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INTRODUCTION 

A review of leadership research is presented with 
a focus on Path-Goal Theory. The purpose of the 
study then presented was to investigate 
the behavior styles of leaders in a City Government. 
Each of the leaders who participated in the study 
completed a questionnaire. From this questionnaire, 
the leader's predominant behavior style and perceived 
ambiguity in the work environment were determined. 
The results were used to examine relationships be
tween: the method through which the leader obtained 
his/her position and the perceived ambiguity in the 
environment; the perceived ambiguity and the leader's 
behavior style; and finally, the leader's gender and 
behavior style. The results indicate that a leader 
who believes the work environment to be ambiguous will 
tend to act in an instrumental behavior style. Method 
of attainment did not seem to predict ambiguity 
levels. Finally, gender of the leader seemed to have 
no effect on behavioral style. These findings seem to 
support the Path-Goal Theory of leader effectiveness. 

Several leadership theories are available today which may 

be applied to leaders in both private industry and public 

government. Many variables may also be taken into consideration 

when assessing a leader's behavior. An overview of leadership 

theory identifies the similarities and differences, as well as 

weaknesses and strengths, of the theories which have gained 

attention in the past few decades. 

Overview of Leadership Theories. A great deal of research on 

leadership has been conducted in an attempt to identify those 

elements which distinguish an effective leader from an ineffec-

tive leader. So far, however, no one theory has been agreed 

upon. According to Arthur Jago of the University of Houston, 

"Multiple interpretations of leadership phenomena exist, each 
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providing some insight into the role of leader, but each remain

ing an incomplete and wholly inadequate explanation of complex 

relationships". [12] These various interpretations can be 

categorized into the following four theories: Universal Leader

ship Traits, Universal Leadership Behaviors, Situationally-Con

tingent Leadership Traits, and Situationally-Contingent Leader

ship Behaviors. 

1) UniversalLeadershipTraits. The focus of this theory is 

on a set of universal leadership traits. This theory was popular 

during the first half of the century and assumed that a person 

who possessed certain "leader" traits would be an effective 

leader in any given situation. This approach has been abandoned 

because no strong relationship between traits and leadership has 

been uncovered and the theory has too many exceptions to be 

practical. [6, p. 363-364] 

2) Universal Leadership Behaviors. The focus of this theory 

is on a set of universal leadership behaviors. This theory began 

to gain attention in the late 1940' s. Two critical leader 

behaviors were identified through the Ohio State Studies. These 

were initiating structure and consideration. Initiating struc

ture is a behavior through which a leader clarifies and 

defines the roles and duties of his/her followers. On the other 

hand, a leader who portrays the leader behavior of consideration 

will be concerned with the welfare of his/her subordinates. 

This leader will focus on the needs and satisfaction of the 

subordinates. These are independent factors and a leader may 
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show any combination of the two behaviors. A great amount of the 

research on universal leader behaviors has attempted to establish 

a link between the behaviors of initiating structure and consi

deration and subordinate performance and satisfaction. Also, 

other researchers have identified factors which they consider 

critical leader behaviors. For example, the Michigan Leadership 

Studies found that effective leaders tend to concentrate on 

supervisory functions, such as planning, coordinating and 

facilitating work. However, this task-oriented behavior was 

not used at the expense of subordinates. Effective leaders tend 

to use general, rather than close, supervision and are more 

helpful, considerate and supportive with subordinates than are 

ineffective leaders. [18, p.114] Bowers and Seashore also 

propsed a theory which contained four categories of leadership 

behavior. These categories include behavior labeled as: 

A) Supportive. Behavior which enhances someone else's 

feelings of self worth and importance. 

B) Interaction facilitation. Behavior which encourages 

the group members to develop close relationships which are 

mutually satisfying. 

C) Goal emphasis. Behavior that stimulates an enthusiasm 

within the group for meeting goals and surpassing performance 

standards. 

D) Work facilitation. Behavior which helps achieve goal 

attainment by activities such as scheduling, coordinatir.g and 

planning, and also providing resources such as tools, materials 
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and technical knowledge. [18, p. 118] 

Many of the factors which have been identified by other 

researchers are similar to those of consideration and initiating 

structure. 

