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CHAPTER I 

INTRODUCTIOM 

Statement of the Problem 

It has become evident in the rehabilitation process -fhal complete 

rehabilitation of the blind depends not only on the undaunted efforts 

of the disabled individual, but on public acceptance of the disability. 

There are adjustment problems of the blind, of families of the blind 

and of employers of tiie blind. It has become a common practice of 

society to stereotype groups of individuals possessing similar 

characteristics. Blind persons are often treated in the sarrie v̂ ay 

as are members of racial and religious minorities. The attitudes 

of others toward the disabled have perhaps the most important effects 

on the adjustment of the individual, Cutsforlh (1934) insists that 

the disability and incapacitation so often found among the blind 

has its origin not in the physical condition but in the impact of 

society and its altitudes upon the individual. The optimum adjust

ment of the blind v,'ould involve a change in the altitudes of society. 

The blind are the victims of public ignorance and it is imperative 

that they make themselves acceptable educationally and socially 

(Farrel, 1956). The world in which the man finds himself creates 

the tragedy for him and in him. "If I found blindness more of a 

major nuisance than a tragedy, therefore, it was because of the 

world in v;hich I moved and had my beginning" (Chevigny, 1946). 



A condition of blindness which it is necessary to keep in mind is 

that there are adult blind v;ho are trained and able to be useful, but who 

are constantly presented V7ith charity rather than v/ith the opportunity 

for self support and for doing the v;ork for v/hich they are fitted 

(Chevigny and Braverman, 1950). Here vie see the great need for education. 

True, the eyes provide llie most convenient channel for learning, but by 

no means the only channel. Each time a blind person is successfully 

employed, it helps in the education of his associates. Increase in 

employed blind has been accompanied by a corresponding increeise in 

the variety of occupations open to the blind. 

Purpose 

The purpose of this investigation was Iv/ofold (a) to ascertain 

some employer altitudes toward hiring the blind, and (b) to correlate 

some of these opinions with personality attributes and stability of 

self concept in the population of business employers. Implications 

which can be drav/n linking particular employer personality attributes 

to specific attitudes toward hiring the blind will be of value to the 

public educational phase of job placement. 

This investigation identified some employer altitudes tov/ard 

hiring the blind through examination of the subjects' reactions to a 

series of questions. It is acknowledged Ihc'il large discrepancies often 

exist in what is indicated on an attitudes questionnaire or in any 



testing situation and what occurs in actual practice. The investigator 

hopes that this was reduced by making personal contact with each subject 

and confronting him with the purpose of the investigation and the neces

sity of objectivity. All subjects remain anonymous as far as identify

ing them V7ith particular attitudes. It was impressed upon the subjects 

that the investigation vjould be valuable only to the e>:tenl that the 

results truly represented the thinking of the individuals on this 

subject of employing the visually handicapped. The blind individual 

and the counselor of the blind will obviously have an advantage if 

they are aware of some reasons behind employer hesitancy in hiring 

the visually disabled. 

Review of Literature 

This is a study of attitudes, personality and self concept. 

V/ebster defines an attitude as "a manner of acting, feeling, or 

thinking that shows one's disposition, opinion, etc." (V/ebster, 

1957). The study of attitudes is nebulous, as is the study of all 

hypothetical constructs. For this reason, emphasis here is not on 

predicting or identifying attitudes, but oi. pointing out relation

ships betv7een personality traits manifest on tests and tendencies 

in an individual's present hiring practices. 

There are tv;o trends in studies of opinion formation and 

attitude change. The first is based on the assumption that man is 



irrational, easily overwhelmed by emotions and self interest, and 

prestige oriented. The second is based on the assumption that man 

is discriminating and capable of insight. This assumption is ac

cepted in the present investigation. 

Daniel Kalz (1960), a professor of psychology at the University 

of Michigan, presents a functional approach to the study of research 

methods of public opinion. Kalz points out various functions of 

altitudes, and it is interesting to view the present study in the 

light of these functions. First, there is the possibility llial 

people try to maximize the rev/ards in their external environment 

and minimize the penalties. The dynamics of this particular altitude 

formation are dependent upon past or present perceptions of the use-

# 

fulness of any particular attitudinal object for the individual. Does 

one v;ho employs the handicapped do so as a chance to receive "rev/ards" 

in the form of approval from the environment? In the present study 

connections betv/een those who hire the blind and such aspects of per

sonality as group dependency versus independence are investigated. 

Some altitudes have the function of defending our self-image 

(Kalz, 1960), Unconscious attempts to reduce anxiety may be mani

fested in the projection of feelings of inferiority onto convenient 

outlets, A study by Clunck (Cowman, 1957) suggests that altitude 

formation is often a matter of competition; that individuals proud 

of their activities may hate to face the idea that a disabled person 



could participate in the same activity as v;ell as they. The present study 

reveals some employer's altitudes toward the possibilities that the blind 

could do their v;ork and also the extent to v̂ hich they themselves take 

pride in their employees' image. 

A further function of attitudes exists in giving a positive expres

sion to an individual's central values and to his self concept (Kalz, 

1950). There seems to be reward in the expression of any attitude 

associated v;ith the ego. As indicated in the title of this study, 

concern is given to the personality trails of the subjects, and it is 

particularly interesting to note the relative ego strength of an 

employer \-iho uses blind labor. 

Several individuals (Cohen, Underberg, and Verillo, 1958) have 

developed a scale dealing v/ith altitudes tov/ard blindnesis. This was 

given to a group of workers v/ith the blind l̂o determine whether they 

reflected a p)Osilive or negative altitude tov/ard the disability. The 

underlying hypothesis v/as that the altitudes tov/ard the blind person 

are similar to attitudes tov/ard minority group members, and that 

negative attitudes to blindness v/ould be correlated v;ith pro-

authoritarian altitudes. Concern was given to the effect of contact 

with the blind on attitudes. The present investigation also considers 

this aspect, noting the role which increased association has on hiring. 

Kalz (1960) indicates that the usual negative stereotypes tov/ard other 

groups are common, but that increased contact provides richer and more 

file:///-iho


accurate information about other people and shov/s them to be very much 

like members of one's own group. 

Attempts have been made to objectively determine the attitudes of 

the sighted toward blindness. Raskin (1953) presents an extensive 

reviev/ of many studies. Included in the populations v/ere 2,340 men 

in the occupations of lav/, engineering, medicine, ministry, education 

and life insurance sales. Raskin (Garrett and Levine, 1965) cites the 

following conclusions drav/n from the multiplicity of studies: (1) 

extreme negative altitudes tov/ard the blind are not evident, and (2) 

on a general positive-negative dimension, altitudes tov/ard blind 

people tend to be positive. The predominance of positive or negative 

attitudes is also of concern in this investigation. 

A related area of investigation is the altitude of blind persons 

themselves toward blindness. One study done by Voorhees (1945) showed 

generally favorable attitudes of the blind toward their disability. 

The majority of individuals believed that their work on a competitive 

job would be as good as that of the sighted. Voorhees (1945) dealt v/ith 

individual differences manifested in altitudes toward blindness which 

were derived from individual's self concept. In this study concern 

is given to individual difference manifested in attitudes toward 

blindness derived from er;iployer's self concept. 

The specific altitudes which directly affect the course of 

rehabilitation are employer attitudes. The lack of employer under-



standing is reflected in many objections against hiring the blind. 

Clunck (Gowman, 1957) mentions over fifty common objections, most 

of v/hich had to do with transportation problems, safety, the effect 

of the blind workers on others, and problems v/ith insurance and 

union regulations. These attitudes may come from ignorance of the 

capabilities of the blind or from the act of generalizing the be

havior and personality patterns from a limited contact v/ith a few 

blind. 



CHAPTER II 

METHODOLOGY 

Population and.Instruments 

Under methodology five major areas will be presented. First, 

the population studied in this research v/ill be discussed. Second, 

psychological instruments utilized in the study will be listed and 

explained. Third, the order of administration of the instruments 

will be listed and scoring procedures will be expounded. Fourth. 

the hypotheses to be tested will be presented. Finally, the design 

for analysis of data will be interpreted. 

