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EXPECTATIONS AND PROFIT:
SMALL BUSINESS MANAGEMENT

Karra Overholt, Indiana Wesleyan University

Breanna Wilson, Indiana Wesleyan University

Adam Sharrard, Indiana Wesleyan University
Austin Doerr, Indiana Wesleyan University

ABSTRACT

While income and expectations typically go hand-in-hand there are organizational
culture differences that can set small business managers up for disappointment. While it is
important to have big dreams, our research shows the importance of having a seed of reality. As
expectations increase so does income and dissatisfaction. We suggest that more research
examine Jaques's equity theory among samples of small business owners and employees in
developing countries.

REFERENCES

Buckley, M.R., Carraher, S.M., Carraher, S.C., Ferris, G.R., & Carraher, C.E. (2008). Human resource issues in
global entrepreneurial high technology firms: Do they differ? Journal of Applied Management &
Entrepreneurship, 13 (1), 4-14.

Buckley, M., Fedor, D., Carraher, S., Frink, D., & Marvin, D. (1997). The ethical obligation to provide recruits
realistic job previews. Journal of Managerial Issues, 9 (4), 468-484.

Buckley, M., Fedor, D., Veres, J., Wiese, D., & Carraher, S.M. (1998). Investigating newcomer expectations and
job-related outcomes. Journal of Applied Psychology, 83, 452-461.

Buckley, M., Mobbs, T., Mendoza, J., Novicevic, M., Carraher, S.M., & Beu, D. (2002). Implementing realistic job
previews and expectation lowering procedures: A field experiment. Journal of Vocational Behavior, 61
(2), 263-278.

Budd, J. & Carraher, S. (1998). Validation of an inventory to measure attributes of strategic management.
Psychological Reports, 82 (3 Pt 2), 1220-1222.

Carland, J. & Carland, J. (1993). The role of personality in new venture creation. Entrepreneurship, Innovation and
Change, 2(2), 129-141.

Carland, J & Carland, J. (1995). The case of the reluctant client. Journal of the International Academy for Case
Studies, 1(2), 76-79.

Carland, J. & Carland, J. (1997). A model of potential entrepreneurship: Profiles and educational implications.
Journal of Small Business Strategy, 8 (1), 1-13.

Carland, J. & Carland, J. (2003). Pawn takes queen: The strategic gameboard in entrepreneurial firms. Academy of
Strategic Management Journal, 2, 93-104.

Carland, J. & Carland, J. (2004). Economic development: Changing the policy to support entrepreneurship.
Academy of Entrepreneurship Journal, 10(2), 104-114.

Proceedings of Academy of Organizational Culture, Communications and Conflict, 17(2), 2012



Page 2 Allied Academies International Conference

Carland, J. & Carland, J. (2006). Eminent domain: What happens when the state takes part of your land? The
Entrepreneurial Executive, 11, 95-113.

Carland, J.A.C., & Carland, J.W. (1991). An empirical investigation into the distinctions between male and female
entrepreneurs managers. International Small Business Journal, 9 (3), 62-72.

Carland, J.A., Carland, J.W., & Stewart, W.H. (1996). Seeing what’s not there: The enigma of entrepreneurship.
Journal of Small Business Strategy 7 (1), 1-20.

Carland, J., Carland, J.A., & Abhy, C. (1989). An assessment of the psychological determinants of planning in small
businesses. International Small Business Journal, 23-34.

Carland, J., Carland, J., & Carland, J. (1995). Self-actualization: The zenith of entrepreneurship. Journal of Small
Business Strategy, 30-39.

Carland, J.W., Carland, J.A., & Hoy, F. (1992). An entreprenecurship index: An empirical validation. Babson
Entrepreneurship Conference, Fontainebleau, France.

Carland, J.W. III, Carland, J.W., Carland, J.A., & Pearce, J.W. (1995). Risk taking propensity among entrepreneurs,
small business owners and managers. Journal of Business and Entrepreneurship, 7 (1), 12-23.

Carland, J.W., Hoy, F., Boulton, W.R., & Carland, J.A.C. (1984). Differentiating entrepreneurs from small business
owners: A conceptualization. Academy of Management Review, 9 (2), 354-359.