No universal pattern has been established by the research 

which has been conducted on this theory. No "one best leadership 

style" has been identified which will be effective in all 

situations. [6, pp. 370-371] 

3 ) Situationally-Contingent Leadership Traits. The focus 

of this theory is on situationally-contingent leadership traits. 

Within this theory, research is focused on identifying the 

conditions under which certain leader traits will be effec-

tive. That research which has been conducted has dealt with 

only a few of the potential traits which could interact with 

situational variables to determine the effectiveness of the 

leader. In fact, most of this research has focused on Fiedler's 

Contingeny Model of Leadership Effectiveness in which Fiedler 

claims that the work group's productivity depends on (l)a 

personality trait identified as "task- vs. relationship-oriented" 

and (2)the favorableness of the leader's situation. The "task

vs. relationship-oriented" trait is measured by Fiedler's 

Least Preferred Co-Worker scale. Situation favorableness is 

defined in terms of 3 critical dimensions: Leader-Member 

Relations (good vs. poor) Task Structure (structured vs. 

unstructured); and Positon Power (strong vs. weak). These 

dimensions produce eight combinations of situational characteris-
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tics. The most effective leadership trait in various situations 

was determined by correlating LPC scores with the leader's 

group-productivity scores in each of the eight combinations. 

The results of this correlation indicate that task-oriented 

leaders perform best in very favorable or very unfavorable 

situations and relationship-motivated leaders will perform best 

in moderately favorable situations. No explanation is evident 

for why these relationships exist as they do. However, Fiedler 

claims that the data indicates that there is no such thing as an 

effective or ineffective leader, only a leader who tends to be 

effective in one situation and ineffective in another. [12] 

The implication of this research is that optimal manager 

placement may be possible: high LPC leaders would be placed in 

situations which are moderately favorable, low LPC leaders in 

other situations. If such placement is not possible, an alterna

tive is to change the situation in some way to fit the leader's 

style. 

Critics of this theory challenge the validity and reliabili

ty of the LPC scores and the measurement and evaluation of the 

situation favorableness, as well as the existence of an interac

tion between LPC and situational favorableness in determining the 

effectiveness of a leader. Fiedler does have a great deal 

of support, however. [12, pp. 322-323] 

4 ) Situationally-Contingent Leadership Behaviors. The 

focus of this theory and of this study is on situationally

contingent leadership behaviors. This theory, like the situa-
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tional traits theory, assumes that leader effectiveness is 

dependent on the situation. Here, however, the focus is on 

leader behaviors rather than traits. This theory includes at 

least three positions, including the Vroon-Yetton Model, an 

operant conditioning model of leadership behavior, and Path-Goal 

Theory, which is the model that this study will focus on. [12] 

Situation-contingent leadership theory claims that a 

leader's effectiveness depends on the match between the leader's 

behavior and the leadership situation. A leader will be effec-

tive to the extent that he/she provides for or clarifies the 

subordinate's work path and personal goal attainment. Path-Goal 

Theory draws heavily on the Expectancy Theory of Motivation, 

which suggests that "Individuals will exert work effort to 

achieve perormance which will result in preferred rewards". [5, 

p. 320] According to House: 

the motivation function of the leader consists of 
increasing personal payoffs to subordinates for work-
goal attainment, and making the path to these payoffs 
easier to travel by clarifying it, reducing roadblocks 
and pitfalls, and increasing the opportunities for per
sonal satisfaction in route. [10] 

Certain conditions are said to exist under which a particular 

style of leader behavior will serve to increase subordinate 

performance and satisfaction: 

A) Subordinates will increase their work-related efforts 

if they perceive a leader's behavior will (a) make satisfaction 

of needs contingent upon effective performance, or (b) provide 

needed guidance, rewards, or some other form of structure which 
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would be lacking in the work environment without the leader's 

behavior. 

B) Subordinates will be satisfied with their leader's 

behavior if they believe that said behavior (a) will provide 

immediate satisfaction of needs or (b) will be inst.rumental in 

the attainment of future satisfaction of the needs of the 

subordinates. [6, p. 375] 

House's Path-Goal Theory defines those aspects of the 

situation to which the leader must adapt his/her behavior. 

