versus femlnlne memo writers) and their pooled within-cell

correlations should be 1ow. All three dimensions of Johnsonts model

v/ere affected by the masculine-feminÍne manlpulation, but the
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strength of the relationships differed between experiments. In

Experiment 1, the strongest contributor to the difference betweefi

groups \,ras the direct-indirect dimension, followed by concrete-

personal and competent-helpless. In Experiment 2, the concrete-

personal dimension made the greatest contribution, followed by com-

petent-helpless, then direct-indirect.

The pooled wlthin-ce1l correlations betr^reen the three dimensions

\{ere, for the most part, relatively Iow" The highest correlations 1n

both experíments were between lhe competent-he1p1ess and direct-

índirect dimensions. This relative dependence could be a functfon of

the memos, which may not have fu11y represented the independence of

these concepts as Johnson intended, or it may indicate a redundancy

in the mode1" Because of the unique conlributlon of each dimension

to the difference between the masculine and feminine povrer strategy

groups, it seems safe to consider these dimensions relatively nonre-

dundant, however. This interpretation of rhe data is lent credance

by the fact that Ehe experirnenter was able to create another set of

memos--the helpless versus competent memos--that varied on Ehe help-

less-competent dimension, while remafnÍng constant on the direct-

índirect dimenslon (see Appendix I).

Sex-Speclficity of the .l'lode1

The second MANOVA in Experinent I ernployed subject sex, employee

sex and po\,./er strategy as independent variables and Johnson' s three

dimensions as dependent var:iables. If subjectsr ratings on these

three dimensions had varied as a function of sex of the employee,

there would be reason to believe that subjects perceived directness,

competence and concreteness differently for men and women" Thfs was
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not the case,

This finding has positive implÍcations for Johnson's modelr- and

for these particular memos as representatives of her model-. Although

1t would be prernature to assume that people interpret the por/¡er stra-

Ëegies of men and women in exactly the same \ray in every sítuation,

it does seem safe to assume that Johnson has tapped three dimensions

of interpersonal pol{er that can be meaningfully conceptualized lnde-

pendent of sex.

Concluslon

These data seem to poÍnt to tv/o major conclusions" Johnson has

emplrically derived a meaningful three-dimenslonal model of interper-

sonal pov/er that researchers can readily translate into independent

measures. Furthermore, the "masculine" side of these three dimen-

sfons form a set of po\../er strategies that seem to be more effectlve

for women and men t.han Lhe "feminine" po\^/er strategies and that lead

the power strategist to be percelved as more powerful and more deser-

ving of promotion.

The resulËs of this study present a very positíve plcture for

Johnson?s rnodel. The model has rneaning for subjects, who are able to

apply it, independent of sex and status, to the written behavior of

others. It appears also, that the In-Basket Task is an effective

paradigrn to test this model" There are stil1 a variety of unanswered

questions thal r.uould lend themselves favorably to this sirnple, inex-

pensive paradigm: rs there an interaction between employee sex and

employee status in the efflcacy of clifferent po\ùer styles? LIhat are

the parameters of Lhe sex-of-subject differences found in this study?

I^/ould olcler subj ects who actually occupy organÍzational roles similar
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to those described in the In-Basket Task, react differently than

college studenLs? -

The resulls of this sLudy also paint a positive picture for the

organizational future of competent and direct lromen who bargain with

concrete resources. The tíme has come, in fact, to declare a mora-

torlum on the terms "masculine" and "feminine" as they apply to or-

ganizatíonal behavior. To be direct, concrete and competent is Ëo be

effective, powerful and promoted. We no longer need Lo talk about

sex l-n order to convey that s1-rnple message.
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Your nane and subject number are not required for this

experiment " You need not write them on any of these sheets

I would like to remind you thaL you are free to refuse to

participate in this experiment without penalty, and free to leave at

any point without penalty.

I would like to send you detailed feedback of the purpose of

thls experiment rvithin the next t¡^ro weeks, and I think you will find

it of ínterest" You can sign your name and ful1 address on the sheet

at. the front desk for this purpose. I assure you that no attempt

w111 be macie to link your name to your experimental maËerials" This

1s a cornpletely anonymous task"

Please turn the page and begin"
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APPENDIXB: E XP E R I ME NTAL MAT E R I AL S

EXPIìRIMENT I

These materials are word-processor-typed versions of the original

materlals, The rnargins, and thus, the number of words per llne, may

differ slightly in order to accomodate dissertation format. The

original materials r,rere typed with purple ditto on B L/2" x ll" white

paper under an artist's drawíng of the word "memo", approxímately 1

L/2 ínches tal1 by 5 I/2 inc]nes wide.
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PEIìSONNEL MANAGEIì'S IN-BASKET INSTRUCTIONS

You are taking part in a decision-making exercise known as -an
In-Basket Task" For the duration of this exercise you are to assume
the role of Terry l{i1son, Personnel Manager of the l^/innipeg Branch
Office of Canadian Motors Inc. This large manufacturing firm has
branch offices in every major Canadian city and makes several types
of small motors that are sold to a variety of other manufacturers o

You have just been transferred to Winnipeg from the Calgary
Branch Office to replace KÍm Sutton, the former tr^/innipeg Branch
Personnel Manager who left two weeks ago without notice" You were
the Personnel Manager Ín Calgary also, but as the Calgary Office is
much smaller than the trlinnlpeg 0f f ice, this move 1s a promotion for
you'

You arrived in l^IÍnnipeg Friday night, and this 1s Saturday
morning. The Vice-PresidenL of Personnel wants you to leave again
Sunday morning for a one-week conference in Toronto, so you have come
lnto the empty office Èo caLch up on your corresoondence. Some of
the correspondence has been waiting around for a ¡^¡eek and it must all
be answered today.

