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Research Questions

s there arel atienship between boss perfermance
and suberdinate performance?

suderdinaie perfornmance?

[Does a change in boss affect subordinate
perfermance Immediately or over tiime?

\Why does change In subordinate perfermance
occur—role moedeling or learning envirenment?
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<~ . Doesachange iniboss lead to achangein
X

X
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IHY/potheses

1.
2.
3.
4.

Boss performance Is positively: reliated te suberdinate
perfermance;

Change In 1bess IS fiollewed by change In sulkerdinaie
perfermance;

Change In boess has a greater relationsnip with changein
sulbordinate perfenmance over time.

A Conducive Learning Envirenment explains changein
subordinate perfermance better than Social Learning
Theory.




H oW do DeSSes alfiect subordinaies?

o Social ILeaming Ttheory - Bandura
o Conducive Learning Envirenment

— Goal-orientation literature (Dweck)
— “essons ofi Experience” research (CCL)
— Mentoring research (Kram)

— Person-oriented |eadership research
(Consideration, Ohie St.; Individualized
consideration, Bass' Transformational moedel)
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~ Methods

<
<

~ o [Design
4 — [Longitudinal, guasi-expermental design with actual change in boess
petween Year 1 and Year 2
o Sample
< — Top 1506 managers withinia Fortune 50 telecommunications firm
o |Measures- Actual 360 ratings
— Annual 360 ratingsfor all raters and ratees over a 3 year-period
— 360 ratings used heth for develepmental and administratiVve reasons

\/arables-

— Bess Perfiormance- M easured by ratings recelved from the boss
supenior (Super Boss)

— Subordinate Performance- Measured by ratings received firom direct
ieports (Trarget’ s subordinates)
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Ny Research Design

Super Bess  Super Bess Super Boss

/Same l

~ <Boss\Dlﬁ /BTSS\BOSS
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' ~ Dimensions of Performance
d,

~ o 5 [Dimensions
< — Envision — visionary, strategic thinker, challenges the

status quo
~ — Energize — empowering, participative, coaching,
devel ops talent, team-builder

— Edge — makes tough calls, decisive, challenges people
~ to do their best, holds people accountable
<«

— Execute — drives for results, productive, focused on

executing the plan
4‘ _ Ethics— behaves morally/ethically, honest

<E
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H1. Boss Performance = Subordinate

~ Perfiormance

~ Estimate the relatienship between 150ss
and subordinate performance

— Corrélations

o Boss Performance in 2001 with Subordinate
Performance in 2001




IH1: Main efifiect relationsnip between bess and subordinate
perfermance

Boss Performance

Envision Energize Edge Execute Ethics

Subordinate Perfermance
Envision
Energize 10)1
Edge -,01
Execute 210/6]
Ethies -,01 10/0,

p<.10.  No support for Hypothesis 1.
(On diagenall i =.08 and effi diagoenal r = .02)




« H2. Change Inbossachange Inisub
H3. Time laggedir strenger

o EsStimate the effiect of anew: boss

— Correlations
o Delta 2001-2002 New: BesswithiDelta 2001-2002 Sulb
o Delta 2001-2002 New: BesswithDelta 2001-2003 Sulb
o Compare each with baseline medel (same pessirs)

o [Establish that there s acorrelation between gelting a
new: bess and that Pess’ perfiormance heng related to
change 17 subordinate perfoermance:

< o Perfiormance effect takes tiime to play. out—the “ bess

Impact curve.”




IH2: Change n boss IS fiollewed by change 1in sulberdinaie
perfermance

Boss Performance

Envision Energize Edge Execute Ethics

Subordinate Perfermance
A ERvision
A Energize 10)2 :
A Edge @ 0!
A Execute -.04
A Ethics 01

p<.10.  “Experimental” model: estimates the effiect of anew
eSS, (I = .04 and basaliner = .02)




H3: Change in boss has a greater relationship with change
In subordinate performance over time.

Boss Performance

Envision Energize Edge Execute Ethics

Suboerdinate Perfermance
A Envision
A Energize .05
A Edge -.01
A Execute
A Ethics

“Experimental” model: estimate the effiect ofi a new boss over time.
(r =.05 and basdliner =.02)
(On diagonal r = .01 and ofif diagenal r =.03)

p<.10.




IH3: Change In bess has a greater relatienship with change
I subordinate performance over time.

A Bess Sub A Bess Sub
200)1520/0)% 2001-2003

New Boss 01 04
Same Boss 02 -.04

Effect of New Boss 0) 08

Support for Hypothess 3.




4~ H4. Soclial Learning Theory vs. A
' ~ Conducive L earning Environment
<4,

o | Sociall Learning Theery Issupporied, the
shrongest reliationsnips are between changes|in
00SS and Subordinate peffermance on the same

o | aConducive LLearning| Environment s
supperted, bess: higher Energize and lewer
Edge/Execute s positively: el ated te changein

«
« dimensions. (matrices diagonal)
<«
< superdinaie perfonmance acress all dimensions.

«E




IH4: A Coenducive LLearning Envirenment explains changein
suleerdinaie perfornmance better thamn Sociial Learning Theory.

Suboerdinate Perfiormance Changein 2002

Envision Energize’ Edge Execute Ethics Avgp

Boss Parermance Change
A ERviSion
A Energize
A Edge
A Execute  -.04
A Ethies 10)7/

Regression Beta\Welght Viatrices.

1, < .10)
Social learning theery: test. Obvieusly, netVvianle.




IH4: A Coenducive LLearning Envirenment explains changein
sulerdinate perfiormance better thamn Sociial Learning Theory.

Suberdinate Perfiormance Changein 2003

Envision Energize Edge Execute Ethics Avgp

Boss Parfermance Change
A Envision
A Energize .16
A Edge .08
A Execute  -.14 -.01
A Ethies 10/0 -,02

Regression Beta\Weight iatrices.

*p, < .10)
Social learning theory: test. Ohvieusly, not viable.
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~ The upshot
Ay

The 360 data may underestimate these effects: administrative and
developmentall purpose, lots ofi Idiesyncratic bias, dubious construct
validity

Nonetheless, whe you work for makes a diffierence; not |ust In your
satisfaction, but also 1in your performance.

There are cumul ative effects of bess performance change that pliay.
out ever time.

A new boss with higher edge perfiormance makes an Impact
initialy;, but Increases in bess enengizing performance Impact
subordinate perfermance over the long-term.

A better bess IS ene who Is more than a rele model; a better bess
creates a conducive learning envirenment. A better bess builds
strategic capability andl capacity fior grewth by deve oping people.







A Conducive l_earning Environment explains .cnange in
« stibordinate performance better than Social LLearning| Theory:

Boss Performance

! Envisieny Enengizer Edgern Execute Ethics
@u rdinate Perfor mance

Envision  _.01 . 06 .00l 03

4§;Energize k . 09 .06

QEdge -.01 \
< A Execute .05 : : -.01
‘gEthics A2 : .09 07
"o >ocid learning theory test in Year 2. Not vianle.
<« Enengizer =.06; Onidiagenal 1 = .01




