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ABSTRACT

The purpose of this study was to investigate the effect of cultur

al differences on the value orientations of a group of administrators

in higher education in the State of Hawaii. The population to which

the study sought to generalize was the Japanese American and Caucasian

American administrators in the University of Hawaii System. A popu

lation of administrators from the California State University System

was used as the comparison group.

The theoretical framework upon which this study was based was

the general model described by Getzel and Thelen, which was an adap

tation of an earlier model introduced by Getzel and Guba called" the

Social Process Theory. Using this model, the study developed several·

testable hypotheses and sub-hypotheses.

The background of the study reviewed the following: 1) the

historic cultural values of the Japanese which were profoundly influenced

by the code of the bushi, the warrior class of ancient Japan, 2)the

effects of this very demanding social code on the value system of

the Japanese who immigrated to Hawaii, and 3) the enculturation process

of the American born descendents of these immigrants. Also included

was a review of the major aspects of Western cultures, particularly

as they impact on the basic American value system. The ramifications

of these culturally based differences on administrative styles were

examined.

The major problem investigated was whether systematic differences



vi i

existed in the value system among and between the three groups of

administrators (the Japanese Americans and Caucasian Americans in

Hawaii, and the California Caucasians). Sub-problems investigated

were whether there were differences due to gender, generation, and

geographic location.

To aid in the analysis of the problems, an instrument called the

Administrator Value Orientation Scale (AVOS) was developed. The

instrument was designed to measure the reponse of subjects on six

traits, e.g., taciturnity, respect for rules and regulations, respect

for rank and authority, reciproc3ty, particularism, and collectivism.

These traits were determined, through literature search and investi

gator's familiarity with Japanese cultural values,to be the major

traits upon which Japanese American administrators might differ from

those with a Western orientation. AVOS thus consisted of six sub

scales representing these traits.

The development of the instrument included four major steps.

First, a panel of Iljudges ll working from definitions of the six traits

made determinations of appropriateness and quality of the individual

statments and selected those to be included in a preliminary instrument.

Second, the preliminary instrument was field tested on a group of

potential administrators. Third, the data from the field test were

used to conduct item analyses and reliability studies. Fourth, a

second round of analysis was performed which yielded the final

instrument consisting of fifty items divided into six sub-scales.

A stratified random sampling technique was used to select subjects
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from six sub-groups; male and female Japanese Americans, male and

female Hawaii Caucasians, and male and female California Caucasians.

The instrument was mailed to three humdred and one subjects. Response

rates ranged from fifty-seven pet'cent (57%) to seventy-five percent

(75%) among the six sub-groups.

A series of one-way analyses of variance were used to search for

differences among and between the three major groups (Japanese American,

Hawaii Caucasian, and California Caucasian administrators) as well as,

sub-groups based on gender, generation, and geographic location. The

Student-Newman-Keuls post hoc comparison test was utilized to further

analyze the data for differences between groups and sub-groups.

The study revealed that the value orientations, as measured by

the AVOS, of Japanese American administrators differed systematically

from the Caucasian administrators, a~d that the sub-scales Taciturnity,

Rules, and Particularism within AVOS contributed most to the differences.

Thus, the study concluded that Japanese Americans had a higher regard

for taciturnity and for rules and regulations while the Caucasians

were more particularistic within the dimensions of particularism

covered by the AVOS. There were no major differences revealed due to

gender, generation~ and geographic location. Thus, none of the male

groups differed significantly from their female counterparts; the second

generation Japanese Americans did not differ in any major way from the

third generation; and the Hawaii Caucasians did not differ significantly

from the California Caucasians.
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CHAPTER I

INTRODUCTION AND STATEMENT OF THE PROBLEM

This chapter contains the purpose of the study, the theoretical

framework upon which it was based, the background and the statement of

the problem. Included with the statement of the problem are the hypoth

eses generated, the pertinent definitions and assumptions, and the

delimitations of the study. Because the problem investigated the

cultural dimension of the theoretical model, the relevant aspects of the

social and cultural background of the primary ethnic group of this study

(the Japanese Americans in Hawaii) have been treated at length, to pro

vide a necessary .perspective and background.

THE PURPOSE OF THIS STUDY

The purpose of this study was to determine whether certain social

and cultural differences exist among public administrators with different

ethnic backgrounds, and whether such differences affect their adminis

trative styles and behavior. The ethnic groups selected were the

Japanese American and Caucasian American educational administrators in

Hawaii. The population of both groups are large enough, within the

institutions of higher education in the state of Hawaii, to provide a

natural laboratory for the study of such contrasts.

This study is of special relevance in Hawaii because a la~ge segment

of public administrators, particularly in the field of education, are of
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Japanese descent. The examination of their social and cultural mores

will furnish a better understanding of the effect of culturally based

differences on role expectations, and personality characteristics.

THEORETICAL FRAMEWORK OF THE STUDY

The conceptual framework of this study was based upon the Social

Process Theoryl advanced by J.W. Getzels and Egon C. Guba. This theoret

ical construct has provided a most useful framework which has expedited

systematic research in various aspects of the field of educat'ional

administration.

In essence, the theory states that administration is a sucial process

and that organizations are social systems consisting of two major dimen

sions: the nomothetic or institutional and the idiographic or personal

dimension, which are phenomenally interactive and explain social behavior

within the system. The nomothetic dimension consists of the institution

which establishes roles which in turn prescribes expectations for the

role incumbents. The idiographic dimension consists of individuals who

have unique personalities which in turn are defined by their need

dispositions. The nomothetic and idiographic dimensions are illustrated

in Figure 1.

The theory postulates that social behavior results as the individual

copes with the pattern of institutional demands and expectations in ways

that are consistent with his own independent pattern of needs. Behavior

is defined in the model B=f(RP), where B is the function of R (Role) and
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(Nomothetic Dimension)

sociaflnsltitlution~R~llel-->Experctatlions~ Socia~
System Behavf or

, v w ?

~ Individual-:>Personal ity--> Need-Disposi tion...............

(Idiographic Dimension)

Figure 1. The Normative and Personal Dimensions
of Social Behavior

(Adapted from J.W. Getzels and E.G. Guba, "Social Behavior
and the Administrative Process",

School Review, 65 [1957] 429)*

*Source: Jacob W. Getzels, James Lipham, Roald Campbell, Educational
Administration As ~Social Process, New York, Harper Row, 1968, p. 80.

P (Personality). Behavior may also be described along a continuum,

ranging from role relevant performance to personality relevant perfor

mance as illustrated in Figure 2.

Persona1i ty

A B C

Figure 2. Continuum of Behavior*

*Source: Getzels, Lipham, Campbell, Educational Administration As a
Social Process 9 New York 9 Harper Row 9 1968 9 p. 82. ---

At point A, "rolell is emphasized such as for a soldier in which the

demands of the institution as prescribed by its role overshadow the

personal needs of the individual. At point C "personal t ty" is emphasi zed
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as for an artist where individuality and the expressions of one1s need-

dispositions contribute more to effective behavior than the institutional

role.

The following definitions of the tenns used in the Getzel-Guba

paradigm are offered for a better understanding and appreciation of the

paradigm:

Institutions are agencies established to carry out the necessary

functions for a social system. They are, therefore, purposive, struc-

tured to IIhouse ll people, normative because prescribed roles serve as

norms for the behavior of the role incumbents, and they are sanction

bearing with ability to impose positive and negative sanctions to insure

compliance to the nOnTIs.

Roles in the context of a social system are the structural or

normative elements defining the behavior expected of the incumbents.

They represent positions, offices, and statuses.

Expectations are those rights and duties, priVileges and obliga

tions, that prescribe what a person should or should not do in a partic-

ular circumstance as a role incumbent.

Personality is a difficult concept to define and Getzel has

combined definitions from Gordon Allport and Talcott Parsons and

Edward Shils to give the following definition:

Personality is the dynamic organization within the
individual of those need-dispositions and capacities
that detennine his unique interaction with the
environment. 2 .

Need-disposition is a tenn used by Parsons and Shils3 which suggests

both affective needs, or the tendency of an organism to accomplish some
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end state; and cognitive dispositions, or the likelihood and capacities

to accomplish this end state. Need-dispositions are, therefore, forces

within individuals which are goal oriented and which drive individuals

to know~ to discover, to create, to master, to achieve, to affiliate,

to dominate, to comply and to perform cognitive and perceptive forms of

behavior. Successful administrations are social systems that manage to

meet institutional goals and expectations while fulfilling individual

need-dispositions at the same time.

An expansion of the basic Getzel-Guba model described as the general

model has been presented by Getzel and Thelen.4 This model includes two

additional dimensions: the biological and the cultural. It is

illustrated in Figure 3.

Environment,-----------_-: -------------.,

>

----->

----;;.

---->Cul ture Ethos Va 1ues

r I 11 r 1.
~Institutions Rol e - -> Expectations____

Socia1 "'I I "'I l' "'I I ~Soc ia1
Systems v v Behavior

~Individual ---~>Personality ---~> Need- ~7

O
r .1 1. 1. pdistI

l
:o~s

rganlsm ?Constltu~lon ~ otentla ltles

1 I iii I
Cul tu'Vre Ethos Va1ues

EnvironmentI ~ :-. --J

Figure 3. The General Model of the Major Dimensions
of Behavior in a Social System.*

*Source: Getzel, Lipham, Campbell, Educational Administration As ~

Social Process, New York, Harper Row, 1968, p. 105.
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The biological dimension recognizes the individual as a biological

organism with certain constitutional potentialities and abilities. The

cultural dimension provides insights which suggest that, to understand

behavior in a social system, it is necessary to understand its articuia-

tion with the culture in which it is embedded. The cultural dimension

therefore consists of culture, ethos and values. Culture is described

by Clyde Kluckhohn as a "way of thinking, feeling, believing ...• It is

that part which is learned by people as the result of belonging to some

particular group, and is that part of learned behavior which is shared

with others. IIS Ethos is defined as a distinguishing pattern of values

in a culture. For the definition of value, Getzel offers Kluckhohn's

defi ni tion:

... ~ conception, explicit or implicit, distinctive of
an individual or characteristic ef a group, of the
desirable which influences the se~ection from available
modes, means, and ends of action.

The expanded social system model provided a powerful descriptive

theory which was utilized as a framework for developing testable hypoth-

eses about values and expectations.

THE SOCIAL AND CULTURAL BACKGROUND OF THE
JAPANESE AMERICAN IN HAWAII

The general model of Getzel et al., advances the view that culture

affects both the nomothetic and idiographic dimensions of the social

system and this study focused primarily on that concept. In the follow-

ing sections, certain aspects of the Tckugawa culture and its influence

on the nomothetic and idiographic dimensions of the Japanese social
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system of that era were examined. The Tokugawa influence was then

traced from the country of its origin to the social system of the

immigrant community which was established in Hawaii.

The Tokugawa Culture

The Tokugawa Shogunate which controlled Japan for nearly three

centuries was established by Tokugawa Ieyasu who won the great Battle

of Sekigahara and subsequently received the title of Shogun in 1603. 7

During his reign as Shogun, Ieyasu laid the foundations for a highly

controlled mil itary-bureaucratic social order.

The Tokugawa society was tightly structured and hierarchically

based. The bushi or samurai as heads of the military and administrative

units of the bureaucracy occupied the highest rank in society and were

followed in order by farmers, artisans, merchants and "others who were

ranked according to their productivity.

The bushi, the key force of that era, emerged as a dominant group

around the twelfth century and remained so until the Meiji Restoration

in 1868. They lived by a strict code of ethics and a value system known

as bushido. Bushido flowered under Tokugawa rule and was a potent force

in the culture of that era. Over time its influence was extended to all

levels of the society and became an intrinsic part of Japanese character.

Authors such as Inazo Nitobe considered bushido to be the II soul of----
Japan li8 and believed that the essence of being Japanese could be attri-

buted primarily to bushido.

While bushido can be literally translated as the "military-knight

ways", it actually has several varying interpretations. Robert Bellah in
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Tokugawa Religion reveals that in its most chauvinistic interpretation,

bushido is interpreted as "death", or more specifically, lithe will to

die". 9

The bushi meditated about death to eliminate the fear of death and~

thus~ eliminated self as a source of obstruction in his engagement of

right thought and action. Death in the service of one's lord was con

sidered the most appropriate way to die and the training of a child in

filial piety was so that, as an adult, he could serve his lord with

unfailing loyalty and rectitude. Rectitude, according to Nitobe, was

interpreted as lithe power of deciding upon a certain course of conduct

in accordance with reason, without waverir.J; to die when it is right to

die, to strike when to strike is right. lllO Courage, therefore, was

defined in terms of rectitude or doing what is right.

Thus, bushido may be perceived as contributing especially to the

nomothetic dimension of the Getzel-Guba moeel as it applied to the

Japanese social system of that time. The institutions established by

the Tokugawa shogunate existed within the culture of the bushi and pre

scribed certain stringent role expectations for its incumbents. This

concept of bushido as a central cultural influence affecting the

nomothetic or institutional dimension by determining the expectations for

the role incumbents has important ramifications for this study.

With both the increase in bureaucratization and the elimination of

the civil wars which had been occurring prior to Tokugawa rule, bushido,

according to Hall, "became a way of life as much for civil administrators

as for the officers in the field." l l Some of the values and traits
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attributed to the bushi and of particular relevance in the area of public

administration are:

1) A vertical and hierarchical orientation within social

organization.

2) Respect for rank and authority.

3) Dedication to the performance of duty.

4) Reciprocity and a sense of personal obligation.

S) Rectitude and deep respect for rules and regulations.

6) Particularism and commitment to particularistic obligations.

7) Collectivism and orientation to group goals.

8) Non-verbality and.the view of silence as a sign of

trustworthiness and dedication.

To exhibit the cultural and nomothetic dimensions of the Getzel-

Thelen paradigm within the context of the Tokugawa era, the general

tenms of the model have been replaced by bushi culture, ethos and values

and presented in Figure 4.

Cultural Dimension

Bushi > Bushi __-,>Bushi
Culture Ethos Values

TOkIgawa I
Instituti-o-ns-----> Roles

Nomothetic Dimension

Figure 4. The Interaction of the
Tokugawa Cultural and Nomothetic Dimensions
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As illustrated in Figure 4, the culture of the bushi affected the

basic Japanese ethos yielding its distinguishing pattern of values.

The elements within this cultural dimension interacted with the nomo

thetic dimension consisting of various Tokugawa institutions established

within the bureaucratic order and giving rise to various roles and

expectations prescribed by the roles. While the Tokugawa institutions

were estab1'jshed in the seventeenth century, the influence on Japanese

character has persisted through the mid-twentieth century.

The Influence of Confucianism

Confucianism was the ideological base for both the social and the

political orders of the Tokugawa era. While Confucianism had been intro

duced to Japan earlier, its appeal had faded. However, it reemerged

strongly during this period because its teachings were most suitable for

the nature of the society prescribed by the Tokugawa leaders.

The doctrine of Confucianism emphasized the proper regulation of

human relationships. The five basic relationships identified by

Confucius were those between 1) the ruler and the ruled, 2) husband and

wife, 3) father and son, 4) elder brother and younger brother, and

5) friend and friend. Wives being subordinate to husbands, all but the

last are hierarchical in nature and all are relationships between

particular persons.

Noticeably absent from these Confucian relationships were the

feminine relationships. According to van Strae1en, women in Japan, prior

to the ascendancy of Buddhism and Confucianism, occupied a higher status
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than they did subsequently. Straelen discusses the low opinion of women

held by Confucius and provides the following quotations by Confucius: l2

Women are as different from men as earth from heaven.
Of all social intercourse, that with women and ser
vants is the most difficult. If you a~e too free
with them, they become indiscreet, while if you keep
away, they become discontent.

The five worst maladies that afflict the females mind
are: indocility, discontent, slander, jealousy and
silliness. Without any doubt, these five maladies
infect seven or eight out of every ten women, and it
is from there that arises the inferiority of women to
men ..•• Such is the stupidity of her character that
it is incumbent on her, in every particular, to
distrust herself and to obey her husband.

In spite of Confucianism, samurai women, according to A.M. Bacon,

shared with men the responsibilities of their rank and the pride attached

to their positions. A woman's first duty, however, in all ranks of

society, was obedience; and the samurai women wiilingly made sacrlttces

in order that her father, husband or son could better fulfill his duty

towards his feudal superior.

The five basic relationships of Confucius are both hierarchical and

particularistic in nature. Edwin Reischauer, in describing relationships

in the Far East, states that the fundamental difference between the Far

East and Europe is the difference between universalism and particularism.

"ln the West we have tended to build up a universalistic ethic which

equates all individuals in their relationship to God or to society. In

the Far East, such relationships tend to be specific. Proper ethical

conduct cannot be generalized but depends upon the particular relation

ships between the two individuals involved. Is the other man your

ruler, your father, uncle, brother, friend or stranger? The way you
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treat him should differ accordingly. Treating a stranger as a cousin

would be doing an injustice to your cousins. 1113

While the bushi1s intense concern for loyalty and service to the

Lord had a major effect on the nomothetic dimension, Confucianism

affected the Japanese at a personal level, and thereby influenced the

idiographic dimension of the social system. Confucian morality encom-

passed virtues and traits such as benevolence, honor, self-respect,

politeness, learning and integrity. The bushi also maintained a strict

control of their emotions, masking both joy and anger, verbally expressing

very little, and extensively utilizing non-verbal means of 'communication.

Thus, they tend to be portrayed as stoic, enormously self-disciplined

and self-sacrificing figures who were sternly dedicated to the training

of mind, body and spirit while maintaining a tacit demeanor, utilizing

language as much to conceal as to reveal.

These value and traits when isolated are certainly not unique to

the bushi and are commonly found among many other peoples. The unique

ness lies in the behavioral mode and the personality that emerged from

the combination of these values and traits and their influence on

Japanese national character. Thus, the bushi exerted a significant

level of influence on both the nomothetic and idiographic dimensions of

the social system of Japan.

The Meiji Restoration

The hegemonic state of the nation under the shogunate, the stability

and length of Tokugawa rule, the homogeneity of the population, and the

relative isolation of Japan from the rest of the world, especially the

West, were factors that contributed to the unhindered development, the
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widespread promulgation and the firm entrenchment of a particular value

system in Japan. The Meiji Restoration finally overturned Tokugawa rule

in 1868 and Japan began its modernization, but the Tokugawa value system

was not abandoned. It survived the social upheaval of the Restoration

and still remains as a major c~mponent of the Japanese value system of

today. In fact, some historians believe that the very success of the

Meiji Restoration was due to the bushi mentality of its leader. Bellah

views the Restoration as a "culmination and intensification of the

central values rather than a rejection of them. 11
14 It is at this junc

ture in the history of Japan that the history of the Japanese in Hawaii

began.

The Japanese in Hawaii

The first group of 153 Japanese to arrive in Hawaii left Yokohama

on May 17, 1868,15 five months after the resignation of the last

Tokugawa Shogun, Yoshinobu, and at the onset of Meiji rule. This first

group was privately contracted to work in the sugar fields of Hawaii.

Many thousands more, primarily from the farmer and laborer classes, were

to follow under contracts negotiated between the governments of Japan

and Hawaii. Table I on page 14 provides the immigration data by arrivals,

births, deaths, departures and net growth for several time periods.

According to the data in Table I, by 1894, which marked the end of

the government contract period, 29,000 had immigrated from Japan. By

the end of 1924, the number of Japanese had risen to over 126,000. Of

these, 15,339 were plantation laborers who constituted approximately

thirty five percent (35%) of the plantation labor pool of 1924. 16



Tab1 e 1.1

The Growth of the Japanese Population in Hawaii From 1885 to 1924*

Excess Over
Departures

Arriva1s Bi rths Deaths DepartUl"eS & Deaths

1885-1B94.....Government Contract
Period.................. 29.069 1.305 1.773 8.171

1894-1900..... Private Immigration
Period.................. 56,579 12.000

1900-1907 ....• Free Irnnigration
Period.................. 71.281 23.000 6.100 60.576

1908-1924..... Restricted Immigration
Period.................. 61.489 64.622 21.225 71.456

Total .......... 2l8.418 88.927 29.098 152.203

20.430

72.184

33.430
126.044

Sources: Various-See Appendix
-Japanese Consulate records cited by Kihara pp. l61~165.

-Morita-Hattenshi p. 92.
-Report of the President of the Bureau of Immigration. 1894.

Notes: a) Births. deaths and departures for private contract period and free irnnigration
period are estimates pieced together from the above sources.

b) Departure figures include both to the U.S. continent and to Japan.
c) Arrivals to Hawaii from the mainland are not included in the above figures.

';'-Source of this table: P. 112. Okahata , James. Ed .• History of the Japanese in .Hawaii.
Honolulu United Japanese Society of Hawaii. 1971.

--'
-1'>0
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The Hawaii-bound Japanese carried with them their Tokugawa values

which they were to retain tenaciously in the ensuing years in Hawaii.

Their values of diligence, obedience, conformity, deference, respect for

authority, law and order and frugality were factors in their survival of

harsh plantation life.

The immigrants also brought with them a high esteem for education.

In spite of being mostly farmers, they recognized the value of education

and saw it as the means for elevating the social status of their children

and as a vehicle to hasten their departure from plantation life. In

1907, the Prince Fushimi Scholarship Fund was established to assist in

funding higher education for future Japanese American leaders. As early

as 1900 when the Japanese population numbered 61,111 with 4,877 as citi-

zens presumably born in Hawaii, there were ten Japanese language schools

throughout the islands with approximately 1500 students enrolled. 17

The language schools were instrumental in teaching language and in

inculcating the Japanese American children with the basic values of the

Japanese culture. Shushin, the traditional curriculum for teaching

morals and values in Japan was incorporated into language education in

Hawaii.

The instructional techniques of the language schools were similar to

those in Japan and the textbooks were approved by the Ministry of Educa

tion in Japan. The large number of Nisei children attending language

schools, generated anxiety among the territorial government authorities.

They feared the possible harmful effects of such education and attempts

were made to control the language schools by enacting statutes which

governed teacher qualifications and assessed fees of $1.00 per student.
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When the Territorial School Commission attempted to further restrict

language education by issuing regulations that denied the right to attend

these schools until pupils had completed the second grade in public

schools, and by requiring textbooks to contain the English equivalents

for the foreign words, the Japanese community resorted to testing the

constitutionality of these laws. They claimed that the laws unreasonably

restricted their right to procure instruction for their children. The

legal battle against unreasonable control of the language schools was

carried all the way to the u.S. Supreme Court, which ruled in 1927 that

the control laws as enacted by the government of the Territory of Hawaii

were unconstitutional. (Wallace.8.. Farrington et ~., Appel1ants.,. v.

T. Tokushige, et !L., 273 U.S. 284 (1927).

Subsequently, the Hawaii Japanese Education Association demonstrated

a sensitivity to the concerns of the governmental authorities by com

piling revised textbooks adapted to local conditions, which excluded

suspect material on Japanese nationalism and patriotism. However, the

Shushin curriculum in Hawaii continued to include popular Japanese values

such as fil ia1 piety, nonesty , industriousness, esteem for education,

respect for superiors (parents, teachers, older persons, supervisors,

etc.); duty and obligation, etc.

By 1940 there were approximately two hundred Japanese language

schools in Hawaii with over forty thousand students enrolled. 18 This

represented nearly one hundred per cent of the age cohort of Japanese

American children ages five to fifteen. 19 Thus it would appear that

nearly all of the Japanese Americans who were born in Hawaii and are
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beyond the age of fifty today had a significant formal indoctrination to

traditional Japanese values through these schools.

With the advent of World War II. all Japanese language schools were

closed. They remained closed for approximately seven years. Thus.

Japanese Americans born just before and during the war years did not

attend language schools as children, though. subsequently. they may have

received language education in public schools and colleges. Approximately

eleven schools. remnants of the pre-World War II language schools.

reopened on Oahu around 1948. or shortly thereafter. Attendance, how-

ever. was not as universal as it had been prior to the war.

The esteem for education held by the Japanese immigrants and their

families was not limited to Japanese language education. They pursued

American public education as well and according to Andrew Lind, "By 1940.

approximately 65% of the American citizens of Japanese ancestry over the

age of 25 had completed eight or more years of American education as

compared with only 30% in the entire population of the Territory.

Similarly. the Japanese, to a greater degree than most of the other

ethnic groups in Hawaii, have availed themselves of the opportunities of

higher education.,,20

Because education was valued, teaching has been a profession of

great dignity and prestige among the Japanese Americans. Many·of the

~isei, especially the women. thus sought to become teachers, and the

Territorial Normal School under Benjamin Wist provided the first oppor

tunities for them to become teachers. The number of teachers and school

administrators of Japanese extraction steadily increased and at the
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present time, they represent approximately sixty five percent of all

educational personnel employed by the Department of Education (DOE) of

the State of Hawaii.

While the Japanese Americans were over-represented in DOE when

compared with the ethnic composition of the overall population of Hawaii,

they have been under-represented among the faculty and academic adminis

trators at the University of Hawaii. Perhaps the major reason was that

few sought graduate education especially at the doctorate level. Admin

istrative positions especially in the fiscal area that did not require

the doctorate have been filled predominantly 'by the Japanese Americans.

Thus, there is a bimodal distribution of 'administrators at the University

of Hawaii, with Caucasians predominating in academic areas and Japanese

Americans in the support services.

The disproportion of Japanese Americans in public administration in

Hawaii was not limited to the field of education; the situation was

observed in many other state and municipal agencies. This was due partly

to the bushi tradition which valued public service above commercial

endeavors and partly to the social and economic history of Hawaii in

which Ilwhi t e" domination limited opportunities in the private sector for

non-whites.

Another aspect of the bushi influence on the value system of the

Japanese ftmerican was profoundly demonstrated during the second World

War when approximately 10,000 Niseis volunteered to serve in the army to

prove their loyalty. Two thousand six hundred eighty six Japanese

Americans from Hawaii and another one thousand five hundred from the U.s.

continent were selected to form the 442nd Regimental Combat Team. 2l
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The 442nd Combat Team served in seven major campaigns in the

European theater and suffered a three hundred per cent (300%) casualty

rate. They won over eighteen thousand individual decorations for valor,

forty three Division Commendations, thirteen Army Commendations, two

Meritorious Service Unit Plaques, and seven Presidential Distinguished

Unit Citations. 22

At the battle front, they spectacularly displayed their unwavering

loyalty to thei r "lord", in this case, the American government, and

fulfilled Nitobe's characterization of the bushi virtue of rectitude,

i.e. lito die when it is right to die, to strike when to strike i5

right. 1I 23 The Niseis, therefore, appear to have performed in combat

according to the expectations prescribed by their values and ethos.

With the ending of the War and with the full redemption of their

II ci t i zenshi pll, the Japanese Americans began to rebuild their social

status. The war veterans extensively availed themselves of the educa-

tional opportunities offered through the G.!. Bill of Rights and quickly

built a power base in Hawaii that culminated in their achieving political

control of the Territor.y of Hawaii in 1954. -With their increasing

involvement in government affairs, more Japanese than ever entered pUblic

service.

The political achievement of the Japanese in Hawaii facilitated by

their plurality in the population, is a phenomenon that can very well be

attributed to their Tokugawa heritage and basic ethos. Bellah in Tokugawa

Religion analyzes the Tokugawa value system using the social action

theory expounded by Talcott Parsons and Edward Shils. The Japanese,
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Bellah bel ieves , place pr.iority on political values over economic values,

II pol i t i cal " and "economic" being used in the broadest sense by Parsons.

"Political" values, according to the theory~ are characterized by

the pattern variables of "performance" and "particularism". Parson and

Shils identify five specific dichotomous choices to be made before any

action has meaning and pattern variables consfst of these dichotomous

choices. Thesa pattern variables are presented in Figure 5.

