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ABSTRACT

ANTECEDENTS OF LEADER-MEMBER EXCHANGE

BY

Carl Peter Borchgrevink

In this monograph the theoretical and empirical

foundations of Leader-Member Exchange are reviewed. Leader-

Member Exchange is an important interpersonal construct with

great relevance for organizational functioning, management,

and leadership. We have limited knowledge about potential

antecedents to Leader-Member Exchange quality. The intent

of the research is to move toward filling this theoretical

and empirical vacuum. Following the review of literature

surrounding Leader-Member Exchange (LMX), LMX is discussed

within the context of leadership. LMX is posited to develop

through interaction between leader and member. Social

exchange theory is used as explanatory framework for why

leaders and members interact beyond their minimum role

requirements. Homophily and similarity-attraction is used

to suggest why particular interactional choices are made,

allowing the LMX to develop. Power is shown to be reflected

in the LMX, and power distance reduction theory is used to

suggest why leaders and members when interacting will tend

to magnify the relative quality of their LMX. Surveys are

used for data collection. Regression analyses and path

analyses are used and the results show that socioeconomic

differences and power differences are related to LMX which



in turn influences the communicative relationship. Racial

similarity is also found positively related to

communication.
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Chapter 1

INTRODUCTION

Most people work and live in hierarchically arranged

social aggregates. As long as hierarchies remain the

dominant organizing structure, knowledge about hierarchical

relations will be important to those who work in, or study,

organizational systems.

In organizations this hierarchical relationship is most

often referred to as the superior-subordinate relationship.

The superior-subordinate relationship is of primary

importance as 1) it is through this relationship that most

formalized goals, role expectations and behaviors are

explicated and negotiated; 2) there are many such

relationships, as every subordinate has a superior; 3)

research has found that using the superior-subordinate dyad

as the unit of analysis provides added insight into

leadership.

The Leader—Member Exchange (LMX) is one facet of the

superior-subordinate relationship, viz., the superior-

subordinate dyadic exchange relationship. The Leader-Member

Exchange is the interpersonal exchange relationship between

two organizational members at different levels of the

hierarchy.



Leader-Member Exchange

Dissatisfaction with leadership research and leadership

theory led to viewing leadership from the perspective of the

superior—subordinate dyad. Leadership theories and

consequent leadership research had focussed upon a leader’s

typical or average behavior toward his or her subordinates,

under the assumption that the leader behaves uniformly

toward subordinates. According to this perspective, each

subordinate will eventually be exposed to the same set of

leader behaviors over time, although various subordinates

may be exposed to various leader behaviors in various

settings (Vecchio, 1982). Graen (1976) called this proposed

homogeneity of behavior "Average Leadership Style."

Given the average leadership style focus, most

leadership research used the group, organization or other

aggregate as the unit of analysis (Bass, 1990: Kieser, Reber

& Wunderer, 1987). Other scholars, however, argued that

leader behavior varies across their subordinates.

Therefore, they argue that a more appropriate level of

analysis is the dyad (Cashman, Dansereau, Graen & Haga,

1976; Dansereau, Graen & Haga, 1975; Duchon, Green & Taber,

1986; Fairhurst & Chandler, 1989; Graen, Dansereau & Minami,

1972; Krantz, 1989; Liden & Graen, 1980). In discussing the

flaws of the average leadership style approach, Dansereau et

a1. (1975) specifically pointed to the vertical dyad as, " .

. . the appropriate unit of analysis for examining

leadership processes because the vertical dyad reflects the

2
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processes linking member and superior" (p.47). The label

Vertical Dyadic Linkage (VDL) was used to describe this

approach. Concurrently, Graen and Cashman (1975) proposed

the Leader-Member Exchange (LMX) label. Currently both

labels are used. This practice is confusing as the labels

seem to suggest two different constructs: VDL as a static

link between superior and subordinate and LMX as the

interaction between a leader and a member, but such is not

the case, because both labels are used interchangeably

(Vecchio, 1985: Vecchio, Griffeth & Hom, 1986). Leader-

Member Exchange is the dominant label presently and will be

used in this research.

Leader-Member Exchange and Leadership

Diagram

Given that the seeds for Leader-Member Exchange

originated in leadership research, it is appropriate to

define leadership as it applies to LMX. In the social

science literature the term leadership is used in three

ways: an attribute of a position, the characteristics of a

person, or a category of behavior (Katz & Kahn, 1978). The

conceptual definition of the LMX implies that from this

perspective leadership is conceived as a category of

behavior. This behavior takes place between superior and

subordinate as social exchange.

Leadership has received further definition as well. In

the following, the constructs of formal, informal
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transactional and transformational leadership will be

discussed and used in setting the scope of this inquiry.

Formal Versus Informal

Formal and informal leadership are frequently

distinguished (Gibb, 1947). This research will focus upon

formal leadership, while acknowledging that the LMX approach

may have relevance for informal leadership. A focus on

formally designated leaders can be seen as a focus on

headship (Holloman, 1968). The choice of focus is

pragmatic. Identifying informal leaders and their followers

is a difficult methodological problem. Furthermore, all LMX

research and theory to date has studied formal leaders, and

the proposed intent of this research is to hypothesize and

test for antecedents to LMX quality within LMX's current

definition and domain.

'0 r o

Tgaggggtigngl_ngggr§hipL Leadership is also

categorized into transactional leadership (Hollander 1978,

1993: Jacobs, 1970) and transformational leadership (Burns,

1978; Bass & Avolio, 1993). From the transactional

leadership perspective leadership is an interactive process

between leader and member based on social exchange

principles. The transactional view sees leaders as

providing benefits to members with an anticipation of

reciprocation through heightened responsiveness to the

leader’s concerns and needs (Hollander, 1993). This

approach sees both leader and member as having the potential
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to influence each other in the exchange. The leader and

member influence each other by acting in response to, or in

anticipation of, accruing benefit from their interplay.

Examples of benefits provided by the leader may be

direction, affect, and the power to make decisions. The

member may bestow benefits such as exceeding the leader's

behavioral expectations for laudable employees, adhering

more closely to the organizational norm-set, or not blocking

leader efforts. In essence, anything perceived to be within

the control of either interactant can be provided or

considered as a benefit to or by the other.

IIansfgzmatigngl_L§ggg;§nip; Downton (1973) and Burns

(1978) opposed the notion of leadership being a

transactional relationship, and presented transformational

leadership as an alternative. Transformational leaders

focus on the needs of the member (potential follower), and

attempt to meet them. In addition, transforming leaders go

beyond the needs that the member is experiencing, arouses

higher order needs (Maslow, 1943, 1954), and gratifies them.

The primary notion is that the transforming leader engages

the member further so that immediate short term needs are

transcended as longer term self-development becomes the

member's focus, and the collective interest replaces self-

interest as the member’s primary goal (Bass, 1990).

Proponents of this perspective argue that transactional

leadership is commonL and much less worthy of attention and

research than transformational leadership, the uncommon form



6

(Bass, 1982). Others argue that transformational leaders

are not qualitatively different from transactional leaders,

but are more effective in their use of strategies and

tactics also available to transactional leaders (Chemers,

1993). Hollander (1993) argues that transformational

leadership is an extension of transactional leadership and

that it is made possible by vast quantities of idiosyncrasy

credits at the leader’s disposal.

Le de - emb xchan e: s ' 0 ns at ?

WWW

Graen and Scandura (1987) have put forth a role theory

that consists of three stages: role taking, role making, and

role routinization. According to their perspective all

members desire and seek to negotiate change in their

prescribed role after the role taking stage, and it is

through role negotiation that the LMX develops (Graen, 1976:

Graen & Scandura, 1987). As such, the LMX is most clearly

transactional in nature because it develops as the result of

role negotiations between leader and member. I turn now to

the three stages of the role theory describing how LMX

develops.

Bglg_§aking; The role taking stage involves

communication of initial role expectations to the member by

the member's role-set (Katz & Kahn, 1978). The leader is

often a primary sender in the role-set, as the leader tends

to produce a great deal of role specific messages. The

member receives the information and acts accordingly,
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providing the leader with feedback regarding role

acceptance, role understanding, or both. During this stage

the member is primarily a passive recipient and internalizer

of role information. It is in the next stage, :9lg_mgkingl

that the negotiation process between leader and member takes

place.

Role making, Following role taking, which may take

hours, weeks, or perhaps the entire relationship, the role

making stage starts. During this stage the member is no

longer a passive recipient of role information. Contrary to

the previous stage, both the leader and the member are seen

as communicating their understanding, preferences, and

expectations regarding their respective roles, their

relationship, and the organization at large. As such, they

jointly develop how they will interact with each other and

establish or discover the degree to which they are

interdependent. This role communication and negotiation

often takes the form of sequences of offers and counter

offers regarding work related behaviors, tasks, or

communication.

The areas about which they talk and negotiate include

1) access to inside information, 2) provision or use of

influence within the organizational system, 3) task choices

and behaviors, 4) latitude (power) to make decisions, 5)

leader (member) support of member (leader) activities and

choices, i.e., intradyadic loyalty, and 6) individual

attention.
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Role routinization. Upon implicit or explicit

acceptance and settlement of this negotiation process, the

leader and member move into a role routinization process, in

which the role behaviors and dyadic interdependencies become

increasingly routinized and ossified. This regimen allows

for clear expectations so that the dyadic partners know what

to expect from each other within the negotiated domain.

Although not discussed by Graen and Scandura (1987), there

are likely aspects of either’s role that are not salient to

leader or member, and therefore not discussed or negotiated.

Under such circumstances it is reasonable to expect that the

experience of the gally_g;ing sets the role expectations and

parameters.

The leader-member dyads return to role making and role-

taking activities as needed. The routinized expectations

may become formally institutionalized and entered into

documents, such as job descriptions.
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Transformatien through lndividuelized Attention

Although LMX was discussed from the transactional

perspective, it nevertheless has transformational components

as well. According to Bass and Avolio (1993) individualized

consideration that, "followers are treated differently but

equitably on a one-to-one basis (p. 52)," is one of the

four factors of transformational leadership. Differential

treatment of members and the one-to-one (dyadic) focus is

the cornerstone of LMX.

This monograph works from the premise that

transformational leadership and transactional leadership are

both relevant for LMX. The continuum of LMX quality is

likely related to transactional and transformational

leadership in a predictable fashion. The descriptions of

high quality and low quality LMX dyads, transformational

leadership and transactional leadership suggest that leader-

member dyads that have high quality are more likely

experiencing transformational leader behaviors, whereas low

quality dyads are more dependent on leader behaviors such as

contingent reward and management-by-exception, which are

transactional.

new

From the LMX perspective leadership is conceived

behaviorally, it may be transactional (Jacobs, 1970) or

transformational (Burns, 1978), and it typically considers

only formal leaders (Gibb, 1947). Examining the research

investigating LMX, however, it is not always apparent
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leadership is the focus of study. Most often when

leadership is defined, the empirical definition used tends

to be isomorphic with, or similar to, the LMX definition

(e.g., Graen & Cashman, 1975: Rosse & Kraut, 1983; Vecchio &

Gobdel, 1984).

Most investigations of LMX, or the more broad superior-

subordinate relationship, do not deal with leaders and

followers directly. Transformational behaviors,

transactional behaviors, or any other leader behaviors are

not assessed. Only if leadership is defined as an attribute

of a formally designated position, can it be argued that LMX

research in general examines leadership. Consistent with

the LMX research to date this study will focus upon formally

designated superiors and subordinates between whom

"leadership" as a characteristic of a person, or as a

category of behavior (Katz & Hahn, 1978) may or may not take

place. That is, this research can be seen as focussing on

headship rather than leadership, per se (Holloman, 1968).

This focus is not necessarily cause for alarm.

According to Kotter (1990) most superior-subordinate

relationships are not characterized by a great deal of

leadership behaviors, particularly not at the

"transformational" end of the continuum, but rather reflect

the more mundane experience of manager-managed, or

supervisor-supervised.

Calls for practitioners to exude more leadership rather

than management (Bennis & Nanus, 1985: Kotter, 1990) directs
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researcher attention toward leadership behaviors.

Nevertheless, it is still important to understand the more

common "managed or supervisory" relationship, and how

relationships become "manager-managed" versus "leader-

follower." Understanding how relationships may move from

one end of the LMX continuum to the other is also important,

and may provide the relevance sought by practitioners

(Mintzberg, 1982).