Population 

Originally, 30 employers v/ere asked to complete the research 

instruments. However, of the total number of employers, only nine

teen agreed to participate. The nineteen parties were located in 

Denver, Colorado; Lubbock, Texas and surrounding communities, llie 

companies represented ranged from very small (six employees) to 

fairly large operations (5,000 employees). The median number of 

individuals supervised by the business representatives participat

ing proved to be 50. Table I lists the types of businesses involved 

and the number of employees. 

8 



TABLE I 

SAMPLE POPULATION 

Business Contact 

Gates Rubber Co, 
Personnel Director 

Garnett Manufacturing 
Co. Owner 

Honeyv/ell Inc. 
Personnel Director 

Key Savings S Loan 
President 

Elder-Quin 6 McQuill 
Personnel Director 

Location Approx, No. Personnel 
Employed 

Denver, 
Colorado 

Denver, 
Colorado 

Denver, 
Colorado 

Whealridge, 
Colorado 

Denver, 
Colorado 

5,000 

14 

1,200 

28 

50 

Blue collar-70% 
skilled, 30% semi
skilled, few laborers; 
journeymen, clerks 

Manuf. of utility 
equip. White collar, 
engineers, skilled 
ship workers, clerks 

Manuf. of electronic 
equip. All skilled 
engineers, clerks 

Loan and finance. White 
collar, tellers, clerks 
computer operators 

Trucking sales, dispen
sing parts, phone orders, 
clerks 

Mountain States Tele- Denver, 
phone. Personnel Dir- Colorado 
ector 

2,200 Communications and 
business dept., operators, 
installation workers, 
clerks 

Samsonite Luggage Co, Denver, 
Director of Personnel Colorado 
and Industrial Relations 

3,000 

The Auto Transmission 
Hospital, Owner 

Colorado Bureau of 
Reclamation, Personnel 
Director 

Denver, 
Colorado 

Denver, 
Colorado 

8 

1,300 

Assembly line production 
workers, clerks 

Repair of Automobile 
Transmissions, mechanics 

Hydraulic engineering, 
finance workers, dam 
construction workers, 
clerks 

Fort Logan School for 
Emotionally Disturbed 
Children, Coordinator 

Fort Logan, 
Colorado 

15 Professional educators, 
maintenance workers, 
clerks 

Tablp T ̂ v. "••̂-'•vjd or i. ge 10 



TABLE I Continued 
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Business Contact Location Approx, No. 
Employed 

Personnel 

Eberhart Denver 
Personnel Director 

Denver, 
Colorado 

250 Metal V'/orkers, 
machine operators, 
clerks 

Retail Sales of 
Ice Cream, Manager 

Wej-it Expansion 
Products, Personnel 
Director 

Eaker's Department 
Stores, Ov/ner 

Amarillo Mop & Broom 
Co, Owner 

Denver, 
Colorado 

Broomfield, 
Colorado 

Denver, 
Colorado 

Amarillo, 
Texas 

50 

160 

11 

Weighing and packing 
of ice cream for sale 
to public 

Light manufacturing 
macliine operators, 
clerks 

Slaes workers, clerks, 
accountants. 

Semi-skilled workers, 
manufacture of mops 
and brooms 

Texas Emplo^nnenl 
Commission, Personnel 
Supervisor 

Southv/estern Bell 
Telephone Co, Personnel 
Director of Business 
Department 

University of Colorado 
Medical Center, X-Ray 
Technician Department 

University of Colorado 
Medical Center, Medical 
Records Department 

Lubbock, 
Texas 

Lubbock, 

50 

Denver, 
Colorado 

Denver, 
Colorado 

25 

10 

15 

Professional inter
viewers, counselors 
clerks 

Accounting, Secretarial 

Professional x-ray 
technicians, dark 
room v/orkers 

Secretarial work 
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Instruments 

Because the participants v/ere active business men, the time for 

completing the instruments v/as of necessity short. Therefore, the 

instruments used in this stud}'- include modified (shortened) forms 

of (1) Cattell's 16 Personality Factor Questionnaire, (2) Gov/m.an's 

Questionnaire, (3) Brov/nfain Self Concept Scale, 

The 15 P, F,'*» 

The 16 Personality Factor Questionnaire is designed to give full 

information in a short time about most personality traits and it has 

great utility for personnel, clinical, educational and research psy

chologists. The greatest percentage of questions in the 16 P, F, are 

indirect and are not necessarily perceived to be related to the trait 

in question. This questionnaire is well founded in factor analytic 

research and meets a long standing demand for an instrument properly 

validated v/ith respect to each of the primary personality factors. 

It is indeed unique in "(a) having every item possessed of a demon

strated saturation v/ith respect to each of the factors v/hich it set 

out to measure, and (b) having proof that each of the questionnaire 

factors corresponds to a primary personality factor found elsev/herc, 

i, e,, beyond the questionnaire realm, notable in ratings in real 

life behavior situations.." (Cattell, Eber, 1957). 

"Note Modified form of the 15 P. F. in Appendix B. 
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Mention has already been made of the necessity of modifying the 

16 P, F, because of the time element involved with this population of 

business employers. In the modification of the 16 P. F, it v/as 

decided that the following six (6) scales v/ould be most applicable 

to this attitude study: C, G, Q-ĵ , Q2, I and 0, 

The C scale represents a measure of ego strength," Individuals 

scoring at the low end of the C scale display emotionality, youthful 

sentiment and are easily affected by feelings. The high end of the 

C scale includes emotional maturity, calmness and reality oriented 

individuals. High C individuals are more frequently leaders than 

are low or C negative individuals. The fact that business executives 

have a wide range on C is of interest to this study. Groups v/ith 

high average C maintain better group morale. Higher ego strength 

is indicated by individuals who have to adjust to difficulties 

throvm upon them from the outside, e, g, engineers, salesmen, teachers, 

as contrasted with those who can set their own pace, e. g, postmen, 

janitors, 

A lov/ score on the G-Super Ego Scale would indicate an 

expedient individual who is a law unto himself, A high score would 

indicate a persistent, conscientious, rule bound individual who 

displays an integrated super ego. The G positive person is apt to view 

"Note Bipolar Descriptions of Source Traits in Appendix A, 
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himself as persevering, interested in analyzing people, cautious and a 

leader. 

Q-ĵ  is a measure of conservatism; the low end designating the 

traditional and conservative, and the high end, the liberal and 

experimental. There is some research evidence that Q-, positive 

persons are more v/ell-informed, less inclined to moralize and more 

inclined to experiment with problem solutions than Q^ negative 

persons (Cattell, Eber, 1957). 

Q2 at the low end indicates the group dependent and perhaps 

extroverted individuals and at the high end the more self-sufficient. 

This is one of the main factors in introversion. The high Q2 person 

is more apt to be dissatisfied with group integration (Cattell, Eber, 

1957). 

The I scale refers to the sensitivity of the individual. The 

person scoring low on this scale tends to be tough minded, v/hereas 

the high scorer is overprotective, sensitive to his ov/n feelings and 

concerned about personal interpersonal relationships. Individuals 

scoring high on this scale tend to be aesthetic, like to travel and 

meet nev; experiences. The positive scale is entitled Premsia which 

is short for protected emotional sensitivity. The negative I scale 

is termed Harria and represents the realistic and practical (Cattell, 

Eber, 1957). 
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The final scale to be used in the present study will be the 0, 

which indicates guilt proneness. The high end represents the more 

apprehensive individual, v/hile the low end is associated more with 

the confident placid personality. The 0 positive person feels that 

people are not as moral as they should be and is inclined to pity. 

The high 0 factor is strongly weighted against successful leadership 

(Cattell, Eber, 1957). 

Brownfain Self-Plating Jnventory" 

The instrument to be used as a measure of the stability of 

self-concept is a Modified form of the Self-Rating Inventory 

(Brownfain, 1955) previously adapted from Kelly, (Bro\-mfain, 1955) 

and Cattell, (1947). Again because of the time element, the investi

gator has shortened the instrument. The original design, viev/ed the 

self-concept in four different frames of judgment: (1) the "provate 

self", (2) the "positive self", (3) the "negative self", (4) the 

"social self". 

