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1. Title: Self-management competencies in self-managing teams: Their impact on multi-team system productivity.
Authors: Millikin, John P.; Hom, Peter W.; Manz, Charles C.
Abstract: This research examined how composition of individual capabilities within self-managed teams translates into greater effectiveness for multi-team systems (MTS) in which teams are embedded. We investigated how a broad range of self-management competencies by team members aggregate to form a collective construct that influences productivity of a team network. In a semiconductor plant, we surveyed 716 members from 97 self-managed teams in 21 MTS. We found that MTS comprising teams whose members widely practice self-management strategies attain higher productivity gains and that multi-team systems consisting of highly cohesive teams of self-managers are the most productive.
2. Title: From solidarity to division: An analysis of Lech Wałęsa's transition to constituted leadership.
Authors: Lussier, Danielle N.
Abstract: This essay analyzes the capacity and constraints of authority in the contexts of constituted vs. non-constituted leadership. Using the experience of Lech Wałęsa''s transition from the leader of the Solidarity social movement to the president of Poland as a case study, this article evaluates the portability of leadership skills and informal authority to the changing operational context of constituted leadership. It argues that the constraints of formal authority are significantly higher than those imposed on non-constituted leaders. As a result, while constituted leaders may have greater resources available to broadcast power, the allocation of these resources entails higher expectation for their custodians. This analysis concludes that a successful transition from non-constituted to constituted leadership is possible only when the leader manages to build new bases of informal authority. Wałęsa failed to expand his informal authority and was unsuccessful at transferring his leadership skills to the presidency.
3. Title: The impact of blatant stereotype activation and group sex-composition on female leaders.
Authors: Hoyt, Crystal L.; Johnson, Stefanie K.; Murphy, Susan Elaine; Skinnell, Kerri Hogue.
Abstract: The individual and combined impact of blatant stereotype activation and solo status or mixed-sex groups on the self-appraisals, performance, and anxiety of female leaders was examined across three laboratory studies. The first study utilized a two-condition, two-stage design in which female leaders were exposed to a blatant stereotype threat or control condition after which they completed a leadership task. In the second stage, the threatened leaders received a solo status manipulation (leading a group of men) while the control condition did not. In the second study a 2 (blatant threat, no blatant threat) by 2 (solo status, all-female group) fully factorial design was used to test the hypotheses. Finally, in Study 3, a similar factorial design was used with a mixed-sex, rather than solo, condition. Across the studies it was hypothesized and found that receiving a single stereotype threat would result in a positive, stereotype reactance, response. However, when both threats were combined a stereotype vulnerability response was elicited, as expected. Theoretical and practical implications are discussed.
4. Title: Differentiation in leader–member exchange: A hierarchical linear modeling approach.
Authors: Ma, Li; Qu, Qing.
Abstract: This paper explores possible antecedents and consequences of leader–member exchange (LMX) differentiation. LMX differentiation is a group-level construct, defined as the degree to which members working with the same leader differ in terms of their LMX relationship quality with their leader. Specifically, we hypothesize that leaders’ personal universalistic values are negatively correlated with LMX differentiation. LMX differentiation, in turn, moderates the lower-level effect that LMX has on performance evaluation. Using surveys from leaders and subordinates as well as archival data from six companies, we found support for these arguments. However, we did not find support for a hypothesized cross-level moderation effect of differentiation on the effect LMX has on interactional justice. Implications for theory and discussion of future research directions are also addressed.
5. Title: Leadership style and activating potential moderators of the relationships among leader emotional displays and outcomes.
Authors: Connelly, Shane; Ruark, Gregory.
Abstract: The present study argues that leader emotional displays are important to consider both within and outside of transformational/charismatic paradigms and must look beyond positive and negative affect. Accordingly, this experiment examined the effects of emotion valence as moderated by leadership style (transformational vs. transactional) and activating potential (high vs. low) on follower satisfaction, evaluations of the leader, and creative task performance. Findings showed differential effects of positive and negative emotions for different leader styles for evaluations of transformational leadership and leader effectiveness and for follower performance. Additionally, positive emotions with higher-activating potential resulted in more desirable outcomes than those lower in activating potential, but the reverse was true for negative emotions. Findings are discussed in light of research and practical implications.