Pattern
Variables

A
Universalism Particularism

G

Performance
'(Achievement)

Quality
(Ascription)

Economy Polity
"Economic Values" "Pol itical Values

Motivational or Integrative or
Cultural System Institutional System

"Cultural Values" "Integrative Values"
L

Figure 5. The Functional Sub-Systems of the Social System*
The Four Dimensions:

I

A Adaptation
G Goal attainment

I Integration
L Latency

*Source: Robert Bellah in Tokugawa Religion, p. 10.

Figure 5 is a paradigm showing the interrelationships of the social

system as described by Parsons and Shils and provided by Bellah in his

discussion of the Tokugawa value system. The five essential pattern

vari ab1es are:
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1. affectivity / affective neutrality
2. self-orientation / collective orientation
3. universalism / particularism
4. ascription (quality) / achievement (performance)
5. specificity / diffuseness

The central concern of the Japanese~ according to Bellah~ is with

goal achievement by the collectivity and loyalty~ therefore~ is con

sidered to be a primary virtue. In the Japanese value system, according

to Bellah, "contrnl l ing and being controlled are more important than

'doing' and power is more important than wealth. 11
24 Furthennore~ it is

the particular system or collectivity of which one is a member that

counts.

There was certainly ample evidence of the successful expression of

the political value system among Japanese Amer.icans in Hawaii. For

example, by 1974, three members of the U.S. Congress from Hawaii~ the

Governor of the State, the Superintendent of the Department of Education~

the Attorney General of the State and numerous legislators~ councilmen

and department heads within state and county governments were of Japanese

extraction.

The Japanese in Hawaii are not by any means to be considered iden-

tical to the Japanese in Japan. Still, it is possible that Tokugawa

values have persisted in Hawaii relatively intact. Values within

transported cultures are sometimes preserved more intact and for a

longer period than within the home culture and this may very well be the

case in Hawaii. The Japanese colony in Hawaii was large enough for the

preservation of the Japanese culture and identity. It was also distant

enough from the home country to remain unaffected by the changes

occurring there.
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The Process of Enculturation of Japanese Americans in Hawaii

The enculturation process of the Japanese American was influenced

both by strongly held cultural beliefs and by social circumstances which

tended to isolate the immigrants and their first generation of offspring

(the Nisei). The emphasis by the Japanese on their ancestral culture

can be attributed to several characteristics such as their high level of

ethnocentri sm, thei r coll ecti vi sm, their profound sense of "boundary"

that differentiates between "insiders" (uchi or "house") and "outsiders"

(soto) and their vertical social orientations.

The early Japanese immigrants were Meiji Japanese who tended to be

highly ethnocentric; having just emerged from an insular existence, 'they

were only beginning to be exposed to new peoples and cultures. Although

the Japanese acknowledged the technological achievements and superiority

of the Westerners, they were not yet ready to integrate socially with

any non-Japanese. Upon arriving in Hawaii, the Japanese quickly estab

lished tangible and non-tangible structures and institutions in the new

land, based upon the models in their homeland.

Furthermore, many of them viewed their presence in Hawaii as a

temporary hiatus in their lives and hoped to eventually return to Japan.

They were, therefore, anxious that their children be conversant with

Japanese culture, traditions and language. Most early families, there

fore, sent their children to Japanese language schools, worshipped at

Buddhist temples and Shinto shrines and observed religious and folk

traditions and festivals such as O-Bon, Boy's Day and Girl's Day.

Assimilation of the Japanese with the many other peoples and cul

tures of Hawaii occurred slowly, hindered not only by their ethnocentrism
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but also by their sense of "boundary", their collectivism and their

vertical orientations. These characteristics prevented them from

actively establishing relationships horizontally with other peoples.

Instead, they tended to function within their own social groups, thus,

reinforcing their traditional values for themselves and for their

children.

The size of the Japanese population in Hawaii and their living

situations were also influential in the enculturation of the Nisei.--
During the first half of the twentieth century, the Japanese population

in Hawaii ranged from 36.9% to 42.7% of the total population. 25 They

resided collectivel'y in plantation communities or scattered urban

pockets. In general, there was very little need or occasion to seek

socialization with other groups.

The Americanization of the Nisei children was achieved primarily

through the public schools, the radio, popular magazines, books and

movies. There was minimal social interchange with the dominant white

Americans. Prior to World War II, Hawaii was essentially a segregated

and dichotomous society in terms of power. The dominant Caucasian elite

constituted one segment and everyone else, except for a few Hawaiian alii

(royalty), constituted t.he second segment. The Caucasian elite generally

did not send their children to public schools and if they did, they set

up English standards or criteria that inhibited the enrollment of non-

whites in the same public schools. Exposure to lay American values was,

therefore, very limited for the Japanese and other non-white ethnic

groups in Hawaii. For these reasons, the enculturation of the Nisei
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proceeded predominantly along Japanese lines and the IIJapaneseness ll of

the Nisei today reflects this early influence.

The Sansei

The Caucasian component in Hawaii has changed considerably since

World War II. Both the War and Statehood brought many Caucasians of all

socio-economic levels to Hawaii causing a steady rise in their numbers.

By 1970, the Caucasians surpassed the Japanese in number and became the

largest ethnic group in Hawaii. 26 The Caucasians and the Japanese con

stitute approximately sixty-eight percent (68%) of the population of

Hawaii today.

AlthDugh most of the kamaaina (native born) Caucasians still remain

elite because of their considerably higher socio-economic status, the

newcomers have increased the white/non-white social interactions signif

icantly. The Sanseis, except fer the older ones who shared the Nisei

experiences, have experienced a more balanced bicultural exposure. In

fact, their experiences may be more accurately described as multicultural

because of the social integration that has occurred among the different

peoples in Hawaii and because of the new ethnic awareness movement that

has greatly encouraged and enlarged ethnic expressions among the various

peopl es.

In spite of this multicultural exposure, the Sanseis and other

younger generation Japanese in Hawaii are viewed to be essentially

retaining their "Japaneseness". A longitudinal study of the persistence

of valuEs among Japanese Americans in Hawaii completed recently indicated

that although some erosion of traditional values may be occurring among
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the younger generation, the Japanese in Hawaii are still pretty much.
engaged in their own ethnic groups and culture. 27

In this section, the researcher has attempted to describe some

select elements of a cultural system in Japan which has survived for

nearly four hundred years. Evidence of the effect of the values of this

system on both nomothetic and idiographic dimensions of the social system

of the immigrants to Hawaii and its effect on the enculturation of the

succeeding generations has been presented. The purpose has been to show

that a study of the value orientation of this segment of the administra

tive cadre in higher education in Hawaii may be reasonably expected to

produce contrasts when compared to other segments whose mores appear to

be substantially different.

THE CONTRASTING WESTERN CULTURE

The culture of one primary ethnic group of this study, the Japanese

American, has been reviewed. The culture of the contrast group, the

Caucasians is briefly reviewed in this section. The Caucasians primarily

originate from numerous Western countries and each national group has its

own culture; however, for the purpose of this study, it was impractical

to isolate a single Western group. They have, therefore, been combined

and treated essentially as a "White American" group primarily to serve as

a "control" group. Thus, only the basic Western American values of the

Caucasians have been described.

As stated earlier by Reischauer, an essential difference between

the East and the West is the particularism of the East versus the univer

salism of the West. J.W. Getzels clarifies the concepts of universalism
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and particularism and defines the terms within the context of adminitra-

tion. According to Getzels, 'IAn interpersonal relationship is said to

be particularistic when the nature of the interaction between the parti

cipants in the relationship is determined by what the individuals mean

to each other personally rather than by the office they occupy within the

given institution. Emotional rather than functional ties define the

mutual rights and obligations. In the universalistic relationships

matters are reversed. Emotional considerations are secondary to func

tional ones. Rights and obligations are determined on the basis of imper

sonal rather than personal factors. In the particularistic relationship,

the important question is who is involved; in the universalistic rela

tionship the important question is what is involved. 1I28

A comparison of Western bureaucratic organizations, as they were

first described by Max Weber, and Japanese bureaucratic organizations

reveals the difference between the universalistic versus the particular

istic orientation as the critical variable. According to Blau and Scott,

in Weber's bureaucratic organization, "officials are expected to assume

an impersonal orientation in their contacts with clients and with other

officials. Clients are to be treated as cases, the officials being

expected to disregard all personal considerations and to maintain com

plete emotional detachment and subordinates are to be treated in a

similar impersonal fashion. The social distance between hierarchical

levels and that between officials and their clients is intended to foster

such formality. Impersonal detachment is designed to prevent the per

sonal feelings of officials from distorting their rational judgment in

carrying out their duties.,,29
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However, Western bureaucracy as char~cterized by Weber does not

differ in all aspects from the Eastern. Aspects of bureaucracies such

as the organization of tasks, the hierarchical organization, the formally

established system of rules and regulations, and the lifetime career

orientation of the officials as described by Weber are common to both

Eastern and Western bureaucracies.

Ameri can Values

While Japan is a homogenous state and the Japanese national charac-

ter can be described with some accuracy, America is a heterogenous

society in which national character and values are difficult to describe

because of the diversity. Getzel, however, attempts to describe two

sets of "American values", the sacred and the secular. According to

Getzel, the sacred values are part of the American "creed" and are those

that we pay homage to on Sundays, state occasions and in curriculum

development. They are such values as democracy, individualism, equality

and human perfectability.

The secular values are more apt to change with time and constitute

such values as the work-success ethic, future-time orientation, indepen-

dence or autonomy and Puritan morality or moral commitment. Getzel

provides the following definitions for these values: 30

democracy, or th~ belief that the exp~rience of the many is more
inclusive than the experience of the few, that what people want
is what they need, and that the people are the best judges of
thei r needs.

individualism, or the belief that 'the individual is the fountain
source of energy, initiative, and responsibility in society and
has a right to self expression'.
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equality, or the belief that all men should have the same
opportunity to develop their talents, their rewards to be
by achievement, not by ascription.

human perfectibility, or the belief in the progressive
movement of the person and his society toward the ideal of
democracy, individualism, and equality.

work-success ethic - Anyone can get to the top if he tries
hard enough, and everyone has an obligation to try hard
enough to get to the top.

future-time orientation - The future, not the past or even
the present is important. We must be - and note the
vernacular - 'forward looking: and =on the go:, for what is
to come is bigger and better than what is now.

independence - The self is inviolable and as such of greater
ultimate significance than the group. The independence of the
self must be guarded from authority and from bureaucratic
interference. Self-determination, self-activity, self
perfection are the criteria of personal wants.

Puritan morality - Respectability, thrift, self-denial and
hard work.

Of the values isolated by Getzel as "American values", those that

contrast greatest with bushido values are democracy, individualism,

equality, and independence. For the bushi, self was unimportant and

inconsequential and his behavior was dictated by the institution. In

contrast, the American will assert his individuality and personality

and affect the idiographic dimension far more than the Japanese.

The emphasis in this section of the chapter has been to describe

the social, cultural and educational background of the Japanese American

in Hawaii by tracing their heritage back to the Tokugawa period, which

was influential in the history of the Japanese people. The cultural

mores of the bushi and their value orientation were discussed and traced

to the Niseis in Hawaii. The influence of the culture of the bushi on
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both the nomothetic and idiographic dimensions of the Japanese social

systems was also discussed. Finally, the contrasts between Eastern and

Western cultures and the values and role expectations of the two were

also briefly examined. The purpose of this section was to establish a

frame of reference for the introduction of the cultural variables which

contribute to suspected differences in the role expectations and need

dispositions between Japanese American educational administrators and

those administrators who were reared and trained in a more "Westernized ll

cultural milieu.

STATEMENT OF THE PROBLEM

This study was conducted to determine whether certain basic

Japanese values which originated primarily during the Tokugawa era of

Japan were present among Japanese American administrators in Hawaii, and

whether this value orientation systematically differentiated them in

terms of their administrative styles from administrators who were not

subject to similar value orientations.

Empiric observations of Japanese American public administrators in

Hawaii, as well as, knowledge of their educational and cultural back

grounds were the basis for the selection of six traits to be studied.

These six traits based within the value orientation of the bushi are

believed to contribute significantly to differences between Japa~ese

American administrators and Caucasian American administrators. To ana

lyze these differences, an instrument titled the Administrator Value

Orientation Scale (AVOS) which included the six essential traits was

developed. The traits were:
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1. Taciturnity

2. Respect for Rules and Regulations

3. Respect for Rank and Authority

4. Reciprocity

5. Particularism

6. Collectivism

In addition to the major problem under investigation i.e. whether

the idiographic and nomothetic value orientation of Japanese American

administrators in Hawaii contribute to different views on administrative

practice than a comparison group of Caucasian administrators reared and

educated under a more IIWestern ll value system, three important sub-problems

were also investigated. The first was: Were there systematic differences

in value orientations attributable to the gender of the respondents? Four

research questions generated in this area were: 1) Do male administrators

differ from the females in their value orientation? 2) Since the tradi

tional Japanese culture was highly male oriented and the six basic

characteristics cited above were more strongly emphasized among males,

has this produced a difference between the Japanese American male and

female administrators? 3) The same question was asked about male and

female Caucasian administrators both in Hawaii and on the U.S. Mainland.

(The U.S. Continent will be referred to as IIMainland ll in this study).

4) Do male Japanese American administrators differ from male Caucasians,

and do female Japanese Americans differ from female Caucasians?

The second sub-problem was the question of generational differences:

Are the third generation Japanese American (Sansei) administrators more
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Westernized and are their value orientations significantly different from

the second generation (Nisei)?

The third sub-problem related to geographic and acculturation dif

ferences raised the question: Do Caucasian American administrators in

Hawaii differ from Mainland Caucasian administrators who have never been

exposed to Asian cultures?

The Hypotheses

Hypothesi s II:

There is no significant difference in the group

means of the Administrator Value Orientation

Scale (AVOS) among and between the three groups

of administrators, Japanese Americans (JA),

Caucasian Americans in Hawaii (HC) and Mainland

Caucasian Americans (MC).

Note: In this study "Mainland" Caucasian refers to a sample of

administrators from the California State University System.

Sub-Hypothesis I: There is no significant difference in the

mean scores among and between the three

groups of administrators for each of the

sub-scales of the AVOS.

There is no significant difference in the group

means of the AVOS between male and female JA

administrators

Based upon the problem statements, the following set of hypotheses

were generated:

Hypothesi s I:
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Sub-Hypothesis II: There is no significant difference in the

group means of each of the six sub-scales

of AVOS between male and female JA

administrators.

Hypothesis III: There is no significant difference in the group

means of the AVOS between male and female HC

admi nistra tors.

Sub-Hypothesis III: There is no significant difference in the

group means of each of the six sub scales

of AVOS between male and female HC

administrators.

Hypothesis IV: There is no significant difference in the group

means of the AVOS between male and female MC

administrators.

Sub-Hypothesis IV: There is no significant difference in the

group means of each of the six sub scales

of AVOS between male and female MC

administrators.

Hypothesis V: There is no significant difference in the group

means of the AVOS between male JA and male HC

administrators.

Sub-Hypothesis V: There is no significant difference in the

group means of each of the six sub scales

of the AVOS between male JA and male HC

admini strators.
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Hypothesis VI: There is no significant difference in the group

means of the AVOS between male JA and male MC

administrators.

Sub-Hypothesis VI: There is no significant difference in the

group means of each of the six sub scales

of the AVOS between male JA and male MC

administrators.

Hypothesis VII: There is no significant difference in the group

means of the AVOS between female JA and female

HC administrators.

Sub-Hypothesis VII: There is no significant difference in the

group means of each of the six sub scales

of the AVOS between female JA and female

HC administrators.

Hypothesis VIII: There is no significant difference in the group

means of the AVOS between female JA and female

MC administrators.

Sub-Hypothesis VIII: There is no significant difference in the

group means of each of the six sub scales

of the AVOS between female JA and female

MC administrators.

Hypothesis IX: There is no si~nificant difference in the group

means of the AVOS between second and third

generation JA administrators.
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Sub-Hypothesis IX: There is no significant difference in the

group means of each of the six sub-scales

of AVOS between the second and third

generation JA administrators.

Hypothesis X: There is no significant difference in the grQup

means of the AVOS between male HC and male MC

admi nistrators.

Sub-Hypothesis X: There is no significant difference in the

group means of each of the six sub-scales

of AVOS between male HC and male MC

admi nis trators.

Hypothesi.s XI: There is no significant difference in the group

means of the AVOS between female HC and female

MC administrators.

Sub-Hypothesis XI: There is no significant difference in the

group means of each of the six suo-scales

of AVOS between female HC and female Me

administrators.

THE ASSUMPTIONS

Several assumptions have been made for this study. They were:

1. The majority of Japanese American administrators in Hawaii

consist of Nisei and Sansei who have been inculcated with traditional

Japanese values transmitted from the Tokugawa and Meiji societies.

(See pages 6 to 25)
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2. The ethos of those in educational administration will be

similar to those in other areas of public administration.

3. Although IICaucasian ll is a generic term referring to people

originating from numerous European countries! for the purpose of this

study! Caucasians were assumed to be a homogenous group of IIWhite

Arreri cans. II

4. The values and attitudes of the Caucasian Americans in Hawaii!

exposed for a significant length of time to the Asian culture here! will

differ from those of Caucasian Americans in the U.S. Three years has

been arbitrarily assumed as time required for acculturation.

5. Mainland Caucasians who were married to Asians or who have

lived in Japan or Hawaii were assumed to be acculturated with Asian

values and were eliminated from the sample.

THE DEFINITIONS

The six sub-scales of the AVOS are based on the terms defined in

this section.

Taciturnity is defined as the quality of being temperamentally dis

inclined or reluctant to talk or converse and to 'expose oneself to

possible criticism or attack. A taciturn individual is! therefore!

quiet! nonverbal! reserved and non-communicative.

Respect for rules and regulations is the diligence applied in

observing established ruies! regulations and protocol.

Respect for rank and authority is the high regard one has towards

persons in high social or official positions, respecting not only the
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occupants of the positions but the positions themselves, acknowledging

and accepting all rights and privileges that accompany such positions.

Reciprocity and sense of personal obligation is described as the

feeling of personal indebtedness and a need to behave according to the

expectations of the person to whom the debt is owed. Thus, a person with

a strong sense of reciprocity and personal obligation will always try to

"make Upll or reciprocate to the individual to whom he believes he owes a

debt, frequently disregarding personal costs. The debt may be material

(a gift, lunch treat, etc.) or non-material in nature such as a debt of

kindness, of protection, of moral support, etc.

Particularism is the emphasis placed on II par t i cular li or specific

persons. Behavior is thus considered to be particularistic when what

people mean to each other has primacy over what positions they occupy.

The organization thus operates very informally, influenced by personal

considerations and frequently but not necessarily by favoritism and

nepotism. Persons may thus be hired on the basis of a particular school

attended or on the basis of mutual acquaintances. "Who" takes precedence

over "what". In contrast, behavior is considered to be universalistic

and not particularistic when "what" takes precedence over "whom"; imper

sonal competence is more important than personal friendships or emotional

considerations; and rights and obligations are determined by legal and

official criteria.

Collectivism is defined as the doctrine or system that makes a group

actively responsible for the psycho-social and economic welfare of its

members. Collectivism emphasizes the importance of the collective, or
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group, instead of the individuals. The sense of belongingness to a group

is thus strong and group harmony and consensus is stressed.

THE DELIMITATIONS

This investigation was limited to the investigation of six specific

traits selected by the investigator for their relevance both to bushido

and to administrative styles.

The results of this study also depended heavily upon the quality of

the instrumentation. While the instrument was developed carefully with

particular attention given to its reliability and validity, the subjec

tivity of responses to any attitudinal instrument imposes a limitation to

the interpretation of the results. One can only hope that external

evidence reasonably represents the internal environment. An additional

limitation is the natural tendency of individuals to respond to attitu

dinal statements in a socially desirable manner.

SU~1MARY

This first chapter has presented the purpose of the study which was

to determine whether certain social and cultural differences existed

among public administrators with different ethnic backgrounds and whether

such differences affected their administrative styles and behavior. The

conceptual framework of the study was based on the Getzel-Guba Social

Process Theory and an adaptation of its paradigm by Getzel and Thelen

called the general model. The Getzel-Guba theory essentially states that

social systems have two basic dimensions which affect behavior: the
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nomothetic dimension consisting of institutions, roles and expectations

and the idiographic dimension consisting of individuals, personality and

need dispositions. In the Getzel-Thelen modification, a third dimension,

the cultural dimension is included and perceived as influencing both the

nomothetic and idiographic dimensions.

The cultural dimension consisting of culture, ethos and values of

the Japanese American administrators was examined by tracing aspects of

their socio-cultural history from the Tokugawa era, to the period of

Hawaiian immigration and through the pre and post World War II periods.

Emphasis was placed upon the inculcation of the Japanese Americans in

Hawaii with Japanese values (including those of the Tokugawa bushi) which

occurred both through informal socialization and formal Japanese language

and moral education. The Nisei generally attended Japanese language

classes daily after attending the public schools.

In the inculcation process, the Nisei learned among other things, to

be taciturn and to refrain from being verbal and talkative; to respect

rules and regulations and the laws of the land; to respect parents and

others with rank and authority; to be collective and consider the group

in social processes; to reciprocate and return obligations; and to value

education. These values were' hypothesized to be of importance in their

orientation toward administration.

The contrasting Western culture was also briefly reviewed and

Getzel·s definitions of secular and sacred "Western" American values were

discussed. The sacred values were those that were part of the American

creed while the secular values were those more apt to change such as
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work-success ethic, independence, future time orientation and Puritan

morality.

A sample of three groups of administrators in higher education were

selected for the study. They were: 1) Japanese Americans, 2) Caucasians

working in Hawaii, and 3) a group of Caucasian administrators in

California. The major problem was to determine whether substantive

differences existed among the three groups on a series of six traits

perceived to be relevant to administrative style. In addition, the

effects of gender, generational differences and geographic differences

were identified as sub-problems. A set of null hypotheses based on these

problems were generated.
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CHAPTER II

REVIEW OF LITERATURE

This chapter contains a review of pertinent literature. It includes

literature on: the concepts of culture and of value orientation; the

values and traits of Americans, Japanese, and Japanese Americans; the

effect of cultural values on management; and studies on the techniques of

the measurement of values and attitudes.

CULTURE AND VALUE ORIENTATIONS

Alfred L. Kroeber and Clyde Kluckhohn in Culture: A Critical Review

of Concepts and Definitionsl discussed the complexity of the concept of

culture and provided numerous definitions given by anthropologists,

sociologists, psychologists, philosophers and others. They also docu

mented the gradual emergence and refinement of the concept of culture.

According to these authors, "culture ll came from the German word

Kultur and was established in English by Taylor in 1871. The authors

provided seven basic categories of the definitions of culture. The first

group, the Descriptive Group, contained broad definitions with enumera-

tion of content, usually influenced by Tylor. Tylor's definition was

given as:

... that complex whole which includes knowledge, belief,
art, law, morals, customs, and any other capabilit~es

and habits acquired by man as a member of society.
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The second group of definitions, the Historical Group, consisted of

those that emphasized social heritage or tradition. The Normative Group

of definitions emphasized rule or ways. The others were: the Psycho

logical Group with emphasis on adjustment, learning and habit; the

Structural Group with emphasis on the patterning or organization of

culture; the Genetic Group with emphasis on culture as a product or arti

fact, or with emphasis on ideas and symbols. Finally, the authors also

provided a category of Incomplete Definitions.

The authors concluded that the central idea of culture formulated

by most social scientists was as follows: 3

Culture consists of patterns, explicit and implicit, of
and for behavior acquired and transmitted by symbols,
constituting the distinctive achievement of human groups,
including their embodiments in artifacts; the essential
care of culture consists of traditional (i.e., historically
derived and selected) ideas and especially their attached
values; culture systems may, on the one hand, be con
sidered as products of action, on the other as condition
ing elements of further action.

Kluckhohn and Strodtbeck in Variations in Value Orientations4

developed a classification of value orientations and used it as a basis

for formulating a theory of variation. The authors stated that value

orientations were patterned principles resulting from a transaction of

three elements of the evaluative process - the cognitive, the affective,

and the directive and that value orientations controlled and influenced

human acts and thoughts in solving common human problems. They further

stated that only the ranking pattern of these principles varied from

culture to culture and that the components themselves were cultural

universals. There was variation also in the degree of awareness among

individuals of the influence of value orientations on their behaviors.
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The authors classified value orientations into categories based on

five problems basic to all human groups and discussed variations among

culture groups. The five value orientations were those dealing with

human nature, relation of man to nature, time, activity and human

relations.

Of these, the human relation category was the area of concern in

this study. The "relational" orientation addressed the problems of man1s

relation to other men and was further categorized into lineal, Colla

teral, and Individualistic. Within the Individualistic principle, indi

vidual goals have primacy over the goals of the Collateral or Lineal

group. This does not mean that an individual has license to selfishly

pursue his interests without regard for others. Instead, it means that

an individual's responsibility to the total society is autonomous and

independent of the Lineal or Collateral groupings. The Collateral mode

calls for a primacy of the welfare and goals of the collective. In the

Lineal mode, group goals again have primacy but continuity through time

is an essential goal associated with the Lineal mode. When Lineality is

dominant, roles are representative but always relate to a definite posi

tion in a hierarchical order.

VALUES AND TRAITS OF AMERICANS, JAPANESE
AND JAPANESE AMERICANS

Lee Coleman provided a lexicographic analysis of alleged American

characteristics, ideals and principles in his article "What is American." S

The identification of "American ll is a vast problem, and Coleman did not

pretend that his work provided the definitive answer. He noted, in fact,
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that in practically every trait that was characterized as American, evi

dence could be advanced in contradiction of the alleged trait. For

example, in the matter of obedience to law, one group of observers assert

that Americans have a feeling of personal interest in the law but another

group of observers assert that there is a complete disregard of law when

it gets in one's way and there is a strong tradition af direct action.

Nevertheless, Coleman provided a list of American characteristics

upon which there was some agreement. Some of them were:

1. sovereignty of the people

2. equality of all

3. individualism

4. worship of schooling and universal education

5. distrust of strong government

6. love of bigness

7. adaptability and freedom from the past

8. associational activity (organizing and joining)

9. humanitarianism and philanthropy

In American Values, Gabrie1 6 discussed traditional values within the

realms of politics, law, religion, education, science, economics, arts,

internationalism and social relations. Some of the social values identi-

fied by Gabriel were:

1. The dignity and importance of the individual person. The inui

vidual person is a unique center of power and does not exist

for the state. The state, in fact, exists to further the wel-

fare of the persons who compose it.
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2. Freedom of thought and action. Freedom bestows dignity to the

individual.

3. Freedom and equal opportunity.

4. Regard for the group and for group activity.

5. Acceptance of change.

For a review of Hawaii Caucasians, "The Caucasians" in Peopl~ and

Cultures of Hawaii by Maretzki and McDermott? was u~eful. According to

these authors, Caucasians have historically served as a neutral refer

ence group against which all other groups were portrayed. Unlike the

other ethnic groups, the Caucasians have never been perceived as composed

of sub-groups with different social and psychological characteristics.

The authors bel"ieved, however, that although individual Caucasians may

still think of themselves as representing the true American cultural

pattern, cosmopolitanism was beginning to replace the cultural styles

associated with the Caucasians.

In discussing Caucasian stereotypes in Hawaii, the authors described

the Caucasians as being viewed by other ethnic groups in Hawaii as suc

cessful, independent, self-confident, aggressive, verbal, and outspoken.

The Caucasian values of independence, self-assertion, and individual

achievement may conflict with the Hawaiian lI aloha"8 spirit which places

high priority on smooth interpersonal relationships and the avoidance of

confrontation.

Although the Caucasian culture was described as a "neutral" culture,

Caucasian psychological characteristics could still be distilled from

their cultural style and defined. The authors thus claimed that

Caucasians are generally described as active and driven toward
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achievement, talkative and noisy as compared to other groups and have a

value orientation toward "youthism", activism, optimism, futurism, pro-

gress, success, humor, conformity, health and cleanliness, democracy and

romance.

