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Abstract
Researchers have reported mixed findings on tla¢ieakhip between emotional intelligence
(El) and transformational leadership, leading mamsuspect the presence of moderating
variables. This study was conducted to addrespribidem by analyzing the moderating effect
that affect intensity may have upon this relatiopsBased on a theoretical framework
consisting of ability-based El and the full-ranbedry of leadership, it was hypothesized that EI
would be positively correlated with transformatibleadership. In addition, based upon the
arousal regulation theory of affect, it was hypsthed that affect intensity would be a
statistically significant moderator of that relatstip. A convenience sample of leadéds=(
142) working in the hospitality industry completin@ Mayer Salovey Caruso Emotional
Intelligence Test, the Multifactor Leadership Quastaire form 5X, and the Affect Intensity
Measure. Pearson’s Product-Moment correlationdlaisarevealed that, consistent with
expectations, total El scores and the managingiensobranch scores of EI were positively
correlated with transformational leadership; howetlee branch scores for perceiving, using,
and understanding emotion were not. Contrary t@etgtions, affect intensity was not a
statistically significant moderator in this samgtédings from this research support the
proposition that EI may best predict transformatidaadership within service-based
environments where employees face intense emotiabal demands. A thorough
understanding of the ways in which EIl predicts &dakehavior will not only help organizations
improve leader selection and development, butlaédo to improve vital social outcomes, such

as employee job satisfaction, engagement, andheatly.
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Chapter 1: Introduction to the Study
Background

In recent years, organizations have faced increcisaitbnges in finding leaders
who can motivate, inspire, and connect with empdsyauring times of change and
uncertainty (Caldwell & Dixon, 2010; SteinbrecheB&nnett, 2003). To address this
challenge, organizational executives and humaruresand development professionals
have readily invested in emotional intelligence) @&ld transformational leadership
training and development to expand the acumen kitigest of leadership teams
(Srivastava & Bharamanaikar, 2004), increase engg@awotivation, and to improve job
performance (Lam & O'Higgins, 2012; Ybarra, Reesss, & Sanchez-Burks, 2011).
The ability of organizational leaders to managedimetional climate of the workplace
effectively, including the ability to manage theensity of their own emotions in
response to difficult or even crisis situations;ngcial for influencing positive work
outcomes, such as employee performance, job sat@iacustomer service ratings, and
employee emotional health and well-being (Brothgezid:. Lee, 2008).

The correlation between the emotional behavioeaflers and workplace
outcomes has been widely promoted in books and geamant publications since the
mid 1990s as evidence of the importance of El (@o&pSawaf, 1996; Goleman, 1995,
1998, 2004). One publication even claimed thatdebants for 58% of job performance
outcomes across all industries and job types (Bragll& Greaves, 2009). Such claims

attracted many organizational professionals toshiremeasuring El among employees



and to focus on building high El leadership teagspecially in work climates such as
customer service or law enforcement, where emdtgtaes are high (Lindebaum &
Cartwright, 2010).

However, despite the enthusiasm and popularityl ot€relationship with
transformational leadership in the scientific kterre is mixed, with some studies
reporting a positive correlation (Barbuto & Burba2b06; Downey, Papageorgiou, &
Stough, 2005; Hur, van den Berg, & Wilderom, 20Eh) others reporting non-
statistically significant findings (Brown, Bryar&, Reilly, 2005; Moss, Ritossa, & Ngu,
2006). Critics have concluded that (a) the EI cartstis conceptually invalid (Locke,
2005), (b) the way we currently conceptualize #latronship El has with
transformational leadership is flawed or incompl¢iedebaum & Cartwright, 2010), or
(c) because EI has failed to consistently explaimawces in leadership style beyond
personality and cognitive ability, the constructimecessary and should be discarded
(Antonakis, 2003). Despite these criticisms emeygiver the past decade (e.g., Brody,
2004; Landy, 2005), encouraging results have bégemerge in the recent literature.
Findings in one meta-analysis of El and job perfamoe (O'Boyle, Humphrey, Pollack,
Hawver, & Story, 2011) included statistically sificant correlations with job
performance, over the effects of cognitive abiéityd the Big Five factors of personality.
In another meta-analysis of the relationship beiwieleand transformational leadership,
Harms and Credé (2010) found that a statisticadjgicant relationship exists.

However, the authors also conveyed a need to asldrgap in the research by exploring



moderator variables that may function to clarifg tikelationship of El-transformational
leadership, with one specific recommendation: fol@e the intensity of emotional
displays in leaders.

Fiori (2009) offered an important insight as to vihg recommendations made by
Harms and Credé (2010) are justified in terms ofstuct validity for ability EI. Fiori
contended that measurement of ability El, spedifithe Mayer Salovey Caruso
Emotional Intelligence Test or MSCEIT (Mayer, Caru& Salovey, 2000a; Mayer,
Salovey, & Caruso, 2002) captures only the conscppacessing of emotion rather than
capturing automatic processes and underlying @ffeceactions that often determine
one’s behavior, thereby explaining the mixed outeoesults for the MSCEIT in
correlational research. As a remedy, Fiori encoenldgture researchers to explore the
automaticity components of emotion in addition tpdpecifically by including measures
of individual differences in affect as possibldueihcing mechanisms. Fiori proposed a
dual-process framework for ability El, assertingtthy testing the conscious processing
of emotion, the MSCEIT measures declarative knogdeohly, thereby missing the
procedural level of appraisal, or what theoristsctibed as the precognitive, evaluative
component of affective experiences (Frijda, 199 4drus, 1991). Lab experiments by
Winkielman and his colleagues (Winkielman & Beregd@004; Winkielman, Berridge,

& Wilbarger, 2005), provided additional evidencatthffective reactions in participants
influence the conscious processing of feelingsaitat their behavior and decision-

making.



Transformational Leadership

Transformational leadership (Bass, 1985a; Bas9))119&s been one of the most
popular constructs in the leadership researclatitee since its initial development by
Bass in 1985 (Antonakis, Avolio, & Sivasubramani@®03; Hunt, 1999). It is defined
as the ability of a leader to motivate, inspirej ampower followers to go beyond
current or standard levels of performance, and thssiccessfully influence followers to
aim efforts toward higher organizational goals asgirations (Bass & Riggio, 2006).
Avolio and Yammarino (2002) defined transformatideadership as a set of actions and
behaviors that serve to maximize the performandellmiwers beyond expected levels,
and toward a common cause of the “greater goodX\(jp. Yammarino (1994)
connected the outcomes of transformational leagevgith positive psychology and
states of well-being, noting that transformatidealdership is a process-based
relationship that “moves followers gradually fromncerns for existence to concerns for
achievement and growth” (p. 28). Meta-analytic sadhave confirmed potential
relationships between transformational leadershgpaawide range of outcomes, such as
employee motivation, team productivity, and leaeféectiveness ratings (Judge &
Piccolo, 2004; Lowe, Kroeck, & Sivasubramaniam, @99
Emotional Intelligence

| selected the ability-based model of El for thisdy. “Ability EI” is defined by
Mayer and Salovey (1990) as the set of interpetssmmintrapersonal skills required to

perceive (or identify) a range of human emotioraueately, to empathize with the



emotions of others and to facilitate their useaffely, to predict the consequence of
emotions accurately, and to manage emotional dataitd positive relationships (Mayer
et al., 2002; Salovey & Mayer, 1990). It is impaoittéo examine the theoretical
differences between ability El and competing theoof El (e.g., Bar-On, 1997,
Boyatzis, Goleman, & Rhee, 2000); the two compelhtheories are reviewed and
discussed in detail in Chapter 2. Although the cetimg measures of El assess many of
the same competencies and traits (O'Boyle et@L1y the ability-based approach—as
opposed to self-reported scales of El—offers thetpoomising means for capturing El
as a form of human intelligence (Ashkanasy & D&@§)5; Daus & Ashkanasy, 2005;
Mayer, Salovey, & Caruso, 2008; Roberts, Matthe8v&eidner, 2010). Ability El also
has the lowest correlation with the Big Five fastof personality compared to self-
reported EI (O’Boyle et al., 2011).
Affect Intensity

Affect intensity refers to individual differenceasthe strength and frequency of
emotional response to life situations (Diener, eard_evine, & Emmons, 1985; Larsen
& Diener, 1987). The construct includes two indeget dimensionsnood reactivity
(i.e., the stability versus variance of affect)aadl ashedonic tongwhich refers to the
valence (i.e. the positive or negative aspecten$ation) as being pleasant or unpleasant.
People who are high in affect intensity often réath positive and negative emotional
events as being equally strong experiences (La2388). Individuals high in affect

intensity also experience changes to their moodls gveater frequency throughout the



day and with greater variance of intensity thampdople reporting low affect intensity
(Rubin, Hoyle, & Leary, 2012).

Affect valence has been correlated with numerogartzational outcome
variables. For example, Judge and llies (2004) dahat positive affect related positively
to employee job satisfaction. Barsky and Kaplar0fdGound that both negative trait and
state affect exhibited positive, statistically sfgrant relationships with increased
perceptions of injustice by employees. In Rhoadesold, and Jay (2001), the affect
intensity scores of employees predicted successhulict resolution, mediated by mood
state with individuals high in positive affect intaty showing greater concern for others,
more motivation for collaboration and problem sotythan individuals low in positive
affect intensity.

