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ABSTRACT

This research sets out to study the conservation value of CEOs and how this value influences the relationship between leader and members in medium and large firms in South Sumatra, Indonesia. The hypothesis is leaders’ conservation value influences the leader-member exchange. Data were collected from 126 companies (CEOs) and 613 subordinates. The result showed that the hypothesis was supported, conservation value had influence on LMX. It maybe concluded that leaders’ values had an important role towards the quality of relationship between leader and members (LMX). 

INTRODUCTION
The companies that will survive in the new global competitive environment are those that can attract and maintain leaders (Petrick, Scherer, Brodzinski, Quinn, and Ainina, 1999). Global leadership skill is the key intangible resource that will leverage sustainable competitive advantage in the twenty first century. They also mentioned that if one wants to be successful, one needs to develop one’s leadership skill. Successful leaders influence their followers and bring about changes in their followers’ attitude and behavior by managing positive and negative reinforcements. An anonymous survey in 1978 found that CEOs of large business ranked face-to-face communication as the most important source of their effectiveness (Bass & Stogdill, 1990).

Individual characteristics of Chief Executive Officers (CEOs) as leaders in their organizations such as experience, ability, skill, and attitudes have an impact on leadership. Attitudes are a reflection of values, which influence their behavior and personality. Values are important to managers because of their potential to influence workplace attitudes, behaviors and outputs. In addition, values can be influential through value congruence (Wood, Wallace, Zeffano, Schermerhorn, Hunt, and Osborne, 1998).

Principle-centered leadership is based on the reality that we cannot violate these natural laws with impunity. Principles apply at all times in all places. They surface in the form of values, ideas, norms and teachings that uplift, ennoble, fulfill, empower, and inspire people (Covey, 1992). Shared values are the foundations for building productive and genuine working relationships. Values are important in the formation of attitudes which translate into decisions and actions (Rokeach, 1973). Decisions and actions are important aspects in leader-member relationships and effectiveness. This forms the basis of this study. Most studies using LMX have been conducted on the quality of LMX (Bhal & Ansari, 1996). The present study is about the relationship between leaders’ values and LMX. 
Schwartz’s research regarding the content and structure of values has advanced cross-cultural values investigation by providing two important contributions to the cross-cultural assessment of values. First, The Schwartz measures move the level of analysis down from the society to the individual. Second, Schwartz develop a universal and comprehensive individual-level values structure that derived from subjects evaluation of biological needs, social interaction needs, and survival and welfare needs (Vatanen, 2003). Schwartz summarized values to four higher-order value types. One of the value types is conservation which combines security, conformity, and tradition values. 
This study focuses on Indonesia, particularly South Sumatra. The businessmen in South Sumatra are still seeking for security in doing business. The existing businesses are mostly in the export-oriented industry. The national political and security environments had a great impact on the investment in Indonesia, especially in South Sumatra. Since 1999 there was a very limited (only one each year) investment and since 2001 there was no investment (Bank of Indonesia, 2002). The uncertainty of political power in ruling the nation, the weakness of law enforcement, the fluctuation of exchange rate of rupiah to the US Dollar, the lack of infrastructure facilities such as electricity and water supply contributed to lack of confidence of investors. As these factors do not support the business environment it is difficult to develop the economic growth. However, even though the conditions are not conducive for business and investment, the business people in South Sumatra are still trying their best to survive in their business and hope that the situation will be better in the coming years. In facing globalization, South Sumatra needs tough and effective leaders to develop the industrial sector. A good quality of relationship between leaders and members is an important factor in improving the company competitive advantage. 

Behavioral theory posits that values influence behavior. Leaders’ values influence the way they behave in their interaction with subordinates. Related to the above situation, the problem of this research is how the leaders’ conservation value influences their leader-member relationship (LMX).

This study is an attempt to understand the relationship between leaders’ conservation value and CEO’s LMX with subordinates. By understanding the relationship between the value and CEO’s LMX with subordinates, one can develop programs to orientate that value and LMX with subordinates.

The objective of the research is to study how conservation value influences the relationship between leaders and members in medium-large scale firms in South Sumatra, Indonesia.

