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ABSTRACT
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Despite the vast amount of transformational leadership (TL) research, the role of
followers' personality and leaders' emotional intelligence (EI) has not been well-
examined in the transformational leadership literature. The point of the current study
is to examine the relationship between perceived transformational leadership and
several organizational outcomes (job performance, job satisfaction, turnover intent,
organizational citizenship behavior). In this relationship, the leader's emotional
intelligence served as a mediator, and the follower's personality (extraversion and
neuroticism) was a moderator. We also investigated how transformational leadership
perceptions of the followers affect creativity as a research question. Results based
on data from 113 followers and 33 supervisors indicated that followers' perceptions
of transformational leadership predicted job satisfaction (JS), job performance,
organizational citizenship behavior (OCB) positively, and turnover intention (TI)
negatively. On the other hand, neither the direct nor the mediating effect of the

leader's emotional intelligence, which is rated by the leaders, on outcome variables



was significant. Although the interaction effect of TL and followers' neuroticism on
TI was observed, the direction of the interaction effect was positive. Moreover, our
results showed that followers' extraversion moderated the relationship between
transformational leadership and job performance in an unexpected way. The
association was stronger for those low in extraversion. Therefore, transformational
leaders' inspirational and developmental qualities can counterbalance follower
introversion and guide them to perform better despite their lack of confidence and
tendencies such as being shy and withdrawn. The results were discussed, and the

strengths and limitations of the study were noted.

Keywords: Transformational Leadership, Emotional Intelligence, Organizational

Outcomes, Extraversion, Neuroticism
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CALISANLARIN DONUSUMCU LIDERLIK ALGILARININ, LIDERIN
DUYGUSAL ZEKASININ ARACILIK ROLU VE CALISANLARIN KiSIiLIK
OZELLIKLERININ DUZENLEYICI ROLU ILE ORGUTSEL SONUCLAR
(PERFORMANS, IS TATMINI, iISTEN AYRILMA NiYETI, ORGUTSEL
VATANDASLIK DAVRANISI) UZERINDEKI ETKiSi

KiSISEL, Basak
Yuksek Lisans, Psikoloji Bélimu
Tez Yoneticisi: Prof. Dr. Reyhan BILGIC

Eylil 2021, 119 sayfa

Dontistimcii liderlik teorisine gore, ¢alisan ve yonetici arasindaki iliskinin kalitesi is
performansi, isten ayrilma niyeti, is tatmini ve orgiitsel vatandaslik davranist gibi
pek cok bireysel ve oOrgiitsel sonuglarin yordayicisidir. Bu ¢alismada, doniisiimcti
liderlik ile orgiitsel sonuglar arasindaki iliskide; liderin duygusal zekasinin aracilik
etkisi ve calisanin disa doniikliik ve nevrotiklik derecesinin diizenleyici etkisini
incelemektir. Orgiitsel sonuglar i¢in test edilen degiskenler is performanst, is tatmini,
isten ayrilma niyeti ve oOrgiitsel vatandaslik davramisi iken calisanin kisilik
degiskenleri olarak biiyiik besler kisilik boyutlarindan ikisi olan disadontikliik ve
nevrotiklik 6zellikleri incelenmistir. Ayrica, doniisiimcii liderligin  ¢alisan
yaraticiligi izerindeki etkisi de bir aragtirma sorusu olarak ele alinmistir. Yiiz on ii¢
calisan ve otuz lic yoOneticiden elde edilen verilere dayanan sonuglara gore,
calisanlarin doniistimcti liderlik algisinin is tatmini, is performansi, oOrgiitsel

vatandaslik davranisimi pozitif ve isten ayrilma niyetini ise negatif yordadigi
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bulunmustur. Ote yandan, liderin duygusal zekasmin dogrudan ya da aracilik etkisi
ile sonu¢ degiskenleri iizerinde istatiksel olarak anlamli bir etkisi bulunmadigi
gozlemlenmistir. Calisanin nevrotik kisilik 6zelliginin doniisiimcii liderlik ve isten
ayrilma niyeti arasinda diizenleyici etkisi desteklenemezken, calisanin disa
dontikliigiiniin doniisiimcti liderlik ile ¢calisan performansi arasinda diizenleyici etkisi
oldugu goriilmiistiir. S6z konusu iliski, disadoniikliik seviyeleri diisiik ¢calisanlar i¢in
daha giicliidiir. Bu anlamda, ¢calismaya konu olan 6rneklemde, doniistimcii liderlerin
ilham verici ve gelistirici 6zelliklerinin, ¢alisanlarinin ice doniikliik seviyelerini
dengeleyebildigini, 6zgiliven eksikligi, ice kapaniklik ve utangaclik gibi egilimlerine
ragmen daha iyi performans sergilemelerine yol agtiklarini sdyleyebiliriz. Sonuglar

tartisilmis ve calismanin katki ve siirliliklar agiklanmustir.

Anahtar Kelimeler: Déniisiimcii Liderlik, Duygusal Zeka, Orgiitsel Sonuglar,
Yaraticilik, Disa Doniikliik, Nevrotiklik
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CHAPTER 1

INTRODUCTION

1.1. Overview

The organizations' competitive advantage depends on the degree to which
organizations adapt to change, work effectively, improve technology, increase
customer and employee satisfaction, and manage all these things through an effective
leadership style. Leadership competence development becomes a common need to
understand the change and communicate it within the organizations. Effective

leadership styles have become more critical than ever.

So, ‘what makes a leader effective?’ appears as an essential research question.
Research in the area shows that effective leaders influence their followers to achieve
the desired organizational outcomes, and without an effective leadership style,
organizations are highly likely to fail (Ayman et al.,2018; Bass, 1985; Barling et
al.,1996; Eberly et al.,2017; Gardner et al., 2020; Sturm et al., 2014; Zaccoro, 2001).
Cooper (1997) mentioned that multiple organizational contingencies and various
personal and interpersonal behaviors had influenced the complexity of leadership
effectiveness and its definitions. In their 20-year review of leadership, Gardner et al.
(2020), pointed that research on leadership has grown considerably, attracting the
interest of both researchers and practitioners from around the world, and
transformational leadership theory appeared to be a keystone in leadership research.
We know for a fact that the relationship between transformational leadership and
desirable results within organizations is well established in the literature.
Furthermore, scholars have integrated the concept of El and effective leadership.
Goleman (1998) has said that "the most effective leaders are alike in one crucial way;

they all have a high degree of what has come to be known as emotional intelligence”.
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Some studies about leaders' EI have a significant effect on followers' performance
and motivation because of leaders’ more profound understanding of human nature
and their ability to influence others' emotions (Carmeli et al., 2006; George, 2000;
Humphrey, 2002). Additionally, we know that leadership is a reciprocal relationship
between the leader and the follower!, which means that followers' perceptions about
the leader and their ratings on leadership qualities are essential.

However, past research shows that we do not know much about the interaction effect
of the leader's El to make organizations more effective and how the follower's

perception of TL qualities affects organizational outcomes (Kaiser et al.,2008).

Considering these factors together (leadership effectiveness, leaders’ EI, leadership
styles, followers’ perceptions, and organizational outcomes), it is essential to
investigate further their relations to gain valuable knowledge on leadership in
organizations. The purpose of this study is to understand how the leader-follower
interactions influence organizational outcomes and how the leader’s EI affects the
relationship between perceived TL and organizational outcomes (job performance,
JS, creativity, Tl, and OCB).

1.2.  Theoretical Foundations and Hypothesis Development

Transformational leadership theory has gained substantial scholarly attention since
its foundation more than 40 years ago, and it is still one of the most actively
researched among leadership scholars (Day et al., 2012; Dinh et al., 2014; Northouse,
2016). Burns first introduced the concept of transforming leader (1978), and the
construct of TL was advanced by researchers like Bass (1985) and Avolio (1988).
TL promotes capacity enhancement among followers and increases their

commitment. TL has been linked to many positive personal and organizational

Personality researchers (e.g., Barrick & Mount, 1991; Hurtz & Donovan, 2000) and leadership
researchers (e.g., DeRue, Nahrgang, Wellman, & Humphrey, 2011; Griffin & Hu, 2013) belonging
to two different camps used two different terminologies for their working adults sample population,
employee and follower, respectively. However, they often study the same people: “employees” for
personality researchers are also “followers” for leadership researchers.
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outcomes such as employee satisfaction, organizational commitment, satisfaction
with supervision, extra effort, lower turnover intention, creativity, and performance.
(Bass, 1985; Carlos et al., 2000; Yukl, 2002).

Successful and effective leadership includes management's usual abilities and
appropriate transformational abilities such as those proposed for TL (Bass & Avolio,
1994). TL "occurs when leaders broaden and elevate the interests of their employees,
when they generate awareness and acceptance of the purposes and mission of the
group, and when they stir employees to look beyond their self-interest for the good
of the group.” Bass (1990b, p. 21) According to some scholars, increased capacity
and high commitment lead to additional effort and greater productivity (Barbuto,
2005; Leithwood et al., 2000; Spreitzer et al., 2005).

There are four main dimensions of TL: idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration (Avolio &
Bass, 1991). The idealized influence appears when the leader acts as a charismatic
role model and is respected by subordinates. Inspirational motivation refers to
leadership behavior such as providing meaning to subordinates’ work, developing a
clear vision, and holding high expectations toward their followers. Intellectual
stimulation includes encouraging followers to challenge existing situations or
assumptions, reframe problems, and find new ways of working creatively and
innovatively. Finally, individualized consideration of leaders subsumes coaching
and mentoring behavior that considers followers' personal needs and abilities for
their development and achievements (Bass, 1985). According to Gellis (2001), the
four main dimensions of TL are interconnected, and they must exist together to have

an additional effect on performance beyond expectations performance.

Bass emphasized TL with charisma as a component in his famous book, "Leadership
beyond Expectations™ (1985). Leadership researchers underlined the similarities and
empirical overlap between charismatic and TL. (House et al., 1993, Hunt, 1999,

Kirkpatrick et al., 1996, Shamir et al., 1993). Hunter and Conger (1999) suggested
3



that those two terms could be used synonymously. Both transformational and
charismatic leadership may enhance their subordinates' competence and autonomy
through influence and motivation. Idealized influence, also known as charisma, is
defined as "used to describe leaders who have profound and extraordinary effects on
their followers™ (Bass, 1985). Followers idealize these leaders as role models. Those
powerful and confident leaders provide their followers with a vision and purpose and
consider their decisions’ moral and ethical implications. Theoretically, these leaders
focus followers on the group's mission by arousing their need for achievement,
affiliation, or power motives. In the current study, we examined TL behaviors, not

based on its sub-dimensions but the overall measure.

Besides the four dimensions of TL, various essential characteristics are underlined

in the literature. Those characteristics are summarized in Table 1.1.

Table 1.1 Characteristics of Transformational Leaders

*Clear sense of purpose *Effective communicator.

*Value driven *Emotionally mature

*Strong role model *Courageous

*High expectations *Risk-taking

*Persistent *Risk-sharing

*Self-knowing *Visionary

*Perpetual desire for learning *Unwilling to believe in failure

*Love of work *Sense of public need

*Life-long learners *Considerate of personal needs of employees

*|dentify themselves as change agents  *Listens to all viewpoints to develop

cooperation

*Enthusiastic *Mentoring
*Able to attract and inspire others *Able to deal with complexity, uncertainty, and
*Strategic *Ambiguity

Sources: Bass (1990a); Cox (2001); Hall, Johnson, Wysocki & Kepner (2002); Lussier
&Achua (2004); Stone, Russel & Patterson (2003); Tichy & Devanna (1986)



Transformational leaders can create significant changes for their followers and
organizations with the four dimensions and the specific characteristics above. Burns
suggested that TL is a set of certain personal qualities and a process in which a leader
and a follower interact in a certain way to increase motivation and personal
development (1978). Hence, TL and the characteristics of transformational leaders
have significant effects on organizational outcomes, which was discussed in detail

in the following section.

1.3.  The Effect of Transformational Leadership on Organizational Outcome

The belief that leaders transform followers to better organizational performance
provides a compelling conceptual foundation for research and practice. Empirical
evidence supports the links between the transformational leaders and the individuals,
groups, and organizational outcomes, making TL an essential construct for
researchers (Siangchokyoo et al.,2019). Hundreds of studies and meta-analyses have
consistently found that there are moderate-to-strong relationships between
transformational leadership and essential organizational outcomes such as
performance, work engagement, satisfaction, commitment, OCB and turnover (e.g.,
Bycio et al., 1995; DeRue et al.,2011; G. Wang et al.,2011; Hater&Bass, 1998;
Howell & Avolio, 1993; Judge & Piccolo, 2004; Koh et al., 1995; Lowe et al.,1996).
Several individuals and organizational outcomes of TL are also well-validated across
many industries, occupations, and cultures (DeRue, Nahrgang, Wellman, &
Humphrey, 2011; Judge & Piccolo, 2004). Given this wide variety of positive
organizational outcomes, TL gained importance among the leadership scholars. In
the present study, job performance, JS, OCB, and Tl was organizational outcomes.
We also considered the effect of TL on follower’s creativity as a research question

in our model.

