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PREFACE

In February, 1974 the Oregon School Study Council pub- a
lished a Bulletin entitled "Humaneness . . . Essential for -
Successful Management' which discussed a set of principles
through which administrators might become more humane,
regardless of management structure. In "Humaneness .
it was stressed that one basic characteristic of the humane
manager was not only an ability to trust others, but also
their willingness to trust -the manager. 1In this month's
Bulletin, Fenton Sharpe carries the theme of trust further
emphas121ng it as one of the keys to successful management

Fenton Sharpe'is currently a doctoral student in
Educational Administration and a graduate research assistant.
with the Field Training and Service Bureau, College of Educa-
tion, University of Oregon. PrioY to this, Mr. -Sharpe was an
Inspector 0f Schools with the Department of Iducation in

. New South Wales, Australia. His responsibilities there in- '

cluded the supervision and assessment of high schools, build-"
ing administrators and teacher He also organized inservice
courses [6r teachers and pr1n01pa1s _and worked with curricu-
lum development.

‘This Bulletln should be of interest to all school admin-
1>trators 1o school board members and to any managers who

" are. resp0n51ble for worklng relationships with Other people.

0

e Kenneth A. Frlckeon_r—~

" e e e e ey

Executive Secretary .
Oregon School Study Council




TRUST--KEY TO SUCCESSFUL MANAGEMENT

1

In the OSSC Bulletin on "Humaneness . ... Essential for
Successful Management' (February 1974, p. 7), Dr.'Ken'Efick;
son wrote:

The humane manager has those necessary risk-
taking qualities which are firmly based on his
ability to exhibit genuine trust in human beings.
He encourages the people working with him to con-
tinue to grow and improve by helping them develop
abilities which even they were not sure they
originally possessed. Trust is a basic rationale
for any actlvity aimed at improvihg management.

Many school leaders and managers in other enterprises

are convinced that Team Management holds thke key to better

. decision-making and more highly motivated and committed

employeés. Interpersonal trust and confidence become in- '

creasingly vital to the healthy'operation of the enterprise

when the vayious members of the Management.Team"become more
vitally'invélved in the planning and imblementing processes,
and when the group in interactidn, rathér than individﬁals in

isolation;vbeéomes the.dedision—making and .problem-solving

unit. If thé'team is to function successfully, each member
of the team must be able to rely and degend on eadch of the

' others and on the group as a unit. l

Our conviction about the fundaméntal importance of trust.

in'organizatidnal health has been underlined by three recent

occurrences:




1. In a discussion on the affairs of one school -‘dis-

trict, a partiéipant diaénosed the problem in‘these wofds:
fi%he troﬁble with this district is that nobody trusts anyoﬁe
else. The community doesn't Egggz'the:board, the board -
- doesn't EEEEE the superiﬁfendent, the éuperintendent doesn't -
{ii- fggggg the teachers, and éhe teachers donft'Egggi the kids."
" ,‘ %. In a workshop on communications, a district adminis-
= tﬁato£/said~~ﬁ51f we‘admihiétratorslcou1d on1y learn to trust
eiach dthér,‘most of our communication problemé would be
_solvéd. " ,‘
3. In examining staff-meeting effectiveness at:a'dif-‘
. | : fereﬁt level in another schooi district, one member commented; 
"We don't always éxpress our true feelings in meet;ngs_be—
ciuse we don't EiEEE each dther enqygn.ﬁ | |
In this Bulletin we will e#pls;é further theVCOncept of
‘trust, aﬁd fts impiications for.peoplé working at various
levels within our schopl systemé. In doing so we will try

to find answers td'these,questions:

1. What is TRUST?

2. What are the barriers to TRUST in school organ-
izations? "

3. What are the results of a climate of DISTRUST? .

4. What are the e¢ffects of a climate of TRUST?

How can i clinmate of TRUST be engenderéd?