For purposes of this investigation only the "positive" and the 

"negative" self-concepts will be employed. The scale was based upon 

the twenty-five factors of personality developed by Cattell, (1947). 

it 

Note Modified Brov/nfain Self-Rating Inventory in Appendix C 



15 

1. Intelligence 

2. Emotional Maturity 

3. General Culture 

4, Social Poise 

5. Physical Attractiveness 

5, Neatness 

7. Sociability 

8. Generosity 

9. Manners 

10. Cheerfulness 

11. Consistency 

12. Sincerity 

14, Trustfulness 

15. Flexibility 

15. Sprolsmanship 

17. Individuality 

18. Interest in the 
Opposite Sex 

19. Self-Understanding 

20. Dependability 

21. Understanding of 
Others 

22. Self-Acceptance 

23. Popularity 

24. Prestige 

25. Over-all Adjustment 

13. Initiative 

Each subject is to rate himself on a scale from one (1) to 

eight (8), two successive times: (1) The "positive self" slanted 

positively, giving himself the benefit of the doubt while still 

conceiving of this as a believable self picture—the self as he 

really hopes it is, and (2) the "negative self" slanted negatively, 

the subject denies himself the benefit of every reasonable doubt 

while again conceiving of this as a believable self picture—the 

self as he fears it to be. From these ratings we arrive at the 
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discrepancy in self concept. Brownfain, (1955) defines the stability 

of self concept operationally as "tlie difference between positive and 

negative self ratings on each item summed over all the items on llie 

inventory without regard to sign" (Brov/nfain, 1955, p. 589), The 

discrepancy score will represent the difference between these scores 

and will indicate the stable and the unstable subjects. 

Questionnaire"" 

The questionnaire to be used is an adaptation of a question

naire published in Gov/man's The War Blind in American Social 

Structure, (1957), Originally this v/as a series of questions used 

in a study of the attitudes of high school children toward the blind. 

The investigator has changed the original questionnaire in order 

that it would be more applicable to a population of business 

employers. 

The first portion of the instrument consists of a series of 

five potential injuries which the subjects are asked to rank: (1) 

an injury resulting in the amputation of one are, (2) an injury 

resulting in blindness, (3) an injury resulting in severe burns of 

the face, (4) an injury resulting in the amputation of one leg, (5) 

sn injury resulting in deafness. The subject first ranks them as 

if they were pertaining to himself, and then as if pertaining to 

" Note the Questionnaire in Appendix D 
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an employee in his business. The forces at v/ork in the evaluation 

of various disabilities include a compound of reality testing—injury 

judged both with reference to its probable economic consequence and 

a raw emotional response (Gowman, 1956). Gov/man, (1955) indicated 

that of the five disabilities presented, some are assumed to have 

more mutilating qualities--burns and loss of an appendage, while 

others present more debilitating dimensions—blindness and deafness. 

The reaction to blindness and deafness shov/ a pronounced tendency 

of evoking greater fear because it forces the individual into a 

dependent relationship. 

The second section of this questionnaire is made up of a 

series of agree-disagree questions v/hich were constructed through 

an examination of the literature relating to blindness. These 

questions touch on several important areas regarding attitudes 

toward the blind. 

Concerning the blind and their social situation, the fol

lowing questions explore the amount of help needed by the blind 

(Gowman, 1956): 

1. The blind, in general, can do just about everything 

with very little help, 

2, The blind, in general, are conscious of the fact that 

blindness has a disturbing effect on some other people. 

7. The blind, in general, never seem to fully grow up. 
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13, In general, blind people have no objections to talking 

about their blindness. 

14, In general, the blind should have to work and support 

themselves as other people do. 

17, The blind, in general, spend very little time wishing 

they could see. 

The reaction of the high school seniors in the original 

application of this questionnaire (Gowman, 1955) indicated that (1) 

over three-quarters of the population felt that the blind should 

support themselves as must others in society, and (2) less than half 

of the subjects fail to grasp the significant fact tiiat blindness 

is a normal stale (Gov/man, 1955). 

The idea that blindness is compensated for by other qualities 

is approached in the following questions: 

5, The blind, in general, can hear fainter sounds than 

most other people. 

8, The blind, in general, like other people, do not have 

a sixth sense, 

10, The blind, in general, seem to have a special spiritual 

quality. 

11. The blind, in general, get a more accurate first 

impression of others than most people do. 
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15. The blind, in general, are somehow given at least one 

really outstanding gift, like musical laleiit, as compensation. 

18. The blind, in general, are more cheerful than most other 

people. 

Less than a third of the sample agreed with questions dealing 

with permissiveness, i. e. , extending certain privileges to the 

blind in interpersonal relationships. Questions along this line 

are as follows: 

25, I think if the blind are concerned only with their personal 

problems, and not those of others, it should be over-looked 

because of their disability. 

32. I think if the blind become angry with people over little 

things, it should be overlooked because of their blindness. 

35. I think you must have to make an awful lot of exceptions 

for even successful blind people, 

40, I think that if blind people are demanding of others it should 

be overlooked because of their blindness. 

42. I think you must have to do a lot of play-acting v/hen you 

get around the blind to make them feel that they are normal. 

46. I think if the blind are often late for appointments it 

should be overlooked because of their blindness. 

Also contained in this portion of the questionnaire are a series 

of implications of a negative quality. 
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6. The blind, in general, are capable of being meaner than 

most other people. 

15, The blind, in general, care less about their personal 

appearance than other people do. 

20. In general, the blind are mor-e irritable than most other 

people, 

22, I think some blind people are blind because they are being 

punished for something they have done. 

25, I think that most little children v/ould not feel there is 

anything frightening about a blind person, 

38, I think most people would feel there is nothing repugnant 

about the blind. 

Other information which was gained by this questionnaire v/as 

the amount and type of contact that the employer has had with the 

blind: he was asked if he has ever had to make a choice concerning 

hiring blind persons and if he feels the type of work he is engaged 

in can be done by a blind person. 

Administration of Tests 

Personal,contact and delivery was made to gi-'c the investigator 

an opportunity to explain fully to the subjects the purpose of the 

.'I 

undertaking and the great necessity for all instruments to be completed 

sincerely and honestly in order that there would be worth in the 
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conclusions. The administration procedure was to leave the instruments 

with the employers and either recover them the follo-./ing dâ '' or have 

them mailed to the investigator. Directions were given to complete 

the instruments in the following order: 16 P. F., Self Concept 

Scale, Questionnaire. There v%'ere no time limits or special instructions 

and the directions of the instruments were self-explanatory. 

Scoring of the Instruments 

Standard methods of scoring all instruments v/ere used. The 

16 P. F, was scored and interpreted using the author's score keys. 

The self-concept stability score was computed as discussed above 

with the application of the discrepancy formula. The agree-disagree 

questions on the questionnaire were classified in the general cate

gories of (1) questions indicating an attitude that the blind are 

in a unique and unnatural state; (2) questions indicating that the 

blind compensate for their situation; (3) questions indicating that 

one should be permissive tov/ard the blind; (4) questions indicating 

a negative attitude tov/ard the blind. All scoring, after being 

completed by the investigator, was repeated by a competent individual 

to insure accuracy. 

Statement of Hypotheses 

The review of the literature and the examination of instruments 

led to the generation of the following hypotheses v/hich v/ere of concern 
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in tliis study: 

1. The amount of contact of the employer v/ith tlie visually dis

abled will be related positively to his employment of blind labor. 

2. A high score on the G superego scale of the modified form 

of the 16 P. F. v/ill correlate positively witli an attitude as revealed 

on the questionnaire that the blind should not be considered on an 

equal basis with the sighted. 

3. A high score on the C emotional stability scale of the modi

fied form of the 16 P. F. v/ill correlate negatively with an attitude 

as revealed on the questionnaire that the blind should not be con

sidered on an equal basis v/ith the sighted. 

4. A high score on the Q-, radicalism scale of the modified form 

of the 15 P. F. v/ill correlate negatively with permissive, overindulging 

attitudes as evidenced on the questionnaire. 

5. A high score on the Q2 extroversion scale of the m.odified form 

of the 15 P, F. will correlate negatively with a subject's expression of 

the attitude that the blind v/ould not be capable of performing a job in 

his business. 

6. A high score on the I sensitivity scale of the modified form 

of the 15 P, F, wil". correlate negatively with an attitude that the 

blind should be considered apart from the sighted. 