Individual differences in affect arousal and vakengay influence the way leaders
respond to workplace stressors and thus have gastilasimpact on their behavior and
choice of leadership style. Transformational leadgee described in Bono et al. (2007) as
functioning as stress buffers, creating a condist@ositive environment that diminishes
the stress effects of customer-related emotiomallation demands. Reducing the need
for employees to regulate emotion is meaningfubliee once regulation demand occurs,
the stress effects last for several hours (Borad. e2007).

In sum, organizational professionals are contintingiew El as an important
driver of desired leadership outcomes (Rajah, S&mrvey, 2011), which may be

viewed as justified given the recent meta-analgsek| and transformational leadership



(Harms & Credé, 2010), and El and job performa@8d@yle et al., 2011). However,
because of the wide diversity of EI measures, haddss than scientific claims that
continue to be made about EI (see the review byavl&alovey, Caruso, & Cherkasskiy,
2011), what is known about El and its impact omléahip pales compared to what
remains unknown. One of the identified areas aéaiesh focus—and a gap in the
literature—is to explore moderator variables thdk pvovide new and useful information
about the nature of emotionally intelligent behawnd its long theorized association
with leadership.
Statement of the Problem

The insufficient number of moderator studies ororédLindebaum &
Cartwright, 2011) is a problem, as it prevents @peée understanding of the conditions in
which EI functions as a consistent predictor oflexahip outcomes. The lack of a unified
construct of El (Cherniss, 2010) poses an additiand related problem, for the wide
number of El definitions and measures has ledramgtcriticism about the efficacy of El
as a meaningful and psychometrically sound cons(Rajah et al., 2011), making it
especially difficult to generalize meta-analytiodings between EIl and hypothesized
outcome measures (Joseph & Newman, 2010; Harms&86:2011; O’'Boyle et al.,
2011). Finally, the inability of current EI meassite consistently predict leadership
behavior has created an additional applied proldtegrhuman resource professionals who
seek to use measures of El as a part of their ighiglecoaching and development efforts

(Blattner & Bacigalupo, 2007; Eichmann, 2009).



Scholars have suggested that future research adthe=se problems by examining
moderators of the El-transformational leadershigti@ship (Harms & Credée, 2011;
Lindebaum & Cartwright 2011) and uncovering new sviry potentially improve the
measurement of ability El in the future by movirgybnd testing declarative channels of
emotional knowledge (Fiori, 2009). Affect intenstffers a representation of how
individuals with different affective dispositionseamore likely to react in real,
emotionally charged workplace situations (Fiori &tdnakis, 2011). The identification
of statistically significant moderation improve® texternal validity of the predictor
variable (Baron & Kenny, 1986). Therefore, a stat#ly significant finding that affect
intensity moderates the relationship between Elteartsformational leadership would
provide valuable evidence in support of criticajuanents that current ability El
instrumentation measures declarative knowledgenaitien (Fiori, 2009), as opposed to
predicting how emotional tasks are actually coneldidty individuals in the moment of
action (Brody, 2004).

Purpose of the Study

The purpose of this research was to understanth#ogized relationships
between emotions and leadership better (Ashkanadyphrey, 2011; Lam &
O'Higgins, 2012) by exploring whether affect intiéynsoderates the relationship
between ability El and transformational leadership.additional, related purpose was to
provide scholars with information about the potaintise of affect intensity as a means

for addressing the problem of current limitatiofisoility EI measurement identified in



Fiori (2009). If affect intensity is shown to mode ability EI and transformational
leadership, it may provide useful information oe thay leaders perceive, use,
understand, and manage their emotions. This noargrpntal study used quantitative
data to solve the identified problems by explofagv affect intensity scores in leader
subjects varied given different levels of El arahsformational leadership. A research

design model is shown in Figure 1 below.

IV. Emotional DV. Transformational
Intelligence (EI) Leadership

MYV. Affect Intensity

Figure 1.Moderator design model.
Research Questions and Hypotheses
This study was guided by the following researchstjoes and hypotheses:
RQ1: What is the nature of the relationship betwgk(total scale and subscale)
and total transformational leadership scores?

Null hypothesigHol1): El will not relate positively to transformatiaineadership.
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Research hypothegfslal): EI will relate positively to transformational

leadership.

RQ2: Does affect intensity moderate the relatign&gitween El (total scale and
subscale) and total transformational leadershipeséo

Null hypothesigHo2): affect intensity will not moderate the relatship between
El and transformational leadership.

Research hypothegfBla2): affect intensity will moderate the relationshi
between EIl and transformational leadership.

Theoretical Framework

Transformational leadership is defined in this gtad the ability of a leader to
motivate, inspire, and empower followers to go belourrent or standard levels of
performance, and thus to successfully influencievars to direct their efforts toward
higher organizational goals and aspirations (Bagdggio, 2006). The dominant theory
of transformational leadership is the full-rangadership (FRL) model proposed by Bass
and his colleagues (Avolio & Bass, 2004; Bass &grig2006). Bass' theory was based
upon previous scholarship related to charismatitteansformational theories of
leadership (Burns, 1978; House, 1977). The maiettehFRL theory is that leader
effectiveness hinges upon the quality of the refethip between leader and follower
(Bass, 1985a). The dyadic relationship is beligeeidcrease in effectiveness the more
the leader empowers the employee on an individasiktas fulfillment of the employee’s

emotional as well as intellectual needs (Bass &llyd994; Kuhnert, 1994). FRL
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theory also proposes that transformational leadershdistinct from other leadership

styles in that it leads to the highest possiblelewf engagement and additional,
voluntary effort from the follower, or to what Basferred as “quantum leaps of
performance” (Bass, 1985b, p. 27).

Ability-based EI (Mayer et al., 2002; Salovey & May1990) is defined as a type
of human intelligence consisting of four distinatfors or branches: (a) identifying and
perceiving emotions accurately, (b) facilitatingitruse, (c) understanding and predicting
the consequences and outcomes of emotions, ardf¢djively managing emotions to
build positive relationships. The proposition of&&y and Mayer’s theory of El is that
what distinguishes highly intelligent emotional betor from less intelligent emotional
behavior is the degree to which it is socially adeg high El predicts surviving and
thriving at both the intrapersonal and interpersénzgels of analysis (Salovey & Mayer,
1990).

El theory is diverse and complex, and is best expthas consisting of two
distinct theoretical frameworks of El, ability-basgél and mixed-model El, which, in
turn, inform distinct categories of measuremeng (8aus & Ashkanasy, 2005; Joseph &
Newman, 2010; O'Boyle et al., 2011). The abilitgd model of Mayer and Salovey
(Mayer et al., 2002; Salovey & Mayer, 1990) représehe first theory, and it provides
the theoretical foundation for EI measurement ia study. The two distinct theories of

El in the literature and the way each are measarediscussed in Chapter 2.
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Affect intensity refers to individual differenceasthe strength and frequency of

emotional response to life situations (Diener, earset al., 1985; Larsen & Diener,
1987). The construct includes the variability ofatimnal reactivity, as well as the
valence of emotion. The arousal regulation thedffect intensity was proposed by
Larsen and his colleagues (Larsen, 1984; Larsenefdéd, 1987). Its three main tenets
are that (a) organisms seek equilibrium within aura range of high/low arousal level to
maintain optimal functioning (Hebb, 1955); (b) eaatiividual differs in his/her baseline
level of affect arousal, which drives behavior (&ysk, 1967); and (c) individual
differences in affect experience can be best utatmighrough two orthogonal
dimensions of valence and intensity (arousal lewea)indicated by foundational research
on the structure of human affect (Russell, 1978).
Nature of the Study

This study used a nonexperimental quantitativeesumethodology to examine
the relationship between EIl and transformatioradiéeship (the independent and
dependent variable respectively), with affect isignas a moderator of this relationship.
Affect intensity was measured using the Affect hsiey Measure, or AIM (Larsen &
Diener, 1987). Overall EI and branch score El,ddiion to total El (EIQ), were
measured using the MSCEIT (Mayer et al., 2002). inbkision of the four branches
(factors) of the MSCEIT is based on the analysiBiofi and Antonakis (2011), who
recommended each branch be considered separatetya@mparing the MSCEIT scores

to other variables. Total transformational leadgrsicores were measured using the 20
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guestions on the Multifactor Leadership Questior@LQ; Avolio & Bass, 2004)

related to the transformational leadership stylee MLQ-5X is a multirater instrument,
consisting of self-reported ratings and the ratioigsthers (bosses, peers, and direct
reports). However, my study focused on leader$‘replorted transformational
leadership.

The population consisted of a convenience samptauicipants in a supervisory
role in the hospitality industry. The relationshigtween El and transformational
leadership was analyzed using Pearson’s ProducteMbuoorrelation. Hierarchical
regression was used to test whether affect infensitderated the EI — transformational
regression relationship (Baron & Kenny, 1986). etarovided in Chapter 3 include the
design methodology, data collection, participamhdgraphics, target population, and the
validity and reliability of all instruments.