Leadership

One of the earliest approaches of studying leadership was the trait approach. Underlying this approach was the assumption that some people have traits and skills that make it more likely they will seek and attain positions of leadership and be effective in these positions. The term trait refers to a variety of individual attributes, including aspects of personality, temperament, needs, motives, and values (Yukl, 2002). 

Figure 1 below shows Yukl’s representation of the relationship between leader traits to performance; values is one of the traits of the leader in the first block, and the next three parts of the situational variable consists of the process is what we called the Leader Member Exchange, and the last block is the results as the outcomes variables or the leadership effectiveness. The model describes the relationship between leader traits (values) to behavior and interactions with followers (LMX) and performance. This general model of Yukl forms the foundation of this empirical research. 

Yankelovich (1981) in his values research found that among American workers, there is a movement away from valuing economic incentives, organizational loyalty and work related identity and self-fulfillment. He believes that the modern manager must be able to recognize value differences among people at work and he reports finding higher productivity among younger workers who are employed in jobs that match their values and/or who are supervised by managers who shares their values. 


Source: Yukl (2002)

Figure 1. Causal relationship among the primary types of leadership variables

Values

The researches by Schwartz and Bilsky (1987) and (1990) generated a conceptual definition of values that incorporates the five formal features of values recurrently mentioned in the literature. Values (a) are concepts or beliefs; (b) pertain to desirable end states or behaviors; (c) transcend specific situations; (d) guide selection or evaluation of behavior and events, and (e) are ordered by relative importance (Schwartz, 1992).

  Schwartz represents the ten types with 57 values that were selected (Schwartz, 1992; personal communication, June 16, 2002; Schwartz & Bardy, 2003): Self direction, stimulation, hedonism, achievement, power, security, conformity, tradition, benevolence, and universalism. In values research in Indonesia (Raymond, personal communication, October 18, 2001), Schwartz values have been added with another four values which characterized specifically Indonesian i.e.: short cut, cooperation, self security, and discussion.

Schwartz and Bardi (2003) examine the relations of the ten broad values to the 10 sets of behavior generated according to the same principles. Two values are congruent if the actions typically taken to express each of them are compatible with attaining the other value. Relations among the values can be summarized in terms of two-dimensional structure composed of four higher-order value types, i.e. openness to change, conservation, self-enhancement, and self-transcendence. Openness to change combines stimulation and self-direction values. As shown at Figure 2 below, conservation combines security, conformity, and tradition values. While self-enhancement combines power and achievement; self-transcendence combines universalism and benevolence values. Schwartz treats the higher-order types as a way to describe the value structure more simply. Nevertheless, he and others sometimes use these four higher value types, rather than the ten basic values, to predict behavior and attitudes (Schwartz  & Boehnke, 2004). 

According to Dahl (n.d.), conservation (later called embeddedness) is a value type that emphasizes the maintenance of traditional values or the traditional order. In addition, he mentions that the values measurement instrument may have two constraints. It does eliminate, at least potentially, the chance of situational variables having a strong impact on the respondents. On the other hand, it does span the argument when asked about values. They may choose a more utopian answer, which may not be reflected in their behavior.


Source: Schwartz and Boehnke (2004)

Figure 2. Theoretical models of relations between types of values
Lord and Brown (2001) provide a conceptual overview of the role of values in leader-follower relationship. Taking the stance that the leaders can impact followers by influencing their selves’ concepts and highlighting particular values. They present a model proposing that values and self-concepts as mediational processes linking leadership with internal follower processes that in turn affect external follower behavior. They note that values exist in highly connected networks. (Offerman, Hanges, & Day, 2001). In addition, they also mentioned the importance of values in determining follower preferences for particular leaders, of leader values and the climate they set within their domains of influence, and the potential role that values may play as mediators and moderators of key behavior-outcome relationships.

Leader-Member Exchange

LMX and relational psychological contracts are based on social exchange theory. According to the social exchange theory, an individual’s perception of what is received by an exchange partner influences the degree to which the individual attempts to reciprocate (or retaliate) in kind. One key causal mechanism implied by the social exchange theory is that the receipt of resources and support from an exchange partner creates an obligation to reciprocate. Therefore, LMX and relational psychological contracts are based on social exchange theory (Gouldner, 1960).