7. The opinion that the blind belong to a unique group of people 

whose personality characteristics place them in a category separate from 
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the sighted will correlate positively witli the opinion that the blind are 

incapable of performing on the job. 

8, Subjects indicating that blindness v/ould be the v/orst possible 

fate v/ill evidence negative attitudes toward the blind on the question

naire, . 

9. Subjects expressing the opinion that the blind need or deserve 

special attention v/ill not feel that they could perform a job in their 

business. 

10. Subjects indicating negative attitudes tov/ard the blind on the 

questionnaire will not feel that they could perform a job in their 

business. 

11. A small self-concept discrepancy score v/ill correlate positively 

with the subject v̂/ho does employ the blind. 

Design for Analysis of Data 

Examination of the hypotheses and the nominal level data revealed 

the most appropriate statistical test to be Chi square. V/hen data 

was higher level than nominal the groups were dichotomized into high 

and low by selecting the median of scores—thus again making Chi square 

applicable. Becauf-e of the small frequencies, the modification knov/n 

as Yates's correction for continuity was applied (Ferguson, 1959). A 

coefficient of contingency was computed from the Chi square to determine 

the existing relationships. 

Although the level of measurem.ent uas not interval, a Pearson 
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product-moment coefficient was calculated to determine the direction 

of relationships when the contingency coefficient v/as significant. 

Formula for computing "X̂  from a 2X2 table: 

0 = Observed frequency 

E = Expected frequency 

y.2 ^j^ 

Formula 3-or Yates's Correction for Continuity 

Score *x̂  E - .5 

Score <^ E + .5 



CHAPTER III 

RESULTS 

Following is a list of the variables used in the present 
i ^ 

investigation. Specific raw data for certain variables is 

presented in tables as noted. 

1, Could the work be done? This is the estimation of the 

personnel director of v/liether the type of v/ork performed in his 

concern could be satisfactorily done by individuals with a visual 

handicap (note Table VII). 

2, Contact with the blind. This is the amount and type of 

contact the subject has had with the blind. 

3, Employment of the blind. This is the subject's statement 

of whether he has ever employed the blind. 

4, Rating of injuries. This is whether or not the subject 

considers blindness to be the worst possible injury that could 

happen to an individual employed in his concern (note Table XII). 

This regards his ability to perform the work. 

5, Rating of injuries. This is v/hether or not the subject 

considers blindness to be the worst possible injury that could 

happen to himself (note Table XI), 

6, Unique, unnatural attitudes. Responses on the questionnaire 

that indicate blindness to be a unique unnatural state. 

25 
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7, Compensation, Responses on the questionnaire that indicate 

an indulging, permissive attitude tov/ard the blind, 

8, Permissiveness, Responses on the questionnaire that indicate 

an indulging, permissive attitude tov/ard the blind. 

9, Negativeness, Responses on the questionnaire tliat suggest 

negative attitudes toward the blind. 

The following six variables are all 16 P, F, factors: 

10, Q2 Self-Sufficiency versus Group Dependency 

11, Qĵ  Radicalism 

12, G Super-Ego 

Strength 

13, I Sensitive 

14, C Emotional 
Stability 

versus Conservatism 

versus Lack of Rigid Internal 
Standards 

versus Tough 

versus Emotional Immaturity 

15, 0 Guilt Proneness versus Confident Adequacy 

15, Self Concept Discrepancy. This is the difference betv/een 

the real and ideal self ratings on each item summed over all items 

without regard to sign. 

Results of Hypotheses Testing 

Each of the hypotheses set forth was tested following the stated 

statistical procedure. The pertinent findings will be presented here 

and discussed separately; 
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The first hypothesis states that the amount of contact of th-: 

employer with the visually disabled is related positively to his 

employer's association witli the blind in the capacities of acquaintance, 

friend, professional and employee. 

The statistical significance of the relationship between the 

variables in question v/as determined by tlie application of Chi square 

with Yates's correction for continuity. Table II presents the contin

gency table and the computation of the contingency coefficient from 

Chi square. The Chi square was significant beyond the .001 level. 

Examination of the Pearson r as derived from the correlation matrix 

0.755 indicates the positive direction of the significance and supports 

the original hypothesis. 

Table II 

Contact V/ith the Blind and Employment Practices: Observed 

and Expected Frequencies v/ith Correction (Variables 2 and 3) 

Contact Extensive Contact Limited 

Does Employ 
the Blind 

Does Not 
Employ the 
Blind 

4 . 7 5 " 

9 .5 
4 . 7 5 " 

. 5 

4.75-'- 1 

1.5 
4 . 7 5 " 

7 .5 

Contingency 
Coefficient 
C = v/T39"̂  
C = .62450 

Pearson r from 
Correlation 
Matrix 0.765 

12.M 
significance greater than .001 

" Expected frequency 
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The second hypothesis states that a high score on tlie G Superego 

scale of the modified form of the 15 P. F. will correlate positively 

with the employer v/hose responses on the questionnaire indicate that 

he does not accept tlie blind on an equal basis with the sighted. Chi 

square with the correction for continuity was applied. Table III 

presents the contingency table and the computation of the contingency 

coefficient from Chi square. The resulting statistic v!,)S not signifi

cant. The second hypothesis is not supported but important inferences 

can be made concerning this absence of a relationship betv/een the 

superego strengtli and this non acceptance attitude. 

Table III 

Super-Ego Strength and Employer Attitudes That the Blind are 

Unique and Unequal to the Sighted: Observed and Expected 

Frequencies with Correction (Variables 12 and 6) 

Super-Ego /̂  
Strength 14.5 

V 

Blind Unique 
^ U 5 > 

4 . 7 5 " 

4 , 7 5 " 
5.5 

5.5 

4 , 7 5 " 

4 . 7 5 " 
4.5 

3.5 

-X? =: .55 
significance .50 

Contingency 
Coefficient 

C = \rro2 
C = ,014142 

" Expected frequency 

file:///rro2
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The third hypothesis states that a high score on the C emotional 

stability scale of the modified form of the 15 P. F. will correlate 

negatively with the employer v/hose responses on the questionnaire in

dicate that he does not accept the blind on an equal basis. Tiie ap

plication of Chi square v/ith the correction for continuity revealed very 

little correlation. Table IV presents the computations for this hypothesis. 

Table IV 

Emotional Stability and Employer Attitudes That the Blind 

are Unique and Unequal to the Sighted: Observed and Expected 

Frequencies v/ith Correction (Variables 14 and 5) 

Emotional /\ 
Stability 15.5 

V 

Blind Unique 
<4.5 > 

4 . 7 5 " 

4 . 7 5 " 
4 .5 

7,5 

4.75-"-

4.75:*' 
3.5 

* 

4.5 

X^ 2 - 1.95 
significance ,20 

Contingency 
Coefficient 
C = /To? 
C = ,00300 

•' Expected frequency 

The fourth hypothesis predicts that a high score on the Q-ĵ  radicalism 

scale of the 15 P. F. will correlate negatively with permissive attitudes 

toward the blind on the questionnaire. A perm.issive attitude is inter-
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preted to be over-indulgent—making exceptions for a blind person's 

failure to comply to rules etc. The application of Chi square with 

correction revealed a correlation significant at the .01 level. The 

contingency table and pertinent information is presented in Table V. 

The Pearson r v/as examined in this case to determine the directi on 

of significance. Here it will be noted that these tv/o variables are 

negatively related as predicted and that the original hypothesis is 

accepted. 

Table V 

Conservatism and Permissive Attitudes Tov/ar-d the Blind: 

Observed and Expected Frequencies v/ith Correction (Variables 11 and 8) 

Conservatism 

A 
11.5 
V 

Permissive Attitudes 
<.5>' 

4.75''-

4.75'V 
6, 5 

8.5 

4 . 7 5 " 

4 . 7 5 " 
1.5 

2 .5 

^2 
•x2 

6.90 
significance ,01 

Contingency 
Coefficient 

C = fTTs 
C = ,50990 

Pearson r from 
Correlation 
Matrix -0.492 

" Expected frequency 

The fifth hypothesis states that a high score on the Qj extroversion 

scale of the modified form of the 15 P, F, will correlate negatively 

with the subject's expression of the attitude that the blind v/ould not 
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be capable of performing the work of his business. Chi square with 

correction v/as applied and the resulting statistic v/as significant 

at the ,05 level. The Pearson r for these tv-/o variables v/as significant 

and shov/ed the correlation to be negative as predicted—thus supporting 

this hypothesis. 

