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"The disciple is always pleased when 

he succeeds with a detail. He over-

estimates the value of it. The master, 

however, pays attention to the detail 

only in as much as it is significant in 

relation to the whole. - Also in judging 

other things the following guiding 

principle applies: Blessed will be he 

who comprehends sense and spirit of the 

whole. He will easily find the right 

approach to and the right place for the 

detail, the place where it belongs. " 

Ludwig Richter. 

Where does psychology see the whole 

today regarding the human being in its 

tragic struggle for existence? It takes 

problems which can be seen in "reality" 

and then tries to prove the obvious 

with mathematical accuracy. 



INTELLIGENCE AND PERSONALITY OF THE EXECUTIVE. 
):c) 

The Essence of the Executive (Theories). 

1. 

(1) Career of the executive compared with other careers. 

If we intend, in what fallows, to get a deeper insight into 

tl .. e intelligence of the executive, the flood of literature on one or 

other aspect of the personality or the functions of the executive�
) 

forces us to ask ourselves two questions: 

( l) How can the strong general interest in a single 
career be explained, particularly as no other 
career can equal it in this respect? 

(2) What is the advantage of writing another article on 
this topic? 

First of all, the tremendous interest in the career of the 

executive suggests that we are dealing with a career of a particular 

nature. This assumption seems to be justified if we compare the 

career of an executive with any other one. A lawyer, a chemist, 

an architect, a journalist, an engineer, etc., including the variations 

oj these careers through specialization, are careers which can be 

In three preceding publications of our series of publication 
"The Intelligence of the Adult" (37, 38, 49) we have assumed 
that the intelligence of a human being can only be described by 
taking into consideration its st ructural connection with other 
functions, especially with the personality as a whole. In 
dealing with the intelligence of the executive, we will find that 
the personality factor becomes increasingly important and that 
it dominates the structure of intelligence so much that it 
forces us to pay the utmost attention to it. 

Fig. l represents a small section of the immense literature 
on our subject. It offers, simultaneously, an analysis of its 
most important results. 
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easily defined. The sphere of their work, the methods used by 

them, their functions etc., can be described and analy.sed, as has 

been done before with the career of the librarian and of the 

mathematician (37, 49). Compared with these careers, however, the 

cci reer of an executive shows a tendency to penetrate all other 

cci reers and to take over large parts of their functions to such an 

extent that they are in danger of loosing their original specific 

character and instead develop into the career of an executive. This 

is particularly true for higher positions and, therefore, applies not 

only to the careers of scientists, l) 
but also to practically all other 

careers. In other words, executive functions encroach on all 

fields whether these be the military service, religion, politics or 

industry, etc. ? and they replace the original functions pertinent to 

the particular career. This effect increases the higher the rank 

within the career. In a certain sense this process is already 

expressed by the well known "Law of Parkinson." What we mean, 

however, goes far beyond the expansive tendency of administrative 

organizations. This process is related to the effect which administrat-

ive functions have on other careers, the re-structuring effect of 

such functions; a process which is almost inevitable. The 

continuously growing population explosion lead·s· autoinaticallyto·the need far· 

11teamwork", replacing to a large extent the achievement of the 

single individual. The result is that leaders (executives) are 

Cp. (38) 1 P. 77 ff .. 
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separated from those whom they lead to an ever increasing degree. 

The following statement contains a self-evident fact which 

one realizes when perusing literature on executives: The executive 

i_s the leader of our time, i.e. there are not only executives in 

industry, they exist in all careers. This is what characterizes 

the extraordinary career of an executive and explains the intense 

interest in this career. 

If we turn now to the second question, viz. is it worthwhile to 

,i.dd another publication to the unlimited literature on this career, 
1) 

1t is necessary to state first that the literature mentioned is based 

on numerous, fairly comprehensive job analyses. These job analysis 

investigations were not necessarily done on executives in industry 

exclusively. Many authors have pointed out the versatility of an 

S!xecutive and the dependence of his functions on the work situation, 

the climate of work, etc.. This may seem to suggest that also in 

our study where we are dealing with the intelligence of executives 

of a scientific organization, i. e. a very specific organization, it 

Jught to be possible to identify the characteristic qualities of these 

,:�xecutives by means of a similar job analysis approach. It should be 

. .zept in mind, however, that this organization consists of different 

institutes. If one considers the directors of these institutes, the 

president and the vice-presidents as the actual executives of this 

organization, it becomes necessary to distinguish between their 

l) We, hereby, neglect the few (mostly professional) careers in 
which independent work is - at least partially - still possible. 



executive and administrative functions. It can also be assumed 

4. 

that the different nature of the institutes presupposes different 

functions of their leaders, not only caused by the sciences they 

represent. The climate of work will be different in each institute 

and, therefore, demands particular qualities from each director. 

Furthermore the climate of work does not remain the same. Although 

it demands certain, qualities from the leader, he himself influences 

the climate of work and changes it. A director leaving his post by 

necessity will leave behind a different climate of work from the one 

that he found when he assumed duty. Therefore, the qualities 

demanded from a newly appointed director of the same institute, may 

be and possibly must be different from those which had been 

demanded from the previous director. The latter may have e.g. 

completely neglected his administrative functions or - to mention 

another example - he may have paid little attention to the climate of 

worko In the first case a personality must be appointed who will be 

more strongly inclined towards the administrative side; in the second , 

case he must be able to create a better climate of work. 

The hypothesis may be put forward that there must be an ideal 

leader, i.e ., a personality who possesses all the necessary leader

qualities. The question, however, is whether the ideal leader exists 

and, if so 1 what we are to understand by this term. We will discuss 

this problem in a later chapter (Cp. chapter 3). 

Ret urning to the original question on the literature problem 

it seems doubtful whether we can contribute anything new with 
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another job analysis project 9 l
) 

including the more specific job 

analysis of the intelligence demands of the scientific executive. If 

each new appointment of a Director necessitates a follow-up analysis, 

not only of the functions of the post but also of the work situation 

and the work climate 9 a general analysis of all similar posts can 

contribute relatively little towards a better understanding of the 

.fonctions involved (including the intelligence). This is particularly 

true if our assumption is correct that the work functions of directors 

of different institutes also differ. 

Unfortunately the majority of job analyses have produ-ced 

insufficient and incomplete material with regard to the nature of the 

intelligence of an executive 9 Z
) 

especially with regard to the form of 

intelligence which is typical of the adult. We can, therefore, either 

t:4y a new method of job analysis, bearing in mind our specific aim, 

or we can attempt to obtain a clearer picture of the situation as a 

whole by examining more closely the most important results in which 

case a further analysis would be superfluous. We will pursue the 

L1.tter approach as it seems more promising and because it can be 

considered as a pilot study for any other possible approach. 

2. Definition of the concept "executive". 

In the preceding chapter we interpreted the concept "executive" 

1) A report on the job analysis of the administrative staff of our 
organization (C. S. I. R.) has been published by R. F. Skawran 
and L. Cortis (43). 

2.) This includes the material obtained from our own efforts (43). 



6. 

as "the leader of our time." This definition is by no means 

generally accepted� Very often it is simply assumed that what we 

under stand by an executive is well known. At the same time, 

however, we apply this concept in a rather casual way. When using 

. .t, we think primarily of the manager 9 i.e. we think primarily of 

rhe executive in industrial organizations. 

However 9 much more is involved than this. On the one hand 

,�veryone who exercises executive power can be considered an 

1 !xecutive, while on the other hand 9 we must distinguish clearly 

between the actual executive and the manager (administrative officer). 

P. Stryker (48) formulates this difference very clearly :"Executives 

set the company's policies and managers carry them out." (P. 6). 

This definition 9 however 9 implies that the concept "executive" is 

d.pplicable only to the economic sphere. Actually the differentiation 

'.vhich Stryker makes 9 is a very old one. The best and most clearly 

formulated differentiation is found in the military service where 

Jeader qualities are of greatest importance. Here one distinguishes 

between the commissioned and the non=commissioned officer. In 

other organizations = for instance in a scientific organization � the 

vice�presidents and the directors must be considered as executives 

and the higher administrative staff as managers. This example 

illustrates 9 however
9 

that a sharp and concise separation of the two 

concepts is not as simple in all cases as it is9 for e.g. 9 in the 

1nilitary service. As regards Stryker u s definition� it remains 

doubtful whether his demarcation is correct. Lieutenants 1 captains 
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and majors also follow instructions, although at times independent 

decisions are expected from them. In modern warfare (as well as previous

ly) such decisions are often also expected from sergeants or sergeant

majors. In scientific organizations as well as in the church and other 

organizations the situations do not differ much. A chief-, a senior- and 

ev·en a research officer has certain administrative duties but all of them are 

aJ.so expected to make independent decisions. Nevertheless, there are 

differences between the functions of these "lower officer grades" and those 

ex: directors etc.. The managers, or alternatively the lower grade of the 

erncuting officer, is responsible only for a part of the whole. He may be 

e1.titled to determine "policies" for his division, but these policies may not 

c mtradict those of the whole, e.g. the institute. 

Similarly, differences exist between the functions of a 

d.rector and those of the president. Whereas an institute represents a 

whole in itself, the same does not apply for a division or section. 

Generally speaking, the delineation between the executive and 

the manager - or more precisely between the leader and the subleader - are 

not clearly defined. Even concerning the process of policy-making, the 

subleader is not completely excluded. He may influence it to some extent. 

Taking into consideration fig. 17 of our introductory publication 

(38), the difference between leader (executive) and subleader (manager) 

becomes more evident. This figure gives a classification of leader-

grades according to different forms of intelligence demands. The form 

oJ intelligence necessary for the lower grades of leadership is 

characterized by its taskbound nature. The functions of the sub-

leader are taskbound and it can, therefore, be concluded that the 



8. 

independent decisions expected from him are linked with taskbound 

situations. The decisions of higher-grade leaders, however, are 

related to situations which involve a perspective view ( commander

view) and on the highest level they even presuppose a certain degree 

of wisdom (helicopter-view). Having dealt with these concepts in 

our general theoretical introduction (38), it is unnecessary to 

discuss again the interrelation between these levels of functioning 

and the different forms of our ego, responsibilities, etc. . In 

order to clarify the difference between the leader and the sub-

leader, there is no better criterion than that of the taskbound sub

leader compared with the ability to decide in perspective of the 

leader. At any rate, definitions of the executive based on his position 

within an organization appear - in comparison with ours - superficial. 

M. M. Mandell (20, P. 47) e.g. defines an executive as "someone 

who has two or more levels of supervision between him and the 

nonsupervisory level." This definition forces us to classify e.g. a 

sergeant-major as an executive since between him and the ordinary 

soldier there are other supervisory levels, i.e. the sergeant and 

the corporal. On the other hand, Mandell is correct when he says: 

"Executives are as much 'men in the middle' as foremen." (21, P. 51). 

If, in addition, we consider that "executive jobs vary 

widely . . .  " (20. P. 51) - as many authors emphasize - it is doubtful 

whether we will arrive at an accurate definition indicating the 

essential characteristics of an executive if we merely define his 
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If we simply say: The executive is the leader of our time, 

one could justifiably accuse us of defining our concept in a manner 

which is equally obscure. We are, therefore, forced to state 

clearly what has to be understood by this concept "leader of our time". 

1) The following two examples illustrate this assertion: Mandell 
(20, P. 46) defines an executive as a person who is required 
to consider the following types of questions when at work and 
in supervising the work of subordinate units and employees: 

"What should we be doing? On what functions and 
projects are we spending too little or too much money? 
How can we increase the �eputation of our organization? -

Is the action under consideration consistent with the top 
policies of the organization, or for the top executive, 
is this the right policy? 

Is this proposal consistent with the long-range goals of 
this organization? 

Is this the right time to do this? 

Will the cost of the suggestion be greater than the 
advantages? 

What methods are necessary to ' sell' this idea? 

What organizational and procedural changes might be 
necessary if this step were taken? 

Who should be informed about this proposed step2 
Whose approval is required? Whose support has to be 
obtained? '' 

Stryker (48, P. 6) considers five functions as essential, and an 
executive must fulfil all five functions: " (a) has a direct hand 
in setting the company 's objectives and policies, (b) must 
make or approve decisions that can seriously affect profits 
and plans, (c) coordinates several main functions of the 
company, or of a major division or department, (d) maintains 
and develops an organization of trained subordinates, 
( e) delegates authority and responsibility and controls 
performance through at least one level of supervision. 
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3. Theories of leadership. 

M. E. Spitzer (46 ll P. 2 1) distinguishes between three theories 

of leadership. He describes them as follows: "The 'Great man 

doctrine' postulates that leaders can be distinguished from followers 

by the personal characteristics that they possess; that is, there is 

a limited number of traits which define leadership and any man 

possessing the proper combination of these traits will be a successful 

leader in any situation. A number of such traits, such as intelligence 

and emotional stability, have been investigated and correlated with 

leadership scores. The relationship has usually been positive but 

rather moderate in strength. Apparently, personal characteristics 

explain some of the variance of leadership behaviour, but leave the 

major portion unexplained." (b) "The 'Group-mind doctrine' 

conceptualizes leadership solely as a function of group properties. 