These factors include: 

-the extent to which work tasks are clear or ambiguous; 

-the extent to which work is intrinsically satisfying; 

-the extent to which the work environment is stress-

ful. [13, p. 375] 

Several behavioral styles have been examined and used in 

research. These include leader styles which are Instrumental, 

Supportive, and Participative. An Instrumental leadership style 

is one in which the leader attempts to facilitate the subordi

nate's task performance and clarify the path-goal relationships. 

Supportive leadership is a style through which the leader is 

considerate of the needs and opinions of the other members of 

his/her group and shows concern for good relationships with and 

between his/her followers. Finally, a leader who exhibits a 

Participative behavior will strive for the involvement of the 

other group members in the planning and execution of group 

decisions. [9] These styles of leader behavior may all be used 
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by the same leader as the situation calls for and should be 

utilized in assisting the follower in finding the best path, 

setting goals which the subordinate will consider challenging, 

and attempting to remove any stressful barriers which may hinder 

the subordinate. [5, p. 408] 

Much of the research involving Path-Goal Theory has centered 

on the relationship between instrumental and supportive leader

ship and subordinate behavior for a variety of tasks. The 

results seem to support the framework that an instrumental 

leader behavior will be more effective for subordinates who have 

unstructured work tasks. Supportive behavior, on the other 

hand, will result in high satisfaction when the subordinate is 

performing tasks which are structured or routine. [16] 

Research on Path-Goal Theory has led to mixed results. 

According to Jago, some studies have supported the initiating 

structure factor and not that of consideration, while other 

studies have had opposite results. Such inconsistencies may be 

attributed to the difficulties in measuring the theory's relevant 

variables and on differences in the questionnaire and procedures 

used in the various research efforts. [12] 

In summary, four categories of leadership theory have been 

identified. Some of these theories have been discarded, and 

each approach has critics to disclaim its worth. No one specific 

theory has been identified as -The Leadership Theory-. More 

research will have to be conducted before this will happen. 
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Many variables exist 

within the environment which may affect the leader's behavioral 

style. For example, the gender of the leader might have some 

influence on his or her behavior toward subordinates. Much 

research has been conducted to study the relationship between 

leader gender and subordinate satisfaction. In 1979, Brown 

reviewed the empirical studies which dealt with the belief that 

women in leadership positions tend to behave in a different 

fashion from male leaders and that the subordinates of these 

women are less satisfied than are followers of male leaders. 

Brown found that conflicting results have been obtained. Some 

studies find that male and female leadership behaviors differ 

[3], while other investigations find no difference. For example, 

Stitt, Schmidt, Price and Kipnis [15] conducted an experiment 

in which 678 students participated. The students were in charge 

of or included in one of 2 groups led by either an autocratic or 

a democratic leader and were assigned the task of producing paper 

airplanes. Finally, each group member was asked to complete a 

questionnaire. The researchers found, among other things, that 

male and female leaders seemed to display similar leadership 

behaviors. Also, both male and female leaders reported and were 

perceived by followers of each sex as behaving in a comparable 

fashion with male and female subordinates. 

Trempe, Rigny, and Haccoun [17] also conducted a study 

investigating the relationship between leader gender and subordi-

nate satisfaction. This experiment revealed that supervisor and 



10 

follower gender seemed to make no difference in the satisfaction 

of the follower. Also, female leaders were rated as showing no 

more concern for employees than male managers did. 

Another variable which may affect leader behavior style is 

the method through which a leader obtained his/her position. In 

local government, for example, many supervisors are elected into 

office or are political appointees. These individuals may not go 

through a selection process by which position attainment is based 

on the candidate's specific qualifications for the particular 

position. This method of position attainment may also have some 

influence on the leader's style of behavior. A study was conduc-

ted by Foti, Fraser, and Lord to investigate whether different 

leadership labels, such as "leader", "political leader", "effec-

tive leader", and "ineffective leader" imply different leader 

characteristics. The results of this research effort indicate, 

among other things, that differences exist between the prototypes 

of the categories of "leader" and "political leader". [7] People 

seem to identify different characteristics with each of the 

categories. George E. Berkley, of the University of Massachu-

setts, seems to concur with this conclusion: 

Different types of organizations may also demand 
different types of leaders. Many a successful 
business executive has failed miserably after 
attempting to transfer his or her administrative 
prowess to the public sector . • • public-sector 
executives ••• probably • • • would produce a 
comparable failure rate. [2, p. 177] 

Thus, the method which the leader went through to obtain his/her 

position may have some effect on his/her perceived effectiveness 
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as a leader, if leaders who were selected through the political 

process are considered "political leaders" and those who went 

through a formal selection process are considered "leaders". 