Table VI 

Extroversion and an Attitude That the Blind 

Could Not Successfully Perform the Work: Observed and 

Expected Frequencies v/ith Correction 

(Variables 1 and 10) 

Extroversion 

A 
1 3 . 5 

V/ 

Could V/ork Be Done 
Yes No 

4 . 7 5 " 

1.5 
4 . 7 5 " 

7 .5 

4.75"- 1 

5.5 
4 . 7 5 " 

3 .5 

x? 
2 = 4 .77 

s i g n i f i c a n c e .05 

Contingency 
C o e f f i c i e n t 

C = /72? 
C = .14142 

Pearson r from 
Correlation 
Matrix -0.417 

" Expected frequency 
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Table VII 

Employability of the Blind 

Specific reasons given 
in this study for not 
employing the blin'd 

The successful enploymont of 
the blind in this study 

Complex nature of the work 

The risk of injury 

The necessity of visually 
inspect the products 

Sight required 

Because of the type of v/ork 

Detailed nature of work; i.e., 
matching colored v/ires 

Necessity to communicate 
with clientele with all 
senses 

Must knov/ color, sizes, 
brands, fabrics, patterns 

Requires precise v/eight 
and service to customers 
who move about the store 

Precise rules, regulations 
and procedures v/hich can 
not be transmitted by voice 

The blind have been trained in 
the complete repair of automo
bile transmissions 

The blind have been trained in 
the operation of machinery both 
heavy and light 

The blind have proven themselves 
in x-ray and dark room v/ork 

Blind have proven themselves in 
clerical and transcription work 

There are professional blind 
employed in counseling v/ork 

Blind have been very successful 
in the manufacture of mops and 
brooms 

Blind have proven their abilities 
in sales work with the public 

The sixth hypothesis states that a high score on the I sensitivity 

scale of the modified form of the 16 P, F, will correlate negatively with 
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an attitude that the blind should be considered apart froi:i the sighted. 

The Chi square was significant at the .20 level which is not sufficient 

to support this hypothesis. Table VIII presents the calculations for 

this hypothesis. 

Table VIII 

Sensitivity and Employer Attitudes That the Blind are Unique 

and Unequal to the Sighted: Observed and Expected Frequencies 

with Correction (Variables 13 and 6) 

Blind Unique 

Sensitivity 

A 
9,5 
V 

4,75'"' 

4,75-'^ 
4.5 

7.5 

4.75-"- 1 

3.5 
4.75 '̂̂  ) 

4 .5 

Contingency 
Coefficient 

C = vfT^g" 
C = .003 

•x? = 1.95 
"X? s i g n i f i c a n c e .20 

" Exj) e c t e d f r e q uency 

The seventh hypothesis states that an individual v/ho does not 

think the blind could successfully perform the work of his business 

V70uld reveal attitudes on the questionnaire that the blind are dif

ferent from and should be considered apart from the sighted. Table IX 

presents the Chi square for this hypothesis. The significance v/as not 

high and this absence of correlation bears important im^plications which 
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will be considered in the discussion. 

Table IX 

Blind Could Not Successfully Perform the V/ork 

and Employer Attitudes that the Blind are Unique 

and Unequal to the Sighted: Observed and Expected 

Frequencies v/ith Correction (Variables 1 and 5) 

Could V/ork 
Be Done Yes 

No 

Blind Unique 
^4.5?» 

4,5 
4.75'"-

5.5 

4.75-'- j 

4.5 

4.75>n 

2.5 

" 

Contingency 
Coefficient 
c = CUs" 
C = .2828 

:x2 = 1.72 
•X? significance .20 

" Expected frequency 

The eighth hypothesis states that those individuals who evidence 

negative attitudes toward the blind on the questionnaire will consider 

blindness to be the worst fate possible to themselves. The statistic 

from this hypothesis obtained a significance beyond the .001 level; 

however, the direction of the relationship is negative allov/ing the 

rejection of the original hypothesis. Examination of the raw data 

(note Tables XI and XII) reveals that blindness v/as considered to be 
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the worst possible fate by almost 90% of the subjects. Thus this par

ticular variable is a characteristic of the population and does not 

differentiate individuals as do the other variables. 

Table X 

Blindness is the V/orst Possible Fate and Negative Attitudes 

Toward the Blind: Observed and Expected Frequencies with Correction 

(Variables 9 and 5) 

Negative Attitudes 
< 1 . 5 > 

Blindness 
Worst Fate 

4.75-"- 1 

13.5 
4.75" 

2.5 

"x2 = 21.33 
"X̂  significance 

" Expected frequency 

4.75-"- 1 

4.75" 

.001 

3.5 

,5 

Contingency 
Coefficient 

C = (753 
C = .72801 

Pearson r from 
Correlation 
Matrix -0.485 

Table XI 

Ranking of V/orst Possible Injuries to Self" 

Subje 

1 
2 
3 
4 
5 
6 

ct Arm 
Amputat 

4 

2 
3 
3 
4 

ion 
Blindn 

1 
1 
1 
1 
1 
1 

ess Leg 
Amputat 

5 

3 
4 
4 

5 

ion 
Facial 
Burns 

3 

4 
5 
5 
3 

De afness 

2 

5 
2 
2 
2 

5'« In rank order, 1 is the v/orst injury etc. 

Table XI Continued on P. re 36 
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Ranking of V/orst Possible Injuries to Self 

Subject 

7 
8 
9 

10 
11 
12 
13 
14 
15 
15 
17 
18 
19 

Total 

Ranked 

Ranks 

Tot a 

Arm 
Amputation 

.Is 

4 
3 
3 
5 
3 
4 
3 
4 
3 
3 
4 
5 
4 

63 

3 

Blindness 

1 
1 
1 
1 
1 
2 
1 
1 
5 
1 
1 
1 
1 

24 

1 

Table XII 

Leg 
Amputation 

3 
2 
2 
3 
4 
5 
4 
3 
2 
4 
3 
4 
5 

55 

4 

Facial 
Burns 

5 
5 
4 
4 
5 
1 
5 
5 
1 
2 
5 
3 
3 

68 

5 

Deafness 

2 
4 
5 
2 
2 
3 
2 
2 
4 
5 
2 
2 
2 

50 

2 

Ranking of V/orst Possible Injuries to an Employee-

Subject Arm Blindness Leg Facial Deafness 
Amputation Amputation Burns 

1 
2 
3 

1 
1 
1 

4 

4 

5 

3 

2 

5 

" Worst injury to an employee refers to v/orst in regards to his ability 
to find success in the subject's type of v/ork; the ranking of 1 is the 
worst. 

Table XII Cc-ntinuo 1 on ^ige 37 
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4 
5 
5 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 

Table XII Continued 

Ranking of Worst Possible Injuries to an Employee 

Subject Arm Blindness Leg Facial Deafness 
Amputation Amputation Burns 

4 
3 
3 
5 
2 
4 
1 

3 
4 
3 
5 

1 
1 

1 
1 
1 
1 
1 
2 
4 
1 
5 
1 
1 
1 
1 

5 
2 
2 
4 
4 
5 
3 

2 
5 
4 
3 

3 
5 
4 
3 
5 
1 
5 

1 
2 
5 
4 

1 
2 
4 
5 
2 
3 
3 
2 

4 
3 
2 
2 

Total Ranks 46 

Ranked Tota l s 3 

25 50 51 42 

The ninth hypothesis states that subjects expressing the opinion 

that the blind need or deserve special attention (permissive attitude) 

will not feel that individuals thusly handicapped could be capable of 

performing a job in their business. The resulting correlation is 

significant at the ,001 level in a positive direction. Table XIII 

presents the statistics in support of this hypothesis, 
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Table XIII 

Permissive Attitudes Toward the Blind and an Attitû ĉ that the Blind 

Could Not Successfully Perfor;n the V/ork: Observed and Expficted 

Frequencies with Correction (Variables 1 and 8) 

Could V/ork 
Be Done Yes 

No 

Permissive Attitudes 
<̂ 1.5-> 

4.75" 