Carraher, S.M. (1991). A validity study of the pay satisfaction questionnaire (PSQ). Educational and Psychological
Measurement, 51, 491-495.

Carraher, S.M. (1991). On the dimensionality of the pay satisfaction questionnaire. Psychological Reports, 69, 887-
890.

Carraher, S. (1993). Another look at the dimensionality of a learning style questionnaire. Educational and
Psychological Measurement, 53 (2), 411-415.

Carraher, S. (1995). On the dimensionality of a learning style questionnaire. Psychological Reports, 77 (1), 19-23.

Carraher, S.M. (2003). The father of cross-cultural research: An interview with Geert Hofstede. Journal of Applied
Management & Entrepreneurship, 8 (2), 97-106.

Carraher, S.M. (2005). An Examination of entrepreneurial orientation: A validation study in 68 countries in Africa,
Asia, Europe, and North America. International Journal of Family Business, 2 (1), 95-100.

Carraher, S.M. (2006). Attitude towards benefits among SME owners in Eastern Europe: A 30-month study. Global
Business and Finance Review, 11 (1), 41-48.

Carraher, S.M. (2008). Using E-Bay to teach global and technological entrepreneurship. International Journal of
Family Business, 5 (1), 63-64.

Carraher, S.M. (2011). Turnover prediction using attitudes towards benefits, pay, and pay satisfaction among
employees and entrepreneurs in Estonia, Latvia, & Lithuania. Baltic Journal of Management, 6 (1), 25-52.

Carraher, S.M., Buchanan, J.K., & Puia, G. (2010). Entrepreneurial Need for Achievement in China, Latvia, and the
USA. Baltic Journal of Management, 5 (3), 378-396.

Carraher, S.M. & Buckley, M. R. (1996). Cognitive complexity and the perceived dimensionality of pay satisfaction.
Journal of Applied Psychology, 81 (1), 102-109.

Carraher, S.M. & Buckley, M.R. (2008). Attitudes towards benefits and behavioral intentions and their relationship
to Absenteeism, Performance, and Turnover among nurses. Academy of Health Care Management Journal,
4 (2), 89-109.

Carraher, S.M., Buckley, M.R., & Carraher, C. (2002). Cognitive complexity with employees from entrepreneurial
financial information service organizations and educational institutions: An extension & replication looking
at pay, benefits, and leadership. Academy of Strategic Management Journal, 1, 43-56.

Carraher, S.M., Buckley, M.R., & Carraher, C.E. (2008). Research challenges in sustainable strategic management:
Change and sustainability. International Journal of Sustainable Strategic Management, 1 (1), 2-15.
Carraher, S.M., Buckley, M. & Cote, J. (1999). Multitrait-multimethod information management: Global strategic

analysis issues. Global Business & Finance Review, 4 (2), 29-36.

Proceedings of Academy of Organizational Culture, Communications and Conflict, 17(2), 2012



Allied Academies International Conference Page 3

Carraher, S.M., Buckley, M., & Cote, J. (2000). Strategic entreprencurialism in analysis: Global problems in
research. Global Business & Finance Review, 5 (2), 77-86.

Carraher, S.M. & Carraher, C. (1994). ISO 9000 - theories of management. Polymer News, 19, 373-376.

Carraher, S.M. & Carraher, C. (1996). ISO environmental management standards: ISO 14,000. Polymer News, 21,
167-169.

Carraher, S.M. & Carraher, C. (1996). ISO 9000. Polymer News, 21, 21-24.

Carraher, S. & Carraher, S.C. (2005). Felt fair pay of small to medium, sized enterprise (SME) owners in Finland
and Latvia: An examination of Jaques’ equity construct. Journal of Small Business Strategy, 16 (1), 1-8.

Carraher, S.M. & Carraher, S.C. (2006). Human resource issues among SME’s in Eastern Europe: A 30 month study
in Belarus, Poland, and Ukraine. International Journal of Entrepreneurship. 10, 97-108.

Carraher, S.M., Carraher, S.C., & Mintu-Wimsatt, A. (2005). Customer service management in Western and Central
Europe: A concurrent validation strategy in entrepreneurial financial information services organizations.
Journal of Business Strategies, 22, 41-54.