Definitions

Affect.Affect refers to experiences of lasting feeling,jethcontain the bi-polar
characteristic of valence (positive/negative), Evels (high/low) of arousal intensity
(Weiss & Cropanzano, 1996). These experiencesgepteither state affect (mood) or
trait affect. From the trait view, affect is a dwmbispositional tendency to evaluate events
as either pleasant or unpleasant (Gooty, Conn@Hifith, & Gupta, 2010). Affect
experience may be longer lasting than the disenetetional experiences which arise as a

result (Frijda, 1993). Affect is distinguishablerfin mood and emotion by merit of being
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“the irreducible aspect that gives feelings theno&onal, noncognitive character”

(Frijda, 1993, p. 383).

Affect intensityAffect intensity refers to individual differencesthe strength and
frequency of emotional response to life situatidener, Larsen, et al., 1985; Larsen &
Diener, 1987). The construct includes the varigbdf emotional reactivity, as well as
the valence (i.e., positive or negative aspectenobtional experience.

Emotion.Plutchick (1994) described four different categerof emotional theory,
each leading to a multitude of definitions: (1) mational, (2) psychoanalytic, (3)
evolutionary, and (4) cognitive. For the sake akpaony, the cognitive framework is
employed, using the definitional categories fronjdier(1993) as a representation.
Emotions are experiences that begin with an affedtate (positive/negative), triggering
appraisal processes that incorporate both automaticognizant levels of analysis,
including physiological changes and a state obaateadiness. Lastly, emotions contain
an external context in which an object or evenstsxas an anchor and focal point. “One
is happy about something, angry at someone, afifesdmething” (Frijda, 1993, p. 381).

Emotional intelligence (EIEI refers to the ability-based model of El desetib
by Salovey and Mayer (1990). The ability-based Bdei is defined as a type of human
intelligence consisting of interpersonal skills adadlities required to (1) identify and
perceive emotions accurately, (2) facilitate these, (3) predict the consequences and
outcomes of emotions, and (4) to effectively manamgetional data to build positive

relationships (Mayer et al., 2002).



Emotional labor.The effort or labor required within the individual suppress or
induce feelings in order to match and sustain aetéstate (Hochschild, 1983/2003).
Humphrey (2012) defined emotional labor in a leadigr context as being set of
behavior tactics used by leaders to establishibett@tional connections and
relationships with employees. The three tactiocsmbtional labor are surface acting,
deep acting, and genuine emotional labor, withdeafligh in emotional intelligence
being able to engage in more genuine forms of ematilabor, due to the ease by which
the task can be performed (Humphrey, 2012).

Emotional regulationEmotional regulation describes both the interctiba of
regulating one’s own emotion, and the action ofstisg or facilitating emotions in
others (Mayer et al., 2002). It is defined by Gr(i#98) through a temporal process
model beginning with emotional cues (input), indivél response tendencies (via
antecedent and response-focused processing), asttbeat expression (output).
Emotional regulation is a tactical component oféh#tional managemefdctor of the
ability-based EI model (Mayer et al., 2002). Irsthontext, the degree to which
regulation is difficult or easy to conduct refessthhe amount of emotional labor required,
which is theoretically a measure of emotional ietgl The higher one’s emotional
management factor score is, the less emotionat lalvequired (Mayer et al., 2002). The
less labor required, the easier the regulationiggsknd the more likely another
(employee, customer, client, etc.) will perceive thdividual's emotional expressions as

genuine and authentic (Hochschild, 1983/2003; HueypB012).
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Full range leadership (FRL) modek model (Bass, 1985) which defines
leadership through a continuum of behavior fronivadio passive, through three distinct
classes or styles of leadership (transformatidrehsactional, and nontransactional),
including associated dimensions (sub-scales) wihrh class. FRL behavior is
measured by the Multifactor Leadership Questiomnar MLQ-5X (Bass & Avolio,
2004).

Hedonictone The evaluative aspect of human feeling with respeeits ratio of
pleasantness and unpleasantness, or valence (30i988). Although hedonic tone
includes the evaluation of all sensory stimulithis study it refers to the evaluative
aspect of affect, mood, and emotion as having ipesdind negative aspects (Larsen &
Diener, 1987).

Mood. A condition of affect that is typically longer duration than emotional
states, but lower in intensity and level of aroygaijda, 1993). Mood states are
differentiated from emotions by a lack of an objectontextual purpose (Lazarus,
1991). Whereas moods are likely to have causatedeants, the phenomenal, subjective
experience of mood typically lacks (i.e., doesnegjuire) an underlying causal factor for
its emergence (Frijda, 1993).

Transformational leadershifefined as the ability of a leader to motivate,
inspire, and empower followers to go beyond curoergtandard levels of performance,
and thus to successfully influence followers to &neir efforts toward higher

organizational goals and aspirations. This cladsaifership within the FRL model
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includes the dimensions of Idealized Influenceiftbd into attributed and behavioral),

Individualized Consideration, Inspirational Motiiat, and Intellectual Stimulation (Bass
& Riggio, 2006).
Assumptions, Limitations, and Delimitations

Assumptions

It is assumed participants in this study answeedfdreport measures honestly
and that the instruments used accurately measunatthey purport to measure with the
same level of reliability and validity found in pieus analyses for the MLQ-5X (Avolio
& Bass, 2004), the MSCEIT (Mayer et al., 2002), #nel AIM (Larsen, 2009). | assumed
that study participants had varying work experisnpersonal backgrounds, personality
traits, and cognitive abilities that were evenlgtdbuted. In data analysis, it was assumed
that the data were normally distributed and thatgbwer analysis (as defined in Chapter
3) provided ample power to detect statistical $igance across the hypotheses.
Limitations

Despite recent studies showing that El can préeactership and related
workplace outcomes after demographic, personatityggfactor are controlled for
(O’'Boyle et al., 2011; Rossen & Kranzler, 2009grthremain numerous studies in which
the incremental validity of El is low (Bastian, Bt & Nettelbeck, 2005; Gannon &
Ranzijn, 2005). Hence, even though the MSCEITraliable and valid instrument
(Mayer, Salovey, and Caruso, 2002), its historipwf~to-moderate incremental validity

for explaining criterion variables creates a thteanhternal validity, placing limits on the



ability to rule out confounding and extraneous ables as an explanation for any
statistically significant findings (Wallen & Fraeglk 2001). Second, convenience
sampling also creates a threat to external validitgking it difficult to generalize
findings to populations outside the conveniencepanThere are two additional
considerations related to external validity: thetfis related to the purpose of this study,
and the second is related to the ethics of orgtaiza research.

The purpose of this study was to explore whethfeccafntensity functions as a
moderator of El and transformational leadershige parpose, then, was to discover
whether something can happen, not whether it tyigibappens. Mook (1983) referred to
“The distinction between generality of findings ageherality of theoretical conclusions”
(p. 381), which is vital because the purpose @airgd number studies in behavioral
science do not include generalizing data resulteg¢aeal world. Most specifically, the
purpose of my research was to offer theoreticatlatibn and feasibility for justifying
future research, research whose purpose may thetkeeexpansive in its teleology with
respect to real-world generalizability.

The second issue with respect to external validithe ethics of organizational
field research. Studies conducted in active workgdadiffer from those done in
university lab settings, and sampling must be cotetliin a way that is both equitable
and ethical, despite limitations related to extevadidity (Cook & Campbell, 1979). As
a result, instead of randomly selecting leadetdeatier subjects within each

participating organization are offered equal actessceiving a report on their
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leadership style. This may mean that the individinaracteristics of managers who

choose to participate may be different in stathycsignificant ways from those
managers who opted out of participation. Althougihdom selection of leader
participants would reduce sampling error, it alsevpnts equal access to participation
across the entire leadership team of an organizatics impractical and unethical to
limit advantageous or beneficial information to srout not all persons, in order to
obtain a probability sample (Cook & Campbell, 1978)e inclusion of as many
experienced leaders as possible (and thus maxignicgmamount of leader data
collected) avoids the limitations found in somed#&s (e.g., Krishnan, 2005) that relied
on data from a large number of subordinates tosmi@| pool of executive leaders.
Delimitations

This study has inclusionary delimitations assodiatéh choice of participants
and instrumentation, and exclusionary delimitatiassociated with variables. First, this
study was limited to participants who worked witkine hospitality industry, spoke
English as their primary language, and lived intlmited States. Also, qualified leaders
must have been in their role for at least 6 mo(wwslio & Bass, 2004).

This study has an inclusionary delimitation asgediavith variables. It examined
leaders’ El, affect intensity, and transformatiolealdership ratings, regardless of their
unique work role or job requirements. There is semerging commentary in the El
literature (Lindebaum & Cartwright, 2011), whichggiests high EI can beneficial for

some, but not all leadership job roles. This comégoffset by selecting a customer-
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service-based industry in which high EI and positifect is—across the enterprise—

viewed as desirable and congruent with employemisidentity (Ashforth & Humphrey,
1993). Additionally, there is some indication (Bretidge & Grandey, 2002) that leaders
operating in an intense customer-service-basedanment perform emotional labor
tasks at rates close to their employees. This staleling of the emotion-laden context
of leadership in the workplace is an important ad&rstion in the selection of a
purposive sample for field research, which suffesen lower power and higher Type Il
errors in detecting moderator effects compared exjerimental designs (McClelland &
Judd, 1993).