If, as posited, the LMX measure reflects leader

behavior, it should prove to be a useful tool in

understanding organizational behaviors. Furthermore, LMX

may be helpful in understanding the process involved in

moving the leader-member relationship from a manager-managed

relationship to a leader—follower relationship. The

pragmatic value of LMX is also important to consider in that

it demonstrates the benefits that organizations may accrue

by paying attention to LMX development. Next, I turn to

these utility considerations.

i 1' :II!']'! :E i't' “1.! _

WWTheLMXscale

has had strong predictive success. For instance, Graen,

Liden, and Hoel (1982) investigated the employee withdrawal

process and found LMX quality to predict turnover.

Specifically, low quality LMX employees tend to terminate

employment more frequently than high quality LMX employees.

Vecchio and Gobdel (1984) found an inverse relationship

between the intention to quit and LMX quality. Ferris
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(1985) replicated this relationship, finding that LMX

quality predicted tenure more accurately than average

leadership style.

Organizational commitment and voluntary turnover are

related (Baysinger & Mobley, 1983, Reichers, 1985). Thus,

not surprisingly, organizational commitment correlates

highly with LMX quality. Graen, Wakabayashi, Graen, and

Graen (1990) report a correlation of z=.4l between

subordinates’ organizational commitment and LMX.

Borchgrevink and Boster (1994) found strong relationships

between two LMX factors and occupational commitment (n=.54

and ;=.61, respectively).

Failure to replicate the IMmZand turnover relationship

has also occurred (Borchgrevink & Boster, 1994: Vecchio,

1985; Vecchio, Griffeth & Mom, 1986). This result is not

surprising because the superior-subordinate relationship is

only one of a multitude of potential predictors of turnover

(Baysinger & Mobley, 1983). The non-null findings are

important, however, as employee retention is a major problem

for many industries. For instance, the hospitality industry

is particularly concerned as turnover as high as 300% has

been reported (Woods & Macauley, 1989).

Promotion and career progress within an organization

may be related to turnover, tenure, and commitment because

neither is possible if the employee leaves the employing

organization. Graen et al. (1990) report strong positive

correlations between LMX quality averaged across the first
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three years of employment and several measures of subsequent

speed of promotion and leader perception of member

promotability. The assessments were made at various stages

across 13 years. The correlation coefficients for speed of

promotion range from ;=.34 to ;=.41, and the correlation

with the promotability measures range from 1:.28 to ;=.40.

Graen et a1. (1990) also report strong positive correlations

between the initial averaged LMX quality level and various

measures of the employment situation thirteen years after

initial hire, such as overall job satisfaction (;=.39),

satisfaction with supervisor (;-.27), and appraised

performance (;=.26).

Perfennance. Graen and Cashman (1975) posited a

positive relationship between LMX and performance. The

results of this research are mixed. Several studies are

consistent with this hypothesis (Dansereau et al., 1975:

Graen & Ginsburgh, 1977: Graen et al., 1990: Liden & Graen,

1980), yet other studies find weak or non-significant

relationships (Rosse & Kraut, 1983: Vecchio 1982, Vecchio &

Gobdel, 1984). The tenuousness of this relationship

suggests that other variables likely mediate or moderate the

relationship.

Task characteristics (Dunegan, Duchon & Uhl-Bien, 1992)

have been found to be such a moderator. If the task is

unpredictable and has high variability, LMX is positively

related to performance, and if the task is mundane and

routine, LMX again is positively related to performance.
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Between these two relative extremes LMX quality apparently

has no impact on performance. These findings suggest that

when a task is variable and unpredictable, direction and

assistance is needed. Moreover, if a task is mundane and

boring, socioemotional support may be needed. But, it

appears that for subordinates involved with tasks that are

neither boring and mundane, nor highly variable and

unpredictable, the supervisor is less necessary. Hence, the

relationship with the supervisor, the LMX, is of less

importance and impact.

Qennnnieeting at Week, LMX quality has also been found

to predict communicative patterns toward the superior.

Specifically, the quality of LMX is related positively to

administrative and planning communication (Schiemann, 1977).

The research of Kim and Organ (1982) may be seen as

indicating that leaders will initiate more noncontractual

social exchanges with high quality LMX subordinates than

with low quality LMX subordinates.

Borchgrevink and Boster (1992) have replicated these

relationships. They found strong relationships between two

LMX factors and measures of job communication (n=.75 and

;=.86) and non-job communication (r=.47 and ;=.60),

respectively. Borchgrevink and Boster (1994) report two

other findings of relevance to communicating at work. They

found a positive relationship between a subordinate’s

communicative responsiveness and LMX quality (n=.23 and

n=.49), where communicative responsiveness is a perceptual
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measure of an individual’s empathy and ability to sex the

EiQDL_&DiDQ under most circumstances (Stiff, Dillard,

Somera, Kim & Sleight, 1988). In addition, the amount of

social support provided subordinates by their superior

correlated highly with LMX quality (;=.85 and ;=.78).

Job Satisfection. Using the Job Descriptive Index

(Smith, Kendall & Hulin, 1969) job satisfaction subscale to

measure subordinates’ satisfaction with work, Borchgrevink

and Boster (1994) report a strong positive relationship with

LMX quality (;=.57 and ;-.61). Scandura and Graen (1984),

using the Hoppock (1935) job satisfaction instrument, report

strong positive correlations as well (;=.79 and ;=.81).

Vecchio, Griffeth and Ham (1986) also used Hoppock (1935)

and report a relationship of ;=.41, while Rosse & Kraut

(1983) devised their own global job-satisfaction measure

which correlated .46 with LMX. Lagace (1990), using

Indsales (Churchill, Ford & Walker, 1974), a satisfaction

scaled designed for sales managers, found Leader-member

Exchange positively related to global job-satisfaction and

satisfaction with manager. McClane (1991a) also provides

support in reporting positive relationships between LMX and

leader, task, and co-worker satisfaction.

These findings are important for organizations to the

degree that organizations value job satisfaction among their

members. For the individual organizational member it may be

reasonable to assume that job satisfaction is of prevailing

interest.
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Q;genize§ienel_§lineeee Working from the assumption

that organizational climate is an individual level

phenomenon impacted by intradyadic leader behavior,

Kozlowski and Doherty (1989) investigated the relationship

between several climate subscales and LMX quality. They

report correlations ranging from ;=.24 to ;=.60. These

findings are important in that many argue climate

perceptions mediate the relationship between the

organizational context and individual responses such as

affect, motivation, and behavior at work (Litwin & Stringer,

1968: Schneider, 1983a, 1983b).

EEEDQQ£& Occupational tedium or burnout

(Freudenberger, 1974) is a pervasive concern in many

industries (Miller, Stiff and Ellis, 1988: Krone, Tabacchi &

Farber, 1989a, 1989b: Tabacchi Krone 8 Farber, 1990).

Borchgrevink (1993) investigated the relationship between

Maslach's (1982) three dimensions of burnout and LMX

quality. The three dimensions of burnout, i.e., emotional

exhaustion, depersonalization, and personal accomplishments,

all had strong relationships with two LMX factors

(correlations of zs-.60/;=-.66, ;=-.78/;=-.89 and

;=.20/n=.44, respectively).

These findings are important in that burnout has

negative effects on both employee and organization (Miller

et al., 1988: Miller, Zook & Ellis, 1989). Employee

consequences include physiological and psychosomatic

effects, general decreased job satisfaction and negative
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behavioral adaptations such as heavy drinking. For the

organization the consequences may be lost profits,

dissatisfied employees and clients, increased turnover and

negative work attitudes (Miller et al., 1988, 1989).

peeision Influence. Scandura, Graen and Novak (1986)

found that member’s perceptions of having decision

influence, as well as leader’s perceptions of members’

decision influence, was positively related to LMX quality

(;=.45, and ;=.25). LMX quality was found to interact with

the leaders’ rating of member performance so as to indicate

that members of high quality LMX dyads perceived high

decision influence regardless of performance levels, whereas

low quality LMX members perceived themselves as having high

decisional influence only when they were rated as high

performers.

The above review has discussed the relationships

between LMX and many variables that may be considered

relevant for organizational functioning. Adding to the

importance of the reviewed relationships is research that

has shown that LMX quality can be improved through training

in role making behaviors (Graen, Novak 8 Sommerkamp, 1982:

Scandura 8 Graen, 1984). If the relationships reviewed are

not totally spurious, the finding that LMX can be changed

through training is important because a change in LMX may be

related to a change in the variables discussed.

Having reviewed the theoretical and empirical

literature surrounding LMX, I shall now turn to Social
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Exchange Theory which provides an explanatory framework for

the occurrence and development of LMX. Furthermore, I will

review literature that will prove important for developing

hypotheses regarding antecedents to LMX. In doing so, I

will discuss the Similarity Attraction Paradigm,

organizations as authority structures, authoritarianism and,

power.

Social Exchange Theory

The above discussion of LMX and role making indicated

that LMX and Social Exchange Theory (Blau, 1964: Homans,

1958: Roloff, 1981: Thibaut 8 Kelley, 1959) are related. As

such, it is appropriate to discuss Social Exchange Theory

further, making evident how LMX can be subsumed under the

rubric of Social Exchange Theory.

Social Exchange Theory is a theory that considers the

transfer of resources between and among actors under the

assumption that the guiding force is the actors’ self

interest (Roloff, 1981). Hence, Social Exchange Theory is a

utility perspective because the motivation for actors to

interact lies in the perceived rewards or costs associated

with interacting, or not interacting, with (a) specified

individual(s) at a specific point in time.

People exchange resources through interaction. A

resource is essentially any commodity, physical or

ephemeral, which may be transmitted through interpersonal

behaviors. Foa and Foa (1974) identify six categories:

love, status, services, goods, information, and money.
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Resource exchanges are typically perceived as

rewarding, however, it is important to keep in mind that an

exchange also has the potential of being costly. Williamson

(1981) argues that there are transaction costs involved when

we initiate exchange relationships. Transaction costs are

the social systems version of friction in mechanical

systems. Will the social exchange partners operate

harmoniously, or can misunderstandings, conflicts, and

delays be anticipated?

Furthermore, when a particular exchange of resources

takes place, other resource exchange opportunities may have

to be forfeited. That is, we incur opportunity cost.

Considering the scarcity of certain resources, when an

individual engages in exchange with person A, the individual

may no longer be able to maintain an exchange with person B,

the normative expectations surrounding romantic

relationships being an example. However, opportunity cost

is also relevant for the, presumably non-romantic, leader-

member relationship.

5 1° l'v E t 1 H!°Ji!

An exchange will likely take place if potential

interactants perceive that the product of reward value and

reward probability exceed the product of cost value and cost

probability. For example, if an organizational member

anticipates that rejection and acceptance are equally as

likely to result from proposing a change in work (role

behaviors), and the reward of acceptance is greater than the
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cost of rejection, the individual is likely to make the

proposal. The result of this comparison is referred to as

subjective expected utility.

When utility assessments are not probability estimates,

they are based on sampling outcomes of tentative initial

interaction. That is, if an organizational member (leader)

has no basis for establishing a priori the relevant success

ratio in interacting with a particular supervisor

(subordinate), the member (leader) will make assessment of

prospective rewards or costs by engaging the supervisor

(subordinate) in a small sample of interaction. This

process can most clearly be anticipated to take place in

newly formed leader-member dyads.

W

Furthermore, individuals use two potential comparison

standards to determine whether to engage in, or maintain, a

[social] exchange relationship (Thibaut and Kelley, 1959).

These standards are the comparison level (CL), and the

comparison level of alternatives (CLA). CL draws from the

individual’s, or referent other’s, experiential base, i.e.,

the expected rewards or costs based on past experience. If

the perceived reward of a potential social exchange is at

minimum equal to the CL, then the exchange is attractive.

CLA refers to the perceived rewards or costs of potential

exchange alternatives that will induce a change in exchange

(relational) partner.
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Mills and Clarke (1982) warn against characterizing all

relationships as exchange relationships. They point out

that relationships in romance, friendship and family tend

not to be exchange based, but rather based on a concern for

the welfare of the relational partner. They label this

relationship as eennnnel. Within communal relationships

provision of services or products and general interaction

takes place with an eye upon the needs of the relational

partner, not on potential and anticipated reciprocation.

They have demonstrated that treating a communal relationship

as if it were an exchange relationship compromises the

relationship and leads to feelings of exploitation and

relational deterioration. The distinction between exchange

and communal relationships may limit the utility of

considering all superior-subordinate relationships as

exchange relationships. However, it is important to note

that Mills and Clark (1982) suggest that the superior-

subordinate relationship (boss-secretary) is a primary

example of a long-term exchange relationship, and that it is

possible to have both a communal and an exchange

relationships with the same individual, keeping the communal

and exchange aspects of the relationship distinct. In

describing the latter they use the context of a business

organization as example. Superior-subordinate relationships

are indeed exchange based, but neye in addition, be

communal. If the superior-subordinate relationship is both

an exchange and a communal relationship, then the communal
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expectations are kept distinct from the exchange based

expectations. The argument and approach of Mills and Clark

(1982) does not invalidate considering the superior-

subordinate relationship, e.g., the LMX, from the social

exchange theory perspective. At this point I will examine

the relationship between Social Exchange Theory and LMX.