Job Satisfaction, which refers to the overall reaction to the job, is one of the most
popular and well-studied topics in industrial/organizational psychology literature. JS
has more than one component; the response can have cognitive, affective, and

behavioral elements. It is undoubtedly a vital component of the work environment

5



to measure and monitor for any follower. Job satisfaction is vital because when
employees are satisfied with their jobs, the result will be positive work behaviors
such as low turnover, productivity, low absenteeism, and high performance (Meyer
etal., 2004). As Jex & Britt, 2014, suggested that low JS results in adverse outcomes
such as low job performance, and TI. Leader-follower interaction is another
important factor that defines the influence level on employee job satisfaction (De
Cremer, 2003). Moreover, it was found that one of the main reasons for employee
dissatisfaction mainly comes from the puzzling nature of the job demands related to
the ineffective leadership styles (Schyns and Sanders, 2007). Followers will be more
satisfied if treated well (Aziri, 2011; Haque, Faizan & Cockrill, 2017). TL is a highly
effective type of leadership that increases followers' JS (e.g., Hater & Bass,1988;
Judge & Bono, 2000; Judge & Piccolo, 2004; Lok& Crawford 2004; Medley &
Larochelle, 2004) as transformational leaders enhance their subordinates' motivation
and inspiration, as they are a good source for vision (Burns, 1978; Weber, 2009).
Walumbwa et al. (2005), found that TL is correlated with JS in their study of Kenya's
banking sector. Erkutlu (2008), also supported these findings in the Turkish context.
In his research, he found that all dimensions of TL were significantly correlated with
JS positively. Shurbagi and Zahari (2012), conducted a study to analyze the
organizational impact of TL on job performance, and they found a significant
positive relationship between these two variables. Gill et al. (2010), also found a
positive correlation between perceived TL and JS in an Indian sample. Nielsen et al.
(2009), found a positive relationship between employees' JS levels and TL in their
healthcare sector sample. Additionally, Chi et al. (2009), found that the TL affects
JS significantly in non-profit organization samples in Taiwan by using their
charismatic leadership qualifications. There is a wide range of significant findings
for different countries and sectors between TL and JS. As, Khan et al. (2011)
suggested satisfaction with the leader, which is one of the components of job
satisfaction and transformational leaders increase their followers' JS by providing a
significant influence, encouraging, and motivating creative ideas, and supporting

individual choices.



Job Performance which was defined as the total expected value to the organization
of the discrete behavioral episodes that an individual carries out over a standard
period (Motowidlo, 2003), is another essential organizational outcome. Different
variables, such as personal characteristics, supervisors’ characteristics, and
organizational factors affect employees' job performance. For example, McColl-
Kennedy and Anderson (2002) found that employees showed higher performance
when they perceived their leaders as transformational. A meta-analytic study
reported moderate to strong links between aspects of TL and job performance (Lowe
et al.,1996), thus, supporting our first hypothesis related to organizational outcomes.
In their research, Schwepker and Good (2010) found that TL can be used to increase
sales performance through trust and moral judgment. Ogbonna and Harris (2000)
suggested that transformational leaders who are supportive and participative
positively affect performance through innovative and competitive cultures. In their
path analysis, Xenikou and Simosi (2006) found that TL and humanistic orientation
together had an indirect positive effect on performance through achievement
orientation. Braun, Peus, Weisweiler, and Frey (2013) also found that TL was
positively related to team performance. Employees perform much better when they
are satisfied with their job and leader. Hence, happy employees will perform their
job in a better way (Qureshi et al., 2011). By establishing high-quality relationships,
transformational leaders convince their followers to work better to achieve
organizational goals (Graen, 1976). The optimistic behavior forms the base of
transformational leadership, which can influence the followers and result in positive
outcomes (Daft, 2005). Transformational leadership is more concerned with
followers' values, beliefs, and behaviors. Therefore, transformational leaders
positively affect their employees’ job performance (Dvir et al., 2002).
Transformational leaders play an imperative role in boosting employee job
performance by training their workers, arranging meetings with their subordinates,
and taking feedback from their subordinates, which results in employee productivity.
Followers who work under transformational leaders are motivated and committed,

leading to higher job performance (Givens, 2008).



Organizational Citizenship Behavior refers to behaviors that are different from
required behaviors that the job demands and are associated with job performance
(Aamodt, 2016). OCB is an essential concept because JS and counterproductive
work behaviors are related to follower’s OCB levels. Satisfied employees are willing
to perform voluntary extra behaviors to go beyond their responsibilities. Also,
employees who perform OCB are less likely to perform deviant behaviors.
According to Organ (1998), OCB could not be defined as task performance related
to fulfilling formal job duties and prescriptions. Still, it refers to behaviors that are
functional for the organization as well as extra-role behaviors. Initially, two types of
citizenship behavior were proposed: (1) Altruism or helping others, and (2)
Generalized compliance, sticking to the rules and procedures of the organization
(Smith et al., 1983). Later, Organ (1988a) identified multiple dimensions of OCB
based on prior research (Bateman & Organ, 1983; Smith et al., 1983). Five
dimensions compose the OCB construct: altruism, civic virtue, courtesy,
sportsmanship, and conscientiousness. Altruism reflects behaviors intended to help
certain people in an organization with a relevant task or problem, such as showing a
new employee how to use a machine. Civic virtue refers to responsible participation
in the political life of the organization. Participating in organizational meetings,
following organizational developments, and offering opinions to the organization are
examples of civic virtue. Courtesy identifies bold gestures that are sensitive to the
point of view of other job incumbents before acting, giving advance notice, and
passing along information. Some examples of courtesy refer to people who will be
possibly influenced by one’s acts, being sensitive to the claims of others on
frequently used organizational resources and using advance notice proactively.
Sportsmanship is the forbearance of doing some activities such as filing a petty
grievance against the organization. Conscientiousness is synonymously used with
general compliance. It means employees are going beyond the call of duty or
minimum requirements of the organization. It indicates surpassing the minimum
levels of compliance in areas such as care for organizational resources, company
time, attendance, cleanliness, and punctuality. Podsakoff et al. (2000), identified
seven common themes from the many different reported dimensions of OCB. These
included (1) Helping behavior, (2) Sportsmanship, (3) Organizational loyalty/loyal
8



boosterism, (4) Organizational compliance, (5) Individual initiative, (6) Civic virtue,
and (7) Self-development. According to Podsakoff et al. (2000), a leader's behavior
is a significant category of antecedents for followers' OCB. TL behaviors help
motivate and inspire followers to go beyond the task performance so that they are
willing to put in extra effort on their job, support their co-workers, and engage in
other activities that are beneficial to the organizations. (Hater &Bass, 1998).

Literature suggests that transformational leadership, the leader's social skills, and
emotional stability likely enhance OCB in followers (Wang, Oh, Courtright, &
Colbert, 2011). Transformational leaders can expand their followers' daily work-
related effort to go above the job requirements and, therefore, increase OCB
(Podsakoff et al., 1990). Purvanova et al. (2006), stated that "transformational
leaders influence the way employees to think about their job, leading them to view
it as more rewarding, challenging, and meaningful, which affects the extent to which
they engage in OCB". The followers who work with transformational leaders tend to
recognize their leaders’ strength, which motivates them to engage in extra-role job
behavior (Boerner etal., 2008). Leaders with TL style encourage follower obligation
to the organization's mission and values and motivate them by facilitating common
beliefs and goals (Guay and Choi, 2015).

Turnover intention is an intentional plan to leave the organization (Tett & Meyer,
1993). In general, turnover intent predicts actual turnover, and it is costly to process
for organizations because of decreased productivity and other costs of recruiting new
employees (Aamodt, 2016). According to Barling et al.,1996, TL decreases
followers’ TI. In terms of antecedents, TL can lower the adverse effects of TI in
organizations. First, transformational leaders are likely to reduce employee
withdrawal cognitions because such leaders demonstrate the significance of the
organization's mission and its congruence with employees' values (Bono & Judge,
2003). Second, transformational leaders may reduce turnover intentions by
establishing an "emotional commitment"” between employees and the organization's
mission by practicing inspirational motivation (Bass & Riggio, 2006, p. 36). Third,

transformational leaders attend to the needs of employees by providing them with
9



individualized consideration. Moreover, employees "who believe that their personal
needs are being met through a leader's individualized attention and consideration will
be less likely to leave the leader who is meeting these needs™ (Hughes et al., 2010,
p. 353). Literature also shows that El plays a vital role as a mediator between TL
and TI. Transformational leaders can enhance their emotional self-awareness and
knowledge through EI. TL qualities can create more positive cultures in which
employees may want to be a part of it, hence decreasing turnover (Falahat, et al.,
2014). Despite the extensive evidence for the effectiveness of TL in terms of
organizational outcomes, we still know little about the role of TL in the followers’
turnover intentions. Limited numbers of research indicate that followers of
transformational leaders are less likely to build intentions to quit or leave their jobs
(Tse, Huang, & Lam, 2013).

Therefore, after reviewing the past research findings of the relationship between TL

and several organizational outcomes, we can set our first hypothesis as follows:

Hypothesis 1: There is a significant relationship between transformational
leadership and organizational outcomes. This relationship is positive when
organizational outcomes are also positive (Job satisfaction, job performance, OCB)

and negative when organizational outcomes are negative (turnover intention).

Creativity is one of the most critical factors for all organizations to achieve their
goals. According to Redmond, Mumford, and Teach (1993), employees' creative
efforts significantly impact organizational performance as there are ongoing
technological and social changes. Creative thinking refers to how people approach
existing problems and develop solutions (Amabile,1996, 1998). Creativity could also
be explained as individual efforts that create original approaches to solving problems
using existing ideas and experience. Prior research shows that there are different
personality traits which trigger and enhance creativity. For example, an individual
who feels comfortable disagreeing with others can strengthen creativity both for
themselves and for their group and organization (Amabile, 1996). Moreover,

intrinsic motivation is perhaps one of the most critical factors that increases creativity
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among individuals (Amabile 1996; Deci & Ryan, 1985). Transformational leaders
play an essential role in transforming followers' values and self-concepts. They try
to broaden their followers' desires to achieve higher levels of needs and potential
through motivational increase (Avolio & Bass, 1988; Shamir, House, & Arthur,
1993). According to Bass and his colleagues (1998), transformational leaders build
an emotional relationship with their followers. This emotional relationship and high-
value alignment between the leader and follower lead to stronger intrinsic motivation
than other leadership styles (Gardner & Avolio, 1998). There is also evidence that
intrinsic motivation can be enhanced by making subtle changes in the organizational
environment (Amabile, 1998. The supervisors who define the goals could be
essential in providing a creativity-inducible corporate environment. Leaders also
facilitate motivating followers to perform their maximum efforts to achieve their
goals (Bass, 1990), which means that leaders strongly impact their subordinates in
terms of creativity. They could enhance their subordinate's divergent thinking and
creativity through the facilitation of a creative working environment. Although there
is a dearth of the research in this area, existing studies pointed out that certain leader
behaviors are essential determinants of creative behavior (Hage & Dewar, 1973;
Maier, 1970). Transformational leaders tend to build creativity-inducing
environments through intellectual stimulation (Sosik et al., 1998). Sosik and his
colleagues maintained that one of the critical characteristics of transformational
leadership, intellectual stimulation, "is likely to promote creativity by encouraging
followers to think out of the box and by enhancing generative and exploratory
thinking™ (p. 7). The intellectual stimulation dimension of TL has been related to
challenging subordinates to be creative, think critically and independently, and find
different ways of solving problems while seeking a wide range of ideas before

deciding on solutions (Bass, 1998).

Therefore, after reviewing the past research findings of the relationship between TL

and follower’s creativity, we set our research question as follows:

Hypothesis R: There is a significant positive relationship between perceived

transformational leadership and followers’ creativity.
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Although many studies have consistently found moderate-to-strong relationships
between TL and essential organizational outcomes, mediating mechanisms and
moderating variables of this effect have yet to be explained further (Waldman,
Carter, & Hom, 2015). We may now turn our attention to the leader's El as a
mediating factor between the relationship of TL and possible organizational

outcomes.

1.4.  The Role of Leader’s Emotional Intelligence

After mentioning TL leadership and its impact on organizational outcomes, we may
turn our attention to another essential concern, leader’s emotional intelligence, and
its relationship with both TL and organizational outcomes. In the last decade,
emotional intelligence and its impact on organizational outcomes were among the
researchers' primary interests. Researchers investigated whether leaders who have El
competency were more successful than the leaders who don't have this competency
in the workplace. EI, which was considered as one of the most essential leadership
skills, will differentiate between those who are successful and those who are not, as

they go up in the organizational hierarchy (Zaccaro, 2001).

