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predictions of the study regarding the interactive effects of emotional intelligence and 

problem type on solution quality. Table 6 presents the results of these analyses.

Quantity o f  high resolving power solutions. Though the overall model was 

significant, F  (3, 95) -  4.48,/? < .01  ̂the hypothesized interaction between emotional 

intelligence and problem type did not account for a significant amount of variance in the 

quantity of high resolving power solutions generated and therefore hypothesis 2a was not 

supported (see Table 6). However, the interaction of problem type and the order in which 

the problems were received did account for a significant amount of variance, [/?= -.33, t 

(98) = -3.49,/? < .01], and this accounted for approximately 11% of the variance in the 

quantity of high resolving power solutions generated. Participants who reacted to Carol’s 

problem first generated more high resolving power solutions to Carol’s problem than 

those who responded to Scott’s problem first. In addition, participants who responded to 

Carol’s problem first generated fewer high quality solutions to Scott’s problem than those 

who responded to Scott’s problem first.

Though not proposed in Hypotheses 2a, 2b, or 2c, the interaction between gender 

and problem type was included in addition to the interaction between problem order and 

problem type in the analyses. This was due to the realized significant zero- order 

correlations among gender and other study variables. The interaction of gender and 

problem type was a significant predictor, p  = .22, t (98) = 2.31 .05, and explained

approximately 5% of the variability in the quantity of high resolving power solutions. 

Although females and males generated an equally low number of high resolving power
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solutions to Scott’s problem, females compared to males generated a significantly higher 

number of high resolving power solutions to Carol’s problem.

Average resolving power. No significant effects were found for any of the 

variables on the average resolving power of solutions. With respect to the specific 

hypothesis of this study, the interaction between emotional intelligence and problem type 

did not account for a significant amount of variance in the average resolving power of 

solutions generated (see Table 6).

Highest rated solution. No significant effects were found for any o f the variables 

on the highest rated resolving power solution. The hypothesis from this study which 

specified an interaction between emotional intelligence and problem type was not 

realized as it did not account for a significant amount of variance in the highest rated 

solution generated (see Table 6).
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Table 7

Quantity o f High Resolving Power Solutions Presented by Problem Type and Problem 

Order

Problem Carol Scott

M  SD M  SD

Carol First 

Scott First

3.64

3.45

1.61

1.29

1.14 1.25

1.45 1.37
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Table 8

Quantity o f High Resolving Power Solutions Presented by Problem Type and Gender

Problem Carol Scott

M  SD M  SD

Female

Male

3.98 1.38

3.02 1.39

1.30 1.27

1.28 1.37
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Solution quantity and cognitive intelligence. Hypothesis 3A was supported.
■y

Those with higher cognitive intelligence generated more solutions to the problems, R -  

.21,/? < .05. Unfortunately, cognitive intelligence was not related to the quality of 

solutions across problems, which were represented by hypotheses 3B, 3C, and 3D. In 

this sample, those higher in cognitive intelligence did not generate a higher quantity of 

high resolving power solutions across problems than those lower in cognitive 

intelligence. In addition, no relationship was found between cognitive intelligence and 

the highest rated solution across problems, or with the average resolving power of 

solutions across problems.

Solution quantity and problem type. Finally, a related samples t-test was used to 

test the hypothesis that participants would generate a fewer number of solutions for the 

higher negatively arousing problem than for the lower negatively arousing problem. 

Though there was a significant difference, t (98) = 2.61, p  < .01, two-tailed test, the 

difference was not in the direction predicted (see Table 9). Participants generated 

significantly more solutions to Carol’s sexual harassment problem than they did to 

Scott’s employee retention problem.

Exploratory analyses. In addition to the specific hypotheses proposed in this 

study, other models were also investigated. The effect of the interaction between 

emotional intelligence and gender on solution quality was examined, however no 

significant finding was discovered. In addition, analyses were completed that investigated 

the influence of the four branches of emotional intelligence. There were no significant 

results with respect to any of the emotional intelligence sub-dimensions and the
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interaction with problem type. However, a few interesting results were found for one of 

the sub-dimensions, managing emotions, and some of the solution quality indices across 

problems. A person’s ability to manage emotions was related to the highest rated 

resolving power solution, (5 = .20, t (98) = 2.04, /? < .05, such that those who were better 

in managing emotions had a higher rated resolving power solution than those were less 

skilled in managing emotions. In addition, people who were better at managing their 

emotions generated solutions with a higher average resolving power than those who were 

less skilled at managing their emotions, p=  .31, t (98) = 3.15,/?<.01.