Instrumentation choices also carried exclusionafyrdtations as well. The
selection of the MSCEIT was based on theoreticgdrdi®ns about the efficacy of ability-
based EI over self-reported trait El in terms dfdiy and reliability (Mayer et al.,

2011). The selection of an ability test of El owee of the self-reported options
mitigated error due to common method variance (CM¥fich has been identified as
problematic in studies between self-report El andgformational leadership, given that
the MLQ-5X is also self-report (Lindebaum & Cartgint, 2010).

The choice of the AIM to measure affect intensigsvibased on its long-standing
validity and reliability over other measures ofedff intensity (Larsen, 2009). The AIM
was selected over assessments measuring moodastdtaffect valence only, such as the
Positive and Negative Affect Scale (PANAS, Watglark, & Tellegen, 1988), which

were excluded because they did not fit the thecaktiriteria, criteria that necessarily



included both dimensions of affect arousal andn@de Consequently, in addition to the
reliability and validity of the AIM, this exclusioof other instruments was based on the
long-standing theory of affect in psychology: tleeeergent validity of arousal and
valence as a two-dimensional framework for aff&uigqsell, 1978). This premise
underpinned Larsen and Diener’s arousal reguldhieary (Larsen & Diener, 1987),
which, in turn, informed the unique basis for depshent of the AIM.
Significance of the Study

The results of this study will advance current kfemlge by testing whether
varying levels of affect intensity will attenuateaugment the effects of emotional ability
on the social behavior of leaders. The majoritgtatiies using the AIM have focused on
its correlation to clinical, psychiatric applicat® (Flett & Hewitt, 1995; Henry et al.,
2008; Nofzinger et al., 1994) and to a lesser éxdarconsumer marketing and
advertising research (Lee, 2010; Moore, 1995; Modeeris, & Chen, 1995), thus
making the AIM a unique variable measure for thgetof study. The AIM has rarely
been tested in studies on leadership despite Iegigost valid, reliable, and widely
used measure of affect intensity (Larsen, 2009 dbas long-standing theory of affect as
a two-dimensional framework of valence and aro(Raksell, 1978). There are also
numerous implications for social change for leadensployees, and Human Resource
practitioners in the findings of the study that discussed in detail in Chapter 5.

More investigation is required to understand thelemation effect that affect

intensity may have on leaders of varying level&bto build effective interpersonal
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relationships with employees. In their review adership, affect, and emotions, Gooty
et al. (2010) recommended that more empirical tefsédfective influence on leadership
be conducted, particularly moderator and medidfects on constructs related to affect
and emotion. Damen, van Knippenberg, and van Kmipeey (2008) recommended that
future research focus on the intensity of affeouaal in leaders to test the extent to
which high arousal displays of affect by leadeesratated to the attributions of
charismatic leadership by raters. Connelly and R(2010) also called for more
empirical research on moderators of leader affectjsing on variables that may
influence leadership style.
Summary and Transition

Questions on the nature of the relationship betvideand transformational
leadership, and debates over the rightful futurhefEl construct in the scientific
literature, continue to be problematic. The resoitaffect intensity differences between
leaders may provide new and useful information abow leaders use emotion in
workplace situations, based on the distinguishimay&cteristics of automatic versus
conscious processing of emotion. The purpose sfdhidy was to examine whether
affect intensity moderates the relationship betwekand transformational leadership. If
a leader’s ability-based El and affect intensity sinown to be connected to greater levels
of employee inspiration and motivation associatétl wansformational leadership, then
the return on an organization’s investments inngstoaching, and development efforts

will prove to be more valuable.
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Chapter 2 includes a detailed and in-depth anabjdise literature related to the
conceptualization, measurement, and developmeheafonstructs of transformational
leadership, El, and affect intensity respectivéilgxpands on the identified gaps in the
literature, revealing precisely how the currentigtaddresses significant areas of
research opportunity. Chapter 3 presents the resel@sign and methods used to address
the research questions, and pertinent issuesdefatata collection procedures, target
population, sample demographics, and instrumemta@bapter 4 presents the findings
from this study. Chapter 5 is devoted to a summa#idm of all conclusions, limitations,

the implications for positive social change, antbramendations for further research.
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Chapter 2: Literature Review
Introduction

Researchers have been testing the theorized dwreleetween El and
transformational leadership for more than a de¢adg, Sosik & Megerian, 1999), with
interest in this subject continuing to increaséatd (e.g., Cavazotte, Moreno, &
Hickmann, 2012; Domerchie, 2011; Fgllesdal & Hagt2613; Hur et al., 2011,
Kirkland, 2011; Lam & O'Higgins, 2012). However rihg this span of time, numerous
studies have shown only partial support for hyps#isecorrelating EI with
transformational leadership (e.g., BeShears, 200ke, 2010; Leban & Zulauf, 2004;
Palmer, Walls, Burgess, & Stough, 2001), wherehsrstshowed no statistically
significant relationships (e.g., Brown et al., 20Dldebaum & Cartwright, 2010;
Weinberger, 2009). The history of inconsistent iingd has led scholars to debate the
theorized relationship between EIl and transfornmatiiéeadership (Antonakis,

Ashkanasy, & Dasborough, 2009), to question theliglof EI as a useful construct of

intelligence (Fiori & Antonakis, 2011), or to conde that EI abilities are not necessarily

advantageous for leaders in all industries andgtds (Lindebaum & Cartwright, 2011).
To address specific concerns about the way altilityas been construed by
Mayer and Salovey (1997), Fiori (2009) proposeda-grocess framework of ability El
aimed at providing potential solutions for futuesearch. In order to test Fiori’s
framework, | examined whether affect intensity madied the relationship between

ability El and transformational leadership. Thddwling chapter provides a detailed
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overview of the theory and literature relevanttie three key constructs in my study,
including their conceptualization, measurementohisal development, and a review of
the empirical literature.
Literature Search Strategy
This review involved the use of online library rasmes, local university libraries,
document delivery services, and the direct websitesademic publishers and textbook
resellers to secure older materials. Databasestshmcluded: Academic Search

Premier, Business Source Complete, PsycINFO, Seizinect, and SocINDEX. Also

consulted for dissertation manuscripts was the BesQDissertation and Theses archive.

Key terms that fit the immediate subject matter dors were used to define the
foundation of this literature review:all combinatgand permutations of
transformational leadershjgmotional intelligenceandaffect intensityTerms used in
addition (and separately) were the the measuredestriptorsSCEIT, MLQ andAIM
to collect the most relevant and specific resedath possible. The literature for the
operationalized variables of interest began in lf@8%ransformational leadership, 1990
for ability-based EI, and 1984 for affect intengitgasure. This directed the focal point
of the temporal search strategy for each constasgectively, with an emphasis on
articles published within the last 10 years. Thosginot include historical reviews or
searches related to theory for transformationalcatismatic leadership, emotion, and

affect in the workplace, which were not filteredlianited by timeframe. | obtained and
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directly examined secondary source citations ofartgnce located within any primary

research articles.

With filters for database duplications, the segrayduced 4,334 results for
transformational leadership; 7,786 results fordhkl 129 sources witihansformational
leadershipandEl combined. Further reducing the scope with a peg@ew limiter, the
more granular search tdader*, emot*,intell*, andaffect yielded 55 results, followed
by a manual selection of 41 articles of releva@ay one study included both the AIM
and the MSCEIT measures together (Rash, 2011 puwgjthit was not a study on
leadership. The only paper that involved all thragables together was a conference
paper (Jin, Seo, & Shapiro, 2008) that focused betkher emotional intensity was a
moderator of El and transformational leadershipjygismood data collected from college
students. Detailed discussion of the selected péewed articles, dissertations, and
other papers appears within the empirical reviesti@e of this chapter.

Transformational Leadership
Theoretical Foundation

Historical background. The earliest attempt to define the qualities now
understood as transformational leadership was gfrtlue concept of the charismatic
leader that Max Weber (1922/1946) described viadpsesentation of the charismatic
hero ortransformerfigure, a leader archetype endowed with extraamyipowers to
influence followers outside the context of formalizpower and authority. It is from

Weber’s concept of the leader as a born entitygrehomenon that House (1977)
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derived his theory of charismatic leadership. Houas the first to apply Weber’s

concept of leadership charisma within the contétbiomal organizational research.
House viewed charismatic leadership as an innaite with the charismatic leader
representing a gifted individual imbued with thefpund abilities to control and
persuade followers. During this same era in theéd$9Downton (1973) was the first
author to explicitly use the terminologransformational leadershjdy comparing
differences between conventional, reforming, ameiteous leaders.

However, the seminal work of James MacGregor B(Busns, 1978) was the
most important historical starting point for tramshational leadership theory. Burns
(1978) was the first author to describe the tramsédional archetype of leadership as
being distinct from what he called the transactiooacompliance-based aspect of
leading others. Burns asserted that leadershipimgagsentially revealed through an
ability to leverage one’s position as leader toiwate and influence others within the
context of a relationship; a relationship in whihle goal is to align the satisfaction of
motives held by the leader with the motives offtiiwer.