Carraher, S.M., Carraher, S.C., & Whitely, W. (2003). Global entrepreneurship, income, and work norms: A seven
country study. Academy of Entrepreneurship Journal, 9, 31-42.

Carraher, S., Franklin, G., Parnell, J., & Sullivan, S. (2006). Entrepreneurial service performance and technology
management: A study of China and Japan. Journal of Technology Management in China, 1 (1), 107-117.

Carraher, S.M., Hart, D., & Carraher, C. (2003). Attitudes towards benefits among entreprencurial employees.
Personnel Review, 32 (6), 683-693.

Carraher, S.M., Gibson, J. W., & Buckley, M.R. (2006). Compensation satisfaction in the Baltics and the USA.
Baltic Journal of Management, 1 (1), 7-23.

Carraher, S.M., Mendoza, J, Buckley, M, Schoenfeldt, L & Carraher, C. (1998). Validation of an instrument to
measure service orientation. Journal of Quality Management, 3, 211-224.

Carraher, S.M. & Michael, K. (1999). An examination of the dimensionality of the Vengeance Scale in an
entrepreneurial multinational organization. Psychological Reports, 85 (2), 687-688.

Carraher, S.M. & Parnell, J. (2008). Customer service during peak (in season) and non-peak (off season) times: A
multi-country (Austria, Switzerland, United Kingdom and United States) examination of entrepreneurial
tourist focused core personnel. International Journal of Entrepreneurship, 12, 39-56.

Carraher, S.M., Parnell, J., & Spillan, J. (2009). Customer service-orientation of small retail business owners in
Austria, the Czech Republic, Hungary, Latvia, Slovakia, and Slovenia. Baltic Journal of Management, 4
(3), 251-268.

Carraher, S.M. & Paridon, T. (2008/2009). Entrepreneurship journal rankings across the discipline. Journal of Small
Business Strategy, 19 (2), 89-98.

Carraher, S.M., Scott, C., & Carraher, S.C. (2004). A comparison of polychronicity levels among small business
owners and non business owners in the U.S., China, Ukraine, Poland, Hungary, Bulgaria, and Mexico.
International Journal of Family Business, 1 (1), 97-101.

Carraher, S.M. & Sullivan, S. (2003). Employees’ contributions to quality: An examination of the Service
Orientation Index within entrepreneurial organizations. Global Business & Finance Review, 8 (1) 103-110.

Carraher, S.M., Sullivan, S. & Carraher, S.C. (2005). An examination of the stress experience by entrepreneurial
expatriate health care professionals working in Benin, Bolivia, Burkina Faso, Ethiopia, Ghana, Niger,
Nigeria, Paraguay, South Africa, and Zambia. International Journal of Entrepreneurship, 9 , 45-66.

Carraher, S.M., Sullivan, S.E., & Crocitto, M. (2008). Mentoring across global boundaries: An empirical
examination of home- and host-country mentors on expatriate career outcomes. Journal of International
Business Studies, 39 (8), 1310-1326.

Carraher, S.M. & Welsh, D.H.B. (2009). Global Entrepreneurship. Dubuque, IA: Kendall Hunt.

Carraher, S.M. & Whitely, W.T. (1998). Motivations for work and their influence on pay across six countries.
Global Business and Finance Review, 3, 49-56.

Proceedings of Academy of Organizational Culture, Communications and Conflict, 17(2), 2012



Page 4 Allied Academies International Conference

Carraher, S.M., Yuyuenyongwatana, R., Sadler, T., & Baird, T. (2009). Polychronicity, leadership, and language
influences among European nurses: Social differences in accounting and finances, International Journal of
Family Business, 6 (1), 35-43.

Chait, H., Carraher, S.M., & Buckley, M. (2000). Measuring service orientation with biodata. Journal of Managerial
Issues, 12, 109-120.

Crocitto, M., Sullivan, S.E. & Carraher, S.M. (2005). Global mentoring as a means of career development and
knowledge creation: A learning based framework and agenda for future research. Career Development
International, 10 (6/7), 522-535.