1. What Is Trust?

~

_ Trust is a dynamic-ruther than a static~thing., It may
be'fecdgnized only in terms of action. It-ﬁg\%n'act of
wiiling'dependencé by one person upbn another*ér'a group'of
others, the taking-bf a risk in the persbﬁalnand psycholbgidal;
domain, the willingness~to hazard where there is a strong
péssibility of beihg hurt. |

As a small bo§; I remember being taken by my father : S
through a fiela éontaining.what still séemé to me to have
been the most monstréus.Hererord bull in all the world{\ M;
'fear getfihg thé better of me, I began to whimper; My father
said, "What's the matter, son, don't you trust me?" ”I.trust'
you, dad, but I'm still scarpdfof»that bull," was my répiy as
I pulled away from‘hig“hand:and ran crying to ‘the fence. |
Where there is no'willingness to risk or hazard something
personaliy preéioﬁsa there ‘is no real tfust.
Trust always deals with the future--the unknown, It is
based on my perception of how steone else or a.grohp'of Qéo—
.ple will in the\fqﬁure react-to‘my confidence in fhem or re-
.spond~to the risk'f have taken. There is always some chéhce
that I will bé hurt when I exercise trust. -
McGregor definég trust as the knowledge thafféhothef

Q l

person '"will not deliberately oriaccidentally, éonsciously or

. unconsciously, take unfair advantage of me." (Douglas McGregor;

1967, p. 163)

w
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Deutsch defines trust behaviorally "as consisting of
actions that (a) increase one's vulnerability, (b) to another:
whose behavior is not under one's'controi, (¢) in a situation

in which thé penalty one may suffer is,greater»than the_posQ

sible gain." (Morton Deutsch, 1962, pp. 275-319) ‘An/illus—

: tration might be the situation in which a school prinCipal

gives the authority for a young teacher to sqgerViSe some .

cnildren on a field trip. If the trust proves warranted, the
gain will be an extension of the education of_a group of

children and the further development of a teach%i. - The risk

AN

i3 that a child might be killed en route and the principal

could face severe personal remorse .and a seripus 1awsuit’

The well-Kknown psychoanalyst Erik Eriﬁﬁon places the-
development of trust at the very first stage of human s001a1—
ization--"the first task of the ego.” (ErizﬁErikson,-1963,

p. 249) Trust is an element in every human and social trans-.

_action: mailing a letter, writing a check, signing a school

board contract, or belonging to a social or task d1rected

group. It is- the adhes1ve pement whicé holds people together

/

and prevents them from being 1s01ated indiViduals

I

\///
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>When trust fails altogether, a .group cannot eflfectively

survive. Thus Nicolai Hartman has written:™
All the 'strength derived from cooperation consists
in men's reliance upon one another. . . . It is

d pre-eminently a communal value; it -is the most

.. positive unifying force which welds together a

variety of individual persons, with their separate
interests, into a collective unit. . . . Distrust
breaks all bonds. (N. Hartman as quoted in :
M. Deutsech, p. 302) '

2. What Are the,Barriers to Trust in School Organizations?

No matter how progressive they might be, all school
organizatidns'exhibit some nv thg classic elements of burcauc-’
racy, several of which tend to inhibit the developmeni of

trust:

o - (a) Hierarchy of authori&y ,/
(b) Imperscnal réiatibnships énd isolation

(c) Rules and regulations |

'(d) Close super%ision and control

(e) Decision-mak’ng practices

" To elaborate on the above:

-(a) Hierarchy of Authority S

a

There is a great deal of evidence that communications
paésing from lével to level in a hierarChy tend to be dis-

"torted both by the sender and the receiver. This is parficu—

e _ larly true with communicaticns upwards when the receiver has

the power of reward and punishment over the sender (e.g., the




‘tion, real trust can never develop, yet where there is lack

complete. This is why~tne re-establishment of trust wheré

-/ - - ,
receiver-may.be responsible for supervisidn, evaluation, and
, A : . vas . |

»recomméndation for advancement). Trust and openness in com-

munications appear to.be in a complex cause-and-effect .