Leadership is thought to be a response to the environment since the 

situation completely determines the quality of leadership and the means 

of leadership. What an individual contributes to the leadership role 

is merely his potentiality which is influenced and manipulated by 

group needs. Leadership, therefore� can be explained only by knowing 

the collective structure of the group." (c) "The 'Interactionist theory' 

which asserts that leadership is the result of both personal and 

situational variables. That is� there is no one set of characteristics 

that a person must possess to be a leader 9 nor does the situation 

completely determine what type of man will lead. Rather the theory 

postulates that the role of the leader is determined by the situation 
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creating conditions which various people with special characteristics 

fulfil and modify at various times . This theory avoids reducing the 

individual to a mere target of mystical group forces :1 but at the same 

time it considers the situation in which a leader must function . "  

If one intends to evaluate these three theories, one has to do it 

in relation to the patterns of thinking existing when they were 

formulated . 

Until recently there has been no other theory of leadership 

beside the ' Great =man doctrine ' .  Even this theory cannot be 

considered as being of psychological origin . It was generally accepted 

that a person had to be born a leader and the ' born leader ' concept 

developed from the existing structure of society in which the 

aristocracy was considered to be the effective leader stratum . 

Economic and political revolutions have not altered this 

attitude much . The change brought about by these revolutions is the 

realization that born leaders can also come from lower levels of the 

society . However 9 in spite of revolutions 9 the aristocracy still 

play an important role in the history of their countries and it is 

often they who make the most important and the most dangerous 

decisions . l ) 

In practice 9 these revolutions and the democracies in which 

they resulted also contain the nucleus of a new theory of leadership . 

The new leadership concept, viz. the ' Group =minded doctrine ' ,  was 

formulated shortly be£ ore the Second World War .  I n  a democratic 

1 ) A few examples are : Vis count Mirabeau in the French 
revolution . Viscount Brockdorff =Rantzau at the peace -treaty of 
Versailles . Viscount Stauffenberg in the anti �Hitler movement, 
etc . .  
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sy stem a " g r e at man " alway s p re s ent s a latent dang e r  for the system.  

What thi s  s y stem ne eds  are  leade r s  that can  b e  called  0££ 1 leade r s  

for  a limited time 9 
i . e .  l eade r s  that remain at the ir p o st only a s  long 

a s  they are  ne eded by the g r oup . Afte r  that they are  exp e cted  to  

re sign and to  give way to  othe r s  who are more adapted t o  the new 

situation s .  It i s  the "Group - mind doctrine " which s e em s  t o  meet the 

purp o s e s of s uch a state of affai r s .  l ) Apparently a demag ogue like 

Hitle r 2) wa s nece s s a ry to  make pe ople cons ciou s of the s e  inte rrelations  

and to  stimulate the formulation of a new the ory of  leade r ship . 

Thi s the ory = s e en from a p sychologi cal point of view - wa s 

ba s e d  on inac ceptable ide a s  (a s we will still have t o  p r ove ) . For  

thi s rea s on i t  wa s s o on repla c e d  by  a new the ory whi ch tried  t o  avoid 

the obvi ou s c ont radi cti on s of the " Gr oup =mind doctrine " by g oing back -

at le a st partially = to  the original idea of leade r ship . It tri ed to  

r e c oncile the old idea with the new ways  of thinking . Thi s  i s  the 

origin of the " Inte ra ctioni st the ory . " 

C on side ring the importance of the c onc ept of l eade r ship for 

the organization of our social life
J 

it s e ems  ne ce s sary to  di s cu s s  

the s e  the orie s in more detail . In doing s o  we will start fr om the m o st 

1 )  In former time s the s oc ial orde r wa s s e en a s  " given by God . " 
(Cp . the expre s sion "King by the grace  of God " ) . The 
situati on, the refor e J 

wa s s e en as a p e rmanent one , while 
s e en f r om a mode rn point of view 9 s ituati on s can change from 
one moment t o  the next . 

2)  A man like Hitle r cannot actually be  de s c ribe d  as a leade r .  No 
really great man ha s called him s elf "the l eade r "  as  Hitle r  did . 
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negatively formulated theory as we are of the opinion that out of 

the negation the positive can be st be demonstrated. 

Gibb (12 1 P .  267) e. g .  says: "leadership = viewed in relation 

to the individual - is not an attribute of the personality but a quality 

of his role within a particular and specified social system . Viewed 

in relation to the group , leadership is a quality of its structure . " 

It is, first of all, interesting that Gibb talks here of leadership 

and not of a leader 1 i.e . he talks of the behaviour of a leader in a 

group situation . Pigors (30), (quoted by Gibb) , expresses the same even 

more distinctly . He says : "Leadership is a concept applied to the 

personality -environment relation to describe the situation (underlined 

by author) when one, or at most a very few, personalities are so 

placed in the environment that his 9 or their
9 

will 1 feeling, and insight 

direct and control others in the pursuit of a cause . 1 1
1 ) The authors 1 

including Warren (56)
2 ) , speak of leadership ;  i.e . of behaviour in 

a certain situation . Su ch behaviour, however9 is based � as is also 

recognised by Warren - on attitudes, in our case even on attitudes 

whi ch are intensely connected with the ' inborn ' (unconscious) attitude 

of adaptation. We have defined it as the ' innate attitude ' enabling the 

perception of changes of the situation regarding the need for adaptation, 

to remember them and (with the help of intelligen ce) to adapt to them 

1) In this definition Pig ors completely neglects to answer the 
question of how such a personality has been placed into such a 
position . Has he been placed in it or did he achieve it? And 
how? 

2 ) It is of interest to note that Warren does not mention the concept 
"leader" at all in his di c tionary .  
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as quickly and as economically as possible in the sense of 

maintaining the endangered life of the individual or the species . (Cp . 

38 P .  31 and Fig. 12 . 39P o  46 ff . ) The will to adapt can obviously 

move in two directions . It can either lead to the development of an 

attitude to dominate the situation or to submit to it. Undoubtedly the 

two attitudes are related to each other . ("Sie stehen in einem 

Spannungsverh�ltnis " ) , In most cases, however, one of them 

prevails in an individual . 

Perhaps this statement can best be illustrated by an example 

from animal life . Among st mammals we distinguish between beasts 

of prey and grass =eating animals. The former tend ! ) to atta ck, while 

the latter tend to escape . A clearer illustration of our statement is 

shown by the behaviour of a dog . Ori ginally a beast of prey 9 it tends 

to attack . If 9 however, a large and strong dog meets a weaker and 

smaller one 9 
the latter offers the other the softest parts of its body 

by lying on its ba ck . It submits to the bigger dog 9 which a c c epts this 

attitude and leaves the weaker one in peace.  Would it be possible to 

explain these attitudes (or in our case : these instincts) a c c ording to 

the Group - mind doctrine ? Did they develop out of a group situation ? 

Representatives of this doctrine may argue that such cases have 

nothing to do with " leading" but merely with "being stronger " .  The 

stronger one 9 however 9 is always the leading one. 

I) In German one would say more accurately : "Sie sirid auf 
Angriff eingestellt . "  
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In this sense we also speak of the strong and the weak sex . 

It is the strong 9 the male sex 9 which takes the lead in the case of 

animals in the group as well as in the case of human beings in the 

family . 
1) 

This does not exclude the fact that within a family the 

woman may prove herself as the stronger personality . In such a case 

she will quite naturally take the lead . (If she is an intelligent woman , 

she will at least try to create the impression that it is the man who is 

taking the lead) . 

Represenatives of the Group = mind doctrine refer partly to 

K.  Lewin ( 18) who states that attitudes change uncle r the influence of 

the "social field. " This fact, however 
9 

means practically nothing 

in connection with our problem. One could ask: Which human quality 

is not subj ected to this law? Gibb maintains that ' there is no 

j ustification for saying that personality qualities which make for 

leadership exist in a latent form when not being exercised in a social 

situation" (P . 2 68) . This statement is such blatant nonsense that it 

hardly seems neces sary to argue about it . A human quality either 

exists or it does not exist, it is either strongly developed or weak but 

it is never there at one time but not at another. An individual is either 

1) We are misinterpreting psychological laws if j in our modern 
society 9 on account of the generally accepted democratic 
principle = even in law - man and woman are considered to 
have equal rights . Therewith the leader role of the man is 
negated . It would actually be the task of psychology to point 
out the psychological absurdity of such an approach. Instead 
psychology (or at least certain psychologists) conform with 
contemporary thinking by creating such new theories as the 
Group =mind doctrine) . 
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a strong personality or he is not and it is this strength which 

predestines him to lead as soon as he gets the opportunity to do so. 

We will, nevertheless, give two typical examples from history to 

illustrate our points of view: 

At the beginning of the First World War the Germans had 
concentrated all their strength in the West (France). 
They did so because they assumed that the Russians would lead 
their main forces against the Austrians. Weak forces were 
left behind to defend Eastern Prussia. The Russians, however, 
attacked this part of Germany with two strong armies from the 
East and the South. General Oberst von Prittwitz, who was 
the leader on the German side, thought it impossible to face 
the situation and he proposed to withdraw behind the "Weichsel. " 
He was released of his command and Hindenburg and Ludendorff 
took over. They had to fight the Russians with the same forces 
which had been at the disposal of von Prittwitz and which had 
been exhaua-ed by this time by defeats and long marches. But ,  
although Hindenburg expected further forced marches, he 
succeeded in crushing the Russians at Tannenberg and in driving 
them back far into Poland (in the East). In this respect it is 
interesting to note that it was the persistence of Hindenburg 
in keeping to his original plan, against the opinion of all sub 
leaders, that lead his small army to victory. This happened 
at a very critical moment during the battle when all German sub = 
leaders believed it to be lost. 

This example indicates that it is the leader, and only the leader� 

who represents the decisive factor in the play of forces. The following 

example of a weak leader may provide further evidence for this 

statement : 

Vihile the abovementioned battles were raging, a gigantic battle 
was in full swing in the We st (the battle of the Marne) . It was 
lost because the leader (von Moltke) did not possess the 
persistence to adhere to a conception that had been established 
long before by Schlieben . ("Keep the right wing strong") . 
Through this lack of leader qualities not only the battle 1 but the 
whole war, was lost. 

Of course there is not only one type of leader, or "the person of 

allround superiority. " (9) . According to the aims which an individual 
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chooses and which depend on the prevailing form of his ego (Cp . 38 ll 

P. 53), general leader qualities like selfconfidence, initiative, drive, 

etc. , take their particular form. A strong personality with an 

outspoken "vital ego" would, in the first instance, aim at a full 

expression ("ein volles Ausleben") of his ego. He will seek situations 

in which he, with his vital energy, can achieve success, e . g .  in a 

battle. He will aim at physical power and dominance and would, 

therefore, be best suited as a military leader. His selfconfidence, 

his initiative and drive, as well as his intelligence will be interrelated 

with the image of physical activities and achievements ; activities 

which are linked with a daring spirit, fighting and enjoyment of 

adventure. Often these volitionally determined personalities are 

outspoken idealists and show a strong community-spirit. I ) 

Where vital strength combines strongly with material aims and 

power, efforts of leaders tend to be directed towards the economical 

aspects (cp. 38 P .  86 , Fig. 1 6) .  Here we are dealing with people 

who - in a pronounced manner - are realistically orientated, possibly 

combined with a strong community-spirit. They are usually not 

lacking in certain egocentric (not to say egoi'stic) tendencies . As 

realists, these leader types take the community as it is, i . e . , as they 

interpret it. It is their specific sphere of activity. There is 

somewhat of the "l 'etat, c ' est moi ! " of Louis XIV in all of them. We 

may call the prevailing form of their ego the community-ego. 

I )  According to my experiences, military leaders of the Second 
World War have proved themselves later as leaders in industry 
and commerce. 
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A completely diffe rent type of leader is found in the more 

intellectual - spi ritual sphere. In the two types of leaders which we 

have described so far ,  the "leade r -group structure" has always been 

a p resupposition of their leadership . This is not the case in many of 

the spi ritual ("geistigen") leaders . A great scientist,  a great artist 

and - in a more limited form - a great priest or pedagogue can become 

the spi ritual leader of possibly the whole world without being directly 

in touch with a group . His selfconfidence , his initiative, his dr ive 

and his intellectual capacities are aimed initially and solely at his 

work. By this work he affects others who recognize its value and who 

make him a spi ritual leader of his time (possibly only after his death). 

These people, contrary to other leaders, are the great "lonely wolves". 

They p refer to meet only those who are similar to themselves. 
l) 

The 

fact that the modern scientist (in particular the natural scientist) 

usually depends on teamwo rk does not invalidate the concept of the 

spi ritual leader . I have already demonstrated (Cp . 38,  p .  77) that the 

modern scientist is in danger of becoming more and more an executive . 

Of the really great scientists - even nowadays - one could say that 

they are exposed to such danger to a lesser degree as they - by thei r 

very nature - are task -orientated. They accept administrative and 

1 )  Thomas Mann mentions that he once wanted to make the 
acquaintance of Hermann Hesse . At the gate of Hesse' s garden, 
however ,  he found a notice which read that Hesse would not like 
people to visit him . Appreciating Hesse' s attitude, but not 
without a sense of humour ,  Mann left a note, informing Hesse of 
his intended visit and left. 
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organizational duties as a necessary evil . The Group-mind doctrine 

is most strongly contradicted by this type of leadership · in which the 

relationship with the group is merely indirect and loose . It is difficult 

to understand how a group can affect a leader, if - as often happens -

the person concerned is only recognized as a leader after his death . 

