MGT 5830
Week 8 Session 1

Leadership Behaviors

REVIEW:

Textbook page 244:  Quote from Carly Fiorina from HP.

As HP's performance slowed, the Board of Directors became increasingly concerned. In early January 2005, the HP Board of Directors presented Fiorina with a four-page list of issues the board had with Fiorina's performance.[18] A week after the meeting, the plan was leaked to the Wall Street Journal.[19] The board proposed a plan to shift her authority to HP division heads, which Fiorina resisted.[20]
On 9 February 2005, Carly Fiorina was dismissed as chairman and chief executive officer of HP. "While I regret the board and I have differences about how to execute HP's strategy, I respect their decision," Fiorina said in a statement. "HP is a great company and I wish all the people of HP much success in the future." She was replaced by Patricia C. Dunn as chairman and CFO Robert Wayman as CEO.[21] Hewlett-Packard's stock jumped 7% on news of her departure.[22]
Under Hewlett-Packard's severance agreement, Carly Fiorina received US $21 million in cash, which was 2.5 times her base annual salary.[23] On March 8, 2006, two large institutional investors filed suit against Hewlett-Packard for violating its own severance cap when it doled out a multimillion-dollar payment to Fiorina as part of her termination agreement.[24]
Remember that the research showed that intelligence is the only trait that is positively correlated with leadership success across multiple studies.  Even then, the research is suspect at best because of multiple dependent variables that differ from study to study.
Do Case Study

Instructions to observers:  Watch for two things:  

1.  Is a leader emerging from the group?  How do you know this?

2.  What is the reaction when an idea is presented.  Do people comment on the idea or on the person presenting the idea.  Are group members sensitive to feelings?  Do they stick to the task?  

BEHAVIORS

Dependent variable is the PROCESS…what leaders DO.  Less interested in outcomes.
Ohio State Studies.


Done in the early 1950's


Leader Behavior Descriptive Questionnaire (LBDQ)  1,800 questions, reduced to 150

(see page 202 of textbook for examples)


"consideration" and "initiating structure"

Michigan State


Similar  Job Centered Dimensions and People Centered Dimensions


Michigan added a third dimension of "participative leadership"  This has been questioned in later research.  Basis of MBO.  Seven Misconceptions. Article  HR page 26

For Both Studies:

ALL OF THE research assumes that respondents can provide descriptions of effective and ineffective behaviors.  They know what makes them feel good, but they don't know if it is effective.  

They also tend to generalize anecdotal behaviors.  Yukl pg 61 for example.

Another example of the problems:  Research Study by Fleishman and Harris (1962)  Yukl pg. 55.

Positive relationship between consideration and # of grievances filed and turnover


Problem:  don't know the direction of the causality.

. 
Problem:  response bias because of fear of retaliation or because respondent likes the boss.

The PRIMARY difference between the two is that Ohio State considered them to be independent variables and Michigan though they were a continuum.  
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High-High

Consideration—Initiating Structure

Person-oriented behavior—Task oriented behavior

Performance behavior—maintenance behavior

Why focus on Task?  Obviously, to get the job done

Why focus on Affect?  


Vicious compliance


Creating corporate citizens


Creating "missionaries" for the organization


Increased referent power

Additive Model


Sum each.  Specific behaviors are relevant for each –either task or affect, but not both.  
Affect:  job satisfaction, teamwork, corporate citizenship

Task:  better coordination, harder work, more efficient utilization of resources.

Multiplicative model (interactive)

Mutually facilitative—two way interaction

Employee perception may not be able to separate the two

Task orientation may be perceived by employees as "helpful" and therefore affect oriented.

High reference power improves task

High-High leaders don't choose between the two, but do each simultaneously

Grid not x and y axis, but a blurry circle.

Research:  NO EVIDENCE that one is better than the other.

Other problems with behavior models:

Behavior categories are abstractions.  How do you specify an exact behavior.  e.g.  sets goals.  How?  What criteria?  Is this positive or negative?  What if the goal is unreasonable?  How can you compare one goal setting behavior against another? 
Criteria muddled:

See chart on next page
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PERSPECTIVES ON EFFECTIVE LEADERSHIP BEHAVIOR
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*Indicates behavior not included in the earlier taxonomy.

Figure 3-3: Approximate Correspondence among Major Taxonomies




 

Applications for managers:

Find ways to satisfy task and affect concerns

Let objectives and goals guide behavior

Select a behavior that is appropriate for the situation