6. Title: Structural impacts on the occurrence and effectiveness of transformational leadership: An empirical study at the organizational level of analysis.
Authors: Walter, Frank; Bruch, Heike.
Abstract: This article empirically investigates the role of organizational structure in the transformational leadership (TFL) process. We examine organizational centralization, formalization, and size as antecedents of an organization''s TFL climate, and as moderators of the relationship between TFL climate and productive organizational energy (POE). Hypotheses are tested using a sample of 125 organizations. Results show that both the centralization and size of an organization are negatively related to its TFL climate, whereas formalization has a positive association. Further, while there is a positive linkage between TFL climate and POE, both centralization and formalization moderate this relationship. The TFL climate–POE linkage is diminished under conditions of high centralization, and it is enhanced under conditions of high formalization. These findings point to the role of organizational structure as a boundary condition for both the occurrence and the effectiveness of TFL in organizations. The paper concludes by acknowledging its limitations and discussing its implications for practice and research.
7. Title: Do “protean” employees make better leaders? The answer is in the eye of the beholder.
Authors: Briscoe, Jon P.; Hoobler, Jenny M.; Byle, Kevin A.
Abstract: While the protean career (Hall, 1976, 2002) has been lauded for its advantages in helping individuals adapt to changing career contexts, it is not clear how this career orientation may impact how others perceive a person''s leadership ability. In this study, we hypothesized that those with a protean career orientation would receive higher leadership ratings from subordinates and superiors, but lower leadership ratings from peers, in part based upon social comparison theory. Using structural equation modeling, our hypotheses regarding subordinates and peers were supported, but not with respect to superiors, who, along with peers, rated those with a protean career orientation lower in terms of transformational leadership as measured by the MLQ. We discuss potential reasons for these findings and the consequences for research and theory. Also, we examine the implications of this research for leadership development, workforce recruitment and retention, and possible generational significance.
8. Title: Not all leader–member exchanges are created equal: Importance of leader relational identity.
Authors: Chang, Chu-Hsiang (Daisy); Johnson, Russell E.
Abstract: Recent research by leadership scholars has emphasized the important role of follower self-identity. For example, leaders influence subordinate attitudes and behaviors by activating a collective identity level among their subordinates. We extend existing identity-based approaches by examining the relational identity level of leaders. Previous work has focused predominantly on followers (vs. leaders) and on collective (vs. relational) identity. Using data from two samples, we supported our hypothesis that leader relational identity moderates relationships of leader–member exchange (LMX) with subordinate task performance and citizenship behaviors. The nature of the interaction was such that the negative relationships of low-quality LMX with performance are mitigated when subordinates had supervisors with strong relational identities. These findings highlight the need to consider not only the identities of followers but those of leaders as well.
9. Title: Leader errors and the influence on performance: An investigation of differing levels of impact.
Authors: Eubanks, Dawn L.; Mumford, Michael D.
Abstract: Errors will inevitably occur when one is involved in decision making tasks with complex, ill-defined problems. Qualitative research on this topic has illuminated the complex nature of problems faced by many leaders and organizations as they make decisions. Although this research has answered many questions about the nature of errors, empirical research on errors among leaders remains scarce. To further explore this topic, 170 undergraduates were assigned to one of five work conditions and asked to read three cases with initiating structure problems and three cases with consideration problems while taking on the role of the CEO in the scenario. Errors committed by leaders were examined to answer questions about how work conditions influence errors committed. Additionally, how these errors influence performance outcomes was also examined. Results indicated that work conditions paired with errors made by leaders influenced levels of performance. Under certain conditions, most notably process overload, errors led to negative performance. We also discuss the implications of these findings for understanding the influence of work conditions on errors committed and their combined influence on performance outcomes.
10. Title: Quantitative and qualitative examination of propositions concerning supervisor–subordinate convergence in descriptions of leader–member exchange (LMX) quality.
Authors: Zhou, Xiaohua (Tracy); Schriesheim, Chester A.
Abstract: Two studies were conducted to quantitatively and qualitatively examine supervisor–subordinate differences in perceptions concerning the quality of their LMX relationship. The results provided strong support for a lack of construct convergence between these two perspectives. Specifically, the findings suggest that leaders tend to focus more on task-oriented subdimensions and tend to give them greater weight when evaluating LMX relationships. However, subordinates are more oriented toward the social aspects of the relationship and perceive them as more important. This differential pattern was found to be generalizable across gender, race, and industry types.