You have never ruet any of the people with whom you wlll be
corresponclíng. 0n the next page is a very sirnplified version of a
portion of Canadian l"lotors? organizational chart" Thls chart
indicates the pos1tions of your correspondents, as well as your owrr
posítion in the organization. The lines you see extending from each
box refer to the number of other employees who report directly to
that person, but whose posiLions have been omitted for the sake of
simplicity, It is important that you refer to thís chart when
replying to the memos in order that you understand the situatfon
under which you are operatíng. Feel free to make notes for yourself
on this chart.

Please go through Ehese memos ONE AT A TIME, writing your
responses on each memo before going on to the next" You rnay refer
back to a previous memo to remind yourself of something, but please
do not change or rewrite any response and please do not look ahead"
In some cases you may feel- that you are lacking sufficient informa-
tLon to mahe a good decision. It is essential that you make some
decision anyv¡ayo In cases i¡here check marks are required, please
choose one alternative, although you are free to add comments. Even
if you feel that no alternaLive is quite appropriate, please check
the most appropriate and then add your comments,

You may begin now, with the first memo--the third sheeË in this
bundle--referring to this insEruction sheet and to lhe organizational
chart whenever necessary"
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Pres ident

Vice President
of Marketing

Regional Marketing
Manager

Winnipeg Branch
Marketing Manager

Secretary to t.he
Marketing Manager

Vice President
of Personnel

Regional Personnel
Manager

l^/innÍpeg Branch THIS IS
Personnel Manager YOU

Secretary to the
Personnel Manager
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DATE: February B

T0: Terry i{i-l-son, Personnel Manager

FROM: Nancy Hobson, Secretary to the Personnel Manager

SUBJECT: Retirement ParEy

Hello" Welcome to oLrr Winnipeg Branch Office. I'11 be your nerv
secretary. I understand that you won't be in next week but will be
in the office Saturday"

We're having a retirement party for the office custodian the day you
get back frorn Toronto. In the past we have used coffee fund money
for these partles, but Ehis year, with the price of coffee, we-have
$1.96 in this fund. irre could take Ehe money out of petty cash and
repay it by doubling the price of coffee to 30ê or take up a
collection from employees.

I,Jhat do you think?

Please let me know if thereis anything I can do for you next week.
See you on the 18th"
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DATE: February 6

T0; Al1 Personnel Managers, I^lestern Region

FROM: Bart Gibson, Regional Personnel Manager

SUBJECT:

I v¡ou1d like a vote from each of my Personnel Managers on a payroll
matter" Itve been considering a neràr system in our Region -- a system
of mailing pay cheques directly to employees I banks rather than to
their homes.

As I see it, the disadvantages are:

- Cheques will have to be mailed out a day earlier"

- Not everyone will want the service, so wet1l have two systems on
the go.

- The initial set-up time; contacting each employee, making
lndividual banking arrangements.

The advantages seem to be:

- Fei¿er mailings on payday if many employees use the same banlc. I,Ie
mlght save $500"00 a year on postage.

- A nice service for employees who want iE. Ifd personally ffnd it
very helpful.

I./hatrs your voÈe?

yes _ no
Any compllcations or ideas I
haven't thought about?



TO:

FROM:

SUBJECT:
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Terry tr/ilson, Personnel Manager,

Tom Peterson, I'farkeLing Manager,

Dr" Harvey Richie

I^Iinnipeg

Winnipeg

DATE:

Branch

Branch

February 6

0ffice

Office

As you may knor,r, Dr. Harvey Richie will be giving our day-long
semlnar on Personnel Issues in l,larketing on February 18th, and Itve
been stuck with arranging things. Ilm cornpletely snowed under.

I'm in a real panic trying to find a master of ceremonies for this
semínar--I just dontt knor+ v¿here to turn next. Itve been told that
youtre a very good speaker and a personal friend of Dr. RichÍets.

I'm looking forward to meeting you at
become good friends " Ir11 call you in
chat about this" In the meantirne, how
ure out of this jam?

Ehe seminar and hope weÎll
Toronto on Tuesday and \,re can
l1kely is it that yourll help

extremely likely

1ike1y

equally likely as unlikely

unlikely

extremely unllkely
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DATE: February B

TO:

FROM:

Terry i,Jilson, Personnel Manager

Nancy Hobson, Secretary to the Personnel Manager

SUIIJECT: Janitorial Servlces

I have another small problem for you before you go to Toronto" The
Personnel Manager here is in charge of janitorial services for the
entire l{innipeg Branch Office. In the past we have had a custodÍan
who dusts ancl tidies the offices and a janitorial servlce that has
looked after the heavy work" The custodÍan is retiring'next week and
the plan was that the janitorial service would take over hfs chores.

Unfortunately, this janitorial service, which v¡e have been using for
flve years without cornplaint has been glving us conslstently poor
service in the past six months, Kim Sutton cornplained twice and
threatened to cancel our contract, but nothing has improved. The
contract with them is also up next week.

There ls another janftorial service in to\dn, Janitors Inc., a ne$/
servj-ce that just opened up last month, but no one seems to know
anything about them. Kim Sutton has looked Ínto hiring our own
people and thought we could probably save $11000 a year by having
three janitors on our payrol1. Good people are hard to find,
however, which is why we trr¡ent with a janiLorial service in the first
place 

"

trrlould you like me to do something about thís when you're away?
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DATE: February 5

T0: Terry Wilson, Personnel Manager -

FROM: M. Hodgson, Vice-President of Marketing

SUBJECT: CONFIDENTIAL Tom Peterson, I{innipeg MarkeLing Manager

I am 1n the process of evaluating Ton Peterson, Winnipeg Marketing
Manager, who has applied for a promotion to Regional Marketing
Manager. The person who fills this position wíll be faced wÍth
influenclng people on a daily basis" Most of this work is done by
correspondence, and it is essential that the Regional Marketing
Manager be able to communicate effectively.