Leader-Member Exchange and Social Exchange Theory

Graen and Scandura (1987) posit that all organizational

members desire to seek change in their prescribed roles, and

attempt to negotiate these changes. It is a reasonable pre-

supposition that most organizational members will not be

motivated to seek changes that entail perceived negative

summary consequences in their role behavior. Working from

this pre-supposition, it is reasonable to assume that the

subjective expected utility of change drives the desire for

change. LMX is posited to develop through interaction, and

social exchange theory provides a useful framework for

explaining why superiors and subordinates are motivated to

interact beyond the minimum requirements of their roles.x

Leader-member communication beyond that required by a

position is central in explaining how subordinates holding

identical positions develop different levels of LMX.

Additionally, from the LMX perspective the negotiable

domains are agnate to the resources that are central to

Social Exchange Theory. Love is the only category of the

resources proposed by Foa and Foa (1974) that does not have

a clear fit with the negotiable domains (Graen 8 Scandura,
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1987). It can be, for the most part, argued that love is a

resource extraneous to interpersonal relationships within

organizations. However, if the resource of love can be more

broadly defined as positive affect, it can be argued, as do

Dienesch and Liden (1986), that it is relevant for leader-

member relations. Several subsequent reports also suggest a

relationship between affect and LMX (Salzmann and Grasha,

1991: Schriesheim, Neider, Scandura and Tepper, 1992:

Turban, Jones 8 Rozelle, 1990).

WWW

Most discussions of LMX acknowledge that a leader

cannot develop high quality relationships with all members,

because of the time constraints inherent in establishing and

maintaining a high quality LMX relationship. Ostensibly,

leaders cannot interact with all members at levels above the

role requirements. The demand on the leader’s time is an

opportunity cost.

The time constraints force leaders to choose specific

members from all their members with whom to establish high

quality LMX relationships. This choice may not be a

conscious selection by the leaders, and may perhaps entail

self-selection by members. Regardless, most often it is

impossible for the leaders to establish high quality

relationships with all members, and the need for a

differentiation among them becomes important. Social

Exchange theory supplies a reasonable explanation of how

this differentiation occurs.
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Making tne cnoice

Superiors and subordinates consider their dyadic

partner(s), make subjective expected utility assessments,

and determine whether they engage in the interaction and

role negotiation requisite for high quality LMX

relationships to develop. The subjective expected utility

assessment is tied into their previous experiential base and

the currently available dyadic interaction partners, i.e.,

the leader and the various members of all potential leader-

member dyads. Most members typically have significantly

less discretion than leaders in choosing dyad partners.

However, both leader and member can influence the degree and

quality of intradyadic interactions.

The previous experiential base consists of all previous

superior-subordinate relationships and the rewards or costs

associated with said relationships. This experiential base

provides the comparison level (CL) for superiors (leaders)

and subordinates (members), respectively. The comparison

level of alternatives (CLA) is a utility assessment of

potential social exchange with the various other potential

dyadic partners.

Leagen choice. From the leader’s perspective it may be

reasonable to envision that they perform an initial

assessment of all their members, using their CL as sorting

criteria. Choices to engage members in exchanges beyond the

minimum requirements of their role are likely based on the

relative degree to which they meet or exceed the current CL.
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The CLA is relevant when many members are at or above the

leader’s CL, so that further differentiation is required.

The members will be compared to each other by the leader to

make choices yielding the highest potential sum utility.

The CLA will also be considered when leaders receive "new"

organizational members and a resorting is required.

Mennez_eneieee From the subordinates’ perspectives,

the CLA may be moot. Only if they have a choice of

superiors, or multiple superiors will the CLA be relevant in

determining social exchange behaviors, i.e., LMX behaviors.

Subordinates’ CL will determine the degree to which the

subordinates will be motivated to choose to engage their

superior beyond the minimum role requirements.

At this point it is reasonable to ponder how the

utility assessment is determined, beyond being based on the

past and current experiential base and trial-and-error as

discussed above. Superiors and subordinates are faced with

a myriad of cues and behaviors, many of which may be totally

irrelevant in terms of role behaviors. The need for a sense

making mechanism, a tool, by which to establish the

subjective expected utility effectively and efficiently from

these cues may arise. The similarity-attraction paradigm

provides such mechanisms.

The Similarity-Attraction Paradigm

Following a rigorous and extensive program of research,

Byrne (1971) developed what he called ene_ene;eee19n

penegigne The primary finding is a positive relationship
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between the similarity of two individuals and the attraction

among them. The initial relationship investigated was

attitudinal similarity, however, the research program also

considered similarity in terms of opinions, personality,

intelligence, emotional state, behaviors, socioeconomic

status, and physical characteristics. In all instances,

they replicated the primary finding of a positive

relationship between similarity and attraction. However,

subsequent research has primarily focussed on the

relationship between attitudinal similarity and attraction.

Three primary challenges to the similarity-attraction

paradigm have been put forth, respectively proposing that

the theoretical interpretation of the similarity-attraction

relationship is erroneous (Condon 8 Crano, 1988): that the

relationship is in fact dissimilarity-repulsion, not

similarity-attraction (Rosenbaum, 1986a): and that the

similarity-attraction relationship is a myth (Sunnafrank,

1992).

The dominant theoretical explanation of the similarity-

attraction relationship is that consensual validation acts

as a higher order conditioned stimulus. The notion is that

interpersonal agreement (attitude similarity) provides

consensual validation of the beliefs held by the

interactants. The consensual validation is seen as

providing (partial) satisfaction of individuals’ drive for

logic, order and predictability in environmental and general

functioning. The individual who provides the drive
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satisfaction is thereby the recipient of positive affect.

Drawing upon research (Aronson 8 Worchel, 1966: McWhirter 8

Jecker, 1967) indicating that individuals infer a positive

evaluation of self by agreeing others, and that individuals

tend to like those who like them, Condon and Crane (1988)

suggest that this inferred positive evaluation, rather than

consensual validation and drive satisfaction, explains the

similarity-attraction relationship. Their findings include

a strong similarity-attraction relationship (n“=.64) that

is significantly reduced when inferred evaluation was held

constant (:3,_,=.18) . The inferred evaluation-attraction

relationship is also strong (n“=.81), and maintains

significant strength when attitude similarity is partialled

(rnmg=.66). This result indicates that of the two

explanations, inferred evaluation received the most support.

Rosenbaum (1986a) challenges the nnlgeneel_eeneeneien

(p. 1156) that attitudinal similarity leads to attraction

and suggests as alternate that dissimilarity leads to

repulsion. Although his explanation has been criticized

(Byrne, Clore 8 Smeaton, 1986), he provides much support,

and proposes that dissimilarity-repulsion and similarity-

attraction may work in a two-stage sequence. In response

Rosenbaum (1986b) argues further for his alternate

hypothesis, but finds it reasonable that both dissimilarity-

repulsion and similarity-attraction may be operative. This

proposal appears to receive support by some (McDermott,

1991), while others continue to deny a dissimilarity-
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repulsion association (Singh 8 Tan, 1992: Smeaton, Byrne 8

Murnen, 1989).

Sunnafrank (1991, 1992: Sunnafrank 8 Miller, 1981) is

the primary voice arguing to discard the similarity-

attraction paradigm altogether. He acknowledges that there

is a similarity-attraction relationship, but that it exists

only in pre-acquaintance relationships (Sunnafrank 1991),

and that a causal relationship between attitude similarity

and attraction is most unlikely (Sunnafrank, 1992).

Sunnafrank’s research (1991, 1992) shows that if the

research subjects are provided opportunity to communicate

then any differential attraction among similar and

dissimilar interactants is greatly reduced and often

eliminated. His review of the literature (Sunnafrank 1991,

1992) provides much additional support for this finding.

Bochner (1991) argues that attraction is a likely causal

antecedent to similarity. He proposes that attraction leads

to a desire for a relationship which leads to interaction.

The functional purpose of initial and subsequent

communication is seen as ". . . fostering perceptions of

attitudinal and personality similarity . . . (p. 487)."

Furthermore, Bochner (1991) points out that virtually all

attitude similarity-attraction work focusses on non-

interpersonal relationships and non—interpersonal attraction

(Miller 8 Steinberg, 1975): that it uses a global

"attraction as liking" measure far removed from

interpersonal bonding: and that the interactional
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circumstances are atypical in that the subjects are

unilaterally informed of the other’s attitudes through

written communication prior to measuring attraction to the

other under the assumption that they will jointly be working

on some atypical task. Bochner (1991) clearly demonstrates

that the conditions of attitude similarity-attraction

research are far removed from naturally occurring

situations, impugning the generalizability of this research.

Sunnafrank’s (1991, 1992: Sunnafrank 8 Miller, 1981)

approach alleviates the concerns mentioned by Bochner (1991)

somewhat by instructing the subjects to talk about their

attitudes prior to measuring attraction. However, the

interaction time was limited to five minutes and the

subjects were at times given direction as to interactional

content, somewhat atypical for normal (get-acquainted)

interactions. Cappella and Palmer (1990) provide a much

more natural situation in that subjects were paired and

allowed to interact for thirty minutes without any direction

as to communication content. Half of the subjects knew

their dyad partner for at least a semester and interacted

regularly, while the others were strangers. Those who knew

each other were paired based on self-perception of their

relative similarity, while the strangers were paired based

on their responses to an attitude questionnaire. Only the

stranger dyads were pre-appraised about the relative

attitudinal similarity of the interactant prior to the

study. Furthermore, they measured a broad range of
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attitudes in establishing relative similarity. Their

research findings contradict Sunnafrank’s in that the

attitude-similarity relationship was not eliminated after

the interaction. Moreover, they found that non-verbal

involvement behaviors explained variance in attraction above

and beyond attitudinal similarity, and that similarity in

non-verbal behaviors explains variance in attraction but

eliminates the effect of attitudinal similarity. Cappella

and Palmer (1992) make a compelling argument in explaining

the contradictory results by referring to the initial and

short term nature of the interactions and tendencies to

equivocate and avoid face threats (Bavelas, Black, Chovil 8

Mullett, 1990: Brown 8 Levinson, 1987) when interacting,

unless impending intrapersonal goals or the social

circumstances require conflictual statements. The tendency

toward pleasantries may account for the elimination of the

attitude similarity attraction effect, whereas the longer

interaction time of Cappella and Palmer’s (1990) research

made it more difficult for the interactants not to reveal

differences, attitudinal or other, in their exchange of

verbal and non-verbal communication. Both Sunnafrank

(1992) and Bochner (1991) argue that the more closely the

research setting mirrors natural conditions, the more other

factors come into play in determining interpersonal

attraction.

Sunnafrank (1992) and Cappella and Palmer (1992) have

attempted to rebut each other’s findings based on
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methodological concerns. Neither of the three challenges

to the similarity-attraction paradigm discussed have been

firmly settled. However, of the three challenges only the

Sunnafrank-Cappella dispute bears directly on this proposal.

Condon and Crano’s (1988) alternate theoretical explanation

is interesting, but will not change the hypothesized

empirical relationships. Neither dissimilarity-repulsion

(Rosenbaum, 1986a) as the primary relationship, or the

dissimilarity-repulsion and similarity-attraction sequence

(Byrne, Clore 8 Smeaton, 1986: Rosenbaum,1986b) are

inconsistent with this proposal’s argument from the social

exchange theory perspective. Should Sunnafrank’s argument

(1991, 1992: Sunnafrank 8 Miller, 1981) prevail, there would

seem to be little reason to expect attitudinal similarity to

be used as comparison level for establishing the subjective

expected utility of exchange. However, it could be argued

that after a few minutes of interaction a perception of

relative similarity develops, but that as interactions take

place over a longer period of time real and perceived

differences become apparent and salient. This argument is

consistent with the research of Cappella and Palmer (1990).

It is also important to note that the challenges were

based on ennienginel similarity only, and that other forms

of similarity were not discussed. However, there is

apparent agreement that other forms of similarity are

relevant in terms of interpersonal attraction and evaluation

(Byrne, 1971: Byrne et al., 1986: Cappella 8 Palmer, 1992:
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Condon 8 Crano, 1988: Sunnafrank, 1992: Tsui 8 O’Reilly,

1989).