Settoon, Bennett, and Liden (1996) mentioned that social exchange is used as a framework to determine the quality of exchange, or quality of the relationship between employees and their immediate supervisors, also between employees and their organization. In terms of distinctions, with LMX, it is clear who the exchange partners are. LMX theory is centered on the relationship between the employee and the leader. This involves liking, perceived similarity, and other affective component based on the interpersonal relationships; that is quite apart from the managers’ role as an organizational agent (Shore, n.d.). 

According to Scandura (1999), leader-member exchange is a system of components and their relationship which involving both members a dyad, involving interdependent patterns of behavior, sharing mutual outcome instrumentalities, and  producing conceptions of environments, cause maps and value. Six content sub domains appear to be predominant in a majority of the studies: mutual support, trust, liking, latitude, attention, and loyalty. However, there were many studies that proposed additional content sub domains, as well as proposed a completely different set of sub domains (Schriesheim, Castro, & Cogliser, 1999). 

Previous Studies
There have been numerous studies linking personal values to some aspects of behavior, such as communication, leadership style, commitment, etc. Table 1 shows some of these studies.

In the earlier studies as shown on Table 1, most researchers used work values and value systems in the organizations, very limited discussion about personal values. In this case, only Furrer, Lantz, and Perrinjaguet (2003), shown that individual values influence attitudes toward market orientation. Other individual values research conducted by psychologists discussed mostly values structures and dimensions in detail, which are hardly related to other variables. Nevertheless, none has studied if the individual values of CEOs influence the leader-member relationship.

Table 1. Values to LMX and Leadership Effectiveness

	Year
	Researcher
	Variables
	Findings

	   2000
	Agrawal and Krishnan
	


	There is some commonality between the value systems of the high-task and high-relations leaders. High-relations leaders consider security to be more important than universalism and tradition, while low-relations leaders do just the reverse.

	2001
	Spony  


	

	The cultural impact on managers’ work value systems seems to have the upper hand on the individual impact, particularly concerning the Individual Dynamics/Group Dynamics.

	2002
	Tal and Yinon
	



	Compatibility between values and attitudes sharing common motivations and partial, but nevertheless lawful relationships between values, attitudes, and behaviors. Teachers’conservative behavior in daily life their opennes to change and transcendence in school situations were explained both by values and attitudes.

	2005
	Sosik
	 SHAPE  \* MERGEFORMAT 

[image: image1]

	Traditional, collectivistic work, self-transcendent, and self-enhancement values related positively to charismatic leadership, which predicted managerial performance and followers’ extra effort and OCB. Managerial performance moderated the relationships between leaders’ values, charismatic leadership, and followers’ outcomes.


Theoretical Framework

According to Schein (1985) values tend to influence attitude and behavior. Lord and Brown (2001) provide a conceptual overview of the role of values in leader-follower relationship. They also mentioned the importance of values in determining follower preferences for particular leaders, of leader values and the climate they set within their domains of influences and the potential role that values may affect the behavior-outcome relationship (Offerman et al., 2001).

Gordon (1975) stated that values are generalized beliefs or behaviors that are considered by an individual or group to be important. Relationship between leaders and members of an organization are based on shared values. How leaders’ ethical values influenced organizational behavior and performance is the subject of value-based leadership. Employees learn about values by watching leaders. The leaders’ role in advocating and enforcing ethical behavior, stages of moral development and how they affect an individual’s ability to translate values into behavior, a framework for understanding global culture value differences, and the implications for leadership practice were topics that were studied (Lussier & Achua, 2001).

Leader-members exchange is a system of components and their relationship involving both members of a dyad, involving interdependent patterns of behavior, sharing mutual outcome instrumentalities, and producing conceptions of environments, cause maps, and values (Schriesheim et al., 1999). Leaders invest their resources with those whom they expect to perform best and because of time pressures, leaders establish a small group of followers, whose make up the in-group. Therefore, this research will study the influence of values to LMX as shown in Figure 3.