The ability of a leader to leverage a positive oese from followers, as opposed
to being effective by the fortune of genetic intearce, is a crucial distinction in Burns’
(1978) work. Although not discounting the existenEé&nate biological forces, Burns
did not focus on the ontological conditions andemdng personality traits—those
cultural, historical, psychological, or technolagiconditions—that may or may not give

rise to great leaders. The phenomenon behind thep@nsable man (Flaherty, 1999;



28
Rothschild, 2008), or the leader of innate charagitailar to Weber’'s (1922/1946)

description almost a century earlier, is not asartgmt for Burns as what behaviors and
tactics said indispensible man chooses to engagéadriving consideration for Burns’
epistemology is the more pragmatic view that leglgipremergence is ubiquitous
throughout social systems of all types, be thesndror informal, political or non-
political, a view reinforced years later by Con¢fE989) in his assertion that leadership is
not a magical ability, nor is it limited to the fewor Burns (1978), because socio-
organizational systems generally require leadernshgoder to function efficiently and
effectively, leaders naturally emerge, primarilyt otifunctional necessity rather than
genetic qualification or titles that bestow powurns intentionally distinguished
between leadership and the personal attributeswép stating, “All leaders are actual or
potential power holders, but not all power holdses leaders” (p. 18). The success of any
given leader is ultimately based on specific skiltgl abilities used to successfully
leverage influence upon people and convince thefolltmwv; to successfully change the
motives of others through influence as opposeaévaion (Yukl, 2006). Hence the true
nature of effective leadership for Burns is vievesdransformational (i.e., change-
oriented) with respect to elevating people as aafiorperative. Burns’ moral

proposition that effective leaders treat peoplédnwlignity represented a philosophical
concept of leadership that had yet to be operdimathinto a pragmatic theory (Yukl,

2006).



The approach by Burns to define leadership as almpooposition was not only
novel compared to the ontological or so-called gnean attributes of early leadership
philosophy (Bass, 1990a; Carlyle, 1841), but ibaldgfered from previous mid-20th
century attempts to frame leadership through itereal sociological bases of power
(French & Raven, 1959; Raven & French, 1958), an&p the intricate and subtle
nuances of leader-member exchanges (Dansereaw, Grétaga, 1975). Burns was
concerned with describing the fundamental outcowsesa-vis the uncanny abilities of
leaders to wield positive influence effectively fotiowers beyond the normal constraints
imposed by positive rewards and negative conse@selurns (1978) described the
classic radical behaviorist approach to behaviange, as having minimized the
powerful role that internal forces such as motolgice, and free will, play in the
relationship between leaders and followers.

Seeing the world of leadership through the epistegical and sociological lens
of a historian (Northouse, 2009), Burns (1978) doented the forms and expressions of
leadership, mainly within the political sphere,aihghout world history. However, his
analysis clearly described specific behaviors aetlds used by leaders of all types—
political or non-political—and the motivational ettt these actions had on followers, and
thus he became the first author to clearly distisigbetween the transformational and
transactional leadership classifications (Northp@6€9). Bass and his colleagues
expanded upon Burns’ transformational-transactipaghdigm and formulated it as part

of a full-range continuum and categorization oflleghip behavior, which Bass
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developed into a comprehensive scientific theoys@ 1985a; Bass, 1990a; Bass,

1990b; Bass, 1994, 1997; Bass & Avolio, 1990; Bags/olio, 2004; Bass & Riggio,
2006).

Full-range leadership theory.Whereas Burns (1978) originally conceptualized
transformational leadership as existing on a comiim with transactional leadership,
Bass (1985) conceptualized all aspects of leadsmber as being both distinct
categories as well as existing as a continuumagrgssion of behaviors based on
different levels of activity and degrees of effeetiess. Beginning with Bass (1990b;
Bass, 1994) , transformational leadership theocatme a component of an overall
theory of what he referred to as a comprehensiv&(lp range of behaviors; behaviors
that every leader will end up demonstrating to wagyegrees by the nature of the
leadership role itself.

Through this multiclass, multidimensional approatle, philosophical
underpinning for the FRL theory is not only assteziavith the political-sociological
work of Burns (1978), or with House’s (1977) perality-based concept of charisma, but
rather, with some of the very first scientific méglef leadership established in the mid
20" century (Blake & Mouton, 1964; Stogdill, 1963),particular, the similarity between
these earlier models (e.g., Blake and Mouton’sdestdp grid) and Bass’s concept of
individualized consideration (Judge, Woolf, Huést,.ivingston, 2006). The Ohio State
studies, in particular (e.g., Stogdil, 1950), wiexdrumental in revealing that leadership

skill involved not only the ability to drive taslompletion and to direct behavior, but also
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the ability to generate enthusiasm and motivatevi@rs via an authentic interpersonal

communication with the leader (Judge, Piccolo,i&sll 2004; Yukl, 2006). Bass (1985)
represented the factors of consideration and fintisstructure within three classes:
transformational (consideration of followers’ negdsansactional (task and exchange-
based initiation), and avoidant/passive, whichespnts an absence of both types of
leader behavior. Bass (1999) admitted that ther@decept of consideration is likely to
have empirical correlations with transformatioreddership, and others have likewise
noted the definitional overlap between them (Justga., 2006).

Bass’ 1985 full-range theory, then, extricated sfarmational leadership from
the framework of Burns’s (1978) political and hrstal epistemology, and applied it to
the discipline of behavioral science by classifylieader-to-subordinate behaviors within
a set of well-defined factors that can be appleenhdividual, dyadic, and group levels of
analysis (Yammarino, Spangler, & Dubinsky, 1998ankformational leadership was
defined as the ability to motivate followers toauove the call of duty based on their
connection with the leader (Bass, 1985). Leaders@xdra effort from followers by
raising the level of awareness and importance afsg@vhich become idealized),
motivating followers to transcend behavior of setkrest in favor of the good of the
team and organization, and helping followers tdizedigher-level needs and strive for
them to be manifest vis-a-vis increased performance

Bass and Avolio (2004) operationalized the tramefronal leadership class into

five dimensions: (a) idealized influence (attrild)tewvhich refers to the degree in which



others view the leader as adhering to strong idaadsprinciples; (b) idealized influence
(behavior), which refers to the degree in whichesicand concrete sense of purpose or
mission form the basis of the leader’s actionsjr{djvidualized consideration, which is
the degree to which the leader pays attentiondattique needs of the individual
follower, mentoring them toward higher potenti@lfsctualization, and achieving inner
fulfillment; (d) intellectual stimulation, which peesents the leader’s ability to appeal to
the logic and reasoning skills of the follower mtler to raise their energy and level of
interest, particularly toward innovation, creatyyiand problem-solving; and (e)
inspirational motivation, which refers to the leddeability to orient followers toward
positive future state thinking with respect to niegbrganizational goals, missions,
long-term vision states, and ambitious personabagtishments. By splitting idealized
influence into behavioral and attributed aspedidjex formations of the transformational
leadership class went from an initial four dimensigor the four “I's”) to the current
five-dimension structure (Bass & Avolio, 2004). Tdare other ways to depict this split
of idealized influence in order to maintain foumginsions, such as by combining both
the behavioral and attributed aspects into a sidighension of charisma (Weinberger,
2009).

Transformational leadership is one of three tadses within Bass’s full-range
leadership theory (Bass, 1985a; Bass, 1999), amibss$ clearly understood within this
context of an inclusive spectrum of behaviors. fraasformational class itself was

positioned by Bass and his colleagues (Avolio &B4991; Bass & Riggio, 2006) as the
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most effective and active set of behaviors withie full range leadership (FRL) model.
The FRL model consists of three distinct classeanged from most to least effective in
the following order: the transformational leadepstiiass (which represents the
dependent variable and focal point of this stuthg,transactional leadership class, and
the passive/avoidant behavior class (often refeexd laissez-faire leadership).
Measurement: The Multifactor Leadership Questionnare

One of the critical differences between the eaxly-factor approaches of
measuring leadership, such as those describecebgatty Ohio State leadership body of
research (Stogdil, 1950) or Blake and Mouton’s @)986anagerial grid, versus the FRL
theory of Bass (1985), is that the consideratiahiaitiation structure are not an X and Y
axis in the latter. Rather, with FRL, leadershigsskes are dynamic, representing a wide
range of behaviors, styles, and tactics. Arrangemiclasses occurs from the least
effective to most effective and from the least\aeto most active, with the frequency of
specific behaviors providing the third axis. Avglass, and Jung (1995) measured their
three-class, multidimensional structure via a rmaiter assessment, the Multifactor
Leadership Questionnaire (MLQ), which captureshalbehaviors of the full-range
model. The primary goal of the MLQ from its eartiexception and initial iteration
(Bass, 1985a) was to measure empirically the cdrafdpe transformational leader that
Burns (1978) depicted, by conducting a series tefrunrews with executives living in
South Africa, in which each participant recallesp&cific leader who inspired them to

raise their performance beyond expectations apdit@aside personal interests in favor of
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group or organizational goals. According to Hur@9d), Bass was fascinated by how

closely the South African data resembled not onlynB’ depictions of transformational
leadership, but also those found in House’s (19WGfk.