Although Coleman described the difficulty encountered in identifying

American values because of the vast heterogeneity of American society

and the existence of inconsistencies, there appeared to be some agree-

ment, at least among the authors cited thus far, on what constituted

American values. However, Francis Hsu in "American Core Values and

National Character"9 noted that understanding of American values was poor

because inconsistencies and conflicts did exist and were observed but

nothing was being done about them. According to Hsu, American scholars

are so emotionally immersed in the absolute goodness of their society,

ethic, thought and religion that they are not able to question them even

in scientific analyses; they are locked into the ideas of democracy and

Christianity and possess a blind spot which causes confusion between what

ought to be and what is.

Arthur M. Whitehill, Jr. in his article on Cultural Values and

Employee Attitudes: United States and Japan presented a theory which he

called a "theory of reciprocal role expectations. lllO This theory is

similar to Getzel's Social Process Theory except that it has the addi

tional concept of reciprocity attached to role expectations. According

to Whitehill, behavioral decisions are made partly based on role expecta

tions of ourselves and partly on how well others are fulfilling our

expectations of them. He also stated that lithe nature of these expecta

tions will be molded by the total environment within which this mutual
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evaluation takes place and will vary markedly from one culture to

another! 1111

Whitehill·s study consisted of an examination of reciprocal expec

tations between managers and employees in the U.S. and in Japan. He

found that more Japanese workers than U.S. workers expected continuation

of employment in spite of poor performance; more Japanese workers than

U.S. workers expected free or low cost company housing; more Japanese

workers than U.S. workers expected advice on personal matters (if

desired) from supervisors. In reciprocation, more Japanese workers than

U.S. workers considered company matters at least of equal importance as

personal matters.

F.K. Berrian reviewed seven independent st:Jdies conducted by various

investigators studying Japanese, American, and Japanese American values. 12

Berrian concluded from these studies that in comparison with Americans,

the Japanese were more deferent and respectful and depended upon persons

of higher status. They were also more self-abasing and willing to work

long hours. Individual goals appeared to be less important to the

Japanese than achievements of work groups. They had more limited bounda

ries of interest and concerns but their loyalty to the firm and to the

family was greater than the Americans. Berrian noted that while Japan is

nominally democratic, deeply ingrained personal values appear to contri

bute to the traditional, non-democratic pre-war social patterns and that

Japan may be slowly returning to the pre-war central absolute authority

model.
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Agnes Niyekawa13 examined the applicability of the F scale which is

a scale developed by Adorno et.a1. in The Authoritarian Personality.

Niyekawa1s hypothesis was that authoritarianism in Japan is characterized

by acquiescence; thus both the acquiescence and extremity scores of

Japanese would be higher than in comparable groups of Americans. Her

studies of Japanese and American students supported this hypothesis.

Niyekawa stated that the Japanese are at the same time more authoritarian

than Americans on authoritarian items and more democratic than Americans

on democratic items. The fact that they can agree strongly on ideologi

cally inconsistent items indicated that Japanese agree on the source of

the statements i.e. the authority and not as much on the contents of the

statements. Niyekawa, therefore, cautioned that terms such as authori-

tarian personality or acquiescent personality cannot be applied univer

sally because of cross cultural differences.

The Research Committee on the Study of Honolulu Residents led by

Chikio Hayashi in Japan and Yasumasa Kuroda of Honolulu conducted studies

of Japanese American voters in Honolulu in 1971 and again in 1978.14 In

the 1971 study, Kuroda, et !l., asked the same questions of the Japanese

in Japan and the Japanese in Hawaii. They reported that there was a

considerabie degree of sharing of viewpoints between the two groups. The

differences that they did find, they concluded, were differences in

living milieus rather than inherent differences between the two groups.

They also reported that Japanese Americans appear to have preserved the

traditional Japanese values of giri and ninjo: giri being an indebted

ness expected to be repaid and ninjo the quality of being sensitive to

human feelings.



50

Kuroda further reported that the responses of the two groups were

identical regarding an item indicative of particularism. The item

asked: IIWho should be hired, the applicant with the highest score or

the applicant who is the son of your benefactor, all other things being

equal? II Although fifty-four percent (54%) of the respondents both in

Japan and in Hawaii responded that the applicant with the highest score

should be hired, a relatively high thirty-nine percent (39%) in both

groups responded that the benefactor's son should be hired.

In the 1978 study by the same Committee,15 another random sample of

Japanese voters in Honolulu was studied using the same questionnaire

used in 1971, but with an improved interview technique in the second

study. The Committee defined "Japaneseness ll in terms of affinity for

Japanese cultural elements such as language ability, listening to

Japanese radio and music, watching Japanese movies and television, eating

Japanese foods, etc., and found that IIJapaneseness ll among the Japanese

in Hawaii remained Y'elatively stable during the seven years with very

little change occurring. Neither was ethnic integration found to have

increased in the seven years.

Some of the changes the Committee found were attributed to general

post-industrial social changes such as an increased concern for emotional

values, individual rights and freedom and an increased importance of

fami ly affa irs.

There were, however, some attitudinal changes which could be attri-

buted to increased acculturation of the Japanese. For example, the per

cent of those believing in the incurring and repaying of obligations
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decreased from twenty-seven percent (27%) to sixteen percent (16%), the

response being nearly identical to that given by non-Japanese control

subjects. The percent that would rather have a Japanese spouse over a

non-Japanese spouse decreased from eighty percent (80%) to sixty-nine

percent (69%). The percentage that preferred Japanese close friends also

decreased from sixty percent (60%) to forty-seven percent (47%). The

Committee also reported that the bicultural Niseis, mostly in their

fifties, were an endangered species. In regard to the Sansei, the Com

mittee concluded that though retaining much of their affinity for

Japanese cultural elements, the Sansei will be less attached to Japanese

values and may, instead, promote the "1 ocal boy"16 culture.

A finding in the Committee's work that may be indicative of future

encu1turation patterns was the observed increase in the number of people

watching Japanese television in Hawaii. In the seven year period, the

percentage that stated they watched Japanese television frequently or

regularly increased from nine percent (9%) to thirty-six percent (36%).17

Matsumoto, Meredith and Masuda18 studied the ethnic identity of the

Japanese in Seattle and in Honolulu in 1968 and found that the Honolulu

males of all generations were more ethnically identifiable than their

female counterparts. While the Seattle participants revealed a genera

tional attenuation of their ethnic identity, the Niseis and Sanseis in

Honolulu showed no significant differences.

Fenz and Arkoff19 in studying the responses of over 1,000 high school

seniors of five different ancestral groups (Caucasian~ Chinese, Hawaiian,

Filipino and Japanese) to the Edwards Personal Preference Schedule found

that the Caucasian group consistently and strikingly differed from the
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rest. The Caucasian group demonstrated the highest need for dominance,

autonomy, exhibition, achievement and heterosexuality and the lowest

need for abasement, affiliation, nurturance and order.

The Japanese males differed significantly from the Caucasians on

every need except achievement. The Japanese were highest in the need for

abasement and nurturance and the lowest in the need for dominance and

aggression. They were also high on deference. The Japanese females were

lowest in the need for exhibHion. The profile of the Japanese female

was much like that of the Japanese male and the Chinese, and least like

the Caucasian female.

In analyzing generational differences among the Japanese in this

study, the authors found that the third generation male had a signifi

cantly greater need for autonomy and achievement and a lesser need for

deference and order than the second generation male. The third genera

tion female also showed a greater need for exhibition and a lesser need

for achievement than the second generation female. These changes, moving

towards the pattern of the Caucasian Americans, were seen by the authors

to be indicative of a pattern of acculturation.

John Connor20 studied Japanese Americans in the Sacramento area,

using Caucasians as a control group. His research utilizing the Edwards

Personal Preference Schedule on the whole supported his predictions that

Japanese Americans will score higher on abasement, order, nurturance and

lower on exhibition, change, dominance and heterosexuality.

Deference; affiliation; succorance; and endurance were also pre-

dieted to be higher among Japanese than Caucasians. Achievement and
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intraception among the Japanese Americans were projected to be similar

or higher than Caucasians. However, these predictions did not consis-

tently hold true for all three generations und Connor attributed the

discrepancy in terms of both maturation and acculturation.

According to Connor, lithe Sansei have retained some Japanese values

in that they still express a higher need for order, affiliation, succor-

ance, abasement and endurance and have a lower need for autonomy,

exhibition, dominance and heterosexuality.1I2l

CULTURAL VALUES IN MANAGEMENT

Except for Whitehill's study the studies ci~ed above have been

largely studies of lay populations, frequently student populations, and

not of Japanese Americans in managerial or administrative positions.

Lane Kelley and Clayton Reeser of the University of Hawaii investigated

the effect of cultur~ on the attitudes of Japanese American managers. 22

Their sample consisted of twenty-seven Japanese American and sixteen

Caucasian American bank branch managers in or near the city of Honolulu.

They reported that:

1. Managerial attitude~ were similar in many respects between the

Caucasian and Japanese American bank managers. They attributed

this to the assimilation of the white culture by the Japanese

American and to the fact that the majority of them in Hawaii are

not descendants of managers and have~ therefore, not acquired

any of the national managerial tendencies of Japan and acquired

the American attitudes instead. They also offered an explanation
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of reverse assimilation resulting in a class of Caucasians in

Hawaii who are not typical of all Caucasian American businessmen

and instead are closer to the other ethnic groups in Hawaii.

2. Some attitudes defined as "Japanese attitudes", however, were

found to persist among the Japanese Americans in Hawaii. For

example, the Japanese American felt stronger than the Caucasians

towards long-term employment, formal authority, team work

(collectivism) and paternalism.

Another cross-cultural study of managers of particular relevance and

importance to this paper is that of Lane Kelley and Reginald Worthley

regarding the role of culture and its relationship to managerial atti

tUdes. 23 The authors studied twenty-seven Caucasians, sixty-two

Japanese and forty-one Japanese American managers to determine whether

the Farmer-Richman model, or the Negandhi-Prasad mode1 more accurately

described the role of culture in management. In the Farmer-Richman

model, culture is a major independent variable. In the Negandhi-Prasad

model, management philosophy is the major independent variable.

Kelley and Worthley concluded: liThe results of this study support

the position of Farmer and Richman on the role of culture in the forma

tion of managerial attitudes ... This does not negate the importance

Negandhi places on other contexual variables such as organizational size,

technology, location and market position. 1I24

Although Kelley's studies involved populations similar to the popu

lation of this study, there was a critical difference between the two

populations in the nature of their vocations. The subjects in Kelley1s
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studies were bank managers and managers of financial institutions who

were engaged in profit making activities while administrators in this

study were providers of non-profit public services. The value orienta

tions of the two groups may, therefore, widely differ.

Whitely and England25 examined the relative roles of culture and

industrialization as explanations for similarities in managerial value

systems in five countries, U.S., Japan, Korea, Australia and India. The

Personal Values Questionnaire developed by England was used in this

investigation. The PVQ included sixty-six concepts in five categories

of values: goals of the organization, individuals· goals, groups of

people, ideas about people and ideas about general topics. The authors

concluded that both culture and industrialization were factors in the

similarities and differences found in value systems and their mutual

importance must be considered.

Whitely and England in another analysis of this study26 identified

twelve common dimensions of values among the managers in the five coun

tries using factor analysis. The purpose of their study was to examine

the joint effects of country and value orientation on the relative

saliency of managerial values. The authors defined value orientations

as IIpr~dispositions to assign consistent meaning to large proportions of

stimuli. 1I 27 They categorized value orientations among managers into two

major categories, that of pragmatism and moralism. Pragmatic managers

assign a IIsuccessll meaning to stimuli while moralist managers assign a

social-ethical or II r i ght ll meaning to stimuli.
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The twelve value dimensions identified were: 1) Subordinate

Employees, 2) Personal Loyalty, 3) Social Equality, 4) Organization

Effectiveness, 5) Irrational Behavior, 6) Personal Influence, 7) Personal

Assertiveness-Control, 8) Organization Ownership, 9) Personal Competence,

10) Reference Groups, 11) Entrepreneurialism and 12) Extrinsic Rewards.

These dimensions identify common concerns, cross culturally, of managers

and center around common themes such as personal attributes, social

attributes, social groups, organization perfonmance, extrinsic rewards,

entrepreneurial ism, social equality and irrationalism.

This investigation revealed a sharp contrast between pragmatists and

moralists and the contrast between countries was most prominent on dimen

sions related to social groups. The U.S. managers scored high on the

Reference group dimension and low on the Personal Influence and Personal

Assertiveness-Control dimensions which suggested that more tactful acqui

sition of influence and due regard for others may be desired. The

Japanese managers scored high on Personal Assertiveness-Control dimension

and Reference Group dimension which indicated a combination of deference

to the firm and cautious aggressiveness and control.

Pizam and Reiche1 28 duplicated Kelly and Reesers· studies done on

Caucasian.and Japanese American managers in another social context, tra

ditional versus modern. Pizam and Reichel studied the two major immi-

grant groups within the Israeli Social System, the "Western" and the

"0riental". The "Western" group consisted of the European and American

immigrants while the "Oriental" group consisted of immigrants from Asia,

Africa and Arab-speaking Moslem countries where values are Oriental and

traditional.
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In this study, Israeli managers in the "Oriental" group were:

1) less inclined toward centralized decision making than the Western

group, 2) involved their peers more in subordinate evaluation, 3) had a

greater belief in life long commitment to one company, and 4) were more

paternalistic with their subordinates. Unlike the Japanese in Kelley

and Reesers' study, however, the Israeli "Orientals" had less respect for

formal authority and a lower tendency to be team workers.

METHODS FOR MEASURING ATTITUDES AND VALUES

The Thurstone Method

Louis Thurstone29 in 1928 discussed the problem of measuring atti

tudes and opinions and offered a solution which he admitted was somewhat

restricted and applied only under a certain set of assumptions.

Thurstone cautioned that an attitude was a complex affair that couldn't

be adequately described by any single numerical index. He defined an

attitude as a "sum total of a man's inclinations and feelings, prejudice

or bias, pre-conceived notions, ideas, fears, threats, and convictions

about any specified toPic.,,30 ·Opinion was defined as a verbal expression

of an attitude and the means for measuring attitudes.

Thurstone cautioned that there was some discrepancy and error of

measurement between an externally stated opinion (or even overt action

which presumably reflects one's attitudes) and the internally harbored

attitudes. Although a man's actions may be a safer index than his words,

both are subject to distortion and are not infallible guides to man's

subjective inclinations. Thurstone argued, however, that the discrepancy
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between indices and "truth" was universal and even the thennometer read-

ing in a room was not a true index of the correct temperature of the

entire room. "Truth" according to Thurstone was "inferred only from the

relative consistency of the several indices, since it is never directly

known. ,,31

The concept of a scale or linear continuum to measure attitudes and

the use of the IImore" or "less" method for quantification was then intro-

duced. A scale could be used to measure ~'!hether a person was "more"

in favor of pacifism or "less ll in favor ,and a person's attitude techni-

cally would be a point in the whole attitude continuum that ranged from

extreme pacifism to extreme militarism. In practical terms, however,

rather than a point, an attitude occupied a certain range in the scale.

To construct his scale, Thurstone used a large number of "judges"

who were asked to arrange the statements in order from most pacifistic

to most militaristic. In this way he was able to calculate a scale value

for each statement and to construct a scale with values as evenly gra

duated as possible from one extreme to the other extreme of the attitude.

Subjects being tested were asked to indicate whether they agreed or

disagreed with each statement. The score for the subject then was the

average scale value of all of the statements endorsed.

The Likert Method

Thurstone's method was found to be cumbersome because of the large

number of judges required for valuation of the statements. Rensis

Likert32 in 1932 reported a simpler technique for the measurement of

attitudes which he found to correlate very well with Thurstone's method.
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The research instrument titled "A Survey of Opinion" was adminis

tered as part of a study directed by Gardner Murphy in 1929. The test

instrument consisted of four response modes: the first was a "Yes",

"No" and "Undecided" mode; the second was multiple choice; the third was

the "strongly approve", "approve", "undecided", "disapprove" and

"strongly disapprove" five point responses to a series of propositions;

the fourth was the same mode used instead to respond to solutions of

social conflicts narrated in newspaper articles.

The five point responses yielded distributions resembling the normal'

distribution. On this basis Likert concluded that attitudes were dis

tributed fairly normally and thus could be combined. The score for each

subject was obtained by adding all of the scores of the individual items.

Thus, Likert1s method is frequently called the method of summated

ratings.

In scoring the subjects of this study, Likert computed sigma values

from percentages obtained in analyzing the responses of one hundred stu

dents. To avoid negative values, he used the minus three (-3) z score

for the zero point. In this manner, he was able to use weights ranging

from one (1) to five (5) for the five point "strongly approve" to

"strongly disapprove" responses~ The reliability coefficients obtained

using the weights were comparable to using sigma values. Using this

method, Likert was able also to combine scores from this five point scale

with scores of his three point "Yes-No-Undecided" responses for a better

measure of the subjects I attitudes. Each statement, according to Likert,

was a scale in itself and scores could be combined using a median or a

mean to represent a person's reaction.
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Reliability and Validity Assessment

Reliability and validity assessment was discussed by George

Bohrnstedt in Attitude Measurement edited by Gene Summers. 33 Bohrnstedt

has defined reliability as the correlation coefficient obtained between

two parallel measures and classified reliability into two types:

measures of stability and measures of equivalence.

According to the author, one of the most popular measures of sta

bility is the test-retest measure. In this method, the same test is

administered twice with a time interval between tests. The time interval

causes problems in this test-retest method. When the time interval is

too short, persons remembering how they responded the first time will

respond in the same manner and falsely elevate the reliability estimate.

When the time interval is too long, factors such as history and matura

tion will reduce the reliability estimate.

Because of these inherent problems, measures of equivalence are

preferred. One of the earliest methods of equivalence testing was the

split-half reliability method in which the total instrument is split in

two, such as by odd and even numbers. The two halves are then analyzed

using the Spearman Brown Prophecy formula.

A second method of equivalence testing is the lIinternal consistencyll

approach which was the method used in this study. In this method, the

covariance among all of the items is examined simultaneously. The Kudor-

Richardson formulas known as KR20 and KR 21 allows reliability coeffi

cients to be calculated for dichotomous responses. These formulas are

inappropriate for attitudinal scales with the five point responses. When
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items have K response categories (rather than two), generalizations of

the Kuder-Richardson formula are used instead. Bohrnstedt reported that

the most popular of these was Cronbach's Alpha.

Besides measures of test reliability, techniques for determining

which items to retain in a scale called item analysis are used also in

instrument development. According to Bohrnstedt, the most straight for

ward procedure is the use of the item-total correlation in which items

with the highest correlation w1th the total score are retained. To

obtain the true item-total correlation coefficient, the item under study

should be eliminated from the total score, otherwise the item-total

coefficient would be spuriously high.

Bohrnstedt provided formulas for both Cronbach's Alpha and item-

total correlations. These have been used in this investigation and are

descri bed in the chapter on methodology, page 77·.

Validity

Bohrnstedt provided a general definition of validity as lithe degree

to which an instrument measures the construct which is under investiga

tion, 1I34 and listed three basic types of validity: content ve.lidity,

criterion related validity, and construct validity.

Content Validity is concerned with the degree to which the measuring

device represents the concept under investigation. Attention is care

fully given to content validity when constructing achievement and pro

ficiency tests but is generally ignored in constructing attitude scale~.

Attitude researchers, according to Bohrnstedt, merely devise a number of

items which they believe will measure what they want measured. In
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constructing a new instrument, Bohrnstedt advised not only the use of

one1s own observations and experiences but the use of research conducted

by others through literature search to ensure that the series of items

constructed will cover the domain of content. The author noted that

content validity is ignored because of the difficulty involved i:. bU'lld

ing a scale with each strata of the domain of content represented.

Criterion-related Validity is ascertained by correlating instrument

results with selected criteria which would support the results obtained.

Both concurrent and predictive validity fall in this category. A vali

dity coefficient can be obtained by correlating scale results with

selected criteria.

Construct Validity is determined by investigating the degree to

which test performance is related to certain explanatory concepts or

constructs. Construct validity, therefore, validates the theory under

lying the scale construction. However, the limitation to this approach

is that failure to predict according to the hypotheses may be the result

either of lack of construct validity or incorrect theory.

In the social sciences, only rarely can one correlate test measures

with real cr;·terion variables. Therefore, the concept of construct

validity and indirect validation takes on importance. Ideally, several

independent me~sures of the same construct should be made and these

should correlate more highly within the same construct than between

different constructs. Bohrnstedt cited Campbell and Fiske35 who

described this multiple method approach and suggested two additional

types of validation, convergent and discriminant validation. Briefly,
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convergent validity exists if several different and independent measures

of the same construct yield a high correlation coefficient. Discriminant

validity is examined when the construct is not unidimensional. In this

situation, scales that correlate highly may be measuring the same con

struct instead of different constructs.

sur·1MARY

This chapter reviewed the concepts of culture and value orienta

tions; the values and traits of Americans, Japanese and Japanese

Americans; cultural values in management; and measurement of values and

attitudes.

In the first section, the concepts of culture and value orientations

were reviewed. The complexity of the concept of "culture il was described

and the seven categories of definitions of "culture" by Kroeber and

Kluckhohn were included. This was followed by a discussion of value

orientations common to all cultures.

In the next section, studies of values and traits of Japanese,

Americans, and Japanese Americans were reported. This included a review

of American values by several authors and several cross-cultural studies

of values and attitudes among Caucasians and Japanese Americans.

In the section on cultural values of management, among· others Kelly

and Worthley's investigation of the Negandhi-Prasad and Farmer-Richman

models of management was reported. The authors concluded that the latter

model which identified the role of cultur~ in the formation of managerial

attitudes was supported.
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In the section on measuring attitudes and values, the pioneer works

of L.L. Thurstone and Rensis Likert were reviewed. Thurstone introduced

the concept of measuring attitudes by visualizing the base of a scale as

a continuum of attitudes and giving respondents of attitudinal statements

scores according to which statements on the scale they endorsed.

Likert simplified the technique for measuring attitudes with the

five point response scale which'he found correlated very well with the

Thurstone responses. According to Likert, each item with a response

range of one to five corresponding to "strongly agree, agree, undecided,

disagree and strongly disagree ll was a scale in itself and scores of

items could be added to yield scale scores.

Methods for determining reliability and validity as discussed by

George Bohrnstedt was the last in' this section. According to Bohrnstedt,

reliability methods measuring equivalence were preferable to those

measuring stacility, and of these, methods for measuring internal con

sistency were found to be most popular. Content, criterion-related and

construct validity were also discussed by Bohnnstedt.
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CHAPTER III

METHODOLOGY

This chapter describes the population to which the study was

generalized and the procedures used for selection of the sample and for

soliciting responses. The construction of the test instrument and the

effort made to assure its reliability and validity are described. This

is followed by a discussion of the research design and the statistical

procedures employed in analyzing the data.

POPULATION AND SAMPLE

The Population

The population to which this study sought to generalize was the

group of administrators of the University of Hawaii System. The popula

tion was defined into two major ethnic subpopulations; Japanese American

and Caucasian American administrators (male and female). It consisted of

employees of three basic categories of the University's administrative

classification. They were: officers holding upper level administrative

positions; middle managers in the administrative-professional-technical

category; and specialists in the faculty category with administrative

assignments. Administrators from all ten campuses of the University

system were involved. The II syst emli included the University, at Manoa,

two four-year colleges, and seven community colleges.
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The Japanese American population was compared to Caucasian Americans

in Hawaii and to Caucasian American administrators in higher education

on the U.S. continent who had never lived in Japan or Hawaii. The popu

lation on the U.S. continent was selected from a list of administrators

whose names and titles appeared in the California State University and

Colleges Directory.

The Sample

The sample consisted of a stratified random sample of the University

of Hawaii administrators and a randomly selected sample of administrators

from the California State University System. The group of California

administrators served as a control group since it was presumed (and

final selection technique perfected this presumption) that these adminis-

trators would represent a group with a "pure ll Western value system in

both the nomothetic and idiographic dimensions.

The sample consisted of three major groups: 1) Japanese Americans,

2) Caucasian administrators from the University of Hawaii, and 3) Cauca

sian administrators from the California System. Each group was further

subdivided by a selection process which guaranteed a valid sample of both

male and female administrators.

Sample size and composition were determined on the basis of a

desired confidence level and allowable error. A sample size adequate to

assure a ninety-five percent (95%) confidence level for each of the six

subgroups, i.e. Japanese males,

females, Hawaii Caucasian males and females was calculated using the

following formula: l
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1 + nolN (with finite population correction)

where n =sample size

N = population size
(Z 2}(12)0.12

no =------------ = sample size without finite
d2 population correction

Z =standard score corresponding to a given confidence level

0. = level of confidence (risk)

(12 =variance assumed, known or estimated for the population

d =allowable error (or desired accuracy)

The stratified sample sizes which were obtained by applying the

formula above were adjusted by employing a weighting system which

enlarged the sample sizes to account for a projected rate of non-response

by subjects. The expected rate of response was determined after dis

cussion with institutional researchers of the University of Hawaii who

indicated that return from mailed surveys conducted at the University of

Hawaii averaged approximately sixty percent (60%). To compensate for

non-responses, the sample size for each strata of the Hawaii administrators

was adjusted by a factor of 0.6. The Mainland sample was adjusted by a

factor of 0.7. The reason for the higher factor for the Mainland sample

was that a token gift was offered to encourage their responses.

The numbers of the various strata necessary to meet the confidence

level, the number actually sampled after the correction for predicted

non-responses, usable responses and rates of responses are reported in

Table 3.1. The response rates varied from a high of seventy-five percent

(75%) for Japanese American males to a low of fifty-seven percent (57%)

for Mainland Caucasian males.
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Tabl e 3.1

The Number of Administrators in the Population,
the Desired n, Total Sampled, Final Sample

Size and the Rate of Response
by Group to AVOS

Total No.
Desired Total No. of Usable Response Rate

Sample Group N n Sampled Responses in %

Hawaii:

Jap. Males 160 33 55 41 75

Jap. Femal es 95 29 48 29 60

Cauc. Males 126 32 53 39 74

Cauc. Females 88 28 47 28 60
469 122 203 137

U.S. Mainland:

Cauc. Males 449 38 54 31 57

Cauc. Females 117 31 44 26 59
566 69 98 57
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Selection and Solicitation Procedure

The demographic data were examined and respondents were disqualified

on the basis of the following conditions:

1. Not being of either "pure" Japanese or "pure" Caucasian descent.

"Multiethnic" or "other ethnic" respondents were disqualified.

2. For the Japanese American respondents, not having been born in

Hawaii.

3. For the Hawaii Caucasians, having resided in Hawaii for less

than three years.

4. For the U.S. Caucasians, having Asian spouses or having resided

in Japan or in Hawaii for over three years.

Personnel lists which provided names of persons in administrative

positions were obtained from the personnel offices of both the University

of Hawaii System and the University of California System. For the Hawaii

sample, persons with Japanese surnames were isolated as one group and

persons with Caucasian surnames for the second group. For the California

sample, persons without Caucasian surnames were eliminated from the list.

Persons in each group were then separated into males and females to

form six subgroups. Members of each subgroup were numbered separately

and the table of random numbers was used to randomly select subjects for

each group.

An initial letter of solicitation for participation in the study was

prepared and mailed. It was followed two weeks later by a follow-up

communication. (See Appendix A for letters of solicitation.)



73

INSTRUMENTATION

Scale Construction and Purification

A number of instruments devised to measure attitudes and values such

as the Edwards Personal Preference Schedule and Adorno's Scale on Autho

ritarianism were found in a search of the literature, but none were

deemed suitable for the purposes of this study. A concise and appro

priate instrument to assess the value orientations of the six traits or

attitudinal concepts defined on pages 35 to 37 was developed using

established psychometric techniques.

The procedure consisted basically of seven steps:

1. Defining the additudina1 concepts that reflected the value

orientation to be examined.

2. Creating a pool of statements for each attitudinal scale by

writing as many as possible to include all aspects of each

trait.