Also, method of position attainment may influence the 

leader's perception of the ambiguity in his/her work environment. 

The ambiguity of the leadership situation may also affect the 

leader's behavior style. House and Rizzo defined ambiguity 

as the lack of clarity and predictability of the outcomes of 

one's behavior. [11] Role ambiguity is likely to occur when the 

task is unstructured, there is little formalization in the work 

environment, and when one is not experienced at performing the 

task. Path-Goal Theory assumes that a person will consider role 

ambiguity to be dissatisfying. Instrumental leader behavior 

will serve to reduce subordinate role ambiguity, but will not be 

effective if role ambiguity is low. Participative leadership 

may serve to increase subordinate effort when a subordinate has 

an unstructured and ambiguous task. Participation in decision

making concerning task goals, plans and procedures may help the 

subordinate learn about his/her task and expected role, thus 

leading to role clarity. Role ambiguity, therefore, is a 

variable which may effect leader-behavior style.[18] 

Hypotheses. The following hypotheses were developed to study 

the relation between the behavioral style of a leader in City 

Government and his/her: method of obtaining his/ her pos i tion; 

the ambigui ty of the leader's work environment; and leader 

gender. 
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1. Perceived ambiguity is a function on the method 
through which the leader attained his/her position. 

Those leaders who were politically appointed or elected may 

rate their environments as ambiguous. Those who are elected 

into office may be elected not because of their qualifications, 

but because they "know the right people" or because this person 

posesses more charisma than the loser did. The most qualified 

individual may not be selected in a political election. This 

may apply to those appointed to positions as well. These 

leaders may not have a strong understanding of what the position 

entails and would consider their roles to be ambiguous. On the 

other hand, those leaders who were involved in a formal selection 

process may feel they have been chosen on their qualifications, 

and they may feel more secure in their roles. 

2) Leaders who believe themselves to be in highly 
a~biguous environments will assume an instrumen
tal behavior. A less ambiguous behavior will 
lead to a more supportive or participative leader 
behavior. 

If the elected/appointed leaders feel their work environments 

to be unstructured and ambiguous, they would be inclined to set 

objectives for their subordinates, clarify and determine their 

paths. The leaders who went through the selection process may be 

more sure of their roles and their qualifications for the 

postion. If they consider their work environment to be clear cut 

and unambiguous, these leaders may feel the subordinate's path is 

also clear. They are more likely to be concerned with the 

subordinate and his/her well-being, needs, and opinions than with 

clarifying the task. Also, these leaders may be more willing to 
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involve the other group members in the planning and execution of 

decisions. 

3) Gender of the leader in a City Government po-
sition will have no significant correlation with 
a particular leadership style or with the amount 
of ambiguity in the leader's work environment. 

Other research supports this hypothesis. Leaders in City 

Government should be no different than leaders in private 

industry where leader behavior and gender are concerned. 

METHODS 

Subjects 

All subjects were supervisors or assistant supervisors in 

Muncie, Indiana City Government. A total of 39 department heads 

participated in the study. One did not provide sufficient 

information, so the final total of participants was 38. The 

sample consisted of 11 females and 27 males. 

Procedure 

The questionnaire used in this study was administered to 

the supervisors/department heads and their assistants during a 

day-long workshop which was conducted by the City Personnel 

Office. Most of the participants of the workshop were required 

to attend by the Mayor. The questionnaires were distributed 

before the group broke up for lunch. A brief explanation of the 

purpose of the study was provided. Participation in completing 
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the questionnaire was strictly voluntary and anonymous, and the 

subjects were reassured that no one in City Hall would see any 

of the completed questionnaires. The completed questionnaires 

were then picked up at the end of the day, so they had plenty 

of time in which to complete the short questionnaire, which can be 

found in the Appendix. Of the 44 workshop participants, 38 

completed the questionnaire. 