Armed with new data, Bass (1985) tested the fimsial framework of the MLQ
through his work with military officers. The origghMLQ consisted of 45 questions
along three dimensions (inspiration, intellectuahslation, and individualized
consideration), with a frequency-based Likert séatescoring each dimension.
Subsequent versions of the MLQ included a fourthettision (idealized influence),
which represented an evolution away from an eachecept of charismatic leadership by
House (1977) that emphasized control and dominasdeader characteristics. Bass and
Riggio (2006) remarked that despite the many snitigs between MLQ items related to
transformational leadership and what other authave called charismatic leadership
(Conger, 1988; Conger, 1994; Conger, 1998; Hou®g&7 )l transformational leadership
is broader in scope than charismatic leadershipeitieeless, the relationship between
transformational and charismatic leadership iseckrsough in terms of research
categorization thdteadership Quarterly’slecade synopsis of its published leadership
literature, embeds transformational leadership ihéoneo-charismatic taxonomy
(Gardner, Lowe, Moss, Mahoney, & Cogliser, 2010).

Revisions of the MLQ occurred through continualrmement of survey items to
improve validity and dimension structure (Bass &hw, 1990). Researchers (Antonakis

et al., 2003; Judge & Piccolo, 2004) found supfmrthe nine-dimension, three-class
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FRL model as measured by the most recent versitmedfILQ instrument, the MLQ-

5X. Avolio, Bass, and Jung (1995) and Bass and idd997) previously found
evidence from large samples of pooled data (1394 and 1490 respectively) that also
supported the nine-dimension FRL model in termsti@ing internal consistency and
factor loadings.

Findings from several investigations in the lat@d®failed to support the
dimensional factor structure of transformationaldership using exploratory and
confirmatory factor analysis of the MLQ-5X (Carlg$998; Tracey & Hinkin, 1998). In
her review of data from 1,440 subordinate and 68&agerial participants from the
Australian banking industry, Carless (1998) foungort for only one broad dimension
of transformational behavior as opposed to the eepetransformational leadership
dimensions of charisma, intellectual stimulatiomd andividualized consideration.
Another review of the MLQ-5X within the hospitalitydustry likewise indicated no
support for five transformational leadership dimens, but rather, only support for one
overall transformational leadership class (Traceili@kin, 1998). In these studies, the
findings of a single higher-order factor of tranrsf@ational leadership was viewed by the
respective authors as a reason for calling intetpme the multi-dimensionality of
transformational leadership (Carless, 1998; Tra&eédinkin, 1998). However, it should
be noted that overall transformational leadershigh subscale dimensions in the MLQ-
5X were then subsequently reexamined and validagets authors (Avolio, Bass, &

Jung, 1999), and in another confirmatory factodysis (Muenjohn & Armstrong, 2008),
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support was found for the full subscale dimensidyaf transformational leadership in

the MLQ-5X. Muenjohn and Armstrong pointed out sdimetations found in previous
factor analyses, and concluded that based onfthdings, researchers should have
confidence using the MLQ-5X to measure the fiveelisions of the transformational
leadership class.
Additional Theories of Transformational Leadership

Attributional theory of charisma. In the empirical literature on leadership, the
concept ocharismareflects similar leadership styles and outcomeRBass’ (1985)
transformational leadership. For example, accortbngonger and Kanungo (1987), the
degree of identification followers have with thigader represents a leader’s charisma,
which in turn predicts the degree of identificatfiolowers will have with the
organization. House and Podsakoff (1994) viewedisimatic leadership as being
synonymous with transformational leadership, andgeo and Kanungo (1998, p. 15)
likewise concluded there was “no real differencetween the two theories.

Conceptually, much like transformational leadershimrismatic leadership is
moored to the concept of organizational changewitiita focus on the temporal aspect
of change: the charismatic leader is one who ssbtdésmoves individuals and teams
from a status-quo state toward a desired futute,sdgprocess that Conger and Kanungo
(1987) described as consisting of three stagest@maental assessment, vision
formulation, and implementation. These stages &euaistic representation and are non-

linear; that is, the stages do not necessarilyiriadkequential order, but are fluid and may



occur simultaneously or even regress as a resoh@ding evaluation by the leader
(Conger & Kanungo, 1998). During the first stageviponmental assessment), the leader
determines the strengths, challenges, and opptésieixisting in the organization, as
well as collecting the individual and group-leveledls of team members. During the
second stage (vision formulation), leaders levethgenformation collected from the
first state to create an inspired vision. Finallyring the third stage (implementation), the
leader implements his or her vision, using motoaatnd inspiration to influence
followers toward pursuing the objectives (CongekK&ungo, 1987; 1998). Conger
(1999) additionally described four motivational auhes from the perspective of the
follower, instead of focusing on outcomes from pleespective of leader behaviors in
Bass’ (1985a) transformational leadership modeé fbtiower outcomes consist of the
way a follower perceives their work, connects wita leader’s vision/mission, identifies
with others in the group, and achieves a sensell&ctive effort (Conger, 1999).
Researchers have tested the efficacy of the feltdvased framework of Conger
and Kanungo’s (1998) theory. Den Hartog, De Hoagtid Keegan (2007) found that
when leaders are perceived as charismatic, thegaee the sense of belonging that
followers have toward one another and the missidheoorganization. In another study
involving Israeli bank employees (Kark, Shamir, &eh, 2003), the attribution of
charisma in leaders was positively related witlhofeer-leader identification, collective
efficacy (belief in the mission), and social idénttion with the organizational unit.

Although these outcomes are similar to those pregty transformational leadership



theory, Bass and Avolio (1994) argued that charisaut one component of
transformational leadership (i.e., idealized infloe), and is therefore a separate, albeit
similar, theoretical model of leadership.

Kouzes and Posner’s transformational leadership pretices.Kouzes and
Posner (1987) proposed another theory of transfioomel leadership, defining
transformational leadership through five categooigleadership behaviors or practices:
(a) challenging the process, defined as the extewhich the leader takes risks and
guestions assumptions; (b) inspiring a shared wjsiefined as the degree to which the
leader espouses an exciting view of the futureef@bling others to act, defined as the
amount of cooperative and participative decisiokdmused by the leader; (d)
modeling the way, defined as the level to whichldagler sets an example for followers,
i.e., walk the talk; and (e) encouraging the hatetined as the use of positive feedback,
public recognition and celebration of team achiesets (Carless, 2001). Kouzes and
Posner (2002) make a strong distinction betweepthetices and habits of effective
leaders, versus indicators such as personalitysiwthiey view as a distraction from the
focus on the commitments of exemplary leadership¢chvconsist of habits available to
every leader as a matter of choice and practice.

Although Bass (1997, p. 130) recognized the worKaiizes and Posner (1987)
as being “one among a number of neocharismaticeginalizations,” this
conceptualization has been the basis for researery few peer-reviewed articles. One

peer-reviewed study using the Kouzes and Posnestremn of transformational
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leadership was a cross-sectional survey of 31 nuesegers and 558 nurses by Meyer et

al. (2011). Meyer et al. reported a positive relaship between transformational
leadership and nurse satisfaction with their superv
Empirical Review: Transformational Leadership

The popularity of transformational leadership resleas reflected in.eadership
Quarterly’sdecade review (Gardner et al., 2010), which prtesemansformational
leadership as the single most popular research wighin the neocharismatic leadership
category of studies. In another review, more tha#b dbf all leadership studies (145 of
1,437 articles collected) between 1985 and 200%taadformational leadership as a
core focus (Hiller, DeChurch, Murase, & Doty, 201The MLQ has become the near-
universal instrument of choice for researchersystuptransformational leadership
(Hunt, 1999), and has been used with a wide rahgarticipant sample demographics
including military leaders and cadets (e.g., Diden, Avolio, & Shamir, 2002; Hardy et
al., 2010; Olsen, Eid, & Johnsen, 2006); middled knwer-level managers (e.g., Bruch
& Walter, 2007; Conger, 1994; Conger, 1998; HateBass, 1988; Howell & Avolio,
1993) senior- and chief-level executives (e.g.gliBimsek, Lubatkin, & Veiga, 2008;
Resick, Whitman, Weingarden, & Hiller, 2009; Tikhimav & Spangler, 2010); and U.S.
Presidents and presidential candidates (e.g., Rell@P8; Pillai & Williams, 1998;
Pillai, Williams, Lowe, & Jung, 2003; Williams, i, Lowe, Jung, & Herst, 2009).

Antecedents of transformational leadershipThe emergence of

transformational leadership is based not only alividual differences and competencies



of leaders, but also environmental antecedentsuertigjthe organization in which it is
measured (De Hoogh, Den Hartog, & Koopman, 200&)uding the perceptions and
attributes of associates (Felfe & Schyns, 201@)digs on transformational leadership
increased since the turn of the century, with 18l tstudies during 2000-2009,
compared to 42 total studies from 1985 to 1999I¢Hét al., 2011). Within this body of
literature, some of the most important antecedehtisansformational leadership have
been the factors of personality, cognitive abilégd socio-emotional competence.

