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Introduction 

The investigation of leadership traits measurement was 

first reported in industrial management literature (Stogdill 

and Coons, 1957). Leadership styles preferred by allied 

health -professionals recently have been studied in an 

"attempt to develop, codify, and study 'cornpentencies' 

needed" by allied health professionals in the field of 

management (Dagenais, 1977). The Leadership Opinion 

Questionnaire (LOQ) has been used as the survey instrument 

in some of these studies. Dietary department directors had 

not been included in this allied health research prior to 

this study. 

The American Dietetic Association has taken the position 

that dietitians accepting management positions are expected 

to take advance academic courses in management (Position Paper 

on the Administrative Dietitian, 1975). The rationale implied 

in this position is that the undergraduate curriculum does 

not prepare the dietitian adequately for a food-service 

system management position. In the general management field, 

however, a number of investigators have speculated that leader

ship styles and effectiveness of managers cannot be predicted 

by the number or type of degrees held (Livingston, 1971). 
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The purpose of this s tudy was to surve y the leadership 

styles of hospital dietary department directors, comparing 

a group of non-dietitian directors to a group of dietitians 

who are members of the American Dietetic Association and/ or 

registered dietitians (R.D.). 

The Leadership Opinion Questionnaire (LO~) was used as 

the assessment tool in this study. This ins t rume nt wa s an 

outgrowth of pilot studies conducted by t h e Ohio Sta te 

University (Fleishman, 1951, 195Ja, 195Jb; Halp i n a nd Wi ner , 

1952; Hemphill, 1955; Startle, 195 6 ; St ogdill and Coons, 1957 ), 

The LOQ assesses the manager for two i ndep endent dimensions 

of leadership--"structure" and "considerat ion" (Fleishman, 

1969). The LOQ has been vali dated sufficiently in the p ilot 

and subsequent studies for assessi ng leadershi p s tyl e . Hi gh 

scores in both "consideration" and "s t ruc ture" are consi de red 

to be indicative of successful leadership. 

"Consideration" is defined as the ext ent to wh i ch an 

individual is likely to have job relationships with sub

ordinates characterized by mutual trust, respect for their 

ideas, consideration of their feelings, and a certain warmth 

between the individual and subordinates. A high score is 

indicative of a climate of good rapport and two-way communi

cation. A low score indicates the individual is likely to be 

more impersonal in rela~ions with group members. "Structure" 

is the tenm used to reflect the extent to which an individual 
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is likely to define and structure his/her own role and those 

of subordinates toward goal attainment. A high score on this 

dimension characterizes individuals who play a very active 

role in directing group activities through planning, communi

cating information, scheduling, criticizing, trying out new 

ideas, and so forth. A low score characterizes individuals 

who are likely to be relatively inactive in giving direction 

in these ways. 



Statement of the Problem 

Leadership style is one aspect of assessment of the 

potential success of a manager. There is some concern that 

the professional background of a dietitian may be inadequate, 

without some advanced study, to fill a food-service management 

position successfully. There is also a contention that the 

level of scholastic achievement within the manag ement field in 

g eneral is not a valid indicator of success of a mana g er. 

The position of hospital dietary department director 

may be filled by one who does not have the professional 

preparation of a dietitian. Such a person may or may not 

have a baccalaureate or higher degree. A basic assumption 

in this study was that the role of hospital dietary depart

ment director and the nature of that position were essentially 

the same for all respondents, whether occupied by a dietitian 

or a non-dietitian. 

The questions addressed in this study were as follows, 

rs there a significant difference between the "consideration" 

scores, as measured by the LOQ, of dietitians and of non

dietitians holding a position of hospital dietary depart

ment director? Is there a significant difference between 

the "structure" scores, as measured by the LOQ, of dietitians 
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and of non-dietitians holding a position of hospi t al 

dietary department director? 



Historical Perspective 

Research in the area of leadership style began during the 

World War II era, Leadership styles of military officers and 

industrial managers were the e~rliest studied. I t has been 

only in the last decade that this research has included 

academic and hospital administrators (Dagenais, 1977). The 

quality of management was recognized to be equally relevant 

for service institutions as for business ( Schaef er, 1978) . 