Instruments 

Leadership behavior style was measured using the Leader Behavior 

Questionnaire. The scales of the 15-item questionnaire were 

developed by Robert J. House. [9] In completing the question-

naire, leaders were requested to report on a 5-point scale 

(ranging from "always" to "never") the behavior which best de-

scribes their perceptions of themselves as leaders. A reliabili-

ty analysis was conducted which indicated that the overall Leader 

Behavior Questionnaire had a reliability coefficient of alpha = 

.7866. The items which measure the three styles had overall 

reliability coefficients as follows: 

STYLES 
(N=38) 

Instrumental (5 items) 
Supportive (5 items) 
Participative (5 items) 

Overall .7866 

ALPHA 

.6413 

.6386 

.6993 

The participants were asked to choose the method through 

which they attained their positions (political election/appoint-

ment or the selection process). A formal selection process 

would involve a candidate completing an application form, 
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interviewing with the outgoing department leader, a high officer 

of City Government. or a supervisor of the Personnel Department, 

and then being selected by having the highest qualifications. 

The participants were also asked to indicate their gender and the 

number of subordinates reporting to them. 

Finally, role ambiguity was measured using a four-item 

scale which was developed by Beehr, Walsh, and Taber, 1976. [4] 

The 5-point range of responses ran from "Very False" to "Neutral" 

to "Very True". A reliability analysis of the Ambiguity scale 

was run, and these items had an overall reliability coefficient 

of alpha = .7955. 

RESULTS 

The data obtained from the questionnaire was compiled and 

subjected to a Pearson Correlation analysis. In Table 1, a 

correlation matrix is presented showing the intercorrelation of 

the three leadership behavior subscales and the leadership total 

and ambiguity total. 

Insert Table 1 Here 

The intercorrelation of the three leadership sUbscales are 

significant, which is not surprising as the three subscales are 

measuring a related topic, namely leader behavior style. They 

are not highly significant, however, because each of the leader 
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behaviors are distinctly different, so the scales are measuring 

differing, but related, behaviors. 

Table 1 also reveals that the intercorrelation between the 

Total Leadership scores and the Total Ambiguity scores is 

significant (P <.05). However, closer analysis of the correla

tions reveals that most of this significance is due to the 

presence of the Instrumental Scale. This scale and the Ambiguity 

Scale are very highly correlated (P=.OOO), whereas the other two 

behavior scales are not significantly correlated (Supportive: 

P=.381 and Participative: P=.191). The significant correlation 

between Instrumental behavior and Total Ambiguity Scores indi

cates that when a leader's environment is ambiguous, he or she 

seems to behave in an Instrumental leader style, which supports 

the second hypothesis. However ambiguity was not significantly 

related to the other two behavioral styles. The relationship was 

correlated in the right direction, but was not significant. 

Therefore, this part of the hypothesis cannot be supported. 

Table 2 (see Appendix) contains the results of T-Tests 

comparing the sample means of the position attainment methods 

with each of the following factors: Instrumental scores, 

Supportive scores, Participative scores, Total Leader scores, 

and Total Ambiguity scores. 

Insert Table 2 Here 

As is evident, no significant findings were obtained from this 
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,- analysis, which indicates that the firs t hypothes is that per

ceived ambiguity is a function of the method through which the 

leader attained his/her position cannot be accepted. 

-

T-Tests were also conducted comparing the means of each 

gender with the same factors as above. 

Insert Table 3 Here 

These data also fail to indicate any significant relationships. 

Thus, the hypothesis that gender has no bearing on leader 

behavior style seems to be supported. 

DISCUSSION 

No support was found for the first hypothesis that politi

cally elected/appointed leaders were operating in ambiguous 

atmospheres. A correlation in the predicted direction can be 

noted; however, this correlation is not significant. Perhaps a 

larger sample size would have resulted in a sigificant correla

tion between the two factors. However, in this study, no 

significant results were found to indicate that method of 

attainment affects the amount of ambiguity in a leader's work 

environment. 

The hypothesis that leaders who find themselves in a highly 

ambiguous situation will assume an instrumental behavior style 

wa s supported. However, no s igni f icant da ta were obtained 

to indicate that a low-ambiguity situation will lead to suppor

tive or participative behavior. The significant data support the 
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If a leader feels the environment to be 

ambiguous, he/she will use an Instrumental style to clear the 

follower's path. 