Sinilezity-Attzaction eng ngenizatiene

Quite recently, the similarity-attraction paradigm has

received some attention in the organizational literature in

terms of demographic similarity (Tsui 8 O’Reilly, 1989:

Zenger 8 Lawrence, 1989). Demographic variables have long

been important in researching intraorganizational behaviors

and organizational outcomes (Lawrence, 1988: Morgan, 1986:

Pfeffer, 1982: O’Leary 8 Hansen, 1983: Tsui 8 O’Reilly,

1989: Zedeck 8 Cascio, 1984: Zenger 8 Lawrence, 1989:

Duchon, Green 8 Taber, 1986). Tsui and O’Reilly (1989)

point out that most research considered simple demographic

effects and not composite effects or relative dissimilarity

among interactants. They argued that this modal approach of

studying independent demographic effects does not adequately

capture the potential richness and predictive power of

demographic variables. To improve the relevance and impact

of demographic research in organizations they propose a

construct labelled neleeienel_genegxenny, when referring to

the similarity-attraction paradigm (Byrne, 1971: Byrne,

Clare 8 Smeaton, 1986).

The construct, relational demography refers to the

degree of demographic similarity between two individuals or

groups of individuals. A relational demography score is the

squared difference in values on a demographic variable for
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two individuals or groups‘. 'The larger the score the

larger the difference between the two units of analysis.

Tsui and O’Reilly (1989) investigated relational

demography of superior-subordinate dyads (n=272) in

reference to subordinate role ambiguity, superior’s

perceptions of subordinate effectiveness, and the superior’s

attraction to (liking of) the subordinate. The postulated

impact of relational demography on work related perceptions

and attitudes was assumed to work through increased

interpersonal attraction and increased communicative

interaction due to intradyadic demographic similarity. They

provide much empirical evidence for the proposed similarity

effect.

They investigated the impact of relational demography

considering age, gender, race, education, job tenure and

company tenure. At the global level, they found that

increased dissimilarity within the dyad was related to role

ambiguity for the subordinate (BE=.32), the effectiveness

rating of subordinates by superiors (R_2=.27) , interpersonal

 

1 The process of squaring the difference between superior and

subordinate scores provides an absolute difference score with an

exponential curve. However, this also has the potential of

distorting the relationship among variables in that a relationship

that is originally linear may become curvilinear, non-linear or

appear to have no relationship upon squaring the scores. Although

it breaks with precedence, this research uses a non-manipulated

difference score in order to maintain the inherent character of the

relationship. The initial intent was to maintain the tradition of

squaring the scores. However, squared difference scores in this

instance proved indeed to mask the relationship.
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attraction on the part of superiors for the subordinates

(BE=.16), and subordinate role conflict (EE=.14).

They also report multiple specific findings that

bolster the relevance of superior-subordinate similarity for

this proposal. Subordinates in mixed gender dyads were

rated as performing poorer (§=-.38), were liked less by

superiors (§=-.28), and experienced greater role ambiguity

(n.37) and role conflict (§=.32) than subordinates in same

gender dyads. Dissimilarity in race did not lead to a

performance rating effect. However, superiors with

dissimilar race subordinates had greater affect (fi=.17) for

these subordinates than superiors in same race dyads had for

their subordinates. In terms of role ambiguity and role

conflict they found an apparent counter-intuitive negative

relationship (Q=-.22: fi=-.18), which upon closer

investigation proved to depend upon the ordinal placement of

race within the superior-subordinate hierarchy. Age

differences within the superior-subordinate dyad were

positively related to role ambiguity only (fi=.10).

Educational differences were negatively related to

supervisory affect (§=-.16) and, counterintuitively, to

subordinate role ambiguity as well (fi:.-.11). Ratings of

subordinate performance effectiveness and supervisor liking

of subordinates was negatively related to the measure of job

tenure difference (es-.19: =-.24) while subordinate role

ambiguity had a positive association with job tenure

difference (§=.33).
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Although Zenger and Lawrence (1989) do not use the

label, relational demography, they considered demographic

variables in much the same fashion as Tsui and O’Reilly

(1989). However, they reversed the sign so that their

demographic similarity score increases with similarity,

rather than decreases. They investigated the relationship

of technical communication with various age and tenure

measures within and across various organizational groups.

Their findings include relationships between: age similarity

and intragroup technical communication (;=.43): group tenure

and intragroup technical communication (;:.30):

organizational tenure and intragroup technical communication

(;=-.25): career level and intergroup technical

communication (;=.51): organizational tenure and intergroup

technical communication (;=.33).

Therefore, it appears that superior-subordinate

similarity has an impact on a variety of organizationally

relevant phenomena. Considering that the LMX is posited to

result from role negotiations (Graen 8 Scandura, 1987) these

findings relating role ambiguity and role conflict to

technical communication have the most direct relevance for

this dissertation.

Similarity-Attraction and Leader-Member Exchange

There is a positive relationship between perceived

similarity with another individual and interpersonal

attraction to that person (Byrne, 1971: Hollander, 1976:

Rogers 8 Bhowmik, 1971: Tsui 8 O’Reilly, 1989: Zahl-Begnum,
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Koldingnes 8 Moog-Begnum, 1988), and a proposed relationship

between interpersonal attraction and LMX development

(Dienesch 8 Liden, 1986: Dockery 8 Steiner, 1990:

Schriesheim, et al., 1992). The LMX is posited to develop

through interaction, and there is a tendency for people to

communication mostly with similar others (Johnson, 1993:

Rogers 8 Bhowmik, 1971). Further, LMX is a facet of the

superior-subordinate interpersonal relationship, and

development of the superior-subordinate relationship is

impeded and sometimes facilitated by demographic and

privilege differences (Johnson, 1993: Tsui 8 O’Reilly,

1989). Finally, the Duchon et a1. (1986) finding of gender

and various status measures as predictors of out-group

versus in-group status, and Lagace (1990) finding that

leaders’ gender is related to LMX quality, reinforce the

importance of similarity on LMX. In sum, measures of

intradyadic similarity, such as relational demography,

appear most likely to be related to LMX quality in a

predictable fashion.

In fact, Steiner (1988) and McClane (1991b) provide

some initial support for this prediction. Steiner (1988)

reports that high quality LMX dyads are more similar in

intrinsic and extrinsic work values than their low quality

counter-parts. McClane (1991b) found that leader-member

similarity in need for power predicted LMX Quality, whereas

similarity in terms of gender, locus of control, least



37

preferred co-worker score and need for achievement, provided

no predictive utility.

Subsequently, I shall argue that the psychological

constructs of authoritarianism and power are relevant to

consider when investigating LMX quality because they provide

requisite situational relevance (Rogers 8 Bhowmik, 1971).

To do so adequately I need first to establish that

organizations are in essence authority structures in which

individuals’ bend toward authoritarianism, i.e., the manner

in which they accept and execute authority, and their

perceived power, may impact their perception and display of

behavior within the organization.

0 ' ' s ut t t

"The development of organizations is the principal

mechanism by which, in a highly differentiated society, it

is possible to get tnings gone, to achieve goals beyond the

reach of the individual" (Parsons, 1960, p. 40, italics in

original). These goals are achieved through a variety of

basic social control processes such as socialization, the

forming and taking of norms, the attainment and exercise of

power, goal setting and goal attainment. All social

aggregates display social control processes, however, it is

within organizations that the social control mechanisms have

taken their most highly developed form, viz., the

hierarchical authority structure (Scott, 1992).

Despite the authority structure, organizations need not

be authoritarian in nature, but need to have established a
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system to make and implement decisions. This system can

range from radically democratic to highly autocratic, as

long as the participants in the system accept the system as

proper and the decisions as legitimate. Legitimacy of

directives is the essence of the organizational authority

structure (Katz 8 Kahn, 1978) in that, " . . . the

corresponding right to exercise authority . . . is fixed by

{enignelly_ee§epliened norms, by enactments, decrees and

regulations, in such a manner that the legitimacy of the

authority becomes the legality of the general rule . . . "

(Weber, 1958/1915, p. 299, emphasis in original).

Katz and Kahn (1978) argue that acceptance of the legal

rules of a social system are requisite for participation in

the social system. This acceptance of authority, i.e.,

acceptance of power as legitimate, comes in part from

recognizing the objective social reality, and in part from

the socialization process. Compliance with the authority

structure is motivated by fear of the negative consequences

of not complying as well as from the gratification stemming

from being a leg;eniging member of the organization.

There seems to be much room for individual difference

in the degree to which persons accept the legal rule and

execution of the authority structure. In addition, there

are individual differences in the degree to which the

anticipated or experienced consequences of relative

adherence to the authority structures are seen as rewarding,

and thus reinforce or dissuade adherence. Given the
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similarity-attraction paradigm discussed earlier. The LMX

relationship may be impacted by the relative degree of

intradyadic congruence in the perceptual valence and

acceptance of authority structures. Authoritarianism is the

appropriate label for this psychological individual

difference variable.

Authonitenienisn

Altemeyer (1988) offers a reconceptualization of

authoritarianism that is psychometrically sounder and

conceptually much clearer than earlier work. Therefore, his

definition and scale will be used in this dissertation. The

relative degree of intradyadic difference in

authoritarianism is important for this research.

Following Lewin, Lippitt, and White’s (1939: White 8

Lippitt, 1968) seminal research, much leadership theory and

research considered the relationship between authoritarian,

democratic and laissez-faire leadership behavions and many

organizationally important variables (Argyle, Gardner 8

Ciofi, 1958: Cammalleri, Hendrick, Pittmen, Blout 8 Prather,

1973: Day 8 Hamblin, 1964: Hespe 8 Wall, 1976: Ley, 1966:

Muringham 8 Leung, 1976: Rudin, 1964: Shaw, 1955: Vroom 8

Mann, 1960). However, authoritarianism as an attitude and

the relative disparity of the authoritarian attitude within

the leader-member (superior-subordinate) dyad has not

received consideration in organizational and leadership

research.
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Antnozitenienism Defined. Altemeyer’s (1988)

definition of authoritarianism consists of three factors:

Authoritarian Submission, a high degree of submission to the

authorities who are perceived to be established and

legitimate in the society in which one lives: Authoritarian

Aggression, a general aggressiveness, directed against

various persons that is perceived to be sanctioned by

established authorities: Conventionalism, a high degree of

adherence to the social conventions perceived to be endorsed

by society and its established authorities. This definition

describes authoritarianism as the attitudes individuals have

toward authority structures and enacted authority in eeciety

en lerge. However, there is no reason to believe that the

attitude would not carry over into smaller social

structures. An organization is just such a smaller social

structure.

Reconsidering the definition, exchanging society in

which one lives with organization in which one works, the

only factor that does not appear immediately relevant to

organizational functioning is authoritarian aggression.

However, organizations are one of the few places, beyond

athletics, law-enforcement agencies, and the military, in

which aggression may find an outlet and relative

endorsement. For example, there is a range of actions a

manager may take in response to (perceived) poor

performance, or intraorganizational (interdepartmental)

competition for scarce resources, or interorganizational
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competition in the marketplace. Each of these contexts

provide sanctioned outlets for aggressive behaviors.

Perhaps this opportunity for sanctioned aggression can

partially explain the noted attraction to positions of

authority within organizations by individuals with

authoritarian personalities (Katz 8 Kahn, 1978).

Of interest in this monograph is the notion that

relative attitudinal similarity within the leader-member

dyad is related to LMX quality. The attitudes of interest

refers to a) the appropriateness of submitting to those with

legitimate authority within the organization, b) the

appropriateness of adhering to the norms established and

endorsed by the organization, and c) approving of beneylng

eggzeeeiyely toward non-conformers, poor performers, and

other threats to the organization. I anticipate that

interdyadic differences in authoritarianism are negatively

related to LMX quality.

The authoritarian attitude is distinct from the degree

of relative authority or influence that organizational

actors have. This authority or influence is most often

referred to as (social) power. The relative degree of power

across organizational actors is also likely to impact LMX.

Therefore I now turn to a discussion of power and power’s

relationship to LMX.

Power

In considering the organization literature it becomes

apparent that power, and power research is not addressed as
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frequently as one would anticipate for such a pervasive and

important topic. Dahl (1957) argued that power as concept

is " . . . as ancient and ubiquitous as any that social

theory can boast" (p. 201). Pfeffer (1981) argues that

power is neglected in the organizational literature for

three reasons. First, the concept of power is considered

problematic within the social science literature. Second,

although power is an important construct within the

organizational domain, it is not omnipresent, and other

constructs that adhere more to the dominant paradigm of the

rational perspective often offer competing explanations for

organizational decision making. Finally, power has negative

social connotations for many (see also McClelland, 1970).

None of the three reasons provided warrant continued

neglect. Combined with the noted pervasiveness of the power

construct, the apparent neglect adds to the relevance of

this research.