Theories and research have emerged in several different 

contexts. Earliest emphasis was based on identification of 

leaders' traits and characteristics. Attention deviated from 

this concentration, turning to the determination of the "best" 

style of leadership. Research current ly is foc used on a 

situational approach with attempts to determine the most 

effective style for a specific situation (Koontz, 1976). 

Definitions of Leadership and Leadership Style 

Several definitions of leadership and leadership style 

have emerged in the literature. Hersey and Blanchard (1977) 

stated that 

The leadership style of an individual is the be
havior pattern that a person exhibits when attempt
ing to influence the activities of others as per
ceived by those others. (p. 103) 

Lau (1975 probed deeper by defining leadership as "a 
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pattern of philosophies, beliefs, attitudes, feelings and 

assumptions an individual has about leadership which influences 

how he will actually behave when managing people." (p. Jl) 

Zalcznik (1977) noted that it is ''a practical effort to 

direct affairs and to fulfill tasks." (p. 67) Claus (1977) 

states that 

Leadership is a relationship based on the willing
ness of others to follow. It is a set of actions 
that influence members of a group to move toward 
goal setting and goal attainment. (p. 79) 

Tagliere (197J) proposed that leadership style "is a charac

teristic way cf behaving when one has power over another." 

(p.10) There are also those who feel everyone has a precon

ceived definition of leadership and therefore there can be 

no one acceptable definition. (Dixon, 1978) 

Models of Leadership Style 

Several models of leadership style have been postulated 

in leadership research. These models attempt to categorize 

managers according to their beliefs and actions, as well as 

to how they are perceived by their subordinates. Most of the 

research on leadership has focused on the effects of a lead

ership style as defined by the investigator (Zactona, 1972). 

The Iowa studies by Kurt and Lewin in the 19JO's 

categorized adult leaders of boys' clubs into three groups, 

as follows, 1aissez-faire, democratic, and autocratic. 

Members of the democratic group were portrayed as having 
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given encouragement to others to participate i n decision 

making. The democratic group also gave suggestions and 

praise to the group, rather than to individuals. The auto

cratic leaders tended to make all of the final decisions for 

the group without obtaining member participation. Members 

were given specific instructions, supervised closely, and 

praised or punished individually. Laisse z-faire leaders 

made no suggestions unless they were directly ask ed, and t h ey 

neither praised nor punished the gro up a nd i ts members . The 

study concluded that the democratic leaders promot ed a 

working atmosphere in which subordinates showed the most 

commitment and had high production rates (Lewin, Lippit t , 

and White, 1939). 

The Anderson studies categorized teachers i nt o two 

groups (Anderson and Brewer, l 945), The groups were desi g

nated as dominative and socially integra t ive. The charac t 2r 

istics of the leaders coincide with those belonging to the 

autocratic and democratic styles, respectively . Anderson 

concluded that the socially integrative leadership style was 

more successful in developing a productive work unit. 

Day and Blaker (1974) and Miles (19661 cited three 

categories of- leadership style, traditional, human relations, 

and human resources. The traditional model is based on the 

autocratic principle of close supervision over the employee. 

The traditional leader possesses self-direction, self-control, 
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willingness to demonstrate initiative, ingenuity, and the 

capacity to exercise judgement. This leader tends to 

exercise tight control over employees and depends on monetary 

rewards, fines, demotions, and threats df dismissal to 

maintain complete authority. 

The human relations model identifies a leader who tends 

to emphasize the needs of the organizational members. 

Leaders in this category believe subordinates as well as 

superiors are motivated by recognition and feeling of being 

useful. In the h:i,,iman relations model, it is the responsibilit y 

of the superior to plan and initiate the action that will 

fulfill the needs of the group members. Group decrsion-

making is not an integral componet of the human relations 

model. 

The human resources model took the "needs" theory of 

the human relations model a step further. It considered 

subordinates to be untapped resources. In the human resources 

model, it is the responsibility of the subordinates to 

take a very active role in the decision-making process, 

which in turn leads to fulfillment of the needs of both 

the individual and the organization. 

Fiedler (1966) developed the Leadership Contingency 

Model. This research attempted to determine the "best" 

leadership style through matching leadership behavior with 

the situation in which it is most effective. The model is 
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based on three situational variables which were consi de re d 

to influence leadership effectiveness. These variables are 

task-structure, leader-member relations, and po s ition powe r . 