3. Validating the statements and categorizing them by using judges.

4. Rating of the quality of the statements as determined by the

judges.

5. Pretesting the instrument on a sample of students who served as

subjects.

6. Performing item analyses and reliability studies usin9 the

pretest data.

7. Purifying the scales using data obtained through item analyses.
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Writing Statements

Utilizing psychological theory,2 clinical reports and existing

literature, as well as the investigator's insight and judgment about the

type of statements which would elicit the desired responses, as many

statements as possible were written for each scale. This resulted in a

total of one hundred forty two statements. The list of original state

ments may be found in the appendix. (See Appendix C.)

Validating the Statements

Each statement was typed on a card (with no identification) for

random presentation for the validation process. Ten persons, two of whom

were Caucasians and eight Asians, were selected as judges on the basis

of the investigator's judgment of their ability to critically analyze the

attitude statements. Selection of the judges was also based on either

their Asian backgrounds and the assumption of their familiarity with the

six traits to be studied, or their academic discipline (the social or

anthropological sciences). Proficiency in the use of the English language

or psychometric skills were also factors in the selection.

The ten judges selected were:

Asian physician interested in cross-cultural studies.

Asian professor in the School of Social Work.

Asian professor in the School of Public Health (Instructor in

International Health).

Three Asian professors in the College of Education.

Asian attorney.
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Caucasian doctoral student in anthropology.

Caucasian social worker.

Asian psychometrist.

The investigator reviewed the definitions of the six traits (see

pages 35 to 37) with each of the ten judges and instructed them to use

the definitions in categorizing the one hundred forty two unidentified

statements which were presented to them in random fashion. They also

were instructed to place statements that did not appear to represent

any of the six attitudes into a discard pile.

By judging the statements according to the definitions provided, the

judges established content validity of the statements. By separating the

statements into six discreet groups, divergent or discriminant validity

was also strengthened. Data on the judgments made for each original

statement are provided in the appendix. (See Appendix D.)

To establish the reliability of the judgments, the statement cate

gorizations of each pair of judges were examined and the percent of

agreement between each pair was obtained. One of the judges showed a low

percentage of agreement with the rest of the judges, and was, thus,

eliminated. Consequently, the judgments of nine judges were retained for

the remainder of the process. The data on the percent agreement between

pairs of judges are provided in the appendix. (See Appendix E.)

A statement was accepted for a scale if at least six judges cate

gorized it as belonging to the same scale for which it was written. By

this process, the universe of one hundred forty two statements was

reduced by twenty to yield one hundred twenty two which were then rated

for quality.
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Rating the Quality of the Statements

The statements identified as belonging to specific scales were then

presented to the nine judges to determine how well they reflected the

attitudes under investigation. The judges were instructed to rate the

statements as high, medium, or low quality. A weight of 4 was given for

a high, 3 for a medium and 1 for a low rating.

Based on the judges' ratings, nine items with low scores were

eliminated, resulting in a total of one hundred thirteen items for the

pre-test. The data on the judges' ratings are provided in the appendix.

(See Appendix F.)

Pretesting the Instrument

A five point Likert type instrument with response options of

"strongly agree", "agree", "undecided", "disagree", and "strongly dis

agree" was constructed. The range of responses was valued from one (1)

to five (5), with one assigned to "strongly agree" and five C1ssigned to

"strongly disagree"~ The one hundred thirteen items selected from the

original pool were arranged in random fashion and presented to a class of

fifty graduate students in the Department of Educational Administration.

The pre-test sample consisted of ten Japanese, seventeen Caucasians,

twenty one multiethnic and two of the fifty students whose ethnicity was

unidentifiable. Their responses were used for item analyses and relia

bility determinations.

Item Analysis and Scale Purification

The sub-program "Reliability" from the Statistical Package for the

Social Sciences was used to obtain statistics and item-total correlations
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for each of the items. The data were used to further purify the instru

ment. Items eliminated on the basis of the statistics were those that

showed extremes of responses, and those that indicated poor internal

consistency by their item-total correlation coefficients. The effect of

each item on scale variance and Cronbach's Alpha for each sub scale were

examined as well. The item-total correlation refers to the correlation

between a single item and the rest of the items. In calculating this

coefficient, the item under study was omitted from the total score

because when 1ncluded, the correlation becomes spuriously high. The

formula3 for the corrected item~total correlation p~,Xl for the ith

item is:

p.,X1 = pXX1-I ~lXX1_4XX1S.(p.,X-s.<.)
~ ~ ~

2S.
~

pXX 1 = reliability of total scale

S. = a ·faX
~ . .{;

where p~,X = ~a~;la~ax = uncorrected item-total correlation

) where j takes on all values including ~

Determination of Reliability

Scale purification was conducted in two stages with Cronbach's

Alpha4 used as the primary evidence of instrument reliability

Cronbach's Alpha = a = n ta2

n - 1 (1 - ~ y~)

cr~

An Alpha of 0.6 or better was established as acceptable. The Alpha

coefficients obtained in the various stages of scale development are

provided in Table 3.2.
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Table 3.2

The Alpha Coefficients Obtained During
Two Stages of Scale Development

Stage I Alpha Stage II Alpha Final Alpha
Coefficient Coeffici ent Coefficient
(n = 50) (n = 198) (n = 203)

Taciturnity =.68 =.70 =.70
(20 items) (14 items) ( 6 items)

Rules =.81 =.85 =.86
(22 items) (14 items) (13 items)

Authority =.69 =.78 =.77
(19 items) (14 items) 9 items)

Reciprocity =.69 =.71 =.75
(13 items) (11 items) 7 items)

Particularism =.08 =.68 =.62
(16 items) (13 items) 6 items)

Collectivism =.75 =.72 =.71
(23 items) (15 items) 9 items)

Total = 113 items 81 items 50 items

In the first stage, using pre-test data, five of the six subscales

achieved an acceptable Alpha. The sixth sub-scale, Particularism, failed

to reach the required Alpha. However, the items in sub-scale Particular

ism were considered too important to delete and thus were retained in the

instrument. Item means, scale variance, item total correlations and the

effect on the Alpha coefficient were the general criteria used in the

selection of the items for the test instrument. The number of items were

reduced from one hundred thirteen to eighty-one.

In the second stage, item analyses were repeated on the eighty one

items when one hundred ninety eight test responses were received.

Although the high reliabi1ity coefficients of the five scales established

in stage I changed very little, the reliability coefficient for sub

scale Particularism changed markedly from a = .08 to a = 0.68. This was



79

attributed to elimination of some of the poorly correlated items and to

the larger and homogenous sample of the test group. The final Alpha

coefficients for all six scales as seen in Table 3.2 were higher than

the established criterion of 0.6. The statistical data obtained through

sub-program "Reliability" and used for scale development are provided in

the appendix. (See Appendix G.)

It should be noted that instrument refinement in this second stage

was conducted by adhering strictly to the examination of the internal

structure of the instrument, i.e. the scale variance, the item-total

correlations and the Alpha coefficients, and was a process completely

disassociated from the analytic process of hypothesis testing.

Using this process, fifty items were selected for the final instru

ment, the Administrator Value Orientation Scale (AVOS). They covered the

domains of interest and were sufficient to investigate the variances

among the groups. The fifty items of AVOS are provided in the appendix.

(See Appendix H.)

Test Validity

The validity of theoretical research of human attitudes is extremely

difficult to fully establish. One can, at best, strive towards the

elimination of factors that are known to threaten validity and, there

after, examine secondary evidence to attempt to substantiate validity of

the instrument.

Several measures were taken to achieve test validity. First, to

establish content validity, each attitude was specifically defined; then,

as many items as possible were written to cover the universe as defined.
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The items were subjected to scrutiny by nine judges who first, determined

if the items were representative of the universe, as was described

and second, made a determination of how well the items reflected the

universe.

Second, to establish convergent validity of the items, it was

necessary to know whether the items within a specific scale IIhung

together II among themselves. This was indicated by the moderately high

reliability coefficients attained by using Cronbach1s Alpha and high

item-total correlations.

Third, in addition to convergent validity, an examination of diver-

gent or discriminant validity was undertaken. To establish discriminant

validity interscale correlations were computed. Table 3.3 provides the

interscale correlation coefficients.

Table 3.3

The Interscale Correlation Coefficients and
Probability Levels for the Sub-Scales of the AVOS

Tacit. Rul es Auth. Recip. Part. Collect.

Taciturnity 1.00 .18 .40 .20 -.26 -.14
(.00) (.009) ( .0001) ( .005) (.0002) (.04)

Rules 1.00 .39 .07 -.19 .08
(.00 ) (.0001) ( .30) (.008) (.28)

Authority 1.00 .26 -.03 -.09
(.00) (.0002) ( .62) (.20)

Reci proci ty 1.00 .04 -.02
(.00) (.58) (.79)

Particularism 1.00 .09
(.00) ( . 19)

Coll ectivi sm 1.00
(.00)
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All of the correlation coefficients between scales were lower than

their individual "within" correlations as measured by their reliability

coefficients. This indicated that the sub-scales were sufficiently inde

pendent of each other. The highest interscale correlation coefficient

was r =0.4 obtained between Taciturnity and Authority. Taciturnity·s

internal consistency as measured by its reliability coefficient was

a = .70 and that for Authority was a = .77. This indicated a higher

correlation within than between

DESIGN OF THE STUDY

The study employed a co-relational design. A single administration

of the AVOS was made to the three major groups of respondents each of

which was further stratified into sub-groups on the basis of gender,

geography and generational differences.

The independent variables examined were ethnicity and gender. In

addition, generation as an independent variable was examined for the

Japanese Americans. Generation categories were collapsed into two:

Nisei (second generation) and Sansei (third generation). For the

Caucasians, geographic location was examined also as an independent

variable.

The dependent variables of the study were 1) the AVOS scores which

were obtained by combining six sub-scale scores and 2) the scores of each

of the six sub-scales. The AVOS scores were used to test the nine hypo

theses and the sub-scale scores were used to test the companion sub

hypotheses. Supplementary analyses (not associated with any of the

stated hypotheses) were conducted by using the mean scores of single

items.
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A series of hypotheses were advanced which probed for differences

among and between groups on the basis of their responses to the AVOS.

Hypothesis I tested the mean differences of each of the AVOS scores of

the three groups while Sub-Hypothesis I tested the mean differences of

each of the six sub-scale scores for the three groups.

Hypothesis IX postulated that generational differences between the

second and third generation Japanese (without controlling for gender)

existed and t€sted this assumption by examining total mean scores

obtained from the AVOS. The related Sub-Hypothesis IX searched for the

differences between the second and third generation Japanese on the basis

of the individua1 sub-scale scores. Using the same design, Hypotheses

and Sub-Hypotheses II through VIII investigated differences between

opposite genders in the same ethnic group (II, III, IV) or differences

between males of different ethnic groups (V, VI) or differences between

females of different ethnic groups (VII, VIII). Hypotheses X and XI

investigated geographic differences. Differences between male Caucasians

in Hawaii and male Caucasians on the Mainland were investigated in

Hypothesis X and similarly, Hypotheses XI investigated the difference

for females.

STATISTICAL PROCEDURES USED

All hypotheses and sub-hypothcs2s were tested using the one-way

analysis of variance (ANOVA). A probability level of p =<.05 was

established as acceptable evidence of significant differences among

groups as well as between groups in this study.
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The ONEWAY program in the Statistical Package for the Social Sciences

(SPSS) was used to analyze the data. The program relies on a general

linear hypothesis approach to analysis of variance and is able to cope

with unequal sizes. Therefore, it was usable for this study.

Analysis of variance is based on the distribution of F and the

relationship that exists between the variability of means and the vari

ability of individual scores. Variance or mean square is the sum of

squares divided by the degrees of freedom. The F value is, therefore,

the ratio of the variance between groups of the specific independent

variables over the variance within group represented by the formula:5

where Mean Square (between) = Sum of Squares =
k - 1

>: (X -X)2
k - 1

and Mean Square (within)
-= Sum of s~uares = >:(X _X)2

n - n - k

k = degrees of freedom for between groups

n - k = degrees of freedom within groups

n = number of subjects

k = number of groups

Mean Square (between) is the Sum of Squares/(k-1) and Mean Square

(wtthtn) ts the Sum 0+ (:,.,.. "''''''' .. r t « I,) ...l..~_~ I, - _ ..~ .... "'''' of g"'c"ps I •• ';-I-L-.';..,n I """'1,",UI'l;;.;;)/\II-1\, WIICIC I\, - IIUIIIUCI V I U "''''''111

a specific independent variable being examined, such as race, and n is

the total number of subjects.

In performing the F test, homogeneity of variance is generally

assumed by many investigators. This is because the F tests are robust

enough to accomodate minor population inequivalencies; however,



84

homogeneity should be tested if large inequivalencies are suspected.

Cochran's C test, a relatively simple test for homogeneity of variance

was available in the SPSS program and was used. Cochran's C is given

as: 6

C = S2 la~gest

rS 2 j

where S2 largest = the largest of the Ktreatment variances.

ES 2 j - sum of all the variances through j.

The Newman-Keuls post hoc comparison test was used whenever an F

value significant at or beyond the .05 level occurred in an analysis of

either a total score on the AVOS or on any of the sub-scales. The

statistic used for Newman-Keuls is given as:?

W = qrc; r, v / MS errorr
n

MS error = r(x-X)2
n-K

n = number of observations

Where WR = the difference that two means, r steps apart, must exceed

in order to be declared significant. The q values are given in the

studentized range table but two values are needed to enter this table;

the degrees of freedom for experimental error (v) and the respective

values of r. The value r is the number of steps two means are apart on

an ordered scale.
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SUMMARY

The population to which this study sought to generalize was the

group of administrators of the University of Hawaii which was defined

into two ethnic sub-populations; the Japanese Americans and Caucasian

Americans (males and females). This population was compared to a group

of Caucasian administrators from the California University and College

System.

The sample consisted of six groups of randomly selected subjects;

male and female JA administrators, male and female HC administrators and

male and female MC administrators. Sample sizes were determined using a

formula that allowed for finite population correction. Adjustments were

made to allow for a projected rate of non-response. The response rates

from the six groups ranged from fifty seven-percent (57%) to seventy-five

percent (75%).

An appropriate instrument to assess the value orientation of inter

est in this study was not available in the literature. Therefore, an

instrument called Administrator Value Orientation Scale (AVOS) was

developed. The development of the instrument involved a collection of

statements to cover the domains of interest, validating the statements

and rating the quality of the items by nine judges, field testing the

preliminary instrument, performing item analyses and reliability studies

to select the final pool of items.

AVOS consisted of six sub-scales covering the following attitudinal

concepts: Taciturnity, Respect for Rules and Regulations, Respect for

Rank and Authority, Reciprocity, Particularism and Collectivism. The
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final instrument consisted of fifty items for the six sub-scales. The

reliability coefficients for the sub-scales as detenmined by using

Cronbach's Alpha ranged from a = .62 to a = .86. Interscale correlation

studies perfonmed indicated that the six sub-scales were not highly

correlated with each other and were, therefore, discreet.

Eleven hypotheses and s~b-hypotheses were generated and tested. The

first set of hypothesis and sub-hypothesis examined differences based on

ethnicity. The second through the eighth examined differences due to

gender among the three ethnic groups. The ninth hypothesis and sub

hypothesis examined generational differences among the JA. The tenth and

eleventh examined differences due to geography for the Caucasians in

Hawaii and on the U.S. Mainland.

The statistical procedure used to test for significant differences

was the one-way analysis of variance. In addition to the ANOVA,

Cochran's C test for homogeneity of variance and Student-Newman-Keuls

post hoc comparison test were used.
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CHAPTER IV

FINDINGS

This chapter is divided into three sections. The first section

contains the general descriptive data of the sample. The second section

contains the investigation of the hypotheses and the sub-hypotheses~

The third section reports supplementary findings.

DESCRIPTIVE DATA

The sample consisted of six sub-groups: the Mainland Caucasian

males (MC-M), the Mainland Caucasian females (MC-F), the Hawaii

Caucasian males (HC-M), the Hawaii Caucasian females (HC-F), the

Japanese American males (JA-M), and the Japanese American females (JA-F).

There was a total of one hundred ninety-four respondents; fifty-seven

were Mainland Caucasians who constituted twenty-nine percent (29%) of

the sample; sixty-seven were Hawaii Caucasians constituting thirty-five

percent (35%) of the sample; seventy were Japanese Americans constituting

thirty-six percent (36%) of the sample.

Of the MC, thirty-one, or fifty-four percent (54%) were males and

twenty-six, or forty-six percent (46%) were females. Of the HC, thirty

nine, or fifty-eight percent (58%) were males and twenty-eight, or

forty-two percent (42%) were females. Of the JA, forty-one, or fifty

nine percent (59%) were males and twenty-nine, or forty-one percent

(41%) were females.
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Social Characteristics

All of the JAs were born in Hawaii and all except one of the MCs

were born in the U.S. Of the HCs, all but nine, or eighty-seven percent

(87%) were born in the U.S. None of the MCs had lived in Japan or

Hawaii except one female who had lived in Hawaii for less than three

years. All of the HCs had lived in Hawaii over three years.

Among the JAs, twenty-four percent (24%) had no spouses. Of the

seventy-six percent (76%) who had spouses, eighty-eight percent (88%)

were married to JAs. Among the HCs, twenty-one percent (21%) had no

spouses. Among those who were married, eighty-four percent (84%) had

spouses who were Caucasians. Among the MCs, twenty-one percent (21%)

had no spouses and those who were married all had non-Asian spouses.

In response to the question about who were their close friends, the

MCs reported having "mostly Caucasian" friends. Among the HCs, three

percent (3%) reported having "mostly Japanese" friends, thirty-one

percent (31%) reported having "mostly Caucasian" friends and sixty-six

percent (66%) reported having "mixed" friends. Among the JAs, forty-

seven percent (47%) reported having "mostly Japanese" friends, none

reported having "mostly Caucasian" friends and fifty one percent (51%)

reported having "mixed" friends.

Age Characteristics

Age characteristics of the sample are presented in Table 4.1.

The highest percentage of subjects over forty years of age occurred

within the Mainland male group where seventy-four percent (74%) exceeded

that age.. They were foilowed by the Hawaii Caucasian male group with
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Table 4.1

The Age Distribution of AVOS Respondents
in Numbers and Percentages

Ethnic 20-25 26-30 31-40 41-50 51-60 61-65 66-70 Total
Group yrs yrs yrs yrs yrs yrs yrs No.

MC/N 0 1 7 14 9 0 0 31
(0%) (3%) (23%) (45%) (29%) (0%) (0%) (lOO%)

MC/F 0 1 12 6 7 0 0 26
(0%) (4%) (46%) (23%) (27%) (0%) (Qo/, (lOO%)/0 I

He/M 1 2 9 12 12 2 1 39
(3%) (5~n (23%) (31%) (31%) (5%) (3%j (lOl%)

HC/F 0 0 13 10 2 3 0 28
(0%) (0%) (46%) (36%) (7%) (11 %) (0%) (100%)

JA/M 0 4 15 15 7 0 0 41
(0%) (10%) (37%) (37%) (17%) (0%) (0%) (101%)

JA/F 1 2 15 1 10 0 0 29
(3%) (7%) (52%) (3%) (35%) (0%) (0%) (100% )

sixty-nine percent (69%) over forty years and the JA males with fifty

percent (50%) above forty. Thirty-eight percent (38%) of the Japanese

American subjects were over forty. The sample was a bimodal group with

fifty-two percent (52%) in the 31-40 age group and thirty-five percent

(35%) in the 51-60 group.

Salaries

The information on salaries is provided in Table 4.2.

The data show that MC males and HC males earn the highest salaries

with ninety percent (90%) of the MC males and sixty-one percent (61%) of

He males earning over $31,000. Among the JA males, thirty-seven percent
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Table 4.2

The Salary Categories* of AVOS Respondents
Expressed in Numbers and Percentages

Ethnic Total
Group $15-20 $41-30 $31-40 $41-50 Over $50 No.

MC/M 1 2 8 14 6 31
(3%) (7%) (26%) (45%) (19%) (100%)

MC/F 1 14 5 6 0 26
(4%) (54%) (19%) (23%) (0%) (100%)

HC/~1 6 9 11 11 2 39
(15%) (23%) (28%) (28%) (5%) (99%)

HC/F 8 14 4 0 0 26
(31%) (54%) (15%) (0%) (0%) (100%)

JA/M 7 19 13 2 0 41
(17%) (46%) (32%) (5%) (0%) (100%)

JA/F 8 15 5 ° 0 28
(29%) (54%) (18%) (0%) (0%) (101% )

*1n thousands of dollars.

(37%) earned over $31,000. The HC female group was the lowest paid with

fifteen percent (15%) earning above $31,000. They were followed by the

JA females with eighteen percent (18%) in this category. The MC females

were the highest paid among the females with forty-two percent (42%)

earning above $31,000.

Educational Background

The educational background for the six sub-groups of the sample is

presented in Table 4.3.
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Table 4.3

The Educational Background of AVOS Respondents

Ethnic High School Post Second Bacc. Master Doct. Total
Group (%) (%) (%) (%) 00 No.

MC/M 0 0 6 13 12 31
(0%) (O%) (19%) (42%) (39%) (100%)

MC/F 2 3 5 10 5 25
(8%) (12%) (20%) (40%) (20%) (100%)

HC/M 0 1 4 17 17 39
(0%) (3%) (10%) (44%) (44%) (101% )

HC/F 0 2 6 17 3 28
(0%) (7%) (21%) (61%) (11 %) (100% )

JA/M 2 3 14 16 6 41
(5%) (7%) (34%) (39%) (15%) (100% )

JA/F 2 0 15 11 1 29
(7%) (0%) (52%) (38%) (3%) (100%)

The group with the highest percent of advanced degrees was the HC

male; forty-four percent (44%) had master degrees and an equal percent

had doctorates for a total of eighty-eight percent (88%) with advanced

degrees. They were followed by the MC male with eighty-one percent (81%)

possessing advanced degrees; forty-two percent (42%) had master degrees

and thirty-nine percent (39%) had doctorates in this group. In compari

son with the Caucasian males, the percent of JA males with advanced

degrees was considerably lower with only fifty-four percent (54%) posses

sing advanced degrees. Only fifteen percent (15%) of JA males possessed

doctorates; thirty-nine percent (39%), however, possessed master degrees

which was comparable to the Caucasian males.
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Among the females, the HC females, like the HC males, were also the

best educated. Seventy-two percent (72%) of HC females possessed

advanced degrees versus sixty percent (60%) among the MC females and

forty-one percent (41%) among the JA females. However, only eleven

percent (11%) of the HC females possessed doctorates while twenty per

cent (20%) of the MC females possessed doctorates. Only three percent

(3%) of JA females possessed doctorates.

Data on Japanese language school attendance revealed that sixty

percent (60%) of the JA had attended language school for over three

years, and twenty-four percent (24%) had attended for less than three

years. A total of eighty four percent (84%) of the JA thus had records

for language school attendance. A breakdown of attendance by generation

revealed a slightly higher attendance rate among the third generation;

eighty-five percent (85%) versus eighty-three percent (83%) for the

second generation. Although eighty four percent (84%) had attended

language schools, only sixty-four percent (64%) indicated ability to

speak Japanese to some extent.

INVESTIGATION OF THE HYPOTHESES AND SUB-HYPOTHESES

Findings Related to Hypothesis I and Sub-Hypothesis I

The major problem investigated in this study was whether idiographic

and nomothetic value orientations of Japanese American administrators 'in

Hawaii contributed to different views on administrative practice than a

comparison group of Caucasian administrators reared and educated under a

more IIWestern ll value system. Specifically, six traits (or sub~scales)

were included in AVOS. They were:



94

l. Taciturnity

2. Respect for Rules and Regulations

3. Respect for Rank and Authority

4. Reciprocity

5. Particularism

6. Collectivism

The first hypothesis submitted that there is no significant dif

ference in the group means of the Administrator Value Orientation Scale

(AVOS) among and between the Japanese American (JA), the Hawaii

Caucasian (HC), and the Mainland Caucasian (MC) administrators.

In order to investigate the above hypothesis, mean scores for AVOS

were obtained for the three ethnic groups. The AVOS utilized a five

point Likert type response which was scaled from (1) to (5) with one (1)

assigned to II st rongly agree" and five (5) assigned to "strong1y disagree".

(See page 76 in Chapter III.) AVOS scores were obtained by summing sub

scale scores. A one-way analysis of variance was employed to test for

significant differences among the sample. The data are presented in

Table 4.4.

The ANOVA procedure comparing JA, MC and HC produced an F value of

3.047 significant at P = .0498. The Cochran1s C test for homogeneity of

variance was .39 at P = .34. This indicated the samples met the test for

homogeneity and the significant value of F obtained in ANOVA was

unbiased. On the basis of the analysis, the null hypothesis of no

significant differences in AVOS scores among the JA, He and MC was

rejected.
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Table 4.4

The Results of One-Way Analysis of Variance (ANOVA) of
AVOS Scores Among MC, HC and JA Administrators;
Cochran's C Test for Homogeneity of Variance;

and Student-Newman-Keuls
Post Hoc Comparisons

ANOVA F F
Ethnic 10 n Mean Std. Dev. Ratio Prob.

Me 57 3.18 .23 3.047 .0498*

HC 67 3.17 .30

JA 70 3.07 .29

Cochran's C = .39, P = .34

Student-Newman -Keu1 s (SNK) Post hoc compa ri sons:

Subset I - JA, HC, Me

*F value significant at the .05 level.

Whenever such an over-all test of significance led to a rejection

of the null hypothesis, post hoc comparison studies were performed in an

attempt to pinpoint where the differences occurred. The group mean

obtained for the JAwas lowest at 3.07 fo'l l owed by the HC mean at 3.17.

The MC mean of 3.18 was the highest. A Newman-Keuls post hoc comparison

did not disclose a difference in any of the means large enough to

indicate that one or more of the groups was a prime contributor to the

F score reported in Table 4.4 which was significant beyond the P = ,05

level. In other words, the variance in scores which led to a significant

difference among the three groups was not concentrated in a particular

group at a level of probability high enough to warrant its being placed

in a separate category or sub-set.
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The Sub-Hypothesis I was designed to further refine the analysis by

determining which, if any, of the sub-scales contributed to the overall

difference. Significant differences were found in three sub-scales;

Taciturnity, Rules, and Particularism. The results of the one-way

analysis of variance for the sub-scale Taciturnity are displayed in

Table 4.5.

Table 4.5

The Results of One-Way Analysis of Variance for Sub-Scale
Taciturnity Comparing JA, HC and MC Administrators;

Cochran's C Test for Homogeneity of Variance;
and Student-Newman-Keuls

Post Hoc Comparisons

ANOVA
Ethnic 10

MC

HC

JA

n

57

67

70

Mean

3.57

3.51

3.19

S.D.

.59

.63

.61

F
Ratio

7.449

F
Prob.

.0008*

Cochran's C =3.55, P = .96

SNK Homogeneous Subsets

Subset I = JA

Subset II = HC, MC

*F value significance at the .05 level.

Sub-scale scores were obtained by adding the scores from items

identified as belonging to a specific trait. In the Taciturnity sub

scale, the group mean was lowest for the JA (mean = 3.19); in between for

the HC (mean = 3.51); and highest for the MC (mean = 3.57). Post hoc
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comparisons revealed that although the HC and MC did not differ signif

icantly from each other, the JA did significantly differ from both.

The data for the one-way analysis of variance for sub-scale Rules,

the second to show a significant difference is presented in Table 4.6.

Table 4.6

The Results of One-Way Analysis of Variance for Sub-Scale
Rules, Comparing JA, HC and MC.Administrators;
Cochran's C Test for Homogeneity of Variance;

and Student-Newman-Keuls
Post Hoc Comparisons

ANOVA
Ethnic ID

MC

HC

JA

57

67

70

Mean

2.97

2.93

2.60

S.D.

.63

.57

.57

F
Ratio

8.055

F
Probe

.0004*

Cochran's C = .38, P = .54

Student-Newman-Keuls Homogeneous Subsets:

Subset I = JA

Subset II = HC, MC

*F value significant at the .05 level.