El is first defined by Salovey and Mayer (1990) as;

The subset of social intelligence that involves the ability to monitor one's own
and others' feelings and emotions, to discriminate among them and to use this

information to guides one's thinking and actions. (p.189)

Emotions inform cognitive capabilities. Emotions are an essential source of
knowledge, and they have survival value for human beings. George, 2000, suggested
that individuals could manage their emotions cognitively. According to Mayer and
Salovey (1997) there are four primary psychological processes about emotions that
shaped their model; identifying emotions, using emotions to facilitate thought,

understanding emotions, managing emotions. These dimensions of EI have been
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argued to be essential for communicating visionary messages (Goleman et al., 2002).
Sosik and Megarian (1999), suggested several aspects of El that would facilitate
transformational leadership. First, understanding the emotions may be necessary for
transformational leaders who display individual consideration of their followers.
Second, managing emotions may promote positive affect and confidence in
followers expressing and generating new ideas. Third, self-aware leaders may
possess a more remarkable than average sense of purpose and meaning. Fourth,
leaders who are skilled at emotional management are also more likely to consider
the needs of others before their personal needs. George (2000) argued that
transformational leaders might use emotional appeals for inspirational motivation.
Others have pointed out that obedience to professional or moral standards of
behavior is a common aspect of El and transformational leadership (Brown et al.,
2006).

Practitioners have integrated the concept of El and effective leadership. For
example, Goleman (1998b, p. 94) has said that "the most effective leaders are alike
in one crucial way; they all have a high degree of what has come to be known as
emotional intelligence. As Goleman stated (1995), "emotions are contagious, and
they are most contagious from the top down, from leader to followers". This
statement means that leaders' emotions can have a significant effect on followers'
attitudes and behavior. Studies show that El is a construct that can help organizations
reduce turnover, identify transformational leaders, improve organizational culture,
stimulate creativity, and enhance employee acceptance of the radical change
(Carson, Carson, & Birkenmeier, 2000; Huy, 1999). One of El's main dimensions is
emotion regulation, which enables leaders to have better relationships with their
followers. This positive relation should make followers more committed to the
organization and less likely to leave their job. Carmeli (2003) reported a direct and
significant negative relationship between El and employees' withdrawal intentions
that underlines the crucial role that EI may have in retaining valuable organization
members. Miao, Humphrey, and Qian's conceptual model of EI and
subordinates' JS (2016), showed a positive relationship between leaders' EI and

subordinates' satisfaction. Additionally, Kafetsios, Nezlek, and Vassiou (2011)
13



stated that supervisors' El skills were related to subordinates' emotional states and
JS. In their meta-analytic study, Miao et al. (2016), found that leaders' El can
improve their subordinates’ JS when controlling subordinates' own El. Studies show
that Leaders' EIl has a significant positive effect on subordinates' performance.
O’Boyle et al. (2011), argued that emotionally intelligent leaders know their
followers' underlying motivational factors. Thus, they are likely to be aware of
increasing their subordinates' performance by sharing their knowledge. Other studies
about leaders' EI have a significant effect on followers' motivation because of their
more profound understanding of human nature and their ability to influence others'
emotions (Carmeli & Josman, 2006; George, 2000; Humphrey, 2002). Moreover, we
also know that leaders' El has a significant positive effect on followers' OCB. Organ,
(1997), claimed that OCB is "performance that supports the social and psychological
environment in  which task performance occurs." This claim was a
reconceptualization of OCB as a new concept that focuses on the social and
psychological environment and makes OCB highly related to El's social and
psychological skills.

Furthermore, research suggests a significant correlation between the EI and TL
abilities of the leaders. Some EI elements such as empathy, self-awareness, and self-
confidence were suggested as the core underpinnings of TL by researchers
(Goleman, Boyatzis, & McKee, 2002). According to Kemper, 1999, El accounts a
large amount of variance in leadership effectiveness. Research shows that El is
associated with three aspects of transformational leadership, namely, idealized
influence, inspirational motivation, and individualized consideration (Barling,
Slater, & Kelloway, 2000). As supporting evidence, Leban and Zulauf's (2004) study
found a significant relationship between EI and TL style for project managers.
Researchers in the field of El argue that dimensions of El such as empathy, self-
confidence, and self-awareness are the core underpinnings of TL (Goleman,
Boyatzis, & McKee, 2002). Correlations were substantial and significant for overall
El and inspirational motivation, strategic emotional intelligence, and attributed
idealized influence, understanding emotions, and individual consideration

relationship. Also, Schlechter and Strauss (2008) found similar results. In the real
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life, many executives accept El as one of the components of cognitive intelligence
(Druskat & Wolff, 2001, p.81). El plays a vital role in organizations' productivity
and profitability (Cherniss, 2001; Joseph, Newman, & MacCann, 2010; Zeidner,
Matthews, & Roberts, 2009). Emotional awareness is precious in understanding
subordinates' emotions and needs which enhances trust and respect (Barling et al.,
2000) and leads to individualized consideration and idealized influence, two crucial

TL dimensions.

Table 1.2 Linkage between El and TL

Emotional Intelligence Factors Transformational Leadership Factors
(Dulewicz and Higgs) (Alimo-Metcalfe)
Self-awareness Individual consideration
Emotional resilience Decisive, achieving, determined
Motivation Involves other in values
Interpersonal sensitivity Networks
Influence Change Management
Decisiveness Accessible
Conscientiousness and integrity Intellectual versatility (integrity/openness)

Leban and Zulauf, 2004, Leadership and Organizational Development Journal

Leban and Zulauf (2004), prepared the comparison table by combining Dulewicz
and Higgs (1999). and Alimo and Metcalfe ‘s (1999) studies. Table 1.2 have
formulated an empirical suggestion about the relationship between El and TL. Zafra
et al. (2012), studied the relationship between EI, TL, and gender stereotypes, and
they found that EI and gender roles predict TL.

Although some researchers stated that “transformational leadership is intrinsically
associated with emotional intelligence” (Ashkanasy & Tse, 2000, p. 232), and "the
components of transformational leadership resemble the key components of
emotional intelligence” (Ashkanasy, Hartel, & Daus, 2002, p. 325), there are also
some controversial findings regarding the relationship between TL and El (Fgllesdal,

H., & Hagtvet, K.,2013). Some researchers have questioned the role of EIl in
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leadership (Antonakis et al., 2009). Matthews, Zeidner, and Roberts (2004) argued
that El seems to be more myth than science. The advocates of El based their research
on some theoretical underpinnings rather than on scientific evidence. There has been
wide-spread skepticism about the link between EI and leadership outcomes
(Antonakis, Ashkanasy, & Dasborough, 2009; Landy, 2005; Locke, 2005). Most
studies were not successful in finding significant relationships between EI and TL
(e.g., Brown, Bryant, & Reilly, 2006; Weinberger, 2004, Sosik & Megarian, 1999).

Moreover, research also focused on how leaders use their emotions to recognize
others' emotional expressions and influence them (e.g., Caruso, Mayer, & Salovey,
2002). The leader's EI plays an essential role in the effectiveness of his/her
interactions with subordinates (House& Aditya, 1996). According to Antonakis,
Ashkanasy, and Dasborough, (2009), leaders who are empathetic and manage their
own emotions are more effective in the workplace. There may be three different
possibilities when considering the relationship between TL and EIl regarding
leadership effectiveness and enhanced organizational outcomes. First, EI may be an
antecedent of transformational leadership. According to this view, the elements
related to awareness of the emotional states of others might make a leader more likely
to exert effective leadership behaviors. Hence, a leader higher in ElI would
understand social contexts and emotional states better than a leader lower in El and
would be more likely to choose behaviors consistent with the dimensions of TL.
Secondly, EI may moderate the relationship between transformational leadership and
different individual or organizational outcomes. Perhaps self-awareness and
understanding of one's emotions could create some interactive relationship between
El and TL behaviors. In this view, higher levels of EI will increase transformational
leadership effectiveness. And finally, EI may mediate the relationship between TL
and different outcomes at the individual and organizational levels, suggesting that
transformational leaders affect organizational outcomes through their El. Leadership
Is a kind of social interaction between leader and subordinates, and there are several
meaningful reasons why emotional intelligence would mediate the relationship
between TL and organizational outcomes. Caruso et al. (2002) speculated that the

leaders motivate their employees through emotions to increase their enthusiasm and
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work excitement in organizations. George (2000) similarly pointed out that that the
Leader's El is an essential dimension for developing fascinating visions for the
employees in the organization. Goleman et al. (2002), stated that to develop
relationships that meet the organization's expectations, leaders use EI where the
emotional connections are established to help the individuals be persistent regardless
of any changes and uncertainties they need go through. The ability to understand
both self and others' emotions and control them are the requirements for a
transformational leader to provide inspirational motivation or individualized

influence.

Although the relationship between EI and essential organizational outcomes such as
job performance were well-studied in the past studies, studies about the role of the
leader’s EI are very limited. Moreover, former studies were generally based on
mostly the same source of information, leader’s evaluation of transformational
behaviors and emotional intelligence. The leader-follower interaction perspective
makes followers' perception of their leaders’ TL qualities essential to this
relationship. Barbuto et. al (2006), investigated the relationship between the leaders’
El and self-perceptions and rater-perceptions of TL. They found that, although all
the dimensions of EI was significantly correlated with self-report TL (r values
changes between .21 to .49, p<.01), the correlations were weaker for raters’
perception of TL and were only significant for individualized consideration (r=.13,

p< .05) and inspirational motivation (r=.12, p< .05).

In the current study, we aimed to make a unique contribution to the TL literature by
focusing on the leader’s EI as a mediator factor and using different sources of data
to investigate the relationship between perceived TL and leader’s EI. Following the

rationale, we hypothesized Hypothesis 2 and 3 as.

Hypothesis 2: There is a significant positive relationship between employees’

perceptions of transformational leadership and leader’s ELI.
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Hypothesis 3: There is a significant positive relationship between leader’s EI and
positive organizational outcomes, and negative relationship with turnover intention.

El act as a mediator between TL and organizational outcomes.

1.5. Follower’s Personality (Extraversion and Neuroticism) as a Moderator

of the Transformational Leadership Process

Most of the research about leadership mainly focused on the leaders and leader
personalities. However, leadership is a mutual relationship between the leader and
the follower. This relationship makes follower's personality a critical moderator of
the organizational outcomes. That's the reason why a growing number of studies

have been focusing on the follower's side.

Research on follower’s personality and the perception of leadership can be crucial in
many ways. First, it may help to understand better the mechanisms underlying the
attributional processes of TL (Calder, 1977; Puffer, 1990). According to Felfe et al.
(2006), follower ratings are the most popular means of assessing TL, and we must
know the mechanism behind those ratings to understand empirical findings better.
Additionally, followers' personality is supposed to directly affect the degree of
attribution and may act as a moderator of the relationship between TL and outcomes.
Second, for organizational practice, training, and other kinds of human-resource
management, leaders may find it helpful to take followers’ characteristics into
account and adapt their behavior TL behaviors may be identified. Especially pure
interaction effects may have very different implications for the effectiveness of a
leader’s behavior (Podsakoff, MacKenzie, Ahearna, & Bommer, 1995).

Studies show that personality characteristics have a strong influence on both
leadership styles and organizational outcomes. The follower-centric perspective
suggests that followers' perceptions can be necessary to understand the unexplained
variance in the specific leadership style's success (Chemers, 2000; Lord et al., 1999).
Followers’ characteristics may influence not only perception but also acceptance of
a specific style. Besides values, needs, and implicit theories, followers’ personality
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traits may influence perception and acceptance. Personality traits are supposed to be
stable dispositions that direct beliefs, attitudes, and behaviors, not only in life in
general, but that also determine interactions with leaders. Keller (1999) found that
followers’ personality traits influence the preference for charismatic and
transformational leadership based on the perceived similarity between follower and
leader. In their studies, Felfe and Schyns (2006), and Bono and Judge (2004), found
that followers who show similar personality characteristics to their transformational
leaders would also perceive their leaders as more transformational. Thus, a closer
look at both the leader’s and the follower’s personality may help to better explain

preferences for specific leadership styles.

Past studies about the leader's personality showed that some dimensions of Big 5
personality were related to transformational leadership. For example, Judge et al.
(2000) found in their studies that extraversion and agreeableness positively predicted
TL. However, neuroticism and conscientiousness were not related to TL. On the
other hand, openness to experience was positively related to TL. In their meta-
analysis, Bono & Judge (2004) found that; neuroticism (p = -.17, r = -.15) was
negatively and extraversion (p = .24, r = .19) was positively related to the overall
TL. The credibility values for openness to experience (p = .15), agreeableness (p =
.14) and conscientiousness (p = .13) included zero which means that these relations
were not conclusive. Duehr (2006) revealed the relationships between TL and Big
Five personality traits which were investigated by Bono and Judge (2004), and they
found that neuroticism was negatively correlated with TL (r = -.12, p < .05) while
the associations with extraversion (r = .24, p < .01), agreeableness (r = .21, p <.01),

and openness (r = .13, p <.01) were positive.