Deng, F.J., Huang, L.Y., Carraher, S.M., & Duan, J. (2009). International expansion of family firms: An integrative
framework using Taiwanese manufacturers. Academy of Entrepreneurship Journal, 15 (1), 25-42.

Hart, D. & Carraher, S. (1995). The development of an instrument to measure attitudes towards benefits.
Educational and Psychological Measurement, 55 (3), 498-502.

Huang, L.Y. & Carraher, S. (2004). How effective are expatriate management and guanxi networks: Evidence from
Chinese Industries. International Journal of Family Business, 1 (1), 1-23 .

Lester, D., Parnell, J.A. & Carraher, S.M. (2010). Assessing the desktop manager. Journal of Management
Development, 29 (3), 246-264.

Lockwood, F., Teasley, R., Carland, J.A.C., & Carland, J.W. (2006). An examination of the power of the dark side
of entrepreneurship. International Journal of Family Business, 3, 1-20.

Paridon, T. & Carraher, S.M. (2009). Entrepreneurial marketing: Customer shopping value and patronage behavior.
Journal of Applied Management & Entrepreneurship, 14 (2), 3-28.

Paridon, T., Carraher, S.M., & Carraher, S.C. (2006). The income effect in personal shopping value, consumer
selfconfidence, and information sharing (word of mouth communication) research. Academy of Marketing
Studies Journal, 10 (2), 107-124.

Parnell, J. & Carraher, S. (2001). The role of effective resource utilization in strategy’s impact on performance.
International Journal of Commerce and Management, 11 (3), 1-34.

Parnell, J. & Carraher, S. (2003). The Management Education by Internet Readiness (MEBIR) scale: Developing a
scale to assess one’s propensity for Internet-mediated management education. Journal of Management
Education, 27, 431-446.

Scarpello, V. & Carraher, S. M. (2008). Are pay satisfaction and pay fairness the same construct? A cross country
examination among the self-employed in Latvia, Germany, the U.K., and the U.S.A. Baltic Journal of
Management, 3 (1), 23-39.

Sethi, V. & Carraher, S.M. (1993). Developing measures for assessing the organizational impact of information
technology: A comment on Mahmood & Soon's paper. Decision Science, 24, 867-877.

Sturman, M.C. & Carraher, S.M. (2007). Using a Random-effects model to test differing conceptualizations of
multidimensional constructs. Organizational Research Methods, 10 (1), 108-135.

Sullivan, S.E., Forret, M., Carraher, S.M., & Mainiero, L. (2009). Using the kaleidoscope career model to examine
generational differences in work attitudes. Career Development International, 14 (3), 284-302.

VanAuken, H. & Carraher, S.M. (2012). An analysis of funding decisions for niche agricultural producers. Journal
of Developmental Entrepreneurship, 17 (2), 12500121-125001215.

Welsh, D. & Carraher, S.M. (2011). Case Studies in Global Entrepreneurship. Kendall Hunt P.

Williams, M.L., Brower, H.H., Ford, L.R., Williams, L.J., & Carraher, S.M. (2008). A comprehensive model and
measure of compensation satisfaction. Journal of Occupational and Organizational Psychology, 81 (4),
639

Proceedings of Academy of Organizational Culture, Communications and Conflict, 17(2), 2012



Allied Academies International Conference Page 5

UNDERSTANDING THE IMPACT OF EMPLOYEE
INVOLVEMENT ON ORGANIZATIONAL
PRODUCTIVITY: THE MODERATING ROLE OF
ORGANIZATIONAL COMMITMENT

Simone T. A. Phipps, Macon State College
Leon C. Prieto, Clayton State University
Erastus N. Ndinguri, Louisiana State University

ABSTRACT

Organizational culture plays an important role in the growth and development of an
organization, and can substantially impact organizational performance. There are many
elements that can reflect the “soul” of an organization’s culture, and one such element is the
extent to which employees are granted the opportunity to participate in the direction of their
organization. This paper will explore this element by investigating the relationship between
employee involvement (EI) and organizational productivity (OP), the latter being a form of
organizational performance. The possible moderating effect of organizational commitment (OC)
will also be considered. The four employee involvement elements (power, information,
knowledge/skills, and rewards) will be examined, and propositions will be provided concerning
the influence of these elements on organizational productivity, and the interaction between these
elements and organizational commitment that affects organizational productivity. A conceptual
model, implications, and suggestions for future inquiry will also be presented.