In the sub-scale Rules, the data in Table 4.6 show that the group

mean was lowest again for the JA (mean = 2.60). The HC (mean = 2.93)

came next and MC (mean = 2.97) was highest. The SNK comparisons demon

strated the existence of two homogenous subsets with the JA in one subset

and the HC and MC in the second. This indicated that the HC and MC did

not differ significantly with each other but did differ from the JA.



98

The third sub-scale to show significant differences was Particu

larism. The results of the analysis of variance for this sub-scale are

provided in Table 4.7.

Table 4.7

The Results of One-Way Analysis of Variance for Sub-Scale
Particularism Comparing JA, HC and MC Administrators;

Cochran's C Test for Homogeneity of Variance
and Student-Newman-Keuls

Post Hoc Comparisons

F F
Ethnic 10 n Mean S.D. Ratio Probe

JA 70 3.39 .60 4.828 .0090*

MC 57 3.14 .62

HC 67 3.11 .54

Cochran I s C = .37, P = .61

Student-Newman-Keuls Homogeneous Subsets:

Subset I = HC, MC

Subset II = JA

*F value significant at the .05 1evel.

In contrast to the first two sub-scales in which the lowest mean was

found in the JA group, the results for Particularism were reversed with

the JA showing the highest mean. The JA mean was 3.39. This was fol

lowed by the MC mean of 3.14 and the HC mean of 3.11. Post hoc compari-

sons revealed that the HC and Me again to be in the same homogeneous

group and not differing significantly with each other but differing with

the JA who were in the second sub-group.
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The results of the analyses of variance for the remaining three

sub-scales are presented in Table 4.8.

Table 4.8

The Results of One-Way Analyses of Variance for Three
Sub-Scales; Authority, Reciprocity and Collectivism,

Comparing JA, HC and MC Administrators

Authority:
Ethnic ID n Mean S.D. F Ratio F Prob.

MC 57 3.58 .57 F = .722 P = .487

HC 67 3.46 .73

JA 70 3.46 .59

Reciprocity:
HC 67 3.32 .56 F = .664 P - .5158

MC 57 3.31 .59

JA 70 3.21 .63

Collectivism:
HC 67 2.70 .52 F =2.080 P = .128

JA 70 2.58 .53

MC 57 2.50 .58

The results of the analyses of variance for the three sub-scales

presented in Table 4.8 show no significant F ratios. Thus, the Sub

HYpothesis I which stated there is no significant difference of the group

means for each of the six sub-scales were rejected for three; Taciturnity,

Rules and Particularism; and accepted for the remaining three which were

Authority, Reciprocity, and Collectivism.
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Findings Related to Hypothesis II and Sub-Hypothesis II

The purpose of Hypothesis II was to determine whether gender was a

significant independent variable in the value orientation of the

Japanese Americans. It predicted that there is no significant difference

in the means of the AVOS between male and female JA. The companion sub

hypothesis predicted no significant difference in the group means for

each of the six sub-scales between male and female JA. The results of

the analyses of variance conducted to test these hypotheses are presented

in Table 4.9.

Neither the AVOS means nor any of the sub-scale means was found to

be significantly different between JA males and females. Thus Hypothesis

II and sub-hypothesis II predicting no significant differences between

JA males and females were accepted.

Findings Related to Hypothesis III and Sub-Hypothesis III

The purpose of Hypothesis III was to determine whether there were

any differences in the value orientation among the Hawaii Caucasians due

to gender. The hypothesis predicted no significant difference in the

means of the AVOS between male and female He. The companion sub-hypo

thesis predicted no significant difference in the group means of each of

the six sub-scales of AVOS between male and female He. The data on the

one-way analyses of variance performed to investigate these hypotheses

are presented in Table 4.10.



Table '4.9

The Results of One-Way Analyses of Variance of the
AVOS Scores and Scores for Each of the Six

Sub-Scales for Male and Female
JA Administrators

Group n Mean S.D. F Rntio F Probe

AVOS:
JA/F 29 3.11 .32 .968 .329

JA/M 4i 3.04 .27

Taciturnity:
JA/F 29 3.23 .73 .256 .62

JA/M 41 3.16 .52

Rules:
JA/F 29 2.66 .56 .662 .4185

JA/M 41 2.55 .59

Authority:
JA/F 29 3.53 .62 .764 .385

JA/M 41 3.41 .58

Reciprocity:
JA/F 29 3.31 .64 1.149 .28

JA/M 41 3.15 .62

Particularism:
JA/F 29 3.39 .53 .001 .982

JA/M 41 3.39 .65

Collectivism:
JA/F 29 2.55 .61 .228 .635

JA/M 41 2.61 .48
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Table 4.10

The Results of One-Way Analyses of Variance of the
AVOS Scores and Scores for Each of the Six

Sub-Scales for HC Male and
Female Administrators

Group n Mean S.D. F Ratio F Probe

AVOS:
HC/F 28 3.20 .32 .636 .428

HC/M 39 3.15 .28

Taciturnity:
HC/F 28 3.63 .58 1.945 .168

HC/M 39 3.42 .66

Rules:
HC/F 28 2.95 .51 .039 .843

HC/M 39 2.92 .61

Authority:
HC/F 28 3.62 .66 2.404 .126

HC/M 39 3.35 .77

Reciprocity:
HC/F 28 3.41 .47 1.360 .248

HC/M 39 3.25 .61

Particularism:
HC/F 28 3.02 .67 1.129 .292

HelM 39 3.17 .43

Collectivism:
HC/F 28 2.59 .53 2.195 .143

HCIM 39 2.78 .50
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Neither the AVOS means nor the sub-scale means in Table 4.10 show

any significant differences between male and female HC. Hypothesis III

and Sub--Hypothesis III predicting no significant differences were thus

accepted.

Findings Related to Hypothesis IV and Sub-HyPothesis IV

Hypothesis IV and Sub-Hypothesis IV were generated to investigate

differences in the value orientations between MC males and females. The

hypothesis predicted no significant differences in means of the AVOS

between MC males and females. The companion sub-hypothesis predicted no

significant difference in the group means for each of the six sub-scales

between MC males and females. The findings on the one-way analyses of

variance are presented in Table 4.11.

One-way analyses of variances comparing AVOS scores and sub-scale

scores for all six sub-scales did not reveal any significant differences

between MC males and MC females. Thus, Hypothesis IV and Sub-Hypothesis

IV of no significant differenc.es between male and female MC adminis

trators were accepted. Thus far, none of the male versus female compari

sons for each ethnic group has revealed any significant differences.

Findings Related to Hypothesis V and Sub-~ypothesis V

Hypothesis V was generated to investigate differences among male

administrators in Hawaii only. It predicted no significant differences

of the AVOS scores between male JA and male HC. The companion sub

hypothesis predicted no significant differences in means of the sub-scale

scores between male JA and male He. The findings on the one-way analyses

of variances are presented in Table 4.12.



Table 4.11

The Results of One-Way Analyses of Variance of the
AVOS Scores and Scores for Each of the Six

Sub-Scales for MC Male and
Female Administrators

Group n Mean S.D. F Ratio F Probe

AVOS:
r.,C/F 31 3.15 .21 1.334 .253

MC/M 26 3.22 .25

Taciturnity:
MC/F 31 3.60 .55 .135 .715

MC/M 26 3.54 .65

Rules:
. MC/F 31 2.98 .69 .006 .936

MC/M 26 2.96 .56

Authority:
MC/F 31 3.55 .60 .171 0681

MC/M 26 3.62 .55

Reciprocity:
MC/F 31 3.28 .55 .196 .660

MC/M 26 3.35 .65

Particularism:
MC/F 31 3.02 .65 2.646 .110

MC/M 26 3.28 .57

Collectivism:
MC/F 31 2.46 .55 .379 .541

MelM 26 2.55 .63
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Table 4.12

The Results of One-Way Analyses of Variance of the
AVOS Scores and Scores for Each of the Six

Sub-Scales for JA Male and HC Male
Administrators; Cochran's C Test

for Homogeneity of Variance

Group n Mean S.D. F Ratio F Prob.

AVOS:
JA/M 41 3.04 .27 2.785 .0991

HC/M 39 3.15 .28

Taciturnity:
JA/M 41 3.16 .52 3.863 .0529

HC/M 39 3.42 .66

Rules:**
JA/M 41 2.55 .59 7.572 .0074*

HC/M 39 2.92 .61

Authority:
JA/M 41 3.41 .58 .167 .6842

HelM 39 3.35 .77

Reciprocity: .
JA/M 41 3.15 .62 .596 .4425

HC/M 39 3.25 .61

Particularism:
JA/M 41 3.39 .65 3.352 .0709

HC/M 30 3.17 .43

Collectivism:
JA/M 41 2.61 .48 2.307 .1328

HCIM 39 2.78 .50

*F value significant at .05 1evel .
**Cochran.' s C = .52, P = .85.
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Between JA males and He males, AVOS scores were not found to differ

significantly; however, sub-scale Rules revealed a marked difference.

r~le f ratio for Rules was 7.572 significant at P = .0074. The difference

in sub-scale Taciturnity scores approached significance at P = .0529

but did not meet the .05 for level of significance. Thus Hypothesis V

predicting no significant differences of the AVOS scores was accepted.

The companion sub-hypothesis predicting no significant differences in the

sub-scale scores could not be totally accepted; it was rejected for sub

scale Rules in which a significant difference between JA and HC males

existed. In this case, the mean of the JA males was lower and indicated

a stronger respect for rules.

Findings Related to Hypothesis VI and SUb-Hypothesis VI

Hypothesis VI was generated to examine the differences limited to

JA ~~les and MC males. It predicted no significant differences of the

means of the AVOS between male JA and male MC. The companion sub

hypothesis predicted no significant difference in the means of the sub

scale scores between male JA and male MC. Table 4.13 presents data on

the one-way analyses of variances performed.

The AVOS scores between MC and JA males were not found to be signif

icantly different. Thus, Hy~othe=is VI of no significant differences in

the AVOS scores between Me and JA males was accepted.

However, sub-scales for Taciturnity, Rules and Particularism showed

significant differences. In sub-scale Taciturnity, the F value was

12.149 significant at P = .0009. This was a much greater difference than

the F value of 3.863 significant at P = .0529 that was obtained between
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Table 4.13

The Results of One-Way Analyses of Variance of the
AVOS Scores and Scores for Each of the Six

Sub-Scales for JA Male and MC Male
Administrators; Cochran's C Test

for Homogeneity of Variance

Group n Mean S.D. F Ratio F Prob.

AVOS:
MC/M 31 3.15 .21 3.122 .0816

JA/M 41 3.04 .27

Tacutirnity:**
MC/M 31 3.60 .55 12.149 .0009*

JA/M 41 3.16 .52

Rules:
MC/M 31 2.98 .69 8.013 .0061*

JA/M 41 2.55 .59

Authority:
MC/M 31 3.55 .60 1.081 .3020

JA/M 41 3.41 .58

Reciprocit..l:
MC/M 31 3.28 .55 .913 .3425

JA/M 41 3.15 .62

Particularism:
MC/M 31 3.02 .65 5.956 .0172*

JA/M 41 3.39 .65

Co11 ecti vism:
MC/M 31 2.46 .55 1.634 .2053

JA/M 41 2.61 .48

* F value significant at the .05 level.
**Cochran's C = .53, P = .71.
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HC and JA males. In sub-scale Rules, the F value was 8.013 significant

at P = .0061. This was comparable to the F value of 7.572 significant

at P = .0074 obtained between HC and JA males. In sub-scale Particular

ism, the F value was 5.956 significant at P = .0172. Sub-Hypothesis VI

was accepted for sub-scales Authority, Reciprocity and Collectivism and

rejected for Taciturnity, Rules and Particularism.

Findings Related to Hypothesis VII and Sub··Hypothesis VII

Hypothesis VII was generated to investigate the differences between

the female administrators in Hawaii. It predicted no significant dif

ference in the means of the AVOS scores between female JA and female HC.

The companion sub-hypothesis predicted no significant diffe~ences in the

means of the sub-scale scores. Analyses of variance was used to deter

mine significant differences. The results are presented in Table 4.14.

The AVOS scores between HC and JA females were not found to differ

significantly. Hypothesis VII of no significant difference in the AVOS

scores between He and JA females was, therefore, accepted.

Two sub-scales, Taciturnity and Particularism, however, did show

significant differences. Sub-scale Taciturnity produced an F value of

5.279 significant at P = .0254 and sub-scale Particularism produced an

F value of 5.336 significant at P = .0247. Sub-scale Rules came close

to showing a significant difference but the F value of 3.956 was signif

icant only at P = .0517. Sub-Hypothesis VII produced mixed results

again and was accepted for sub-scales Rules, Authority, Reciprocity and

Collectivism and rejected for sub-scales Taciturnity and Particularism.
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Table 4.14

The Results of One-Way Analyses of Variance of the
AVOS Scores and Scores for Each of the Six

Sub~Scales for JA Female and HC Female
Administrators; Cochran's C Test

for Homogeneity of Variance

Group n Mean S.D. F Ratio F Prob.

AVOS:
HC/F 28 3.20 .32 1.160 .2861

JA/F 29 3. 11 .32

Taciturnity:**
HC/F 28 3~63 .58 5.279 .0254*

JA/F 29 3.23 .73

Rul es:
HC/F 28 2.95 .51 3.956 .0517

JA/F 29 2.66 .56

Authority:
HC/F 28 3.62 .66 .286 .5951

JA/F 29 3.53 .62

Reciprocity:
HC/F 28 3.41 .47 .475 .4937

JA!F 29 3.31 .64

Particularism:
HC/F 28 3.02 .67 5.336 .0247*

JA/F 29 3.39 .53

Collectivism:
HC/F 28 2.59 .53 .068 .7955

JA/F 29 2.55 .61

* F value significant at the .05 level.
**Cochran1s C = .62, P = .22.
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Findings Related to Hypothesis VIII and Sub-Hypothesis VIII

Hypothes'is VIII was generated to investigate the differences between

female JA and female MC administrators. It was the last of the seven

hypotheses generated to investigate differences between various sub

groups with respect to gender. Hypothesis VIII predicted no significant

differences of the means of AVOS scores between female JA and female MC

administrators. The companion sub-hypothesis predicted no significant

differences in the means of the sub-scale scores between female JA and

female MC administrators. The results of one-way analyses of variance_

conducted to investigate these hypotheses are presented in Table 4.15.

The AVOS scores and all of the sub-scale scores obtained in this

set of comparisons between JA and MC females did not demonstrate any

significant F values. Thus, Hypothesis VIII and Sub-Hypothesis VIII

were accepted.

Findings Related to Hypothesis IX and Sub-Hypothesis IX

The purpose of Hypothesis IX was to determine whether there were

generational differences between the second and third generation JAs.

Generational attenuation of values was suspected. To investigate this

problem, females and males were combined into a single group to be clas

sified only according to generation.

The demographic section of the questionnaire allowed for five cate

gories of responses for ger.ration. They were: Issei (first genera

tion), Nisei, Nisei-Sansei, Sansei, Sansei-Vonsei. All responses from

Isseis were eliminated because they were not considered to be "American".

The Nisei-Sansei are persons with one Issei parent and one Nisei parent.



Table 4.15

The Results of One-Way Analyses of Variance of the
. AVOS Scores and Scores for Each of the Six

Sub-Scales for JA Female and MC Female
Administrators

Group n Mean S.D. F Ratio F Prob.

AVOS:
MC/F 26 3.22 .25 1.789 .1867

JA/F 29 3.11 .32

Taciturnity:
MC/F 26 3.54 .65 2.732 .1042

JA/F 29 3.23 .73

Ru1 es:
MC/F 26 2.96 .56 3.915 .0531

JA/F 29 2.66 .56

Authority:
MC/F 26 3.62 .55 .274 .6027

JA/F 29 3.53 .62

Reciprocity:
MC/F 26 3.35 .65 .056 .8140

JA/F 29 3.31 .64

Particularism:
MC/F 26 3.28 .57 .543 .4646

JA/F 29 3.39 .53

Collectivism:
MC/F 26 2.55 .63 .000 .9831

JA/F 29 2.55 .61
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Similarly, the Sansei-Yonsei are persons with one Nisei parent and one

Sansei parent. The Nisei and Nisei-Sansei categories were collapsed as

the Nisei category and Sansei and Sansei-Yonsei were collapsed as the

Sansei category. One-way analyses of variance were conducted to investi

gate these hypotheses and the findings are reported in Table 4.16.

The data in Table 4.16 comparing second and third generation JA

administrators reveal that generational differences do not exist. The

differences in the AVOS scores between second and third generations were

not significant. Similarly, all sub-scales showed no significant

differences.

Hypothesis IX which predicted no significant difference in the means

of AVOS scores between second and third generation JA was thus accepted,

Sub-Hypothesis IX predicting no significant difference in the means of

sub-scale scores also was accepted for all sub-scales.

Findings Related to Hypothesis X

Hypothesis X investigated the difference between Mainland and Hawaii

Caucasian males. Hypothesis X predicted no significant difference in

the means of the AVOS between male HC and male MC. The companion sub

hypothesis predicted there would be no significant difference in the

means of the sub-scale scores between male HC and male MC. One-way

analysis of variance was conducted to investigate this question. The

data is presented in Table 4.17.



Table 4.16

The Results of One-Way Analyses of Variance of the
AVOS Sc~res and Scores for Each of the Six

Sub-Scales for Second (Nisei) and Third
(Sansei) Generations of

JA Administrators

Generation n Mean S.D. F Ratio F Probe

AVOS:
Nisei 29 3.13 .32 2.258 .1375

Sansei 41 3.03 .26

Taciturnity:
Nisei 29 3.19 .62 .002 .9624

Sansei 41 3.18 .61

Rules:
Nisei 29 2.68 .40 1.023 .3154

Sansei 41 2.54 .67

Authority:
Nisei 29 3.58 .62 2.049 .1568

Sansei 41 3.37 .56

Reciprocity:
Nisei 29 3.28 .72 .546 .4626

Sansei 41 3.17 .56

Particularism:
Nisei 29 3.50 .58 1.600 .2102

Sansei 41 3.32 .60

Collectivism:
Nisei 29 2.57 .59 .030 .8626

Sansei 41 2.59 .50

113



Table 4.17

The Results of One-Way Analyses of Variance of the AVOS
Scores and Scores for Each of the Six Sub-Scales

for Male MC and HC Administrators;
Cochran's C Test for Homogeneity

of Variance

Group n Mean S.D. F Ratio F Prub,

AVOS:
MC/M 31 3.15 .21 .000 .9878

HC/M 39 3.15 .28

Taci turnity:
Me/M 31 3.60 .55 1.517 .2223

HC/M 39 3.42 .66

Rul es:
MC/M 31 2.98 .69 .141 .7083

HC/M 39 2.92 .61

Authority:
MC/M 31 3.55 .60 1.526 .2209

HCiM 39 3.35 .77

Reciprocity:
MClM 31 3.28 .55 .041 .8403

HC/M 39 3.25 .61

Particularism:
MC/M 31 3.02 .65 1.337 .2517

HelM 39 3.17 .43

Callectivism: **
MC/M 31 2.46 .55 6.519 .0129*

HC/M 39 2.78 .50

? F value significant at the .05 level.
**Cochran's C = .55, P = .57.
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Data in Table 4.17 comparing male MC and HC administrators reveal

that the differences in the AVOS scores between the two groups was not

significant. Hypothesis X, therefore, was accepted. All of the sub

scale score except for Collectivism, similarly did not show significant

differences. Collectivism produced an F value of 6.519 significant at

p = .0129. Examination of the means indicated that the male MC with the

lower mean of 2.46 had a higher orientation toward collectivism than the

male HC. Sub-Hypothesis X predicting no significant differences in the

sub-scale scores was thus rejected for Collectivism and accepted for the

other five.

.. . '" ..... ..... '" ". ~ \. '.
Findings Related to Hypothesis 'XI and Sub.;.Hypotnes-fs>Xr

Hypothesis XI was generated to examine the differences in the female

Caucasian sub...samples. It predicted no signiftcant di"fferences in the

mean of the AVOS scores between female MC and He. Sub-Hypothesis XI

predicted no significant difference in the sub-scale scores between

female MC and HC. The data on the analyses of vartance conducted to
:,

investigate these hypotheses' are presented in Table 4,18',

The results in Table 4.l8.indicate that neither the AVOS scores~ nor

any of the sub..scale scores were signi'ficantly different between Me

females and HC females. Hypothesis XI and Sub-Hypothesis XI were~ tnere-

fore,accepted.

SUPPLEMENTARY FINDINGS

Although isolated item responses are inadequate for any interpre~

tation of attitudes or value orientations, they,nevertheless, reveal the



Table 4.18

The Results of One-Way Analyses of Variance of the AVOS
Scores and Scores for Each of the Six Sub-Scales

for Female MC and HC Administrators

Group n Mean S.D. F Ratio F Prob.

AVOS:
~1C/F 26 3.22 .25 .027 .8693

HC/F 28 3.20 .32

Taciturnity:
MC/F 26 3.54 .65 ~310 .5803

HC/F 28 3.63 .58

Rul es:
MC/F 26 2.96 .56 .013 .9109

HC/F 28 2.95 .51

Authority:
MC/F 26 3.62 .55 .002 .9628

HC/F 28 3.62 .66

Reciprocity:
MC/F 26 3.35 .65 .160 .6912

HC/F 28 3.41 .47

Particularism:
MC/F 26 3.28 .57 2.334 .1326

HC/F 28 3.02 .67

Collectivism:
MC/F 26 2.55 .63 .052 .8208

HC/F 28 2.59 .53
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nature of the statements that elicit the strongest responses. From that

standpoint, they are valuable in research of this nature. The responses

by the six ethnic SUb=gi'OUpS to each item wereexamined for significant

differences utilizing anaiysis of variance. The items that produced

significant F ratios tdentf f ied in the sub-scale Taciturnity were:

Item No. 37: "Talkative People Annoy Me"

Item No. 49: "I prefer to express my feelings in ways other

than verbal ways."

Item No. 77: "I open my mouth and speak only when necessary."

The results of the ANOVA of the responses to Item 37 are provided in

Table 4.19.

Table 4.19

The Results of the One-Way Analysis of Variance of
Responses to Item 37 in Sub-Scale Taciturnity

with Student-Newman-Keuls (SNK)
Post Hoc Comparison

ANOVA:
Group

No. Ethnic Group n Mean S.D.

1 MC/F 26 3.31 .97

0 MC/M 31 3.16 .97

3 HC/F 28 2.07 .94

4 HC/M 39 3.00 1.19

5 JA/F 29 2.90 .94

2 JA/M 41 2.54 .95

SNK Range Test:

Subset I: JA/M, JA/F, HC/M, HC/F, MC/M
Subset II: JA/F, HC/M, HC/F, MC/M, MC/F

*F value significant at the .05 level.

F Ratio

2.42

F Prob.

.0372*
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Item 37 generated an F ratio significant at P = .0369. The SNK

post hoc comparisons revealed that JA males differed significantly only

from MC females.

The results of the ANOVA of the responses to Item 49 are provided

in Table 4.20.

Table 4.20

The Results of the One-Way Analysis of Variance of
Responses to Item 49 in Sub-Scale Taciturnity

with SNK Post Hoc Comparison

Ethnic Group n Mean S.D. F Ratio F Prob.

HC/F 28 3.64 .87 2.229 .0531

MC/M 31 3.48 .96

HC/M 39 3.44 .97

MC/F 26 3.35 1.06

JA/F 29 3.31 1.00

JA/M 41 2.93 .99

SNK Range Test:

Subset I: JA/M, JA/F, MC/F, He/M, MC/M

Subset II: JA/F, MC/F, HC/M, MC/M, HC/F

Item 49 generated an F ratio of 2.229 and the probability level

approached the desired .05 level of significance but did not quite meet

it. The SNK comparison revealed that JA males differed from the HC

females.
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The results of the ANOVA of the responses to Item 77 are provided

in Table 4.21.

Table 4.21

The Results of the One-Way Analysis of Variance of
Responses to Item 77 in Sub-Scale Taciturnity

with SNK Post Hoc Comparison

Ethnic Group n Mean S.D. F Ratio F Probe

HC/F 28 3.82 .77 7.191 .0000*

MC/F 26 3.58 1.17

MC/M 31 3.42 .99

HC/M 39 3.26 ~ 91

JA/F 29 2.76 1.24

JA/r" .41 2.61 .92

SNK Range Test:

Subset I: JA/M, JA/F

Subset II: HC/M, MC/M, MC/F, HC/F

*F value significant at the .05 level.

Item 77 showed a highly significant F value of 7.191 with P = .00.

The JA males and females did not differ significantly with each other

but did differ significantly from the rest of the Caucasians.

Five items in sub-scale Rules were identified as producing signif-

icant F ratios. They were:

Item No. 32: III believe in following rules and regulations

very carefully. II
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Item No. 44: "Rules are made to be broken."

Item No. 56: "I rely on my own sense of what is O.K. rather

than depending on rules and regulations."

Item No. 62: "I have a tendency to ignore rules. 1I

Item No. 73: "I try to get around rules and regulations to

expedite matters."

The results of the ANOVA of the responses to Item 32 are provided

in Table 4.22.

Table 4.22

The Results of the One-Way Analysis of Variance of
Responses to Item 32 in Sub-Scale Rules with

SNK Post Hoc Comparisons

Ethnic Group n Mean S.D. F Ratio F Probe

MC/M 31 3.23 .99 5.122 .0002*

MC/F 26 3.08 .94

HC/F 28 3.00 .98

HC/M 39 2.95 .95

JA/F 29 2.55 .91

JA/M 41 2.27 .92

SNK Range Test:

Subset I: JA/M, JA/F

Subset II: JA/F, HC/M, HC/F, MC/F

Subset III: HC/M, HC/F, MC/F, MC/M

*F value significant at the .05 level.
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Item 32 in sub-scale Rules generated a highly significant F value

with P = .0002. The SNK comparisons revealed that the JA male did not

differ significantly with the JA female but did differ significantly from

all other sub groups and the JA female differed significantly from the

MC male.

The results of the ANOVA of the responses to Item 44 are provided

in Table 4.23.

Table 4.23

The Results of the One-Way Analysis of Variance of
Responses to Item 44 in Sub-Scale Rules with

SNK Post Hoc Comparisons

Ethnic Group n Mean S.D. F Ratio F Probe

MC/M 31 2.26 .97 2.477 .0336*

HC/F 28 2.25 .70

HC/M 39 2.18 1.05

MC/F 26 2.12 .77

JA/F 29 1.83 .93

JA/M 41 1. 73 .55

SNK Range Test:

Subset I: JA/M, JA/F, MC/F, HC/M, HC/F, MC/M

Subset II: JAjM, JAjF, MC/F, HCjM, HCjF, MC/M

*F value significant at the .05 level.

Item 44 generated an F value of 2.477 significant at P = .0336. The

post hoc comparisons, however, failed to demonstrate significantly

different subsets.
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The results of the ANOVA of the responses to Item 56 are provided

in Table 4.24.

Tabl e 4.24

The Results of the One-Way Analysis of Variance of
Responses to Item 56 in Sub-Scale Rules with

SNK Post Hoc Comparisons

Ethnic Group n Mean S.D. F Ratio F Probe

MC/F 26 3.42 .90 2.603 .0265*

HC/F 28 3.36 .83

HC/M 39 3.23 .93

MC/M 31 3.23 1.09

JA/F 29 3.04 .94

JA/M 41 2.71 1. 01

SNK Range Test;

Subset I: JA/M, JA/F, MC/M, HC/M

Subset II: JA/F, MC/M, ~C/M, HC/F, MC/F

*F value significant at the .05 level.

Item 56 generated an F value of 2.603 significant at P = .0265.

Post hoc comparisons revealed that male JAs differed significantly from

Me females.