     


   Independent variables

   Dependent variables

Figure 3. Theoretical framework

METHODOLOGY
The scope of analysis were limited to the leaders’ conservation values and the leader-follower relationships. 
The term follower is used to describe a person who acknowledges the focal leader as the primary source of guidance about the work regardless of how much formal authority the leader actually has over the person (Yukl, 2002). The study’s respondents were the medium and large companies in South Sumatra, Indonesia. Based on Badan Pusat Statistik (the Central Board of Statistics of South Sumatra, 2001), medium companies employed between 20 and 100 employees and large companies employed more than one hundred employees.

The population consists of the leaders in manufacturing companies, which are registered officially by the Central Board of Statistics in 2002. There were 199 large and medium manufacturing companies in South Sumatra. As there were only 199 firms in the population, the census method was used.  All of the 199 companies (registered) and the CEOs were taken as the research object (census). Unfortunately 21 companies were closed, thus, there were 178 companies left as the population. Each CEO was asked to select five names that had direct relations (structurally) with him/her as followers in the firm. Thus, it doesn’t mean that they have a good relationship. Samples for the members were taken purposively at least four members (managers) of each company who have direct relation to the CEO. The distributed questionnaires returned 126 of leaders (70.78%) and 613 members (74.66%). 

The Schwartz values questionnaire was used as one of the instruments of this research because firstly, Schwartz had done many values research in many countries all over the world. Secondly, Schwartz used Likert’s scale for evaluating values giving nine alternatives of choices ranging from -1 (opposed to my value) to 7 (of supreme importance). LMX questionnaire (Bahl and Ansari, 1996, 10 items) in two dimensions i.e. affect and perceived contribution. Erdogan, Sparrow, Liden, & Dunegan (2004) stated that it can be collapsed into two categories: contribution and affect-based exchanges. 

In this research the level of analysis is individual and uses a dyadic process, because according to Yukl (2002), most dyadic theories view leadership as a reciprocal influencing process between the leader and the follower. Although the LMX theory recognizes that the leader has multiple dyadic relationships, the focus is clearly on what happens within a single relationship which is from the members’ perspective.

To test the robustness of instruments, reliability test and normality tests were used. Then, to examine the components of the three value types of the CEOs’ conservation value, i.e. security, conformity, and tradition, confirmatory factor analysis (CFA) was used. The result of values’ CFA was tested by reliability test to form the conservation values type. To examine the influence of conservation value on LMX, regression analysis was used.
Hypothesis and Model

The hypothesis of the research is: Leaders’ conservation value influences the leader-members exchange:
H.1. Conservation positively influences affect of LMX.

H.2. Conservation positively influences perceived contribution of LMX

The model is:

Y1 = α + β1X1.1 
Y1  : LMX

α, β i: coefficient 

X1.4: Conservation

RESULTS
Factor Analysis

According to Schwartz  (Schwartz & Boehnke, 2004), conformity  consists of politeness, self-discipline, honoring of parents and elders, obedient, cooperation; tradition consists of humble, accepting my portion in life, a spiritual life, respect for tradition, moderate, devout; and security consists of national security, social order, sense of belonging, self-respect, privacy, family security, self-security, reciprocation of favors, meaning life, clean

The a priori criterion is a simple yet reasonable criterion under certain circumstances. Hair et al. (1998) stated when the researchers already know how many factors to extract before undertaking the factor analysis they could stop the analysis when the desired number of factors has been extracted. It also can be justified in attempting to replicate another researcher’s work and extract the same number of factors that were previously found (Hair et al., 1998).  This procedure was followed for this analysis. The results of the factor analysis were:
1. Conformity: The KMO is .75 and it formed one component with all of the five items (politeness, self-discipline, honoring of parents and elders, obedient, and cooperation) have factor loadings above .62. The result of reliability test is α = .73.

2. Tradition: The KMO of .54 and two of the items anti image correlation are below .50, and one must be deleted, that is accepting my portion in life, the second process is taken. The KMO is .62 and two components as the result of Principal Component Analysis, but there is one component with only one item. The other one component has been taken for the reliability test and the result is α = .36. Therefore it does not proceed for further analyses.

3. Security: The KMO is .81 and there is one anti image correlation < .50 for self-security, so it has been deleted and the KMO became .82. There are two items which have cross loading i.e. family security and clean. After the items deleted, the KMO became .78 and there are two components formed. One which has one item only, privacy could not include be processed further. Because no single item is a perfect measure of a concept, we must rely on series of diagnostic measures to asses internal consistency (Hair et al., 1998). The other consists of social order, sense of belonging, self-respect, reciprocation of favors, meaning life, and national security. The reliability is .74. Therefore it will proceed to the next process.