Keywords: employee involvement, organizational commitment, productivity
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THE INNER CIRCLE:
HOW POLITICS AFFECTS THE ORGANIZATIONAL
CLIMATE

Edgar Rogelio Ramirez Solis, Tecnologico de Monterrey
Veronica Ilian Bafios Monroy, Tecnologico de Monterrey
Margarita Orozco-Gomez, Tecnoldgico de Monterrey

ABSTRACT

What is the relationship between the organizational politics and the climate the firm? The
main objective of this paper is to identify the kind of organizational politics that affects the most
the organizational climate in the shoe manufacturing companies of Jalisco, Mexico. We designed
a survey and applied it in 134 companies in this industrial sector. Our focus was in the personal
relationships established by the firms, all of them members of the Chamber of the Shoe
Manufacturers in Jalisco State.

The results of our empirical research indicate that the study of the perception of
organizational politics is a topic of major importance and most of the time an overlooked issue
in organizational culture and conflict management models.

Keywords: Organizational politics; organizational climate; organizational culture.

Purpose: The purpose of this article is to determine (if there is any) the influence of
organizational politics in the organizational climate measured in the SME's of the shoe making
industry of the state of Jalisco, Mexico.

Design/methodology/approach: An empirical study of 134 companies indicated an interesting
relationship between organizational politics and some climate factors, but not in a negative way.

Findings: Unlike many authors expect (and a lot of practitioners) some organizational politics
could represent a new instrument to achieve a better organizational climate.

Research limitations/implications: The results will help to reinforce the view that some
organizational politics factors could be dangerous for the organizational climate, but also some
of the tactics may be beneficial for a company.
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Practical implications: This study provides interesting managerial implications on how to take
advantage of a common behavior: the self-organization of employees in order to get what they
want. Politics should not be seen as a dysfunctional or aberrant behavior.

Originality/value: Researchers commonly view organizational politics as a barrier to a good
performance of the employees within a firm. The underlying idea is that people only do politics
to get a benefit for them; instead of which, in this article the authors showed that the employees
play politics and obtain a good organizational climate at the same time. Organizational politics
could be considered as the "missing link" in organizational studies. The Perception of Politic
Scale (POPS) has been used widely in United States or Canada but not in Mexico.

Acknowledgements: The authors acknowledge the support received from Tecnologico de
Monterrey to carry out the research reported in this article.
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VIRTUAL WORLDS AND THE DIGITAL CITIZEN:
UNDERSTANDING THE IMPACT OF VIRTUAL
REALITY ON TEACHER PREPARATION RESEARCH

Ingrad Smith, Jackson State University
ABSTRACT

Effective teacher training can no longer occur in one dimensional terms. The swiftness
of knowledge takes place expeditiously, teacher preparation through professional development
activities in real time cannot compete with the momentum of artificial intelligence found in video
games in virtual environments. Since repetition is necessary to gain a degree of competency of
specific skills, pre service teachers must be taught to use virtual programs to master specific
classroom proficiency to maintain the interest of digital minded students who have the ability to
grasp information through multidimensional images. This article will expose teachers to
acquired knowledge and intellectual proficiency through computer-generated programs
designed to provide concrete experiences in a virtual environment.
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THE NEW WORK CONTRACT: MITIGATING THE
NEGATIVE EFFECTS ON WORK ATTITUDES

Wendy J. Walker, North Georgia College and State University
ABSTRACT

Psychological contracts in today’s workforce continue to evolve from those that are more
relational to those that are more transactional. However, highly transactional contracts tend to
be negatively related to workplace attitudinal outcomes. Given both the increasing pervasiveness
and the potential negative effects of transactional contracts, it is important to understand how to
reduce their negative effects on work attitudes. Career motivation and person-organization fit
were proposed to moderate these relationships. Data from 302 survey respondents working full-
time in a variety of job types show that person-organization fit indeed significantly limits the
negative effects on work attitudes.