If you have had any correspondence with Tom Peterson, please fl11 out
the form below. I can assure you that your lnput wíll be kept ln
strictest confidence--in fact feel free to reply anonymously by
returnlng only the bottorn half of this memo. Please ffll out the
entire questionnaire if you have had any correspondence with the
applícant 

"

I am especially lnterested in the manner in which he tries to
lnfluence people. Does he state his requests openly and directly' or
is he indÍrect in his influence attempts? Does he present himself as
a compãiãñfãi a helpless person? Does he reply upon personal
relationships in order to accomplish his goa1s, or does he use
concrete rewards like his money or his time in order to get his
requests met? All in all, does he come off looking like a powerful
or powerless person?

Please circle the number that best describes the applicant on each of
these three dimensions, For example, in the first instance, if you
feel he uses very direct language 1n staEfng his requests, clrcle
"i". If you feel he is very Índirect, cÍrcle "5". If you feel he fs
somervhat direct, circle "2" sonewhat indirect, cÍrcle "4" , and

neither direct nor indirect, circle "3". Do the same for all four
sets of adjectives.

DIRECT

COMPETENT

PEI{SONAL

P0l^TEIIFUL

INDIRECT

HELPLESS

CONCRETE

POI\IERLESS
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FORM 3A EMPLOYEE PROMOTION EVALUATION

CON¡'IDENTIAL REPORT

TO;

FROM:

All Managerial

Barbara Neiman,

Level Employees

Vice-President

DATE: February 8

, trnlÍnnipeg Branch 0ffice

of Personnel

10

2

APPLICANT I S NA]"ÍE

APPLICANTIS PRBSENT POSITION:

POSITION ÂPPLIED FOiì:

Tom Peterson

tüinnipeg Marketing Manager

Regional Marketing Manager

The purpose of this form is to collect anonymous feedback from all
managerial level employees on the above-named applicant. If you have
had any contact whatsoever with the applicant, whether written or
verbal, please fill out this form and return it unsigned" Your vote
will be weighted according to the amount of contact you have wlth rhe
applicant, Thus the votes of managers with whoro the appllcant has
had considerable contact will be given stronger weights.

How long have you knolun or corresponded with the applfcant?

I,Ihat was the nature of your contact with the applfcanË (Please
check one)

correspondence only

both correspondence

verbal contact only

Based upon whatever contact you have had with the applicant
however liraiËed, what are your feellngs about granting the
applicanrrs promotíon at this time? (Please check one)

I strongly agree that the promotion should be granted

agree that the pronotion should be granted

disagree that the pronotion should be granted

I strongly disagree that the prornotion should be granted.

4. Comments: (Here you nìay staLe reasons for your deci-sion, reasons
why you feel the applicant should or should not be promoted at
thís tÍme, reconnendatons for the career development of the
appltcant, or other comments. (Use reverse side, lf necessâry).

and verbal contact

3"
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APPENDIXC: E XP E Tì. I ME N TAL MATE R IAL S

ALTEIìNATE VEIìSIONS

EXPEIIIMENT I

These materials are word-processor-typed vetsions of the orlginal

materials. The margins, and thus, the number of words per line, may

differ s1Íghtly in order to accomodate dissertation format" The

original materíals were typed r,¡ith purple ditto on B I/2" 1< 1I" whiÈe

paper under an artist's drawing of the word "memo", approximately I

I/2 Lnches Èall by 5 L/2 inches wide.
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DATE: February 6

TO: Terry I,/ilsono Personnel Manager, Winnipeg Branch Offic-e

FROM: Susan Peterson, lutarketing Manager, Inlinnipeg Branch Office

SUBJECT: Dr. Harvey Richíe

As you may know, Dr. Harvey Richie wfll be giving our day-long
seminar on Personnel Issues in Marketing on February IBth, and Itve
been stuck with arranging things" Ifm completely snowed under.

I'm in a real panic trying to find a master of ceremonies for this
seminar--I just donrt know where to turn next. Irve been told that
you're a very good speaker and a personal friend of Dr. Richiers.

Itm looking forward to meeting you at the semínar and hope we'll
become goocl friends. Itll call you in Toronto on Tuesday and I{e can
chat about this. In the meantime, how likely is 1t that yourll help
me out of thls jam?

extremely likely

likely

equally lfkely as unlikely

unlikely

extremely unlikely
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DATE: February 6

T0: Terry l,/ilson, Personnel lulanager, Winnipeg Branch Office

FIIOM: Tom Peterson, Marketing Manager, tr^Iinnipeg Branch Offíce

SUBJECT: Dr" Harvey Richie

As you may know, Dr. Harvey Richie wÍ1l be giving our day-long
seminar on Personnel Issues in Marketing on February 18, and I am 1n
charge of arranging things " Everything is going well.

I have learned that you are a very good speaker and a personal friend
of Dr. Richiers. In my experience that is the perfect combinatlon
for a master of ceremonies, and I would appreciate il if you wÒu1d

agree to introduce Dr. Ricl-rie.

I will be happy to repay you by working overtime for you any nfght Ín
February, doing anything you'd like me to do. Ir11 call you in
Toronto on Tuesday for your ansr{er" In the meantime, how likely is
íË that you'11 introduce Dr, Richie?

extrernely likely

1ike1y

equally 1lke1y or unlikely

unlikely

extremely unlikely
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DATE: February 6

TO: Terry k/ilson, Personnel Manager, I,/innipeg Branch Office

FR0l'1: Susan Peterson, Marketing Manager, Winnipeg Branch OffÍce

SUBJECT: Dr" Harvey Richie

As you may know, Dr. Harvey Richie will be giving our day-long
semfnar on Personnel Issues in Marketing on February 18, and I am fn
charge of arranging things" Ever:ything is going well.