From the three values only two values remained i.e. conformity and security. The tradition value was found to be not reliable and not included in further analysis.  

The two basic values which were the result of factor analyzed were formed into conservation value dimension for further analysis. By reliability test, conformity and security as the components of conservation value have cronbach’s alpha = .86. 
In the factor analysis of leaders’ LMX was processed; the KMO is .86 and Bartlett’s test of sphericity with significance of .00. Anti image correlation all of the items were above .50 to be exact the result were over .80. Using Extraction Method: Principal Component Analysis and Rotation Method using Varimax with Kaiser Normalization, the total variance explained is 71.50% and two components were formed namely affect and perceived contribution with Eigenvalue of 4.58 and 2.57. All of the items of the two components have factor loadings above .70. It means above the cut off point of .30 (Hair, Anderson, Fatham, & Black, 1998) were fulfilled and there was no cross loading between the two highest items of the two components constructed.

Second, in the factor analysis of members’ LMX, the KMO is .87 and Bartletts’ test of sphericity significance is .00. All of the items with anti image correlation of above .80. The total variance explained is 68.77% and two factors were formed: affect and perceived contribution with Eigenvalues of 4.55 and 2.33, as the result of extraction of Principal Component Analysis and Rotation Method Varimax with Kaiser Normalization. All of the items factor loadings are above .70 and there is no cross loading. This for both the CEOs and the members’ LMX provided two clear factors, i.e. affect and perceived contribution.

Hypotheses Testing

The result of regression analyses is as shown in Table 2.

Table 2. Regression results between conservation value and LMX

	Predictor Variables
	Affect
	Perceived Contribution

	
	β
	Sig.
	β
	Sig.

	-conservation
	.35
	.05
	  .39
	.02

	R2
Adj. R2
F

Sig.
	.10

.04

1.71

.10
	.16

.10

2.76

.01


H.1. Conservation positively influences affect of LMX

Conservation had a level of significance p = .05 and the coefficient of affect is β4 = .35. Therefore it supported the hypothesis H.1.

H.2. Conservation positively influences perceives contribution of LMX
Just as it was for the affect of LMX, conservation positively influenced perceived contribution. The level of significance was p = .02 and the coefficient was β4 = .39. As a result, the hypothesis H.2. was supported.

From the multiple regressions between the value and LMX, conservation significantly influences affect of LMX, where p = .05 and it is explained only by 10% (R2 = .10). Also perceived contribution is influenced significantly by conservation with p = .02 (p < .05) and it is explained by 16% (R2 = .16). Actually, there are other tangible factors which have influence motivation of people in doing their job rather than intangible factors such as values. Therefore, in this research it has a low explanatory power.

DISCUSSION
The results of the study showed that conservation values had positively influenced leader-member exchange (LMX). 

Most studies of values have been about work values i.e. McMurray (2003) and examined the relationship between values’ similarity and perceptual agreement regarding the nature of LMX relationship. According to Uhl-Bien, Graen, and Scandura, when dyad members share similar values, each feels that the other will behave predictably, appropriately, and in the desired direction (Graen & Uhl-Bien, 1991; Graen & Scandura, 1986).

Values are the results of cognitive processes that take place in human beings. Values are both a powerful explanation of and influence human behavior. Values play an important role in understanding and predicting the affective and behavioral components of human beings (Krishnan, 1997).

The average individual’s priorities of a sample of a culture members reflect the value pressures to which they are all exposed through the shared socialization, laws, media, etc., of the culture. Nonetheless, since values represent cultural ideals, people may be inclined to provide the value priorities they perceive as desirable. It means that the value contents and structure they have identified might better be understood as reflective of cultural conventions rather than as expressive of the psychological characteristics of the individual (Schwartz, 1992).

From the multiple regressions between conservation value and LMX, conservation significantly influenced affect of LMX and it explained only 10% of LMX variance as well as perceived contribution and it explained 16% of perceived contribution variance. Actually, there were also other tangible factors which influence motivation of people in interacting with the boss rather than intangible factors such as values. That might be the possible explanation why this research had a low explanatory power.