relationship—4where there is lack of openness in ¢ommunica-
of tFfust, communications are likely to be distorted and in-

it has been lost is not a simpleﬂnor-a short-term task. o |
. \ . 3

@+

(b) Impersonal Relationships and Isolation

Many of‘our interpersonal dealings in the work—éQday
world are on a superficial and im?ersonal baSié.'_In‘fact;
Weber regarded this as a éssentiél element in the efficienf
functioning of a large organization. If thé develppment of
trust“depends'to a large|/extent upon growth of knowledge
about the pefSon in whom the tfust must be'piaced, then an

emphasis on impersonal communications must inhibit the

dgveiopment of trust.
‘ Many teachers are also separated from their.woermatos
by a geographical isolation in their classrooms. More than
in many other occunations, it isgvery_pbssible in a school toi
bacome so involVéd in one's ‘own q}ass and room that very lit-

tle @imeimay be'given over to the establishment of close

interpersonal relationships. This isolation also works

L -

against the development of trust. . v




\3 . .
(c) Rules and Regulations

Many organizations,.inclnding schools and1school dis—
tricts, are almost’strangled dnfa web of rigid'rnles which
regniate almost'eVery actiomgand effectively!put a ﬁence
around 1nd1V1dua1 1n1t1at1ve and.d1scret1on This'is not'to
vbe confused with broad. statements of policy wh1ch free

particlpants to exercise freedom within bounds agreed upon

by all. Rlpld rules aré a sign of dlstrust They might be

.\

: rxghtfully 1nterpreted by the partlclpants in the organlda—

tion as an open dlspﬂay by the management of its belief that

A}

‘w0rkers are_by.nature ildolent and incompetent and that

‘personal motivation dwellls only in those holding upper admin;'

istrative positions. .

Current-trends in tehcher employment practices may pose
- a new threat to trust development in schools A\negotiated
_contract in Wthh the acceptable behav1ors of oth manager
and employee are specified in detail can have'the effect of‘
.1imiting'indiV%dual discr;tion,‘forcing relationships intov
1egalized;'formalized patterns, and discouraging close‘intcr4
bersonal bonds.. 'Consequentiy, the-letter of the law rather .,
"than its spr}it can become the guideline for action; Barriers

_between management and employees can thus be strengthened

rather than, broken down and the trust‘relationship may suffer.

(d) Close Supervision and Controi

Close, detailed supervision is' a characteristic of some
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Aruiext providea by enc
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nggunlzations dnd a few. schools and school‘districts.

=

Whore

»

wr“sen*. su(h 5uperv1510n practices-evan work agilnst .Ltrust in
/ _

nécessary in modern organlzatxon

<h the same way that restrlctlng regulatlons do. This is

J * —

S -

Py
-

1"always a nwtural Qoncomltant of effectlve delegation.

<

not to siggest that supervisionuanq guidance are no longer

Some form ofASUpervisiun

. . . LY
eolegation implies trust. On the»other»hund; close, detalf@

»1d insistent supervision creates an atmosphere of distrust

7

L .‘ A . . i
sud c%nAlead to loss of dnitiative and str%lnad relationships.

7 :) DeCision-making Practices
B “ T ,

=10NS would be dlssemlnated downw

/

e . ¢ /

~

4

i . o s ..
In the classic bureaucracy, all mujor decisions were Lhe
X g o -

N I N ) . K - . . Al
eserve of the top levels in the organlzutlwns. Thesc

v

deci-

ards }o the workers through
+ chain of command in the iorm of 1n structions. The impli-
vstion'is that wisdom resides inherently in those occupying

vositions of authority, -while the ordinary participants in

<hie- enterprise cannot be trusted to exercise responsibility

{or-policy- or decision-making. In' this burcaucratic model,

wntes,

-.ther thah by group consensus.

hAwman interaction and a resulting lack ofi trust.

/

WO

*oblems tend ﬁg’ﬁe solved and decisions made by individuals
Where this patgern predomi-

there is a ‘growth of isolationism, a lackﬂbfvclose




cooperate towards the achievenient of common goals.