I have learned that you are a very good speaker and a personal friend
of Dr. RÍchie's" In my experience that is the perfect combinatlon
for a master of ceremonies, and I would appreciate it if you would
agree to introduce Dr. Richie.

I will be happy to repay you by working overtime for you any night in
February, doing anythj.ng you'd like me to 'do. Ir11 call you 1n
Toronto on Tuesday for your ansr\7er. In lhe meantime, how 1ike1y is
It that your11 introduce Dr" Richle?

extremely likely

1ike1y

equally likely or unlikely

un1lke1y

exËremely un1íkely
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DATE: February 5

T0: Terry trrlílson, Personnel Manager -

FROM: M. Hodgson, Vice-President of }larketing

SUBJECT: CONFIDENTIAL Susan Peterson, Winnipeg I'farketing Manager

I am in the process of evaluating Susan Peterson, I^linnipeg Marketlng
Manager, who has appl1ecl for a promotlon to Regional Marketing
Manager" The person who fills this position will be faced with
ínfluencing people on a daily basis" Most of this work is done by
correspondence, and it is essential that the Regional Marketing
Manager be able to communj-cate effectively.

If you have had any correspondence with Susan Peterson, please fÍ1l
out the fonn belov¡" I can assure you that your input will be kept in
strictest confidence--in fact feel free to reply anonymously by
returnln¡4 only the botto¡n h¿rl f of thls memo. Please fill out the
entíre questionnaire if you have had any correspondence with the
applicant.

I am especially Ínterested in the manner in which she tries to
influence people. Does she state her requests openly and directly'
or is she indirect 1n l-rer lnfluence attempts? Does she present
herself as a cotpetenr or a helpless person? Does she rely upon
personal relationstri¡s itt orããi-ãõãccomplish her goa1s, or does she

use concrete rewards like her money or her time 1n order to get her
reqnõEãiet? All in a1l, does she come off loot<ing like a po¡^¡erful
or powerl-ess person?

Please circle the number that best describes the applicant on each of
Ëhese three dimensions. For example, in the first instatrce, if you
feel she uses very direct language in stating her requests, cÍrcle
"1". If you feel she is very indirect, circle "5". If you feel she
ís soroewhat direct, circle "2" somewhat indirect, circle "4", and

nelther direct nor indirect, circle "3". Do the same for all four
sets of adjectives.

DIRECT

COMPETENT

PERSONAL

POi^IEI{FUL

INDIRECT

HELPLESS

CONCR-ETE

POI^IERLESS
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FORI"f 3A EMPLOYEIJ PROMOTION EVALUATION

CONFIDENTIAL R-EPORT

TO:

FROM:

All Managerial

Barbara Neiman,

Level Employees

Vice-Pres ident

DATE: February 8

, i^linnipeg Branch 0ffice

of Personnel

APPLICANTIS NAME

APPLICANTIS PRESENT POSITION:

POSITION APPLIED FOR:

Susan Peterson

I,Iinnipeg Marketing Manager

Regional Marketlng Manager

The purpose of this form is to collect anonymous feedback from all
managerial level employees on the above-named applicant. If you have
had any contact v¡hatsoever with the applÍcant, whether written or
verbal, please fill out this form and return it unsigned. Your vote
will be weighted according to Ehe amount of contact you have with the
applicant. Thus the voLes of managers with whom the appllcant has
had considerable contact will be given stronger weights.

t"

)

How long have you lcnoi^/n or corresponded with

I^Ihat was the nature of your contact with the
check one)

correspondence only

rhe appllcant?

appllcant (Please

verbal contact only

a

both correspondence and verbal contact

Based upon whatever contact you have had with the appllcant,
however limited, \,¡hat are your feelings about granting the
applÍcantls prornotÍon at chis time? (P1ease check one)

I strongly agree that the promotion should be granted

I agree that the promotion should be granted

I disagree that the promotion should be granted

I strongly disagree that the prourotion should be granted.

4. Comments: (Here you nray state reasons for your decision, reasons
why you feel the applicant should or should not be promoted at
this ti.me, recomnendatons for the career development of the
applicant, or otlìer comments. (Use reverse side, if necessary)'
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APPENDIXD: PILOT TEST OF

},f AS CUL I NE VERS US FEMI NINE

VERSIONS OF THE POWER STRATEGY

MEMO FTìOM EXPEiì. IMENT 1(POWER

STIìATEGY l MEMO, EXPERIMENT 2)
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"Ireminine" and "masculine" versions of the power slraLegy memo

in ExperÍment 1 (power strategy 2 in Experiment 2) were pilot teèted

to check the extent to v¡hich they differed in terms of perceÍved

por,¡erful-ness of the rnemo wri Eer and in terms of Johnsont s three

dimensions of power" The criterion of acceptance vras set at p .10;

1.e. the v¡riter of Ehe acceptable masculine memo had to be seen as

significantly more direct, concrete, competent and powerful than the

writer of the acceptable "feminine" memo at or below the.10 1evel of

slgnificance. Although several versions of this memo \^/ere tested

before Ehis criterion was reached, only dala pertaining to the final

version is included here.

Pifot subjects received an instruction sheet, shown in Table 1,

followed by one of two versions of the Dr. Harvey RÍchie memo shown

1n Appendíces B and C" The names and organizati-ona1 positlons of the

sender and recipient of the memo v¿ere deleted for the pilot test in

order to control for possible sex and status effects.

A total of 53 male and female undergraduate students completed

this task, the results of which are shor¿n in Table 2 of this appen-

dix. Subjects saw the writer of the masculine version of the memo as

significantly more direct, t (51) = -1.83, p = "074; competent, !