The main effects of emotional intelligence on the solution quality measures and of 

problem type on quantity were specifically proposed in hypotheses la, lb, lc, and 4 

respectively. For exploratory purposes the main effects of gender, problem type, and 

problem order were also investigated.

After controlling for the influence of emotional intelligence, neither the main 

effect of gender nor the main effect of problem order were statistically significant with 

respect to the quantity of high resolving power solutions. There was, however, a main 

effect of problem type, F  (1, 98) = 139.58 ,p  < .01, such that participants generated 

significantly more high resolving power solutions to Carol’s problem than to Scott’s 

problem.

After controlling for emotional intelligence, the main effects of gender and 

problem order were not significant predictors of average resolving power. A main effect 

of problem type was found though for the average resolving power of solutions, F  (1, 98)
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= 87.78, p  < .01. Participants had a higher average resolving power for Carol’s solutions 

compared to Scott’s solutions.

Controlling the effect of emotional intelligence, the main effects of gender and 

problem order were not significant predictors of the highest rated solution. There was 

however a main effect of problem type on the average resolving power of solutions, F  (1, 

98) = 63.77,/? < .01. Participants had a higher highest rated solution for Carol’s problem 

than for Scott’s problem.
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Table 9

Differences Between Carol’s Problem and Scott’s Problem fo r the Quantity o f Solutions 

Generated

Problem Carol’s Scott's

M SD M  SD t(98)

Quantity of Solutions Generated 5.57 2.43 4.76 3.06 2.61**

* * p < .  or.
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Chapter X 

Discussion

Overview

The purpose of this study was to add to the understanding of predictors that 

contribute to explaining solution generation, and the specific goal was to examine the role 

of problem type and emotional intelligence on the quantity and quality of solutions 

generated to ill-structured problems. The pre-supposition is that by understanding which 

variables contribute to solution generation, we can improve the processes and outcomes 

in problem solving. This section will begin by presenting a summary of the findings and 

interpretations from this study. The implications of this study will follow. Finally, the 

methodological limitations as well as suggestions for future directions will be discussed. 

Summary o f Results from Predictions

Emotional intelligence and total average resolving power. One of the analyses to 

test the study’s hypotheses with respect to emotional intelligence resulted in a realized 

prediction. Hypothesis 1C predicted that emotional intelligence would contribute to 

explaining average resolving power across problems above and beyond cognitive 

intelligence. The data in this study affirmed that people higher in emotional intelligence 

generated solutions that resulted in a higher average resolving power across problems 

than people lower in emotional intelligence.

Recall that the reasoning for this prediction was that because the problems did 

contain affective components, and that because emotional intelligence is posited to 

facilitate thinking and problem solving, emotional intelligence should be related to
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solution generation. Therefore, one would predict that people higher in emotional 

intelligence would generate higher quality solutions than someone lower in emotional 

intelligence.

The other five hypotheses presented in this study relating to emotional 

intelligence were not realized. The non-significant influence of emotional intelligence on 

the quantity of high resolving solutions, the average resolving power between problems, 

and the highest rated solution may have contributed to the non-significant interaction 

between emotional intelligence and problem type. Though the results showed a 

significant relationship between emotional intelligence and the average resolving power 

across all solutions, this relationship did not carry over to the other dependent measures 

of interest.

Cognitive intelligence and solution quantity. Cognitive intelligence was related to 

solution quantity such that participants higher in cognitive intelligence generated more 

solutions across problems than those lower in cognitive intelligence. This replicates a 

previous finding by Reiter-Palmon and Scherer (2002). A discussion of the unexpected 

findings from this study will be presented next.