The two leadership styles postulated were task-oriented and 

people satisfaction"."oriented. The assessment t ool used was 

the Least Preferred Co-worker Questionnaire (Koont z , 1976; . 

and Bassford and White, 1977). Fiedler (19 66) fo und that 

people who rated co-workers in favorab l e terms wer e pe ople 

satisfaction oriented, while low ratings i nd i ca ted l ea de r s 

derived satisfaction from task performance. The s tudi es 

concluded that "the group's performance will be cont i ngent 

upon the appropriate matching of leadership styles a nd the 

degree of favorableness of the group situat ion f or the leader." 

(p. 79) Fiedler also proposed that a job co ul d be engineer ed 

to fit the leader's style to assure succes s . 

Reddin (1970) expanded on Fiedler's model, sett i ng f orth 

another situational model in proposing t he J-D Theory . 

This model also attempts to assess the "best" ~t yle for the 

situation. It is composed of two ax es--one designates t he 

degree of task orientation and the other indicates the degree 

of relationship orientation. Leaders may be characterized 

by one of four quadrants: low task and relationship , low 

task/high relationship, low relationship/high task, or high 

task/low -relationship. These quadrants are labeled 

respectively as separated, relationship, task, and int egra t ed. 
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A third dimension (effectiveness) was added to the Reddin 

model. For a given situation, the style may be effective 

or ineffective or remain latent. The status of the effective

ness would determine the term applied to that specific style. 

If the style is proven ineffective, it is termed respectiveiy 

to the latent terms: deserter, missionary, autocrat, and 

compromiser. If the style is considered effective, the 

terms bureaucrat, developer, benevolent autocrat, and execu

tive are applied (Reddin, 1967 ). The J-D Theo r y management 

style measures a leader's predisposition toward production 

and people, If focuses on the existing attitude of the leader, 

rather than his behavior (Hersey and Blanchard, 1977). 

The development of the Tri-Dimensional Leader Effective

ness Model by Hersey and Blanchard was influenced by 

Reddin's J-D Theory (Hersey and Blanchard, 1977), The concept 

of the tri-dimensional model is also a theory of the addition 

of an effectiveness variable to the existing variables of 

task behavior and relationship behavior. Basic styles are 

outlined, with the application of the term effective or 

ineffective once the degree of success of the style is 

established. The tri-dimensional model involves the st~dy 

of observed behavior rather than predisposition (Hersey 

and Blanchard, 1977), 

Tagliere (197J) developed the leadership model referred 

to as "OrgAnalysis," It is based on the type of power 
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delegated to the leader, or personal power earned by the 

leader's behavior. This continuum type single dimension 

scale rates the leader's use of position power as being the 

major influencing factor in ultimately shaping the personal 

power of the leader. Four possible styles are designated, 

maximally, designating a leader who monopolizes power; 

mostly, displaying a leader who keeps power ; moderately, 

describing a leader who shares his power; and minimall y , 

displaying a leader who gives power to his subordinates. 

The effectiveness of each style is assessed through analysis 

of• the type' of job to be done, as well as assessment of 

subordinates' fellowship style. It was Tagliere's op inion 

that style is programmed within the leader through life 

experiences and that few people have formal trai ning in 

leadership style. 

Blake and Mouton in 1964 published an attitudinal 

leadership style model referred to as the "Managerial Grid ." 

The grid measures predispositions of managers, with the 

horizontal axis of the grid indicating degree of leader 

concern for people. Each axis is divided into a nine point 

range. General leadership styles were designated, reflecting 

the numerical location ~on the vertical/horzontal axes. 

These labels are as follows1 1-1, impoverished; 9-1, 

country club; 9-9, team; 5-5, middle of the road; and 1-9, 

task. It . is Blake and Mouton's opinion that the leader's 
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style is not fixed, but that a dominant style can be detected. 

The ultimate goal, however, is to achieve a 9-9 team styl e. 

Blake and Mouton (1978) expanded upon the Managerial 

Grid with the addition of a motivational dimension. Motiva

tion is placed on the grid as a bipolar scale with the positive 

end denoting that aspect of the style which motivates the 

leader toward activity, while the negative end theorizes 

aspects which motivate the leader to avoid an activity . 