A good example for this is the great composer. It is the composer 

of a great orchestral work who determines what each member of the 

orchestra has to do ; and he does not only determine what he has to do 

but also how he has to do it . The leader of the orchestra plays the role 

of the manager, i . e .  he has to interpret the intentions of the composer 

(the leader or the executive) correctly and he has to see that each 

member of the orchestra interpretes his task correctly and in harmony 

with all others. 

By the execution of such a work the composer also influences a 

larger audience (group) which recognizes his greatness, i . e . ,  his 

ability to lead on a spiritual (musical) level . 

This example illustrates clearly that the great composer and 

leader creates his work completely independently from the group . It 

also illustrates -- and this appears to me very important - that his work 

can only be a success if he prescribes exactly what and how everybody 

has to fulfil his task. As a third point we must mention that it illustrates 

how, in spite of this, everyone must enter into the spirit of the 

composer and his work if he wants to be able to do his task well. 

The role of the composer and his way of working is in fact 

symbolic for any type of leader, whether he is a soldier, an industrialist 
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or a scientist heading a team. The success of a great organization 

always depends on whether the leader succeeds in making "good music" , 

i.e., whether he succeeds in influencing his team in such a way 

whereby each member enters into his spirit and his work and accepts it 

enthusiastically ; whereby he succeeds in influencing everyone in 

playing his role as expected, and in such a way that harmony is not 

destroyed. 

There is hardly any need to prove that artists and scientists in 

the literary field are lone people . Real personalities in the religious 

field - such as contemporaries like Karl Barth, Romano Guardini, 

etc . , - can be classified into the same group as the scientists in the 

literary field . Their achievements are also strongly connected with 

their ' artistic- creative' ("geisteswissenschaftliche') work and have 

relatively little to do with their activities as priests in a community . 

The statement of Gibbs that: "There can be no leaders without 

followers" must, therefore, be taken con grano salis. 

Amongst the intellectual ("geistige") leaders, the pedagogues 

are to some extent an exception. Their achievements, as well as 

their work - as e. g .  in the case of Pestalozzi, Lietz, Geheeb, 

Wynecken, etc., - is based to a large extent, although not exclusively, 

on practical education, i.e . on work in a group . B asically they are in 

the same situation as the leaders in the religious field. It is not their 

educational activity that makes them great leaders in their field, but 

the idea that initiated their work. 

What is common to all these intellectual leaders, is their search 
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for truth, the idealism and altruism which characterizes their aims. 

(Cp. P. 82 etc., Fig. 1 6). These aims, together with a somewhat 

lacking sense of reality, indicate that the form of their ego comes 

nearest to the existential ego. 

Gibb ' s  statement that there are no latent leader qualities now 

offers the possibility of proving experimentally that his theory is 

untenable, particularly if he continues saying that "in the absence of 

this kind of social situation the latent existence of the pattern of 

qualities cannot be inferred; "  (P. 268). If we succeed, with the help 

of correlations, in demonstrating that leader qualities can be diagnosed 

by means of a personality test for single individuals, the basis of this 

doctrine would be destroyed. 1 )  

Another representative of the Group-mind theory (Pigors, 3 0, 

P .  27 0) maintains that leadership is always in some sphere of interest, 

and towards some objective goal seen by leader and follower. This 

statement cannot be contradicted. The objective aim, however, is 

chosen by the leader . The group may accept it sooner or later . We 

must realize that it is the strong convh:tion of a leader which - in times 

of crisis - assists him in maintaining his faith and to persistently 

strive towards his aims, even against the will and the insight of the 

1 )  Cp. chapter 7, P . 5 5 .  



2 2 .  

g r oup . 
1 ) 

The followe r usually has as  little insight into the aims of the 

l eade r a s  the child in those of his fathe r .  This example r eveals that 

psychological facto rs othe r than those conside red  to be  e ssential by 

psychol ogists of our time play an important r ole in the r elati on betwe en 

l eade r and followe r s .  ( In the fathe r - child relation it is undoubtedly the 

authority of the fathe r and the love , alte rnatively admi rati on of the 

child that c ounts .  This relati onship was b r oken up because - unde r the 

i nfluence of mode rn time s - b oth have been discredited) . 

In a late r chapte r 
2 ) 

we will have to deal with the devel opment of 

the leade r - c onc ept.  It  se ems ne c e ssary, howeve r ,  to indicate at this  

point that a modern leade r , i . e .  a leade r in  a democ ratic society , 

1nust b e  able to c onvince hi s followe r s  of the value of his aims .  It must 

remain an open que stion whether it will be  ne ce ssa ry for him to say all 

he knows or de sc ribe in detail what he intends doing . Howeve r , he will 

have to adapt to the level and the taste of his followe r s .  This make s 

his task infinitely more  difficult than that of a leade r of earlie r time s, 

l. ) Afte r the battle of Kune r sdorf and on many othe r occa sions the 
world c onside red  F riedrich II defeated .  Only he did not loose the 
faith in himself and his aim s .  Only i n  this way did h e  suc c e e d .  
( Cp . also the creation of intelle ctual leade r .  I n  the b eginning he 
stands al one with his ideas against a whole world and only late r he 
may be r e c ognized) . Against thi s  fanatic r e si stanc e of his whole 
family, his mini ste r s  and the whole nation F riedri ch Wilhelm I 
c r eated the Prus:sian state and the Prussian spirit. Out of a state 
in rack and ruin ll he c r e ate d a well e stablished and wealthy nation . 
Shortsighted c ritic s may tr y to minimi se the de eds of such men . 
The se de e d s  will remain unique a s  deeds of l eade r ship in history .  
( Cp . the novel of J .  Kleppe r :  "The fathe r " ) . W e  c ould give many 
more example s  ( Cp . P .  1 7  / 1 8 ) . 

Cp . Chapte r 4 .  
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provided, of course, that he i s  a real leader and not only an exponent 

of his group . From what i s  said, it may be concluded that, in a democrat -

ic s ociety, a person with out spoken demagogic abilitie s will more ea sily 

succeed (a s a leader) than a per son with per sonal conviction s and aim s .  

Some of the follower s of the Group - mind doctrine reali se the 

great weaknes se s  of their theory. They believe that they can overcome 

them by rather vague and uncontrolled arguments. J. Schneider (35)  

e . g. admit s that great men have changed the path of hi story. He a sk s ,  

·::10wever, whether such change s would not have happened ju st a s  well 

under other leader s .  

I agree that cultural development s are subjected to unchangeable 

laws. 
1 )  

On the other hand ll the great leader s provide the impul ses 

within such a development. One cannot po s sibly pretend that the 

deeds of Alexander the Great or tho se of Friedrich Wilhelm I could 

:iave been accompli shed by someone el se. The tragic element in 

hi story i s  rather that the se great men in many cases  have no 

succe s sors of equal calibre who are able to make the right use of what 

::rey have inherited. 

Gibb has formulated the three mo st important principles of the 

Group =mind doctrine a s  follow s :  "First, that leadership i s  always 

relative to the situation - relative,  that is,  in two senses : (a) that 

Leadership flouri she s  only in a problem situation and (b) that the nature 

of the leader ship role i s  determined by the goal of the group. Thi s 

1 )  I have reported on the se laws in detail in my book "Seeli sche 
Krttfte und ihre Rhythmik. " (4 1 ). 
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goal-directed behaviour is s in fact, the second principle of 

leader ship. The third principle is that leader ship is a process of 

mutual stimulation - a social interactional phenomenon in which 

the attitudes, ideals and aspirations of the followers play as important 

a determining role as do the individuality and personality of the leader." 

(P. 272). 

Taken by itself $ the statement that leadership only flourishes in 

a problem situation s appears to be stating the obvious. It gains in 

meaning only in the light of the second principle which we have 

already proved to be wrong . All aims are, first of all, subj ective 

aims , i.e. in so far as they have been conceived by a subj ect, the 

leader. They obtain their obj ective character by taking the whole 

into consideration when they are conceived. As far as the third 

principle is concerned, the arguments we have put forward may 

suffice . 

It remains to deal in more detail with the difference which Gibb 

makes between leadership or dominance. According to Gibb the 

Group =mind doctrine excludes such group situations "as those 

organized for professional tuit ion , ex:pert advi ce, management, and 

the like 1 and excludes the concept of headship" (P. 272) and he 

reasons that "when once the group activity has become dominated by 

an established and accepted organization, leadership tends to 

disappear ; " (P . 2 7 2). First of all Gibb contradicts himself when 

he takes the military group situation to be an exception to this rule. 

Nowhere is the group activity more strongly characterized by 

"established and accepted organization" than within military 
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organi zation s .  If he trie s t o  defend thi s a s sumpti on by the fact 

that an offic e r  alway s ha s to make " on the spot de ci s ion s " ,  one 

c ould say that any executive of any e stabli shment ha s to do the same . 

Our civilization i s  ruled  by the e stabli shment . One cannot 

maintain that exe cutive s are  n o  leade r s  be cau s e  they are  part of an 

e stabli shme nt . If that we r e  the ca s e ,  leade r s  in the s en s e  of the 

Group -mind doctrine could only be the leade r s of small g r oup s whi ch, 

howev e r ,  form part of an e stabli shment , even if they are charact e rized 

by an ideal g r oup spi rit . 

It i s  certainly t rue that - unde r exi sting c ircum stanc e s  -

leade r  ship t ends  to  dete riorat e  to  head ship or dominance . A mode rn 

leade r i s  alway s in dang e r  of leaning too strongly on the powe r which 

i s  pra ctically part and par c el of hi s po sition in an organiz ed system.  

We  have already pointed out (Cp . 38 ,  P .  8 7) that powe r ha s an effe ct 

on the pe r s on who exe rci s e s it . It make s him inclined t o  put hi s 

own (eg oi sti c )  aim s ab ove thos e  of the group . It mu st al s o  be  

admitted  that in  a mode rn e stabli shment the forming of  a gr oup in 

whi ch true l eade r ship can pro spe r i s  made diffi cult , particularly 

as a r e sult of such fa ctor s a s  high labour turnove r .  l )  It i s  he re 

whe re the actual p r oblem lie s .  Maintaining that " s o  much of s o -

call ed leade r ship in indu stry, education , and in othe r  s ocial sphe re s 

i s  not leader ship at all ,  but i s  simply domination" (P .  2 7 3 )  ha s 

prevented the bett e r  unde r standing of the relevant c oncept s .  Gibb 

1 )  A .  Maye r ( 1 9 )  ha s st rongly emphazi s ed the fact that labou r -
turnove r i n  our time s tend s to  take cata str ophic form s .  
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admits that "headship should not necessarily preclude leadership" . 

(P. 2 73) . We have stated that the executive is in fact the leader of 

our times. We should,  therefore, direct our efforts toward the 

selection of the right people for this task. We ought to give them an 

opportunity of getting acquainted with the necessary qualities of a real 

leader and to develop them . 

As far as the selection is concerned, we must realize that two 

world wars have eliminted many of the best future leaders . We have 

to expect, therefore, that real leaders have become scarce . As a 

result of this unfortunate fact, second - rate material has to be taken 

into consideration, and for this reason, also the training of such 

material needs special attention . 

Summarising this discussion of the Group -mind doctrine, we can 

say that - in the light of both general experience and objective 

reasoning - this doctrine appears to be unfounded and incorrect . 

Indirectly, the great man doctrine - being thousands of years old -

offers itself as the more acceptable one. A leading German Airforce 

officer expresses the same by saying: "In the future . . .  those men 

who have mastered themselves, will be accepted as examples, 

although it sometimes appears as if such virtues are not particularly 

asked for by our welfare societies . But the technical world of 

tomorrow will not be mastered unless men of courage are aiming for 

the highest achievements, disciplined men and men of a clear, 

realistic mind . 1 1  One is born to be a leader and one chooses the 
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sphere in which one ' s  leader qualities can most effectively be 

applied by oneself. Outspoken great personalities have often been 

leaders in more than one sphere. Leibnitz played an important role 

as a philosopher and as a mathematician and Rubens as an artist as 

well as a politician or as a diplomat. Nowadays, it is primarily 

the industrial leader who influences politics to a large extent and who 

must at least be able to recognize the importance of scientific 

achievements. It often depends on chance in what sphere a strong 

personality becomes a leader. Of Picasso his mother used to say 

while he was young: "If you will become a soldier, you will be a 

general. If you become a monk, you will finally become pope." 

"Instead, " Picas so uttered later on, "I became a painter and I 

became Picas so." As the most essential aspects of a great 

artist, Picasso has mentioned the ability to see into the future. 

(14, P. 190). 

It seems more than strange that the Group -mind doctrine tries 

to ascribe this quality to the group. Obviously, it is the ability to 

see into the future, the prophetic, the imagination that enables 

the leader to imagine a new outlook on life 
1)

, a new situation to 

which he directs his efforts. 