(51) = -7"47, p .001; concrete, t (50) = 4"I6, p "00i; and power-

fu1, t (50) = -1"94, p =.059; Ëhan the writer of the feminlne verslon

of the memo,
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Appendix D Table I

Instruction Sheet to Pllot Subjects

Paula Johnson has defined Interpersonal Por¿er as "the ablllty to get
another person to do or to believe someËhing he or she would not have
necessaríly done or belfeved spntaneously." She has further
identified three dimensions along which interpersonal power may be
communi-cated:

Direct-Indirect: Person A (the Ínfluencer) can give orders to or
r"k" t"q"""tr "f Person B (the influencee) openly, overtly, and
directly, or Person A can exert influence over Person B inCirectly,
by att.rpting to keep Person B unaware of the influence ãEGlt

Helpless-CompeLent: Person A can attempt to influence Person B ¡.,¡ith
competence by stressing Person Ars olvn competence, expertise,
lnformation, or knorvledge, or Person A can employ the use of weakness
and helplessness, by claiming inability in an attempt to get Person B

to take over Èhe task at hand or to do things in Person Ar s way"

Personal-Concrete: This dimension refers to the resources wlth whfch
@ ín the infruence attempt" Personal resources are
resources such as affection or approval, that Person A gives in
reward for Person Bts compliance. Concrete resources are those such
as money, strength, time, or Lnowleãfe, ìElch are indepenclent of
Person B's liking for Person A"

Using Johnsonfs model, please rate, on the following continuua, the
attached memo which has been sent from one employee in an
organizaLion to another ernployee in the same organization, and try to
explaln what Ínfluenced you j-n making these decisions.

DIRECT INDIRECT

t/hy did you respond as you did?

COMPETENT

I,Jhv?

PERSONAL

Itlhy?

POI^/ERFUL

HELPLESS

CONCRETE

POI^IERLESS
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Appendix D Table 2

Means, Standard Deviations and t-Tests

for Pilot Test of Masculine and Feminine Versions

of the Power Strategy Merno in Experlnent I

(Power Strategy 2 in Experiment 2)

Mean (SD) Mean (SD)

Masculíne Feminine t p

Memo Memo

Direct-Indirect ) /, 1*

( r.05)

3 ,00 -1 .834 .07 4

(r.30)

Competent-llelpless 2.33r, 4"31 -7 "474 "001

(l'04) (.BB)

Personal-Concrete 3"26 l.BU 4.I6b .001

( t.3B) (.ee)

Powerful-Powerless 2"38 2.96 -1.94b .059

(.eB) (1.14)

NoÈe

I = most Direct, Competent, Personal, Povrerful

5 = most Indirect, Helpless, Concrete, Powerful

a degrees of freedom = 5l

b d"gr.u" of freeclom = 50
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APPENDIX E: P O S T - E X P E II. I M E N T A L

QUESTIONNAIRE
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SUBJECT QUESTIONNAIREA

Ins tructions

At this point in the experiment, I would like to get your ideas

and thoughts about what you have done. Please ansv¡er each of the

following questions frankly and honesEly" Please do not go on to the

next question until you have completed your ans\.^Ier to the previous

one, and please do not go back to a questÍon once you have started

the next one " Please turn over the pages one at a time

1" i^/hat do you think was the purpose of thls experiment?

When díd rhis first occur to you?

2" Do you think there \¡rere particular decisions that you should have

made--that there was a "correct" decision?

If so¡ what decisions do you think you "should" have made?

When did this first occur to you?

3" Do you think you were deceived (i.e., not told the truth) in

thls experlnenL?

If so, in what way do you tl-ri-nk you v¡ere being deceived?

trlhen did this first occur to you?

4" Have you ever hearcl or read of this experiment before?

If so, exactly what did you hear or read?

a Each question was printed on a separate sheet and subjects were

allowed ample wrici-ng space.
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FEEDBACK LETTER

TO SUBJECTS
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Ilel-Lo !

Thank you for participating in Experirnent In-Basket" Now that the
study is completed, I would like to tel1 you something about the
ratlonale behincl this research and the Part you played in 1t 

"

Various studies have shown that women and men are stereotyped as

usíng, and indeed do tend to Lrse, different Power strategles in their
attempts to influence others" Furthermore, it has been argued that
this is because of the different status accorded men and \'/omen in our

society. Thus, women tend to use the po\{er strategies that tend to
be successful for people of low status, and men those poI^Ier

strategies that lend to be successful for people of high status.

Specffically, men are stereotyped to be, and tend to, be more open'
overt and direct in stating their requests or giving orders, while
e/omen are more like1y to be associated with indirect povJer

technfques. Similarly, men tend to stress their competence when

trying to lnfluence others; \^7omen are more likely to be seen as

helpless and to stress their helplessness when lrying to gain power.

Furthermore, men are more likely to bargain with concrete rel^lardS

such as money, time, strength, or knowledge, while women have become

associated with the giving of personal rewards such as affectlon,
attentíon, friendshiP, smiles"

I^Ihat are the consequences of these power Strategies for men and

i¿omen? In other words, how lilcely were you to grant the request to
Tom Peterson or Susan Peterson (depending upon which memo you re-
ceived), and how was the response you made affecLed by the wording of
the memo?

The main interest of this study was not the short-run effectiveness
of the power strategies, however, but the long-run effectiveness"
How did you rate these people (Tom Peterson or susan Peterson'
depending on whicll memo you received) when later asked Lo evaluate
them, and how likely were you to recommend their promotions? I¡Ihat

influence did the status of the employee have on this decision--
agaín, status differed from memo to memo. And finally, how did men

"rrd 
*orun differ in their responses to this In-Basket task?