The study found that conservation consists of security and conformity. Security is most directly concerned with collective interest (Schwartz, 1992).The positive influence of conservation to affect of LMX means that the more concerned the CEOs are to security and conformity value, the more the “liking” of the subordinates toward them. This happens if the CEOs are “careful or prudent” in any decision they make, and this has a “positive” impact on the benefits of the subordinates. 

As well as the relationship of conservation and affect of LMX, the relationship with perceived contribution is positive and significant. It means that the more stringent the conservation value of the CEOs, the greater the strength of perceived contribution of the subordinates. For instance, if a CEO has a policy of strict confidentiality about his work or the company’s achievement, it will be willingly accepted and followed by the subordinates. Security as one value of conservation is great of concern to many people in daily life. For example, if there is a decision that CEOs must make concerning “security”, namely related to the “national security”, the subordinates will positively support and contribute towards the implementation of the decision or tasks related the implementation security. Some national conditions concerning security are:

a. Jobs in Indonesia were shifting from factories back to farming and fishery sectors in what economists were calling signs of de-industrialization. The government researchers said that the problem here is Indonesia’s poor investment climate which had seen companies relocating to Vietnam and China, where wages were lower (“Industry job pinch in Indonesia”, 2004).

b. As mentioned earlier, the uncertain of political situation in Indonesia, for example the ruling period of presidency. Investors fear the likely change of President would mark a shift to populist style economic policies and away from painful reforms. Whatever solutions the victor favors, Indonesia’s chronic problems remained familiar i.e. below-par economic growth and stagnant job creation (McCawley, 2004).

c. For the past six years, paternalism in the presidency had been replaced by neglect. In towns and villages across Java, people complain about rising prices, taxation, growing unemployment, crime, and corruption. “I want to feel secure. That’s my priority, secure in my home, in my job, and when I walk the streets”, said Widodo, a storekeeper in Central Java hill town (Vatikiotis and McBeth, 2004).

d. There is a continuing terrorist threat in the Indonesian provinces such as Aceh, Sulawesi (Poso), Maluku (Ambon), and Papua (“Industry job pinch in Indonesia”, 2004).

IMPLICATIONS
In this study, conservation was found to positively influence affect and perceived contribution of LMX. This suggests that Indonesian CEOs need to develop conservation value which includes conformity and security to improve their LMX with followers. This is understandable, given the uncertainties of current business environment, members want predictability and assurance.

This research has found that conservation value had any influence on the LMX. This will be valuable information for other researchers that personal values have significant influence on LMX. In the Indonesian context conservation value which includes conformity and security are an important value affecting LMX (leader-member exchange).

In addition, LMX with the two dimensions of affect and perceived contribution is a solid instrument even as mediating variables. The importance of interactions between leader and followers focusing on the togetherness in responsibility, initiatives and quality of solutions, efficiency, usefulness of efforts, frequency of interaction, helping, advising, discussing, personal matters is reflected in the leaders’ LMX. 

Through this research the Trade and Industry Chamber (KADIN) in South Sumatra can obtain some information about the leadership values in manufacturing industry in South Sumatra, Indonesia. Also this research serves as a reminder to the managers, leaders, and the government that there is specific value (i.e. conservation value) of the CEOs that has a significant influence on the CEOs leadership effectiveness. Therefore, this research suggests that conservation values should be promoted among CEOs in order to attain higher quality of LMX. 

LIMITATION OF STUDY AND FUTURE STUDIES
This study only focuses on conservation value as one of leaders’ values. Whether there are other values can be observed. In collecting data, it was not easy to get the CEOs as respondents due to their time constraints and “busy ness”. There are limited references of personal values studies as one of the research variables. Geographically, this study only covered South Sumatra, one of thirty three provinces in Indonesia, and was limited to manufacturing firms. Therefore, this study may not be generalized. 
In the future, it would be a good contribution to a leadership research if this kind of study could be extended to another industry and larger area coverage.

REFERENCES
Badan Pusat Statistik Sumatera Selatan, Sumatera Selatan in figures 2002, Author : Palembang, 2002.