No doubt, however, exists about the fact that the spirit of the 

group also affects the leader. We have to ask ourselves, therefore, 

1)  Cp. 38, P.  12 6, Fig. 23 and 24. 
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whethe r it is not the inte ractionist -the ory that - finally - offe rs  the 

last and b e  st solution to our p r oblem. The re  are ,  howeve r ,  g ood 

rea sons to re ject such a sugg e stion . It is the leade r  who create s the 

g r oup spirit (a) by choosing the most suitable pe ople for his g r oup , 

(b ) by inspiring this select ed  gr oup with his spirit, (c) by choosing 

new aims for it and ( d) by choosing the right methods for the 

achievements of such aims . C e rtainly it is possible - and it happens 

again and again - that at time s it is the gr oup spirit created by the 

l eade r that inspire s  him and fills him with new ene rgy and strength. 

This will happen when the burden of l eade rship appears  too heavy for 

him.  But even this influence of the g r oup spirit ha s its origin in 

the str ength of the pe rsonality of the leade r .  

W e  find a classical example of such a n  inte raction in the life 

of F riedrich II . Afte r he lost the battle of Kolin, eve rything seeme d 

lost to him, until an old and ordinary cavalie r told him: " La ss Eue r 

Maj e sUtt <loch Bataille B ataill e sein .  E s  ist nur gut, class Eue r 

Maj e sUtt leben.  So  wahr es abe r  einen He rrgott im Himmel gibt, 

wird e r  uns wiede r den Sie g  g eben . " (Y our Maj e sty let the battle be . 

The main thing i s  that your Maj e sty live s .  As  truly a s  the re  i s  a God 

in heaven, we will regain victory) . 

I have p e r sonally expe rience d many such example s  during the 

last war .  In the Airforce the squadron wa s a g r oup in which g roup 

spirit wa s the most strongly develop ed .  The spirit of such a g r oup 

was cr eated by the captain of the squadron .  It often happ ened that on 

account of the strong e r  demands on him, he at time s felt at the v e ry 
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end of hi s tether. At such time s it wa s the spi rit of hi s comrades 

which stimulated him afre sh and gave him new strength. I ob served 

the same in "wing s" and "Ge schwader" . 

Summing up, we come to the preliminary conclu sion that the 

e s sence of the leader i s  be st reflected by the Great man doct rine, if 

it i s  interpreted in the cor rect way. The newly e stabli shed theorie s 

tend to explain (to a greater or le s ser degree) leader ship by the 

group spi rit whi ch - to my mind = repre sent s an attempt to adapt the 

concept of leader ship to the spi rit of our time s. Although we con sider 

such attempt s to be ju stified ,  they seem to move in the wrong direction. 

Undoubtedly our times confront our leader s with new ta sks. In the 

following chapter we will try to find oµt to what extent thi s i s  the ca se. 

Finally we - once more - define the executive a s  the leader of 

:)Ur times. Hi s achievement s depend on hi s leader and per sonality 

qualitie s. Thi s doe s not exclude a certain amount of interaction 

between leader s  and follower s. He i s  the per son who i s  re spon sible 

for the e stabli shment of hi s group. He determine s it s objective s and 

he guide s and cont rol s the group toward s the attainment of these 

:)bj ective s .  

4. The dependence of the nece s sary leader qualitie s on the form of 
social life in vogue. 

In the theoretical part of thi s serie s of repo rt s on the 

Lntelligen:ce of the adult , (38 )  the cour se of development of career s such 

3. S  that of the scienti st ,  the arti st (a s intellectual leader s)  and that of 
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the executive
1) have already been described (P. 77 etc.) . We 

arrived at a result which can be st be summarized with the words of 

H. W. Erbe ( 1 0) :  "Die Zeit der mJichtigen PersUnlichkeiten ist vorbei : 

Nicht in der Wirtschaft 9 nicht in der Wissenschaft 9 nicht im Staat ist 

die einsam tiberragende PersUnlichkeit 9 der sich die tibrigen willig 

unterwerfen 9 in der Lage 9 die Aufgaben der Zeit mit ihren vielfl:tltigen 

Strukturen zu bew!tltigen. Der neue Stil heisst Kooperation 1 heisst 

Teamarbeit 9 heisst Gruppenstruktur . 1 1 2) 

Further accentuating the role of the executive, I have 

expressed the latter as follows: " T he manager of today is no longer a 

single ruler and the only person who has the appropriate knowledge, but -

expressed in an exaggerated manner = he is a mere ' employee ' ,  i . e., 

a person who = even if he is highly competent = in the end is 

responsible to the (often anonymous) ' organization ' (Cp. 389 P. 89) .  

He is the man in the middle 1 not at the top. 

E. R. Stettinius9 a well known American industrialist , has 

stressed another important asp e ct in this historic al development. 

" The expansion of business units
9

" he says 9 "the substitution of 

corporate for personal ownership 9 and the influence that improved 

1) There 9 the concepts of the manager and that of the executive 
have been taken to be synonimous . Later re search has caused 
us to distinguish clearly between the functions of an executive 
and a manager (Cp. P. 6 etc . ) .  

2) The time of powerful personalities is gone. Neither in 
industry, nor in science nor in politics is the exceptional 
solitary personality = to whom the others willingly submit - in 
a position to master the tasks of the time with their manifold 
structures. The new style is cooperation 9 teamwork and 
group = structure. 
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methods of communication and transportation have had on distribution�  
, ,  

have all operated to impersonalize " business administration. '.' (8 � P . 204) , 

Let us first turn to the initial decisive point of the qualities 

of the modern leader that have been stressed . "He is no longer the 

exceptional single personality. He is an employee . "  

The question a rises whether this was not the same with the 

great leaders of the past. 

Of the great leaders of armies we can say that they had the 

same responsibility towards their superiors and their subordinates as 

a modern executive has . They were responsible for war strategy and 

they had a responsibility towards their rulers . Their decisions had 

to take both responsibilities into consideration . This is the factor 

which caused us to characterize the intelligence of the adult quite 

generally by the "commander =view ". 

The same is valid £ or great politicians and statesmen . 

Whether it is a Thomas Moore 9 a Richelieu or a Bismarck 1 all of 

them - one could say = stood between two fires . Certainly it was easier 

for them than for present military le aders or politicians to understand 

what their superiors expected from them. The will of a single person 

(e . g . the king) can be comprehended and guided more easily than that 

of a democratic state as represent ed by a party consisting of many 

people . Although 9 therefore 9 in principle there is little difference 

between the leader of yesterday and today (in these two spheres of 

activity) 1 the leading personalities of the pa st surmounted mo st of 

their followers far more than those of today . The circumstances 

offered more scope for "free" decisions
9 esp ecially if such a statesman 



32 . 

was the king himself . It would, however, be wrong to assume that 

kings did not carry responsibility towards a "superior " .  This 

responsibility is most clearly expressed by the concept "king by the 

Grace of God" . It expresses a responsibility towards a higher 

''.religious) order. Even in the case of kings of an earlier (pre-Christian) 

epoch, the dependence on the Gods has always fhyed an important role . 

There have only been kings during eras ruled by religion . Democratic 

forms of society only appeared with the decline of religion. 
1 ) 

In commerce and industry, things are somewhat different ; 

in a certain sense also in pedagogy as can be seen from the quotation of 

Erbe (Cp. P. 3 1 / 32). In the theoretical part of this series of 

publications (38, P.  88) I have already pointed out that the great man 

i.n industry of earlier decades was solely responsible for his organization . 

He was the person who created the necessary favourable state of 

business, etc . . There was no responsibility towards a superior, 

except that towards his own work. The same was the case with the 

creators of new school-movements, e. g .  Lietz, Geheeb, Wynecken. etc . .  

The intellectual leaders of earlier times, particularly the 

scientists, must also be regarded as belonging to the same group . 

l ) Countries like South Africa, in which religion and democratic 
forms of society exist alongside each other, represent 
exceptional cases. In the case of South Africa, the 
democratic form was taken over from the West where the 
decline of religion had already started with the French 
revolution . 
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For them - as has already been stated ( cp. P. 18, etc.) - the 

responsibility towards the top meant a responsibility toward their 

work or - expressed more accurately - towards truth. 

Summing up, it could be said that the position and the tasks 

of the leaders did not change as radically and generally as it may appear 

on first sight. It must be admitted that the responsibility towards the 

top has in many spheres (military service, politics and even science) 

become more diffuse, less surveyable, more anonymous and more 

difficult to comprehend, and needs more stringent study. 
1 )  

In his 

remarks, planning and actions, the modern leader cannot act as 

arbitrarily as before. He must consider a multitude of interests, i. e. 

he must act more diplomatically than arbitrarily. In addition to all 

this, complex circumstances force him to listen to the advice of 

specialists. Seen from a practical point of view, all these changed 

circumstances have lead to the development of the executive. 

In commerce and industry this change of leadership is 

undoubted! y more significant. If the industrial leader of the pa st felt 

responsible only towards his own work - whereby his personal advantage 

was the decisive factor - he is now placed in the position of all leaders, 

i . e .  he has also a responsibility towards the top and he has also become 

1 )  The punishment of political and military leaders after the 
second world war may serve as an example (not considering 
punishments for crimes that had been committed). Such 
punishments will have to be taken into consideration by 
leaders of today as well as by future leaders. In this way they 
are forced to take their responsibility towards the top more 
seriou sly. It must, however, be remembered that the 
"Vae victis" is no invention of our times . 
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an executive. 1 tMachine s and material s more than ever before are 

product s of organized science and the laboratory. And merchandizing 

too - with it s market analy sis ,  consumer research, pricing procedure s ,  

and advertising methods ,  each in itself embodying a well -developed 

technique and it s own special approach ... has been converted into a 

scientific procedure." (8, P. 2 04). Thi s remark of E. R. Stettiniu s 

make s it clear that even the indu strial leader depends increasingly on 

the advice of specialists and become s to a certain extent a scienti st 

him self ,  (Cp. 38, P. 99, Fig. 1 6 ). 

Vice versa it has already been mentioned (38,  P. 1 05) that the 

modern scienti st, on account of teamwork and admini strative dutie s ,  

develops more and more in the direction of an executive. Even 

scientist s in the literary field are partially subjected to the force of thi s 

development. 

Though we have recogni sed that the nature of the leader ha s 

not changed very much (seen from a principal point of view) we mu st 

admit that the format of the leader per sonality has diminished. In 

other words :  The " solitary exceptional" personalities may not be the 

be st executive s or the best modern leader s. We mu st, however, admit 

that the executive mu st be a "relatively exceptional" per sonality. 

He mu st be a personality who is more able than other s to adapt. He 

mu st be a diplomatic personality and one who is  prepared to compromi se. 

But even today the be st executive will be the one who i s  mo st able to 

' stick ' to his own idea s ,  who is a strong per sonality and who is  able to 

maintain it. 
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In this connection it seems to me absolutely necessary to 

distinguish clearly between the concept of an executive and that of a 

manager (Cp. P. 6 ). Even if it is impossible to delineate clearly 

between these concepts, one could say that the leader qualities 

mentioned are less important for the administrative officer or the 

manager. For him rule and regulations, their interpretation and 

application, form the main part of his duties. T he decisive moment in 

the activity of an executive remains the creation of this network of 

regulations and the responsibility for their efficient functioning. 

5. The problem of leader gualitie s. 

We have covered the first step towards the solution of our 

problem by stating that the executive is the modern type of leader. 

The question which we have to answer now, is a question which can 

hardly be answered precisely. In our introduction (P. 1) we have 

already mentioned the flood of literature which aims at answering it, 

e. g. on the basis of comprehensive and exact job analyses and also 

by interviewing experienced executives. Fig. 1 indicates that the 

results differ vastly. No specific job analyses results have been 

considered in this table since they do not lend themselves easily to this 

type of survey. We have concentrated on those qualities which the 

authors consider to be essential. 

Firstly, it will be observed that the quality to lead is 

mentioned only as one of many qualities. Practically all authors 

recognize its necessity but few understand the term in the same way. 



AUTHORS FORM OF INTELLIGENCE INTEREST AT1'RDS LIFE EMOTIONALITY CHARACTER ORGANISATION 

Capacity (inte l l igence,  alert-
STOG D I LL ,  R. ness, verbal faci I ity , origina- Persisten, 

I ity ,  judgement . )  

G I BB,  C . A .  
Superior i n  tel I igence, ,uperior 
in other mental abi I ities. 

BROWN & RAPHAEL 
Power to reason accurately and 
speed i l y .  

HEN RY, W . E .  

__ .. . 
PAGE ,  H . E . High inte l l igence, genial  Stable 

--· 

Analytica l . Able to break down 
Cool , friendly 

Honest, does not act for own 
WEST , H .  a project into its components. advantage_. 

Bring relevant facts to l ight . 
·-· . 

BROWN , J . F .  

Judgement, abi l i ty to analyse Organising abi l i ty .  

MAN DELL, M M. and evaluate. Abi l i ty to judge Wide interests Alertness Freedom from hypersensitivity . Dependable 
Abi l i ty to delegate, 

people .  developrr Reflective . to administer sche-
du les in advance .  

--· . 