Summary o f  Unexpected Findings

Though a significant difference was found regarding the quantity of solutions 

generated to the two separate problems, it was not in the direction predicted. Participants 

generated more solutions to the higher emotionally involving and negatively arousing 

problem (the sexual harassment problem) than they did to the lower emotionally 

involving and negatively arousing problem (the employee retention problem).
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Problem order was not hypothesized to have an influence on solution generation, 

but was included to control for a methodological influence to the study’s conclusions.

The results indicated that the interaction between problem order and problem type had a 

significant influence on the quantity of high resolving power solutions generated. 

Participants who received the sexual harassment problem first generated a higher quantity 

of high resolving power solutions to Carol’s problem compared with participants who 

received the employee retention problem first (Scott’s problem). Furthermore, 

participants who received Scott’s problem first presented more high resolving power 

solutions to Scott’s problem than the participants who responded to Carol’s problem first. 

However, participants who received Carol’s problem first generated fewer high quality 

solutions to Scott’s problem than those who had been presented with Scott’s problem 

first. Similarly, participants who responded to Scott’s problem first provided fewer high 

quality resolving power solutions to Carol’s problem compared with those who received 

Carol’s problem first.

In addition, the interaction between gender and problem type was not originally 

considered to play a role in solution generation. However, due to the significant 

relationship between emotional intelligence and gender, such that females have higher 

emotional intelligence than males, gender was included and related to the quantity of high 

resolving power solutions. Females and males generated an equally lower number of high 

resolving power solutions to Scott’s problem. However females provided significantly 

more high resolving power solutions than males for Carol’s problem.
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Summary o f  Exploratory Findings

A person’s ability to manage emotions appears to be important when people are 

generating solutions to social problems. Those who were better in managing emotions 

had a higher rated highest resolving power solution than those were less skilled in 

managing their emotions. People who were better at managing their emotions also 

generated solutions with a higher average resolving power than those who were less 

skilled at managing their emotions.

The pattern of results from this study has provided some interesting questions to 

be answered with future research. The next section will present an interpretation of these 

findings, and following that section future directions for research will be discussed. 

Interpretation o f  Findings

Though unpredicted, problem order significantly influenced solution generation.

It is possible that participants experienced fatigue from the experiment length, such that 

participants who received Carol’s sexual harassment problem generated more high 

quality solutions to that problem, and participants who received Scott’s employee 

retention problem did better on Scott’s problem. After responding to the first problem, 

participants may have disengaged prior to generating solutions to the second problem 

which resulted in fewer solutions being generated to the second problem presented.

It was also interesting to find that gender and problem type interacted to influence 

the quantity of high resolving power solutions generated, such that females did better 

than males on the sexual harassment problem. It may be that females are more familiar 

with the sexual harassment scenario compared to males. Females may have thought more
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about sexual harassment scenarios, and therefore have a better understanding of what 

they would do if  confronted with the situation.

One possible explanation for this gender difference is that there is a disparity 

between genders and their value-based and outcome-based reactions to sexual harassment 

scenarios. Value- based reactions involve a person’s internal values and morals, whereas 

outcome- based reactions involve a temporarily relevant outcome or goal (lilies & Reiter- 

Palmon, 2000). Value-based involvement triggers attitudes by involving the self-concept 

and therefore activating morals and values (lilies & Reiter-Palmon, in press). Outcome- 

based involvement involves attitudes because people are presented with a goal and then 

are able to choose whether to achieve or avoid the goal (lilies & Reiter-Palmon, in press). 

With respect to this study, females may feel more strongly about being sexually harassed, 

and may therefore be more likely to have thought about their values toward possible 

scenarios, and this may make the activation of related values easier than for the male 

participants. In addition, women may have also thought more about what the outcome 

should be in similar situations. The disparity between outcome and value based reactions 

may be something to further investigate in order to get a better understanding of the 

gender and problem type differences found in this study. In addition, an exploration of 

how values influence the taking of sides when solving a problem is something that should 

be done in future research.

The gender difference finding with respect to the sexual harassment scenario may 

be related to a finding by Wiener and colleagues. Wiener, Hacknet, Kadela, Rauch, Seib, 

Warren, and Hurt (2002) found that women were more likely to believe that a
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complainant had been exposed to “unwelcome sexual conduct,” and that the conduct was 

harsh and all-encompassing. Wiener and colleagues (2002) concluded that the assessment 

of social-sexual scenarios, and the influence that gender has on the evaluation is quite 

“complex.”