No results were generated which support the hypothesis that 

a less ambiguous environment will lead to a supportive or 

participative behavior style. The reason for this is not clear. 

Perhaps, however, these City Government leaders believe that an 

ambiguous atmosphere warrents Instrumental behavior on their 

part, whereas they are not so willing to assume a supportive or 

participative style even when the situation is judged to have a 

low level of ambiguity. No matter what the speculation, no 

reason is obvious for the mixed results concerning the second 

hypothesis. 

The final hypothesis predicted that the leader gender would 

have no significant relationship with leader behavior style. 

This hypothesis is supported by the data in Table 3 and supports 

other studies (mentioned earlier in this paper) which indicate 

that the gender of the leader has little bearing on leader 

effectiveness. 

According to Path-Goal Theory, an effective leader is one 

who appropriately adapts his/her behavior to the particular 

situational environment. The results of this study partially 

support this. The gender of the leader seems to have little or 

no effect on leader behavior, which indicates that this variable 

does not restrict the leader to a particular style. Also, this 

study does not contradict the situationally-contingent aspect of 
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Path-Goal Theory. Leaders in an ambiguous situation seem to 

assume an Instrumental behavior style. However, more research 

needs to be done before any further conclusions can be reached 

about the relationship of leader effectiveness to the method of 

position attainment. A study which involves a larger sample of 

public leaders may indicate a relationship between method of 

position attainment and role ambiguity. Also, further study 

might reveal a significant relationship between low levels of 

ambiguity and supportive and/or participative behaviors, where 

this study failed to find such a relationship. This study, 

similar to much Path-Goal research, failed to support the entire 

Path-Goal theory. 
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TABLE 1 

~earson Correlation Coefficientsa 

Leader 
Behavior 

Instrumental 

Supportive 

~Cirticipative 

Total Leader Score 

a. N = 38 

* p <: .05 
*** p .t:.. .001 

~. 

.3291* 

Total 
Leader 

})art. Score 

.3477* .7267*** 

.4817*** .7562*** 

.8196*** 

To-cal 
Ambiguity 

Score 

.5965*** 

.0510 

.1460 

.34E36* 
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TABLE 2 

SELECTION METHOD 

POLITICAL FORMAL a 
LEADER (N=28 ) (N=10) t 
BEHAVIOR MEAN MEAN 

b 
Instrumental 21.2857 20.5000 0.96 

b 
Supportive 20.5357 20.8000 -0.37 

b 
Participative 18.8929 18.5000 0.42 

c 
Total Leader Score 60.7143 59.8000 0.48 

d 
Total Ambiguity Score 9.8571 10.400 -0.44 

a. df = 36 
b. Range on each Leaer Behavior Style is: 5 - 25 
c. Possible Range: 15 - 75 
d. Possible Range: 6 - 30 ,high score is ambiguous. 

-
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TABLE 3 

FEMALE MALE a 
LEADER (N=11) (N=27) t 
BEHAVIORS MEAN MEAN 

b 
Instrumental 20.1818 21.4444 -1. 63 

b 
Supportive 20.7273 20.5556 0.24 

b 
Participative 18.5455 18.8889 -0.38 

c 
Total Leader Score 59.4545 60.8889 -0.78 

d 
Total Amiguity Score 10.4545 9.8148 0.54 

a. df = 36 
b. Range on each Leader Behavior Style: 5 - 25 
c. possible range: 15 - 75 
d. Possible range: 6 - 30, high score is ambiguous. 