Bipolar scales are developed specifically outlining the 

positive and negative motivational factors for the five 

general grid areas previously descriJed. 

Koontz (1976) evaluated the Blake-Mouton model as 

being a useful tool for identifying and classifying managerial 

style, but he stressed that one must consider function of 

the organization, situation, values, personality, and 

chance when assessing any one manager's placement on the 

grid. 

Liker~ (1961) developed a model of four organizational 

styles labeled System 1 through System 4. In System 1, 

designated "Autocrat," the leader makes all the decisions 

and sets all the organizational goals, displaying no 

confidence or trust in subordinates. This style promotes 

very little superior-subordinate interaction. System 2 

reflects a condescending confidence and trust in subordinates. 

Subordinates are given some decision-making duties, but they 
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are also given strict guidelines upon which to bas e decisions. 

Interaction of superior and subordinates is in the cont ext 

of fear and caution. System J outlines a situation of 

substantial confidence and trust in subordinates. Broad 

policies and general decisions are made by top management , 

but subordinates are permitted to make specific decisions. 

In System 4, leaders express complete trust and confidence 

in subordinates. Participation in decision-making is widel y 

practiced throughout the organization. Likert (1 967) , a f t e r 

further field tests of tae original Systems 1, 2, J, 4 

Theory,, concluded that System 4 was the one "best" manage 

ment style, on the basis of quality and quantity and 

departme ·:t production. 

Fleishman and staff members of the Ohio Sta t e Uni versi ty 

developed a "Leadership Opinion Questionnaire" (LOQ), which 

assesses the degree of structure and consideration inherent in 

the leader's style. This is measured on a Likert-typ e 

scale (Fleishman, 1969). 

Gibb (1978) describes the Ohio State University model 

to be the most notable, complete research dealing with the 

determination of dimensions of leader behavior. This model 

is an outgrowth of pilot studies and pretests conducted 

at the Ohio State University (Fleishman, 1951, 195Ja, 195Jb; 

Halpin and Winer, 1952; Hemphill, 1955; Startle, 1956; and 

Stogdill and Coons, 1957). .It was determir_ed through a 
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series of investigations and subsequent factor analysis 

tha the two dimensions were the minimum number of indepen

dent dimensions which would adequately describe leader 

behavior (Korman, 1976). These two dimensions--structure 

and consideration--were considered to encompass many different 

situations, unlike other models which described many different 

situations and designated each as a specific type (Fleishman, 

195J). Studies were also conducted to determine correlation 

of "structure" and "consideration" scores on the LOG. with 

intelligence, verbal ability, and personality . It was 

found that correlations were very low (Fleishman, 1969). 

Fleishman states that 

Consideration reflects the extent to which an 
individual is likely to have job relationships 
with subordinates characterized by mutual t rus t, 
respect for their ideas, consideration of their 
feelings, and a certain warmth between the indi
vidual and them. A high score is indicative of 
a climate of good rapport and two-way communica
tion. A low score indicates the individual is 
likely to be more impersonal in relations with 
group members. {p. 1) 

In reference to structure, Fleishman states that 

Structure reflects the extent to which an 
.'. individual is likely to define and structure his 
or her own role and those of subordinates toward 
goal attainment. A high score on this dimension 
characterizes individuals who play a very active 
role in directing group activities through 
planning, communicating information, scheduling, 
criticizing, trying out new ideas, and so forth. 
A low score characterizes individuals who are 
likeiy t9 be relatively(inactive in giving di
rection in these ways. p. 1) 
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The original assessments dealt with subordinat es as 

well as managers' views of practices of leadership. The 

studies were initiated in 1945 by the Bureau of Business 

Research at the Ohio State University. The staff developed 

the Leader Behavior Description Questionnaire (LDBQ) 

to assess the actual behavior of leaders (Stogdill and Coons, 

1957). Fleishman developed the LOQ, patterned from t h e 

LBDQ, which assesses the leader's self-percep tion of his 

style (Korman, 1976.), 

Bass (1956) found the reliability score s of "consi de ra

tion" and "structure" to be .70 and .79, respec t ively . The 

manual reports a reliability score of .75 for "considera t ion" 

and .80 for "structure" (Fleishman, 1969). Correlat ions 

between the scores of "consideration" and "s t r uc ture" 

are low. 