To develop hypotheses as to how follower’s personality might influence the
perception and acceptance of leaders, we refer to the literature that deals with the
relationship between leader and follower. Klein and House (1998) distinguished
contradicting assumptions concerning the relationship between TL and followers’
characteristics: completion and similarity. In our study, we concentrated on

similarities between leaders and followers or on the view that similar followers
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perceive more TL than dissimilar followers, it is also necessary to look at leaders’
characteristics to identify relevant categories of personality. As several studies have
shown, the Big Five dimensions are related to leaders’ emergence and performance
(Barrick & Mount, 1993; Judge, Bono, llies, & Gerhardt, 2002; Silverthorne, 2001).
According to the research on the five-factor model, people high in extraversion are
sociable, energetic, and high in positive affect. In contrast, people low in extraversion
are more inwardly oriented and low in positive affect (Watson, 2000). Accordingly,
extraverted followers seek interpersonal relations to gain a high level of satisfying
interaction with their leader and increase the possibility of being assigned stimulating
tasks (Philips & Bedeian, 1994). Consequently, in line with the similarity
proposition, extraverts are believed to perceive or attribute more TL and show more
acceptance and react more positively to organizations' goals outcomes. Following
this rationale, we expect that follower's extraversion will strengthen the relationship

between TL and positive organizational outcomes.

Hypothesis 3a: Follower’s extraversion moderates the relationship between TL and
positive organizational outcomes. The relationship between TL and Job

performance, OCB and JS are stronger when follower extraversion is high.

On the other hand, neuroticism has been found to be related negatively to leadership
emergence and performance (Judge, Bono, et al., 2002). Transformational leaders
are supposed to be high in emotional stability (i.e., low in neuroticism). According
to the similarity assumption, followers with high emotional stability should perceive
more transformational qualities of their leaders. As neuroticism means lower self-
esteem and higher anxiety, followers with higher neuroticism might experience more
insecurity, and their anxiety might increase, which might even cause avoidance and
withdrawal when confronted with a transformational leader (Felfe & Schyns, 2006).
Therefore, we expect followers with high self-esteem and stable personality to prefer
transformational leaders and be affected by the transformational leadership style to
achieve positive organizational outcomes. In contrast, followers with low self-
esteem refuse this kind of interaction and strengthen the relationship between TL and

adverse organizational outcomes (Felfe & Schyns, 2006).
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Hypothesis 3b: Neuroticism moderates the relationship between TL and negative
organizational outcomes. Such that the relationship between TL and turnover

intention is stronger when follower neuroticism is high.

Emotional
Intelligence
EI

ORGANIZATIONAL OUTCOMES
Transformational Leadership + Job Performance
TL + Job Satisfaction
+0OCB
Turnover Intention

\ 4

Extraversion
Neuroticism

Figure 1.1 A proposed model to explain the relationship between perceived
transformational leadership and organizational outcomes, mediated by emotional
intelligence and moderated by followers’ personality (extraversion and

neuroticism).
Our research model to explain the relationship between perceived transformational

leadership and organizational outcomes, which is mediated by emotional intelligence

and moderated by followers’ personality, is displayed in Figure 11.
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CHAPTER 2

METHOD

2.1. Participants and Procedure

Before hypothesis testing, we conducted a power analysis to determine the sample
size. To achieve the desired significance level, the average effect size of our
organizational outcomes, with a confidence level of 95% and a two-tailed test, we
calculated the sample size as N=197. The questionnaires containing the relevant
scales were sent to 180 employees and 50 supervisors in different private sector
organizations. The participants were voluntary white-collar employees and their
managers who have been working for various companies and diverse sectors in
Ankara. Two different questionnaire sets for supervisors (Appendix D) and their
followers (Appendix C) were prepared via Survey Monkey online platform. After
obtaining permission from METU Human Subjects Ethics Committee (see Appendix
B), we asked managers to arrange a contact person from their organization. We gave
an informed consent form (see Appendix B), including information about the aim of
the study, essential points in filling the scales, issues related to coding and
participants’ confidentiality, and contact information of the researchers to

participants.

A detailed e-mail was sent to the contact person explaining the procedure and asking
to create a coding list matching the possible participants’ names. With this coding,
we aimed to match followers with their direct supervisors, keeping their names

anonymous.

According to the procedure, contact persons sent the web links to the questionnaire
packages to the respective participants with the coding lists. We also communicated

via telephone to the contact person when needed and informed all the participants
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about the voluntary nature of the participation, the purpose, and the study process. It
was also assured that the responses would be confidential. Surveys were sent to 50
supervisors and 180 employees. The response rates were 90% (N=45) for supervisors
and 80% (N=143) for employees. However, surveys of 13 managers and 30
employees were omitted due to inaccurate or mismatching coding. As a result, we

proceeded with 33 managers' and 113 employees' questionnaires.

Of the 32 supervisors, 19 (58 %) were men, 13 (42 %) were women, 2 (7 %) had
high school education, 20 (65 %) had undergraduate education, 8 (27 %) had a
master's degree, and 3 (1 %) had a doctorate level. Out of 32 supervisors, the
profession of 17 (54 %) supervisors were branch managers, 2 (8 %) supervisors were
statisticians, 7 (22 %) supervisors were engineers, 2 (6%) supervisors were
architects, 2 (6 %) supervisors were advertising professional, 1 (3 %) supervisor was
sportspeople, 1(3 %) supervisor was HRM professional. Among all supervisors,
(15.9 %) of them stated their professions as managers without giving more specific
information. Working arrangements of managers during the pandemic were also
observed. Managers said they worked from home with (10.6 %) never, (30.1 %)
rarely, (26.5 %) occasionally, (22.1 %) generally, and (10.6 %) always during the

working pandemic.

2.2. Measures

Multifactor Leadership Questionnaire (Bass & Avolio, 1995) assesses leadership
styles of transformational leadership, transactional leadership, and laissez-faire
leadership. The scale includes 36 items, and items are rated from O (Never) to 4
(Always). Since the standard Turkish adaptation could not be found in the literature,
Donmez's study was used (2014) with permission. There were 32 items on the scale:
26 items in the TL subscale and only 6 in the transactional leadership subscale. In
the current study, we omitted the items related to transactional leadership (items #1,
#2,#4,#7,#13, #14) and used only TL items on a 5-point scale (1= strongly disagree;

5 = strongly agree). The data were collected from the followers. Turkish and English
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items were found to be acceptably correlated in her study, and Cronbach's o was
found .96 for TL scale. A sample item is "My manager thrills us with the things we
can do and succeed at by reminding us of our specifications and abilities.” The

Turkish scale could be found in Appendix D.

Performance (Befort & Hattrup, 2003) was measured in this study based on both task
and contextual performance. This scale was adopted to Turkish by Karakurum in
2005. It consists of 11 items related to task contextual, and overall performance. The
Cronbach’s a for task performance, contextual performance, and overall job
performance were reported as .81, .80, and .85, respectively. Supervisors were asked
to rate their followers’ job performance on a 5-point Likert scale ranging from (1)
strongly disagree to (5) strongly agree and the original scale was rephrased for the
supervisors. For example, the item of “I managed my time well” rephrased as “My
employee managed his/her time well”. For the current study, we omitted two items
that we thought were irrelevant to our research. These items were “I can effectively
use written communication skills in performing my duties” and “I can effectively use
oral communication skills in performing my duties.” The remaining nine items could

be seen in Appendix D.

The short version of the Minnesota Satisfaction Questionnaire (Weiss, Dawis,
England, & Lofquist, 1967) consists of 20 items. In this study, a shorter version of
the MSQ scale, which has 6 items, was used to measure employee’s job satisfaction.
Followers were asked to report their job satisfaction on a 5-point Likert scale ranging
from (1) strongly disagree to (5) strongly agree. The Turkish version of this
questionnaire was adopted by Baycan (1985) with a reported Cronbach’s a of .77. A
sample item is “I am satisfied with the way my boss handles his/her worker.” The
data were collected from the followers. The Turkish scale could be seen in Appendix
C.

The OCB scale was based on Organ’s (1988) five-dimensional taxonomy and
adopted by Podsakoff et al. (1990). The scale has five subscales: altruism (AT),

conscientiousness (CN), sportsmanship (ST), courtesy (CT), and civic virtue (CV).
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However, Hoffman and his colleagues (2007) considered OCB as a latent construct.
There are 24 items on this scale rated on 5 Likert-type scales (1=Strongly Disagree
to 5=Strongly Agree). This scale was adopted into the Turkish language by Uniivar
(2006). Cronbach’s a of the whole scale was found to be .83. In our study, we
omitted item number 2, which is, “I am the classic “squeaky wheel” that always
needs greasing, and we re-translate the item “I tend to make “mountains out of
molehills.” The five dimensions of organizational citizenship behavior shown in
Appendix C are as follows; Altruism was measured by five items (#1, #10, #13, #15,
and #23). A sample item for altruism was “I help others who have heavy
workloads.” Civic Virtue was measured by four items (#6, #9, #11, and #12). A
sample item for civic virtue was “I read and keep up with organization
announcements, memos, and so on. ”. Courtesy was measured by 5 items (#5, #8,
#14, #17 and #20.). A sample item for courtesy was “I do not abuse the rights of
others.”. Conscientiousness was measured by 5 items (#3, #18, #21, #22 and #24).
A sample item for conscientiousness was “My attendance at work is above the
norm.” Sportsmanship was measured by five items (#2, #4, #7, #16, and #19). A
sample item for conscientiousness was “l always find fault with what the

organization is doing.” The data were collected from the followers.

The turnover intention scale adopted by Camman et al. (1979), consists of 3 items
was used to assess intentions to quit. The Turkish version of this scale was developed
by Oriicii and Ozafsaroglu (2013). Cronbach’s a reliability was reported as .92.
Followers were asked to report their turnover intentions on a 5-point Likert scale
ranging from (1) strongly disagree to (5) strongly agree. A sample item is “I ofien
think of quitting my job.” The data were collected from the followers. Turkish

version of the scale could be found in Appendix C.

The creativity scale was adopted by Giimiisliioglu and Ilsev (2007) from Tierney,
Farmer and Graen (1999), and Zhou and George's (2001) creativity measures. The
scale consists of 13 items. Supervisors were asked to report their followers’ creativity

on a 5-point Likert scale ranging from (1) strongly disagree to (5) strongly agree.
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Cronbach’s a reliability was reported as.95. A sample item is “My employee is a

good source of new ideas” The scale could be found in Appendix C.

According to the results of the meta-analytical study that Harms et al. (2010),
conducted trait measures of El tended to show higher validities than ability-based
measures of El. That is the main reason why we used a modified version of Schutte's
Emotional Intelligence Scale to measure EI (Austin, Saklofese, Huang & McKenney,
2004) in our study. The scale was adopted into Turkish by Tatar, Tok, and Saltukoglu
(2011). In their study, Cronbach's a for internal consistency for the entire scale was
found to be .82, and for the subscales, Cronbach's o was .75 for Optimism/ Mood
Regulation, .39 for Utilizations of Emotions, and .76 for Appraisal of Emotions. The
scale consists of 41 items. Supervisors were asked to report their own El traits on a
5-point scale (1= strongly disagree; 5 = strongly agree). The 3 dimensions of El
shown in Appendix C are as follows: Optimism/ Mood Regulation was measured
with 12 items (#2, #7, #12, #15, #18, #21, #29, #30, #33, #35, #37, #38). A sample
item for optimism/mood regulation was "When | am faced with obstacles, |
remember times when | faced similar obstacles and overcame them." Utilizations of
Emotions were measured with six items. (#4, #9, #10, #23, #26, #34). A sample item
for optimism/mood regulation was "When my mood changes, | see new
possibilities.” Appraisal of Emotions was measured with 10 items (#6, #8, #17, #22,
#28, #31, #36, #39, #40, #41). A sample item for optimism/mood regulation was "1
sometimes can't tell whether someone | am conversing with is serious or joking."
The Turkish scale could be found in Appendix D. In the current study, we used the

mean scores of El but not the sub-dimension scores.

Big Five Inventory (John & Srivastava, 1999) was given to employees to assess
personality traits. The scale includes five dimensions of personality traits: Openness,
conscientiousness, agreeableness, extraversion, and emotional stability/neuroticism.
Cemalcilar, Sumer, Sumer and Baruh (2017), adopted the inventory into the Turkish
language. The total numbers of the items are 60. Extraversion (12 items) and
Neuroticism (12 items) dimensions were used in the current study. Followers were

asked to report their Big Five traits on a 5-point scale (1 = strongly disagree; 5 =
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strongly agree). For the extraversion scale, “I see myself as someone who is

2

talkative,” and for the neuroticism scale, “I see myself as someone who is
depressed” were the sample items. The Turkish scale could be found in Appendix

C. Table 2.1. summarizes the sources of ratings for all measurement scales we used.

Table 2.1 Rating Sources of the Measures

Measures Rated By Rating Source
Emotional Intelligence Supervisor Same
Leadership Style Follower Different
Personality Follower Same

Job Performance Supervisor Different
Job Satisfaction Follower Same
Turnover Intentions Follower Same
Organizational Citizenship Behavior Follower Same
Creativity Supervisor Different

Control Variables. SPSS Hierarchical linear regression modeling was conducted to
analyze whether age, gender, tenure, education levels, and pandemic working
conditions were convenient as control variables. However, as results showed that
those variables had no unique contribution to the outcome variables JS, OCB,

creativity, job performance, and TI, our analysis is not included.