Personality. Personality may be one of the most important &uewts of
leadership in the literature. Bono and Judge (2@@4nd that 12% of articles published
on the subject of leadership from 1990 — 2004 wetuthe keyworgersonality Judge et
al. (2002) suggested four factors (extraversionscientiousness, openness, and
neuroticism) within the Big Five typology to beraitful basis for examining the
antecedents of leadership, with agreeableness berlgast likely predictor.

Regarding transformational leadership specificallydge and Bono (2000)
provided logical, pragmatic reasoning to suppaegtrtbet of hypotheses that personality
factors and transformational leadership are reldtedexample, the authors proposed
that extraversion should relate positively to tfarmmational leadership, because effective
leadership requires social skills and the abilitgdnnect with others through active,
dramatic expression and verbal acumen, the textravertedandcharismaticare
synonymous leadership characterizations. Additigndiey argued that agreeableness

should relate positively to the individualized colesation dimension of transformational
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leadership in particular, because agreeable leadennore likely to demonstrate

empathy toward others’ needs and points of viewgdwand Bono found support for their
hypotheses that extraversion and agreeableneds/plysielate to transformational
leadership. Openness to experience was also palgiind statistically significantly
correlated with transformational leadership, bettblationship disappeared when
additional predictors were controlled. These awglmncluded that although personality
does play a role in predicting transformationatieghip behaviors, the correlations in
their study were “not so large as to indicate tretsformational leadership should be
considered a trait theory” (p. 760).

In a meta-analysis 4 years later, Bono and Judg@)Xound that personality
factors were related to three dimensions of transftional leadership. Extraversion was
estimated to correlate positively with idealizetluance p = .22), whereas neuroticism
was negatively correlated with idealized influefjee -.17). Similar correlations with
extraversion (positive) and neuroticism (negativeje found with intellectual
stimulation and individualized consideration. Howewno correlations were found
between openness to experience, agreeableness)smientiousness and any
transformational leadership dimension. Bono andjdy&004) also examined the
relationships between overall (composite) transtiromal leadership and personality
traits, finding a positive estimated populationretation between transformational
leadership and extraversign% .24),conscientiousness £ .13), agreeableness¥ .14),

and openness to experienpe=(14), leading the authors to conclude that extrsion



was the most important antecedent of transformaltileadership to explore in future
research. Bono and Judge proposed that transfama&teadership may not be as
strongly linked to Big Five personality traits asre have previously believed, but
instead may be related to other dispositional autets not captured by personality.
This proposition is similar to an earlier statemtyait Bass (1998) made: “When it comes
to predicting transformational leadership and @siponents, there is no shortage of
personality expectations. However, the empiricalpsut has been spotty” (p. 122). In a
field study focused on the hospitality industry pzatis & Constanti, 2012),
transformational leadership was found to be paaiassociated with extraversion,
openness, and conscientiousness; however, traraiomal leadership was not
negatively correlated with neuroticism as hypothedi Zopiatis and Constanti (2012)
also found that extraversion, openness, and cansmisness explained 47.2% of
transformational leadership in their sample.

Cognitive ability. There is plenty of theoretical speculation th&tligent leaders
will demonstrate more transformational leadershkapdviors then their less intelligent
peers. Avolio (1999) expected intelligence to basset in helping leaders increase
levels of employee engagement through intelledtiadulation, whereas House (1977)
and Conger and Kanungo (1988) proposed that chatisieaders relied on their
cognitive abilities to create more compelling sigaes and visions than less charismatic
leaders. Wofford and Goodwin (1994) offered twocsie propositions for how

cognitive ability may function as an antecedenki@nsformational leaders have a



higher minimum level of cognitive ability than tsactional leaders, and (b) compared
with transactional leaders, transformational lead@ve a greater richness for schema
(i.e., verbal intelligence). Despite numerous sstjgas that intelligence predicts
transformational leadership behavior, Cavazotterdvio, and Hickman (2012) remarked
that very few empirical studies have focused orctignitive ability—transformational
leadership correlation. In their structural equatimodel, Cavazotte et al. found that
overall transformational leadership behavior cated positively with scores on the
GMAT (y = .33,p < .01).

In a longitudinal study on adolescent IQ and trarmmeftional leadership as an
adult, Reichard et al. (2011) compared particip@nscores at age 17 with
transformational leadership ratings at age 29.r€kalt was not statistically significant
(r =.09,p > .05). They also found limited support in thengle for cognitive ability to
predict leadership emergence later in life, andungport for predicting managerial level
occupational roles in later adult work life. Nguy@®02) found a small but statistically
significant positive correctiorr € .16) between transformational leadership and
Wonderlic 1Q test scores, and Beshears (2004) faustdtistically non-significant
correlation between these variables (12, ns), with cognitive ability explaining less
than 1% of overall transformational leadershiphaligh cognitive ability does appear
useful in predicting leadership emergence in gdrf€eggar, Hackett, & Saha, 1999), it
may not be the best predictor of whether occupsaddrs adopt a more transformational

versus transactional style of leading. In sumjsteally significant relationships



between cognitive ability and transformational kexathip have yet to be established
consistently across the literature, largely frotack of studies.

Socio-emotional competency. Riggio and Reichard (2008) proposed socio-
emotional competency as an antecedent of transfamnahleadership. According to
Riggio and Reichard, leaders must be competemading and interpreting the social
cues of followers and adjust their behavior torakgth the emotional needs of the
follower. Riggio and Reichard’s proposition mirrare initial writings of Bass (1985),
who theorized that transformational leaders are tbtead emotional cues and adjust
their behavior as a means for gaining greatervaloinfluence. The ability of a leader to
demonstrate positive affect and optimism duringaargational change efforts is a
necessary component of inspiring and empoweringrstto view their work positively.
Bommer (2004) found that the demonstration of fegiof futility and cynicism about
organizational change by leaders was negativeletzded with transformational
leadership behavior € -.29;p < .01). Casimir and Ng (2010) proposed that socio-
emotional competencies include the ability to emage followers in challenging times,
maintain positive relationships characterized ligttrshow appreciation of the ideas of
others, and be considerate of the unique needscbfiadividual. According to Casimir
and Ng, the most important feature of socio-emaii@ompetency is the ability of the
leader to engage in empathic support. The latferg¢o showing concern for the welfare
of followers and expressing sincere appreciatiariteir efforts. The single most

important—and certainly the most prevalent—soci@®omal antecedent of
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transformational leadership examined in the liteais El. As the focal point of my
study, an extensive examination of the empirid¢atditure discussing El as an antecedent
of transformational leadership is presented latehis chapter, immediately following

the theoretical review of El.

Consequences of transformational leadershipMeta-analytic studies have
confirmed a general association between transfoometleadership and a wide range of
individual and group-level outcomes (DeGroot, Kijk&rCross, 2000; Judge & Piccolo,
2004). In a meta-analysis, Judge and Piccolo (2fid that follower job satisfaction
and follower motivation were the strongest outcoamsociated with transformational
leadership, followed by leader job performance gurmaip or organizational performance.
DeGroot et al. (2000) reported similar findingsthwiollower job satisfaction, leader
performance, and follower effort being the strongegcomes.

Follower job satisfaction. Bass (1985) theorized that transformational lestupr
was a more effective style than transactional lesddpe at achieving follower satisfaction
with their work roles by (a) expanding the scopéotibwer job needs, (b) increasing
follower self-efficacy and level of confidence tmetability to perform tasks, and (c)
elevating followers’ subjective assessment of pbiltg of success in goal achievement.
Bass and Riggio (2006) proposed that transformati@aders increase the job
satisfaction of followers by gaining their trustabgh consistent acts of personal
integrity, fair and equitable treatment of followeand by demonstrating faith in the

ability of followers to succeed. The positive redaship between transformational
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leadership and follower job satisfaction has begperted in the empirical literature. In

a study of 122 staff nurses and their managers I@je% Larochelle, 1995),
transformational leadership style was shown toetate positively with work satisfaction
(r =.40;p < .001). In a study by Riaz and Haider (2010) imch they measured job
satisfaction separately from career satisfactioith transformational and transactional
leadership predicted job satisfaction, whereas tralysformational leadership predicted
career satisfaction. Meta-analytic data also suppbe positive relationship between
transformational leadership and follower satistatticross the body of literature
(DeGroot et al., 2000; Judge & Piccolo, 2004). dsarbroad classification of charisma,
DeGroot et al. (2000) reported a positive correfatietween charismatic leadership and
follower job satisfaction of .7k(= 14;N = 3,832). Four years later, Judge and Piccolo
also showed a positive correlation between transitional leadership and follower
satisfaction of .58k = 18;N = 5,279). Based upon the charismatic leadershupsféound
in the DeGroot et al. (2000) meta-analysis, JudgkRiccolo (2004) also compared
differences between charismatic and transformattieaaership, finding that the
differences in validity was statistically non-sificant.