The problems differed not only on their level of negative arousal, but also with 

respect to the emotional involvement of the problem. Because participants found Carol’s 

problem more emotionally involving, they might have become more interested in the 

problem solving tasks. Being interested may overcome the negatively arousing nature of 

the problem, and therefore emotional intelligence may not play as critical o f a role in the 

outcome. In addition, being emotionally involved may have overridden the tendency for 

negative affect to diminish performance, and therefore resulted in participants generating 

more solutions to Carol’s sexual harassment problem as compared to Scott’s employee 

retention problem. The influence of the emotional quality of the problem on quantity, but 

not on the quality of ideas, is similar to the pattern of results previously found by 

Vosberg (1998), where positive mood was positively significantly related to the quantity 

of ideas, but not the quality of ideas.

It was hypothesized that because people would be more likely to take sides when 

confronted with Carol’s sexual harassment problem, they would in turn generate fewer 

solutions to the problem. This, however, was not what happened. It may be that interest 

or familiarity with the sexual harassment scenario may override the tendency for people 

to take sides and therefore reduce the universe of solutions.
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Theoretical Implications

First and foremost, people may want to be cautious in proposing emotional 

intelligence as a major predictor of all organizational behavior (e.g. decision making, 

leadership, persuasiveness). The results of this study suggest that emotional intelligence 

may not equally influence all of the important organizational outcomes. It is important to 

recognize that though the concept of emotional intelligence has been around for over 10 

years, the body of research investigating its influence is relatively small. Future studies 

should continue to investigate which organizational activities are most strongly 

influenced by emotional intelligence. With respect to this study, researchers should try to 

identify which steps of the problem solving process are more strongly influenced by 

emotional intelligence.

In addition, this study highlights that problem characteristics influence solution 

generation. Specifically, the type of problems that are encountered, as well as the order 

of their presentation, influence the quality of solutions generated to those problems. 

Organizations should recognize problem characteristics as a factor in deciding who 

should be involved in the decision processes, as well as when they should be involved. 

Applied Implications

The individuals who are chosen to solve particular problems should possess 

certain qualities. Though premature, this study suggests that people higher in emotional 

intelligence will generate higher quality solutions for problems of varying emotional 

qualities than those lower in emotional intelligence.
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Furthermore, companies may want to be more cautious about implementing 

emotional intelligence training programs, as it is still unclear as to how emotional 

intelligence is related to all potential desirable outcomes.

Methodological Limitations and Future Research
9

This study looked at nine different dimensions of problem characteristics. As 

such, I was unable to control for all possible differences between the problems. In 

addition, I was unable to rule out all the competing theories for the differences between 

the problems, and as such I will not make any claims based solely on the three significant 

differences found between problems. However, this limitation is important to point out so 

that future researchers can work to further define problem differences.

Similar to the previous point, both the emotional involvement and negative 

emotional arousal of the problems differed. However, we do not know how these two 

problem characteristics work together to influence solution generation. Our 

understanding of the potential interactive effect of these two problem differences is not 

clear. Future efforts to clarify whether these two aspects of the problem result in 

interactive and/or additive effects are needed.

Furthermore, these problems differed not only on their dimensions, but also in 

their content. The content may have resulted in the differential responses to the two 

problems. Future research needs to be done to differentiate between the effects of the 

content of the problems and the dimensions or category of the problems.

Finally, other problems that are identical to these two on their respective 9 

dimensions need to be included in future research. In this study only one problem of each
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type was included. Additional efforts should make an effort to include multiple problems 

within each problem type to make more clear whether the problem type or problems 

themselves are responsible for solution differences.

There is also a possible limitation with respect to the instructions given for the 

solution generation task. Participants were instructed to generate as many solutions as 

they could in order to deliberately reduce the probability that participants would 

prematurely stop generating solutions. However, the prompt to generate multiple 

solutions may have encouraged participants to maximize the quantity of their solutions at 

the cost of quality. Rather than integrating their best and most complete responses, 

participants may have kept their ideas separate and disconnected. These solutions, 

therefore, may not have reflected their ability to provide their best quality solution. 