. ‘ ey . .
of these classic attributes of Weber's ideal-type bureaucracy
' ) , o . _ _
in their-extreme form. 'On the other hénd, all organizat;ons

‘with hierarchies of authority contain within:pheir structures

sé&é?al dynamic forces. which work coﬁstantly:hgainst the
N . B o
establishment QfﬁClOSG interpersonal relationships-and the

4

&Qevelopmént‘of trust The point in 1isting>thém'in tﬁéif

T

extreme form ié to”éfért'the School_administrator_to the fact

A s

.that a constant anddpoﬁberted'éffort must be made to;miniﬁfze

these negativé forces inherent in human organizations if -

'trust‘isitb be}dgveloped and maintained. Trust and complex

organizations are;ﬁnt incompatible ifvthe participants are
. . . »‘\\ . R . ‘ ) . .
genuinely interested in“each other's welfare and- desire to

T~

»
N -~ R

Few'school orgaﬁizations today dispiay'all, or even any,-:

[




§T~What Aré/the)Results of a Climate of Distrust?
' AN ' - ' '

Research ev %ence_points to the following undesirable’

outcomes associa ed with a climate of distrust:

C (a)

" (Gibb,

(b)

(c)
vVValues of others (G1bb

_ (@)

/ . ( e )

(£)
| (g)

(h)
(1)

(3)

(k)
(1)
(m)
(n)
(0)
)
(q)
(r)

individual defen51veness in social relatlonshlpb_'

1961) |

dljflculty 1n concentrating oon the content of
communlcatlons resulting in distortions of
understandlng (G1bb 1961).

1ack of accuracy in perceiving the mot1ves and
1961)

"decreased ability to recognlze ‘and accept good

ideas (Parloff and Handlon 1966)

1nh1b1ted problem—solv1ng effectlveness (Meadow

»1959) _
slower/lnf/llectual development (Rogers 1961)
less orlglnallty of thought (Rogers, 1961) -
emotional,instabilityr(ﬁogers, 1961) |

ieQS selI—cohtroi (Rogers, 1961)

self Justlflcatlon in the presencc of others

(Gibb, 1967) = = R

attemgts to force-otheré_to_conform (Gibb, 1967)
-avoidance of feeling and conflict (Gibb, 1967) -
'soc1a1 dlstance\and formallty (Gibb, 1967)

rigid control (G1bb 1967)

fear of controv'rsy-(Gibb;.1967)

flaitery (Gibb/ﬁ1967) | | _

'C&hicism about human nature (Gibb,vlé67)
1hhibited personal and groupigrowtﬁ (Gibb), 1967)

10




The re1at10nsh1p between trust and communlcatlon processes

has recelved the greatest attentlon Melllnger (1956) has

domonstruted that-dlstrust is re]ated directly to dlstortlon
in upward oommunicatlons within an organlzatlon Such dls—

tortlons are 11ke1y to take three formg- w1thdrawa1 (vague-
ness and eva81veness), compllance (m1n1m121ng actual dis-
agreement), and aggress1veness:(exaggerat1ng~dlsagreement).

One 1nterest1ng sidelight to Melllnger s study was the dlS—

covery that there were almost as many d1stortlons in ”down—

-wards" -communications as in 'upwards' communications in a

climate of low trust.
William Read (1966) related accuracy of communication to
the 1eVe1 of upward mobility of the “1ower” level participant;

his perception of the superordinate's power over his career,

A e
.




‘and client (FiedLerv 1953' Seeman , 1954),'andwmembere of

" problem- solv1ng groups (Parloff dnd Handlon 1966)

1

and the 1evcf of trust in the relafﬁonship It is interest—
ing to note ‘that although the effect Qf trust was hypothes1/ed
1n1t1a11y to be a minor factor only, it proved to be most
dec1s1ve in determlnlng the accuracy of communlcatlons |

(W. Read, 1966)

. / . c SR
4. What.Are the Effects of a Climate of Trust?

" Research haeﬁalso demonstrated the bositive power ofl
trust in hﬁman interaction‘;- |
(a) Trust is a)saiiect factor in determining the
etfectlveness of many relatlonshlps suth as those betwce

parent and chlld (Baldw1n ~et. al, 1945), psychotherapist

P

(b) It fac111tates 1nterpersona1 acceptance -and oponnoss

of expreselon (Glbb 1961) o ¥

~

(c) It is related to rapid intellectual development,

increaSed:emotional stability,’and'increased self-control.
QRogers; 1961)

. (d) It increaées pioblem—sclvinghefﬁectiveﬁess because
problem-solving grouﬁs with high trust wiil" 'f

(i)'exchange relevant feellngs and 1deas more
openly ' | \,/

(ii) develop greater clarlflcatlon of‘go?ls and
problems - o \

(iii) search more extens1ve1y for alterpﬁtive courses
. of action ;

12




(iv) have greater influence on solutions

- (v) be more sat1sf1ed with the1r problem- solv1ng
~-efforts ' .