,-



8A -r:.}.:edl ::JT+.IBci d all.. -q.Ioddn S - S TB+uawn.I+suI I 

~~~*~~~~~~~~~~*~*~*~*~~~**~~***~*-~**AAA*~****A*Ak~~*~*ft~~**~~*****~ 

·GP8'~p 3r;~ ~~T" r.~_ G'~t~a[' 

"'T.8T·~J~l:.; ~'~'1.". uo ltcl':~_~(_-J,~~}~)~ J''-j -. ~ .~', .. ; ~ 0: _ -f .. : -~ _~....,( u ,,~~-l s " 

o ,~' E~_~ 8· ~.J 
oJ '";~:f'1 .) ::: Tr~ b l'. :~ ~ ~a t1.1-1~ 

• J.J l.I'8ili.~ .:,.; J .;_:-; J ,', ~ I:, ,~-LJ ;; T~~ E:; + 2 T":: -~ ~- ;) tl ~1.:.:- 8+ :.( ~ (;~" 

• CJ ~ 

• t: ~ 

· -z. ~ 

ci 

s 

I 
• -: Y" ~r ~.::-.' '~:c-;~ ::>8 :}:-~-~:<'~-8+ Sv; ~'·t:;": ~ ll. ~~ :,.. : ~ '..; ~) • ..;. '_I JvlC' Jri < ',-:'; VI. "1" · , (., .... ct 

• 

, -
r v,;.'\", 

oJ " 

• SOL cr, ~J :-::,' :~B ~ ~~ ~~'~ T':'7 ~ OJ :.r: ",J ,"7 -:- -r'~ 
L ' t:: s~- 83,].:, 

• ~1~;: .. ;;'; :)~ 'r ~:~.J. (; i1'~ ;; - ~ '-i ~3-c>1~(~'-"'~:~',-

.:::~ .~. ,,"!..;-Q1::S"e; r") r" ~\''-"1LIt::.J 

~TT~' ..A,.'! :-:.1.1::-' 2 2~·~i~.\ ~ ~ ,;'~3:?:'~ eo: ~1~ (t;l~ "'~:-..f ~.~:?~ dr:-"; ~.l\.J8.n'~ E:>~ S 'w 

~ ~ 

· .~ , 
,-' ~ 

o 

• ~ ~ 1 -T ~.:- d· ~: ~ ~:.. c: : \ C ~;} ~j ~ ~ :+ ;~;~ a peW S T) -, 1 ~ S' . .:~' ::? ~, .:~'~ • d 

_, 2~ 2· ~.:" "l": :~ T·~ . _1?? = ~.T .~ ; 1. 1 ~r...:~I , .. ~~ tJbUL TC;r.~ri (J.T_.S J:}~<c;~' .. 

.... "T? ...... 
• ...,Ii .• 

... - ....... ~, 

~j..-..... '-' r ~~ 't,;.1 .. J l' ..... ~1 

.:"!" ~~<~ ~.l ~': ...J " t:; '1 

• :;; ~~ ~) ~=' ~.~...:. -1_ -:- t;' r " ~: 

• _ ~ fJ ... : 
~T ) :cc'_~ 

, ",:,~U ,r r-. ";t-Iu :-,; 

-+ "!J:B 8 ~ ;31: 

".1, 

.~;.:;) f .. ~ _, 

" ~ -r L ~'Jt 6 ',1.: C' "'f 

,..-- '-~ 'A 1... ... :-:. ~: ~L 
.. ~ ."......... c 

y' ,.'.-:- -',', 
< + ~ ,.1: '.; '._~1. + c 

Sl J:C:':':: --:; ...... ~. J'~ t; ~...L:~1~ J~ 

•. T.-,....., T'~ 
. '.-L ~ ~ '.) 

;::}...... T ~ / 

.. 3' .. '~,--r 
, ~~-,.. 

v L-~ 

-!-
., ~ .... '~,'J 

tJ-i;.'; +l:;l_;;/1. ~-)~]-;'.J,:j'~J-

• 
L.. 

• -j 
./ 

· ~ 
:; 

C' ... ) 

I 

r1 

s 

I 

2"" 

c' 
c) 

1. 

ednO.IE aT{+ UT S.IaT{~o T{+lM S+lnsuo::J 'w8TQO.Id B T{+ TM pa::JBJ uaq,b'~ • 
L c1 

.::,:,~ "1-;-

• y: ,-' ....... ~ ,\. .~, 

• -::-, -: '-"L't:]~{':' 6(1 :L~:, ~ 't-.":: ~ ~,~ t; ~~L t=- ~--,:d ~ J.j. • ,:~ s 