The results of the ANOVA of the responses to Item 62 are provided

in Table 4.25.
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Table 4.25

The Results of the One-Way Analysis of Variance of
Responses to Item 62 in Sub-Scale Rules with

SNK Post Hoc Comparisons

Ethnic Group n Mean S.D. F Ratio F Prob.

MC/M 31 2.68 1.08 3.349 .0064*

HC/M 39 2.59 1.12

r~C/F 26 2.27 .87

HC/F 28 2.14 .80

JA/M 41 2.05 .67

JA/F 29 2.00 .76

SNK Range Test:

Subset I: JA/F, JA/M, HC/F, MC/F, HC/M

Subset II: HC/F, MC/F, HC/M, MC/M

*F value signifi-ant at the .05 level.

Item 62 generated an F ratio significant at P = .0063.

Post hoc comparisons revealed that JA males and females did not

differ significantly from each other but did differ significantly from

MC males.

The results of the ANOVA of the responses to Item 73 are provided

in Table 4.26.

Item 73 generated an F ratio significant at P = .0260. Post hoc

comparisons revealed that female JAs differed significantly from male He.
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Table 4.26

The Results of the One-Way Analysis of Variance of
Responses to Item 73 in Sub-Scale Rules with

SNK Post Hoc Comparisons

Ethnic Group n Mean S.D. F Ratio F Prob.

HC/M 39 3.05 .97 2.613 .0260*

HC/F 28 2.93 1.05

MC/F 26 2.85 .97

MC/M 31 2.74 1.15

JA/M 41 2.54 .90

JA/F 29 2.28 .96

SNK Range Test:

Subset I: JA/F, JA/M, MC/M, MC/F, HC/F

Sugset II: JA/M, MC/M, MC/F, HC/F, HC/M

*F value significant at the .05 level.

Although the scale mean scores for Authority failed to show any

significant differences among the group, item 81 which stated, IIWhen I

approach the elevator with my superior, I always enter last ll produced

an F ratio of 7.56 significant at P = .0001.

Post hoc comparisons of the responses revealed that the females of

all three groups had higher means than the males of their groups. But,

rather than the JA male showing the lowest mean, the HC male showed the

lowest mean. However, the difference between the HC male and the JA male

was not significant. Only the HC male and the MC female at the two ends

of the range were, thus, significantly different.
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In the sub-scale Reciprocity, item 58 which stated, IIIf you can't

return a favor you shouldn't feel bad about it ll
, produced an F value of

3.05 significant at P = .0115. Post hoc comparisons revealed that the

JA male with the lowest mean differed significantly from the HC females

who scored highest and MC females who scored second highest. This was

a negatively stated item; thus a low score indicated disagreement with

the statement.

In the sub-scale Particularism, item 23 which stated, III leave

personalities out when "I make decisions in the office ll
, was most signif

icant. It generated an F value of 3.05 significant at P = .0114. Post

hoc comparisons revealed JA males with the highest means differed

significantly from MC males with the lowest means.

In the sub-scale Collectivism, item 24 which stated, lilts easier

working by yourself and not having to worry about others ll
, was most sig

nificant. It generated an F value of 5.63 significant at P = .0001.

Post hoc comparisons revealed the JA males with the highest mean and the

HC males with the second highest mean did not differ significantly with

each other, but with the rest of the group. It should be noted this also

was a negatively stated item.

The question of generational differences was investigated further

by separating male and female Niseis and Sanseis. The data on females

showed no significant differences in the AVOS scores or the sub-scale

scores between Niseis and Sanseis. The data on the males, however,

showed a significant difference in sub-scale Authority. Table 4.27 pro

vides data on the one-way analysis of variance conducted to compare male

Niseis and Sanseis.
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Table 4.27

The Results of the One-Way Analysis of Variance
of Sub-Scale Authority Scores Comparing

Male Niseis and Sanseis

Group

Nisei

Sansei

n

16

25

Mean

3.64

3.26

S.D.

.55

.56

F Ratio

4.603

F Probe

.0382*

*F value significant at the .05 level.

The data in the table above revealed that the male Sanseis with a

lower mean of 3.26 was significantly different from the male Nisei whose

mean was 3.64. Analysis of variance produced an F ratio of 4.603

significant at P = .0382. This indicated that the male Sansei had a

higher respect for rank and authority than the male Nisei. This analysis

was conducted to determine whether there was generational attenuation.

The results obtained indicated the absence of attenuation of all six

traits and the reverse for males on respect for rank and authority.



CHAPTER V

SUMMARY, CONCLUSIONS,AND IMPLICATIONS

SUMMARY

The purpose of this study was to investigate the effect of cultural

differences on the value orientations of the groups of administrators in

higher education. The population to which the study sought to generalize

was the Japanese American and Caucasian American administrators in the

University of Hawaii System and a comparison population of administrators

from the California State University System.

Theoretical Framework

The theoretical framework upon which this study was based was the

general model described by Getzel and Thelen, which was an adaptation of

an earlier model introduced by Getzel and Guba called the Social Process

Theory. The general model basically stated that educational organiza

tions were social systems comprised of both nomothetic and idiographic

dimensions which in turn were affected by an encompassing cultural

dimension.

According to the general model, the cultural dimension consists of

culture, ethos,and values which interact with the elements in the nomo

thetic dimension which are institutions, roles, and expectations.

Institutions establish roles which in turn prescribe expectations for the

role incumbents. The cultural dimension also interacts with the idio

graphic dimension which consists of individuals, personalitY,and need

dispositions. Social behavior results as the individual copes with the
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pattern of institutional demands and expectations in ways that are con-

sistent with his own independent pattern of needs. The cultural dimen

sion provides insights which suggest that to truly understand behavior

in a social system, it is necessary to understand its articulation with

the culture in which it is embedded. This study examined the effect

of culture on certain value orientations of administrators and the effect

on roles and expectations in the nomothetic dimension as well as the

effect on personality and need-disposition in the idiographic dimension.

Background

The cultural heritage of the Japanese American administrator was

examined to determine the relationship between culture and value orienta

tion. The history of the Japanese people was first traced to the

Tokugawa period. The cultural influence of that era and the role it

played in affecting the ethos and national character of the Japa~ese

people was examined. This was followed by a social and cultural history

of the Japanese in Hawaii from the early immigration period to the pre

and post-World War II periods. The review of the historical background

simultaneously allowed for a systematic review of the process of cultural

transmission to the current Japanese A~e~ican$ in Hawaii.

For various social and cultural reasons, the Japanese Americans in

Hawaii, especially the Niseis were inculcated with Japanese values as

extensively as they were with American values, thus, emerging with

bicultural value orientations. The enculturation along their ancestral

lines occurred not only through informal socialization but formally

through Japanese language schools established through Hawaii. Prior to
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World War II, Japanese American children nearly universally attended

these language schools. The curriculum of the language schools consisted

not only of language education but included moral education and the

teaching of lay values subscribed by the Japanese.

The contrasting 1I1~esternll cul ture was briefly reviewed as was the

categorization by Getzel et al. of American values into IIsacredll and

IIsecularll. The IIsacredll American values of democracy, individualism,

equality and independence were believed to be in contrast with the hier

archical value orientation of bushido which this study contends was a

major influence on the ethos of the Japanese people and by cultural

extension, to the ethos of the Japanese immigrants in Hawaii.

The Problems Investigated

The basic Japanese ethos and national character are believed to

have been formulated during the Tokugawa period. The resulting value

orientation of the Japanese were also believed to have been trar.smitted

to the Japanese Americans in Hawaii through their immigrant ancestors

who came to Hawaii just at the end of the Tokugawa Period. The effect

of these value orientations of the Japanese Americans (JA) was examined

to determine whether they differed systematically from the contrasting

Caucasian groups in Hawaii (He) and on the u.s. Mainland (MC) who were

not subject to similar value orientations.

The subproblems investigated were: 1) What were the effects of

gender as an independent variable?, 2) Were there any generational dif

ferences among the Japanese Americans?, and 3) Were there differences

among the contrasting Caucasian groups due to geographic differences?
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A suitable instrument to investigate these problems could not be

found in the available literature. It was necessary, therefore, to

develop the Administrator Value Orientation Scale (AVOS) consisting of

sixsub~scaleswhich would generate the data for the analysis of dif~

ferences relevant to administrative behavior. The six subscales of AVOS

were: Taciturnity, Rules, Authority, Reciprocity, Particularism, and

Collectivism.

Hypotheses and Sub~Hypotheses

Based upon the problem statements, the following hypotheses and

sub~hypotheses were generated that predicted no significant differences

in AVOS scores and sub-scale scores, respectively, for the following

groups of administrators:

I. The JA, HC and MC

II. JA males and females

III. He males and females

IV. MC males and females

V. JA males and HC males

VI. JA males and MC males

VII. JA females and HC females

VIII. JA females and MC females

IX. Second generation JA (Nisei) and third generation JA (Sansei)

X. HC and MC males

XI. HC and MC females
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Review of the Literature

The literature was reviewed to study the concepts of culture and

value orientations and to examine differential studies of values among

the Japanese, Americans and Japanese Americans. Investigations of the

effect of culture on management and administration and concepts for

measuring attitudes and values were also reviewed. Kroeber and Kluckhohn

investigated the concepts and definitions of "culture" and described

seven conceptual definitions of culture. Kluckhohn and Strodtbeck dis

cussed five basic value orientations that addressed the solving of common

human problems. In the investigation of American values, Coleman ex

pressed the difficulty encountered in trying to establish "American"

values because of the heterogeneity of American society. He, neverthe

less, attempted to list some of the traits upon which there appeared to

be some agreement. American values by other authors were also reviewed.

~~hitehill advanced a theory which he called a "theory of reciprocal

roie expectations" which is similar to the Getzel-Guba Social Process

Theory but included an additional concept of reciprocity attached to role

expectations. According to Whitehill, behavioral decisions are made

partly on the fulfillment of the expectations held for others.

Japanese American values investigated by authors such as Connor,

Matsumoto and Kuroda were reported. Connor working in the Sacramento

area found that, on the whole, Japanese Americans scored higher on

abasement, order, and nurturance than Caucasians and lower on exhibition,

change, dominance, and heterosexuality.
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Matsumoto et al. investigating Japanese in Hawaii and Seattle found

that Honolulu males of all generations were more ethnically identifiable

than the female counterparts and while generational attenuation of their

ethnic identity had occurred in Seattle, this was not true in Hawaii.

Kuroda et al. conducting a longitudinal study in Hawaii found that

the "Japaneseness" among the Japanese Americans in Hawaii remained

relatively stable during the seven year interval of his study from 1971

to 1978. In the investigations of cultural values in management, Kelley

and Worthley investigated the Negandhi-Prasad and Farmer-Richman models

of management. They concluded that the latter model which identified

the role of culture in the formation of managerial attitudes was

supported.

In the review of psychometric methods, the classic works of

Thurstone and Likert were reviewed. Thurstone developed the method of

quantifying "verbal expressions" of attitudes through the use of scales

with a range of values attached. Likert devised a simpler method of

measuring attitudes by assigning weights from one to five for a five

point response ranging from strongly approve to strongly disapprove.

This method correlated highly with the results obtained using Thurstone's

method. Likert's summated rating method has been employed in the present

investigation.

Methodology

The population to which the study sought to generalize consisted of

administrators of the University of Hawaii system. The population was

defined into two major ethnic sub-populations; Japanese American and
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Caucasian American administrators (male and female). The population

consisted of administrators from all ten campuses of the University of

Hawaii System who were holding 1) upper level executive positions,

2) middle management positions in the administrative-professional

technical category, and 3) faculty specialist positions with adminis

trative assignments. A population of administrators from California

served as a comparison group. A stratified sampling procedure was

designed to randomly choose a sample of administrators of sufficient size

to allow generalizations to be made to the population at or beyond the

ninety-five percent (95%) level of probability. The sample size was then

adjusted to correct for an expected rate of non-response.

The development of the instrument (AVOS) used for this study

required seven steps. They were:

1. Defining the six concepts to be measured.

2. Creating a pool of statements which covered the domain to be

studied.

3. Validating the statements and categorizing them using nine

judges.

4. Rating the quality of the statements.

5. Field testing the instrument by administering the preliminary

instrument to fifty graduate students in the Department of

Educational Administration at the University of Hawaii.

6. Performing item analyses and reliability studies.

(Cronbach's Alpha was used as an index of reliability and a

coefficient of 0.6 was established as satisfactory evidence

of reliability.)



134

7. Purifying the scales using results of item analyses.

The final instrument consisted of fifty items with sub-scale rel iabil ity

coefficients ranging from 0.62 to 0.86, which was considered ample

evidence of the internal consistency of the sub-scales. Intersca]e

correlation studies revealed that the sub-scales were not highly inter

correlated. This indicated that sufficiently discreet concepts were

being measured.

The study employed a co-relational design with a single administra

tion of the AVOS to three groups of administrators, the Japanese

American (JA), the Caucasians in Hawaii (HC) and the Mainland Caucasians

(MC). The groups were further divided by gender, and in the case of the

Japanese American group, by generation also. The Caucasian group was

differentiated geographically into those residing in Hawaii and those

on the ~1ainland.

The one-way analysis of variance (ANOVA) was used to statistically

test for significant differences among the groups. The Student-Newman

Keul s (SNK) post hoc comparison test was used to isolate subgroups which

differed significantly from each other at or beyond the .05 probability

level. The Cochran's C test was used to assure homogeneity of variance

between each of the groups. Sub-program "Reliability" in the Statis

tical Package for the Social Sciences (SPSS) was used to perform item

analyses and sub-program "Crosstabs" was used to describe and tabulate

the demographic data.
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Findings

Descriptive data on the sample. The sample consisted of approxi

mately one-third JA who were born in Hawaii and were resjdents for over

three years; one-third He, a majority of whom had been born on the U.S.

continent but had resided in Hawaii for over three years; and one-third

MC, all of whom were born in the U.S. None of the MCs had lived in

Japan nor had Asian spouses and were thus assumed to be free from

exposure to Asian cultures.

There were more males than females in each sub-group of the sample.

This disparity was a reflection of the population from which they were

drawn. The males in the sample were generally older than the females

and occupied higher salaried positions. The Caucasian sample was better

educated and had a higher percentage of advanced degrees than the JA

sample. Amongst the JA, the majority, including the third generation

JAs (Sanseis) had attended Japanese language schools and approximately

two-thirds of them spoke Japanese to some extent.

Findings of the various hypotheses and their companion sub

hypotheses. The first hypothesi~ stated that there would be no signif

icant differences in the mean scores of AVOS among and between the three

groups of administrators. This hypothesis was rejected because an F

ratio of 3.047 which was significant beyond the p=.05 level was obtained.

The SNK range test, however, failed to disclose which group varied

significantly from the other two. The sub-hypothesis that stated there

would be no significant differences on the mean scores of the sub-scales

among the ethnic groups was rejected for three of the scales:
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Taciturnity, Rules and Particularism. In each of the three sub-scales,

the JA group was found to differ significantly from both the HC and MC.

No significant differences were found among the three groups for the

other sub-scales, Authority, Reciprocity and Collectivism.

The hypotheses and sub-hypotheses predicting no significant dif

ferences between the sexes in each of the ethnic groups were accepted.

These were Hypotheses II, III, and IV. Hypothesis V which predicted no

significant differences in the AVOS scores between JA and HC male

administrators was accepted also. The companion sub-hypothesis which

predicted no significant differences in the sub-scale scores was

rejected for two sub-scales, Taciturnity and Rules. The male JAs were

found to have a significantly higher regard for taciturnity and rules

and regulations than male HCs.

The AVOS scores were not significantly different between the male

JAs and MCs as predicted in Hypothesis VI, but the sub-scales Taciturnity

and Rules showed significant differences between male JAs and MCs. In

this comparison, sub-scale Particularism was also found to be signif

icantly different.

Hypotheses VII and VIII were generated to test for differences

between 1) JA and HC females and 2) JA and MC females respectively, but

no significant differences in the AVOS scores were found. There were

significant differences between JA females and HC females in sub-scales

Taciturnity, Rules and Particularism. Between the JA and MC females,

the only sub-scale which was found to differ significantly was Rules.
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Hypothesis IX which predicted no significant differences in AVOS

scores between second and third generation JAs was accepted. The com

panion sub-hypothesis predicting no significant differences in sub-scale

scores was accepted also.

Hypotheses Xand XI and their companion sub-hypotheses predicting

no significant differences among Caucasians due to geography in the AVOS

or sub-scale scores were accepted except for sub-scale Collectivism in

the comparison between male MC and HC. The male MC was found to be

significantly more oriented toward Collectivism than the male HC.

Supplemental findings. Results of the ANOVA on single items were

also reported. Three items in the sub-scale Taciturnity and five items

in the sub-scale Rules were found to contribute heavily to the sub-scale

differences found among the ethnic groups. There was at least one item

in each of the remaining sub-scales that produced a significant F ratio.

An additional investigation of potential generational differences

was conducted among the JA to determine whether there were differences

within the male and female categories. Female Nisei and Sanseis showed

no significant differences in the AVOS and sub-scale scores. Among the

males, a significant difference was revealed in sub-scale Authority. The

Sansei were found to have a higher respect for authority than the Nisei,

which was a surprising finding since attenuation of traditional ~alues

among the younger generation was expected.

CONCLUSIONS

Based upon the findings of this study, the following conclusions are

warranted regarding the value orientations of the populations of this

study, i.e., the JA, HC and the Me groups.
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1. The value orientations of JA administrators differ systemat-

ically from their Mainland counterparts when tested by an

instrument which attempted to capture cross-cultural differences.

Value orientations defined by ethos and values are (as expressed in

Getzel's general model) influenced by culture. The basic ethos of the

Japanese today is believed to have been essentially formulated during the

Tokugawa period when the culture of the bushi widely influenced the rest

of Japanese society. The major question in this study was whether such

traditional values and ethos of the Japanese had been transmitted to and

retained by the American born descendents of the Japanese. The results

of this study indicated that selected aspects of the ethos do remain as

an integral part of the value orientation of Japanese Americans in Hawaii.

Analysis of the AVOS scores of the three groups, the JA, HC, and MC

produced a significant F value as did analyses of the sub-scale scores

of Taciturnity, Rules, and Particularism. Furth~rmore, analyses con

ducted on responses to individual items generated remarkably significant

F values for some of the items especially in sub-scales Taciturnity and

Rules. Respect for silence and for rules and regulations are highly

traditional Japanese values stemming back to the culture of the bushi

and this study has revealed that these were the strongest values retained

by the Japanese descendants. For example, the statement "I open my mouth

and speak only when necessary" elicited a response which differentiated

the Japanese Americans from the Caucasians significant at p~.OO level of

probability. In the area of rules, the statement "I believe in following

rules and regulations very carefully" elicited a differentiated response

significant at p=.0002 level of probability.
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2. Male and female Japanese Americans did not differ significantly

on aspects of the value orientations investigated in this study.

This conclusion was supported by the failure to reject null-hypo

thesis II which predicted no significant differences between JA males and

females. However, an examination of the sub-scale means revealed that

the responses of the Japanese American females were frequently closer to

those of Caucasians than to those of the JA male. The mean scores of the

JA males were more frequently near the extreme end of the scales in sub

scales of Taciturnity, Rules, Reciprocity and Authority, although Hawaii

Caucasians had the lowest mean on the sub-scale of Authority. The posi

tion of the male JAs at the extreme ends of the scales can be attributed

to the nature of the traits selected for analysis in this study which

were those that were emphasized in the male culture of the Japanese.

3. Male and female Caucasian administrators display no significant

differences in the value orientations examined in this study.

This was indicated by the failure to reject null hypotheses which

predicted no significant differences between male and female He adminis

trators and male and female MC administrators.

4. The difference in the value orientation between male Japanese

American and Caucasian Americans is greater than the difference

between"female Japanese Americans and Caucasian Americans.

This conclusion was derived from examining the results generated by

Hypotheses V and VI which investigated the differences among male JAs,

HCs and MCs. It was also derived from the results generated by

Hypothesis VII and VIII which investigated the differences among female

JAs, HCs and MCs.
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5. There appears to be no significant erosion among the younger

generation of Japanese Americans of the traditional values

which were examined in this study.

This was indicated by the failure to reject Hypothesis IX which pre

dicted no significant differences in the means of AVOS between Nisei

(second generation) and Sansei (third generation).

6. Caucasian American administrators in Hawaii have generally

retained value orientations which were identified with their

Mainland counterparts, in spite of having lived in Hawaii at

least three years.

However, HC mean scores tended to be closer to the scores of the

JAs than were the scores of the MC, and there may be reason to suspect

that some acculturation has occurred among the HC.

The retention of their Caucasian value orientation was indicated by

the failure to reject Hypotheses X and XI which predicted no significant

differences between male HC and MC and female HC and MC, respectively.

The only significant difference demonstrated between the MC and HC

was the difference in sub-scale Collectivism found between male Me and

male HC. The MC was found to be more inclined towards Collectivism.

7. Caucasians, as measured by AVOS, are more particularistic than

Japanese Americans.

This was an unexpected finding; the Japanese Americans were expected

to be most particularistic, but their mean scores pointed toward the

opposite direction. The MC male possessed the lowest mean for sub-scale

Particularism which indicated that they were the most particularistic.
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This reversal of expected findings may be explained in several ways.

First, the possibility exists that the sub-scale Particularism does

not measure all of the dimensions within the concept; instead, only a

particular aspect of the concept may be represented. Second, statements

about personalized decision making may have triggered other reactions.

If Japanese Americans are compelled to obey rules, regulations, and

everything else that is right and legitimate, perceiving personalized

decisions as not being legitimate, they would "strongly disagree" with

statements advocating such decisions thereby elevating their mean scores

in Particularism. Third, personalized decision making associated with

humanistic trends in management theory may be subscribed to a larger

degree by the older Mainland Caucasians, peihaps because of their

administrative training, or because of their basic humanistic tendencies.

Fourth, there is also the factor of socially desirable responses. Having

consideration of the person and making personalized decisions may be

conceived of as a socially desirable trait, and respondents may thus

subconsciously advocate personalized decisions.

These conclusions regarding the value orientations of the various

groups in this study were based on the empirical data obtained in this

study; however, one must be careful not to assume that the mere posses

sion of various values and attitudes will necessarily result in specific

behavior. Value orientations are influential in determining behavior and

do affect personality and need-dispositions as well as roles and expec

tations, but they are not necessarily the cause of behavior; behavior is

a much more complex action. Getzel·s model indicates that there is an
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interaction between ethos, personality, values and need-disposition and

these combined result in social behavior. The findings in this study

have identified some of the values which exist within the cultural

dimension that would interact with the idiographic and nomothetic

dimensions.

IMPLICATIONS

Implications for Organizations

This study demonstrated that different cultural backgrounds will

produce significantly different value orientations which in turn may

affect organi~~tional beh~vior. Personalities of individuals, their

need-dispositions, and their social behavior could be better understood

through an awareness of such cultural influences. This should be both an

outward awareness resulting in a better understanding of the behavior of

others and inner awareness, resulting in a better understanding of self.

Organizations need to deal honestly with these culturally based

differences to nurture and promote the qualities that enhance the

vitality of organizations and to deemphasize and work towards minimizing

those that can be detrimental to the health of the organizations. In

dealing honestly with this issue, one will conclude that all cultures

offer some II good ll and some IIbad ll qualities. A multicultural society

such as Hawaii which is rich with differences offers a natural laboratory

for the study of such effects on organizations. This study has attempted

to initiate this process for a group of administrators in higher educa

tion in Hawaii. Further effort should be expended in this area so that
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a model superior to that of Getzel and Thelen may be developed as a

"world" model.

Implications for Further Research

The reversal of responses in Particularism was intriguing and war

rants further research. Particularism is a broad concept with multiple

dimensions. An improved scale including all of the dimensions should be

developed and studied, perhaps as an isolated issue. The issue of

Particularism is of renewed concern to organizations and are generating

questions such as: Have humanism and post-industrial concerns for rights

of individuals enhanced particularistic behavior within organizations?

The ~Ack response to Reciprocity by the Japanese Americans was also

surprising. Observations of everyday interactions among the Japanese

American populace tend to suggest that the need to reciprocate is still

very much a part of the Japanese American Culture. An improved scale or

other methods of data collection such as ethnographic studies may be more

revea1ing. Whitehill IS "theory of reciprocal role expectations"

described in Chapter II may be part of such an investigation.

There is also the question of the replacement of Japanese values

with "local Hawaiian" values. The Japanese and Hawaiian cultures have

much in common. Affiliation, for example, is strong in both societies

and this has implications for study of administrative behavior and

political behavior.

This study has focused on administrators in higher education. The

Department of Education in the State of Hawaii has an even larger popula

tion of educational administrators of Japanese descent. Studies could
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be conducted on that population and the effect of cultural characteris

tics and administrative styles on schools examined.

The concept described by Bellah of the "political" orientation of

the Japanese also warrants further research. Hawaii offers a natural

laboratory for such a study. The study can be cross cultural in nature

and conducted among the multiracial members of the Hawaii legislature.

Another question that has surfaced as a result of this study is

why do such a small percentage of Japanese Americans seek doctorate

degrees when education is nearly uniformly valued among them? Are they

being hindered by some other unsuspected cultural value orientation? Do

the Japanese Americans in Hawaii, like the Japanese described in Takeo

Doi1s The Anatomy of Dependence,. possess a dependent psyche and therefore

subconsciously eschew positions at the top that would deny them the

privilege of dependency? This question is capable of generating numerous

interesting hypotheses.

The question of dependency raises others regarding responses to the

Collectivism scale. All three ethnic groups showed low mean scores for

sub-scale Collectivism which indicated that they supported the concept.

While this was expected for the JA, it was not expected for the Caucasian

Americans with the "Western" value orientations which include indep~ndence

and individualism. Have American administrators discerned that within an

organizational context, collectivism may have certain advantages over

individualism? It may be a fruitful investigation to explore whether

American administrators have separate value orientations for different

situations.
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The question of authority should also be examined further. From

observations of familial relationships and situations, Japanese American

parents in Hawaii appear to be generally more authoritarian than

Caucasian parents. The AVOS failed to demonstrate any difference in

respect for authority between Caucasian and Japanese Americans. Did the

instrument fail to adequately measure the dimensions of authoritarianism

to which Japanese Americans are oriented or do the Japanese Americans

express authoritarianism only within their home environment and not in

public? If so, the concepts of uchi/soto described earlier and of

omote/ura may be involved. Uchi means "home" or "inside", soto means

"outs-ide"; omote means "f'ront" ~ and ura means the "back", Both the

uchi/soto and omote/ura concepts involve the duality of Japanese behavior

and the tendency to differentiate the public and private arenas and

public versus private behavior. These concepts, therefore, are related

to the concept of Taciturnity. Interestingly, the interscale correlation

studies performed revealed that the highest correlation coefficient was

obtained between sub-scales Authority and Taciturnity. This suggests

that there may be a common dimension between Authority and Taciturnity.
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University of Hawaii at Manoa
College of Education

Department of Educational Administration
1776 University Avenue. Honolulu. Hawaii 96822

I am conducting research to fulfill the requirements for a Doctor of
Education degree in educational administration at the University of
Hawaii. My research will attempt to assess various cultural attitudes
among administrators in higher education. Your name was randomly
selected from a list provided by the personnel office of your institu
tion of persons engaged in administrative work. I seek your cooperation
and assistance in answering the enciosed questionnaire which should take
no more than half an hour to complete.

The questionnaire has no right or wrong answers. Your response
should indicate the level of your agreement or disagreement with each
statement. There will be no attempt made to identify individual respon
dents. My purpose is to describe group responses and not individual
responses. All data will be handled as anonymous data and will not be
used for any purpose other than for my dissertation.

A pre-addressed stamped envelope has been provided for the sub
mission of your response. To preserve anonymity, please do not put your
name on the envelope or on any of the response sheets.

I believe that the information derived from my research will be of
value to many administrators, and your assistance in this effort will be
greatly appreciated. Please submit your response before January 1, 1982.

Thank you very much.

Yours sincerely,

Dorothy Ma ts uo

Encl.