Though some work has investigated how the instructions of the problem solving task 

influence solution generation performance (e.g. Butler & Scherer, 1997; Pitz et al., 1980; 

Wightman, 1999), future efforts should focus on how task instructions differentially 

influence the integration and separation of ideas.

Another limitation of this study is its ecological validity. Because I used 

somewhat hypothetical situations, I am limited as to the conclusions that are possible. 

People did react and respond to the problems, but the response did not come during real 

conditions. Participants may in fact respond differently to these scenarios when facing 

them in real life. Efforts to capture actual scenario

This study focused specifically on solution generation. It may be that the 

influence of emotional intelligence as well as problem characteristics might be realized
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within another decision making activity such as how a decision maker represented the 

problem, or the criteria they used to evaluate alternatives. Future studies should 

investigate the influence of emotional intelligence and problem characteristics on other 

processes within the ill-structured decision making process.

An additional direction for future work could be an exploration of other individual 

difference variables. This study concentrated on the influence of only a few individual 

difference variables on solution generation (i.e. cognitive intelligence and emotional 

intelligence). Other individual difference variables, such as emotional stability, self

monitoring, cognitive complexity, and social intelligence, as well as their potential 

interaction with emotional intelligence and cognitive intelligence should be examined 

with respect to solution generation and other decision making domains.

Other research has shown that situational, task, and motivational variables 

influence solution generation. Variables such as identifiability, accountability, causal 

focus, time spent on task, and time limitations, should be included in future investigations 

of the influence of individual difference variables, such as emotional intelligence, on 

solution generation.

The problems used in this study were ill-defined problems, which should be more 

representative of real-world type scenarios. However, the influence of things such as 

company culture, norms, and resources should be included in the investigation of solution 

generation to these types of problems because of the interactive effects of many things 

most likely influence how a person will respond to these types of problems.
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This study could also be replicated with problems less difficult in nature. It is 

possible that more difficult problems may hide the interactive influence of emotional 

intelligence and emotional problem characteristics because there is more for the problem 

solver to process. Future research could focus on problems with varying levels of 

difficulty to see if the predicted interactions from this study would be realized.

The problem order effects make salient that there may be engagement effects 

based on the order in which tasks are presented. It is important to understand if these are 

emotional carryover effects, or engagement differences, or if the differences were due to 

something else. It is also important to understand if these effects are durable. In addition, 

it would be valuable to understand how to utilize engagement effects to facilitate 

performance.

Future studies might also look at other measures of resolving power quality, such 

as the proportion of high resolving power solutions. In addition, other quality ratings such 

as originality, appropriateness, accuracy, or the number o f different categories a problem 

solver’s solutions belonged to, may also provide additional insight into how problem 

characteristics and individual characteristics are related to different aspects of quality. For 

example, quality measures such as accuracy may be more related to a measure of 

cognitive intelligence.

Finally, forthcoming research efforts could use a combination of dependent 

variables. It is possible that the three measures o f interest in this study (i.e. quantity of 

high resolving power solutions, average resolving power, and the highest related 

solution) together would evince in an overall pattern that is more consistent with the
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study’s primary premise that problem type and emotional intelligence would interact to 

influence solution quality.

Though this study did not show all of the predicted relationships that were stated, 

it did provide an interesting framework to investigate the effects of problem 

characteristics and individual differences on the decision making process. Obviously the 

importance of improving decision making processes and outcomes requires that 

researchers continue to ask the questions that can help predict, define, and explain 

decision making.
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Footnotes

1. Though a repeated measures analysis of variance would allow for the 

examination of within subject variables, categorical predictors must be used. Judd and 

McClelland (1989) developed a methodology for testing within subject variables of 

interest in conjunction with continuously measured predictors. For this study three new 

variables were created using Judd and McClelland’s procedure. The procedure is 

described for the average resolving power variable, but was used to create variables for 

quantity of high resolving power solutions and highest rated solution. Contrast coding 

was used to incorporate the participants’ scores on both Carol and Scott scenarios. 