(vi)vhave greater motivation to inferpce cqQnclusions

(vii) see themselves as a closer group and more of a
team -

‘(viii) have 1ess desire to leave the group and 301n.
another.’ (D. E. Zand, 1972)

(e)'It.leads to greater accuracy, completeness aﬁd?

honesty in communications. (Mellinger, 11956)

The implications'of’ail~of the research seém-clear. If
ourkschools and school districts are to be healthy;‘on—éoing

organizations, achieving their tasks efficiently and foster-

1ng max1mum personal growth in their members and if at the
4% *. : . ’ .
same time there is to be a ‘spirit of cooperation and a sense

<

~ of teamwork in the total educatiopai family (community,

13 ,'/ e ) - -




- | parents .admlnlstrators, teachers . and pup11s), if conflicts; e
% , _.are to be kept to a minimum and emerglng problems effectlvc]y ' \
solved,: then every effort must, be made to establlsh and main-
tain a hlgh level of 1nterpersona1 and 1ntergroup trust
"This is by no means ah easyptask. Schmuck rightly ob—
serves that while "it is not hard to concelvF the meanlng oj

& trust,'it is difficult to achieve the quajity itself in

interpersonal relations." (Schmuck, 1672, p. 37) McGregor
. ’ : S

\\echoes this:, ”Trust is a delicate~property of human relation-
. : . . . _ : A .
ships' It is influenced far more.by actions than by words.

j;k.‘ \ It takes a long time to bu11d but it can be destroyed very

dulckly Even- a s1ng1e actlon—~perhaps misunderstood--can

“have pQwerfulvnegatiVe effects. It is the percepticn of thG
o . ) -, 1 . - . . ‘ .
other person and of his actions, not the objective reality,

on which the tnust is based. And stch perCeptiQns are Ppro- St
: _ _ . , T,

fnundly influenced by emotions: needs, anxﬁet{es,'gujlts,
- expectations, hopes." @McGrcédr, 1967, p. 163) "' e
‘ ' : " . ) ' . ' &E‘ - ] ’ § h

1
\

A 5. How Can a Climate of. Trust Be Enzendered?

- .- . . \
\

. . -Changes in the trust level of an organization are almost
1nvar1ab1y brought about by the. attltudes ind actions of the

‘1eader hlmselfr If a 1ow 1eve1 of conflde ce pervades the

1 . ' ' Lclimate~oﬁ the organizatlon it is to h1mse1f that the leader

should look for the cause rather than to the behav1or and
' R att1tudes Of'hls subordinates. Rarely can the total

14 %

9y a




relational atmosphere within a working group be radically in-

fluenced by the subordlnate members within it. The key lies

: in the 1eader s ability and w1111ngness to recognlze the need
for change and,to take those steps no matter how dlfflcult

humbllng or personally hazardous they may be ‘'which will

'raise the_thal trust level within the_group.

It is to a consideration of some specific actions which' .

a- leader may take to develop a high trust level in his
.organization that'we now turn. : ; : !
. ; o . IR

B & . . ’ - ° . }'
‘ '(a) The leader must prove h1mse1¥>to be . ) R
L E trustworthy, i.e., worthy of trusft. ’ _ . R

r w111 come to perce1ve the

.. : Thé members of a worklng gro&
1 . s

1eader as worthy-of trust by the 1nteractlon_of three processes:

. . N o ’ . ) 4
: . 15 . T
{ . . ) . .

| | N -
llv . . ‘."fa' ’ :
LS




* By the excercise of an initial and tentative kind of
-trust in the leader simply because of his authority
position and not because of his-personal qualities.