Analytical strategy. We used The Statistical Package for Social Sciences (SPSS),
version 22 for MacBook, in our analysis. Additionally, for the mediation and
moderation analysis, we used PROCESS Model 1 and Model 4 in SPSS.

2.3.  Cautions Against Common Method Variance

In the current study, we measured our variables via self-report surveys. Literature
suggests that having a mono method in data collection may lead to systematic bias
in common method variance results. Common method variance was seen as a bias
artificially inflating/deflating variable correlations and threatening the construct
validity of the study (Reio, 2010). Therefore, we used Harman's Single Factor Test
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to control common method variance (CMV) for all the same source measurements

we used in the current study.

Harman's single factor output gives us essential information about CVM by checking
if the variance in the data can be largely explained by a single factor (Chang,
Witteloostuijn & Eden, 2010). Harman's Single Factor Test investigates whether
variables are loaded onto one single factor and constrain the investigation with no
rotation using exploratory factor analysis (Podsakoff, MacKenzie, Lee & Podsakoff,
2003). If the single-loaded factor explains most of the variance (more than 50%), it
means that the study is prone to a common method bias. Our analysis used SPSS to
conduct Harman's Single Factor Test and found that one factor only explains 28.65%

of the variance since there is no threat of CVM.

To measure internal consistency, we also examined fit parameters of the scales with

sub-dimensions. The analysis relates to method bias were presented in Appendix G.
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CHAPTER 3

RESULTS

3.1. Descriptive Statistics

Frequencies for the accuracy of data entry, minimum-maximum values, missing
values, and the assumptions of multivariate statistics as suggested by Tabachnick
and Fidell (2019). There were no missing values for variables rated by both followers
and their supervisors. We checked the univariate and multivariate outliers for all
variables, respectively, box plots and Mahalonobis Distance. After deleting the two
outliers, we conducted our analysis with 111 cases. Normality assumptions were
tested and there were no need for data transformation (Tabachnick and Fidell, 2019).
The reliabilities of the total scales were obtained by using Cronbach alpha internal
consistency reliability analysis via SBSS. Our results showed that Cronbach's alpha
values were .97 for TL scale, .84 for El scale, .90 for OCB scale, .91 for Tl scale,
.85 for extraversion scale, .86 for performance scale, .87 for JS scale, .96 for
creativity scale and .79 for neuroticism scale, which indicate that high level of
internal consistency of all scales and no need to remove any items from the scales.

Descriptive statistics and correlations among variables can be found in Table 3.1.

According to the results of correlational analysis, it was observed that there was no
significant relationship between the perceived TL level of the supervisors and their
self-report EI levels. Moreover, perceived TL results were found to be negatively
correlated with followers’ neuroticism levels (r =-.22, p <.05)and Tl (r =-.38,p <
.01), positively correlated with followers’ JS (r = .41, p < .01), job performance (r
=.25,p< .01), and OCB levels (r = .26, p < .01). However, no significant
correlations were found between perceived TL and followers’ extraversion,
supervisors’ EI and followers’ creativity levels. Supervisors’ EI was found to be

positively correlated with supervisor’s age (r = .20, p < .05), and employees’
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creativity (r =.21, p < .05), negatively correlated with supervisors’ tenure (r = -
37,p< .01). We also observed a negative significant correlation between
supervisors’ EI and followers’ OCB levels (r = -.21,p < .05). Followers’
extraversion levels were found to be negatively correlated with Tl (r =- .22, p <.05)
and positively correlated with OCB (r = .35, p <.01). On the other hand, followers’
neuroticism levels were found to be negatively correlated with JS (r =- .36, p <.01)
and OCB (r =-.41, p <.01), positively correlated with TI (r = .27, p <.01).

3.2.  Hypothesis Testing

To investigate hypotheses 1, 2 and 3, mediation analysis was performed using
Process Model 4 with 5000 bootstrapping. Firstly, results for JS as an organizational
outcome showed that although the direct effect between TL and JS was significant
(b =.39, t (111) =3.42, p<.01). However, the indirect effect of TL when leader’s EI
was in the model as a mediator were insignificant. TL total effect on JS was also
significant (b=.45, t (111) =3.94, p<.01). Based on the R? value, it explained 35%

of the variance in JS.

Secondly, results for job performance showed a significant direct effect between TL
and job performance (b=.19, t (111) =2.67, p<.01), meaning that when TL levels
increase, job performance will also increase (or vice versa). The total effect on job
performance was also significant (b=.18, t (111) =2.51, p<.05). R? value indicated
that the model explained 19% variance in job performance. However, the indirect

effect through El was not significant.

Thirdly, OCB results showed a positive significant direct relationship between TL
and OCB (b=.17, t (111) =2.85, p<.01). However, the results of mediational effect
were insignificant. TL total effect on OCB was also significant (b=.20, t (111)
=3.30, p<.01). The positive b value for TL revealed to us that high TL levels would
lead to high levels of TI among employees (and vice versa). R? value indicated that

the model explained 26% of the variance in OCB.
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Moreover, when TI tested as an organizational outcome, the results showed that
although the direct effect between TL and TI was significant (b= -.55, t (111) =-
4.24, p<.01) the results for indirect effect were insignificant for EI scale. Moreover,
TL total effect on Tl was also significant (b=-.53,t(111) = -4.14, p<.01). The
negative b value for TL revealed to us that high TL levels would lead to low levels
of TI among employees (and vice versa). R?value indicated that the model explained

29% of the variance in TI.

Finally, results for creativity were not supportive both in terms of direct effects and
indirect effects, showing no significant effect of TL on creativity, whether directly
or through EI. Therefore, our research question did not find substantial support.
However, our findings showed that EI was positively and significantly correlated

with creativity (r=. 21, p < .05).

To sum up, hypothesis 1 was supported for all outcome variables, indicating a
significant relationship between transformational leadership and organizational
outcomes. This relationship was positive when organizational outcomes were also
positive (JS, job performance, OCB) and negative when organizational outcomes
were negative (turnover intention). However, there was no statistical support for

hypothesis 2 and hypothesis 3.

Our analysis showed no significant relationship between followers’ evaluations of
transformational behaviors and leader’s self-report of El, as well as no indirect effect

of TL through EI. Therefore, the mediational hypothesis was not supported.

To investigate hypotheses 3a and 3b, moderation analysis was performed using
Process Model 1 with 5000 bootstrapping. The results of the moderation analysis
indicated that the interaction effect of perceived TL and follower’s extraversion were
insignificant for the following outcome variables: JS, OCB, TI, and creativity. The
interaction between perceived TL and followers’ extraversion levels was found to be

statistically insignificant for the outcome variables JS, OCB, and creativity.
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On the other hand, as can be seen in Table 3.2, TL and Extraversion interaction was
found to be statistically significant for job performance (b=-.23,t(111) =-2.11, 95%
Cl [-.4518, -.0177], p< .01). However, the direction of this interaction effect was
not as we expected in H3a. The conditional effect of TL on job performance showed
corresponding results. At low levels of extraversion, conditional effect of the TL was
33, (t(111) =3.34, 95% CI [.1342, .5268], p< .01). However, at the high levels, the
results were statistically insignificant (conditional effect= .25, t (111) = .24, 95% ClI
[—.1768, .2261], p=.81)

Table 3.2 Moderating Effect of Extraversion on TL-Job Performance Relationship

Predictors b t 95% CI

TL** 1.13 2.68 [.29,1.96]
Extraversion* .98 2.08 [.05, 1.92]
TL X Extraversion* -.23 -2.11 [-.45, -.01]

*p < .01 ** p< .05

High extraversion and low extraversion levels were graphed. Figure 3.1 revealed that
employees with low extraversion increase their performance levels more as their
leaders show more TL qualities. On the other hand, if TL quality was low,

employees with low extraversion show performance at a lower level.
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Figure 3.1 Moderating Effect of Extraversion on the Relationship between TL and
Job Performance (High Extraversion: mean + 1 SD; Low Extraversion: mean — 1
SD)

The overall model was significant (F (12,98) =2.49, p< .01), and R?=.23 value was
indicating that the interaction term of TL and extraversion could explain 23% of the

total variance.

The interaction effect of follower’s neuroticism and perceived TL on negative
organizational outcomes was hypothesized on H3b such that the relationship
between TL and turnover is stronger when follower neuroticism is high. However,
our results showed that the interaction between perceived TL and followers’
neuroticism levels was statistically insignificant for followers’ turnover intentions.

Therefore, H3 b was not supported.
To sum up, our study sample did not support hypotheses 3a and 3b. Besides, our
research question for creativity was not supported. All the results related to

hypothesis testing can be seen in Table 3.3.

Table 3.3 The Results of Hypothesis Testing

Hypothesis  Variables Hypothesis Testing
H1 TL and JS Supported

H1 TL and Job Performance Supported

H1 TL and OCB Supported

H1 TL and Turnover Intention Supported

RQ TL and Creativity Not Supported
H2 TL and El Not Supported
H3 TL and JS (Leader’s El as mediator) Not Supported
H3 TL and Job Performance (Leader’s El as mediator) Not Supported
H3 TL and OCB (Leader’s El as mediator) Not Supported
H3 TL and Turnover Intention (Leader’s El as mediator) Not Supported
H3 TL and Creativity (Leader’s El as mediator) Not Supported
H3a TL and JS (Follower’s Extraversion as a mediator) Not Supported*
H3a TL and Job Performance (Follower’s Extraversion as a mediator) Not Supported
H3a TL and OCB (Follower’s Extraversion as a mediator) Not Supported
H3a TL and Turnover Intention (Follower’s Extraversion as a mediator) Not Supported
H3a TL and Creativity (Follower’s Extraversion as a mediator) Not Supported
H3b TL and Turnover Intention (Follower’s Neuroticism as moderator) Not Supported
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3.3.  Exploratory Analysis

Although we did not set any hypotheses about the sub-dimensions of the El and OCB
scales, for exploratory purposes, we wanted to report some significant correlations
based on sub-dimensions of the scales. Our correlational analysis found some
significant relationships between a leader's emotional intelligence sub-dimensions
and organizational outcomes. The correlations between JS and use of emotions (r=
.21, p<.01), job performance and evaluation of emotions (r=.17, p< .01), Tl and use
of emotions (r=-.24, p< .01), Tl and evaluation of emotions (r=-.18, p< .01) were all

significant.

We also observed a negative relationship between altruism sub-dimension of OCB
scale and the evaluation of emotions sub-dimension (r = -.21, p < .05). Also, there
was a negative relationship between conscientiousness sub-dimension levels and El
in general (r=-.26, p<.01) and evaluation of emotions sub-dimension (r=-.25, p<.01).

All correlational statistics related to the sub-dimensions can be seen in Appendix H.

In our moderation analysis, we found that the interaction term of TL and extraversion
had a significant impact on the sportsmanship sub-dimension of OCB (b=.30, t (111)
= 2.1, p<.01), and the explained variance of the interaction term was significant (
AR?= .03, F (1,99) = 4.74, p< .01).

Although we didn’t hypothesize the interaction effect of follower’s neuroticism and
TL on positive organizational outcomes, as can be seen in Table 3.4 the interaction
of TL and neuroticism was significantly positive for the job performance (b=.36, t
(111) =2.66, p<.01) showing that the relationship between TL and job performance
were stronger when followers’ neuroticism levels were higher. The overall model
was significant (F (12,98) =2.77, p< .01), and R?= .25 value was indicating that these
three variables could explain 25% of the total variance. Explained variance of the
interaction term was also significant ( AR? =.05, F (1,98) = 7.61, p< .01).
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Table 3.4 Moderating Effect of Neuroticism on TL-Job Performance Relationship

Predictors b t 95% ClI
TL -.60 -1.83 [-1.23, .05]
Neuroticism** -1.59 -2.65 [-2.78, -.40]
TL X Neuroticism** .36 2.66 [.09, .63]

*p <.001 ** p< .05

High neuroticism and low neuroticism levels were also graphed. Figure 3.2 revealed
that employees with high neuroticism increase their performance levels more as their
scores on TL quality increased. On the other hand, if TL quality was low, employees

with high neuroticism show performance at a lower level.
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Figure 3.2. Moderating Effect of Neuroticism on the Relationship between TL and
Job Performance (High Neuroticism: mean + 1 SD; Low Neuroticism: mean — 1 SD)
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CHAPTER 4

DISCUSSION

Through the examined hypothesis in the present study, we aimed to explain and
indicate the importance of TL on essential organizational outcomes (JS, Tl, OCB,
Job Performance, and Creativity). We also tried to investigate the mediating role of
the leader’s EI and the moderating role of the follower’s extraversion and

neuroticism in the relationship between TL and organizational outcomes.