In this monograph, power is defined as Emerson (1962)

did, acknowledging that it is not an attribute of an

individual, but a property of relationships: "Thus, it

would appear that the power to control or influence the

other resides in control over the things he values, which

may range from oil resources to ego-support, depending upon

the relation in question. In short, ow side

innlicitly in ene othen’e genengency" [emphasis in original]

(p. 32).
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Pow e s

Soc' De e t Pow

The most predominantly used conceptual scheme for

understanding power is the concept of the five socially

dependent dimensions of power offered by French and Raven

(1959), who argue power is ". . . potential influence-or,

conversely, influence is kineeie power" (Raven, 1965, p.

371, emphasis in original). The five dimensions are

coercive power, reward power, expert power, referent power,

and legitimate power. They also identified a sixth

dimension, informational influence, which is seen as

socially independent in that the informational content, not

the communicator, is seen as inducing the relevant behavior.

I will be focussing on the five socially dependent

dimensions of power, which take the form of public dependent

or private dependent influence.

Englie Dependent, In some instances it is necessary

for the power holder, or influence agent, to be able to

observe the social actor perform the desired behaviors in

order for the power dimension to engage the social actor in

question. That is, the social actor’s motivation to perform

the desired behavior is assumed positively related to the

power holder’s opportunity to observe the behavior take

place, or opportunity to observe and identify actor-specific

outcomes. Coercion and reward are the two sources of this

public dependent influence. Coercive power comes from a

social actor’s perception that an interactant has the
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ability to administer some form of punishment to the social

actor if the social actor does not behave as desired. Reward

power lies within the social actor’s perception that the

interactant has the ability to provide something of value in

exchange for performing the desired behaviors.

EnivaEe erendent. When the social actors in question

are influenced to perform by an interactant, but not

concerned about the interactant’s ability to observe their

behaviors or behavioral outcomes, the influence is

considered to be private-dependent. This form of influence

is seen as being manifested in three ways: expertness,

reference, and legitimacy.

Expert power exists when social actors perceive an

interactant as having knowledge, skill or ability that is

superior to theirs in relation to some task or issue at

hand. As such, they will be motivated to perform in a

manner consistent with what they perceive the interactant as

desiring, under the assumption it will lead to the desired

outcome.

Individuals may be seen as having referent power when

others identify with them, and adopt their point of view or

behaviors in order to emulate them. The converse type of

referent power is invoked when persons disassociate

themselves from particular others, taking care not to adopt

their behaviors or characteristics.

Legitimate power refers to the perceived

appropriateness of influence or, the rign; of one to
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prescribe another’s behaviors. This form of power is based

on one’s acceptance of the relationship with another, and

acknowledgment that it is a normative requirement to behave

as desired (see also Dornbusch and Scott, 1975).

Normative Bowen

Dornbusch and Scott (1975: Scott, 1992) use a norm

based approach to identifying power, and label power as

authorized and endorsed, respectively. " . . . A’s power

over B is authorized to the extent that beliefs held by

groups superior to A legitimate A’s power over B: . . . A’s

power over B is endorsed to the extent that beliefs held by

B’s colleagues who are also subject to A’s power legitimate

A’s control over B" (p. 41).

Authorized power is seen as leading to greater vertical

reach, i.e., the leader who has authorized power is likely

to have greater access to, and communicate more frequently

with, superiors. This access is what Pelz (1952) described,

and has since been labelled the Eele_§fjeee. Jablin (1987)

reports the Pelz Effect is related to LMX development

through role individualization success. Successful role ’><

individualization is conceptually identical with successful

role making in Graen and Scandura’s (1987) terminology.

Endorsed power by definition is power given to an

individual by subordinates. It may be that the power is

given to the superior in exchange for increased negotiating

latitude for the subordinate regarding issues at work. From

Coleman’s (1975) perspective subordinates have an Abelian
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interest relaEion in outcomes the superior can provide

(e.g., negotiating latitude) for which they enter a control

exchange, i.e., the subordinate endorses the superior’s

power to obtain the outcome of interest. This concept is

identical with the notion of entering into a social exchange

based on subjective expected utility discussed previously.

In dyads with high quality LMX the superior provides

the subordinate with increased negotiating latitude.

However, it may be reasonable to expect that the

relationship is reciprocally determinant (Sims 8 Manz,

1984). That is, although high quality LMX may be a result

of endorsing the superior’s power, the degree of endorsed

power the superior has may also be a result of superior-

subordinate interactions that could be characterized as high

quality from the LMX perspective. This argument is a

plausible explanation for how power is a route to more

power. Mulder’s (1976) Power Distance Reduction Theory

provides additional support for a positive relationship

between power and LMX quality, and is relevant for the

discussion of power as antecedent to LMX development.

Power Distance Reduction Theory

It was partly in response to noticing that many

participative management systems failed that Mulder (1976,

1977) developed Power Distance reduction Theory. He found

that introducing participative systems in organizations

paradoxically led to increases in power distances between

the powerful and the least powerful, rather than reduction
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in power differential as anticipated (Mulder, 1971, 1977).

The Power Distance Reduction Theory is based upon fifteen

hypotheses for which Mulder (1977) provides substantial

empirical support. The entire theory and set of hypotheses

will not be reviewed here. The discussion will be limited

primarily to the components of Power Distance Reduction

Theory that appear to have relevance for LMX development.

E0 231' !'

The primary hypothesis and premise of Power Distance

Reduction Theory is that the mere exercise of power provides

gratification. However, in contrast to notions of the

economically rational man, and the predictions of need

deprivation and gratification theories (Maslow, 1943, 1954:

Herzberg, Mausner 8 Snyderman, 1959), the exercise of power

does not satisfy. On the contrary, power is seen as

addictive, and the wielding of power is seen as leading to a

desire for more power. The theory acknowledges that

individuals try to increase their power, but argues that the

desire for increased power is positively related to the

amount of power an individual has at any point in time. As

such, the pOwerless are seen as having a minimal drive

toward obtaining power, and should exhibit a minimal amount

of behavior aimed at reducing the power distance.

fl . ! . 'n E E' !

On the other hand, those who wield substantial power

will strive to keep, or increase, the power distance to

those less powerful. In fact, contrary to the predictions
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of Schelderup-Ebbe’s (1922) pecking order, Power Distance

Reduction Theory argues that "The greater the distance from

the less powerful person, the stronger the striving of the

powerful to increase it (Mulder, 1977, p. 4)." Furthermore

when the power distance becomes small, the more powerful " .

. . give in to reality and accept the intruders in their

power realm (Mulder, 1976, p. 81)." In other words, the

greater the distance, the more power maintaining or power

increasing behavior should be displayed by the powerful

toward the relative powerless.

In terms of those individuals close to the more

powerful it would be reasonable to expect that they would

display aggressive behavior toward the more powerful in

their addictive strive for power. However, research has

shown that they will fiercely compete with referent others,

and show extreme consideration and pandering to the more

powerful rather than fight them. (Mulder 8 Stemerding, 1963:

Mulder, 1977).

Leader-Member Exchange

and Power Distance Reduction Theory

Considering the descriptors used for high quality

versus low quality LMX dyads, it appears that high quality

dyads reflect more power-balanced relationships and low

quality LMX dyads reflect less balance. Moreover, there are

data consistent with this assertion. In an investigation of

LMX between one leader and three of his members Fairhurst

and Chandler (1989) found that use of power in language
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varied across three LMX levels. Furthermore, Fairhurst,

Rogers, and Sarr (1987) found that manager dominance was

negatively related to LMX (fi=-.43).

s ' v o m

The issue is how this power difference is related to

LMX development. From the perspective of Power Distance

Reduction Theory the following argument is plausible: When

a new superior-subordinate dyad is created, each dyad member

has perceptions of their respective relative power. The

dyad members display their power, and power distance

reduction tendencies according to this perception.

Therefore, subordinates that perceive themselves as

relatively powerless will exhibit virtually no power

displays or power distance reduction tendencies in their

interactions with the superior. The more powerful superior

will, according to Power Distance Reduction Theory, struggle

to maintain and possibly increase the power distance, and

should exhibit a great deal of powerful behavior toward the

low-power subordinates.

On the other hand, if superior-subordinate dyads

contain subordinates who perceive themselves as relatively

powerful, they should employ more powerful displays when

interacting with the superior. The subordinates perception

of power may be imaginary or real. Nevertheless, according

to Power Distance Reduction Theory the superior should not

contest this power display as readily, but perhaps accept

the subordinates into the superior’s power realm.
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Given the above scenario, over time, a dyad with an

initial large power distance should self-perpetuate or

increase this distance. A dyad with a small(er) power

distance should decrease the distance and eventually have

equal levels of power. It is expected that this negotiation

of the power relationship takes place through communication,

and it is well documented that power is evidenced in the

language choices or speech patterns of social actors (Berger

8 Bradac, 1982: Fairhurst 8 Chandler, 1989: Sherer 8 Giles,

1979: Fairhurst et al., 1987: Donohue, Rogan, Ramesh 8

Borchgrevink, 1990). Thus, I expect that the interaction

that takes place within dyads with high quality and low

quality LMX should reflect the proposed power difference,

and that the power relationship should become more evident

over time. This hypothesis is consistent with the addiction

hypotheses of Power Distance Reduction Theory.

Summary Argument and Hypotheses

LMX is one aspect of the interpersonal relationship of

superior-subordinate dyads. From the LMX perspective

leadership is seen as a dyadic-level phenomenon in that

leaders behave differently toward their various

subordinates. The behavioral differentiation across dyads

may be quantitative or qualitative. The LMX is expected to

develop through interpersonal interaction which takes the

form of role negotiation between leader and member.° In

most instances leaders do not have the time, opportunity, or

perhaps desire to interact at such a level with all
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subordinates as to allow high quality LMX to develop with

all of them.

Social exchange theory provides the theoretical

foundation for the LMX. According to social exchange theory

individuals choose to interact and engage in exchanges based

on the subjective expected utility (SEU) of those

interactions/exchanges. Individuals use their comparison

levels (CL) and comparison levels for alternatives (CLA) to

establish the SEU needed to differentiate the potential

interaction or exchange partners, and choose those with whom

to interact.

The variety and profusion of cues available to

potential interactants upon which to establish Cls and CLAs

makes it impossible to attend to every cue. The potential

interactants need to reduce the cues to a comprehensible set

in order to be able to make sense of them. In order to

reduce the data, interactants focus on the potential

exchange partners’ behavioral, psychological, socioeconomic,

and physical cues. The similarity attraction paradigm

suggests that similarity between two potential exchange

partners will predict attraction among them. Similarity and

resulting attraction provide cues that may be used to

estimate CL and CLA. Consistent with this reasoning,

communication scholars suggest that interpersonal similarity

is related to interpersonal communication. The relevance of

demographic similarity to interpersonal relationships within

organizations has already been established tentatively by
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others. In addition, socioeconomic, cultural, and ethnic

cues may be used in establishing perceptions of similarity.

Moreover, psychological similarity may also be relevant

considering that the majority of the empirical support for

the similarity-attraction paradigm was attitudinal in

nature.

Given that organizations are authority structures, and

that relative authority is often displayed and experienced

within the superior-subordinate relationships,

authoritarianism is a relevant psychological construct to

consider. Authoritarianism taps the degree to which

individuals believe it is appropriate to submit and conform

to the rule of legitimate authorities and the prevailing

norms of the social structure (i.e., the organization), as

well as the appropriateness of aggressing towards non-

conformers. Similarity in authoritarianism between

supervisors (leaders) and subordinates (members) should be

related to attraction as predicted by the similarity-

attraction paradigm. Furthermore, differences in

authoritarianism may lead to differential expectations and

divergence in CL and CLA.

Demographic, socioeconomic, and attitudinal similarity

are assumed related to the LMX. More precisely, similarity

is seen to lead to interpersonal attraction which in turn is

used as a cue in establishing the relevant CL and CLA to

determine the subjective expected utility of interacting

with the available LMX dyad partners.
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Power is also relevant. The aspect of power considered

important is the relative power distance within leader-

member dyads. The earlier discussion pointed out how the

description of LMX in theoretical and empirical terms

indicated that LMX is negatively related to intradyadic

power differences. Power Distance Reduction Theory provides

an explanation for why and how this result may occur. Power

Distance Reduction Theory suggests that leaders and members

who perceive themselves as having substantial differential

power will maintain or increase the power differential,

whereas leaders and members that perceive themselves as

having very similar amounts of power will minimize or

eliminate their power differential. Perceived power

differences within leader-member dyads are anticipated

negatively related to LMX quality.