Keywords:
Psychological contract; person-organization fit; job satisfaction; organizational commitment

Proceedings of Academy of Organizational Culture, Communications and Conflict, 17(2), 2012



Page 12 Allied Academies International Conference

Proceedings of Academy of Organizational Culture, Communications and Conflict, 17(2), 2012



Allied Academies International Conference Page 13

CUSTODIANS OF THE FUTURE:
A MINDSET FOR GLOBAL CHANGES

Paul Kuffel, Regent University
ABSTRACT

This paper is intended to spur the need for awareness for mindset change in
organizational leadership by looking at some of the challenges organizations face in meeting
global challenges. It focuses on the need for organizational leaders to look beyond today and
shift the domestic or local mindset to a more globally centered outlook as part of a continued
change process. It specifically addresses the need for leaders to embrace clear communication
as a tool for generating cooperative and collaborative work attitudes among stakeholders. For
leaders to be effective, they need to support technology as a force necessary for increasing
globalization and be able to recognize diversity as a necessity for success in a global market.
While all of these aspects of mindset change are interrelated, clear communication remains the
overarching theme in the organizational change process helping leaders meet the demands of the
future in a global world.
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DEMOGRAPHIC DIFFERENCES BETWEEN A LEADER
AND FOLLOWERS TEND TO INHIBIT LEADER-
FOLLOWER EXCHANGE (LMX) LEVELS AND JOB
SATISFACTION

Teddie E. Malangwasira, Regent University
ABSTRACT

This quantitative study explores whether demographic differences between a leader and
follower are negatively related to the leader-follower exchange (LMX) levels and job
satisfaction. The demographic character differences primarily focused on differences in age,
gender, tenure, and educational qualification. Results of the research support the notion that
dissimilarity leads to: (a) poor quality of exchange which in turn affects job satisfaction of the
employees due to repulsion because people tend to be drawn to those who are comparable to
them; (b) low communication between the members of a dyad; (c) high role ambiguity, (d)
differences in attitudes, values, and beliefs,; and (e) high role conflict because the dyad members
may have different conceptions of what the subordinate’s role necessities. Overall, job
satisfaction reflects an individual’s general attitude towards his or her job based on satisfaction
of the needs or wants. The LMX-7 survey, satisfaction with my supervisor survey, overall job
satisfaction, and demographic characteristics questionnaire were the instruments used for data
collection administered to 123 participants from a convenient sample. Data was analyzed by
regression analysis using the SPSS 17.0 statistical computer program.

Keywords: age, education, follower, gender, Leader-member exchange (LMX), Job satisfaction.

INTRODUCTION

This quantitative research explored whether demographic differences between a leader
and follower inhibit the leader-follower exchange (LMX) levels and job satisfaction. Bellou
(2010) points out that organizational researchers have studied demographic characteristics as
proxies of employees’ background and experience. On the other hand, job satisfaction is
important because it “promotes positive behaviours among employees, helping thus
organizations develop core competencies and offering a major source of competitive advantage”
(Bellou, 2010, p. 12). This research will add on to the knowledge of whether demographic
differences between a leader and follower inhibit the LMX levels and job satisfaction.
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Job satisfaction is defined as the collection of feelings and beliefs that people have about
their contemporary jobs (Ghazzawi, 2011). It “has probably been the most often researched work
attitude in the organizational behavior literature” (Blau, 1999, p. 1099). The degree and levels of
job satisfaction can range from extreme satisfaction to extreme dissatisfaction depending on what
the people are experiencing in their jobs. Therefore, different factors must be considered if one is
to measure job satisfaction of employees in organizations. For example, age, tenure, gender, and
educational qualification may play a vital role in employee’s job satisfaction.

On the other hand, leader-member exchange theory (LMX) stresses the role making
progression relating leaders and work group members who report to them and the extent to
which their association displays exchange and reciprocal influence (Davis & Bryant, 2009). It is
under the premise that leaders develop a separate relationship with each subordinate as the two
parties mutually describe the subordinate’s role (Grean & Uhl-Bien, 1995; Yukl, 2010).
Therefore, leader-member dyad with high levels of trust, liking, and respect will establish a high
exchange relationship and contribute to each other beyond the requirements of the contracts (Wu,
2009, p. 1). If there are low levels, the dyadic relationship tends only to comply with the formal
requirements of the work contract (Liden & Maslyn, 1998). Hence, depending on whether there
are high levels or low levels of trust, job satisfaction is affected.