Participants’ average resolving power scores for Carol’s problem were multiplied times a 

+1. Participants’ average resolving power scores for Scott’s problem were multiplied 

times a -1. These two values were then added together. The additive value was then 

divided by the square root of the sum of the squared contrasts codes. This new variable 

represented a score for average resolving power that was incorporated the difference 

between the two problems (Scott and Carol).
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APPENDIX A

A c m e  O r g a n iz a t io n  P r o b le m

Please read the following problem confronting the Acme Organization.

The Engineering Department of Acme Company has been holding wage increases to a 6 
percent level. The decision to hold wage increases came about from an effort to reduce 
product twice in the past year due to increased shipping costs of materials, and upper 
management does not feel that Acme can remain competitive if there are any future 
increases in the cost of their product. Unfortunately, the engineering job market in the 
area stands at about 12 jobs for every one trained engineer. Because of this,
“headhunters” are cropping up and are enticing Acme’s engineers with “better” jobs and 
“better” benefits. As of late, turnover among Acme’s engineers has increased and 
productivity has decreased. Also, there is a considerable grumbling among current 
engineers about Acme’s policy on wage increases. Upper management feels that much of 
the dissatisfaction is based upon the headhunters’ enticements of better opportunities in 
other places. The concern at Acme is to maintain a quality group of engineers at a high 
level of productivity. Upper management at Acme does not know how to solve this 
problem.
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APPENDIX B

S c o t t 's  P r o b le m

Please read the following problem confronting Scott, a manager.

Scott is the manager of the Acme Engineering Department. The Upper Management of 
Acme Company has been holding wage increases to a 6 percent level. The decision to 
hold wage increases came about from an effort to reduce product twice in the past year 
due to increased shipping costs of materials, and upper management does not feel that 
Acme can remain competitive if there are any future increases in the cost of their product. 
Unfortunately, the engineering job market in the area stands at about 12 jobs for every 
one trained engineer. Because of this, recruiters are cropping up and are enticing Acme’s 
engineers with “better” jobs and “better” benefits. As of late, turnover among Acme’s 
engineers has increased and productivity has decreased. Also, there is a considerable 
grumbling among current engineers about Acme’s policy on wage increases. Mr. 
Wentworth, an executive vice president, has directed Scott to improve the situation in the 
engineering department. Mr. Wentworth feels that much of the dissatisfaction is based 
upon the recruiters’ enticements of better opportunities in other places. The concern at 
Acme is to maintain a quality group of engineers at a high level of productivity. Scott 
does not know how to solve this problem.
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APPENDIX C 

C a r o l's  P r o b le m

Please read the following problem confronting Carol, an attorney.

Carol is a single, 29 year-old lawyer who recently began working for a large law firm. 
Most of her work involves acting as a junior lawyer, assisting Frank, one of the senior 
partners in the firm. Frank is a highly respected corporate lawyer who is well-connected 
and a shrewd and successful attorney. Carol enjoyed her job very much at first. Frank 
saw to it that she was given more and more responsibility, and Carol was convinced that 
she was well launched into a very successful and fulfilling career. When Frank starting 
asking Carol to accompany him to two-hour “working” lunches and suggesting they work 
late into the evening, she thought nothing of it. In fact, she was pleased that Frank had 
such confidence in her work and opinions. Carol began to feel uncomfortable, though, 
when she noticed that Frank frequently stared at her body. One afternoon during lunch, 
Frank began questioning Carol intensely about her previous romantic relationships. 
Suddenly he confessed in a roundabout way that he was interested in her romantically. 
Carol said she was not interested in a relationship. Subsequently, Frank has been overly 
critical o f her performance in front of other partners and has been giving her less 
desirable assignments. Carol would like to switch to another law firm, but it took her a 
year to find this job because there are so many lawyers looking for work. She does not 
know what to do.
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APPENDIX D

C o g n i t i v e  a n d  A f f e c t i v e  P r o b le m  Q u e s t io n n a ir e

For each of the adjective pairs below, circle the corresponding number that describes how the 
problem made you feel.