This kind of blind faith in the system and in legitimate
authority is very rare today (having.suffered almost

—fatal blows at a higher national level) and where it
does exist, it is easily destroyed by unsatisfactory
experiences. .The educational administrator ought not to
‘rely too long on the power of his p081t10n for the ma main-
tenance of trust.

* Through regutation, passed on by word of mouth from thoe
experiences of others. He'! a good guy.'" '"You can
trust him." etc. ‘

* By personal cxperience through a tentative process ol
cexer2ising a ifittle trust in matters of increasing per-
sonal importance. In this scnse, Lhe establishment of

trust is a kind of conditioning prncessf—there is an

exercise of a small "amount ol trust, the trust is not
betrayed, so there is a willingness to hazard morc of
oneself in the future. : |

This kind of trustworthiness will be based on ‘the follow-

ing attributes: » o N

(1) The feader{s'hdnesty and authenticity. The:ﬂeader

must ‘be proved to be a"personﬁqi his/her word, straighttor-
ward, not devious or ”1oose" w1th the truth; he/she must be

© seen Tu be;uuthentlc, real, ”true b]he”gbr "fair-dinkunm' (as
Austfelians would say), gehhine'in h;s/her ekpreSS;on‘of \
fé%linge and attitudee, if he/ehe”is to earn the trust ofb
etheré. Counterfeit expfesSiehs of cohcern'for or helief in
others, half- truths in. evaluatlve dlSCHSSlonS followed later

' bv the whole truth in written reports-~these are. the klnds
of actions whichﬁrapidly destroy proffered‘trust.

Cw
-

(ii) The leader's consistency. Inconsistency isyincom- -

\ ' : ) i
\ patible with trust. Many of us have worked upnder someone who
‘ . , / o ;
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is a ”ﬁill—o'-the—wisp.”'*He/she agrees with everyone who puts
np a reasonable case, even if his/her various'stances are
contradictory,a Today he/she plays the unreasonably tough
supervisor, tomorrow the "buddy buddy" pa1

To be consistent does not 1mp1y rigidity, pig—headedness'
the unw1111ngness to see one's m1stakes and change accordlngly.
- It is related to. honesty and openness. Where change of atti-.
tude and approach are necessary, the reasons should be quickly
conveyed to all those affected by the change. Thus flexi—
b111ty and cons1stency are 11ke two s1des ‘of the one coin--

different but not mutually. exclusive.

(iii) Ability to keep confidences. Many people- have,

. N >":. .. ',_,’.
-experienced the situation in which we have told 'someqne .

] B N
xl\ o

(part1cu1ar1y a superlor 1n an organlzatlon) somethlng

o~

‘immensely personal in a confldentlal s1tuatlon only to 11nd
that others/come to know of 1t, ~To spread such conf1dences.

is to destroy trust. .
(iv) Supportiveness--willingness to accept mistdkes.

-

When the leader delegates a task to another_and.gives'him the

wherewithal‘and guidance to do that task, the leader must'be'
open to the realization that‘the.task may be done différently
from the way in which he would have done it, and that a mis-
take may be made in carrying,it*out. If the ieader can |
tolerate'ambiguity, and if ~when m1stakes are made, ‘he is

supportive, 1f he shares the respons1b111ty for the mistake

17 ”a. :tg “
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/?ff with his subordinate and regards it‘as a mutual 1éarning
experience, then this represents a demonstration of supportive—v
‘/ - _ness which tends to contribute to the development of recip-

" rocal trust.

(v5 QpehnéSS'Of commgniéations. The feeling that
"they're not telling me everything--" or Utheré's more to this
than meets the eye;” is also damagipg'to trust.

One.pr;ncipal 1ike$ to réise'the ire of his unpopulaf
_fiibrarién by'Walking into the library Qith a tape‘mea;Qre when“
 the devilish mood takes him, and proéeeding to make flourish-
ing measurements, mqmbling thingé iike——“Mm, it should [it
fhere.,. o We’ll have no trouble reafrangjnguthis,ﬂ gtc.