Differences in demographic characteristics of individuals such as age, tenure, gender, and
educational qualification may play an important role in the dyadic relationship between a leader
and follower (Tsui & O’Reilly, 1989). Similarly, a study by Bhal, Mahfooz, and Aafaqi (2007)
indicated that gender dissimilarity leads to poor quality of exchange which in turn affects job
satisfaction of the employees. Further, Kavanaugh, Dufty, and Lilly (2006) indicated that tenure
differences have been integrated into career stages by a number of researches. The
disengagement is predicted by years in the specific job, and negatively by job commitment. Tsui
and O’Reilly (1989) point out that “knowing the comparative similarity or dissimilarity in given
demographic attributes of a supervisor and a subordinate or of the members of an interacting
work team may provide additional information about members’ characteristic
attitudes...processes through which demography affects job outcomes” (p. 403). Therefore, it is
important that demographic differences between a leader and followers be explored because if
there are differences the dyadic relationship is affected as there will likely be poor
communication in most cases. Tsui and O’Reilly (1989) argue that the demographic effects may
be a combination of a high level attraction based on similarities, attitudes, values, experience,
and strong communication among interacting members of a dyad. In addition, demographic
characteristic “dissimilarity can lead to repulsion” (Tsui & O’Reilly, 1989, p. 404) because
people tend to be drawn to those who are comparable to themselves. Tsui & O’Reilly (1989)
further pointed out that:

If dissimilarity in demographic characteristics leads to low communication between the
members of a dyad, role ambiguity should also be high. If dissimilarity in demographic
background leads to differences in attitudes, values, and beliefs, role conflict should also be high
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because the dyad members may have different conceptions of the subordinate’s role
requirements (p. 405).

The results of the research for Tsui and O’Reilley (1989) reported that the subordinates in
mixed-gender dyads were rated as performing more poorly and were liked less than the
subordinates in same-gender dyads. In addition, the subordinates in mixed-gender dyads reported
higher levels of role ambiguity and role conflict. On the other hand, Tsui and O’Reilly (1989)
found out that women subordinates with woman superiors reported the lowest level of role
ambiguity, were rated to be most effective, and were liked most by their superiors. However,
men with women as their superiors reported the highest level of role ambiguity. In addition,
subordinates in dyads with larger differences in age reported higher levels of role ambiguity;
subordinates with less educational qualifications than their supervisor reported lower role
ambiguity than subordinates who had the same or more educational differences than their
supervisor. Finally, Tsui and O’Reillly (1989) found out that “subordinates with shorter job
tenure reported the highest level of role ambiguity” (p. 416). Therefore, it is clear that if there are
differences in demographic characteristics, there may be communication problems and role
conflict which will in turn affect job satisfaction of employees in organizations. Mainly, this is
caused by having different expectations because of the differences that exist.

By considering the expectation theory, different expectations are likely to be associated
with different affective and behavioral responses at work (Brush, Moch, & Pooyan, 1987). That
is the reason why sometimes differences in job satisfaction due to education qualification could
be attributed to differences in expectations. In addition, based on the cohort membership theory,
differences in employee satisfaction by age could be attributed to consequences of cohort
membership (Brush et al., 1987). This is also true when one looks at value and belief in which
demographic differences, according to Brush et al., (1987), often distinguished among
individuals on the basis of cultural values, beliefs, and conceptual framework they use to
interpret their experiences. Based on the brief description and concepts from the two theories--
expectation and cohort membership--it is imperative that demographic differences between a
leader and followers be examined.