4.75" 
7.5 

9.5 

4.75" 

1.5 
4 . 7 5 - r " 

. 5 

•y3 = 12.4 
X? significance .001 

Contin^jcncy 
Coefficient 

C = yJ739 
C = .52450 

" Expected frequency 

The tenth hypothesis states that the subject v/ho does not feel 

that his v/ork could successfully be performed by the blind will 

evidence negative attitudes toward the visually disabled. Table XIV 

shows that the correlation between these two variables reaches the 

.02 level of significance—thus supporting the hypothesis. 
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Table XIV 

Negative Attitudes Tov/ard the Blind and an Attitude that the Blind 

Could Not Successfully Perform the V/ork: Observed and Expected 

Frequencies with Correction (Variables 1 and 9) 

Could Work 
Be Done Yes 

No 

Negative Attitudes 
^1,5^ 

•x2 = 5.60 
o 

'KT significance .02 

" Expected frequency 

Contingency 
Coefficient 
C = {TTT 
C = .47958 

The eleventh and final hypothesis states that a small self concept 

discrepancy score obtained on the Brownfain Self Concept Scale will be 

positivel}'' related to those individuals who utilize blind labor. The 

application of Chi square as presented in Table XV revealed no signifi

cant correlation. Thus this hypothesis is rejected and no conclusions 

can be drawn concerning the implications of self concept in attitude 

formation. 
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Table XV 

Employer Self Concept Score and Employment Practices: Observed 

and Expected Frequencies with Correction 

Employer Self Concept 

Does Employ 
the Blind 

Does Not 
Employ the 
Blind 

4.75'^ 

3.5 
4.75-"-

4 . 7 5 " I 

5.5 
4 . 7 5 " 

6.5 1 3.5 

^2 1.41 
significance .30 

Contingency 
Coefficient 
C = Os" 
C = .024495 

" Expected frequency 



CHAPTER IV 

DISCUSSION 

The results of this study point out important relationships 

between employer personality traits and attitudes tov/ard the visually 

disabled. In view of the limited population, interpretation of the 

results of hypotheses testing and conclusions are not presented as 

fact but as stimulus for further research in this eiroa of public 

attitudes tov/ard the disabled. 

The positive significance of the first hypothesis suggests a 

very important aspect of attitude development. It v/as deirionstrated 

that the employers v/ho had had extensive contact with the blind in 

such capacities as friend, professional and employee v/ere more likely 

to employ the blind. Many of the employer hesitancies v/hich prevent 

the successful employment of the blind are greatly reduced with in

creased contact. The majority of employers who would not consider 

employing the visually disabled appear to take this position because 

they are not familiar with blindness and thoy consider it to be far 

more handicapping than it is in reality. Those employers who have 

utilized blind labor arc constantly amazed at the capabilities of the 

blind. 

Concerning the superego strength and the emotional stal^ility of 

this population of business employers and their employino the blind 

41 
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(hypotheses 2 and 3), the data revealed very little correlation. EMa;i:i-

nation of the range of scores on the 15 P. F. helps define the population 

as emotionally mature and conscientious. Hovj2ver, this social conscience 

orientation of the subjects does not appear to be of concern in thii: 

question of employing the blind. 

In this study a permissive attitude tov/ard the blind was evidenced 

by those individuals v/ho indicated that it would be permissible, and in 

fact necessary, to overlook a blind person's shortcomings in areas of 

personal and v/ork adjustment as well as those directly concerned with 

the visual handicap. The data revealed an interest in;'; correlation 

betv/een permissive attitudes, the conservative personality trait and 

the subject's judgment of v/hether or not the v/ork of his business 

could be done by a blind person. This judgment is interpreted to be 

an expression of individual attitudes rather than a realistic inter

pretation of whether the blind could perform the skills of a job. As 

noted in Table VII for almost every instance of an employer whose 

business could not utilize blind labor you can find a similar instance 

in v/hich the blind have proven themselves. The correlation mentioned 

above (hypotheses 4, 9, and 5) pointed out that the individual V'/ho 

presents a more conservative personality profile is quite likely to be 

the S£ime individual who is permissive tov/ard the blind and this per

missive individual is less likely to feel that the blind could do the 

work of his business. The relationship betv/een these variables is as 

expected. An employer v/ho feels he is going to have to make exceptions 
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for a blind person in all areas could not foresee this porson fittin-̂ ; 

into his business personnel. 

A relationship is sho./Ji to exist betv/een tlie judg!f:-iit of whclhe)^ 

or not the blind could perform the v/ork and the 0^ extroversion scale 

of the 15 P. F. (hypothesis 5). The relationship of these variables 

is significant in a negative direction thus the more seli-sufficie.it 

and independent an employer, the m.ore accepting; v/hilc the group 

dependent person is hesitant to believe in the capacities of the 

blind. 

The eighth hypothesis concerning tiio relationship betv/een (1) 

negative attitudes tov/ard the blind and (2) attitudes considering 

blindness to be the v/orst possible fate, v/as rejected after exami

nation of the data. This study is in agreement with those mentioned 

previously of Cohen (1958) and Katz (1950) which concluded that ex

treme negative attitudes tov/ard the blind do not exist, A negative 

attitude was one v/hich indicated the blind to be mean, irritable or 

unkempt. The present investigation also supports the results of the 

Gowman investigation (1957), v/hich indicates the vast majority of 

individuals feel blindness would be the v/orst possible fate. 

The tenth hypothesis v/as again concerned with the employer v/h.o 

does not feel that his v/ork could successfully be don:? by the blind. 

In this instance it v̂ as correlated with negative attitudes. As men-

http://ficie.it
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tioned above there \/ere on the whole very fev/ negative attitudes evidenced 

tov/ard the visually disabled, but v/hen they v/ere expressed, they did 

correlate with the feeling that the blind are incapable. 



CHAPTER V 

SUMMARY AND CONCLUSIONS 

Blindness is one of the major debilitating handicaps; often the 

magnitude of the problem is dependent upon the attitude of the sighted. 

This study was conducted upon individuals wlio are in a position to hire 

and V7as concerned with their attitudes toward the blind as reflected 

in scores on the research instruments and in their current hiring 

practices. The primary purpose of the investigation was to identify 

personality factors with different concepts of the blind. In thus 

clarifying some employer feelings it is possible to realize some of 

the obstacles which the blind and those who work with them face in 

placement. 

The procedure included making personal contact v.'ith 19 business 

employers of either Denver, Colorado; Lubbock, Texas; or surrounding 

communities. Represented in the sample v/ere nine individuals v/ho 

have had experience in hiring the blind. The three research instruments 

used included a modified form of the 15 P. F,, a modified form of the 

Brov/nfain Self Concept Scale and a questionnaire derived from a study 

by Gov/man (1957), The instruments v/ere modified in order to gain a 

wide variety of information in a limited amount of time. The statistical 

procedure included hypotheses testing by application of Clii square and 

subsequent derivations of a contingency coefficient. The Pearson product 

45 
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moment correlation was utilized in somj instances to determine the 

direction of significance. The limited size of population was taken 

into account in application of statistics and in interpretation of 

results. Pertinent raw data and statistics were presented in table 

form. 

Conclusions 

The first conclusion to be made is that there does exist a causal 

relationship between the extent of contact with the blind and employ

ment. Increased familiarity with the situation of the blind person 

dispells many false ideas based on hear-say and reveals the reality 

of the situation—that there are very few things a blind person cannot 

do with proper training and a show of confidence. 

The second conclusion is in regards to particular personality types 

and attitudes tov/ard the blind. Strong superego strength and emotional 

stability (as these traits are measured by the 15 P. F,) are not 

related to positive or negative attitudes tov</ard hiring the disabled, 

but might correctly be said to serve as a description of this sample 

population. It is concluded however that the conservative individual, 

the one who regards new innovations as somewhat threatening, is less 

likely to feel that a blind person would fit into his business. Here 

again is seen the ignorance coming from lack of contact. The conserv

ative employer has little conception of the extent to v/hich a visual 

disability is handicapping. This employer expressed the opinion that the 
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blind had to be dealt with permissiveJ.y. 