4.1.  Major Findings

Regarding Hypothesisl, current study results indicated that TL was positively
associated with positive organizational outcomes: JS, Job Performance, and OCB,
and negatively related to adverse organizational outcomes: Tl. Leaders who have
high TL qualities affected organizational outcomes positively. It was an expected
result when we considered the studies in the literature. According to Hater and Bass
(1998), subordinates' satisfaction with their supervisors increases when supervisors
show TL qualities. Koh et al. (1995), found that transformational leadership was
positively correlated with subordinates' organizational commitment, OCB levels,
and performance. Hater & Bass (1988), Lok & Crawford (2004), Medley &
Larochelle (1995) supported that transformational leadership is a highly effective
type of leadership that increases subordinates' JS. Walumbwa et al. (2005), found
that TL is correlated with organizational commitment and JS in their study among
Kenya's banking sector. Erkutlu (2008) also supported these findings in the Turkish

context.

McColl-Kennedy and Anderson (2002) found that employees showed higher
performance when they perceived their leaders as transformational. Lowe et al.

(1996), have reported moderate to strong links between aspects of TL and job
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performance in their meta-analytic study. In their research, Schwepker and Good
(2010) found that TL can be used to increase sales performance through trust and
moral judgment. Ogbonna and Harris (2000) argued that transformational leaders
who are supportive and participative positively affect performance through
innovative and competitive cultures. In their path analysis, Xenikou and Simosi
(2006) found that TL and humanistic orientation together had an indirect positive
effect on performance through achievement orientation. Braun, Peus, Weisweiler,
and Frey (2013) also found that TL was positively related to team performance.
According to Falahat et al. (2014), TL qualities can create more positive cultures in

which employees may want to be a part of it, hence decreasing turnover.

As mentioned before, leadership is a reciprocal relationship between the leader and
the follower. Considering the significant effect of TL on essential organizational
outcomes, the norm of reciprocity plays a central role in the social influence process
(Cropanzano & Mitchell, 2005). Social exchange theory (Blau, 1964) is considered
as one of the most influential frameworks to understand the underlying process of
the TL and several organizational outcomes (e.g., in-role performance, extra-role
performance, job satisfaction, and turnover intention) better (e.g., Bycio, Hackett, &
Allen, 1995; Dulebohn et al., 2012; Harrison et al., 2006; Hughes, Avey, & Nixon,
2010; Ilies et al. 2009, Judge and Piccolo, 2004; Maertz, Griffeth, Campbell, &
Allen, 2007). Although researchers consider transformational leadership behaviors
necessary for achieving high employee in-role performance, they propose that such
leadership behaviors are even more critical for high extra-role performance such as
OCB (Podsakoff et al., 1996). Indeed, OCB might be particularly sensitive for
leadership behavior transmitting more general goals or visions that include

unplanned voluntary activities of followers.

In contrast, in-role performance might be better suited to reflect specific goal setting
or transactional leadership. Compared to transactional leadership, which offers
followers a fair exchange of job resources and engages in economic exchange
relationships, transformational leadership focuses on higher-order intrinsic needs. It

goes beyond short-term interests (Judge and Piccolo, 2004). According to this
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perspective, followers can engage in a social exchange relationship with their
transformational leader and reciprocate their behaviors by engaging in OCB. Based
on the general principles of social exchange theory, scholars used several different
measures to capture the existence of social exchange processes. llies et al.,2009, used
social exchange theory to argue that increased job satisfaction influences followers
to engage in more OCB and job satisfaction. According to Maertz et al.,2007,
employees engage in a social exchange relationship with their immediate supervisor,
resulting in solid identification, interpersonal trust, and mutual support between the

leader and follower, increasing job satisfaction and decreasing turnover intentions.

Hypothesis2 states a significant positive relationship between followers' perceptions
of TL and leader's El. This hypothesis was not supported in our analysis, which
means that there was no significant positive relationship between employees'
perceptions of TL and leader's El in our study. Research results about the
relationship between EI and leadership effectiveness are mixed. Although some
researchers stated that "transformational leadership is intrinsically associated with
emotional intelligence” (Ashkanasy & Tse, 2000, p. 232), and "the components of
transformational leadership resemble the key components of emotional intelligence”
(Ashkanasy, Hartel, & Daus, 2002, p. 325), there were also some controversial
findings (Fellesdal, H., & Hagtvet, K.,2013). Antonakis et al. (2009), have
questioned the role of El in leadership, and Matthews, Zeidner, and Roberts (2004)
argued that EI seems to be more myth than science. The advocates of El based their
research on some theoretical underpinnings rather than on scientific evidence. For
example, Barling, Slater, and Kelloway (2000) argued that there are some crucial
components of EI which are positively related to transformational leadership
behaviors. On the other hand, Antonakis, Ashkanasy, and Dasborough (2009) found
no significant evidence about the relation between EI and TL behaviors; Harms and
Credé (2010) suggested that El and TL have a marginal association. In the current
study, the insignificant relationship between El and TL could result from our data
set, which constitutes one leader for the group of employees, which results in low

variance for the El variable as we repeated the same EI for the members of a group.
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Although our analysis showed ICC values less than .05 for three sample groups,

group based HLM analysis could be considered for future research.

To sum up, the existing research has inconsistent results about the TL and El
relationship. Our findings that did not support the relationship between total TL and
El may result from inconsistent findings in the literature, sample size limitations, or
using different sources for data collection. Our findings showed that followers were
more likely to perceive their leader as transformational and had reasonably high
mean scores (M= 4.25). However, El ratings of supervisors were collected on a self-
report basis (M=3.87). As argued in their meta-analysis, rating sources were also
crucial for the results. When the same sources provided results for both EI and TL,
the validity estimate was .59. However, different rating sources decreased the
validity estimate by up to .12 (Harms & Crede, 2010). On the other hand, using
different EI and TL scales sources may be considered a strength of our study to

eliminate same-source-related biases.

Hypothesis3 states a significant positive relationship between the leader's EI and
positive organizational outcomes and a negative relationship with turnover intention.
El acts as a mediator between TL and organizational outcomes. Although there is
growing evidence about El on individual and organizational levels, our findings did
not support hypothesis 3. Many researchers have argued that the construct of El can
richly contribute to the effective functioning of a leader and therefore has been
subject to extensive research. George (2000), based on the synthesis of Yukl (1998);
Locke, Kirkpatrick, Wheeler, Schneider, Niles, Goldstein, et al. (1991); and Conger
and Kanungo (1998) and other related leadership literature, has theorized that El
facilitates the leadership effectiveness. The majority of past study findings supported
the relationship between TL and El and their effect on positive organizational
outcomes (Carson, Carson, & Birkenmeier, 2000; Chang&Lee, 2007; Huy, 1999;
Joseph &Newman, 2010; Kafetsios, Nezlek, and Vassiou, 2011; O'Boyle et al.,
2011).
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On the other hand, there may be methodological factors, such as common method
variance (CMV), that potentially undermine the validity of findings of the
relationship between TL and EI (Lindebaum et al., 2010). Using a multi-source
assessment in this study, we intended to overcome the problem of method variance.
Previous findings suggest that no relationship between EI and TL is found
(Lindebaum et al., 2010) even though there were supportive evidence concerning the
relationship between El and TL (e.g., Butler & Chinowsky, 2006; Mandell &
Pherwani, 2003), the concerns about the validity of those studies fail to prevent CMV
(Antonakis, 2003). Although we could not support our hypothesis about the
relationship between TL and El, this study has cast a critical eye on the present
leadership literature investigating the association from a different perspective. Our
findings show no connection between leaders' self-evaluation of EI and followers'
evaluation of their leaders' TL behaviors. First of all, this is critical research finding
in terms of self-report bias. Individuals are often biased when they tell their personal
experiences. For example, either consciously or not, many individuals are influenced
by social desirability. They are more likely to communicate experiences that are
considered to be socially acceptable. Secondly, leadership styles are relative in terms
of followers' perceptions. Our research that combined self-report data with other
information, such as followers' perceptions of leadership, provides a multi-method

assessment and a more global picture of the subject.

Moreover, consider a supervisor who is demanding and challenging towards their
followers' performance. The followers may conclude that their supervisor lacks the
empathy to understand how their leadership style negatively impacts their
performance. However, the supervisor's demanding leadership style may also
emerge from his/her understanding that the subordinates prefer to operate inside their
typical comfort zone without recognizing their hidden potential. Greater demands by
the supervisor from the followers may have a pushing effect, hence helping the
followers to realize their potential for performance increase and growth. Thus, those
personal experiences may lessen the theoretical linkage between El and TL discussed

at the outset of the paper.
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We set hypotheses 3a and 3b to observe the moderation effect of follower's
personality between the relationship of TL and organizational outcomes. Most
leadership research in the literature focused on the leader. However, leadership is a
mutual relationship between the leader and the follower. This relationship makes
follower's personality a critical moderator of the organizational outcomes. That's
why we focused on the follower's side in our study and tried to make a unique
contribution to the leadership literature. Although they are very limited in number,
past research shows that personality characteristics have a strong influence on
leadership styles and organizational outcomes. The follower-centric perspective
suggests that subordinates' perceptions can be necessary to understand the
unexplained variance in the specific leadership style's success (Chemers, 2000; Lord
et al., 1999). In their studies, Siegling et al. (2015), and Bono & Judge (2004) found
that extraversion was positively, and neuroticism was negatively related to TL.
Following this rationale, we based our Hypothesis 3a and 3b on the perceived
similarity theory, which argued that followers who show similar personality
characteristics to their transformational leaders perceive their leaders as more
transformational (Felfe and Schyns,2006, Bono& Judge, 2004). Our correlational
analysis results showed a significant negative relationship between TL and
employees neuroticism levels (r= -.22, p< .05) as expected. However, there was no
significant positive relationship between TL and employees’ extraversion levels.
According to hypothesis 3a, we suggested that the employee's extraversion act as a
moderator between TL and positive organizational outcomes. The relationship
between TL and Job performance, OCB, and JS are stronger when employee
extraversion is high. However, we could not support this hypothesis in our moderator
analysis. Although we found a significant interaction effect of the follower's
extraversion on the TL-Job Performance relationship, this effect's direction was
contrary to the one we hypothesized. Our findings showed that employees with low
extraversion increase their performance levels more as their scores on TL quality
increased. On the other hand, if TL quality was low, employees with low
extraversion show performance at a lower level. Also, it can be inferred that TL
quality had a stronger impact on performance scores for low extravert employees. In

contrast, job performance scores changed less depending on the level of TL quality
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for high extravert employees. Our findings show that a transformational leader may
have an even more positive influence on introverted followers because their
tendencies (being shy, withdrawn, and solitary) can at least partially be overcome by
a leader who engages TL qualifications (idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration). According to
Costa et al. (1992), individuals with high levels of extraversion tend to be outgoing,
social, assertive, upbeat, energetic, and talkative. In contrast, those with low levels
of extraversion (highly introverted) tend to be shy, quiet, withdrawn, solitary,
cautious, and bashful. Guay et al. (2015), suggested that introverted followers are
likely to feel an increased self-confidence and feelings of security when
transformational leaders exhibit idealized influence by focusing on trust, values, and
ethics. Also, through inspirational motivation, transformational leaders provide
challenging assignments and increased expectations (Bass & Avolio, 1997). Judge
et al. (2002), suggested that such actions are likely to be effective when leading
introverted followers to perform above and beyond expectations because they tend
to feel low self-confidence and may have lower goal-setting motivation. In addition,
Howell & Shamir, 2005, argued that inspirational motivation behaviors and idealized
influence dimensions of transformational leadership together are likely to direct
introverted followers' increased self-confidence toward proactively solving
problems, helping their peers, and speaking up to present constructive ideas for the
organization. On the other hand, their quiet and shy nature would often lead them to
withdraw further and go into isolation when forced to do more than they feel capable
of doing. Moreover, introverted followers who are quiet and shy will also benefit
from the personal mentoring and individualized consideration of their supervisors,
focusing on their needs and abilities. According to Judge et al. (2009), introverted
personalities are more likely to focus on the conversation at hand and less likely to
prefer a part of large groups. They could benefit from their leaders' attention that
may provide them speak up for themselves. In combination, individualized
consideration aspect of TL processes may likely lead introverted followers to be

more sensitive to TL qualities and hence show higher performance levels.
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In addition, Hypothesis 3b suggests that employee’s neuroticism levels moderate the
relationship between TL and adverse organizational outcomes. The relationship
between TL and turnover is stronger when employee neuroticism is high. Our
process model analysis found no statistical support for Hypothesis 3b also. We did
not observe a significant interaction effect of TL and personality on neither negative
nor positive organizational outcomes. Although we didn’t hypothesize the
interaction effect of follower’s neuroticism and TL on positive organizational
outcomes, as discussed in exploratory analysis the interaction of TL and neuroticism
was significantly positive for the job performance showing that the relationship
between TL and job performance were stronger when followers’ neuroticism levels
were higher. As we discussed earlier, leaders who are high in transformational
qualities can significantly impact the functioning of their followers with their
charisma, consideration of followers’ needs, and providing opportunities for their
personal development (Bass, 1985). Followers who work with transformational
leaders are generally motivated and satisfied with their job and
show exceptional performance (e.g., Judge & Piccolo, 2004; Wang, Courtright, &
Colbert, 2011). However, it seems that leaders can inspire and motivate their
subordinates not to the same extent all the time. The use of transformational
leadership, which was considered a finite resource, needs time, effort, and a certain
level of self-control (Furtner, Baldegger, & Rauthmann, 2013; Baumeister,
Bratslavsky, Muraven, & Tice, 1998). Therefore, as supported by our findings, when
transformational leadership is best used is also essential for effective outcomes.
Based on the job demands-resources theory (Bakker & Demerouti, 2014; Demerouti,
Bakker, Nachreiner, &Schaufeli, 2001), we may say that transformational leaders,
who are supportive and inspiring (Bass, 1985), acts as a valuable job resource for
their followers. Using this framework, we may argue that transformational leaders
promote work performance for subordinates who are confronted with high challenge
demands (i.e., social and emotional demands). For followers who are less extravert
and emotionally unstable, TL behaviors act as an essential job resource and support

followers to achieve higher performance levels.
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Our findings are also important in terms of rating sources. We captured our
dependent and independent variables from the different sources instead of using the
same sources that result in potential stronger correlations and common method
variance. TL, TI, OCB, JS, and employees' personality scales were rated by
employees. On the other hand, the supervisors rated employees' performance,

creativity, and their own EI by using respective scales.