Objective , abi l i ty to take 
ARGYRIS,  C .. : " knocks" without hosti l i ty .  Ac 

cept victory/ defeat gracefu I ly .  
--

Judging from distance. Analyti 
cal combined with obi l i ty to 

VAN LEN N E P  D. F .  
anticipate. Imagination in Alertness,d ,  practical , Not react too quick ly and 
c lose contact with rea l i ty .  impulsive ly .  Calmness. 
Directed towards the simple,  
unity and good sty le .  

Abi l i ty to  free onese l f  from 
irre levant c lutter. To be 
simp le .  Need to grasp con- Need for economy 

REVANS , R . W . cepts more difficult than those Mental a·y important. Cold , patient. of managerial time 
of simple profit and loss. and effort. 
Imagination. Analytical ap-
oroach .  

SCH ILLER, I<. " FingerspitzengefUhl" 

SPAETH EN,  R .  F lex ible 

SE IDENSTIO:E R,  W.  

BLOHM, H.  
Abi l i ty to make right 
use of specia l ists , to 
co-ordinate . 

MUH LFENZL, R .  Imagination. 
" FingerspitzengefUh I" 

REYNDERS, H F . F .  High inte I ligence Emotional ly mature. Balanced , integrity , stabi I ity . 

EWING,  W. Discip l ined thinking , ana lytical 
Objective . mind .  

Co-ordinating sev-

Dependable , fai r ,  integrity . eral main functions 
STRYKER, P .  Inquiring mind Emotional stabi l i ty . Maintains and Incorrupt ib le .  

develops an 
organisation. 

Maintenance of or-

Comprehensiveness ganisation commu-
BARN ARD, C . , .  F lexible Alertness nication . Selecting of interest. 

leaders, creating 
system of commun . 

Learning abi l i ty , abi l i ty to Delegation of 
TAG IUR I ,  R .  

change and grow. authority. 
Co-ordination . 

Abi l i ty to solve problems, to 
adapt to new situations, to Organises own work 

MASON , P. L .  analyse and make judgements. and that of others. 
Or iginal ideas, engineering Delegation, fol low 
m ind , fresh approach to up , control of 
prob lems. position activities. 

Figur e :  I .  GAcsir 70 DL 1139 -370 
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A c c ording to ou r way of thinking all other qualitie s mentioned form part 

of the ability to  lead .  It can, howeve r ,  b e  s e en that al s o  a s  fa r a s  th e s e  

qualiti e s  a r e  c onc e rned,  author s d o  not ag r e e  in th eir  int e rpretati on s .  

A part fr om thi s ,  s ome author s stre s s  the imp o rtan c e  of one quality 

Vi·hi ch i s  not even me ntione d by othe r s  and vi c e  ve r sa .  It s e em s  a 

hopele s s  unde rtaking to  try and form a pi ctur e of what the m o st important 

qualiti e s  of an exe cutive a r e  b y  sta rting with such a s urv e y .  

A s  alr e ady menti one d,  ( P .  5 et c . ) w e  c annot exp e ct a s oluti on to  

our p r oblem by a j ob analy si s
9 c omprehen s iv e  and thor ough as  it  may b e . 

Vthat mu st b e  exp e cted  f r om a l e ade r mu st n e c e s s a ril y  depend on ve ry 

different c i r c um stanc e s  and on the pr evailing work - cl imate . 

Pre s e ntly thi s opini on i s  gene rally a c c ept e d .  Ohmann ( 2 7 )  e . g .  

say s :  " . . .  c rit e rion me a sure s available t o  u s  a r e  b oth inad e quate and 

ina c curat e . An othe r c omplication in e stabli shing s ound c rite r ia stem s 

f r om the apparant fa ct that exe cutive s in s imila r j ob s  may s uc c e e d  f or 

quite diff e r ent r ea s on s .  The r e  a r e  obviou sly diffe r ent styl e s of manag ement 

and m o st exe cutive s are  well awa re of the ir own a s s et s  and know how to 

c: apitaliz e  on them.  S ometime s the y a r e  al s o  quite a war e  of  their  

p e r s onal limitations and devi s e  way s t o  c omp en sat e  for the s e  and thu s 

minimi z e  their  impa ct . When two exe cutive s a r e  e qually suc c e s sful on a 

g iven j ob f or e ntir ely diffe rent r ea s on s ,  the c rit e ri on diffi c ultie s a r e  

multipl e . " ( P .  8 = 9 ) . He a r rive s at the foll owing r e sult : "A quart e r  

c entury of such p sy chomet ric  r e s ea r ch ha s not ma de mu ch p r og r e s s  in 

t he s olution to exe cutive s el e ction. If ll howeve r ,  it s e em s  de s i rabl e t o  

c ontinue studi e s of the t otal exe c utiv e function, then I would sugg e st that 
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at thi s stag e in our r e s ea r ch we abandon the at omi sti c  p sy chomet ri c 

approach in favour of a more expl o rat ory attack with clini c al method s .  

(Unde rline d by author ) .  The r e  i s  a dang e r  that our pre s ent bia s for 

quantifi cation of a myriad of sp e cifi c s may re s ult in lo s s  of  p e r s pe ctiv e  

o n  the e s s ential s i n  the p r oblem le aving a dearth of hyp othe s e s . " 

(P . 1 1 - 1 2 ) .  Ward ( 5 5 ) al s o  c ome s t o  the c oncl u s i on that "fo rmal j ob 

de s c ription s . . .  a r e not sati sfactory for thi s purp o s e " ( s el e cti on of 

exe cutiv e s )  (P . 2 7 ) .  T agiuri stat e s that, for the s e l e c tion of exe c utive s ,  

the right p e r s onality -the ory i s  lacking and that work analy s e s  a r e  not 

"p sychol ogically u s eful . " A s  early a s  1 94 1  the r ea s on for it wa s 

found by Hor st ( 1 6 ) .  He s ay s  that "the r e  ha s b e en a t r emendou s gap 

betwe en the te rminol ogy of j ob de s c ripti on and the t e rminol og y of the 

de s c ripti on of human abilitie s ; " (P . 1 2 1 ) .  T agiuri ( 5 0) summa ri z e s 

the s e  re sult s by saying : " Whil e re s e a r ch cannot p r o c e e d  without 

crite ria,  c rite ria of such c omplex behavi ou r a s  exe c utive function 

a r e  rathe r epheme ral and a rbit rary thing s ;  " (P . 3 7 )  and in anothe r 

pap e r  ( 5 1 )  " Good exe c utive p e rforman c e  i s  an evaluative c onc ept . " (P .  111 ) .  

In the ca s e  of an out spok en l eade r p e r s onality,  we c an 

expe ct that he will b e  abl e to  do j u sti c e  t o  any kind of l e ade r  pe rformanc e  

a s  long a s  hi s inte r e st s  lie i n  the s phe r e  of work c on c e rne d .  It s ee m s , 

howeve r ,  wr ong to  s e a r ch only for such excepti onal p e r s onalitie s . 

Fir stly the numb e r  of s uch r e ally exc e pti onal men i s  limited 
1 )  

and 

s e c ondly b e cau s e  the demand s for a mode rn exe c utiv e do not c on£ orm 

with the tendency of r e ally g re at men,  to  have the courage of the ir  

1 )  Cp . P .  2 5 .  
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convictions . It is, therefore, understandable if an author like 

Reynders (33) asks himself, after elabo rating on all the qualities that 

must be expected from a mode rn executive: "En waar gaan ons nou 

1' 
hierdie superman kry ? "  ) 

We will have to postpone the attempt to answer this question. 

First of all we will have to solve the problem of how to find the demands 

which an executive has to fulfil in a most objective way. 

Each one of us takes our place in the structure of leader and 

follower, we are involved in it. We, therefore, fo rm an image of what 

we expect from a leader even if it is a vague one. If asked about this 

image, we will - in our answer - most often start from negative 

experiences with leaders. Our image will, therefore, tend to be biased . 

Nevertheless 1 it seems permissible to me to form this personal 

picture of a leader. Such a picture will be more reliable and objective, 

the less it is based on mere personal experience. Therefore, starting 

from the personal image , we ought to form our image by basing it on 

objective scientific research (job descriptions) and experiences of 

outstanding executives. 

Following this procedure and basing it on a well established theor y  

of personality (Cp. 16, 18, 38, 41, 42), we believe that a good executive 

requires the following qualities: 

a. The good executive must have format, i. e. he must be a firm, 

goal-orientated, balanced personality. He must possess a high degree 

1) "But whe re will we get such a superman? ". 
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of selfconfidence, initiative, energy, drive, endurance and must be 

able to concentrate well. Compared with followers his ego must stand 

out by its strength, certainty of its aims and its being well balanced. 

An overaccentuation of single factors in this total structure will 

necessarily lead to onesided developments and cause frictions . To be 

strong and well -balanced appear to be the most important factors. 

b. The good executive must clearly distinguish between personal 

and organizational interests and he must place the interests of his 

organization above his own interests. 

The strength of their ego misleads many executives to identify 

the interests of his organization with those of his own. The greater 

the organization, the greater the power of the executive and the greater 

the temptation to give his own interests preference to those of the 

organization. This does not necessarily mean that he looses sight of 

the interest of his own organization completely or that he uses them 

consciously as a sort of camouflage. The attitude as such leads 

unconsciously, and with necessity, to incorrect actions. In such a case 

he does not tolerate other gods alongside himself, he does not give 

younger or ambitious people sufficient opportunities, he frustrates 

older subordinates by not acknowledging their achievements 
1 )

, does not 

welcome criticism , reacts too temperamentally, acts too hastily 

1) In many government services it is customary that new ideas, 
proposals, etc. , must be introduced in such a way as to give the 
impression that they come from the executive. 
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(particularly if he wants to demonstrate his own superiority) and he 

sees in others only a means to increase the power of his own ego . 

We have already stated frequently that power has the tendency to 

affect the individual, e. g .  by overestimating the value of his own ego o 

People ,  who by nature are inclined this way, are naturally affected 

more strongly by such psychological effects. In this manner the 

discrepancy between the interests of the organization and those of the 

person is increased to the disadvantage of the organization. 

c .  The good executive must see and judge problems from a 

sufficiently large di stance. 

This distance from problems is different from the distance from 

the ego of which we have already spoken. A person who acts in the 

interest of his organization gains the necessary distance from the own 

ego without being conscious of it. What is meant under this heading 

is the "commander view" which we have dealt with extensively in the 

theoretical part of this series of publications . It means acting 

responsibly toward subordinates and superiors . 

This attitude emphasizes the problem of the speed of decisions . 

Any person acting from a sufficient distance to problems, will not act 

too hastily. However 9 quick decisions are often expected from executives . 

Such decisions include necessarily a certain risk and related to this,  

the consciousness and preparedness to take this risk in the sense of 

remaining responsible toward superiors and subordinates. In such 

' split-second ' decisions , the awareness of the perspective towards 
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problems has to be maintained o Where this is not the c ase� we are 

dealing with 1 wild guess ' decisions, whi ch include too great a risk . 

d .  The good executive must possess a high intelligence whi ch 

enables him to comprehend the essence of a situation (analyti cal 

intelligence) and whi ch must also enable him to act and judge practically. 

Here again a word from E. R o Stettinius best explains what is 

expected from an executive as far as his intelligence is con cerned . 

He says : "It has come to be that the man who has the ability to marshall 

all the relevant fa cts = to weigh and evaluate them - to derive logi cal 

conclusions from them and base his leadership thereon - is the type of 

individual requi red in the highest posts in industrial management today. 

He must know the difference between fact and surmise 9 have a 

knowledge of the methods that establish the correlation of facts and be 

schooled in the art of drawing conclusions only when they flow logi cally 

out of an analysis of the facts o " (Quoted by M .  J .  Dooher (8) 9 P .  2 04) . 

Practi cal intelligence (common sense) and analytical intelligence 

must be closely related in the case of an executive. The common 

sense, thereby 9 has much in common with the ability to act from a 

suffi cient distance .  The person acting from a suffi cient distance is 

aware not only of his responsibility towards subo rdinates and superiors, 

but his perspective viewing of situations j problems and things also 

enables him to dec ide on the practi cal value of a possible decision. 

"An administrator has to think of a great many things
9 

widely
9 

in their 

inter connections 9 for a sho rt while. " (C . P. Snow) . 
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The ability to view matters in perspective must be combined 

with the ability to comprehend (analytically) the situation as a whole, 

to perceive the essence and to exclude unnecessary detail . 

e .  The good executive must be imaginative . 

The mere comprehension of a situation or the mere following up 

of dire ctives or remaining within a certain sphere of images would soon 

lead to the stagnation of an organization . The well known painter 

Alfred Kubin 
1) goes as far as saying that life is imagination and he 

interprets his statement by pointing out that the present picture of our 

world has also only been created by our imagination . Ac cording to him 

this picture will stagnate unless our imagination helps us to create a 

new one , it will degenerate and perish.  What he expresses here in 

connection with our technical and scientific picture of the world as a 

whole is valid for any organization .  Real progress is impossible without 

the ability to come to new ideas, to see new possibilities , to be able 

to combine. The concept of creativity - so often misused - is based 

(apart from the will and the capacity to create) on imagination 

(Cp. 38, P. 1 05 ,  etc . ) . The same is valid for all productive, original 

work . 

f .  The good executive must strive for unity, simplicity and style . 