Bass (1956) reported research of leaders which para l l els 

the definitions of "structure" and "consideration" wi t h 

actual leader behavior. Bass found, however, that obtained 

correlation between "consideration" score and future 

success of a leader was too low to use the LOQ as a predictor 

of supervisory success. Bass concluded that effectiveness 

of the LOQ measure lies in its use in association with a 

battery of tests for selection purposes. Korman (197 6) 

criticized the instrument by stating "there is very little 

evidence that leadership behavioral and/or attitudinal 
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variations (of the LOQ) are predictive of later effectiveness 

and/or satisfaction criteria." (p. 354). Dagenais (1977) 

cited the value of the results of the LOQ in context of 

the study of allied health administrators as "it describes 

the position of allied health administrators with respect 

to many other groups of managers for whom there are published 

data." (p. 32). 

Need for Research Among Hospital Dietary Department Directors 

The American Dietetic Association (ADA) has taken the 

position that a director of a complex food-service system 

should be an Administrative Dietitian R. D, This position 

is extended further in the statement that dietitians 

accepting management positions are expected to take advance 

academic courses in management (Position Paper on the 

Administrative Dietitian, 1975). 

Day (1974) supported the ADA's position and pointed 

out that a food-service director with a R.D. can relate 

well to clinical dietitians as well as to other members of 

the health care team. Day'·s opinion, however, is that 

dietitians have not always been competent in the manage

ment area. Recommendations of the Day study are that 

dietitians receive more academic preparation in manage-

ment and related disciplines to strengthen executive ability. 

This research involved assessment of dietitians' attitudes 
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toward the human resources concept of management. Con

clusions of the Day study were that dietitians favored 

the human relations model when dealing with subordinates, 

but the human resources model was favored when dealing 

with superiors. 

Others have concluded that enhancement of the status 

of the administtative dietitians' profession must be 

accomplished through training in the area of increas ed 

understanding of oneself and others as well as increa s ing 

skill in dealing with face to face situations (Kallaj ean , 

1955). Peddensee (1979) stated "There is nothing wrong 

with dietitians running a food-service department, but the y 

should have business marketing and personnel training ." 

(p. JJ) Peddensee pointed out tha t the tre~d in the las t 

15 years indicates that business men and women are being 

hired in the food-service directors' positions. This also 

indicates that there is a need for more management education 

for dietitians. 

Matthew, Mahaffey, Lerner, and Bunch (1975) found that 

a panel designed to predict roles of the administrative 

dietitian in the year 1984 concluded that food-service 

systems would be managed by food- service directors rather 

than dietitians. The reason cited was that the necessary 

basic education in business is lacking from the dietitian's 

curriculum. Recommendationw were also centered around 
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incorporation of specific business courses such as personnel 

management and labor management relations as part of the 

undergraduate curriculum for dietitians. 

Determination of leadership style is one s tep toward 

the assessment of management skills of hospital dietary 

department directors--dietitian or non-dietitian. 



Hypotheses 

The null hypotheses and hypotheses tested were1 

(a) There is no significant difference between the "consi d

eration"- score, as measured by the LOQ, between dietitian 

and non-dietitian hospital dietary department directors, 

and (b) There is no significant difference between the 

"structure" score, as measured by the LOQ, between dietitian 

and non-dietitian hospital dietary depa~tme~t direc tors . 

The research hypotheses were1 (a) There is a 

significant difference between the "consideration" score , 

as measured by the LOQ, between dietitian and non-dietitian 

hospital dietary department directors; and (b) There is 

a significant difference between the "s tructure" score , as 

measured by the LOQ, between dietitian and non-dietitian 

hospital dietary department directors. 

20 



Methodoloey 

The subjects for this study were from the population of 

hospital dietary department directors, as ascertained from 

the City of Houston telephone directory . Two groups were 

formed. Group A consisted of those directors who are members 

of the American Dietetic Association and/ or registered 

dietitians. Group B was composed of all other direc tors, 

not meeting the criteria defined for Group A. Adva nce 

telephone inquiry by the investigator r evealed app roximately 

J8 members projected for Group A and 35 for Group B. 