If the two dyad members perceive each other as similar,

they are likely to be attracted to each other, interact, and

develop high quality LMX through the role negotiation

process. If both dyad members perceive the other as

dissimilar, they are not likely to be attracted to each

other, and are not likely to interact beyond their minimum

role requirements. Thus, they will not develop high quality

LMX. If there is disparity in the perception of relative

intradyadic similarity, one dyad member is likely to be

attracted to and attempt to interact beyond the minimum role

requirements with the dyad partner, who may not be attracted

and thus not reciprocating that interest. To the extent
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that either dyad member makes the relative similarity-

dissimilarity salient to the dyad partner they are likely to

move to perceptual congruence. Even if interaction is

limited to the minimum role requirement, i.e., contractual

social exchange, the dyad members are likely to move towards

perceptual congruence. This argument is consistent with

Bochner’s (1991) position that one of the main functions of

communication in early stages of a relationship is to

establish intradyadic similarity. Figure 1 describes the

proposed causal structure expected among these variables. A

study designed to test this model is presented in the next

 

chapter.
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Figure 1 Proposed causal model for LMX.



Chapter 2

METHOD

oc e

Potential companies were introduced to the research

request by a letter addressed to a company executive

identified as an alumnus of the Michigan State University

School of Hotel, Restaurant and Institutional Management.

The initial letter explained the general nature and

importance of the research and contained a copy of the

questionnaire. The letter also explained the nature of the

data the companies would be provided with if they chose to

participate. Within two weeks a follow-up call was made to

inquire further about access, to answer any questions, and

to explain in greater detail the degree of involvement

required by the company were they to take part in the study.

Participating companies were provided surveys and response

envelopes. Participating companies were asked to prepare a

numbered list of supervisors which respondents would use to

identify their supervisor and themselves if they worked in a

supervisory capacity. A label on the response envelope

stated that the list of supervisors was not to be included

with the completed questionnaire. The response envelopes

were labelled so that respondents could mail the

55
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questionnaire directly to me if they chose to. However, all

the companies collected sealed questionnaires and mailed

them to me in bulk. The cover letter each respondent

received with the questionnaire stated that they were

guaranteed confidentiality, that the questionnaire would ask

questions about them and their supervisor, but that they

would not be identified in the results, and that the results

would only be available in summary form.

$31321;

Access to the employees of 19 hospitality companies was

obtained. There are six hotels, two restaurants, seven

foodservice companies, three food service suppliers, and one

hospitality education/training company in the sample. The

companies are in California, Colorado, Illinois, Michigan,

Ohio, and Texas. A request to canvas each organization was

made in order to tap as many hierarchical levels as

possible. However, actual level of access varied across

organizations. Ten of the organizations agreed to

canvassing and nine provided access to executive level only.

The organizations in this study will be provided aggregate

level information regarding their superior-subordinate

relationships in terms of LMX. They will also be provided

aggregate level information regarding the employees’

perceived relative power and superior-subordinate power

differences. The respondents in the participating

organizations have not been provided an incentive to

respond. Upon access, follow-up calls have been placed/made
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with each organization approximately two weeks and four

weeks after issuing the questionnaires to maximize

participation. A total of 965 surveys were sent to the 20

participating companies, from which 353 usable responses

were obtained. This provides a response rate of 36.6%.

Of the 353 responses 15 did not identify their

racial/ethnic category. Thirteen are American Indian or

Alaskan Native, four are Asian or Pacific Islanders, 16 are

African Americans, 293 are Caucasian and 15 are Hispanic.

In terms of gender 176 are female and 168 are male. Nine did

not answer the gender question. The mean number of years of

schooling is 14.8 with standard deviation 2.72 and minimum

schooling identified as 2 years and maximum schooling

identified as 23 years (n=330). Tenure with the present

employer obtained a 5.8 year mean with 5.7 year standard

deviation. The minimum number of years is one and the

maximum is 32 years (n=338). Tenure in the respondent’s

present position has a 4.1 year mean with a 4.1 standard

deviation. The reported range is 1 year to 27 years.

Supervisor capacity is claimed by 148 respondents while 195

indicate that they do not serve in a supervisor capacity.

Ten respondents declined to answer this question. Of the

148 respondents claiming supervisory status, 99 provided the
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requested identification, while 202 subordinates provided

their supervisors’ identification number. The mean number

of subordinates per supervisor is 3.6, with a range of 1 to

11. Table 1 contains sample statistics per organization.

There is some demographic bias in terms of supervisory

capacity, as two Asian or Pacific Islanders and 134

Caucasians indicated they were supervisors. None of the

other racial/ethnic categories indicated that they serve in

a supervisory capacity. Furthermore, 33 are female while

103 are male. Supervisors have 16.3 years mean schooling

with a minimum of 10 years and a maximum of 22 years.

Average tenure with the current employer is 7.5 years with a

range from one to 21 years and a standard deviation of 6.2

years. Finally, the position specific tenure mean is 4.9

years, with standard deviation 4.4 years and a 1 to 20 year

range. The noted bias is consistent with population

parameters.

We]:

This study uses demographic measures consistent with

those Tsui and O’Reilly (1989) report having used. However,

race and ethnicity are collected using categories consistent

with those specified in the standards for federal statistics

(U.S. Department of Commerce, 1978). Job tenure and company

tenure is measured in years.

Consistent with Byrne (1971), socioeconomic status is

estimated based on reports of discretionary spending. The

subjects are asked to indicate their monthly entertainment
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and clothing expenditures, as well as the amount of money

they spend each month for food, housing, and housing related

expenses.

The "1986 Right-Wing Authoritarianism” scale as

reported by Altemeyer (1988) is used to assess

authoritarianism. This scale has thirty items that

consistently provides alpha reliabilities above .80.

The most widely used power typology is that of French

and Raven (1959). This typology is also used in Power

Distance Reduction Theory (Mulder, 1977). The first

conceptually consistent and psychometrically sound measure

of French and Raven’s (1959) social power typology was a 20-

item scale (each item is measured on a five point Likert

type scale) developed by Hinken and Schriesheim (1989).

This scale is written for subordinate perception of

supervisor’s power. These items are employed as are a set

of 20 similar items designed to tap a subordinate’s self-

perception of power.

Currently two LMX measurement models exist for which

validation has been performed. Borchgrevink and Boster

(1994) offer a two factor second order unidimensional model

based on Graen’s LMX-14 scale (personal communication,

September 20, 1990). One factor is a relational_e§timate

tapping negotiating latitude, mutual trust, mutual support,

mutual understanding and work relationship effectiveness.

The other factor is an estimate of in;ggennne§§.

Schriesheim et a1. (1992), working from the Dienesch and
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Liden (1986) perspective offer a LMX-6 scale with 3 two-item

factors. The three factors offered by Schriesheim et a1.

(1992) are penceived CQDEIIQBEIOD to Ehe excnange, loyelty

and nnnnel_efifieeee Both scales are used in this research as

there appears to be some conceptual distinction between the

two measures of LMX. .

The four item §neeke_nien_§npezyiee: scale used by

Borchgrevink and Boster (1994) will be extended and used in

this study as a measure of intradyadic communication. They

found the scale to be internally and externally consistent

and to provide alpha reliability .72 (n=62).

leen Respense Scelee, The leader-member exchange,

power, authoritarianism and communication scales are all 5-

item Likert nype scales ranging from strongly agree to

strongly disagree (Likert, 1932). The socioeconomic scale

is also a five item scale ranging from very much more than

average to very much less than average. Race/ethnic

category and gender are both nominal scales, while schooling

and tenure are assessed using a single item unbound ratio

level request.



 

Chapter 3

RESULTS

Ih§_M§§§BI§m§n£_MQQ§l

Initially, confirmatory factor analyses (CFA) were

performed to assess the content validity of the measuring

instrument. The final solution consisted of fifteen

factors. Internal consistency was achieved with zero

Spearman product rule deviations and 11 deviations from

flatness with 22 deviations expected by chance alone

(p<.01). The test for external consistency produced 37

product rule deviations and 35 deviations from flatness with

64 deviations expected by chance alone (p<.05). The

factors, factor items, and factor item statistics can be

found in Table 2.

The LMX items produced three clusters which were

second order unidimensional and combined as one cluster for

further analysis. The LMX cluster consisted of six items

from Borchgrevink and Boster (1994) and four items from

Schriesheim, Neider, Scandura, and Tepper (1992). The

reliability of this scale was estimated by coefficient 3 to

be .91. The index formed from summing these items was

distributed approximately normally with a mean of 38.39 and

a standard deviation of 7.06.

62
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The intradyadic communication items produced two

clusters. The factors are second order unidimensional, and

were combined in the remaining data analysis. The

distribution of the index formed by summing the items

closely approximated the normal distribution with a mean of

22.76 and a standard deviation of 4.23. Coefficient e was

employed to assess the reliability of the measure,and was

found to be .81.

The power items clustered into five factors consistent

with Hinken and Schriesheim’s (1989) analysis and proposed

factor structure. The factors are supervisor reward power,

supervisor coercive power, supervisor legitimate power,

supervisor expert power, and supervisor referent power.

The distribution of the index formed by summing the

supervisor reward power items closely approximated the

normal distribution with a mean of 11.56 and a standard

deviation of 2.83. Coefficient g was employed to assess

reliability and found to be .85. The index formed by

summing the supervisor coercive power items obtained an

approximated normal distribution with a mean of 10.49 and a

standard deviation of 3.48. The reliability was assessed by

employing g; which was found to be .91. The distribution of‘

the index formed by summing the supervisor legitimate power

items closely approximated the normal distribution with a
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Leader-Member Exchange
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Final Factor Solutions

 

ILQE

I have enough confidence

in my supervisor that I

would stand up for my

supervisor’s decisions if

my supervisor was not

present to do so.

My working relationship

with my supervisor is

better than average.

My working relationship

with my supervisor is

very effective.

I feel close to

my supervisor.

I am very satisfied with

the way my supervisor and

I understand each other.

If my supervisor had to

divide the workers into

two groups, with one being

the most preferred, I would

be a member of the most

preferred group.

My supervisor recognizes

my potential.

The way my supervisor

sees me he/she would

probably say that my

ability to do my job

is exceptional.

My supervisor would

probably say that my

work goals and his/hers

are the same.

I feel that my work goals

and those of my supervisor

are the same.

SD

.87

.99

.91

.88

.90

.94



Table 2 (cont’d)

Intradyadic Communication

65

 

Item,

I speak often with my

supervisor about job

related issues.

I speak often with my

supervisor about issues

not related to work.

My supervisor only

speaks with me when

he/she tells me what

to do (reverse coded).

I often share my good

ideas with my supervisor.

My supervisor and I speak

with each other about

job operations.

My supervisor and I speak

with each other about

management issues.

Supervisor Reward Power

“QED

3.90

SD

.94

.85

.79

 

ILQE

My supervisor can

increase my pay level.

My supervisor can

influence my getting

a pay raise.

My supervisor can

influence my getting

a promotion.

SD

1.17

.98



Table 2 (cont’d)

Supervisor Coercive Power

66

 

Iten

My supervisor can

make my work difficult

for me.

My supervisor can

make things unpleasant

here.

My supervisor can

make being at work

distasteful.

Supervisor Legitimate Power

 

Item

My supervisor can

make me feel I should

satisfy my job

requirements.

My supervisor can

give me the feeling that

I have responsibilities

to fulfill.

My supervisor can

make me recognize that I

have tasks to accomplish

Supervisor Expert Power

SD

.87

.8O

.73

 

ILEE

My supervisor can

give me good technical

suggestions.

My supervisor can

share with me his/her

considerable experience

and/or training.

My supervisor can

provide me with needed

technical knowledge.

SD

.89

.87

.93



Table 2 (cont’d)

Supervisor Referent Power

67

 

Item

My supervisor can

make me feel valued.

My supervisor can

make me feel like

he/she approves of me.

My supervisor can

make me feel

personally accepted.

Subordinate Reward Power

lMean

4.01

SD

.86

.87

.90

 

ILEE

I can increase pay

levels at work.

I can influence

people at work getting

a pay raise.

I can influence

people at work getting

a promotion.

Subordinate Coercive Power

Mean

3.02

SD

1.22

 

Item

I can make work difficult

for people at work.

I can make things

unpleasant for people

at work.

I can make being at work

distasteful for people

at work.

Mean

3.31

SD

1.20
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Table 2 (cont’d)

Subordinate Legitimate Power

 

lten Mean

I can make people at work

feel like they should 3.68

satisfy their job requirements.

I give people at work

the feeling that they 3.82

have responsibilities

to fulfill.

I can make people at work

recognize that they have 3.90

tasks to accomplish.

Subordinate Expert Power

SD

.95

.82

.81

 

Item, Mean

I can give people at work 3.98

good technical suggestions.