AN EQUAL OPPORTUNITY EMPLOYER



University of Hawaii at Manoa
College of Education

Department of Educational Administration
1776 University Avenue • Honolulu. Hawaii 96822

December 27, 1981
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Several weeks ago, I requested your assistance in completing a
questionnaire to provide the data needed for my doctoral dissertation.
If you have not sent in your response, please take a few minutes to do
so. A high rate of response will enhance the validity of my study and
I seek your help in this respect.

If you have already submitted your response, I thank you for your
promptness; it is most sincerely appreciated.

Thank you very much.

Yours sincerely,

Dorothy Matsuo

AN EQUAL OPPORTUNITY EMPLOYER
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INFORMAL CRITERIA FOR ATTITUDE STATEMENTS*

1. Avoid statements that refer to the past rather than to the present.

2. Avoid statements that are factual or capable of being interpreted
as factual.

3. Avoid statements that may be interpreted in more than one way.

4. Avoid statements that are irrelevant to the psychological object
under consideration.

5. Avoid statements that are likely to be endorsed by almost everyone
or by almost no one.

6. Select statements that are believed to cover the entire range of
the affective scale of interest.

7. Keep the language of the statements simple, clear, and direct.

8. Statements should be short, rarely exceeding 20 words.

9. Each statement should contain only one complete thought.

10. Statements containing universals such as 'all', 'always', I none ' ,
and 'never' often introduce ambiguity and should be avoided.

11. Words such as 'only', Ijust', 'merely', and others of a similar
nature should be used with care and moderation in writing
statements.

12. Whenever possible, statements should be in the form of simple
sentences rathe, than in the form of compound or complex
sentences.

13. Avoid the use of words that may not be understood by those who are
to be given the completed scale.

14. Avoid the use of double negatives.

*Source: Allen Edwards, Technigues of Attitude Scale Construction, New
York, Appleton-Century Crafts, Inc.,-r957, p. 13-14.



APPENDIX C

ORIGINAL SET OF STATEMENTS PREPARED FOR
PRESENTATION TO JUDGES FOR SUB-SCALES:

1. TACITURNITY

2. RULES

3. AUTHORITY

4. RECIPROCITY

5. PARTICULARISM

6. COLLECTIVISM
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STATEMENTS FOR TACITURNITY

1. People who are always talking have very little to say that is
substantial. (+)

2. "The essentials of speaking are in not speaking at all". (+)

3. I find it hard to openly express how I feel. (+)

4. I open my mouth and speak only when necessary. (+)

5. My replies are generally short and succinct. (+)

6. If you keep your mouth shut, you don1t have to worry about making
verba1 b1ur.ders. (+)

7. It1s safer to keep your mouth shut. (+)

8. The best way to solve a problem is to lay everything out and
openly discuss it. (-)

9. I try to promote free and open communication among workers. (-)

10. Talkative people annoy me. (+)

11. Since I don't "open up" and reveal ~0W ! feel, people frequently
misunderstand where I stand. (+)

12. I believe the old saying, "Children should be seen and not
heard". (+)

13. When displeased, I tend to "clam up". (+j

14. The office cannot function without a free flow of verbal
communi cation. (-)

15. People who don't speak up are "sneaky". (-)

16. I prefer to express my feelings in ways other than verbal ways. (+)

17. Even if it involves taking a risk, if something needs to be said,
it should be said. (-)

18. I can easily compliment people. (-)

19. When something is good, I always say it is good. (-)

20. People should be told how well or how badly they are doing. (-)
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21. Honestly expressing yourself will not get you into trouble. (-)

22. I don1t like to reveal how I feel. (+)

23. If you are a "mouth", you are generally not respected. (+)

24. It is masculine not to be talkative. (+)

25. I am apt to hide my feelings and not say anything when I know I
should. (+)

26. I hate to speak up and take the risk of sounding foolish. (+)

27. People who tend to be silent are respected more. (+)

28. Glib people make me uncomfortable. (-)

29. I like the image of being IIverbal and competent ll more than being
II quiet and effective ll

• (-)

30. I have a difficult time expressing mY displeasure. (+)
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STATEMENTS FOR RULES

1. Rules don't mean much because people ignore them most of the
time. (-)

2. The world can't function without rules. (+)

3. Rules are made to be obeyed. (+)

4. When I approach a red traffic light in my car on a deserted street
late at night, I would not hesitate to go through the red
light. (-)

5. I prefer working with explicit rules and regulations because they
make my work and my responsibilities more clear cut. (+)

6. Without rules the office would be chaotic. (+)

i. Students who violate rules should be expelled. (+)

8. Rules are only guidelines. (-)

9. One should rely on administ~ative discretion rather than rules. (-)

10. Rules hamper progress. (-)

11. I find that rules and regulations are too constraining for me to
be effective. (-)

12. I have a tendency to ignore rul es. (-)

13. People who disregard rules annoy me. (+)

14. If you don't follow rules, you may set dangerous precedents that
you may regret later. (+)

15. Rules are made to be broken. (-)

16. A person should follow rules carefully because generally there is
a good reason for the rules. (+)

17. I believe in following rules and regulations very carefully. (+)

18. I rely on my own sense of what is O.K. rather than depending on
rules and regulations. (+)

19. A good administrator should be very familiar with the agency's
ru1 es and regu1 ati ons. (+)
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20. I can1t stand people who always "go by the book". (-)

21. I usually follow regulations and do what is expected. (+)

22. I try to get around rules and regulations to expedite matters. (-)

23. If you can get away with it, why not break a rule for your
convenience. (-)
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STATEMENTS FOR AUTHORITY

1. Students should be able to "wise offll to demanding teachers or
administrators. (-)

2. Students should not address teachers by their first names. (+)

3. If the "higher UpSIl declare policy, good or bad, there is not much
you can do about it. (+)

4. A professor should be properly addressed as Dr. (+)

5. People should not address superiors by first names or nicknames. (+)

6. The decisions of the older persons in the household should carry
mor~ weight. (+)

7. I feel comfortable about socializing with my boss. (-)

8. Students do not have to accept an adm'nistrator's decisions. (-)

9. Children should respect their parents. (+)

10. Those in positions of authority are automatically entitled to
respect. (+)

11. I get peeved when people challenge my authority. (+)

12. When a person occupies a high ranking office, the position itself
should command your respect. (+)

13. When the boss speaks, I jump. (+)

14. What the boss says goes as far as 11m concerned. (+)

15. The staff should please the boss. (+)

16. I would not be able to shout and express anger to my boss no matter
how angry I was. (+)

17. A person's rank should not be a reason for granting privileges not
allowed to others. (-)

18. When I approach the elevator simultaneously with my superior, I
always enter last. (+)

19. I will stand up immediately if the President of the University
enters the room. (+)
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20. I do not feel intimidated by anyone of high rank. (-)

21. If you socialize too much with your subordinates, it will diminish
you r s ta tus . (+)

22. I find it difficult to challenge persons in authority. (+)
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STATEMENTS FOR RECIPROCITY

1. If you do a favor for someone, you can expect a favor in return. (+)

2. It is enough to just thank a person for doing you a favor. (-)

3. A person shouldn't forget to return a favor. (+)

4. People who don't reciprocate have not been brought up properly. (+)

5. I don't feel obligated to anyone but mYself. (-)

6. A human being of any worth maintains an eternal sense of obligation
to his/her benefactor. (+)

7. Obligation to parents should diminish as you grow older. (-)

8. If you can't return a favor, you shouldn't feel bad about it. (-)

9. When a person is elected to office, he or she should reciprocate
in some way to the people who worked to help win the election. (+)

10. Obligation to others are not as important as obligation to one's
se1f. (- )

11. Parents should not expect anything in return for whatever they have
done for their children. (-)

12. If another department head has gone out of the way to help me, I
will most certainly remember to do the same for him/her. (+)

13. Reciprocation is an important ingredient of a good social
re1ationship. (+)

14. A person that doesn't repay favors has no "class". (+)

15. If a person gives me a gift, I feel that I must return something of
equal value to him/her. (+)

16. When I give a gift to a person, I seldom expect a gift in
return. (-)



166

STATEMENTS FOR PARTICULARISM

1. In disciplining the staff, I generally consider the person
involved more than the violation involver. (+)

2. I prefer to hire someone who comes from the same locale as I do
than someone from a strange place. (+)

3. Good or bad are relative, depending on who is involved. (+)

4. When a problem surfaces, what is involved is more important than
who is involved. (-)

5. I leave personalities out when I make decisions in the office. (-)

6. Making impersonal decisions is better administrative practice than
making personalized decisions. (-)

7. I prefer to deal informally with the people in my job situation. (+)

8. It is O.K. to hire friends if you know they can do the work. (+)

9. Friend or no friend, if it has to be done it has to be done. (-)

10. Competence is more important than personality. (-)

11. An impersonal style is more efficient in managing an office. (-)

12. The heart more than the head should guide your administrative
decisions. (+)

13. When you personalize your administrative service, you get into
troub1e. (- )

14. Personal feelings should not interfere with one's job
responsibilities. (-)

15. The formal line of communication is more efficient than the
informal line. (-)

16. All clients, regardless of who they are, should get the same
treatment. (- )

17. What is being said is more important than who is saying it. (-)

18. Office interactions must be kept impersonal. (-)

19. Being consistent with everybody is one of the signs ofa good
administrator. (-)



20. An organization that is influenced by personal friendships and
ties gets more things done. (+)

21. One cannot help but favor certain workers and not others. (+)

22. It is O.K. to hire relatives if you know they can do the work. (+)

23. An incompetent person should be fired or transferred, regardless of
how nice he or she is. (-)
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STATEMENTS FOR COLLECTIVISM

1. People need to identify with an organization. (+)

2. Working by yourself is more effective than working as a group. (-)

3. Socially I feel more at ease with my own kind of group. (+)

4. I like working in a team. (+)

5. There is safety in numbers. (+)

6. A committee can solve problems generally better than individuals
can. (+)

7. It's easier to work by yourself and not have to worry about
others. (-)

8. Working independently gives me a greater sense of achievement than
when I work with others. (-)

9. Even if the rest think you're wrong, if you think you're right l

you should proceed accordingly. (-)

10. In solving problems, it is better to get a group together. (+)

11. You can accomplish more if you pull together as a team. (+)

12. A person should remain loyal to his group. (+)

13. A person should consider the consequences to the group before
taking any major action. (+)

14. In this world, a person must watch out for one's self. (-)

15. It is better to rely on yourself than on somebody else. (-)

16. I enjoy organizing a group to get things done. (+)

17. I enjoy directing the activities of a group. (+)

18. The goals of a group should take precedence over the goals of
individuals. (+)

19. I prefer to be independent of anyone. (-)

20. I believe in individualism. (-)



21. "God helps those who help themsel ves." (-)

22. When I produce something, I want it to be recognized as ~
work. (-)

23. Group success is not as gratifying as individual success. (-)

24. I view myself as a non conformist. (-)

25. I usually stick with the majority. (+)

26. I don't like going along with the crowd. (-)

27. People in one office should all feel they belong to the same
group. (+)

28. I like working towards a group goal. (+)
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APPENDIX D

TABLES SHOWING JUDGMENTS OF STATEMENTS
FOR SUB-SCALE CATEGORIZATIONS
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Table 0.1

Judgment of the Statements Classified
Under Taciturnity

No. of No. of No. of
Judges A B C 0 E F G H I J (+) (-) (0)
Item 1 + + + + + + + + 0 + 9 1

2 + + + 0 + + + + 0 + 8 2
3 + + + + + + + + 0 + 9 1
4 + + + + + + + + 0 + 9 1
5 + + + + + + + + + + 10
6 + + + + + + + + 0 + 9 1
7 + + + + + + + + 0 + 9 1
8 + + 0 + 0 + 4 4 2
9 + + + 0 0 3 5: 2

10 + + + + + + + 0 + + 9 1
11 + + + + + + + + 0 + 9 1
12 .+ + 0 0 2 6 2
13 + + + 0 + + + + 0 + 8 "L
14 + + + + a + 5 4 1
15 + + + 0 + a 0 + 5 2 3
16 + + + + + + + + 0 + 9 1
17 + + + + + + 0 + 7 2 1
18 + + + + + a + 6 3 1
19 + + + a + 0 + 5 3 2
20 + + + + 0 + 5 4 1
21 + + + + + 0 + 6 3 1
22 + + + + + + + 0 + 8 1 1
23 + + + + + + + + 8 2
24 + + + 0 + + + + 0 + 8 2
25 + + + + + + + 0 + 8 1 1
26 + + + + + + + 0 + 8 1 1
27 + + + + + + + + 0 + 9 1
28 + + + + 0 + + + a + 8 2
29 + + + + + + + 0 + 8 1 1
30 + + + + + + + + 0 + 9 1

Key to Table:
(+) = statement was placed in category for which it was written
(-) = statement was placed in category for which it was not written
(0) = statement was p'laced in di scard pil e
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Table 0.2

Judgment of Statements Classified Under
Respect for Rules and Regulations

No. of No. of No. of
Judges A B C D E F G H I J (+) ( -) (0)
Item 1 + + + + + + + 0 0 + 8 2

2 + + + + + + + + 0 + 9 1
3 + + + + + + + + 0 + 9 1
4 + + + + + + + 0 0 + 8 2
5 + + + + + + + + 0 + 9 1
6 + + + + + + + + + + 10
7 + + + + + + + + + + 10
8 + + + + + + 0 0 + + 8 2
9 + + + + + + 0 0 0 + 7 3

10 + + + + + + + 0 0 + 8 2
11 + + + + + + 0 0 0 + 7 3
12 + + + + + + 0 0 + 7 1 2
13 + + + + + + + + + + 10
14 + + + + + + + + + + 10
15 + + + + + + 0 0 o· s 7 3','

16 + + + + + + + + + + 10
17 + + + + + + + + 0 + 9 1
18 + + + + + + 0 0 + 7 1 2
19 + + + + + + + + + + 10 0
20 + + + + + + + a 0 + 8 2
21 + + + + + + + -I- + + 10
22 + + + + + + + a 0 + 8 2
23 + + + + + + + 0 a + 8 2

Key to Table:
(+) = statement was placed in category for which it was written
(-) = statement was placed in category for which it was not written
(0) = statement was placed in discard pile
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Table 0.3

Judgment of Statements Classified Under
Respect for Rank and Authority

No. of No. of No. of
Judges A B C 0 E F G H I J (+) (-) (0)
Item 1 + + + + + 0 0 + 6 2 2

2 + + + + + + + + 0 + 9 1
3 + + + + + + 0 + 7 2 1
4 + + + + + + + + 0 + 9 1
5 + + + + + + + + 0 + 9 1
6 + + + + + + + + + + 10
7 + + + + + + 0 + 7 2 1
8 + + + + + + 0 0 + 7 1 2
9 + + + + + + + + + 9 1

10 + + + + + + + + 0 + 9 1
11 + + + + + + + + 0 + 9 1
12 + + + + + + + + 0 + 9 1
13 + + + + + + + + 0 + 9 1
14 + + + + + + + + 0 + 9 1
15 + + + + + + + + 0 + 9 1
16 + + + + + 0 + 6 3 1
17 + + + + + + 0 + + 8 1 1
18 + + + + + + + + + + 10
19 + + + + + + + + 0 + 9 1
20 + + + + + + 0 + + 8 1 1
21 + + + + + + + 0 + 8 1 1
22 + + + + + + + + 0 + 9 1

Key to Tab1 e:
(+) = statement was placed in category for which it was written
(-) = statement was plac~d in category for which it was not written
(0) = statement was placed in discard pile
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Table 0.4

Judgment of Statements Classified
Under Reciprocity

No. of No. of No. of
Judges A B C 0 E F G H I J (+) (-) (0)
Item 1 + + + + + + + + a + 9 ,

2 + + + + + + + 0 0 + 8 2
3 + + + + + + + + 0 + 9 1
4 + + + + + + + + 0 + 9 1
5 + 0 0 1 7 2
6 + + + + + + + + 0 0 8 2
7 + + + + 0 + 5 4 1
8 + + + + + + 0 0 + 7 1 2
9 + + + 0 + + + + 0 + 8 2

10 + + + + + 5 5
11 + + + + + + + 0 + + 9
12 + + + + + + + + 0 + 9
13 + + + + + + + + + + 10
14 + + + + + + + + 0 + 9 1
15 + + + + + + + + + + 10
16 + + + + + + + 0 0 + 8 2

Key to Table:
(+) = statement was placed in category for which it was written
(-) = statement was placed in category for which it was not written
(0) = statement was placed in discard pile
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Table D.5

Judgment of Statements Classified
Under Particularism

No. of No. of No. of
Judges A B C D E F G H I J (+) (-) (0)
Item 1 + + + + + + + 0 + 8 1 1

2 + + + + + + + + 0 + 9 1
3 + + + + + + 0 + 0 + 8 2
4 + + + + + 0 0 + 6 2 2
5 + + + + + + + + 8 2
6 + + + + + + 0 + 7 2 1
7 + + 0 + + + 0 0 + 6 1 3
8 + + + + + + + + + + 10
9 + + + + + '5 5

10 + + + + + + 0 0 0 0 6 4
11 0 + + + + + 0 0 + 6 1 3
12 + + + + 0 + 0 0 + 6 1 3
13 + + + + + 0 0 + 6 2 2
14 + + + + + + + + + 9 1
15 + + 0 0 0 + 3 4 3
16 + + + + 0 0 + + 6 2 2
17 + + + + 0 0 + + 6 2 2
18 + + + + 0 0 + 5 3 2
19 + + 0 0 + 3 5 2
20 + + + + + + 0 + 7 2 1
21 + + + + 0 + + 0 + 7 1 2
22 + + + + + + + + + + 10
23 + + + + 0 + 5 4 1

Key to Table:
(+) = statement was placed in category for which it was written
(-) = statement was placed in category for which it was not written
(0) = state~ent was placed in discard pile
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Table 0.6

Judgment of Statements Classified
Under Collectivism

No. of No. of No. of
Judges A B C 0 E F G H I J (+) (-) (0)
Item 1 + + + + + + + + + + 10

2 + + + + + + + 0 0 + 8 2
3 + + + 0 + + 5 4 1
4 + + + + + + + + + + 10
5 + + + + + + + + 0 + 9 1
6 + + + + + + + + 0 + 9 1
7 + + + + + 0 0 + 6 2 2
8 + + + + + 0 0 + 6 2 2
9 + + + 0 0 + 4 4 2

10 + + + + + + + + + + 10
11 + + + + + + + + + + 10
12 + + + + + + + + 0 + 9 1
13 + + + + + + + + + + 10
14 + + + + 0 + 0 0 + 6 1 3
15 + + + + 0 + 0 0 + 6 1 3
16 0 + + + + + 0 + 0 + 7 3
17 0 + + + + 0 + + + 7 1 2
18 + + + + + + + + 0 + 9 1
19 + + + + + + + 0 0 7 1 2
20 + + + + + + + 0 0 + 8 2
21 + + + 0 + 0 + 5 3 2
22 + + + + + + 0 0 + 7 1 2
23 + + + + + + + + 0 + 9 1
24 + + + 0 + 0 0 + 5 2 3
25 + + + + + + + + 0 + 9 1
26 + + + + 0 + + 0 0 + 7 3
27 + + + + + + + + 0 + 9 1
28 + + + + + + + + + + 10

I(ey to Table
(+) = statement was placed in category for which it was written
(-) = statement was placed in category for which it was not written
(0) = statement was placed in discard pile



APPENDIX E

TABLES SHOWING THE PERCENT OF AGREEMENT BETWEEN
PAIRS OF JUDGES IN THE CATEGORIZATION OF

THE ONE HUNDRED FORTY~TWO ORIGINAL
STATEMENTS USING THE DEFINITIONS

GIVEN FOR THE SIX TRAITS



Table E,1

The Percent of Agreement Between Pairs of Judges in the
Categorization of Statements for Taciturnity

Jud es A B C D E F G H I J
A -- .60 .87 .83 .77 .97 .80 .63 .07 .93
B .60 -- .60 .43 .53 .57 .70 .50 .10 .53
C .87 .60 -- .83 .70 .90 .80 .60 .07 .87
D .83 .43 .83 -- .63 .87 .63 .50 .17 .83
E .77 .53 .70 .63 -- .77 .70 .70 .20 .73
F .97 .57 .90 .87 .77 -- .77 .63 .07 .93
G .80 .70 .80 .63 .70 .77 -- .63 .07 .73
H .63 .bO .60 .50 .70 .63 .63 -- .07 .63
I .07 .10 .07 .17 .20 .07 .07 .07 -- .07
lJ .93 .53 .87 .83 .73 .93 .73 .63 .07

Column
Total I 6.47 4.56 6.24 5.72 5.73 6.48 5.83 4.89 .89 6.25

Average
Percent
Agreement I .719 .507 .693 .637 .637 .72 .648 .543 .10 .69

......
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Table E.2

The Percent of Agreement Between Pairs of Judges in the
Categorization of Statements for Rules

Jud es A B C D E F G H I
A -- LOa 1.00 1.00 1.00 1.00 .7 . 8 .3... I •

B 1.00 -- LOa 1.00 1.00 1.00 .74 .48 . 35 1.00
C 1.00 1.00 -- LOa 1.00 1.00 .74 .48 .35 1.00
D 1.00 1.00 1.00 -- LOa 1.00 .74 .48 .35 1.00
E 1.00 1.00 1.00 1.00 -- LOa .74 .48 .35 1.00
F 1.00 1.00 1.00 1.00 1.00 -- .74 .48 .35 1.00
G .74 .74 .74 .74 .74 .74 -- .65 .43 .74
H .48 .48 .48 .48 .48 .48 .65 -- .78 .48
I .35 .35 .35 .35 .35 .35 .43 .78 -- .35
J j.OO 1.00 1.00 1.00 1.00 1.00 .74 .48 .35

Column
Total I 7.57 7.57 7.57 7.57 7.57 7.57 6.26 4.79 3.66 7.57

Average
Percent
Agreement I .841 .841 .841 .841 .841 .841 .696 .532 .407 .841

-I......,
\0



Tab" e E.3

The Percent of Agr'eement Between Pairs of Judges in the
Categorization of Statements for Authority

Jud es A D E F G H I J
A -- . .00 . .91 .73 .68 .23 .00
B .96 -- .96 .91 .86 .68 .64 .23 .96
C .96 .91 -- .96 .91 .96 .68 .68 .23 .96
D 1.00 .96 .96 -- .96 .91 .73 .68 .23 1.00
E .96 .91 .91 .96 -- .96 .73 .64 .23 .96
F .91 .86 .96 .91 .96 -- .73 .64 .23 .91
G .73 .68 .68 .73 .73 .73 -- .68 .14 .73
H .68 .64 .68 .68 .64 .64 .68 -- .18 .68
I .23 .23 .23 .23 .23 .23 .14 .18 -- .23
J 1.00 .96 .96 1.00 .91 .91 .73 .68 .23

Column
Total I 7.43 7.11 7.25 7.43 7.26 ; .11 5.83 5.50 1. 70 7.43

Average
Percent
Agreement I .826 .79 .805 .82 .806 .79 .648 .611 .189 .826

-'
00
a



Tabl e E.4

The Percent of Agreement Between Pairs of Judges in the
Categorization of Statements for Reciprocity

Jud es A B C D E F H I J
A -- .75 . 8 .88 .88 .8 . .63 •1 .82
B .75 -- .75 .75 .88 .81 .81 .56 .19 .81
C .88 .75 -- .81 .81 .88 .8B .56 .19 .at
D .B8 .75 •Bl -- .8B .75 .94 .56 .19 .Bl
E .B8 .88 .81 .88 -- .B8 .94 .63 .25 . Bl
F .81 . Bl .BB .75 .BB -- .Bl .56 .31 .75
G .94 .81 .88 .94 .94 .81 -- .63 .19 .B8
H .63 .56 .56 .56 .63 .56 .63 -- .25 .50
I . 19 .19 .19 .19 .25 .31 .19 .25 -- .25
J .82 .81 .81 .81 .81 .75 .88 .50 .25

Column
Total I 6.78 6.31 6.6B 6.57 6.96 6.56 7.02 4.88 2.01 6.44

Average
Percent
Agreement I .753 .701 .742 .73 .773 .728 .78 .542 .223 .716

--'
OJ
--'



Table E.5

The Percent of Agreement Between Pairs of Judges in the
Categorization of Statements for Particularism

Jud es A B C 0 E F G H I J
A -- . .78 .83 .91 .57 .43 .30 .35 .83
B .52 -- .4-3 .48 .48 .35 . .39 .22 .30 .39
C .78 .43 -- .78 .87 .57 .39 .26 .26 .78
D .83 .48 .78 -- .83 .57 .48 .35 .26 .83
E .91 .48 .87 .83 -- .61 .43 .26 .30 .91
F .57 .35 .57 .57 .61 -- .35 .48 .30 .57
G .43 .39 .39 .48 .43 .35 -- .39 .35 .52
H .30 .22 .26 .35 .26 .48 .39 -- .39 .35
I .35 .30 .26 .26 .30 .30 .35 .39 -- .30
J .83 .39 .78 .83 .91 .57 .52 .35 .30

Column
Total I 5.52 3.56 5.12 5.41 5.60 4.37 3.73 3.00 2.51 5.48

Average
Percent
Agreement I .613 .395 .569 .601 .622 .486 .414 .333 .279 .609

-'
ex>
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Table E.6

The Percent of Agreement Between Pairs of Judges in the
Categorization of Statements for Collectivism

Jud es A B C F G H I J
A -- .82 .8 .61 .93 .46 .29 .86
B .82 -- .86 .71 .79 .54 .36 .82
C .89 .86 -- .71 .86 .57 .25 .96
0 .89 .86 1.00 -- .71 .86 .57 .25 .96
E .64 .68 .64 .64 -- .64 .61 .68 .39 .61
F .61 .71 .71 .71 .64 -- .64 .57 .29 .68
G .93 .79 .86 .86 .61 .64 -- .46 .21 .82
H .46 .54 .57 .57 .68 .57 .46 -- .61 .57
I .29 .36 .25 .25 .39 .29 .21 .61 -- .25
J .86 .82 .96 .96 .61 .68 .82 .57 .25

Col umn
Total I 6.39 6.44 6.74 6.74 5.53 5.56 6.18 5.03 2.90 6.53

Average
Percent
Agreement I .71 .72 .75 .75 .61 .62 .69 .56 .32 .73

.....
(X)
w



APPENDIX F

SCORES FOR THE ONE HUNDRED TWENTY-TWO ITEMS
WHICH WERE RATED FOR QUALITY

BY THE NINE JUDGES
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ITEMS FOR TACITURNITY

Scores Given By
the Nine Judges

34 1. People who are always talking have very little to say
that is substantial.

When displeased, I tend to "clam up",

It's safer to keep ycur mouth shut.

I prefer to express my feelings in ways other than verbal
ways.

Even if it involves taking a risk, if something needs to
be said, it should be said.

Talkative pepple annoy me.

Since I don't lIopen Upll and reveal how I feel, people
frequently misunderstand where I stand.

33 4.

36 5.

33 6.

33 7.

34 8.

33 9.

28* 10.

30 11.

28 12.

32 2. liThe essentials of speaking are in not speaking at alP.

25* 3. I find it hard to openly express how I feel.

I open mY mouth and speak only when necessary.

My replies are generally short and succinct.

If you keep your mouth shut, you don't have to worry
about making verbal blunders.

30 13. I can easily compliment people.

31 14. Honestly expressing yourself will not get you into trouble.

30 15. I don't like to reveal how I feel.

34 16. If you are a "mouth ll, you are generally not respected.

28 17. It is masculine not to be talkative.

32 18. I am apt to hide my feelings and not say anything when I
know I should.
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33 19. I hate to speak up and take the risk of sounding foolish.

35 20. People who tend to be silent are respected more.

27* 21. Glib people make me uncomfortable.

29 22. I like the image of being IIverbal and competent ll more
than being "qutet and effective ll

•

30 23. I have a difficult time expressing my displeasure.