Finally, we could not support our research question about the relationship between
TL and followers' creativity. Although, scholars argued that the TL plays an essential
role in followers’' creativity through enhancing their subordinate's divergent thinking
and facilitating a creative working environment (e.g., Hage & Dewar, 1973; Maier,
1970; Avolio & Bass, 1988; Shamir, House, & Arthur, 1993, Sosik et al., 1998), the
past studies were considerably limited. That was the main reason why we did not
add creativity to our main hypothesis. Insignificant findings related to creativity may
have resulted from contamination of creativity measures with performance measures
that we used in the current study. Leaders may not be able to observe the creativity
levels of their followers because of the nature of the tasks. For example, Yuan and
Zhou (2002) suggested that when tasks given to participants are more artistic
(creating a collage or writing a story), participants are prone to focus more on
originality. In contrast, when participants are given a business problem-solving task,
they focus on appropriate and valuable solutions. According to Mumford et al.
(1991), more complex tasks typically allow for more creativity because they are
more ill-defined. Ill-defined tasks are characterized by multiple possible goals and
solutions (Mumford et al., 1991; Schraw, Dunkle, & Benedixen, 1995), allowing the
problem solver to focus on only one goal or multiple goals. To sum up, our findings

of TL and creativity relationship needs further investigation.

4.2.  Findings of Exploratory Analysis

Results of the current study indicated that there was a statistically significant
correlation between creativity and the leader's El (r=.21, p<.01) as well as creativity

and evaluation of emotions sub-scale (r=.20, p<.01). According to Zhou and George
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(2003), the emotional intelligence of the leaders may play a critical role in employee
creativity. A leader's ability to evaluate emotions may lead to being aware of their
own emotions and being emphatic towards employees, providing a safe environment
for taking risks of creativity. Leaders with high EI can facilitate a direction for
creative efforts. Rego et al. (2007) found a significant direct effect of understanding
other people's emotions, which is similar to the emotional evaluation sub-scale in
our analysis, on employees' creativity (r=.27, p<.001). Although there is a limited
number of studies, we may say that our hypothesis about the mediational effect of

El may not be supported because of the stronger direct effect of El on creativity.

Although we observed a statistically significant relation between altruism and
conscientiousness sub dimensions of OCB scale and evaluation of emotions sub-
scale of El scale, the signs of these relations were negative, meaning that the EI of
the leader had a negative effect on followers' AT and CN sub-scales of OCB. These
results may be because of our sample size limitations or other factors that might
affect the relationship such as misperceptions of evaluation of emotions behavior of
the leader by the followers who are highly altruistic and conscientiousness. All the

correlations of sub-dimensions could be seen in Appendix H.

Furthermore, our analysis indicated that followers with high neuroticism levels
increased their performance levels as perceived TL scores increased. On the other
hand, if the perceived TL quality was low, followers with high neuroticism showed
performance at a lower level. Also, it can be inferred that TL quality had a stronger
impact on performance scores for high emotionally unstable followers. In contrast,
job performance scores changed very little depending on TL quality for low
emotionally unstable followers. We may say that for followers who are emotionally
unstable, TL behaviors act as an essential job resource and support followers to

achieve higher performance levels.
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4.3.  Strengths of the Study and Implications for Practice

The findings of our current study have important practical implications. First, the
results showed that TL qualities have an essential impact on the different types of
organizational outcomes in different sectors: JS, TI, job performance, and OCB
levels. Our study is essential in terms of generalizability, and our findings could be
applied to diverse sectors such as banking, software, tourism, health, infrastructure,
architecture, advertising, sports, and beauty. Organizational outcomes that we are
interested in our study are critical in terms of organizational success. Every
organization needs satisfied employees who exert high performance, act as a
citizenship of the organization, and do not want to leave the organization. Based on
our findings, we may suggest that organizations should focus on the TL
qualifications of their supervisors, and leaders should be aware of their responsibility
on organizational outcomes. Second, leadership skills are important to create a
motivating, peaceful, creative, and adaptable environment where employees can
flourish. The study’s findings will also help HR practitioners recognize which
leadership behaviors are to be enhanced to increase organizational outcomes. Some
research findings indicate that TL is a skill that can be communicated and improved.
Researchers have emphasized imagery and metaphors' role in developing a deeper
understanding of students’ TL (Boozer & Maddox, 1992). Barling et al. (1996),
found that TL training significantly affected subordinates' organizational
commitment and job performance in their experimental study. Those findings mean
that managers could enhance TL leadership skills through appropriate training. HR
practitioners could focus on TL training programs to improve their organization's

performance and efficiency.

4.4. Limitations of the Study and Recommendations for Future Research

As stated by Kaiser et al. (2008), leaders have a strong influence on the organizations
through their decisions, strategies, and influence on others. As our study has shown,
leadership qualities have crucial effects on organizational outcomes, such as job

performance, JS, OCB. In addition, we further examined if there are different
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moderators such as employees' personality and mediators, such as leaders' emotional
intelligence in this relationship. There are several limitations to the current study.
First, our sample size is small due to data loss for inaccurate or false coding.
Therefore, our findings must be treated with caution. Second, since we attempted to
understand how TL may impact diverse organizational outcomes, we considered
only a limited number of factors. There may be several other critical dimensions that
could be considered underlying effective organizational outcomes. Third, the present
study only focused on white-collar employees; results could be different for blue-
collar employees since their expectations, perceptions, or attitudes towards a

relationship with a leader may change substantially.

Although we did not observe a significant direct and mediation effect of EI, we
observed statistically meaningful correlations only between sub-dimensions of El
scale and organizational outcomes. Even tough, we found significant correlations for
sub-dimensions, the reason behind why we could not find a meaningful relationship
between the general emotional intelligence score and the organizational outcome

could be investigated.
Finally, the lack of comparability of findings was another limitation. There are no

studies in the literature combining and investigating these variables. Therefore, it

was hard to compare the results and see whether they align with the previous studies.
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B. INFORMED CONSENT

Bu ¢alisma, ODTU Endiistri ve Orgiit Psikolojisi yiiksek lisans dgrencisi Basak
Kisisel tarafindan Dog¢. Dr. Reyhan Bilgic damismanliginda yiiriitiilen bir
calismadir. Yiiksek lisans tezi olacak bu c¢alisma, doniistimcii liderlik stilinin
orgutsel sonuclar lzerindeki etkisi ile ilgilidir. Calismaya katilim tamimiyle
gontlliilik esaslidir. Calisma i¢in kullanilacak anketlerde sizden kimlik
belirleyici higbir bilgi istenmemektedir. Cevaplariiz tamimiyle gizli tutulacak
ve sadece aragtirmacilar tarafindan degerlendirilecektir; elde edilecek bilgiler
bilimsel yayimlarda kullanilacaktir. Ankette sizden genel olarak kisisel
rahatsizlik verecek bilgiler istenmemektedir. Ancak, katilim sirasinda sorulardan
ya da herhangi baska bir nedenden otiirii kendinizi rahatsiz hissederseniz
cevaplama isini yarida birakip, ¢alismaya katilmamakta serbestsiniz. Anket
sonunda, bu caligmayla ilgili sorulariniz cevaplanacaktir. Bu ¢alismaya
katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda daha fazla bilgi

almak icin asagidaki isimlere danisabilirsiniz.

Arastirmaci: Basak Kisisel

Bu ¢alismaya tamamen goniillii olarak katiliyorum ve istedigim zaman yarida
kesip cikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amagli yayimlarda
kullanilmasini  kabul ediyorum. (Formu doldurup imzaladiktan sonra
uygulayictya geri veriniz).

[sim Soyad Tarih

Imza
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C. SURVEY FOR FOLLOWERS

DONUSUMCU LIiDERLIK OLCEGI

Anket tamamen anonim olacaktir ve kurum ici hig, kimseye bilgi verilmeyecektir.
Calismanin saglikli yiiriitilebilmesini teminen sizi en dogru yansitan cevaplari
vermenizi rica ederiz.

Birazdan okuyacagimz ifadeler, yoneticinizin gesitli
1 = Kesinlikle katilmiyorum
2 = Katilmiyorum

konusu ifadeye ne dlgtide katldiginmizy, ilgili kutucuktaki size | 3 = Kararsizim

4 = Katihyorum

5 = Kesinlikle katihyorum

yonleriyle ilgilidir. Liitfen ctimleleri dikkatlice okuyarak soz

uygun olan rakami yuvarlak igine alarak belirtiniz.

1. Yoneticim, yaptiklarimn kisa veya uzun vadede firmaya

saglayaca@ katkilar konusunda beni bilgilendirir.

2. Yeni bir i yapilacagi zaman y6neticim, bana ve takim
arkadaglarima olumlu 6zelliklerimizi ve yeteneklerimizi
hatirlatarak yapabileceklerimiz / basarabileceklerimiz

konusunda bizi heyecanlandirir.

3. Yoneticim, bizi alandaki yenilikleri takip etmemiz igin

tesvik eder.

4. Yoneticim, benim ve diger takim arkadaglarimin
yetkinliklerimizi, igle ilgili kigisel ilgi / ihtiyaglanmizi ve her 1 2 3 4 5

birimizi nasil motive edecegini bilir.

5. Yoneticimin beni bir calisan olmanin disinda bir insan

olarak da énemsedigini hissediyorum.

6. Yoneticim gerektiginde bize 6nemli sorumluluklar verir. 1 2 3 4 5

7. Y 6neticim beni varsayilam sorgulamaya, yeni ¢6ziim

yollar tiretmeye tesvik eder; yaraticth@im destekler.

8. Yoneticim ekip i¢inde gorev dagilimim yaparken, kisisel

ilgilerimizi ve yeteneklerimizi de goz oniinde bulundurur.

9. Yéneticim igim ile ilgili inisiyatif almam destekler. 1 2 3 4 5
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DONUSUMCU LiDERLIK OLCEGI (DEVAMI)

1 = Kesinlikle katilmuyorum
2 =Katilmiyorum

3 =Kararsizim

4 =Katiliyorum

5 =Kesinlikle katiltyorum

10. Yéneticim, kendisinden farkh diigiindiigiim durumlarda,

fikirlerimi degigtirmeye ve bana kendi fikirlerini empoze_ 1 2 3
etmeye galigir. *

11. Yoneticim hem ig yapis tarzi hem de kigisel ozellikleri ve 1 2 3
iletisim becerisiyle bize iyi bir 6mek teskil eder.

12. Thtiya¢ duydugumda yéneticimin, is dis1 dzel 1 9 3
problemlerim igin bana yardim edecegini bilirim.

13. Yéneticim beni bir gérev igin motive etmeye galigirken, 1 9 3
gorevle ilgili igsel motivasyonumu yiikseltmeye gabalar.

14. Yéneticim, eksik veya gelisime agik yonlerim igin 1 9 3
egitimler planlar.

15. Yéneticim bana onun da benden 6grenebilecekleri 1 9 3
oldugunu hissettirir.

16. Yéneticim hem mesleki hem kigisel gelisimim igin ¢egitli 1 9 3
seminerlere katilimimm destekler.

17. Yéneticim, bana yaptigim isin degerli ve ige yarar 1 9 3
oldugunu hissettirir.

18. Yoneticim begendigi fikirlerimi takdir etmekle kalmaz, 1 2 3
onlar1 uygulamaya ge¢irmemi de tegvik eder.

19. Istersem yoneticimle is dig1 konularda da i 2 3
konusabilecegimi hissediyorum / konusabiliyorum.

20. Yéneticim, is siiregleriyle ilgili tiim bildiklerini bana 1 2 3
aktarmaya gabalar.

21. Yoneticim, diisiincelerimi zgiirce ifade edebilmem igin i 2 3
beni tegvik eder.

22. Yoneticim, davet etmem halinde 6zel hayatimdaki dnemli i 2 3
sosyal etkinliklerime katilir (diigiin, dogum giinii vb.)