The striving for unity presupposes the ability - in the case of 

single de cisions - to keep the whole in mind . The good executive ' s  

1) In the only novel written by him . 
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way of looking at thing s mu st 9 therefore 1 be comprehensive . Thi s  

again i s  clo sely related to the commander' s  view. Only from a 

greater di stance i s  it po s sible to gain a comprehen sive view which 

overlook s detail s .  l )  Each single deci sion i s  related to the whole . He 

who get s lost in detail s 9 complicate s the whole . Only people who see 

the simple in the whole can prevent a complication of the structure of 

the whole, which may lead to a state of affair s  that can no longer be 

surveyed or governed . 

An executive i s  forced - daily and by the hour - to communicate 

hi s idea s to other s .  It i s 1 therefore 9 nece s sary for him to do thi s in 

a good and understandable style . 

g .  The good executive mu st be able to judge people welL 

Today in practically all large organization s ,  the selection of 

staff i s  left to the p sychologi st 9 at lea st a s  far a s  staff of the lower 

and medium level s are concerned . Neverthele s s ,  the demand s on the 

executive to be able to judge people will remain high .  Very often he 

select s people of a higher level him self . Thi s make s hi s ta sk more 

difficult than that of a p sychologi st . It i s  of relatively little importance 

for the organization a s  a whole whether a s ingle and ordinary employee 

i s  very efficient . He can be replaced quite ea sily. It i s  completely 

different 1 however 9 if executive s fail for one or other rea son . 

Irreparable damage can be done before it i s  di scovered . Only by hi s 

1 )  According to newspaper s
9 

the astronaut Arm strong ha s expre s sed 
the wi sh that political leaders be sent to the moon. From there 
they would get the right per spective . 
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ability to judge people well , can a higher executive prevent or discover 

such cases. "Granted that it is diff icult to evaluate human beings, " 

concludes E. R. Stettinius ( 8 ,  P. 2 04 )  from rich experience 9 "isn ' t  it 

strange that, whil e large organizations maintain precise inventories of 

physical properties and materials, men - and principally executives 

and leaders - infrequently enter into the formal equation. " 

But let us leave the question of better methods of selection of 

leaders open for the time being. (W e will have to deal with it at a 

later stage) . Even if the selection problem can be solved, it will be 

still necessary for executives to have a good knowledge of people . With 

selection, only the initial step has been taken in the direction of a better 

work -organization. A good (and well selected) worker may fail 

completely if placed in a position or in a work - situation for which he is 

not suited . A high degree of the ability to judge people is re quired for 

pla cing and developing people. An executive will a chieve little for his 

organization if he looks at the individual worker merely as a number. 

He must possess the ability to inspire his co -operators, to take an 

interest in their work, to encourage and - where necessary = to 

reprimand them . 

The kind of knowledge of human beings which is expected from an 

executive, therefore 9 cannot be taken to be the same as that of a 

psychologist. To a great extent the psychologist gains his knowledge 

from measurements and quantitative results. The science of expression 

and personality ( "Charakterkunde" )  as well as the development of 

empathy have so far been grossly neglected by psychology or have been 



4 5 .  

rejected as unreliable ' measures 1 • The knowledge of human beings as 

applied by executives 9 on the other hand 9 is based mainly on empathy . 

He is not only concerned with members of his organization but to a 

great extent also with foreigners whose integrity, reliability, etc . 1 he 

must judge. Wrong judgements may often have fatal results . 

h .  The good executive must be an expert in his field of activity . 

This demand seems to be self =evident. It includes, however, 

many problems . 

To start with, our assumption that a good leader could be efficient 

in different spheres, may be interpreted as meaning that he does not need 

specific knowledge. It could be assumed that what he needs to know for 

his task as a leader, he could acquire quickly by means of his high 

intelligence. This conclusion seems the more justified as - vice versa -

it is expected from an executive (e . g . an engineer) to acquire all the 

kn owledge he needs as a leader and as a person dealing with staff without 

a training in psychology. This 9 however 1 cannot be considered as an 

ideal and 9 therefore 1 it can neither be considered ideal to have no 

knowledge of his field of activity. 

The complication caused by circumstances, e. g .  the fact that 

m :)st organizations are involved in one or other scientific and technical 

a c tivity rra.ke·s it absolutely necessary that the executive has specific 

knowledge at least in one specific sphere . Today it is expected that 

an executive (apart from his qualifications in a certain sphere, e . g .  

engineering) must also qualify in industrial economy. This indicates 

the trend towards a need for comprehensive knowledge ("Fachwissen" ) 

of the leader (a development which has its limits) . 
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F o r  the spe c iali st s among st the exe cutive s ,  e . g .  the law - advi s e r 1 

the pr oducti on -manag e r ,  etc . , a maximum of specific knowledg e  i s  

ne c e s sary .  Thi s i s  s elfevident and ne e d s  no furthe r explanation.  

C once rning the intelle ctual leade r s  ( s c ienti st s )  - as  fa r as  they 

act as executive s - we have al r eady reported  exten sively in the 

the oretical part of thi s s e rie s of publication s .  In thi s report we have 

al s o  p ointed out the dang e r  of the confli ct - s ituati on t o  which they are 

exp o s e d .  A s ci enti st i n  the po siti on of a n  exe cutive may have been in 

the po s s e s sion of a c omprehen sive knowledge of hi s s cience originally .  

The more he i s  engag ed i n  exe cutive -ta sk s ,  howeve r ,  the m o r e  hi s 

knowle dge  will be c ome outdate d .  A s  it i s  - and mu st remain s o  - hi s 

main ta sk i s  t o  supe rvi s e  the scientific pr oduction of hi s organization, t o  

stimulate and t o  in spi re and, the refor e ,  suffi cient time mu st be  allowed 

to  him t o  ke ep him self informed of the devel opment s in hi s fiel d .  Thi s 

refe r s  to  the study of lite rature  a s  well a s  to  hi s own re s earch work .  

In our time s such a demand i s  pa rti cula rly valid be cau s e  it be c ome s 

more and more evident that work in the s cientific -techni cal sphe re , 

without an in sight into it s effe ct s ,  must have cata str ophi c re sult s .  I ) 

Such c on side rati on s  allow the c onclu sion that the highe st deg r e e  of 

knowledg e  of hi s particular sphe re  mu st be  expe cted  f r om an exe cutive . 

Exi sting ci r cum stanc e s  tend more  and more t oward a change of 

the s cientific leader  t o  an out spoken exe cutive . The r efor e ,  only two 

I ) The lett e r  of a well known Ge r man s cient i st read s :  " . . .  
admini strative and scientifi c work do not agr e e  at all with each 
othe r ;  the forme r all ows unde r no c ircum stanc e s  p o stponing of 
dat e s  and the latte r demand s l e i s ure and freedom fr om p r e s sure 
of time mor e than anything el s e . " 
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alt e rnative s rema in to  all ow him sufficient time for  s cientific work . 

Fi r stl y ,  the admini st rative ta sk s mu st b e  s eparated f r om the exe cutive 

ta sk s .  In practic e  this mean s that m o re fr e e dom of a ction and 

re spon sib ility mu st b e  given t o  the admini strative offi c e r . Thi s infe r s  

that only s uch admini strative offi c e r s may b e  p r omote d t o  l eading 

p o s itions who ar e in the po s s e s sion of a fair amount of l e ad e r  qualiti e s .  

While rea s onable u s e  ha s b e en made of thi s alte rnative , the 

s e c ond alt e rnative ha s ha rdly b e en c on side r e d  in m o s t  ca s e s .  In fa ct 

it ha s b e en pa rtially rej e ct e d .  T h e  s c ientific exe cutive mu st al s o  

del e gate i n  hi s own sphe r e . T he time ne eded for hi s admini strative 

function should b e  e qual , p r obably l e s s , t o  the time ne eded for the 

s cientifi c c ontr ol and the advanc e me nt of a r e s e a r ch in stitute c on si sting 

of many divi s ion s .  Among st othe r s  the latt e r  e ntail s the c oordination 

of r e  s e ar ch wo rk,  the c oordinati on with work in s imil a r  sphe r e s 

(p o s sibly done by othe r in stitute s ) ,  c r e ating c ont a ct s  with foreign 

in stitut e s working in simila r dir e cti ons and the c oo rdination of such 

work with the work done within the own in stitut e . F o r  the purp o s e  of 

c r eating suffic ient time for a s ci entifi c exe cutive  ( e . g .  the di r e ct o r  of 

an in stitute ) ,  to enable him t o  do re  s ea r ch of hi s own and to  l e ad the 

s c ientifi c work of hi s in stitute f r om the n e c e s sary di stan c e  - he ne e d s ,  

apa rt from a n  admini strative offi c e r ,  a n  out standing s cienti st who can 

take charge  of the s e  ta sk s . Such a pe r s on ought to be f r e e  from othe r 

obligation s apa rt f r om hi s own re  s e a r ch work. 

One c ould say that in s ome organization s thi s work i s  done by 

tihe a s si stant -d'irectoT . . An· a·s si stant - di r e ct or,, howeve r ,  i s  s ·een rno re in 

the light '  of a r'epre s entative of th"e di r e ct c{r., i . e·. hi s ta sk s are moxe or 
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less identical with those of the director. In practice he tends to 

remain the head of a division . This, however, should be avoided in 

favour of the tasks mentioned. 

i .  The good executive of today must be more diplomatic, more 

prepared to compromise and be more adaptable than the leader type of 

yesterday. 

This demand has already been discussed (Cp. P . 33 etc . ), but 

needs further elaboration since it is a specific quality of the modern 

executive and is of decisive importance. It should be kept in mind that 

in considering this demand we are inclined to exclude the really 

exceptional leader. Generally speaking, the format of a personality is 

closely related to the degree with which the per son remains faithful 

towards himself. Such men stand and fall for what they uphold; in 

extreme cases they are prepared to sacrifice their lives for what they 

believe in. 
1) 

This is what makes them great and strong and this is why 

they radiate so much power of conviction. 
2) 

In earlier times pressure 

was also exerted on such people . In fact, the means to force such 

p e ople t o  giv e  in , have b e e n c onside rably str ong e r  and mor e b rutal 

than they can be nowadays (with the exception of dictatorships) . 

Ultimately this means death with torture. In a constitutional state this 

1) This fact is dramatically illustrated by R .  Bolt in his tragedy 
"A man for all Seasons. " (4). 

2) Cp. Martin Luther at the "Reichstag" of Worms: "Hier stehe ich 
Ich kann nicht anders. Gott helfe mir. Amen . " (Here I stand. 
I cannot change my mind. God help me. Amen). 
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is hardly possible (although not totally excluded) . More "humanitarian" 

methods are applied nowadays. The person is dismissed. If he tries 

to protest, he will be silenced and possibly abused or otherwise be 

made ineffective. He sees himself captured by an invisible and 

inpenetrable net of political intrigues , financial restrictions, lack of 

communication, etc . , preventing any freedom of action. Previously he 

could change from one ruler to another, or emigrate to another country . 

He could create for himself a new sphere of activity. Nowadays the 

anonymity of the ruling powers incapacitates him. He must - to use a 

proverb - "howl with the wolves" or resign. There is no other choice. 

Such a formulation may appear exaggerated. Undoubtedly it hits 

the nail on the head . What would happen to an executive in the We st if 

he were to e. g .  raise his voice against certain democratic excesses 

while democracy rules the whole social structure? We need not talk 

about the Ea st . 

Our statement is not only valid within the political sphere . Figure 

1 ,  which is mainly based on the analysis of industrial leaders, contains 

three authors who expect outspoken conformistic attitudes from an 

executive. An executive must - according to Brown ( 5 ) follow the 

directions of the organization and he must submit to the ideas of the 

group. Henry ( 1 5) expects that an executive "must have a liking" for 

his superiors. This standpoint is also shared by Argyris ( 1 )  who 

formulates it as follows : "An industrial leader must possess the ability 

to take adverse decisions of his superiors gracefully. " 

Admittedly ,, the majority of the other authors accentuate contrary 

tendencies, even up to the point of aggression. It is not clear, however, 
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whethe r they a r e  r efe r ring in thi s r e sp e ct t o  empl oye e s  o r  supe ri or s , 

Obvi ou sly , :ii one talk s of l e ade r s ,  one thi nk s fi r stly a nd mo stly of 

the i r  r elation t owa rd the i r  foll owe r s . It i s  f r e quently ove rl o oked that 

the mode rn l e ade r i s  alway s and s imultane ou sly a foll owe r Thi s fa ct 

in it s e lf p r ove s that the mode rn exe cutive mu st p o s s e s s  b oth th e 

qualitie s of a l e ade r and tho s e  of a foll owe r ,  L e . a c e rtain amount of 

c onf ormi sm , 

It i s  for  thi s r e a s on that the m ode rn l e ade r o r  the exe cutive 

mu st be r e ady to c omp r omi se , mu st be fl exible , dipl omatic . adaptable 

and ,  t o  a c e rt a i n  extent , c onfo rmi st i c , H e  mu st b e  abl e to h ide hi s 

own c onvi cti on s and t o  show only s o  mu ch a s  the given s o cial st r uctu r e  

p e r mit s . 