I can share my considerable

experience and/or training 4.13

with people at work.

I can provide people at

work with needed technical 3.99

knowledge.

Subordinate Referent Power

SD

.73

.77

.80

 

Item, Mean

I can make people at 4.22

work feel valued.

I can make people at

work feel like I approve 4.24

of them.

I can make people at

work feel personally 4.13

accepted.

SD

.71

.72

.74



Table 2 (cont’d)

Authoritarianism

69

 

IEQE

It is important to fully

protect the rights of

radicals and deviants

(reverse coded).

"Free Speech" means that

people should be allowed

to make speeches and write

books urging the overthrow

of the government (reverse

coded).

There is absolutely nothing

wrong with nudist camps

(reverse coded).

It is best to treat

dissenters with leniency

and an open mind, since new

ideas are the lifeblood of

progressive change (reverse

coded).

High school and university

students must be encouraged

to challenge their parents’

way, confront established

authorities and in general

criticize the customs and

traditions of our society

(reverse coded).

The way things are going

in this country, it’s going

to take a lot of "strong

medicine" to straighten

out the troublemakers,

criminals and perverts.

Some of the worst people

in our country nowadays are

those who do not respect our

flag, our leaders, and the

normal way things are

supposed to be done.

Man

2.91
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Table 2 (cont’d)

One reason we have so many

troublemakers in our society

nowadays is that parents and

other authorities have 2.51 1.16

forgotten that good old-

fashioned physical punishment

is still one of the best ways

to make people behave properly.

Our country will be great if

we honor the ways of our

forefathers, do what the

authorities tell us to do 2.60 1.05

and get rid of the "rotten

apples" who are ruining

everything.

Socioeconomic Factors

Socioeconomic-Necessities

 

 

Item Mean so

The average American spends

about $150 per month on 3.07 1.14

foods and groceries for

home consumption. I spend:

The average American spends

about $315 per month on 3.83 1.20

housing and housing related

expenses. I spend:

Socioeconomic-Entertainment

 

 

Item Mean SD

The average American spends

about $50 per month on 3.23 1.18

entertainment. I spend:

The average American spends

about $80 per month on 2.55 1.09

clothing and shoes. I spend:

The average American spends

about $70 per month on 2.85 1.24

food in restaurants.

I spend:
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mean of 12.10 and a standard deviation of 2.11. Coefficient

e was employed to assess the reliability of the measure, and

was found to be .85. The supervisor expert power items were

also summed to form an index. The distribution of the index

closely approximated the normal curve with mean of 11.54 and

a standard deviation of 2.42. To assess reliability of the

measure, coefficient e was employed and found to be .87.

The distribution of the index formed by summing the

supervisor referent power items closely approximated the

normal curve with a mean of 12.01 and a standard deviation

of 2.42. Coefficient g was employed to assess the

reliability of the measure, and was found to be .92.

Identical to the supervisor power items, the

subordinate power items clustered into the five Hinken and

Schriesheim’s (1989) factors. The distribution of the index

formed by summing the subordinate reward power items closely

approximated the normal distribution with a mean of 9.06 and

a standard deviation of 3.01. Coefficient g was employed to

assess the reliability of the measure, and was found to be

.80. The subordinate coercive power items were also summed,

and the distribution of this index closely approximated the

normal distribution with a mean score of 9.52 and a standard

deviation of 3.43. Coefficient g was employed to assess the

reliability of the measure, and was found to be .93. The

distribution of the index formed by summing the subordinate

legitimate power items closely approximated the normal

distribution and obtained a mean of 11.40 and a standard
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deviation of 2.31. Reliability of the measure was assessed

by employing coefficient g, which was found to be .88. The

subordinate expert power items were also summed to form an

index. The distribution of this index closely approximated

the normal distribution with a mean of 12.09 and standard

deviation of 2.05. Coefficient e was employed to assess the

reliability of the measure, and was found to be .87. The

final power index was formed by summing the subordinate

referent power items. The distribution of the index closely

approximated the normal distribution with a mean of 12.60

and standard deviation of 1.96. Reliability of the measure

was assessed by employing coefficient g, which was found to

be .89.

Nine of Altemeyer’s (1988) authoritarianism items

clustered together in a final solution. The distribution of

the index formed by summing the authoritarianism items

closely approximated the normal distribution with a mean of

25.87 and a standard deviation of 5.64. Coefficient g was

employed to assess the reliability of the measure, and was

found to be .80.

The five items selected from Byrne (1971) for use as

socioeconomic indicators clustered into two factors. The

factors are labelled §2212e22n2m122Ne2e§s1tx and

S22igecenemiszzntertainment to reflect the nature of the

clustered items. The distribution of the index formed by

summing the socioeconomic-entertainment items closely

approximates the normal distribution with a mean of 8.62 and
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a standard deviation of 2.92. Coefficient g was employed to

assess the reliability of the scale, and was found to be

.54. The index obtained by summing the socioeconomic-

necessity items is also a close approximation of the normal

distribution with a mean score of 6.90 and a standard

deviation of 1.96. Coefficient g was employed to assess the

reliability of the measure, and was found to be .57.

Difference scores were created for all variables. The

power difference score was created by subtracting the

relevant subordinate scale scores from supervisor scale

scores. Calculating difference scores for the other

variables depended upon being able to identify the relevant

superior-subordinate relationship, which often resulted in

substantial amounts of missing data. In each instance the

subordinate’s score was subtracted from the supervisor’s

score. The racial/ethnic and gender measures were coded as

0 if the superior-subordinate dyad was not the same and 1 if

they were the same. The difference scores for

authoritarianism, gender, company tenure, and position

tenure had no relationship with LMX or intradyadic

communication and were discarded from further analysis. The

distribution of difference scores closely approximated the

normal distribution. Descriptive statistics for the

difference variables can be found in Table 3, and a
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correlation matrix of the measures of LMX, intradyadic

communication, and the difference variables can be found in

Table 4.

Theoretical Mogels

The similarity hypothesis is that increased intradyadic

similarity will lead to increased intradyadic attraction.

Subsequently, increased attraction will lead to increased

communication within the dyad, allowing for LMX development.

Thus, similarity affects attraction which affects

communication which affects LMX.

To test this hypothesis, both the measurement of LMX

and intradyadic communication were individually regressed on

the measures of similarity. Intradyadic communication was

also regressed on LMX. With LMX as the dependent variable,

differences in socioeconomic-necessities and intradyadic

communication were strong predictors with B=.14 (t=2.20:

df=127: p=.03) and e=.68 (e=1o.93; gf=127; p<.0001),

respectively, producing a multiple correlation of .71

(£=64.15: df=2,127: p<.0001). With intradyadic

communication as the dependent measure, the significant

predictors were LMX (§=.69: t=11.06: §f=126: p<.0001) and

Race (§=.14: t=2.30: p=.02) which generated R=.71 (2:64.34:

gf=2, 126: p<.0001).

Subsequently, both sets of regression analysis were run

using the correlation matrix corrected for measurement error

(N=119)- With LMX as the dependent measure the multiple
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correlation was .87, and the beta weights for intradyadic

communication and differences in socioeconomic-necessities

improved to .79 and .25 respectively. With intradyadic

communication as dependent, the coefficients were B=.85,

§=.82 for LMX and §=.18 for Race.

The power hypothesis is that differences in power

within the superior-subordinate dyad are negatively related

to LMX. Specifically, as the power distance decreases, LMX

should increase. To examine this hypothesis both LMX and

intradyadic communication were regressed separately on the

power difference variables.

For LMX the best regression equation had intradyadic

communication (g=.68: 3:18.84: 918330: p-.0001) and

differences in referent power (fi=.24: n=6.54: gf=330:

n=.0001) as predictors (B=.79: £=271.57: df=2, 330,

p=.0001). Regressing intradyadic communication on the

difference variables and LMX produced significant

coefficients for LMX (§=.74: 3:20.33: gf=327: p<.0001) and

differences in coercive power (§=-.09: ;--2.35: gf=327:

p<.02). The multiple correlation was .76 (£=229.42: Qf=2,

327, p<.0001).

The regression analysis was repeated using correlations

corrected for attenuation. The regression of LMX onto

intradyadic communication and differences in referent power

produced an 3=.91 and beta weights of .82 for intradyadic

communication and .18 for referent power differences.

Considering intradyadic communication as the dependent
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variable produced R=.89, beta weight of .87 for LMX, and

beta weight of -.08 for coercive power.

Cau odel

These results suggest a causal model. The similarity

data suggests the model found in Figure 2. It is based on

129 identified superior-subordinate dyads. This model

implies that increased socioeconomic difference leads to

increased LMX, which in turn leads to increased intradyadic

communication. It also specifies that similar racial

identity leads to increased intradyadic communication. The

model fits the data well. Neither the predicted correlation

between socioeconomic differences (n=1.07: p=.283) nor the

predicted correlation between race and LMX (z=-.05; pe.963)

differed significantly from the obtained value. The

obtained multiple correlation coefficient for intradyadic

Socio- "3—1’9 LMX —.) .82 Intradyadic

economic Communication

ifferences

.16

Racial

similarity

 

 

N=129

Figure 2 A causal model of the relationship between

similarity, LMX, and intradyadic communication.
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communication was .84, whereas LMX obtained .35. Moreover,

the chi-square test of the fit of the model showed that the

model fit the data closely (13(2)=1.16: p=>.05).

The power data suggest the path model presented in

Figure 3. It is based on a larger number of superior-

subordinate dyads (N=328) than the similarity model, as the

questionnaire contained scales for supervisor and

subordinate power. This model suggests that the difference

in referent power is positively related to LMX, and the

difference in coercive power is negatively related to LMX.

LMX in turn is positively related to intradyadic

communication, so that the effects of referent and coercive

power differences on intradyadic communication are mediated

by LMX. Neither of the correlations predicted by the causal

model differed significantly from their obtained values (2?-

.068: p=.495. z=-.82: p=.410), and the obtained multiple

correlation coefficients were .89 for intradyadic

communication and .53 for LMX. Moreover, the global test of

the model fit indicated that the data were consistent with

the model (13(2)=1.14: p>.05).

Although the argument for the similarity and the power

models came from different theories, both deal with

intradyadic similarity, and thus, are not contradictory.

Moreover, the models share common variables, viz., LMX and

intradyadic communication. Given these facts, a merger of

the two approaches was attempted, producing the model

presented in Figure 4. This model posits that socioeconomic
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difference and differences in referent power both have

positive paths to LMX, and difference in coercive power has

Referent Power

Difference .49- o 17

5\

LMX
. 89

Intradyadic

///////;7 ‘fi‘TT—Tabommunication

Coercive Power -.14

Differences

 

N=328

Figure 3 A causal model of the relationship between

differences in power, LMX, and communication.

a negative path. LMX in turn is positively related to

intradyadic communication which also has racial similarity

as a predictor variable. In order to test this model the

path analysis was first run using correlations based on

list-wise deletion (3:127), followed by a path analysis

using the correlations based on pair-wise deletion (n:l34).

Both approaches indicate a reasonable fit. The

listwise approach produced no significant errors, and was

not statistically significant (13(4):3.12: p>.05). This

approach produced multiple correlation coefficients of .84

for intradyadic communication and .63 for LMX. Pair-wise

analysis produced no statistically significant residuals and

chi-square was not statistically significant (13(4)=3.63:

p>.05). The multiple correlation coefficients were .90 for

intradyadic communication and .59 for LMX.
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Summary of Results

All scales used in this study were submitted to

confirmatory factor analysis to ascertain construct validity

for the measurement model. The final solution produced

fifteen scales. Difference scores were created by

subtracting subordinate scores from supervisor scores, with

the exception of race and gender where differences were

coded as 0 and similarity as 1. Relationships were apparent

among LMX, intradyadic communication, power differences,

socioeconomic differences, and race. Difference scores that

did not indicate a relationship were discarded from further

analyses. LMX and intradyadic communication were regressed

on all retained difference scores, as well as on each other.

Socioeconomic differences, differences in referent power,

and intradyadic communication proved to be strong predictors

of LMX. Racial differences, differences in coercive power

and LMX emerged as powerful predictors of intradyadic

communication. Causal models were developed and tested for

fit. Three models resulted, one for the power hypothesis,

one for the similarity hypothesis and a third model merging

the two. All models provided reasonable fit.
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Chapter 4

DISCUSSION

Generally the results are consistent with the

hypotheses. Several power difference and similarity

variables are related to LMX and intradyadic communication.

Contradicting expectations, however, the power difference

variables and the socioeconomic difference variable do not

have a direct effect on intradyadic communication, but

rather their effect is mediated by LMX. Racial differences

do lead to less intradyadic communication, and there is a

relationship between intradyadic communication and LMX.