*Not included in pre-test instrument due to poor rating.
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ITEMS FOR RULES

Scores Gi yen By
the Nine Judges

30 1. Rules don't mean much because people ignore them most of
the time.

33 2. The world can't function without rules.

32 3. Rules are made to be obeyed.

30 4. When I approach a red traffic light in mY car on a
deserted street late at night, I would not hesitate to
go through the red light.

34 5. I prefer working with explicit rules and regulations
because they make my work and my responsibilities more
clear cut.

29 6. Without rules the office would be chaotic.

33 7. Students who violate rules should be expelled.

29 8. Rules are only guidelines.

33 9. One should rely on administrative discretion rather than
rules.

32 10. Rules hamper progress.

28 11. I find that rules and regulations are too constraining
for me to be effective.

31 12. I have a tendency to ignore rules.

35 13. People who disregard rules annoy me.

31 14. If you don't follow rules, you may set dangerous
precedents that you may regret later.

33 15. Rules are made to be broken.

34 16. A person should follow rules carefully because generally
there is a good reason for the rules.

35 17. ! bel ieve in foll owing rul es and regulations very carefully.



;1 18. I rely on my own sense of what is O.K. rather than
depending on rules and regulations.

32 19. A good administrator should be very familiar with the
agency1s rules and regulations.

32 20. I can1t stand people who always IIgo by the book ll
•

34 21. I usually follow regulations and do what is expected.

32 22. I try to get around rules and regulations to expedite
matters.

28* 23. If you can get away with it, why not break a rule for
your convenience.

*Not included in pre-test instrument due to poor rating.
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36 12.
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ITEMS FOR AUTHORITY

Scores Given By
the Nine Judges

26* 1. Students should be ab1e to IIwi se off" to demandi ng
teachers or administrators.

35 2. Students should not address teachers by their first names.

32 3. If the "higher UpSIl declare policy, good or bad, there is
not much you can do about it.

35 4. A professor should be properly addressed as Dr.

35 5. People should not address superiors by first names or
nicknames.

35 6. The decisions of the older persons in the household
should carry more weight.

30 7. I feel comfortable about socializing with my boss.

28* 8. Students do not have to accept an administrator's decision.

36 9. Children should respect their parents.

32 10. Those in positions of authority are automatically
entitled to respect.

31 11. I get peeved when people challenge my authority.

When a person occupies a high ranking office, the position
itself should command your respect.

29 13. When the boss speaks, I jump.

32 14. What the boss says goes as far as I'm concerned.

32 15. The staff should please the boss.

31 16. I would not be able to shout and express anger to my
boss no matter how angry I was.

26* 17. A person's rank should not be a reason for granting
privileges not allowed to others.
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33 18. When I approach the elevator simultaneously with mY
superior, I always enter last.

31 19. I will stand up immediately if the President of the
University enters the room.

31 20. I do not feel intimidated by anyone of high rank.

32 21. If you socialize too much with your subordinates, it will
diminish your status.

30 22. I find it difficult to challenge persons in authority.

*Not included in pre-test instrument due to poor rating.
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ITEMS FOR RECIPROCITY

Scores Given By
the Nine Judges

36 1. If you do a favor for someone, you can expect a favor in
return.

29 2. It is enough to just thank a person for doing you a favor.

34 3. A person shouldn't forget to return a favor.

32 4. People who don't reciprocate have not been brought up
properly.

31 5. A human being of any worth maintains an eternal sense of
obligation to his/her benefactor.

31 6. If you can't return a favor, you shouldn't feel bad about
it.

30 7. When a person is elected to office, he or she should
reciprocate in some way to the people who worked to help
win the election.

32 8. Parents should not expect anything in return for whatever
they have done for their children.

33 9. If another department head has gone out of the way to
help me, I will most certainly remember to do the same
for him/her.

33 10. Reciprocation is an important ingredient of a good social
relationship.

34 11. A person that doesn't repay favors has no "class ",

34 12. If a person gives me a gift, I feel that I must return
something of equal value to him/her.

33 13. When I give a gift to a person, I seldom expect a gift in
return.
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ITEMS FOR PARTICULARISM

Scores Given By
the Nine Judges

36 1. In disciplining the staff, I generally consider the person
involved more than the violation involved.

31 2. I prefer to hire someone who comes from the same locale
as I do than someone from a strange place.

33 3. Good or bad are relative, depending on who is involved.

32 4. When a problem surfaces, what is involved is more
important than who is involved.

33 5. I leave personalities out when I make decisions in t~

office.

32 6. Making impersonal decisions is better administrative
practice than making personalized decisions.

27* 7. I prefer to deal infonmally with the people in mY job
situation.

32 8. It is O.K. to hire friends if you know they can do the
work.

31 9. Competence is more important than personaiity.

29 10. An impersonal style is more efficient in managing an
office.

32 11. The heart more than the head should guide your adminis
trative decisions.

29 12. When you personalize your administrative service, you
get into trouble.

31 13. Personal feelings should not interfere with one's job
responsibilities.

34 14. An organization that is influenced by per~onal friendships
and ties gets more things done.

32 15. One cannot help but favor certain workers and not others.
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32 16. It is O.K. to hire relatives if you know they can do the
work.

32 17. What is being said is more important than who is saying
it.

*Not included in pre-test instrument due to poor rating.
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ITEMS FOR COLLECTIVISM

Scores Gi ven By
the Nine Judges

35 1. People need to identify with an organization.

30 2. Working by yourself is more effective than working as
a group.

34 3. I like working in a team.

31 4. There is safety in numbers.

32 5. A committee can solve problems generally better than
individuals can.

A person should remain loyal to his group.

Working independently gives me a greater sense of
achievement than when I work with others.

In solving problems, it is better to get a group together.

You can accomplish more if you pull together as a team.

It's easier to work by yourself and not have to worry
about others.

30 6.

30 7.

34 8.

35 9.

34 10.

34 11. A person should consider the consequences to the group
before taking any major action.

30 12. In this world, a person must watch out for one's self.

30 13. It is better to rely on yourself than on somebody else.

29 14. I enjoy organizing a group to get things done.

24 15. I enjoy directing the activities of a group.

35 16. The goals of a group should take precedence over the
goals of individuals.

30 17. I prefer to be independent of anyone.

28* 18. I believe in individualism.
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30 19. When I produce something, I want it to be recognized as

!!!l. work.

30 20. Group success is not as gratifying as individu~l success.

31 21. I usually stick with the majority.

29 22. I don't like going along with the crowd.

33 23. People in one office should all feel they belong to the
same group.

36 24. I like working towards a group goal.

*Not included in pre-test instrument due to poor rating.



APPENDIX G

TABLES SHOWING ITEM AND SUB-SCALE STATISTICS FOR THE
EIGHTY-ONE AND FIFTY ITEM INSTRUMENTS



Table G.l

Item and Sub-Scale Statistics for Taciturnity for the
Eighty-one and the Fifty Item Instruments
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Item Item Scale Variance Cor-rected Item- Al pha If
No. Mean If Item Deleted Total Correlation Item Deleted

Eighty-one Item Instrument:

1 3.55 34.63 .39 .67
7 4.23 36.81 .19* .70

13 3.66 33.49 .43 .67
19 3.14 33.63 .34* .68
25 2.72 36.68 .15* .70
31 3.38 37.09 .10* .71
37 2.97 33.64 .42 .67
43 3.80 34.47 .44 .67
49 3.34 33.98 .43 .67
55 4.05 36.44 .26* .69
61 3.86 35.18 .30* .68
67 3.15 36.02 .25* .69
72 3,96 36.30 .28* .69
77 3.21 33.06 .46 .66

N of items = 14 Scale Mean =49.03
N of cases = 198 Scale Variance = 39.79

Cronbach's Alpha = .70

*Deleted due to low item-total correlation

Fifty Item Instrument:

1 3.55 10.98 .40 .66
13 3.64 10.04 .48 .64
37 2.96 10.90 .35 .68
43 3.78 10.57 .50 .64
49 3.32 10.52 .46 .65
77 3.19 10.46 .40 .67

N of items = 6 Scale Mean = 20.42
N of cases = 203 Scale Variance = 14.36

Cronbach's Alpha = .70



198

Table G.2

Item and Sub-Scale Statistics for Rules for the
Eighty-one and the Fifty Item Instruments

Item Item Scale Variance Corrected Item- Alpha If
No. Mean If Item Deleted Total Correlation Item Deleted

Eighty-one Item Instrument:

2 2.69 55.80 .55 .84
8 2.36 58.19 .51 .84

14 2.60 56.95 .62 .84
20 3.52 58.66 .37 .85
26 1.53 62.64 .28* .85
32 2.84 56.48 .63 .84
38 2.82 56.51 .57 nJl.o't
44 2.06 58.96 .52 .84
50 3.15 59.23 .39 .85
56 3.14 58.20 .51 .84
62 2.32 56.99 .62 .84
68 3.45 59.11 .44 .85
73 2.75 56.91 .57 .84
79 3.10 59.86 .41 .85

N of items = 14 Scale Mean = 38.33
N of cases = 198 Scale Variance = 66.72

Cronbach's Alpha = .85

*Deleted due to low item-total correlation

Fifty Item Instrument:

2 2.69 52.70 .57 .84
8 2.34 55. 12 .53 .85

14 2.60 54.25 .61 .85
20 3.51 55.81 .37 .86
32 2.83 53.51 .64 .84
38 2.82 53.51 .58 .84
44 2.05 56.31 .52 .85
50 3,16 56.14 .40 .85
56 3.15 55.13 .52 .85
62 2.32 54.30 .62 .84
68 3.47 56.27 .44 .85
73 2.76 54.45 .55 .84
79 3.11 56.90 .42 .85

N of items = 13 Scale Mean = 36.80
N of cases = 203 Sea1e Variance = 63.73

Cronbach's Alpha = .86



Table G.3

Item and Sub-Scale Statistics for Authority for the
Eighty-one and the Fifty Item Instruments
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Item Item Scale Variance Corrected Item- Alpha If
No. Mean If Item Deleted Total Correlation Item Deleted

Eighty-one Item Instrument:

3 3.56 52.15 .30* .77
9 3.06 47.20 .50 .75

15 3.83 49.39 .46 .76
21 3.44 51.47 .41 .76
27 3.86 50.45 .44 .76
33 3.03 52.60 .32* .77
39 3.2i 48.45 .54 .75
45 3.24 52.35 .32* .77
51 3.80 50.71 .38 .76
57 3.17 49.48 .43 .76
63 3.65 51.20 .40 .76
69 3.55 51.99 .31* .77
74 3.73 52.68 .28* .77
81 3.29 51.08 .35 .77

Nof items = 14 Scale Mean = 48.40
N of cases = 198 Scale Variance = 57.92

Cronbach's Alpha = .78

*De1eted due to low item-total corre1ation

Fifty Item Instrument:

9 3.09 25.86 .51 .73
15 3.84 27.56 .47 .74
21 3.45 29.16 .42 .75
27 3.85 28.32 .44 .74
39 3.21 26.94 .53 .73
51 3.80 28.13 .43 .75
57 3.16 27.41 .45 .74
63 3.67 29.56 .35 .76
81 3.28 28.22 .41 .75

N of items = 9 Scale Mean = 31.35
N of cases = 203 Scale Variance = 34.32

Cronbach's Alpha = .77



Table G.4

Item and Sub-Scale Statistics for Reciprocity for the
Ei ghty-one and the Fifty Itern Instruments

200

Item Item Scale Variance Corrected Item- Alpha If
No. Mean If Item Deleted Total Correlation Item De1eted

Eighty-one Item Instrument:

4 3.22 26.68 .20* .71
10 3.94 27.43 .17* .71
16 3.47 25.90 .36 .68
22 3.26 24.79 .38 .68
28 3.07 26.49 .18* .71
34 ? ?? 26.39 .35 .69a._'-'-

40 3.06 26.21 .28* .70
46 2.86 24.50 .52 .66
52 3.66 24.97 .46 .67
58 3.84 25.09 .50 .67
64 3.66 24.06 .61 .65

Nof items = 11 Scale Mean = 36.25
Nof cases = 198 Scale Variance = 30.19

Cronbach's Alpha = .71

*Deleted due to low item-total correlation

Fifty Item Instrument:

16 3.46 13.65 .42 .73
22 3.26 13.28 .37 "71:

.1;)

34 2.22 14.48 .36 .74
46 2.84 12.99 .54 .70
52 3.67 13.57 .44 .73
58 3.82 13.32 .53 .71
64 3.65 12.50 .63 .68

Nof items = 7 Scale Mean = 22.90
N of cases = 203 Scale Variance = 17.51

Cronbach's Alpha = .75



Table G.5

Item and Sub-Scale Statistics for Particularism for the
Eighty-one and the Fifty Item Instruments
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Item Item Scal e Vari ance Corrected Item- Alpha If
No. Mean If Item Deleted Total Correlation Item.Deleted

Eighty-one Item Instrument:

5 3.16 34.06 .22* .68
11 3.64 33.47 .25* .67
17 3.37 31.68 .48 .64
23 2.91 32.64 .37 .65
29 2.91 31.67 .44 .64
35 3.22 34.21 .27* .6i
41 2.52 34.08 .27* .67
47 3.93 34.• 33 .36 .66
53 2.71 32.47 .40 .65
59 3.72 34.01 .32* .66
65 3.51 34.37 .24* .67
70 3.35 33.69 .31 .66
75 3.16 35.39 .12* .69

Nof items = 13 Scale Mean =42.10
Nof cases =198 Sca1e Vari ance = 38.35

Cronbach's Alpha = .68

*De1eted due to low item-total correlation

Fifty Item Instrument:

17 3.39 9.16 .43 .55
23 2.91 9.46 .36 .58
29 2.93 8.82 .43 .55
47 3.93 10.89 .27 .61
53 2.73 9.42 .37 .57
70 3.36 10.15 .27 .61

N of i terns = 6 Scale Mean = 19.26
Nof cases = 203 Scale Variance =12.92

Cronbachls Alpha = .62



Table G.6

Item and Sub-Scale Statistics for Collectivism for the
Eighty-one and the Fifty Item Instruments
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Item Item Sca1e Vari ance Corrected Item- Alpha If
No. Mean If Item Deleted Total Correlation Item Deleted

Eighty-one Item Instrument:

6 2.48 37.82 .42 .70
12 2.84 39.54 .30* .71
18 2.92 38.06 .40 .70
24 3.47 38.81 .35 .71
30 2.27 40.70 .28* .71
36 3.56 40.72 .26* .72
42 2.62 39.11 .45 .70
48 2.23 41.65 .19* .72
54 2.52 42.81 .15* .73
60 2.60 40.19 .35 .71
66 1.91 40.28 .37 .71
71 2.14 40.69 .37 .71
76 2.09 39.79 .51 .70
78 3.11 39.29 .35 .71
80 3.22 42.31 .17* .72

Nof items = 15 Scale Mean = 39.98
N of Cases = 198 Scale Variance = 45.16

Cronbach's Alpha = .72

*Deleted due to low item-total correlation

Fifty Item Instrument:

6 2.49 18.25 .44 .67
"/8 2.93 18.31 .44 .67
24 3.49 19.33 .34 .70
42 2.61 19.36 .47 .67
60 2.58 20.49 .32 .70
66 1.91 20.45 .35 .69
71 2.14 21.04 .31 .70
76 2.08 20.33 .46 .68
78 3.14 19.29 .38 .69

Nof items = 9 Scale Mean = 23.38
N of cases = 203 Scale Variance = 24.00

Cronbach's Alpha = .71



APPENDIX H

THE FIFTY ITEMS SELECTED FOR AVOS
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THE FIFTY ITEMS OF THE AVOS
CATEGORIZED INTO SUB-SCALES

Taciturnity

Item No.

1. I don't like to reveal how I feel.

13. I am apt to hide my feelings and not say anything when I
know I should.

If you don't follow rules, you may set dangerous precedents
that you may regret later.

People who disregard rules annoy me.

A person should follow rules carefully because generally
there are good reasons for the rules.

Rules are only guidelines.

I believe in following rules and regulations very carefully.

Rules are made to be obeyed.

Rules are made to be broken.

I prefer working with explicit rules and regulations because
they make my work and responsibility more clear cut.

56. I rely on my own sense of what is O.K. rather than depending
on rules and regulations.

37. Talkative people annoy me.

Since I don't open my mouth and reveal how I feel, people
frequently misunderstand where I stand.

I prefer to express my feelings in ways other than verbal
ways.
I open mY mouth and speak only when necessary.

43.

49.

77.
Rules

2.

8.

14.

20.

32.

38.

44.

50.

62. I have a tendency to ignore rules.
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68. I can't stand people who always go by the book.

73. I try to get around rules and regulations to expedite
matters.

79. One should rely on administrative discretion rather than
on rules.

Authority

9. When a person occupies a high ranking office, the position
itself should command your respect.

15. Those in positions of authority are automatically entitled
to respect~

21. What the boss says goes as far as I'm concerned.

27. People should not address superiors by first names or
nicknames.

39. A professor should be properly addressed as Dr. ___

51. I will stand up immediately if the President of the Univer-
sity enters the room.

57. Students should not address teachers by their first names.

63. When the boss speaks, I jump.

81. When I approach the elevator simultaneously with my superior,
I always enter last.

Reciprocity

16. People who don't reciprocate have not been brought up
properly.

22. If a person gives me a gift, I feel that I must return
something of equal value to him or her.

34. Reciprocation is an important ingredient of a good social
relationship.

46. A person shouldn't forget to return a favor.

52. If you do a favor for someone, you can expect a favor in
return.
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58. If you can't return a favor, you shouldn't feel bad about it.

64. A person who dOE-snit repay favors has no "class".

Particularism

17. When a problem surfaces, what is involved is more important
than who is involved.

23. I leave personalities out when I make decisions in the office.

29. Making impersonal decisions is better administrative practice
than making personalized decisions.

47. The heart more than the head should guide your administrative
decisions.

53. When you personalize your administrative service, you can
get into trouble.

70. An organization that is influenced by personal friendships
and ties gets more things done.

Collectivism

6. Group success is not as gratifying as individual success.

18. Working independently gives me a greater sense of achievement
than working with others.

24. Itls easier working by yourself and not having to worry
about others.

42. Working by yourself is more effective than working as a
group.

60. In solving problems, it is better to get a group together.

66. You can accomplish more if you pull together as a team.

71. A person should consider the consequences to the group before
taking any major action.

76. I like working towards a group goal.

78. I prefer to be independent of anyone.



APPENDIX 1

INSTRUMENT MAILED TO THE THREE HUNDRED AND ONE
SUBJECTS IN THE SAMPLE
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INSTRUCTIONS:

Please examine each statement carefully and respond according to

the level of your agreement or disagreement with each statement by

circling the appropriate n~mber on the scoring scale. The scale ranges

from 1 to 5:- -

1 = strongly agree

.£ = agree

3 = neutral

4 :: disagree

5 = strongly disagree

Example: I hate teachers.

strongly
agree

1 2 3

strongly
disagree

4 5

In the example above, circle 1 if you strongly agree with the

statement.

Thank you.

strongly strongly
agree disagree

1. 1 2 3 4 5 I don't like to reveal hew I fe~l.

2. 1 2 3 4 5 If you don't follow rules, you may set
dangerous precedents that you may
regret later.

3. ... 1 2 3 4 5 I find it difficult to challenge persons
in authority.
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strongly strongly
agree disagree

4. 1 2 3 4 5 A human being of any worth maintains an
eternal sense of obligation to his/her
benefactor.

5. ... 1 2 3 4 5 In disciplining the staff, I generally
consider the person involved more than
the violation involved.

6. 1 2 3 4 5 Group success is not as gratifying as
individual success.

7. 1 2 3 4 5 It is masculine not to be talkative.

8. 1 2 3 4 5 People who disregard rules annoy me.

9. 1 2 3 4 5 When a person occupies a high ranking
office, the position itself should
command your respect.

10. 1 2 3 4 5 When I give a gift to a person, I seldom
expect a gift in return.

11. 1 2 3 4 5 Good or bad are relative, depending on
who is involved.

12. 1 2 3 4 5 The goals of a group should take prece-
dence over the goals of individuals.

13. 1 2 3 4 5 I am apt to hide my feelings and not say
anything when I know I should.

14. 1 2 3 4 5 A person should follow rules carefully
because generally there are good reasons
for the rules.

15. 2 3 4 5 Those in positions of authority are
automatically entitled to respect.

16. 1 2 3 4 5 People who don't reciprocate have not
been brought up properly.

17. 1 2 3 4 5 When a problem surfaces, what is
involved is more important than who is
involved.

18. ... 1 2 3 4 5 Working independently gives me a greater
sense of achievement than working with
others.
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strongly strongly
agree disagree

19. 1 2 3 4 5 I like the image of being verbal and
competent more than being quiet and
effective.

20. 1 2 3 4 5 Rules are only guidelines

2l. 1 2 3 4 5 What the boss says goes as far as I'm
concerned.

22. 2 3 4 5 If a person gives me a gift) I feel that.
I must return something of equal value
to him/her.

23. 1 2 3 4 5 I leave personalities out when I make
decisions in the office.

24. 1 2 3 4 5 Its easier working by yourself and not
having to worry about others.

25. 1 2 3 4 5 My replies are generally short and
succinct.

26. 1 2 3 4 5 When I approach a red traffic light in
my car on a deserted street at night) I
would not hesitate to go through the red
1i ght.

27. 1 2 3 4 5 People should not address superiors by
first names or nicknames.

28. 1 2 3 4 5 Parents should not expect anything in
return for whatever they have done for
thei r chil dren.

29. ... 1 2 3 4 5 Making impersonal decisions is better
administrative practice than making
personalized decisions.

30. 1 2 3 4 5 I enjoy organizing a group to get things
done.

3l. 1 2 3 4 5 If you keep your mouth shut) you don't
have to worry about making verbal
bl unders.

32. i 2 3 4 5 I believe in following rules and regula~

tions very carefully.
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strongly strongly
agree disagree

33. 1 2 3 4 5 I get peeved when people challenge mY
authority.

34. 1 2 3 4 5 Reciprocation is an important ingredient
of a good social relationship.

35. 1 2 3 4 5 Competence is more important than
persona1i ty .

36. 1 2 3 4 5 It is better to rely on yourself than
on somebody else.

37. 1 2 3 4 5 Talkative people annoy me.

38. 1 2 3 4 5 Rules are made to be obeyed.

39. 1 2 3 4 5 A professor should be properly
addressed as Dr.

40. 1 2 3 4 5 When a person is elected to office, he
or she should reciprocate in some way
to the people who worked to help win .
the election.

4l. 1 2 3 4 5 An impersonal style is more efficient
in managing an office.

42. 1 2 3 4 5 Working by yourself is more effective
than working as a group.

43. 1 2 3 4 5 Since I don't open up and reveal how I
feel, people frequently misunderstand
where I stand.

44. 1 2 3 4 5 Rules are made to be broken.

45. 1 2 3 4 5 The staff should please the boss.

46. 1 2 3 4 5 A person shouldn't forget to return a
favor.

47. 1 2 3 4 5 The heart more than the head should
guide your administrative decisions.

48. 1 2 3 4 5 People in the office should all feel
they belong to one group.

49. 1 2 3 4 5 I prefer to express my feelings in ways
other than verbal ways.
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strongly strongly
agree disagree

50. 1 2 3 4 5 I prefer working with explicit rules
and regulations because they make my
work and responsibilities more clear
cut.

5l. ... 1 2 3 4 5 I will stand up immediately if the
Pres; den t of the Uni vers i ty ente rs the
room.

52. 1 2 3 4 5 If you do a favor for someone, you can
expect a favor in return.

53. 1 2 3 4 5 When you personalize your administrative
service, you can get into trouble.

54. 1 2 3 4 5 A person should remain loyal to his/her
group.

55. 1 2 3 4 5 Even if it involves taking a risk, if
something needs to be said, it should
b~ said.

56. ... 1 2 3 4 5 I rely on my own sense of what is O.K.
rather than depending on rules and
regulations.

57. 1 2 3 4 5 Students should not address teachers by
their first name.

58. 1 2 3 4 5 If you can't return a favor, you
shouldn't feel bad about it.

59. 1 2 3 4 5 Personal feelings should not interfere
with one1s job responsibilities.

60. 1 2 3 4 5 In solving problems, it is better to
get a group together.

6l. 1 2 3 4 5 I can easily compliment people.

62. 1 2 3 4 5 I have a tendency to ignore rules.

63. 1 2 3 4 5 When the boss speaks, I jump,

64. 1 2 ~. 4 5 A person who doesn't repay favors has.,
no !! c1ass !! •
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strongly strongly
agree disagree

65. 1 2 3 4 5 What is being said is more important
than who is saying it.

66. 1 2 3 4 5 You can accomplish more if you pull
together as a team.

67. 1 2 3 4 5 People who are always talking have very
little to say that is substantial.

68. 1 2 3 4 5 I canIt stand peopl e who always "go by
the book".

69. 1 2 3 4 5 I do not feel intimidated by anyone of
high rank.

70. 1 2 3 4 5 An organization that is influenced by
personal friendships and ties gets more
things done.

7l. ... 1 2 3 4 5 A person should consider the consequences
to the group before taking any major
action.

72. 1 2 3 4 5 liThe essentials of speaking are in not
speaking at all."

73. 1 2 3 4 5 I try to get around rules and regula-
tions to expedite matters.

74. 1 2 3 4 5 I feel comfortable about socializing
with J11Y boss.

75. 1 2 3 4 5 It is O.K. to hire relatives if you know
they can do the work.

76. 1 2 3 4 5 I like working towards a group goal.

77. 1 2 3 4 5 I open my mouth to speak only when
necessary,

78. 1 2 3 4 5 I prefer to be independent of anyone.

79. 1 2 3 4 5 One should rely on administrative
discretion rather than on rules.

80. i 2 3 4 5 I don;t like going along with the crowd.

8l. 1 2 3 4 5 When I approach the elevator simulta-
neously with my superior, I always enter
last.



PERSONAL DATA: PLEASE PLACE A CHECK MARK IN
THE APPROPRIATE PLACES.

Do Not Write In
This Column.
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1. Sex:
1.
2.

Male
Female

2. Age:
- 1. 20-25

2. 26-30
3. 31-40
4. - 41-50
5. 51-60
6. - 61-65
7. 66-70

3. Place of Birth:
-- 1. Hawaii

2. U.S. Continent
3. -- Japan
4. -- Other

4. Length of Residence in Each Location:
-- Hawai i: 1. 0 years

2. -- Less than three years
3. ====More than three years

U.S. Cont.: 1. 0 years
2. -- Less than three years
3. ==== More than three years

Japan: 1. 0 years
2. -- Less than three years
3. ==== More than three years

5. Ethnic Background of Self:
-- 1• Japanese

2. -- Caucasian
3. Mu1tiethnic or Other Ethnic

6. __Ethnic Background of Spouse:
1. No spouse
2. -- Japanese
3. -- Caucasian
4. Non-Asian Multiethnic
5. ---- Mu1tiethnic with Asian Background
6. -- Other



7. Ethnic Background of Close Friends:
---- 1. Mostly Japanese

2. ----Mostly Caucasian
3. ---- Mi xed

8. Educational Background:
-- 1. High School Diploma

2. ---- Post Secondary Diploma
3. ----- Baccalaureate
4. Master
5. Doctorate

9. Do you Speak Japanese?:
---- 1. No

2. ----- Poorly
3. == Fluently

10. Attended Japanese Language School:
1. 0 Years
2. ---- Less than three years
3. == More than three years

11. Learned Japanese Elsewhere:
-- 1. No

2. Yes

12. Your Salary Range:
---- 1. 15-20,000

2. ---- 21-30,000
3. -- 31-40,000
4. ---- 41-50,000
5. Over 50,000

For Japanese Respondents Only:

13. Generation:
1. Issei
2. Nisei
3. Nisei/Sansei
4. Sansei
5. Sansei/Yonsei
6. Other
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