The conclusion is also drav/n that the self sufficient, independent 

emx^loyer who is not concerned v;ith group approval is more apt to einploy 

the Jjlind. There are however, exceptions to this v/hich are not 

revealed in the data but v/hich come from the personal interviev/s with 

the personnel men in this investigation. "Several of the employers 

felt a slight bitterness toward the idea of rehabilitation and of 

proclamations to hire the handicapped. They are directly responsible 

to stockholders v/hose investments suppor-t their concerns and they 

cannot afford to be philanthropic at the risk of lowered productions. 

This seems to be the crux of the problem. Rehabilitation counselors 

must sell their product—the disabled, to the employer and the 

product will have to be competent and comparable to the sighted on 

all grounds except lack of vision. 

Recommendations for further research 

Of interest in this area of attitudes tov/ard the blind would 

be a similar investigation utilizing a larger population and testing 

the concept that the conservative, sensitive employer is unlikely 

to hire the blind. Another worthy aspect v/ould be a study v/hich 

v/ould investigate on a large scale the occupations in v/hich the blind 

are presently employed and the types of skills involved. If a rehabili

tation counselor had such information at hand it v/ould prove invaluable 

in his placement problems. 
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APPENDIX A: 15 P. F. MODIFIED FOPuM BIPOLAR DESCRIPTIONS OF SOURCE TxAITS 

15 P, F. Modified Form 

Bipolar Descriptions of Source TraitS" 

High Score 

EMOTIONAL STABILITY 
OR EGO STRENGTH, C+ 
(MATURE, CALM) 

This factor loads: 

Emotionally Mature 

Emotionally Stable 
Calm, Phlegmatic 
Realistic about Life 

Absence of Neurotic 
Fatigue 
Placid 

Factor C. 
Versus 

vs, 

vs, 
vs, 
vs. 

vs, 
vs. 

Lov/ Score 

DISSATISFIED EMOTIONALITY, 
C- (EMOTIONAL, IMMATURE, 
UNSTABLE) 

Lacking in Frustration 
Tolerance 
Changeable (in attitudes) 
Showing General Emotionality 
Evasive (on av/kv/ard issues and 
in facing personal decisions) 
Neurotically Fatigued 

Worrying 

Factor G. 

CHAR/\CTER OR SUPEREGO 
STRENGTH, G+ (CONSCIEN
TIOUS, PERSISTENT) 

Persevering, Determined 
Responsible 
Emotionally Mature 
Consistently Ordered 
Conscientious 
Attentive to People 

Versus LACK OF RIGID INTERNAL 
STANDARDS, G- (CASUAL, 
UNDEFENDABLE) 

vs. 
vs. 
vs. 
vs. 
vs. 
vs. 

Quitting, Fickle 
Frivolous 
Demanding, Impatient 
Relaxed, Indolent 
Undependable 
Obstructive 

~ F̂rom Raymond B. Cattell, and Herbert W. Eber, Handbook for the 
Sixteen Personality Factor Quostionnaire, Illinois: The Institute 
'folTTFrsonality and AbiTiTy Testing, 1957, pp 11-13. 

ŝ Note that the kinds of behavior beginning at the top of each 
factor list are more strongly characteristic (more highly loaded) 
than those at the bottom. 



B i p o l a r D e s c r i p t i o n s of Source T r a i t s Continued 

High Score 

PJiDICALISM, Q^ 

F a c t o r Qĵ  

Versus 

Lov/ Score 

CONSERVATISM OF TEMPERAME^^T, 

SELF-SUFFICIENCY, Q2 
(SELF-SUFFICIENT, 
RESOURCEFUL) 

Factor Q^ 

Versus GROUP DEPENDENCY, Q^-, 
(SOCIABLY GROUP DEPENDENT) 

PREMSIA, I 
(SENSITIVE, EFFEMINATE) 

Factor I 

Versus 

Demanding, Impatient, 
Subjective 
Dependent, Seeking 
Help 
Kindly, Gentle 
Artistically Fas
tidious, Affected 
Imaginative in Inner 
Life and in Conversation 
Acts on Sensitive 
Intuition 
Attention Seeking, 
Frivolous 
Hypochondri acal, 
Anxious 

vs. 

vs. 

vs. 
vs. 

vs. 

vs. 

vs. 

vs. 

HARRIA, I-
(TOUGH, REALISTIC) 

Realistic, Expects Little 

Self-reliant, Taking Re
sponsibility 
Hard (to point of cynicism) 
Few Artistic Responses 
(but not lacking taste) 
Unaffected by "Fancies" 

Acts on Practical, Logical 
Evidence 

Self-Sufficient 

Unav/are of Physical Dis
a b i l i t i e s 
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Bipolar Descriptions of Source Traits Contî iued 

High Score 

GUILT PRONENESS, 0 

Factor 0. 

Versus 

Lov: Score 

CONFIDrwT ADEQUACY, 0-

(TIMID, INSECURE) (COl/FIDENT, SELF-SECURE 

Worry in g, An xi o us 
Depressed 
Sensitive, Tender 
Easily Upset 
Strong Sense of Duty 
Exacting, Fussy 
Hypochondriacal 
Phobic S3'-mptoms 
Moody, Lonely, ' 
Brooding 

vs. 
vs. 
vs. 

vs. 
vs. 
vs. 
vs. 
vs. 

beir-Uoni-ident 
Cheerful, Resilient 
Tough, Placid 

Expedient 
Does not Care 
Rudely Vigorous 
No Fears 
Given to Simple Action 
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APPENDIX B: MODIFIED SCALES OF THE 15 P. F. 

15 P. F. 

Modified Form 

Scales C, G, Q̂ ,̂ Q2, I, 0 

This test consists of some questions concerning v/hat attitudes 
and interests you have. There are no "right" and "wrong" answers 
because everyone has the right to his ovm views. To be able to 
get the best advice from your results, you \/ill want to answer them 
exactly and truly. 

First you should ansv/er the four sample questions be lov/ so that 
you can see v/hether you need to ask anything before starting. There 
are three possible answers to each question. Read the following 
examples and mark your ansv-zers at the top of your answer sheet where 
it says "Examples.." Put a mark, X, in the left-hand box if your 
ansv/er choice is the "b" ansv/er, and in the right-hand box if your 
choice is the "c" ansv/er. 

Examples: 

1. I like to v/atch team games, (a) yes, (b) occasionally, (c) no. 

2. I prefer people v/ho: (a) are reserved, (b) (are) in betv/een, 
(c) make friends quickly. 

3. Money cannot bring happiness. (a) yes (true), (b) in between, 

(c) no (false). 

4. Woman is to child as cat is to: (a) kitten, (b) dog, (c) boy. 

In the last example there is a right ansv/er—kitten. But there 
are very few such reasoning items among the questions. 

When you answer, keep these four points in rind: 

1. You are asked not to spend time pondering. Give the first, 
natural ansv/er as it com.es to you. Of course, the questions 
are too short to give you all the particulars you v/ould some
times like to have. For instance, the above question asks 
you about "Team games" and you might be fonder of football 
than basketball. But you are to reply "for the average 
game," or to strike an average in situations of the kind 

http://com.es
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stated. Give the best answer you can at a rate not slov/er 
than five or six a minute. You should finish in less than 
15 minutes. 

2. Try not to fall back on the middle, "uncertain" ansv/ers 
except when the ansv/er at either end is really impossible 
for you, perhaps once every tv/o or three questions. 

3. Be sure not to skip anything, but ansv/er every question 
somehow. Some may not app].y to you very well, but give 
your best guess. Some may seem personal; but rcmcm.ber 
that all information is confidential. Answers to par
ticular questions are not inspected. 

4. Ansv/er as honestly as possible what is true of you. Do 
not merely mark what seems "the right thing to say" to 
imuress the examiner. 

1, I have the instructions for this test clearly in mind. (a) yes, 
(b) uncertain, (c) no. 

2, I am ready to ansv/er each question as truthfully as possible. 
(a) yes, (b) uncertain, (c) no. 

3, Most people would be happier if they lived m.ore with their 
fellows and did the sam.e things as others. (a) yes, (b) in 
between, (c) no. 

4, Many ordinary people v;ould be shocked if they knew my inner 
inner personal opinions, (a) yes, (b) uncertain, (c) no. 