The Leadership Opinion Questionnaire (se e Append i x A. ) , 

a combined Human Research Studies Consent form and Biographi

cal Data (see Appendix B.), and a cover lett er signed by the 

investigator and the research committee chairman (s ee Appen

dix C.) were mailed to each subject a t his/ her place of 

employment. The Leadership Opinion Questionnaire (L OO ) is a 

self-administering booklet which contains a self-scoring for

mat. Biographical data gathered and documented included 

number of beds in the hospital where employed, number of 

dietitians supervised (members of ADA or registe red dieti

tians), number of employees supervised, and membership number 

in the ADA. A self-addressed stamped envelope was enclosed. 

The returned LOQ was manually scored by the investigator . 

21 
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This included a blind second tabulation for acc uracy of 

results. If two or less items were incomplete, the average 

from the correlating category was applied to that question 

in accordance with the Manual for Leadership Opinion_ 

Questionnaire (Fleishman, 1969). As also directed in this 

manual, if there were three or more unanswered items, the 

test was invalid. 

At-test of difference of independent means wa s 

computed from the results of the ques t ionnaire . I ndependent 

variables were the two groups--dietitian and non- di eti t ian 

hospital dietary department directors. The dependent variable s 

were t.he "consideration" and "structure" scores. 



Results and Discussion 

Forty-four responses to the Leadership Opinion ~uestion

naire were obtained from the ?J Houston area hospital dietary 

department directors surveyed--a 61% response rate. There 

were 2J responses meeting the requiFements to be categorized 

in Group A (dietitians) and 21 responses were categorized in 

Group B (non-dietitians). Data relative to the descrip t ion of 

the working environment appear in ·~'able 1. 

Dietitians as a group tended to supervise a larger 

number of dietitians than did non-dieti t ians . The number 

of beds in the hospital where employed and the number of 

employees supervised were similar. This s uggests that 

similarity of environment could have contributed to similari ty 

in leadership style. 

Statistical Analysis 

The t-test of independent means was calculated. 

Results are presented in Table 2. Both null hypotheses 

failed to be rejected at the P<,05 level. The statis tical 

analysis indicated that no significant difference was 

detected by the Leadership Opinion Questionnaire between 

"consideration" or "structure" scores of dietitian and nor.

dietitian hospital dietary department directors. This 

2J 



Table 1 

Description of the 1,~orking Environment 

Number of beds where 
employed 

1-200 

201-500 

501-800 

800+ 

Number of dietitians 
(ADA and/or R.D.) 
supervised 

0-J 

4-7 

8-12 

Greater than 12 

No information 

Number of employees 
supervised 

0-50 

51-100 

101-200 

Greater than 200 

No information 

Dietitians 

24 

10 

8 

1 

4 

16 

1 

J 

J 

0 

lJ 

J 

J 

2 

2 

Non-dietitians 

lJ 

4 

0 

4 

16 

1 

2 

0 

2 

16 

1 

1 

2 

1 



Variables 

Table 2 

T-Test for Difference Between the 

Mean for Two Groups of Hospital 

Dietary Department Directors for 

Two Scales From the Leadership 

Opinion Questionnaire (LOQ) 

Dietitians Non-die t i t ians 

( N=2J) ( N=21) 

M SD M SD 

Consideration 55.57: 8 .29 54. 10: 5 . 21 

Structure 51. 57 = 7. Jt 49.14: 6 .87 

25 

t F 

. 65 NS 

1,lJ NS 
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suggests that difference in educational preparation exis t ing 

between dietitians and non-dietitians does not significantly 

affect leadership style as assessed by the LO~ . 

Fleishman (1969) displays a norms table of percentile 

range of scores with a verbal description of the de gree of 

relative success of the leader in the LOQ manual (see Table 

J). When compared to the norms table, die t itians' 

scores mean for "consideration" (55.57) placed in the hi gh

average to lower-high percentiles for the majority of 

occupation categories. This indicates that dietitians 

generally should have job relations with subordinat es 

' characterized by mutual trust, respect for subordinates' 

ideas, and consideration for subordinates' feelings, of 

a somewhat higher degree than the leaders docume nt ed in 

the LOQ literature. Non-dietitians' scores mean (54 .19 ) 

placed in the average percentile range for more of the ca te 

gories in the norms table. 