Thank you for the part you have played in this research. I would be

only too happy to give you any further information or to ans\,Ier any

q.r""tior,r you might have" My office is P506J Duff Roblin, and my

phone nunrber there is 269-9959 "

Slncerely,

Nína Colwill
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APPENDIX G: E XP E R I ME N TAL I'{AT E R I AL S

LESS FILLERS

EXPERIMENT 2

These materials are word-processor-typed versions of the original

materials" The margins, and thus, the number of words per 1ine, may

differ slightly in order to accomodate dissertation format. The

original materials were typed wíth purple ditto on B I/2" x ll" white

paper under an artistrs drawing of the word "memo", approxirnately I

1/2 inc}¿es Ëa11 by 5 I/2 inc]nes wide.
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DATE: February 6

T0: Terr-y i{ilson, Personnel llanager, Winnipeg Branch Office

FROM: Susan Peterson, Secretary to the Marketing Manager,
I^linnipeg Branch Office

SUBJECT: Secretarial Course

The annual secretarial course that Kim Sutton and I have co-taught
for the past síx years is being held in March, and I understand that
you and I will be teachÍng it together this year. Kim Sutton tells
me that you have taught this course in Calgary and that you favour a

lecture approach.

Itve never lectured in Ëhis course because Itve found that group
discussion provÍdes a valuable experience for employees. They enjoy
discussing their work experiences and Irve always been able to relate
these experiences to organizational theory" Itve taken several
unÍversity courses in teaching and communication, and the literature
lndlcaLes that rhe discussion format is most effective for a group of
this kind.

I will leave the final decision up to you. Should v/e use.'

the lecture approach?

the group discussion approach?
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DATE: February 6

TO: Terry Wilson, Personnel Manager, Winnipeg Branch Office

FROIÍ: Susan Peterson, Secretary to the Marketing Manager,
Winnipeg Branch Office

SUBJECT: Dr. Harvey Richie

As you may know, Dr" ltarvey Richie w111 be giving our day-long
seminar on Personnel Issues in Marketing on February 18, and I am in
charge of arranging thfngs " Everything ls going well "

I have learned that you ale a very good speaker and a personal friend
of Dr. Richie's. In rny experience that is the perfect cornbination
for a master of ceremoníes, and I would appreciate it if you would
agree to introduce Dr" Richie'

I will be happy to repay you by worlcing overtime for you any night in
February, doing anything you'd like ¡ne to do. I'11 call you in
Toronto on Tuesday for your answer. In the meantime, how llkely is
it that you'11 introduce Dr" Richie?

extrernely likely

likely

equally like1y or unlikely

unlikely

exEremely unlikely
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DATE: February 5

TO: Terry l^Iilson, Personnel Þlanager

FROM: M" Hodgson, Vice-President of l"larketing

SUBJECT: CONFIDENTIAI Susan Peterson, Secretary to the Marketing
Manager

I am in the process of evaluating Susan Peterson, Secretary to the
Marketing Manager, who has applted for a position in our Toronto
office. This posiElon involves a promotion to Assistant Office
Manager, and the person who fill it will be faced with influencing
people on a daily basis" MosË of this work is done by correspon-
dence, and Ít is essential that the Regional Marketing Manager-be
able co communicate effectivelY.

If you have had any correspondence ivith Susan Peterson, please fill
out the form below. I can assure you tìrat your input wll1 be kept fn
strictest confidence--in fact feel free to reply anonymously by

returning only the bottom half of this memo" Please fill out the
entire questionnaire if you have had any correspondence r,¡ith fhe
applicant.

I am especially interested in the manner in rvhich she tries to
influence people" Does she state her requests openly and directly,
or is she indirect in her influence attempts? Does she present
herself as a competent or a helpless person? Does she rely upon
personal relationships in orããI-EõJccomplish her goals 

' 
or does she

use concrete re\^rards like her money or her time in order to get her
r.q,.tããIlããã? All in all, does she come of f looking like a Po¡verf ul
or powerless person?

please clrcle the number that best describes the appllcant on each of
these three dimensions. For example, in the first instance, if you

feel she uses very direct language in sEating her requests, circle
"1". If you feel she is very indirect, circle "5". If you feel she

is some\.rhat direct, circle "2 " somewhat indirect, circle "4" , and

nelther direct nor indirect, circle "3"' Do the sarne for all four
sels of adjectives.

DIRECT INDIRECT

COMPETENT

PERSONAL

POWERFUL

HELPLESS

CONCRETE

POWERLESS
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FORM 3A EI'ÍPLOYEE PROMOTION EVALUATION

CONFIDENTIAL R-EPORT

TO:

FROM:

AI1 Managerial

Barbara Neiman,

Level Employees

Vice-Presídent

DATE: FebruarY 8

, I{innipeg Branch Office

of Personnel

APPLICANT I S NAI'IE

APPLICANT'S PRESENT POSITION:

POSITION APPLIED FOR:

Susan Peterson

Secretarv to the MarkeËing Manager

Assistant Office Manager, Toronto

The purpose of this forn is to collect anonymous feedback frorn all
*orrug"ri"l level employees on the above-named applicant ' If you have

had any contact whatsoever with the applicant ' 
whether written or

verbal, please fitl out this form and return it unsigned. Your vote
v¡ill be weighted according to the amount of contact you have w-lth the

applicant, Thus the votes of managers with whom the applicant has

hàd considerable contact will be given stronger weights "

wlth the applicant?t"
,)

How long have

I{hat was lhe
check one)

you lcnown or

nature of your

correspondence

corresponded

contact wlth

J"

the applfcanÈ (Please

only verbal contact onlY

both correspondence and verbal contact

Based upon whatever contact you have had with the applicant,
however limited, what are your feelings about granting the
applicantts promotion at this lime? (Please check one)

I strongly agree that the prornotion should be granted

I agree that the promotion should be granted

I cjisagree that the prornotion should be granted

I strongly disagree that the promotion should be granted.