01. scared 1 2 3 4 5 6 reassured
02. energetic 1 2 3 4 5 6 tired
03. riled 1 2 3 4 5 6 pacified
04. relieved 1 2 3 4 5 6 apprehensive
05. admiration 1 2 3 4 5 6 contempt
06. afraid 1 2 3 4 5 6 unafraid
07. tranquil 1 2 3 4 5 6 agitated
08. repulsed 1 2 3 4 5 6 attracted
09. interested 1 2 3 4 5 6 bored
10. passive 1 2 3 4 5 6 uptight
11. concerned 1 2 3 4 5 6 unconcerned
12. undisturbed 1 2 3 4 5 6 mad
13. apathetic 1 2 3 4 5 6 enthusiastic
14. cranky 1 2 3 4 5 6 good-humored

15. unperturbed 1 2 3 4 5 6 anxious
16. somber 1 2 3 4 5 6 cheerful
17. calm 1 2 3 4 5 6 excited
18. disappointed 1 2 3 4 5 6 delighted
19. detached 1 2 3 4 5 6 engrossed
20. relaxed 1 2 3 4 5 6 tense
21. jittery 1 2 3 4 5 6 serene
22. fearful 1 2 3 4 5 6 fearless
23. hopeful 1 2 3 4 5 6 hopeless
24. offended 1 2 3 4 5 6 unoffended
25. composed 1 2 3 4 5 6 nervous
26. captivated 1 2 3 4 5 6 disinterested
27. sluggish 1 2 3 4 5 6 alert
28. placated 1 2 3 4 5 6 angry
29. depressed 1 2 3 4 5 6 elated

30. sedate 1 2 3 4 5 6 jumpy
31. unruffled 1 2 3 4 5 6 irritated
32. pleased 1 2 3 4 5 6 displeased
33. alarmed 1 2 3 4 5 6 unalarmed
34. dejected 1 2 3 4 5 6 exhilarated
35. peppy 1 2 3 4 5 6 drained
36. objectionable 1 2 3 4 5 6 unobjectionable
37. unbothered 1 2 3 4 5 6 disgusted
38. threatened 1 2 3 4 5 6 secure
39. sad 1 2 3 4 5 6 happy
40. lively 1 2 3 4 5 6 quiet
41. distressed 1 2 3 4 5 6 comforted
42. passionate 1 2 3 4 5 6 dispassionate
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For each of the statement pairs below, circle the corresponding number that describes your 
perceptions and reactions to the problem.

43. strongly affected 
me personally

44. I have 
very little 
experience with 
similar problem

45. would need lots 
of experience to 
solve problem

46. problem is very 
realistic

did not affect 
me personally

I have 
a lot of
experience with 
similar problem

do not need any 
experience to 
solve problem

problem is very 
unrealistic

47. problem would 
be difficult 
to solve

problem would 
be easy 
to solve

48. problem matters 
a lot to me

49. I could generate 
good solutions to 
the problem

50. would take a lot 
of time to solve 
the problem

51. I feel a lot of 
sympathy for the 
person with
the problem

52. it is very 
important to find 
a good solution

53.

54 .

problem is 
very complex

I have a lot of 
expertise with 
the problem

I could care less 
about problem

I couldn’t * 
good solutions 
the problem

would take very 
little time to * 
the problem

I have no 
sympathy for the 
person with 
the problem

it is not at all 
important to find 
a good solution

problem is 
very simple

I have no 
expertise with 
the problem
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For each of the statement pairs below, circle the corresponding number that describes your 
perceptions and reactions to the problem.

55. characters in the 
problem are very 
believable

characters in the 
problem are very 
unbelievable

56. I could think of 
many solutions

57. problem 
provokes strong 
feelings

58. issue depicted 
in problem is 
very important

I could not think 
of any solutions

problem does not 
provoke strong 
feelings

issue depicted 
in problem is 
very unimportant

59. I could think
of few compromise

solutions

I could think 
of many 
compromise 
solutions

60. I’m very confident 
I could resolve 
the conflict

I ’m very unsure 
I could resolve 
the conflict

61. problem requires
very much expertise 
to solve

problem requires 
very little * 
to solve

62. I would take 
sides to resolve 
the conflict

I would not take 
sides to resolve 
the conflict ,

63. Satisfying all
parties would be
very difficult 1 2 3 4 5 6

Satisfying all 
parties would be 
very easy
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Rating
1

2

3

4

5

6

APPENDIX E

R e s o l v i n g  P o w e r  A n c h o r s

Requirement
Doesn’t do a very good job of addressing any aspects of problem 

*addresses one sub-aspect of one aspect/side poorly 
Exemplar Carol: Deal with the criticism because it will ultimately make her a better 
lawyer.
Exemplar Scott: Talk to a recruiter to see how good the other options are.