6 ,  The Leade r ship p r oblem of th e futu r e . 

W e  may now a sk whethe r thi s mode rn type of le ade r will al s o  

d o  well i n  the futu r e , Thi s i s  a v e r y  s e r i ou s  que sti on . W e  ma y al s o  

formulate ou r que sti on a s  f oll ow s : Se eing that the mode r n  l e ade r mu st 

on the on e hand an s we r  to the highe st demand s and on the othe r hand 

lack s the mo st e s s e ntial qualitie s of a str ong pe r s onality � will he b e  

abl e  t o  ta ckl e  the ta s k s  of the futu r e ? 

In fa ct i the event s  of ou r time hav e al r e ady p r oved that we can 

only an s we r  the qu e sti on ne gatively , Mode r n  l e ade r s  1n all sph e r e s 

and all ove r the world have e .  g ,  p r oved to be  unab l e  t o  s olve the 

p r oblem of the reb elli on of the youth whi ch i s  di r e cted again st th em,  

L e .  the f l e stabl i shme nt f l and finally again st any farm of autho rity . 

They have tr ied  to c ounte r thi s mov e ment by small c on c e s s i on s ,  the y 
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have calmed them selve s with the idea that they have only to do with a 

small minority of politically inf ected youth s whom they would control 

sooner or later 1 or they have fought them by force . -we have de stroyed -

one after the other - the authority of the king s ( "Lande sv!tter) , of the 

church ( "Kirchenv!tter " )  and even of the family ( "Familienv!tter" ) and 

now we are surpri sed that the youth ha s become su spi sciou s of any 

form of authority and that it want s to de stroy it. In their attempt s to 

de stroy authority the youth nowhere met strong per sonalitie s ;  

per sonalitie s who did not merely demand authority but who had 

authority. Thi s ha s strengthened their will to achieve their end s. The 

weaknes s  of the modern executive s wa s sufficient proof for them that 

their demand s were j u stified. It i s  s ignificant that they could formulate 

their demand s only in a negative way. Thi s seem s to indicate that 

they al so lack real leader s ,  i.e. people with imagination who are able 

to develop a new philo sophy of life and who pos se s s  the ability to 

convince people� an ability which can only be developed from po sitive 

ideal s. 

It mu st be recognized that the rebellion of the youth mu st by no 

mean s be con sidered merely a s  a reaction to the " unmastered pa st" . 

From what ha s been said it becomes obviou s that the "unma stered 

future " pos sibly plays a more important role . Responsible for thi s 

"unma stered future " �  however, are the executive s of our establi shment. 

Today each individual executive = in whatever sphere he may be � i s  

confronted with the deci sive que stion of how tendencie s 1 which are 

inherent in our scientific -technical philo sophy of life and which obviously 

HSRC URP.ARY I 
RGN-B 18LIOT':�--�J fS 
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must end in chaos 9 can be countered .  It cannot be our task to prove 

such a statement . It has been dealt with in its various aspects by 

scientists such as C. F .  Weizticker ( 57L A. Ktsster (17) and others j 

and also by myself (38 ) .  

The rebellion of the youth against all authority is neither a unique 

event, nor an event that could not be predicted . J .  W.  von Goethe 

predicted this already during his time. He did not only warn us, but in 

his "Wilhelm Meister" he also proposed means how to overcome this 

problem . He believed that the decay. of our culture could be stopped 

and its further growth could be ensured by educating society to show 

respect (awe) (as described in his "pedagogical province" and in his 

"Emigrants" who were destined ,to maintai n and develop our inherited 

culture in another continent) .  Unf ortunately 9 even nowadays 9 where 

the problem is acute 9 these proposals are considered to be utopic . 

(Cp . Flitner (1 2)) . Instead of considering these pedagogical ideas of 

Goethe 1 there is a striving for mass schooling with highly developed 

apparatus . The aim being primarily the development of intelligence 

and the quick a c quisition of knowledge 9 neglecting all educational 

ideals . 
l) 

What has been said here with reference to our own culture, was 

also valid for the Greek culture. If one reads the words of Plato in 

his "State' \ 2) one gains the impression that they have been written for 

1) Although it is considered that teachers will in this way get more 
time for educational tasks � it remains an open question where 
such teachers should come from and for what ideals they will 
have to strive .  

2) It is remarkable that these words were written towards the end 
of the peak of his culture . 
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our time. He says: "Well ,  the father gets accustomed to having e qual 

rights with his children and he is afraid of his sons. The son does 

neither resp ect his father and his parents, nor does he feel shy . He is 

fre e �  Under such circumstances the teacher is afraid of his pupils and 

he flatters them;  the este em that pupils have for their teacher and 

educator is small. On the whole , the younger ones consider themselves 

as e quals to the older ones and they attack them in word and de ed . The 

old peopl e sit together with the young ones and they are friendly and 

pleasing. They conform to their views as they, do not want to be 

considered as unfriendly and dominant . The important fact is : the mind 

of the citizen gets weak � They get e nraged and they cannot bear it if 

they are demanded to subj ect to a certain extent. In the end they do not 

even obey either the written or the unwritten laws. Nobody, in any sense, 

may dominate. And just that, dear friend, is the beautiful and youthful 

start of "tyrannis" . I may add that olochcracy (rule of the mob) can also 

be a form of tyrannis . "  (Edition of Kr�ner, P. 2 84, etc . ) .  

With these last sentences Plato is answering our question to a 

certain extent. If one tries to avoid any form of authority, and certainly 

all forms of dictatorship (with an anxiety bordering on hysteria) one 

ends up with the worst form of dictatorship that one can ima gine , that 

of the mob ( cloche racy) . Should we end up in such a state of affairs -

and all symptoms seem to indicate this = our question for the future has 

lost its meaning. The executive would be the last to master such a 

state as a leader .  

J. W . Mannhardt (22 )  maintains that it can only be mastered by the 
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c r e ati on of new value s :  " T he r e  a r e  value s ' \  h e  s ay s 9 "whi ch a r e  

de signate d  t o  a spe cific epoch and with the pa s s ing of the ep och the y  

l o s e  their  validit y .  Apa rt f r om t h e  ete rnal value s such a s  faith i n  a 

highe r ,  t r an s c e nd e ntal 9 sup e rhuman for c e  whi ch fight s the evil (and 

whi ch,  fr om the sta rt 9 we r e  p e c ulia r t o  human faith) ,  the r e  a r e  value s 

whi c h  a r e  r e lat e d  t o  the human being pe r s e  a s  well a s  t o  the original 

orde r in whi ch he ha s lived f r om e a rlie st tim e s o (Unde rline d by autho r ) . 

They a re alway s vali d .  No ep och c a n  exi st without them o Such value s 

a r e  the family and the nati on a s  the highe st for m s  of c ommunity and, 

the r efor e , al s o  th e state which is fo rme d by the latt e r o " (P . 6 )
1 ) 

W e  will not try t o  an s we r  the que sti on of whethe r the value s 

whi ch - pe r s e  - a r e  r e lated t o  the human be ing and the o r iginal o r de r 

can b e  imagined without the ete rnal value s .  T he stat e me nt of Mannhardt 

imp el s u s  t o  a sk who will b e  able t o  c r eate the s e  new value s and who 

i s  abl e to r e aliz e  them again st the will of the m ob .  In my opini on only 

a le ade r with exc e pti onal qualitie s  w ill be abl e  t o  a chi eve such an aim ; 

c e rtainly no exe cutive . A leade r type of e a rli e r  time s c ould have 

p o s sibly suc c e e de d  or r athe r one wh o wa s even g r e at e r than he and 

p o s sibly endowe d with an out spoken p r opheti c cha r a ct e r .  It would b e  

a s en s ele s s  unde rtaking t o  s e a r ch f o r  such l e ade r s  o r  even s e l e ct them o 

l )  "E s gibt W e  rt e 9 di e e inem b e  s timmten Z e italt e r  zug e o rdnet sind 
und mit ihm ihr e Geltung ve rli e r en .  E s  gibt neben d e n  e wig en 
W e rten 1 wie dem v on Anfang a n  dem Men s chen eig enen Glauben 
an e ine htlhe r e

9 
tib e ri r di s che

9 Ub e r  dem M e n s chen stehe nden 
Ma cht 9 di e dem B e s e n  wehrt , s ol che

9 
di e dem M en s c hen 

s chle chthin zuge ordnet s ind wie auch de r U r ordnung � in de r er v on 
eh und j e  he r gelebt hat und die dadu r c h  eine daue rnde Gtiltigke it 
hab e n .  Kein Z eitalt e r  k ann s i e  entb ehr e n .  Dazu g ehtl ren Famili e 
und V olk al s die hech sten Gemein s chaft en und damit de r von 
l etzte r em g e bildet e Staat " .  
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F rom our view into the future the following seems to emerge : The type 

of leader of our times, the executive, must be considered as a type of 

leader who will not last . It would, however, be advisable - when 

selecting such executives - not to loose sight of the type needed for the 

future. He may be - for the time being - an extraordinarily inconvenient 

and inopportune leade r and even mo re so an inconvenient follower .  If 

we want to change our present social order , we ought to allow him as 

much scope as possible . 

Keeping this in mind, we will have to add one last quality to those 

expected from executives: In whatever sphere he may be w orking , he 

must have an appreciation of the problems of our time - heading for a 

catastrophe unthought of - and he must be prepa red to introduce 

fundamental changes whenever a situation demands this and he must 

have the strength and the format to achieve this against all resistance 

with the strength of his whole personality, risking possibly his existence, 

but keeping in mind what can possibly be achieved. 

It may seem as if the expression "but keeping in mind what can 

possibly be achieved" contrasts with what is demanded .  It must, 

therefore, be taken con grano salis . What is meant by this is 

certainly not a sort of a shield behind which each executive would very 

much like to hide to avoid the consequences of his actions. Risking 

ones existence will be necessary where a fundamental change seems 

absolutely essential without harming society . B y  the term society we 

do not mean the existing society . 
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7 .  The Problem of Selecting Executives . 

We now have to raise afresh the question of a secure basis for 

methods of selection. 

It has already been pointed out that methods like job -analyses 

will not do (P. 3, etc. ). It appears valid to correlate various methods 

of selection used in p ractice with the actual work-achievement . If no 

positive cor relations are obtained, it will be necessar y  to establish 

new methods which - to a greater extent - aim at the very essence of 

the executive, as described above, taking simultaneously into 

consideration all that has been said about the intelligence of the adult . 

Such a p rocedu re would offer the opportunity of p roving which of the 

theories of leadership discussed can be accepted . If it can e . g .  be 

proved that it is possible to determine leader qualities by means of an 

individual test (such as e . g .  the Willemse B oard) or that we can 

achieve the same or better insight into leader qualities by means of 

e . g .  a group discussion 3 we would have p roved that neit her the Group 

mind doctrine nor the Interactioni st -doctrine can be cor rect . Since 

R. F . Skawran (44 , Cp . clinical part of this publication) and P. R. 

Skawran (4P )  have already proved that an individual test like the 

Willemse Board definitely reveals leader qualities, it can be expected 

that experiments on a large r scale will lead to the same results . 

The practical part of this publication can only be published at 

a later date, seeing that the necessa ry research will stretch over at 

least two years . In these more clinically orientated investigations 
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t he primary obj e c tive will b e  t o  s ea r ch for more r e liabl e c rit e ria 

for a ctual l e ade r qualiti e s  in the work situation . Simultane ou s ly 

the re s ult s of the Wille m s e  B oard (a s an individual te st for  l e ade r 

qualitie s  in c onj un cti on with othe r s  me an s  of inv e stigation s uch a s  the 

s elfde s c r ipti on,  the inc omplete s ent enc e s ,  the Warteg g - drawing t e st ,  

the inte rview . , et c . ) ,  will b e  c ompa r e d  with the re sult s of the 

l eade rle s s  g r oup - ta sk s ,  the "In � B a s ket T e st "  and tho s e  of the 

the oretical and p ra ctical intelligenc e te st s .  

It i s  exp e ct e d  that,  in thi s way ,  we will obtain a new in sight 

int o  the pe r s onality qualitie s of exe c utive s and al s o  into the typ e s of 

int e lligence  prevailing amon st exe cutive s .  It should b e  p o s s ible t o  

dete rmine t o  what extent imagination,  practi cal and admini st rative 

inte lligenc e  are of imp o rtanc e 9 apart f r om the pur ely the oreti c al = 

analytical intelligenc e ,  and how the y a r e  int e r relat e d .  



1 .  Argyri s ,  C .  : 

2 .  Barna rd, Ch . I .  : 

3. Blohm, H . : 

4 .  B olt , R . : 

5. B r  own, J .  F .  : 

6 .  B rown, W . B . D . 
Raphael,  W . :  

7 .  C orti s ,  L .  

8 .  Dooke r ,  M. J .  & 

Ma rting , E . : 

9 .  Du Vall , E . W . : 

1 0 . E rb e ,  H .  -W . : 

1 1 .  Ewing , D .  W . : 

1 2 .  Flitne r ,  W .  : 

1 3 .  Gibb , C . A . : 

1 4 .  Gil ot ,  F .  : 

1 5 .  Hen ry ,  E .  R . : 

1 6 . Hor st,  P . : 

1 7 .  Ktl ste r ,  A . : 

& 

LITERAT URE . 