+ G ~,:l-:'~ .;~,--:::j :-~ .J ~ ....J 2 ,-<. ~.,: ,-~ .:;1 v- , 

',1 
;':;' ... l '":;: _'~_J. 

~ -. ~ 

o..A- 3,\20 
~ 

1"l: -~ ,,~, ~~,= G .\lLc~~r~ ~;::t;, 

: s .... : :J :~:;l/;-C L ~ J 
~ -) .-... .. ! ,.,.-. 

A ;- .:.., _, 

c-~, :-;,; J ;:; ::; '3 ;j , c' ",... ....; 
r 1~1 /t'. ~ 0'~ :ry: l~ -. , .... 

'_:J <,"~ 

o :Tr2·J..c 

'.~ <1-:1 

.~ - - r 
<::} ,1,. ~r 

-~, - . 
, ~, 

J L 88.,1:1C /' 

-',:" 

0-t- r • I 

2-"r:'c,\"~ --= ::; ~ 

,j '-
.::-r~~()l~ ~;~iO~8~ 

"T -;'~ :A:: , -==- -: ~ ~,~ ;-:i '~t ;:; ~t s 1~ J"2 C' c,-, 
....... ,' .. ' 

~***~~~****~*~*~*****Kk~A*~*~*~*~~**~X~~~X*A~~~~*~**~********R~~~~*~ 

'l :'~-SJ~-L~ ~r..:~ :-~ ~r T :l. • A,IBS~_~D;J8:~ --, 
:-- ~~~ ~ i ~T- ~ ~t t:; ~~ ..: ~~. J :1 ~. ~' )t t.:8:~u-2~I: " ,-~ --

"-' ~ o.J ~~ ..... "-,. 

'-' 

. ~ 

\.j ,A. 

puc; 
0-'-' 

f r!~ ;:..1 ~ /'1 ':'~ S ,D ;-~,J"< ~:T1C· 

(' c :','::: 

:- -r SCi .)~~: ,-;::alr .. ;:;-; G ... ; 1 3';.~ -r~ d~~~ ::.~\'G:::t ,:02t:;:;~.i 

t: ') ~ ~ ,.Il:T_:_::.:: c~, ' .. ~d_ S7'"J 

d:.:) ''::; ~ --Ib~~l~.·.~jp~-.,~",v;,; t,-ru-_~ r'~:--i lIT:: .. 
!~~1unlc~ ~120~J~ bl O~~bk~~:~SGn 

c ?~;~~8jJJ 2~~~~~~~~L . ~;-:- T, ,~ 

;:..; ........ .:- G'r --

--j:"'-L"1 3':) S -= -= -;- (vi. I -~ ~4=- .E'~ I,-, v. -; J U.:::-

:.~,jv... LT"v ·>;J~tl;-;u;~;,}i,-T·8 r:-:~t83 .... l5 
';,t ,':~~~T1·.l.d{.'.:...;t;-\~ '-,I;-Jt~t;~)L f..; ~:;~ 

v <"j.-! r:;;jUG ~r' G;:·:·.~ 3U1";"~Oi~-c!,:-; ~j'-1.~ 

:uawal~uaD pUB ~STP~~ 

XIITN3'c1c1V 



~11 

1 • 

,..., 
• 

~~el c~rt~jn 2~GUt 

l G ',".' ~-~ :1(; i-. ~,U t llOI' j t:-l 
~laVp • 

k/18,:1 v"\~(-;d L ::,~.18 
,--':-: ~ ;:; c t.; \' fol; S ~;;( i s -t 
~,j~) • 

~ i. '{J i ._~ e j :n;;" 
LJTt'-;i~'E":r:J- • 

"+ • '~r~ 0",,1 ?\·\?-'n? ... L .>C,:/ r ,-; s ~ ,,~:-

• 

r • 

sl.t.i Ii tj ~~ c~,·rc. 

~r~_:I:: 0i:~C:tJ.i ~A,1~,,~ t, 

(:::y.""f'e~~ J.~('~_} '::;T rT.p. 

-,~'{ 
.., 

-'J i l;'1':1. 1 r. n 'IT 1.: ..1.::: " v '.' ~ 

~ .. .-' '"0 t h8 .j.. (' ·'JnG " ." L " " . 

----_ .. _--_ .. 

.' 
.I" 

J 

el~ 
.... "~:,.=~ La}:-:r; 

b ~" .' , 

~··c 
.'. -'-- v ...... 

-

,) , 

~,r -.:~:i 

_ ..:' -; c' 