The mean scores for "structure" for dietitians (51.57), 

as well as those for non-dietitians (49,14) placed in the 

average percentile range of the LOQ studies. This indicates 

that neither group is an extremist, but yet they do not 

avoid participation in directing group activities through 

planning, communicating information, scheduling , criticizing , 

or trying out new ideas. 



NORMS TABLE J 

General S to re and S upervisory 
Supe rvi so ry First -Line Mil.Id le flank Ass ista nt S tore Un ive rsity Educatio nal and Head 

Verbal 
Pe rsonne l Ad m in . Clerk s Foreme n Execu t ive s Manage rs Manage rs Manage rs S tude nt s Supe rvi sors Nurses 

De scription l'<'rccn lile 
N = 3008 N = 100 N = 463 N = 314 N = 678 N = 114 N = 337 N = 551 N = JOO N = 326 

C s C s C s C s C s C s C s C s C s C s 
99 72 68 67 68 - 69 - 68 65 64 - 73 72 71 68 63 76 6 1 69 67 Very 
98 69 66 - 67 66 67 73 67 64 62 70 69 69 70 65 61 74 - 67 65 lligh 
97 68 64 66 66 65 66 72 65 63 6 1 69 68 66 68 64 60 73 55 65 64 

95 65 63 65 65 64 64 69 63 61 60 69 67 64 67 63 58 72 54 64 62 
90 62 60 64 6) 62 61 65 60 59 57 63 63 61 64 61 51 71 52 63 58 

!\) ll igh 85 60 58 6 1 6 1 6 1 59 63 59 58 56 (,0 60 59 62 i: 55 70 5 1 61 56 
'1 80 59 57 60 60 59 57 61 58 57 55 59 58 57 61 54 68 50 60 54 

75 58 55 .~R ~8 58 56 59 56 . 56 54 51 57 56 60 57 53 66 49 59 53 

69 57 54 57 57 51 55 511 55 55 52 56 55 55 59 56 52 65 46 58 5 1 
(10 55 5l 55 5(, 55 53 57 53 5J 5 1 55 54 53 58 54 50 63 44 56 50 

/\ ve r;1gc 50 53 50 53 54 SJ 51 55 51 52 SU 54 53 51 56 53 49 62 42 54 47 
40 5 1 4'1 50 53 52 50 53 41:1 50 411 53 5 1 50 54 5 1 47 6 1 41 53 46 
J I 50 47 49 51 50 47 52 46 49 47 52 4') 48 53 49 45 60 J'J 51 44 

25 41:1 -15 47 50 48 46 5 1 44 48 46 50 48 47 52 48 - 58 38 50 42 
20 47 44 46 48 47 45 50 43 47 45 ~ •) 47 45 51 47 44 57 37 49 41 

I.ow 15 46 42 45 45 46 43 41:1 41 '1 6 43 4H 46 44 49 46 43 56 36 48 39 
10 44 4 1 42 43 44 4 1 47 40 44 42 47 44 42 47 45 41 55 34 46 38 
5 42 38 40 42 42 .18 45 38 42 4U 46 39 39 44 4) 39 54 31 44 34 

3 41 36 38 40 40 )6 44 37 41 JR 43 33 38 43 40 34 52 29 42 32 
Very 

2 40 34 37 39 JR J4 43 34 40 36 42 32 36 -12 39 33 46 28 41 31 
Low 

I JI! J I 36 - J(, 27 42 3 I 38 35 411 - 33 38 211 29 - - 37 29 

' From Manual for L ea de h . r s i p 0 p i nion Q ues tionnaire T-' l e i s hman 1 6 9 9 



Conclusion 

There is no significant statistical difference betwe en 

the "consideration" score or the "structure" score as 

measured by the LOQ between the dietitian and non-dietitian 

holding a position as hospital dietary department direct or. 

It is possible that the LOQ was not sensi t i ve t o th e 

degree that leadership style differences whi ch ac tua l ly 

exist between the two group s were det ected. This i s i mpr ob 

able due to .the numerous validity studi e s r ep ort ed i n the 

LOG literature (Fleishman, 1969). 