Contrary to expectations, however, communication between

supervisors and subordinates does not lead to an improvement

in LMX. Rather, the nature of the LMX relationship affects

communication within the dyad!

The socioeconomic differences scale that is related to

LMX measures difference in spending on housing and housing

related expenses, and food and groceries for home

consumption. Food and shelter are primary need items, and

one might expect that this type of expenditure would be

neither visible and salient nor have an impact on the

superior-subordinate relationship. They are low profile

expenses, and it is likely seldom that supervisors and

subordinates discuss their shopping habits. Nevertheless,

where they shop, and perhaps some preferred brands, may

become points of discussion, and thereby act as cues for

83
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social class allegiance. The symbolic value of housing is

more evident. Relative financial success is often expressed

in housing choice. The physical structures provide a cue of

relative socioeconomic status. Simply knowing a person’s

address, or home town, without having seen the actual house

is itself a cue as to the person’s socioeconomic status.

Thus, supervisors and subordinates may well be aware of each

other’s socioeconomic level, and this difference variable

taps its relative disparity.

The empirical relationship is positive which is

contrary to the hypothesis. Similarity-attraction is not

operating here, rather it is the supervisor’s success

relative to the subordinate. Subordinates may be attracted

by apparent success and wish to emulate the supervisor.

Therefore, the subordinate desires and attempts to develop a

good relationship with the supervisor, and perhaps pander

the supervisor. The supervisor enjoys this positive

attention and reciprocates this behavior by working on

maintaining a good relationship.

The data indicate that as the socioeconomic distance

approaches zero, or becomes negative, the LMX relationships

deteriorate. This result could indicate that when a

supervisor is assigned a subordinate of higher socioeconomic

2
class than the supervisor’s , the supervisor may find it

 

2 A relevant example may be when business owner’s place their

offspring or neif annarenf in the company to learn it from the

bottom-up.
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difficult to interact, and the subordinate may not be as

receptive to the supervisor as others would be. Hence, the

relationship may strain and suffer.

Another form of desire for emulation may be evoked by

the differences in referent power. Referent power here is

empirically defined as being able to make someone feel they

have their approval, and are valued and accepted. To the

extent that supervisors have more referent power than

subordinates, subordinates should desire to have a

relationship with their supervisors, wish to interact with

them, and attempt to build or maintain an approving,

accepting relationship. This argument may explain why

differences in referent power are related positively to LMX

quality. Furthermore, when the distance in referent power

approaches zero, or becomes negative, two things may be

occurring. Subordinates may find interactions with their

supervisor less rewarding, and be less inclined to maintain

or develop a good LMX. As a result, supervisors may be

chagrined to see subordinates model their peers, and may

feel threatened by subordinates who are as good as, or

better than, them at bolstering subordinates’ self-worth and

esteem. If these circumstances occurred, the supervisors

would be less inclined to desire a good dyadic relationship.

The negative association between coercive power

difference and LMX is consistent with the power hypothesis.

The relationship may be as outlined earlier, i.e., given

perceptions of equal power and similar power displays a
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supervisor may include the subordinate in his/her power

realm, and maintain distancing behaviors towards those

perceived as less powerful. The equal partners in power

would develop a positive LMX relationship. Coercive power

is the abilify to make being at work and working unpleasant,

difficult and distasteful. If supervisors’ and

subordinates’ jobs are highly interdependent they both have

a high degree of coercive power over each in that they can

each make the others work life miserable, should they so

choose. Thus they should be motivated to develop and

maintain a good working relationship, i.e., high quality

LMX. The results indicate that LMX is strongest when the

coercive power difference is negative. When the subordinate

has the most coercive power, the supervisor may be highly

motivated to build a good working relationship. On the

other hand, if supervisors have a great deal of coercive

power relative to the subordinates, the subordinates may

find relating and interacting risky and therefore choose not

to engage in relationship building.

Race was not related to LMX, but it was associated with

intradyadic communication. This result implies that LMX

quality is not influenced by racial differences. It is

inconsistent with the similarity hypothesis, yet it has

intuitive appeal. Given the prominence of equal employment

opportunity it is important and gratifying to note that good

working relationships are not racially determined. Not

finding a race effect may seem to be inconsistent with
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earlier research that found superiors’ affect for

subordinates positively related to differences in race (Tsui

8 O’Reilly, 1989). Nonetheless, intradyadic affect may not

be related to LMX, as scholars working from the Dienesch and

Liden perspective (1986) suggest. Indeed, the LMX-Affect

dimension suggested by Schriesheim, Scandura, Eisenbach and

Neider (1992) did not cluster with the remaining LMX scales

in this research.

Similarity in race is related to intradyadic

communication. This relationship is an extension of earlier

research that found demographic similarity related to

technical communication within organizations (Zenger 8

Lawrence, 1989). Race is a potentially salient symbol of

identity and reference group. It may indicate common ground

and common experience, both of which provide impetus for

interaction. This is consistent with the tendency for

people to communication mostly with similar others (Johnson,

1993: Rogers 8 Bhowmik, 1971).

This research proposed that LMX quality is positively

related to intradyadic interaction, and this prediction

proved to be the case. The direction of the causal

hypothesis was, however, in error. LMX quality does not

appear to be dependent on role negotiation and other

communication. Rather, the research suggests that a high

quality LMX relationship provides impetus for interaction.

Supervisors and subordinates who develop a good relationship

tend to talk more with each other, while supervisors and
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subordinates who have a poor quality LMX relationship talk

less.

Although this research indicated that intradyadic

communication was not antecedent to LMX, it is possible for

intradyadic communication and LMX to be interdependent. LMX

may impact intradyadic communication, but intradyadic

communication may subsequently impact LMX. The nature of

this research does not allow an investigation of that

possibility, as longitudinal data would be needed.

The null relationships are inherently less exciting,

but equally important to discuss. Differences in

legitimate, expert, and reward power were not related to LMX

quality. Although the supervisors and subordinates both may

have some input on reward decisions they may not make the

reward decisions because the reward power may be

centralized, thus controlled by others in the organizational

hierarchy. Furthermore, it is likely that reward decisions

are not based on issues relevant to the supervisor-

subordinate relationship, but are more clearly tied to other

more objective organizational outcome measures. If this

reasoning is correct, the relative difference in reward

power between supervisors and subordinates should have

little impact on the LMX.

Legitimate power is based upon the normative

expectations of a particular position. That is, an

individual in a particular position has a particular level

of legitimate power due to the position, not the individual
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in the position. Thus, legitimate power is much less

relationally determined than it is a function of the

position. Differences in legitimate power between

supervisors and subordinates may therefore be acknowledged

but static, and thus not influence the LMX relationship.

It is surprising that differences in expert power were

related neither to talking nor to LMX. It is reasonable to

expect that differences in job expertise would be related to

intradyadic communication, because intradyadic communication

is a most likely medium for the transfer of needed technical

knowledge and skill. It is possible, however, that

differences in expertise are salient, but that the expertise

is not shared. If expertise was hoarded, one would expect

the relationship to suffer, i.e., there should be a positive

association between differences in expertise and LMX. This

relations was not obtained, however. The subordinates may

have no expectations of attaining expert knowledge from

their supervisors, and supervisors may not desire, be

expected, or directed to minimize differences in expertise.

Caution should be used in over-explaining this null-

relationship. It may reflect an industry wide attitude that

training is not necessary, or that it is somebody other than

the immediate supervisors’ duty. If relative disparity in

expertise is not considered relevant to the superior-

subordinate, it should not impact the LMX.

The relational-demography measures of schooling,

company tenure, and position specific tenure were not
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related to LMX or intradyadic communication. This is

inconsistent with the similarity hypothesis and earlier

research (Tsui 8 O’Reilly, 1989). Tsui and O’Reilly’s

associations were between affect and role ambiguity. As

discussed previously, affect may be irrelevant to LMX.

Furthermore, these similarity measures differ from those

that were related to LMX, in that they have no evident

socioemotional component. Whereas rewards are presumed

gratifying and coercive behaviors not, differences in tenure

or schooling carry no connotation of socioemotional reward

or cost. It may be argued that company or job tenure or

degree of schooling provide cues as to success, and may

provide an impetus for interaction and emulation. Job

tenure may be such a cue, but rather than a success cue, it

may imply lack of success or moderate success. That is,

relative immobility in a position may indicate that one is

not promotable or laterally transferable, but rather

competent or comfortable, in the current position. Company

tenure could be a relevant success indicator, however, in

this instance it correlates very highly with position tenure

(f:.65). Considering that these are both single item

measures, the relationship is strong, and may reflect the

same phenomenon. Supervisors and subordinates may not be

aware of the number of years each attended school. Thus,

even if schooling is a relevant indicator, it may not be

able to be used.
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Differences in the authoritarian attitudes were not

related to LMX as hypothesized. Inconsistent with the

similarity hypothesis, no effects were found for this

variable. One reasonable explanation is that organizational

actors do not display their authoritarian attitudes within

the organization because not doing so improves their chances

of staying employed. Furthermore, it is reasonable that a

selection effect may have occurred, limiting the range of

the authoritarian attitudes. Specifically, applicants who

display behaviors consistent with attitudes at the fringes

of the authoritarian scale would not likely get hired.

The measure of socioeconomic-entertainment was not

related to LMX or intradyadic communication. The degree of

entertainment related spending is likely not discussed

within the leader-member dyad, and therefore, not a salient

cue for differentiation. One of the items of this index

taps spending on clothing and shoes, which would appear to

be an accessible cue. The sample for this research was

taken, however, from the hospitality industry. Within the

hospitality industry uniforms are the norm. Non-uniformed

employees are executive level, for whom there usually are

specific expectations as to dress code as well. Thus,

clothing is not a relevant cue.

Finally, gender differences were not related to LMX or

intradyadic communication. This result implies that the

quality of LMX relationships, and the degree of intradyadic

communication are not based upon the gender of the dyad
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partners. This datum is inconsistent with similarity-

attraction and homophily expectations. It is consistent

with the earlier finding regarding race differences and LMX,

yet inconsistent in that there is also no relationship with

intradyadic communication. A possible explanation is that

the hospitality industry has always provided job

opportunities for both males and females, thereby making

gender of low salience to leader-member dyads within

hospitality organizations. This null-relationship needs to

be investigated further to ascertain whether it is

idiosyncratic to this sample, industry, or due to an

artifact of this study.

Summary and Conclusion

This research contributes to the literature in that it

identifies antecedents of LMX and clarifies the LMX-

communication relationship. Specifically, socioeconomic

differences, differences in coercive power and differences

in referent power are antecedents of LMX.

It is important to note that a variable apparently

extraneous to work impacts the superior-subordinate work

relationship. Socioeconomic differences are positively

related to LMX. In other words, as the intradyadic

differences increase, the more likely the dyadic partners

are to develop high quality LMX relationships.

The relative success of managers or supervisors is

attractive to subordinates and increases the value of the

supervisor as a role model. In terms of building the LMX
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relationship supervisors should not conceal potential

success cues. It would be beneficial if future research

would also seek to uncover other variables extraneous to

organizations that may be related to LMX quality.

The intradyadic difference in referent power is a

strong predictor of LMX quality. Referent power has been

defined empirically as being able to make others feel

approved, valued and accepted. This definition emphasizes

the potential for work place impact that supervisors have

when they attend to the socioemotional well being and self-

image of their subordinates. Moreover, differences in

coercive power are negatively related to LMX. The scale

items do not tap the degree of coercive behaviors, but

rather the potential for this. This definition points to

the potential impact of displaying potential coercive

behaviors through unveiled threats and potential sanctions.

One would not claim that supervisors and managers should

make consequences unclear, or eschew coercive power when

warranted, but rather that they should be cautious in

invoking it. It may have significant negative effects on

the LMX.

Finally, it is an important finding that the LMX drives

the communicative relationship, and that the nature of the

communication does not cause LMX. This important result

raises a question about the validity of the proposed linkage

between Graen and Scandura’s (1987) role building theory and

LMX. The relevance of the role theory and the proposed
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linkage needs further investigation. It is possible that

LMX and the communicative relationship are interdependent.

To test this possibility longitudinal research is needed.

Furthermore, it would be important to expand our knowledge

about the LMX-communication relationship. For example, does

LMX impact all aspect of communication, or can certain

dimensions of communication be differentiated by LMX?

It is roughly twenty years since the LMX construct was

introduced. The last ten years LMX has received a great

deal of attention, and most recently several scholars have

focussed on the validity of the LMX construct. This

monograph has expanded that work by initiating the inquiry

into the antecedents of LMX.
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