Some charact e ri stic s of succ e s sful executive s .  
P e r s onnel Journal XXXII ,  P .  5 0 - 5 5 ,  1 9 5 3 .  

The function s  of exe cutive s .  C amb ridge ,  Ma s s . ,  
1 964 . 

What qualitie s a r e  ne eded by a top -manage r .  
(An open di s c u s si on) . "Epoca" 1 1 , 1 96 7 .  

A man for all s ea s on s . Penguin Play s ,  PL4 5 ,  
N e w  Engli sh dramati st s 6 .  

P sychology of the s ocial o rde r .  N e w  Y ork . P .  3 4 2 ,  
1 9 3 6 . 

Manage r s ,  men and moral s .  L ondon,  P . 1 1 9 - 1 2 0 ,  
1 948 . 

Cp . Skawran, R . F .  (43) . 

Sele ction of management pe r s onne l .  Ame rican 
Management A s s ociati on ,  New York . V ol .  I / II ,  
1 9 5 7 . 

Per s onality and s oc ial g r oup wo rk .  New Y ork, 
1 943 . 

Ein Grus s de s Z orn s an He rmann Lietz . 
" Leben und A rbeit " .  Jhg . 1 96 8 .  

The manage rial mind .  New Y o rk .  1 96 4 .  

Goethe ' s  pt:tdagogi s che Ide en . Gode sbe r g ,  1 948 . 

The principle s and t rait s of leader ship . Journal 
of abnormal and s ocial p sychol ogy , 4 2 ,  P .  2 8 3 ,  
1 947 . 

Leb en mit Pi c a s s o .  Mlinchen, 1 96 5 .  

Some point s of view about re s ea r ch on exe cutive 
sele ction . (Cp . T agiuri , R .  (5 0) . 

The predi cti on of pe r s onal adju stment . Soc . 
S c i .  Re s .  C ouncil Bull . 4 8 ,  1 94 1 . 

The gho st  and the machin e .  London, 1 96 7 .  



1 8 .  Levin, K . : 

1 9 . Maye r ,  A . : 

2 0 , Mandell ,  M .  M .  : 

2 .1 ,  Mandell , M .  M . : 

2 2 , Mannha rdt , J .  W . : 

2 3 . Marting,  E .  : 

24 Ma s on ,  P .  L . : 

2 5 . Maue r ,  K. F .  & 
O s rin ,  N .  

2 6  Mtihlfenzl , R .  : 

2 7 . Ohmann, 0 .  A . : 

2 8 . 0 s rin, N .  : 

2 9 .  Page
9 H .  E .  

3 0 .  Pigo r s ,  P . : 

3 1. Raphael ,  w. 

3 2 .  Revan s ,  R . W . : 

3 3 . Reynde r s ,  H . J .  J . : 

3 4 .  Schille r, K . : 

3 5 . Schneide r ,  J . : 

36 .. Seiden sticke r ,  W .  : 

A dynami c the ory of pe r s onality . New Y ork ;) 

1 9 3 5 . 

Pe r s onaliUlt in eine r industriali sie rten Welt .  
Jahrbuch £ .  P sychol ogie , P sych otherapie u .  
med.  Anthrop ologie XIII / 1 = 2 ,  1 96 7 . 

Some h¥pothe s e s  for r e s e a r ch in executive s el 
e cti on . (S . Tagiu ri , R . ) 

R e cent re s e a r ch on supe rvi s ory cha ract e ri stic s .  
(Cp .  Dooke r ,  M .  J .  and Marting , E . ) 

Wie i st de r Auf stand un s e r e r  heutigen 
akademi s chen Jugend zu deuten ? "Da sup"  1 96 9 .  

(Cp . Dooke r,  M .  J .  and Marting
9 

E . ) 

Exe cutive s el e ction , Practi ce  Bulletin ,  P .  4 3 - 5 2  
June 9 

1 96 2 .  

Manual for the u se of the leade rle s s  group 
di s cu s sion technique . 1 st ed .  C .  S .  I .  R .  Guide 
K. 7 !} Johanne sburg 9 1 96 8 .  

Konj unkturen mu s s  man machen . "Epoca" 1 2 , 
1 96 7 . 

Some ob s e rvation s on exe cutive s ele ction 
re search .  (Symp o sium) B o ston ,  1 96 1 . 

(Cp . Maue r ,  K .  F .  & Skawran, R .  F .  (43 ) ) .  

Dete ctin g potential l eade r s .  J ourn . of Aviation 
Medi cine . XIX , P .  4 3 5 = 44 1 9 1 948 , 

Leade r ship or domination . L ondon, 1 9 3 5 .  

(Cp .  B r own
9 

W . B , D . )  

Science  and the manag e r .  L ondon 9 1 96 5 . 

Die taak van die bedryf sleie r .  P r etoria , 1 96 7 .  

(Cp .  Blohm, H . ) 

Social cla s s ,  hi st orical circum stanc e s  and fame . 
Ame r .  J .  Sociol . 4 3 ,  P .  3 7  � 5 6 ,  1 93 7 . 

(Cp . Bl ohm
2 

H . ) 



37 .  Skawran, P . R . : 

38 . Skawran, P. R. : 

39 Skawran, P . R .  

40 . Skawran, P. R. 

4 1 . Skawran, P . R .  

42 . Skawran, P . R. 

43 . Skawran, R . F. & 
Cortis, L . : 

44 . Skawran, R . F .  

4 5 .  Spaethen, R .  : 

46. Spitzer, M .  E. & 
McNamara, W. J .  : 

4 7. Stogdill ll R. : 

48 . Stryker, P .  : 

The intelligence of the adult . II . The 
intelligence of the scientisL A .  The intelligence 
of the librarian . Pers. 119 9 National 
Institute for Personnel Research, Johannesburg, 
1969. 

T he intelligence of the adult . I .  Its problems 
and methods. (Theories). Pers . 108 . , National 
Institute for Personnel Research ll Johannesburg, 
1969 . 

Psychologie der Anpassungsprozesse . 
Freiburg/ Br .  1965 .  

Leistung und Einstellung zur Leistung als 
Grundlage zur Erfassung der Perstlnlichkeit . 
(Der Willemse Test) . Ztschr. L exp . u .  angew . 
Psych . XIII / 2 9 P .  283 = 320 . 1966.  

Die seelischen Kr�fte und ihre Rhythmik . 
Freiburg/ Br.  1 965 . 

Person und Perstlnlichkeit .  Psychol. Rundschau 
XIV / 1 9 1963. Republished : " Person and 
Personality. "  Rehabilitation in S. A.  VII / 2 ll 

P . 85 � 9 5� 1963 ,  

The evaluation of administrative posts in the 
C.S. I. R .  = C .S. I. R .  Contract Report G 16 :1 

N. I . P . R .  16/ 61, 1961 .  

The Willemse board as a personality test . 
Psychologia Africana IX , 1962 .  

(Cp . Blohm, H . ) 

A managerial selection study. Personnel 
Psychol . XVII , P .  1 9 -40, 1964 .  

Personal factors associated with leadership : 
A survey of the literature , Journ . of Psychol . 
XXV , P .  63 � 64 1 1 948 . 

The character of the executive . New York 9 
1960 . 

49. Stissenguth, C .  0. E .  The intelligence of the adult. II . The intelligence 
of the scientist s .  B .  The intelligence of the 
mathematician . (In preparation). 



5 0 . T agiuri , R . : Re s e a r ch ne e d s  in exe cutive s e l e ction . 
(Symp o s ium) B o ston ,  1 96 1 .  

5 1 . T agiuri , R .  : Re s e a r ch in exe c utive s el e ction :  S ome ne eded 
di r e cti on s  of  effort . (Cp . Tagiu ri ,  R.  ( 5 0 ) ) .  

5 2 . T agiuri , R . : Survey of curr ent i s sue s .  ( Cp . T agiuri 1 R .  ( 5 0 ) ) .  

5 3 . Van Lennep , D .  J . : The pe r s onal fa ct or of su c c e s s  and failure in 
a c omme r cial or indu strial o rg ani zation . 
Pap e r  p r e s ente d  t o  the annual m eeting of the 
Nede rland s e  V e r eniging v o o r  B ed ryf sp sychol ogi� 
April ,  1 96 2 .  

5 4 . Van Lenne p ,  D .  J . : Ove rleven en ove rzien . Mededeling en van het 
In stituut v o or Clini s ch e  en Indu st rHHe 
P s ychol ogie van de Rijk suniv e r sit e it te  Ut r e cht .  
T ran s .  1 4 , N r . 1 3 ,  F ehr . 1 96 7 . 

5 5 . Ward,  L . B .  P r oblem s enc ount e red in re s ea r ch on 
exe cutive s el e cti on ( Cp . T agiuri �  R .  ( 5 0 ) ) .  

56 . W a r r en ,  H . E .  : Di cti ona ry of p sy chology.  New Y ork, 1 9 34 . 

5 7 . W eizttcke r ,  C .  F . : Die Wi s s en s c haft al s ethi s che s P r oblem . 
De Inge ni e u r ,  8 0 ,  N o . 3 4 ,  1 96 8 . 

5 8 . W e st ,  Si r H . : P r ofe s sional qualifi c ation s in g ene ral 
manageme nt .  B riti sh manag ement R evi ew IX , 
P .  5 1 ,  1 9 5 0 . 



NAME INDEX . 

Alexande r the Great 
Arg yri s ,  C .  
Arm s t r ong 

Ba rna rd,  C .  I .  
B a rth,  K .  
B i s ma r ck ,  0 .  von 
B l ohm, H . 
B olt , R .  
B r o ckdorff - Rantzau,  von 
B r own ,  J .  F . 
B r own,  W .  B .  D .  

C orti s ,  L .  

Doohe r ,  M .  J .  

E rb e ,  H .  W .  
Ewing , W .  

Flitne r ,  W .  
F riedrich II 
F ri e drich Wilhelm I 

Geh e e b ,  P .  
Gibb s ,  C . A . 
Goethe , J .  W .  von 
Gua rdini , R . 

A 

B 

C 

D 

E 

F 

G 

2 3  
4 9 ,  Fig . 1 
4 3  

F ig . I 
2 0  
3 1  
Fig . 1 
4 8  
1 1  

4 9 ,  Fig . 
Fig . I 

5 

4 1  

3 0 , 3 2  
Fig . I 

5 2  
2 2 , 2 8  
2 2 ,  2 3  

2 0 ,  3 2  

1 

1 3 ,  1 5 ,  2 0 ,  2 1 ,  2 3 ,  24 ,  2 5 ,  Fig . 1 
5 2  
2 0  



H 

Henry ,  E . R .  49 , Fig . 1 

He s s e ,  H . 1 8  
Hindenburg , von 1 6  

Hit le r ,  A .  1 1, 1 2  

Hor st , P . 37 

K 

Kleppe r ,  J .  22 

Ktlste r ,  A .  52 

Kub in ,  A .  42 

L 

L eibnit z 27 

Lewin,  K.  1 5  

Li etz , H .  20 ,  32 

Loui s XIV 1 7  

Ludendorff 1 5  

Luthe r ,  M .  48 

M 

Mann,  Th . 1 8  

Mandell , M . M .  8 ,  9 ,  Fig . I 

Mannha rdt , J . W .  53, 54 
Ma s on ,  P . L .  Fig . I 

Maye r ,  A .  25 

Mi r ab eau 1 1  

Moltke , H . von 1 6  

Moore , T h .  3 1  

Mtihlfenzl ,  R .  Fig . I 

0 

Ohmann , 0. A .  36 

p 

Pag e ,  H . E .  Fig . I 

Pa rkin s on 2 

Pe s tal o z z i  20  

Pi c a s s o 27 

Pig o r s ,  P .  1 3, 2 1  

Plat o 52 

P rittwit z ,  von 1 6  



Rapha e l ,  W .  
R evan s ,  R .  W .  
Reynd e r s ,  H . J .  J . 
Ri c heli e u  
Ri chte r ,  L .  
Rub en s ,  P .  

Schill e r ,  K .  
Schlie ben,  von 
S chneide r ,  J .  
Seiden sti cke r ,  W .  
Skawran ,  R .  F .  
Snow, C .  P .  
Spa ethen, R .  
Spit z e r ,  M .  E .  
Sta uffenb e rg ,  von 
St ettiniu s ,  E .  R .  
St ogdil , R .  
St ryke r ,  P . 

T ag iu ri ,  R .  

Van L ennep ,  D .  F .  

Ward,  L . B .  
Wa r r e n ,  H .  E .  
W e iztt cke r ,  C .  F .  
We st , H .  
Wyne cken 

R 

s 

T 

V 

w 

Fig . I 
Fig . I 
3 8 ,  Fig . I 
3 1  

( Cp .  M otto)  
2 7  

Fig . I 
1 6  
2 3  
Fig . 1 
5 ,  56  

4 1  

Fig . 1 
1 0  

1 1  
3 0 ,  34 ,  4 1 ,  44 

Fig . I 
6 , 9 ,  Fig . I 

S i\ Fi g .  I 

Fig . I 

37 

1 3  

5 2  
Fig . 1 
2 0 , 3 2  



-... · 