23. Yoneticim sayesinde igyerinde kendimi aile ortarmnda i 2 3
gibi hissediyorum.
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DONUSUMCU LiDERLIK OLCEGI (DEVAMI)

1 = Kesinlikle katilmiyorum
2 = Katlmiyorum

3 = Kararsizim

4 = Katihyorum

5 = Kesinlikle katiliyorum

24 Yineticim, igleri planlar ve yiiriitiirken bizi de fikir

liretmemiz i¢in tegvik eder ve Onerilerimizi dinler.

28. Yineticim, igleri planlarken ve yiiriitiirken bizim

onerilerimizi de dinler.

25. Yoneticim, mesai saatlerimin bir boliimiinii, aklimdaki

yeni projeler lizerinde ¢aligmam i¢in kullanmama miisaade

26. Yoneticim bana saygih davranir.

BES FAKTOR KiSILIK ENVANTERI

Asagida sizi kismen tammlayan (ya da pek
tammlayamayan) birtakim dzellikler sunulmaktadir.
Bu &zelliklerin sizi ne oranda yansittigim ya da
yansitmadi gim belirtmek igin sizi en iyi tammlayan
rakam daire i¢ine aliniz.

1 = Kesinlikle katilmnyorum
2 =Katilmiyorum

3 =Kararsizam

4 = Katiliyorum

5 = Kesinlikle katiltyorum

1. Dhgadéniik, sosyal

2. Rahat, stresle bas edebilen*

3. Atilgan, girisken

4. Bir aksilik yasadiginda iyimserligini koruyan*

5. Nadiren heyecanlanan ya da heveslenen*

6.Dakikas: dakikasma uymayan, ruh hali inisli ¢ikagh

7. Sessiz olmaya egilimli*

8.Gergin olabilen

9.Baskin, lider gibi davranan

10.Giivenli, kendiyle barisik*
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BES FAKTOR KiSiLiK ENVANTERI (DEVAMI)

1 = Kesinlikle katilmmyorum
2 =Katilmyorum

3 =Kararsizim

4 =Katiliyorum

5 =Kesinlikle katihyorum

11. Bagkalarindan daha az hareketli*

12. Duygusal olarak dengeli, keyfi kolay kagmayan*

13.Bazen utangag, ice doniik*

14.Cok endiselenen

15 Bagkalanm etkilemede zorlanan*

16.S1k¢a lizgiin hisseden

17.Enerji dolu

18.Duygularim kontrol altnda tutan*

19.Konuskan

20.Nadiren kaygilanan ya da korkan*

21.Kararlar bagkalarinin vermesini tercih eden*

22 Depresif, hiiziinlii hissetmeye egilimli

23.Cosku dolu

24 Degisken mizagl, ¢abuk sinirlenen
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IS TATMINi OLCEGI

Isinizle ilgili asagidaki ifadelerden
size en uygun olam yanit1 daire

i¢ine alarak isaretleyiniz.

1 = Kesinlikle katilmiyorum
2 = Katilmiyorum

3 = Kararsizim

4 = Katihyorum

5 = Kesinlikle katihlyorum

1.Isyerimdeki ¢aligma

politikalarinin uygulanma tarzindan 2 3 4
olduk¢a memnunum.

3.Yaptigim ise karsilik aldigim

licretten olduk¢a memnunum 2 3 4
4.isyerimdeki ¢alisma kosullarindan

olduk¢a memnunum, 2 3 4
5. Bu igyerinde ¢aligmaktan olduk¢a

memnunum. 2 3 4
6. Genel olarak yaptigim igi

seviyorum. 2 3 4

ISTEN AYRILMA NiYETi OLCEGI

Isinizle ilgili asagidaki ifadelerden
size en uygun olanm yamti daire

igine alarak isaretleyiniz.

1 = Kesinlikle katilmiyorum
2 = Katilmiyorum

3 =Kararsizim

4 = Katihyorum

5 = Kesinlikle katihyorum

1. Bu igyerinde insanlar sik sik

ayrilmay: diisiiniiyorlar.

2.81k sik igten ayrilmay1

diisliniiyorum.

3.Bagka bir ig bulur bulmaz bu igten
ayrilacagima eminim

diyebilirim.

4 Bir yil iginde biiyiik bir olasilikla
bagka bir ige baglamig

olacagim,

5.Baska bir igyerinde yeni bir ig

arryorum.
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ORGUTSEL VATANDASLIK DAVRANISI OLCEGI

Isinizle ilgili asagidaki ifadelerden
size en uygun olam yamn daire

igine alarak isaretleyiniz.

1 = Kesinlikle kahlmiyorum
2 = Kanlmiyorum

3 = Kararsizim

4 = Kanhyorum

5 = Kesinlikle kathyorum

1.1s yiikii agir olan kisilere yardim

ederim.

2.AldiFim paranin hakkim vermem

gerektifine inanirim.

3. Onemsiz konular hakkinda
vakinarak ¢ok zaman harcarim. *

4. Caligma arkadaglanima sorun

gikarimaktan kagimirim.

5.Geligmeleri diizenli olarak takip

eder ve haberdar olurum.

6.Isimde karsilagtifim kiigiik
problemleri bilyilitme egiliminde

degilimdir.

7.Hareketlerimin ig arkadaslarimin
tizerinde yaratabilecegi etkiyi gz

dniinde bulundururum.

&.Zorunlu olmasa da dnemli olan

toplantilara katihrim.

9.1s arkadaglarima yardim etmeye

her zaman hazirimdir,

10.Katilmam zorunlu olmadig
halde igyerimin imajuun yararina

olacak faalivetlere katilirm.

2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
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ORGUTSEL VATANDASLIK DAVRANISI OLCEGI (DEVAMI)

1 = Kesinlikle kahlmiyorum
2 = Katlmiyorum

3 = Kararsizim

4 = Katlhhyorum

5 = Kesinlikle kahliyorum

11.Firmayla ilgili duyurulan,
mesajlar1 ve diger yazil 1 2 3 4 5

matervalleri takip eder ve okurum.

12.1se gelememis arkadaslarima

yardim ederim.

13.Bagkalarinin hakkini ihlal

etmem.

14 Isle ilgili sorunlar olan is
arkadaglarima kendi istegimle 1 2 3 4 5

yardim ederim.

15.0lumlu seyler verine daima

yanliglar fizerine odaklamirim.*

16.Diger gahsanlarla ilgili
olabilecek sorunlan engellemek igin 1 2 3 4 5

Gnlemler alirim.,

17.1se devamliligim ortalamanin

tistiindedir.

18 Isyerimde yapilanlar ile ilgili

daima bir kusur bulurum.*

19.Davramglanmin difer insanlarin
iglerini nasil etkiledifini gbz Gniine 1 2 3 4 5

alirim.

20.Fazladan molalar vermem.

21 Kimse girmese de firmanin

kurallarina ve diizenlemelerine 1 2 3 4 5

uyarim.
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ORGUTSEL VATANDASLIK DAVRANISI OLCEGI (DEVAMI)

1 = Kesinlikle katilmiyorum
2 = Kanhlmiyorum

3 =Kararsizim

4 = Katihyorum

5 = Kesinlikle katihyorum

22 Zorunlu olmadifnm halde ise
yeni baglayanlarin uyum 1 2 3 4 5

saflamalarina yardimes olurum.

23.En viedanh ¢alisanlardan

biriyimdir.
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D. SURVEY FOR MANAGERS

DUYGUSAL ZEKA OLCEGI

Agafda gesith durumlara iliskin
ifadeler bulunmaktadir. Liitfen
ifadeyi okuduktan sonra size en

uygun segenegi daire igine alimz.

1 = Kesinlikle katilmiyvorum
2 = Katilmiyorum

3 = Kararsizim

4 = Katiliyorum

5 = Kesinlikle katiliyorum

1.Kigisel sorunlarimi bagkalar ile

ne zaman paylagacagim bilirim.

2. Bir sorunla karsilagtifim
zaman benzer durumlar hatirlar

ve listesinden gelebilirim.

3. Genellikle yeni bir sey
denerken basarisiz olacagimi

diigiiniiriim.

4. Bir sorunu ¢hzmeye ¢alisitken

ruh halimden etkilenmem.

5. Diger insanlar bana kolaylikla

glivenirler.

6. Diger insanlann beden dili, yiiz
ifadesi gibi s6zel olmayan

mesajlaring anlamakta zorlanirim.

7. Yasarmmdaki bazi 6nemli
olaylar neyin énemli neyin
dnemsiz oldugunu yeniden

degerlendirmeme yol agti.

8. Bazen konugtufum kimsenin
ciddi mi oldugunu yoksa gaka m

yapltifini anlayamam.
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DUYGUSAL ZEKA OLCEGI (DEVAMI)

1 = Kesinlikle katilmiyorum
2 = Kanlmiyorum

3 =Kararsizim

4 = Katiliyorum

5 = Kesinlikle kanliyorum

9. Ruh halim degistifinde yeni
1 2 3 4
olasihklan goriirim.

10. Duygularimin yasam kalitem

tizerinde etkisi yoktur.

11. Hissettifim duygulann

farkinda olurum.

12. Genellikle ivi seyler olmasim

beklemem.

13. Bir sorunu ¢izmeye gahigirken
miimkiin oldugunca 1 2 3 4

duygusalliktan kaginirim.

14. Duygulanm gizli tutmay:

tercih ederim.

15. Giizel duygular hissettifimde
bunu nasil sonlandiracagimm 1 2 3 4

bilirim.

16. Bagkalarinin hoglanabilecedi

etkinlikler dilzenleyebilirim.

17. Sosyal yasamda neler olup

bittigini siklikla yanlig anlarim.

18. Beni mutlu edecek ufragilar

bulmaya ¢aligirim.

19. Bagkalarina génderdigim
beden dili, yiiz ifadesi gibi sozsiiz 1 2 3 4

mesajlarin farkindayimdir.

20. Bagkalan tizerinde biraktifim

etkivle pek ilgilenmem.
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DUYGUSAL ZEKA OLCEGI (DEVAMI)

1 = Kesinlikle katilmiyorum
2 = Katilmiyorum

3 =Kararsizim

4 = Katihyorum

5 = Kesinlikle kaniliyorum

21. Ruh halim 1yiyken sorunlarin
listesinden gelmek benim igin 1 2 3
daha kolaydir.

22, insanlann yiiz ifadelerini

bazen dogru anlayamam.

23 Yeni fikirler liretmem
gerektifinde duygularim isimi 1 2 3

kolaylastirmaz.

24. Genellikle duygularimin nigin

degistifini bilmem.

25. Ruh halimin iyi olmasi yeni
fikirler Giretmeme yardimer 1 2 3

olmaz.

26. Genellikle duygularimi

kontrol etmekte zorlanirim,

27. Hissettifim duygularin

farkindayimdir.

28, insanlar bana, benimle
konusmanin zor oldugunu 1 2 3

siylerler.

29, Ustlendigim girevlerden iyi
sonuglar alacagim hayal ederek 1 2 3

kendimi giidilerim.

30. lyi bir seyler yaptiklaninda

insanlara iltifat ederim.

31. Diger insanlann ginderdii
sozel olmayan mesajlann farkina 1 2 3

VAririm.
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DUYGUSAL ZEKA OLCEGI (DEVAMI)

1 = Kesinlikle kanlmiyorum
2 = Katlmiyorum

3 =Kararsizmm

4 = Katilhyorum

5 = Kesinlikle kanliyorum

32. Bir kisi bana hayatindaki
dnemli bir olaydan bahsettifinde
ben de aynisini yasamus gibi

olurum.

33. Duygulanmda ne zaman bir
degisiklik olsa aklima yeni 1 2 3
fikirler gelir.

34. Sorunlar ¢bziis bigimim
iizerinde duygularimin etkisi 1 2 3

yokiur.

35. Bir zorlukla karsilagtifim
zaman umutsuzluga kapilinnm
¢linkil basarisiz olacafima

inanirim.

36. Diger insanlann kendilerini
nasil hissettiklerini sadece onlara
bakarak anlayabilirim.

37. Insanlar iizgiinken onlara
yardim ederek daha ivi 1 2 3

hissetmelerini saglarim.

38, Iyimser olmak sorunlar ile bas
etmeye devam edebilmem igin 1 2 3

bana yardimei oluyor.

39. Kiginin ses tonundan kendini
nasi] hissettigini anlamakta 1 2 3

zorlamrim.

40, insanlarin kendilerini neden

iyi ya da kotil hissettiklerini 1 2 3

anlamak benim i¢in zordur.
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DUYGUSAL ZEKA OLCEGI (DEVAMI)

PANDEMIi OLCEGI

1 = Kesinlikle katnlmiyorom

2 = Katlmiyorum
3 = Kararsizim
4 = Kathiyorum

5 = Kesinlikle kanliyorum

41. Yakun arkadagliklar kurmakta

zorlamrim.

***Pandemi stirecinin duygu
durumumu etkiledigini

dilgliniivorum.

¥ Pandemi stirecinin

galisanlarimi olumsuz etkiledifini

diig