5, I prefer reading: (a) a realistic account of military or 
political battles, (b) uncertain, (c) a sensitive, imaginative 
novel, 

6, I feel a bit nervous of wild animals even when they are in 
strong cages. (a) yes (true), (b) uncertain, (c) false. 

7, In school I preferred: (a) English, (b) uncertain, (c) 
mathematics or arithmetic. 

8, If acquaintances treat me badly and shov/ they dislike me; (a) 
it does not upset me a bit. (b) in betv>?een, (c) I tend to get 
dov/nhearted. 
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9. Some people seem to ignore or avoid me, although I don't know 
vdiy, (a) true, (b) uncertain, (c) false. 

10. I close my mind to well-meant suggestions of others, even though 
I know I shouldn't. (a) occasionally, (b) hardly ever, (c) never. 

11. People sometimes call me careless, even though they think me an 
attractive person. (a) yes, (b) in between, (c) no. 

12. As a teenager, if I differed in opinion from my parents, I 
usually: (a) kept my own opinions, (b) in betv/een, (c) accepted 
their authority. 

13. I would rather live in a tov/n: (a) which is rough, prosperous, 
and booming, (b) uncertain, (c) artistically laid out, but 
relatively poor. 

14. I could enjoy the life of an animal doctor, handling disease 
and surgery of animals. (a) yes, (b) in between, (c) no. 

15. It bothers me if people think I am being too unconventional or 
odd. (a) a lot, (b) somev/hat, (c) not at all. 

15. I generally keep up hope in ordinary difficulties, (a) yes 
(b) uncertain, (c) no. 

17. I think the police can be trusted not to ill-treat innocent 
people (a) yes, (b) in between (c) no. 

18. I am considered a liberal "dreamer" of new ways rather than 
a practical follower of well-tried v/ays. (a) true, (b) uncertain, 
(c) false. 

19. I am properly regarded as only a plodding, half-successful person. 
(a) yes,'(b) uncertain, (c) no. 

20. If people talk loudly v/hile I am listening to m.usic, I: (a) can 
keen my mind ca the music and not be bothered, (b) in between, 
(c) find it spoils my enjoyment and annoys me. 

T am a fairly strict person, insisting on always doing things 
as correctly as possible. (a) true, (b) in between, (c) false. 
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22. In my personal life I reach the goals I set, almost all the timo 
(a) true, (b) uncertain, (c) false, 

23. I occasionally get puzzled v/hen looking in a mirror, as to the 
meaning of right and left, (a) true, (b) uncertain, (c) false. 

24. V/hen people are unreasonable, I just: (a) keep quiet, (b) in 
between, (c) despise them. 

25. I v/ould rather enjoy life quietly in my ov/n v/ay than be admired 
for my achievements. (a) true, (b) uncertain, (c) false. 

26. I find that my interests in people and amusement tend to change 
fairly rapidly. (a) yes, (b) in between, (c) no. 

27. As a teenager, I joined in school sports: (a) occasionally, 
(b) fairly often, (c) a great deal. 

28. I have vivid dreams, disturbing my sleep. (a) often, (b) 
occasionally, (c) practically never, 

29. In thinking of difficulties in my work, I: (a) try to plan 
ahead, before I meet them., (b) in between, (c) assume I can 
handle them v/hen they com.e, 

30. In intellectual interests, my parents are (v/ere): (a) a bit 
below average, (b) average, (c) above average. 

31. I sometimes can't get to sleep because of an idea that keeps 
running through my mind. (a) true, (b) uncertain, (c) false. 

32. I can usually put up with conceited people, even though they 
brag or show they think too v/ell of themselves. (a) yes, 
(b) in between, (c) no. 

33 I have a good sense of direction (find it easy to tell which 
is North, South, V/est or East) when in a strange place. (a) 
yes, (b) in between, (c) no. 

'^LL I thinlc that plenty of freedom is more important than good 
manners and respect for the lav/. (a) yes, (b) uncertain 
(c) no. 



57 

35. I v/ould rather be: (a) a construction engineer, (b) uncertain, 
(c) a teacher of social studies. 

35. People regard me as a solid, undisturbed person, unmoved by ups 
and downs in circumstances. (a) yes, (b) in betv/een, (c) no. 

37. I enjoy work that requires conscientious, exacting skills, (a) 
yes, (b) in betv/een, (c) no. 

38. My viev/points change in an uncertain way because I trust my 
feelings more than logical reasoning. (a) true, (b) to some 
extent, (c) false, 

39. I v/ould rather spend a free evening: (a) with a good book, 
(b) uncertain, (c) working on a hobby with friends. 

40. I learn better by: (a) reading a well-v/ritten book, (b) in 
between, (c) joining a group discussion. 

41. If I saw two neighbors' children fighting, I v/ould: (a) leave 
them to settle it, (b) uncertain, (c) reason with thci.i. 

42. People sometimes v/arn me that 1 shov/ my excitement in voice 
and manner too obviously. (a) yes, (b) in between, (c) no. 

43. I v/ould rather be: (a) a guid^mce v/orkcr v/ith young people 
seeking careers, (b) uncertain, (c) a manager in a technical 
manufacturing concern. 

44. People treat me less reasonably than my good intentions deserve. 
(a) often, (b) occasionally, (c) never. 

45. I try to make my laughter at jokes quieter than most people's, 
(a) yes, (b) uncertain, (c) no. 

1+6. I like to take an active part in social affairs, committee v/ork, 
etc. (a) yes, (b) in between, (c) no. 

47. I occasionally have a sense of vague danger or sudden dread for 
no sufficient reason. (a) yes, (b) in between, (c) no. 

48. When the time comes for something I have planned and looked forward 
to, I occasionally do not feel up to going. (a) true, (b) in between, 
(c) no. 
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'+9. In school I preferred (or prefer): (a) music, (b) uncertain, 
(c) handwork and crafts. 

50. In constructing something I v/ould rather v/ork: (a) with a 
committee, (b) uncertain, (c) on my own, 

51. I enjoy music that is: (a) light, dry, and brisk, (b) in 
between, (c) emotional and sentimental. 

52. I think society should let reason lead it to new customs and 
throw aside old habits or mere traditions. (a) yes, (b) in 
between, (c) no. 

53. I can find enough energy to face my difficulties. (a) alv/ays, 
(b) generally, (c) seldom. 

54. V/hen I am called in by my boss, I: (a) see a chance to put in 
a good word for things I am concerned about, (b) in between, 
(c) fear something has gone wrong. 

55. I like to do my planning alone, v/ithout interruptions and 
suggestions from others. (a) yes, (b) in betv/een, (c) no. 

55. I admire my parents in all important matters, (a) yes, (b) 
uncertain, (c) no. 

57. I don't feel guilty if scolded for something I did not do. 
(a) true, (b) uncertain, (c) false. 

58. I feel a strong need for someone to lean on in times of sadness, 
(a) yes, (b) in between, (c) no. 

59. I alv/ays make a point, in deciding anything, to refer to basic 
rules of right and wrong. (a) yes, (b) in between, (c) no. 

60. I keep my room smartly organized, with things in known places 
almost all the time. (a) yes, (b) in between, (c) no, 

61. I prefer to marry someone v/ho can: (a) keep the family interested 
in its ov/n activities, (b) in between, (c) make the family a part 
of social life in the neighborhood. 

59. As a child I feared the dark. (a) often, (b) sometimes, (c) never. 

go J think the spread of birth control is essential to solving the 
world's economic and peace problems. (a) yes, (b) uncertain, 
(c) no. 
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'̂̂ •̂ If people take advantage of my friendliness, I do not resent it 
and I soon forget, (a) true, (b) uncertain, (c) false, 

55. At fifteen or sixteen I v/ent about with the opposite sex: (a) 
a lot, (b) as much as most people, (c) less than inost people. 

65. On a free evening I like to: (a) see a historical film about 
past adventures, (b) uncertain, (c) read science fiction or 
an essay on "The Future of Science." 

67. Careless folks who say "the best things in life are free" usually 
haven't worked to get much. (a) true, (b) in betv/een, (c) false, 

68. Because it is not alv>/ays possible to get things done by gradual 
reasonable methods, it is sometimes, necessary to use force. (a) 
true, (b) in betv/een, (c) false. 
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