The librarian's anxiefy level rises appréciably when to her

i

. "questions he merely replies: 'Oh, don?t‘worry, Miss X,
;@{2 " everything will be éll right."
;?m A Everyone doesn't need to know everything in a school

.f 'diStrict-(this leads to data-overload), but pecople do need ahd_‘

want to know all of the facts relevant to their particular
_ _task in the soHeme of?things. -An”atmosphere of evaéiveness,

&

lack of openness, incompleteness of communications is condu- o

\

cive to anxiety and distrust. -

(vi) Ability to do the job. When the leader is found .

regularly to be short on.the ability. to perform his given .

task, trust will be undérmined. If[the’PeterlPxinciple},

. operates in educational prganizayions, it follows that many
. - \\ - . A R
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Onevneeds to make a realistic assessment of one's own capa-

~tion.

people afe trying to operate beyond the level of their ability.

4

|

bilities and performance as well as to solicit the, evaluatlons

~of others in order to determlne 11 lack of trust stems simply

}from the perceptlon of others that the JOb is outside of h1s/

her abilities or expertlse The solutlon might then be a
program of self- development in the necessary areas of exper—»

tise or a move aé soon as possible into a more su1table posi-

l
e

E}

(b) The-leader must'exercise trust himself/herself

-

All ofvfhe foreg01ng suggestlons have dealt w1th tho

o #

luader 's es ablishing hls/her own trustworthiness They’are
extremely léportant but no more SO than ‘the result if the

leader dlsplays genuine trust in the members of his work .. .

[
N x

rou

. Authenticity is paramount. Counterfeit displays of

»

V"1rust" w1ll soo0n be seen for what they are, gﬁd deepened ”

dJstrust rather than‘helghtened trust w1ll be the reactlon of
the.group. Genuine trust springs from a bellef in the;good—
ness of human nature, that people can be motivated by the

des1re to’ make a useful contr1but10n to a worthwhlle cause,

‘that work can be rewardlng in 1tself, that people respond to

i
¥
'

humaneness, concern and trust.

?

Th1s bellef is demonstrated whenever a leader

* delegates an 1mportant task to a- subordlnate supportlve—'
'ly and withput extreme forms of control and stifling

19
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through the establlshment o

supervision. (This does not mean abdiciting responsi-
bility or exerc1s1ng ]a1sse7 faire forms of "leader-
. ship.") fe -

* operates with rules and regulations which act as
boundaries within which discretion-may be used. , ..
\

* manages through processes of collaboratlon, team
policy-making and problem-solving, allowing for active
involvement throughout the omhganization in the making.
of decisions whlch affect the varlous members

* demonstrates supportlveness 1n\human relations and the.
~willingness$ to accept and share “the consequences of
the mistakes through Wthh experlenco is gained and
learning eifected .

"MTrust is also’ iostered when a 1ewder
I

* realIy understands hlmself/herself

*. is wllllng to admit. hls/her own m1stakes or shortcomlngs
' to- the -members of hls/her work team.

I

* refuses to. appeal to hls/her 1eg1t1mate authorlty to
' achleve his/her purposes. :

* expresses his/her true feellngs regardless of the

personal cost.
I

* is not afrald to reveal hlmself/heysclt as a real person
with the/same lears and doubts and hopes and joys as.
anyone ?lso

The 1oader knows that som may take advantage of his/
her openness, that fhere may be) misunderstiandings or mis—

interpretations of his/her words or ac¢tibns which could re-

i

bound agalnst ‘him/her, but he/she believes that this is a

risk we11 worth the taklng for the advantages'to be gained

génuine mutual trust.

In thls k1nd of cllma e the 1eader can confldently

‘expect:

* more open communications




for!

fewer misconstrued communications
stronger motivation ’ _ o -
fewer. oonfliCts oy

better industrial relations

happier and more contented workers\

’

higher group morale .

_fewer absentees

better decisions resultlng from broader and more honest

'1nppts

better goal settlng and problem—solv1ng

personal and group growth ’ IEEE
[ ) . ]
more openness to innovation and creativity -,
. - | :

more authentic and rewarding. interpersonal relations

o

ultimate savings in.time and money

better results.

"

o~

The leader will find that trust is well worth striving

.
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