4. Comments: (Here you nìay state reasons for your decisionr reasons

wÇ yo,, reer the appticant should or should not be promoted at
Èhis time, recomniendatons for the career development of the

applfcant, or other comments" (use reverse side, if necessary).
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APPENDIXH: E XP E R I I'18 NTAL MAT E R I AL S

LESS FILLERS

ALTERNATE VERSIONS

EXPERIMENT 2

These materia-ls are v¡ord-processor-typed versions of the original

materials" The margins, and thus, the number of words per line, may

differ slighLly in order to accomodate dÍsserÈation format' The

original materials were typed with purple ditto on B L/2" x 11" white

paper under an artistrs drawing of the word "memo", approximately I

I/2 inches tall by 5 1/2 inches wide.
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DATE: February 6

TO: Terry Wilson, Personnel Þlanager, Winnipeg Branch Offíce

FROII: Susan Peterson, Secretary to the Marketing Manager,
Winnipeg Branch 0ffice

SUBJECT: Secretarial Course

The annual secretarfal course that Kim Sutton and I have co-taught
for the past six years is being held in March, and I understand that
you and I will be teaching it together this year. Kirn Sutton tel1s
me that you have taught this course in Calgary and that you favour a

lecture approach.

Itve never lectured in this course and would be very nervous speakfng
in front of a group of secretaries, They enjoy díscussing their work
experiences and I don't knoiv how Ifur going to get them to sit quietly
and listen to me. Also, I don't have any lecture materfal and donrt
know where to begÍn looking for it 

"

I will leave the final decision up to you. Shoul-d I{e use:

the lecture approach?

the group discusslon approach?
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DATE: February 6

T0: Terry trJilson, Personnel Manager, I{innipeg Branch Office

FROM: Susan Peterson, RegÍonal Marketing Manager

SUBJECT: Secretarial Course

The annual secretarial course that Kim Sutton and I have co-taught
for the past slx years Ís being held in March, and I understand that
you and I will be teaching it Ëogether this year. Kim Sutton tells
me that you have taught this course in Calgary and that you favoúr a
lecture approach.

Irve never lectured in this course because Ilve found that groúp
di-scussion provides a valuable experience for enployees. They enjoy
discusslng their work experiences and Itve always been able to relate
these experiences to organizational theory. Irve taken several
uníversity courses in teaching and communication, and the literature
lndicates that the discussion format is most effective for a group of
this kind 

"

I w111 leave the final decision up to you. Should we use:

the lecture approach?

the group discussíon approach?
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DATE: February 6

TO: Terry Wilson, Personnel Manager, Winnipeg Branch OffÍce

FROM: Susan Peterson, Regional Marketing Manager

SUBJECT: Secretarial Course

The annual secretarial course that Ki¡n Sutton and I have co-taught
for the past six years is being held in March, and I understand that
you and I will be teaching it Eogether this year. Klm Sutton tells
me that you have taught this course in Calgary and that you favour a

lecture approach.

Irve never lectured in this course and would be very nervous speaklng
|n fronE of a group of secretaries. They enjoy discusslng Ehelr work
experiences and I don't know how I'm going to get them to sit quietly
and listen to me. Also, I dontt have any lecture uaterial and dontt
know where to begin looking for lt.

I will leave the final decision up to you" Should we use:

the lecture approach?

the group discussion approach?
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DATE: February 6

TO: Terry i./i1son, Personnel Manager, I,'linnlpeg Branch Office

FROM: Susan Peterson, Regional Marketing Manager

SUBJECT: Dr. Harvey Richie

As you may know, Dr. Harvey Richie r¡-iIl be giving our day-long
semlnar on Personnel Issues Ín Marketing on February 18, and I am fn
charge of arranging things. Everything is going we1l.

I have learned that you are a very good speaker and a personal frlend
of Dr. Richie'?s. In my experience that is the perfect combination
for a master of ceremonies, and I woul-d appreclate it if you would
agree to lntroduce Dr. Richie.

I vríll be happy to repay you by workfng overtlme for you any night in
February, dolng anything you'd llke me to do. Itll call you 1n
Toronto on Tuesday for your ans\,rer" In the meantime, how like1y is
it that your11 introduce Dr" Richie?

extremely líkely

likeIy

equally likely or unliÌ<ely

unlikely

extremely unlikely
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DATE: February 6

TO: Terry l^lÍlson, Personnel Manager, Winnipeg Branch Office

FROM: Susan Peterson, Secretary to the Marketing Manager

SUIIJECT: Dr. Harvey Richie

As you may know, Dr. Harvey Richie v¡ill be givÍng our day-long
seminar on Personnel Issues in Marketing on February lB, and I aru in
charge of arranging things" Everythíng is going well"

I have learned that you are a very good speaker and a personal friend
of Dr, Richiets" In my experlence that is the perfect combinatíon
for a master of ceremonies, and I would apprecíate it if you would
agree to lntroduce Dr. Richie.

I will be happy to repay you by working overtime for you any night in
February, dolng anything you'd lllce me to do" Ir11 call you fn
Toronto on Tuesday for your ans\^/er" In the meantime, how likely is
it that you111 introduce Dr" Richie?

extremely like1y

1ike1y

equally likely or unlikely

unlikely

extremely unlikely
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Terry I{i1son, Personnel Manager

M" I{odgson, Vice-President of Marketing

DATE: February 5

TO:

FROI'{:

SUBJECT: CONFIDENTIAL Susan Peterson, Regional Marketing Manager

I am in the process of evaluating Susan Peterson, Regional Marketing
Manager, who has applied for a posiLion in our Toronto office. This
position involves a promotíon to National Director of office Em-

ployees, and the person who fi1ls it will be faced wíth influencing
people on a daily basls. Most of this work is done by correspon-
dence, and it is essential that the Regional Marketing lfanager be

able to communicate effectivelY

If you have ha<l any correspondence with susan Peterson, please fÍll
out the form belol'r. I can assure you that your input will be lcept ín
strictest confidence--in fact feel free to reply anonJrmously by
re¡urning only the bottom half of this merno. Please fill out the
entire questionnaire if you have had any correspondence with the
applicant.