The scores in this study suggest that p ersons acting 

as hospital dietary department directors ar e a dequa t e l eade r s , 

as opposed to being categorized as outstanding or i na dequa te 

leaders. 

'I·he review of literature indicates num erou s refe r ences 

to the need for increased emphasis on development of leade r

ship skills and management in the curriculum for dietitians. 

The results of this study suggest that this need exists 

for both dietitian and non-dietitian dietary depart me nt 

directors. 
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Implications 

The LOG was orginally designed to ass e ss self- pe rcept ion 

of leadership style in the field of business and i ndus t r y . 

It was in this field that the LOQ has been vali da ted t o 

determine success of a leader. Future r esearch i n leadership 

style among members of the dietary dep a rtment sh ould f ocus 

upon correlation of actual success of a l ea de r to self

perceptions that have been documented . Actua l success could 

be assessed by use of the Leade r Behav i or De scr i pt i on 

Questionnaire and actual production rate s. 7he r e i s als o 

a need for a leadership style assessme nt tool which ha s 

been validated specifically for a leade r i n the h ea l th 

care profession. 
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Biograohical Da t a 

Please sppply the following information: 

Position Title _________________________ _ 

Degree Held (if applicable) ________________ _ 

Major (if applicable) ____________________ _ 

Number of beds in hospital where employed __________ _ 

Number of dietitians supervised ______ ___,,,_ ________ _ 
(r11ember of ADA or registered die t itians) 

Number of employees supervised ______ ~----------
(excluding dietitians mentioned a bov e) 

Membership number in ADA (if applicable) __________ _ 

(The investigator will separate the form below, immedia tely 

upon receipt of the response. The form below will be filed 

in TWU Nutrition Department Office and will never be associat 

ed with response data.) 

I agree to participate in this research project a nd to 

allow Karen Yowell to review my responses to the Que s tionnaire . 

I understand that all information will be confident ial. My 

name will not be associated with any data. I understand 

that I may withdraw my consent and discontinue participation 

in this study at any time. 

Signature 
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Date 

Name, Title 
Business 

37 

Address of Hospital Dietary Department 

De~r (Name of Subject): 

I am a graduate student in nutrition at Texas Woman's Univer
sity, Houston Center. For my Master's Degree thesis, I am 
studying the leadership styles preferred by hospital dietary 
department directors. 

To accomplish the study, I am asking you and approximately 
75 other hospital dietary department directors in the local 
area to participate. I would like your opinion with regard 
to a variety of leadership practices. 

About 15 minutes of your time will be required . I will need 
the following three (3) forms completed and returned in the 
self-addressed stamped envelope. (1) The Leadership Opinion 
Questionnaire; (2) The Biographical Data; and (3) Research 
Consent Form. The signed research consent form is necessary 
to insure protection of your rights and must be filed at the 
TWU Nutrition Department. It will be separated by me from 
the other data as soon as I receive your response. Your 
name will not be associated in any manner with the response 
data. On the Leadership Opinion Questionnaire you will no
tice that you have instructions not to complete the Identifi
cation portion on the cover sheet. 

I need your opinion for my study. I hope you will be able 
to spare the 15 minutes needed soon. Your participation 
will be appreciated very much. I will be happy to answer 
any questions you may have concerning my study. 

Sincerely, 

Karen L. Yowell 
9900 Richmond Avenue #910, Houston, Texas 77042 
784-2158 

Approved: 
Shirley D. Baird, Ed.D., R.D. 
Chairman, Research Committee for Karen Yowell 
Texas Woman's University, Houston Center 



Enclosures: 1 Leadership Opinion Questionnaire 
1 Biographical Data Form 
1 Human Research Consent Form 
1 Self-addressed, stamped envelope 
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TEXAS WJMAN Is UN' IVERS Il'Y 

1-buston eenter 

HUMAN RESEARCH REVIEW CO~T>1 ITIEE REFORT 

S'IUDE!IT'''S NAME Karen L. Yowell 

PROPOSAL TITLE Leadership st yl es: A compar~son of dietitian and 

non-dietitian hospital dietary department director s . 

Disapprove Appr ove 

\ 

Disapprove Approve 

Disapor ove 40 . Approve 
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