Variables

For this research, differences in education qualification, differences in age, differences in
tenure, differences in gender, LMX, and job satisfaction are the variables used because “analyses
of demographic effects must consider the full impact of an individual’s demographic profile
rather than only one or two demographic characteristics” (Tsui & O’Reilly, 1989, p. 404-405).
The LMX is the primary mediating (intervening) variable because if there are dissimilarity in
demographic background leading to differences in attitudes, values, and beliefs, role conflict will
be high because the dyad members may have different conceptions of the subordinate’s role
requirements. On the other hand, dyads with low quality exchange relationship tend only to
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comply with the formal requirements of the work contract (Wu, 2009) which will result in lower
job satisfaction level. However, if the LMX dyad has high levels of trust, liking, and respect,
there is likely going to be a high exchange relationship which will in contribute positively
towards job satisfaction. Therefore, the LMX is central to the employee’s job satisfaction
depending on the relationship that exists between a leader and the subordinates. Creswell (2009)
points out that “mediating variables stand between the independent and dependent variable, and
they mediate the effects of the independent variable on the dependent variable” (p. 50). The
independent variables include differences in demographic characteristics in terms of differences
in education, differences in age, differences in tenure, and differences in gender because these
are the ones manipulated by the research, and they will control the research analysis. A study by
Kavanaugh et al., (2006) indicates that “demographic differences in terms of age, education,
tenure...significantly influence job satisfaction” (p. 307). Therefore, it is important to include
various demographic characteristics because individuals vary on multiple demographic
characteristics. Hence “analyses of demographic effects must consider the full impact of an
individual’s demographic profile” (Tsui & O’Reilly, 1989, p. 404).

Job satisfaction is the dependent variable because it is the measured behavior that is
expected to be caused by the independent variable (Cabanda, Fields, & Winston, 2011). It is
dependent on the demographic differences between a leader and followers in terms of age,
gender, tenure, and educational qualification. LMX is the mediating variable because it is
believed to mediate the relationship between follower-leader demographic difference
characteristics (age, gender, tenure, and educational qualification) and job satisfaction which will
be mentioned in hypothesis 5.

The demographic differences tend to reduce the extent to which employees can
communicate well with the supervisor. The communication affects job satisfaction in the end
because if it is poor, there is an increased chance of role ambiguity between the two sides. For
example, Tsui and O’Reilly (1989) point out that when members of a dyad differ on educational
level, they also tend to vary on beliefs and values and may communicate relatively infrequent,
since they do not have the language compatibility that is associated with similar levels of
education. Therefore, LMX is central and bridges the gap between demographic differences in
the dyadic relationship between a leader and follower to job satisfaction. To the best of the
author’s knowledge, no study to date has explicitly explored the mediation role of LMX between
demographic differences and job satisfaction. Therefore, this research will add to the growing
literature on the subject.

Research question
The completion of the study helped to answer the following research question: Does

demographic differences between a leader and followers in terms of age, tenure, gender, and
educational qualification inhibit LMX levels and job satisfaction?
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Hypotheses

There are five research hypotheses for this study. The first part of the hypothesis
examines the dyadic relationship and the differences between the leader and follower in terms of
demographic differences of age on LMX and job satisfaction; the second of part of the
hypothesis examines the dyadic relationship and the differences between the leader and the
follower in terms demographic characteristics of gender on LMX and job satisfaction; the third
part of the hypothesis examines the dyadic relationship and the differences between the leader
and the follower in terms demographic characteristics of tenure on LMX and job satisfaction; the
fourth of part of the hypothesis examines the dyadic relationship and the differences between the
leader and the follower in terms demographic characteristics of education qualification on LMX
and job satisfaction. Finally, the fifth part examines whether the quality of LMX will mediate the
relationship between demographic differences between a leader, follower, and job satisfaction.
The hypotheses are as follows:

Hypothesis 1: Differences in age between the leader and followers are negatively
related to LMX and job satisfaction levels.

Hypothesis 2: Differences in gender between the leader and followers are
negatively related to LMX and job satisfaction levels.

Hypothesis 3: Followers who have more tenure than their supervisors have lower
levels of LMX and job satisfaction compared to followers who
have the same or lower tenure than their supervisor.

Hypothesis 4: Followers who have a higher educational qualifications than their
leader have lower levels of LMX and job satisfaction compared to
followers who have the same or lower educational qualifications
than their leader.

Hypothesis 5: The quality of LMX will mediate the relationship between
demographic differences between a leader, follower and job
satisfaction.
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