I am especially interested in the manner in which she tries to
Ínfluence people. Does she state her requests openly and directly,
or is she indirect in her influence attempts? Does she present
herself "" " tg*lgl""! or a helpless person? Does she rely upon
personal relatlonships in order to accomplish her goals, or does she

use concrete rewards like her money or her time in order to get her
reqnãlt"ãut? All in all, does she come off looking like a powerful
or Powerless person?

Please circle the number that best describes the applicant on each of
these three dimenslons. For example, ln the first instance, if you
feel she uses very direct language 1n stating her requests, cfrcle
"1", If you feel she is very indirect, circle "5". If you feel she

is somewhat direct, circle "2" somel^lhat indirect, circle "4", and

nelther dlrect nor lndÍrect, circle "3". Do the same for all four
sets of adjectÍves.

DIiÌECT

CO}IPETENT

PEIISONAL

POIùEIIFUL

1tLL

I
INDIRECT

HELPLESS

CONCRETE

POI.IERLESS
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FOR-I'{ 3A EMPLOYEE PROMOTION EVALUATION

COI'IFIDENTIAL REPORT

DATE: February 8

TO; All Managerial Level Employees, I^linnipeg Branch Office

FROII: Barbara Neiman, Vice-President of Personnel

APPLICANT I S NAME Susan Peterson

APPLICANT'S PRESENT POSITION: Regional Marketing Manager

POSITION APPLIED l'OR: National Director of Office Employees

The purpose of this form is to collect anonymous feedback from all
managerial level ernployees on the above-named applicant " If you have

had any contact whalsoever with the applicant, whether written or
verbal, please fill out thls form and return it unsigned. Your vote
will be weight.ed according to the amounL of contact you have wj-ch the
applicant" Thus the votes of managers with whom the applfcant has

had considerable contact will be given stronger weights.

1. How long have you knol,¡n or corresponded with the applicant?

2" What was the nature of your contact with the appllcant (Please
check one)

correspondence only verbal contact onlY

both correspondence and verbal contact

3, Basecl upon whatever contact you have had with the applicant'
horvever limited, what are your feelings about grar-rting the
applicant's promotion at this tfme? (Please check one)

I strongly agree that the promotion should be granted

I agree that the prornotion should be granted

I disagree tha[ the prornotion should be granted

I strongly disagree that the prourotion should be granted.

4" Comments: (Here you may state reasons for your decisionr reasons
rhy y"" feel the applicarrt should or should not be promoted at
thfs tfme, recommendatons for the career development of the
applicant, or other comnlents" (Use reverse side, if necessary)"
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APPENDIXI: PILOT TEST OF HELPLESS VERSUS

COMPETENT VERSIONS OF THE

POI^IER STRATEGY 1 MEMO,

EXPERIMENT 2
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"Helpless" and "competent" versions of the povrer strategy I

memo, Experiment 2, were pilot tested in order to obtain two memos

that differed on the helpless-competent dímension while remaining

constant on the direct-indirect, personal-concrete and

powerful-pov/erless dÍmensions, In order to satfsfy the criterion of

acceptance, the wrfter of the acceptable competent memo had to be

seen as significantly more competent than the v/riter of the

acceptable helpless memo, at the .01 level of signiflcance. In

addition, the two memos could not differ on the other three vafiables

( t l ) : direct-inclirect, personal-concrete and powerful-powerless "

Pllot subjects received the same instructlon sheet shown in

Table l, Appendix D followed by one of two versions of the

Secretarial Course memo Sho\^/n in Appendices G and H. The names and

organizational positions of the sender and reclpient of the memo were

deleted for the pilot test in orcler to control for possible sex and

status effects.

A toüal of. 4I male and female undergraduate students completed

this task, the results of whÍch are shown in Table 3 of Èhis

appendix. Subjects saw the rvriter of the helpless versl-on of the

memo as signiflcantly more helpless (M = 3"52) t (39) = -3.I1¡ P =

.0030 than the writer of the comPetent memo (M = 2"15), but noË

significantly more lndirect (M = 2.90), t (39) = -0.15, -P. = "878,

personal (y.= 2.52), t (39) =.98, p "337, or powerless (\= 2"76),

t (39) = .46, p = "644, than the writer of the conPetent memo (luf =

v2"85, = 2.90, M = 2"90, respectively).
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AppendÍx I Table I

Means, Standard Deviations and t-Tests for

Pilot Test of I{elpless Versus Competent Versions of the

Pov¡er Strategy L Memo, Experi-menL 2

Me¿rn( SD) I'lean( SD)

I-lelpless ComPetent

Ì'leno Memo ta P

Direct-Ind irec t

Compe tent-IIe1Ples s

Personal-Concrete

Powerful*Powerless

2 "90

( L "26)

I q,')

2"85 -0. 15 .B2B

(.oe¡

2"t5 -3.11 ,003

2"90 "46 "644

( "7e)

(1"57) (r"23)

') \) 2"90 .98 "337

(1.08) (1"37)

2"76

( r.0e)

Note. I = most Direct, Competent, Personal, Powerful

5 = rnost Indirect, Helpless, Concrete, Powerless

a degrees of freedom = 39