Badan Pusat Statistik Sumatera Selatan, Sumatera Selatan in figures 2001, Author: Palembang, 2001.

Bass, B.M., & Stogdill, R.M. (1990). Handbook of leadership, theory, research, and managerial applications. (3rd ed.) New York: Free Press.

Bhal, K.T. & Ansari, M, “Measuring quality of interaction between leaders and mem-bers”, Journal of Applied Social Psychology, 20.11, V.H. Winston & Son, Inc, pp. 945-72, 1996.

Brack, T & Godwin, M.  “Set the example”. In Kouzes & Posner. Leadership Challenge. pp.75-105. (3rd ed.), Jossey-Bass A Wiley Imprint: San Francisco, 1983.

Covey, S. R., Principle-centered leadership, Simon & Schuster: London, 1992 
Erdogan, B., Sparrows, R.T., Liden, R.C., & Dunegan, K.J, “Implication of organizational exchange for accountability theory”, [online]. Human Resource Management Review. Vol. 14(1), Elseivier Science Inc, pp. 19-45, March 2004. Retrieved July 13, 2004 from http://www.sciencedirect.com
Gouldner, A.N., “The norm of reciprocity: A preliminary statement”, 1960. In B.M. Bass & R.M. Stogdill, Handbook of leadership, theory, research, and managerial applications. (3rd ed.), Free Press: New York, p. 226, 1990.

Graen, G.B. & Scandura, T. (1987). Toward a psychology of dyadic organizing. In R.N. Lussier & C.F. Achua. (2001). Leadership: Theory, application, skill development (p. 211). South-Western College Publishing: Ohio.

Graen, G.B & Uhl-Bien, M. (1991a).  The transformation of work group professionals into self-managing and partially self-designing contributors: Toward a theory of leadership-making  In G,B Graen & Uhl-Bien (1995) Relationship-based approach to leadership: Development of leader-member exchange (LMX) theory of leadership over 25 years: Applying a multi-level-multi-domain perspective. Leadership Quarterly. 6(2), (pp. 219-247) Stamford, Connecticut: Jai Press Inc.

Hair, J.F. Jr, Anderson, R.E, Fatham, R.L., & Black, W.C.,  Multivariate data analysis. (5th ed.) Prentice Hall: New Jersey, 1998. 

Hancer, M., Leader member exchange quality: An empirical investigation  in restaurants. First Tourism Congress of Mediterrranean Countries. pp 1-11. Retrieved July 16, 2004 from http://www.akdeniz.edu.tr/trzm /Wolf%20Works/kongre/ Kongre%20Sunum%20ve%20Foto%F5raflar%3F/Kongre1/51.doc
Krishnan, V.R. (1997). Aligning employee development wiyh organizational objectives: A case for value-based training. Management and Labor Studies 22(4), October 1997(pp.206-215). Retrieved on July 9, 2004 from http://www.geocities.com/rkvenkat/1997mls.html
Lord R.G. & Brown D.J., “Leadership, values, and subordinate self-concepts”. Leadership Quarterly, 12. Elsevier Science. Inc., pp.133-152, 200.

McCawley, T. (2004, July 15). Muddling along. Far Eastern Economic Review. pp. 60.

Offerman, L.R., Hanges, P.J., Day, D.V.,  “Leaders, followers, and values: Progress and prospects for theory and research”. The Leadership Quarterly, 12, Elsevier Science Inc, pp. 133-152, 2001.

Petrick, J.A., Scherer, R.E., Brodzinki, J.D., Quinn, J.E., & Ainina, M.E (1999). Global leadership skills and reputational capital: Intangible resource for sustainable competitive advantage. In R.N. Lussier & C.F. Achua. (2001). Leadership: Theory, application, skill development. Ohio: South-Western College Publishing. 

Rokeach, M. , The nature of human values. The Nature of Human Values. The Free Press: New York, 1973.