Addresses one aspect of the problem moderately well
*only dealing with one sub-aspect of one aspect/ side moderately well or more 
than one sub-aspect on one aspect/ side not so well 

Exemplar Carol: Use the hypercritical feedback from her boss as an opportunity to 
identify and correct mistakes. Once she has proven her ability to excel even under trying 
circumstances she should have many high-quality job opportunities available to her. 
Exemplar Scott: They could give them freedom and flexible work schedules as long as 
they get their work done.

Effectively addresses one aspect of the problem
*two out of three sub-aspects are effectively addressed on one aspect/ side 

Exemplar Carol: File a sexual harassment lawsuit against him.
Exemplar Scott: They can restructure their company so they can pay them more.

Seems to attempt to address more than one aspect of the problem
^addresses both aspects/ sides vaguely or addresses one aspect/ side moderately 
well and one vaguely

Exemplar Carol: Start a romantic relationship with him simply for the advancement of 
her career.
Exemplar Scott: Bring in less experienced engineers and train them to do the job.

Resolves the conflicting aspect of the problem moderately well
*both sides mentioned: two sub-aspects addressed moderately well or a total of 
three sub-aspects mentioned vaguely 

Exemplar Carol: Talk to Frank’s superior about his actions.
Exemplar Scott: Make teams for recruiting engineers and give prizes to those who 
recruit.

Does a very good job resolving conflicting aspects of the problem
*both sides mentioned: four sub-aspects addressed with two addressed very well 
or total of three sub-aspects addressed moderately well 

Exemplar Carol: Have a meeting with all the partners (including Frank) inform everyone 
of the situation. Make Frank look like an ass.
Exemplar Scott: Try to get pay based on productivity. That will improve the recent drop.
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APPENDIX F 

D e m o g r a p h ic  Q u e s t io n n a ir e

Please record your answers to all questions below using a 
pencil and computer scantron sheet. Use the green 10-point 
computer sheet.

1. What is your gender? 1) Male 2) Female

2. What is your race? 1) Caucasian 2) African American 3) Hispanic
4) Native American 5) Asian American 6) Other

3. What is your highest level of educational experience?
1) High school graduate 2) Some college 3) Associate’s or 2-yr. degree
4) Bachelor’s degree 5) Master’s degree 6) Doctorate (M.D., Ph.D, or J.D)

4. From the age of 18, how many years have you worked outside the home? Include both part- 
time and full-time work experiences.

1) Zero 2) Less than 1 year 3) 1-4 years 4) 5-9 years
5) 10-19 years 6) 20-29 years 7) 30-39 years 8) 40-49 years 
9) 50 or more years

5. Choose one of the following options that best describes your current situation?
1) Full-time care of home/family 2) Own business 3) Full-time employment 
4) Part-time employment 5) Retired 6) Unemployed
7) Temporary employment

6. Is English your primary language? 1) Yes 2) No

7. How difficult was it for you to read the questionnaires in the packet?
1) Not at all difficult 2) Somewhat difficult 3) Difficult 4) Very Difficult

8. What is your current marital status?
1) Single, never been married 2) Divorced 3) Widowed 4) Married

9. How many children do you have? 1) Zero 2) 1-2 3) 3-4 4) 5 or more

10. How many siblings do you have? 1) Zero 2) 1-2 3) 3-4 4) 5 or more

11. On the lower left corner of your computer sheet under the birth date section, 
we’d appreciate you recording the year you were born (month and year not 
necessary). Remember to fill in the bubbles under the year.
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APPENDIX G

M o o d  M e a s u r e

Please indicate to what extent you feel this way right now, that is, at the present 
m om ent, using the scale provided below.

Sad

Depressed

Displeased

Disappointed

1 2 3 4 . 5  6 7 8 9 10

1 2 3 4 5 6 7 8 9  10

1 2 3 4 5 6  7 8 9  10

1 2 3 4 5 6 7 8 9  10

Happy

Upbeat

Pleased

Delighted