11. Title: Was Gandhi “charismatic”? Exploring the rhetorical leadership of Mahatma Gandhi.
Authors: Bligh, Michelle C.; Robinson, Jill L.
Abstract: This study explores a deceptively simple question: was Gandhi a “charismatic” leader? We compare Gandhi''s rhetorical leadership to social movement leaders and charismatic U.S. presidents to examine whether any consistencies in charismatic rhetoric emerge across historical and cultural contexts. Our findings indicate that charismatic themes of articulating the intolerable nature of the present and appealing to values and moral justifications emerged in similar levels across all three samples. In addition, Gandhi''s speeches contained comparable levels of language that emphasized his similarity to followers, followers’ worth, links between the past and future, and abstract, intangible themes as compared to other leaders. In contrast, themes of collective focus and active, aggressive speech varied significantly across the three samples. Recognizing that content analysis should be utilized with caution across cultural settings, we suggest a number of possible explanations for Gandhi''s pervasive appeal and implications for future research into the universality of visionary rhetoric.
12. Title: Effects of repeated multi-source feedback on the influence behavior and effectiveness of managers: A field experiment.
Authors: Seifert, Charles F.; Yukl, Gary.
Abstract: Despite the widespread use of multi-source behavioral feedback as a method of leadership development, little research has been conducted to identify facilitating conditions that can make the feedback more effective. This article reports results from a longitudinal field experiment on the effects of providing feedback about influence behavior to middle managers in the corporate office of a supermarket chain. Managers who only attended a single feedback workshop were compared to managers who attended a second feedback workshop several months after the initial one. A significant increase in the use of “core” influence tactics with subordinates and peers was found only for the managers who received repeated feedback, and they were also rated higher in overall effectiveness by their bosses. Practical implications for leadership development and suggestions for future research are discussed.
13. Title: Testing a longitudinal model of distributed leadership effects on school improvement.
Authors: Heck, Ronald H.; Hallinger, Philip.
Abstract: A central premise in the literature on leadership highlights its central role in organizational change. In light of the strength of this conceptual association, it is striking to note the paucity of large-scale empirical studies that have investigated how leadership impacts performance improvement in organizations over time. Indeed evidence-based conclusions concerning the impact of leadership on organizational change are drawn largely from case studies and cross-sectional surveys. Neither approach satisfies the design requirements for studying the contribution of leadership to performance improvement in organizations. This paper tests a longitudinal, multilevel model of change in distributed leadership, school improvement capacity, and student performance over a four-year period. The results suggest that change in distributed leadership and organizational capacity for improvement make significant contributions to growth in student learning in reading and math.
14. Title: “Seeing” is retrieving: Recovering emotional content in leadership ratings through visualization.
Authors: Naidoo, Loren J.; Kohari, Nicole E.; Lord, Robert G.; DuBois, David A.
Abstract: Our purpose was to develop a new method of questionnaire administration that better captures the role of affect and embodied cognitions in leadership ratings. Study 1 participants visualized their current work supervisor or a neutral stimulus and provided ratings of their work supervisor. Study 2 participants viewed a leadership event and made ratings of leadership and affect. Participants later made identical ratings after visualization. In both quasi-experiments, participants'' affect was more strongly related to their leadership ratings following leader visualization. Study 2 showed that participants'' leadership and affect ratings were more consistent with their initial ratings, and it showed better episodic memory recall following leader visualization.
15. Title: Psychological processes linking authentic leadership to follower behaviors.
Authors: Walumbwa, Fred O.; Wang, Peng; Wang, Hui; Schaubroeck, John; Avolio, Bruce J..
Abstract: We examined the direct and indirect effect of authentic leadership behavior on the organizational citizenship behavior and work engagement of followers. With 387 employees and their 129 immediate supervisors, hierarchical linear modeling (HLM) results revealed that authentic leadership behavior was positively related to supervisor-rated organizational citizenship behavior and work engagement, controlling for ideal power distance, company type, and followers’ demographics such as age and sex. These relationships were mediated by the followers'' level of identification with the supervisor and their feelings of empowerment. We discuss the implications of these findings for theory, research and practice.