Scandura, B.T., Graen, G.B., & Novak, M.A., “When managers decide not to decide autocratically: An investigation of leader-member exchange and decision influence”, 1986. In C.A. Schriesheim, S.L. Castro, C.C. Cogliser, “Leader-member exchange (LMX) research: A comprehensive review of theory, measurement, and data analysis practices.” Leadership Quarterly. 10 (1), Stamford, Connecticut: Jai Press Inc., pp. 63-113, 1999, Spring

Scandura, T.A., “Rethinking leader-member exchange: An organizational justice perspective”, 1999, Spring. In Hunt. (Ed.). Leadership Quarterly, 10 (1), Jai Press Inc.: Stamford, Connecticut, pp. 25-40.

Schein, E.H., “Organizational psychology”. 1985. In E.H. Schein, Organizational culture and leadership, a dynamic view. (1st ed.) Jossey-Bass Publ.: San Francisco, p. 14, 1989.

Schriesheim, C.A., Castro, S.L., & Cogliser, C.C., “Leader-member exchange (LMX) research: A comprehensive review of theory, measurement, and data analysis practices”. In Hunt. (Ed.). Leadership Quarterly. 10 (1), Jai Press Inc .: Stamford, Connecticut, pp. 63-113, 1999, Spring.

Schwartz, S.H., “Universals in the content and structure of values: Theoretical advances and empirical tests in 20 countries”, 1992 In M. Zanna (Ed.), Advances in Experimental Social Psychology. Vol. 25. pp.1-65, 1992.

Schwartz. S.H. & Bardi, A., Values and behavior: Strength and structure of relations. PSPB Vol.29 no.10, pp.1207-1220, 2003, October.

Schwartz, S.H. & Boehnke, K., “Evaluating the structure of human values with confirmatory factor analysis”. Journal of Research in Personality. [Online]. 38, pp. 236-237, 2004. Retrieved October 20th 2004 from http://www.elsevier.com/ locate/jrp
Settoon, R.P., Bennett, N., Liden, R., “Social exchange in organizations: Perceived organizational support. Leader-member exchange, and employee reciprocity”, 1996. In C.L. Scott,  Examining the relationships between perceived supervisor support, leader-member exchange and age. Retrieved July 16, 2004 from http://216.239.57.104/search?q=cache: tDlvvok5A24j:users.moscow.com/kitscott/images/
Shore, L., et al.,  Psychological contracts: Definition and distinctiveness. Manuscript on Houston Employment Relationship Workshop. Retrieved  June 28, 2004 from http://www.rhsmith.umd.edu/hcit/docs/psyhcon.pdf
Vatanen, A., Leader-follower relations in an intercultural Chinese context: Personal, interpersonal, and behavioral influences and impact on work contribution,  Swedish School of Economics and Business Administration: Helsingfors, Finlandia, 2003.

Vatikiotis, M. & McBeth, J. (2004, July 8). New voice, new demands. Far Eastern Economic Review. (pp. 14-15).

Wood, Wallace, Zeffano, Schermerhorn, Hunt, Osborne, Organizational behavior, an Asia-Pacific perspective. Brisbane: Australian Edition, 1998.

Yankelovich, D., “New rules! Searching for self-fulfillment in a world turned upside down”, 1981. In Wood, Wallace, Zeffano, Schemerhorn, Hunt, Osborne, Organizational behavior, an Asia-Pacific perspective  Brisbane: Australian Edition., p. 140-141, 1998.

Yukl, G., Leadership in organization. (4th Ed.), Prentice Hall: New Jersey, 2002.







Leadership styles





Value domains





LMX:


perceived contribution


affect





 Person’s     


   values





Leaders’ conservation  values





benevolence








    benevolence





power





universalism








    benevolence





            self 


             direction





stimulation





hedonism





tradition





achievement





security





conformity





Openness to change  				             Self-


							transcendence






































Self-enhancement	 				  Conservation














Managerial performance








Attitudes 








Behavior  





Teachers’


conservation


openness to change


self-transcendence


self-enhancement 





Values:


-openness to change


-traditional


-collectivistic work


-self-transcendent


-self-enhancement





-Charismatic leadership


-followers’ extra effort


-OCB





Communication


Behavior





Leader traits and skills





Leader behavior





Situational


Variables





Performance outcomes





Follower attitudes & behavior





Influence processes








1
OCTOBER 15-17, 2006

GUTMAN CONFERENCE CENTER, USA

PAGE  
9
OCTOBER 15-17, 2006

GUTMAN CONFERENCE CENTER, USA