Recent studies also show a trend toward investigalie transformational
leadership-follower job satisfaction correlatiomion-Western organizational cultures. In
a study of 10 Ethiopian leather manufacturing comgs transformational leadership,
specifically the dimensions of idealized influerase individualized consideration,

explained 40.6% of the variance in subordinatesgiiisfaction (Shibru & Darshan,



2011). In a study of a Chinese hospital organimat@ang, Chontawan, and
Nantsupawat (2012) also found a statistically gigamt positive correlatiorr (= .56,p <
.001) between the transformational leadership gatof nurse managers and follower job
satisfaction. In a study of an oil company in LibdyaZahari and Ali Shurbagi (2012),
culture variables had as much influence on wortilersatisfaction ratings as a
transformational style of leadership by their supar. Zahari and Ali Shurbagi
proposed that challenges related to economic dprredat and political uncertainty in
Libya likely contributed to stability factors suak basic benefits to rate highly as job
satisfaction criteria for employees. The authose @iroposed that the more a Libyan
organization relies on a hierarchical rather tharaa-based affiliation, the more likely it
is that transformational leaders will impact jolisfaction.

Follower motivation. Scholars have theorized that transformationaldesdp
behavior provides motivation to followers at botradic and group levels (Bass &
Avolio, 1990; Bass & Avolio, 2004; Bass & RiggicQ@6). However, the association
between transformational leadership and motivagigpears to be context dependent.
Hardy and colleagues (2010) conducted a two-padysbf the association between
transformational leader behaviors and the compleatidraining by 484 Marine
Commando recruits based in the UK. Their discrimirfanction analyses indicated that
transformational leadership behaviors accountediféerences between the training
completion and withdrawal groupg, (7) = 22.36p = .002. However, their second

experimental study reveals an important facet efrtiotivational effects of leadership
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behavior. This second (training intervention) stémyused on the effects of

transformational leadership by non-commissionetefs on 152 troops in an
experimental groupN = 85) who received training and a control grodp=(67) group
that did not. Although there were statisticallyrsfggant group differences for the MLQ
dimensions individual consideration and contingemtard in support of their
hypotheses, the differences between the experifmamdecontrol group for inspirational
motivation were positive but not statistically sfgrant F(1, 150) = 2.76p = .10. Hardy
et al. (2010) suggested that the short time frahtkeointervention (5 weeks) may not
have been sufficient for establishing dyadic orugrtevel trust between leaders and
followers. Another example of the inspirational nation aspect of transformational
leadership being context dependent is during tiofiesganizational change. For
example, Herold, Fedor, Caldwell, and Liu (2008)auacted a study of 343 employees
from 30 organizations to measure the positive imgaat transformational leadership
styles had on employees during a period of chargeagement. Transformational
leadership was positively related with change comaint in followersi( = .35,p <.05)
using organizational commitment as a control vaei&b=.16,p < .05).

Leader performance. Bass and Riggio (2006) established two ways that a
transformational leader’s performance can be detern The first is through subjective
measures such as survey outcomes (the ratingectieéness from self and others), and
the second is through objective measures estalllishéhe organization, such as

financial and operational goals. The theoreticappsition for how transformational
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leaders are effective at meeting performance geddg inspiring follower confidence in

their abilities, and by establishing follower traghrough idealized influence—to
persuade followers to adopt the goals of the omgdiuin as their own (Bass, 1985a,;
Shamir, Zakay, Breinin, & Popper, 1998). In a stoflynilitary leadership, Shamir et al.
(1998) examined performance appraisals and coded/iews with leaders’ superior
officers. Their statistical findings supported theypothesis that the more a leader
engages in charismatic behaviors, emphasizes tiedadentity, and models exemplary
behavior, the higher their performance appraisdld®. There have been four major
meta-analytic studies with statistically signifitaorrelations between transformational
leadership behavior and leader job performance (DeiGt al., 2000; Fuller, Patterson,
Hester, & Stringer, 1996; Judge & Piccolo, 2004ywecet al., 1996). Judge and Piccolo
(2004) separated the perception of effective parémrce from formal appraisal measures
and found a statistically significant differencathwtransformational leadership showing
a correlation of .64k(= 27;N = 5,415) with effectiveness ratings, but only .27
(k=13;N = 2,126) with formal measures of job performarnedicating a stronger
relationship between transformational leadershipwahat Bass and Riggio (2006)
described as the subjective and objective meastitesnsformational leadership
performance.

In a quantitative review of the relationship betwaewide range of leader traits
and job effectiveness (Hoffman, Woehr, Maldagengpahn, & Lyons, 2011), leader

charisma had a stronger statistical correlatioh yab effectiveness{= .57) than with
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any other single variable they examined, includingievement motivatiom{= .28),

dominanceri = .35), energyrg = .29), integrity (s = .29), self-confidence {= .24), and
creativity fs = .31). Although these correlations with job effeeness were statistically
significant, an 80% coefficient of variation suggekthe presence of numerous
moderators between leader traits and leader peafocen

Team performance. Ozaralli (2003) studied the correlation between
transformational leadership and team performanoesacumerous industries and found
statistically significant positive relationshipstlween transformational leadership and
perceived power (= .39), meaningfulness € .46), impact and autonomry £ .23),
perceived team effectiveness«62), innovativeness & .60), communicatiorr (= .54),
and performance = .54). Bass and his colleagues (2003) foundtthasformational
leadership predicted performance in a U.S. Armanirfy unit; however, the effect was
partially mediated by the level of unit cohesioheTauthors suggested that
transformational leadership may function to augneigting team cohesion and to
deepen the commitment of the team to its missialyes, and goals. In another military-
based field experiment with 54 leaders, 90 direpbrt followers, and 724 indirect
followers, Dvir et al. (2002) found that transforioaal leadership training led to
improved group performance for both direct andrecti followers compared to leaders
who did not receive training. Lim and Ployhart (2D@ested the effect that
transformational leadership has on teams in botkimad and typical performance

contexts, and hypothesized that transformatiorzmdeship would be more predictive of



team performance in a maximal rather than typiealggmance context. The maximal
context refers to work conditions that are higlstiress, time pressure, crisis response,
and employee awareness of having their performabserved and evaluated. Lim and
Ployhart found that transformational leadership gigsificantly related to team
performance in maximat € .60,p < .05) and to a lesser extent, in typical workteats
(r =.32,p <.05), supporting both of their team performahgpotheses.

Bass (1985) based his full-range leadership maggeh @ combination of the
archetypical transformational leader describedumB (1978), the charismatic
leadership theory of House (1977), and the findings mid-20" century leadership
models (Blake & Mouton, 1964; Fleishman, 1953; 8tlhd 950; Stogdill, 1963). The
capacity of a leader to build positive and emaotilyreatisfying relationships with

associates is not only an expected behavioral meanf transformational leadership

(Avolio, 1999, Bass & Avolio, 1994), but also thasis behind the assertion that that El

is valuable for predicting transformational leadgpgCaruso & Salovey, 2004; Tang,
Yin, & Nelson, 2010; Walter, Cole, & Humphrey, 2011
Emotional Intelligence (EI)
Theoretical Foundations
Historical background. The historical foundation of El theory has longtesl
upon the writings of Thorndike (1920), who offeresdision of what he called social
intelligence, as a component of a three-fold madéuman intelligence: “For ordinary

practical purposes it suffices to examine for thnetelligences’ which we may call
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mechanical intelligence, social intelligence andtedzrt intelligence” (p. 228). Thorndike

broadly defined social intelligence as the abiidyunderstand and manage people, and to
act wisely in relationships with them. Mayer andioS8ay (1993), Goleman (1995),
Matthews, Zeidner, and Roberts (2002), and scdrpaldished dissertations all credit
Thorndike as representing the birth of a socialligence movement in the 9@entury.

However, the depiction of Thorndike as having ldnettan era of non-cognitive
intelligence research has been a remarkably ovedspmsition according to Landy
(2005), who stated that only ten scientific studiassocial intelligence had been
conducted during the two decades following Thoradik920).. Landy (2005) also
vigorously debunked the notion that Thorndike wauwsle embraced the idea of pen and
paper tests to measure social abilities in thé filce, and suggested instead that he
should be credited as having coined a phrase aanagourneyman reading audience. By
mid-century, the scientific research on non-cogeigocial intelligence was so
unproductive and early results so unimpressive@nahbach (1960) referred to it as a
useless concept that was “undefined and unmeas(ped20), hence dismissing social
intelligence from further consideration in his tisa on psychological testing. Indeed,
aside from Chapin (1942) developing the Chapin &dnosight Test, the future of non-
cognitive and social measures of intelligence dytins time was tentative and uncertain
in part due to Cronbach’s dismissal (Mayer et2011).

The post WWII latent period of research and develept of new social

intelligence measures continued until the emergehtiee O’Sullivan and Guilford tests



for social intelligence (OGSI) in the late 1960su{@ord, 1967; Hoepfner & O'Sullivan,
1968). The OGSI was a set of six factors includirgression tests, expressions
grouping, silhouette relations, missing cartooosja translations, and cartoon
predictions. The similarities between the OGSlkéyg predecessor, the Chapin Social
Insight Test (Chapin, 1942), and current El te$@hility (e.g., Mayer et al., 2002) are
remarkable from a historical perspective. For exarthe multiple-choice story
problems from Chapin’s work (p. 220-225) and question the MSCEIT related to
understanding and using factors are strikingly lsimand the expressions test segments
from the OGSI appear to measure an early formef#ces sub-scale of the perceiving
emotion factor in the MSCEIT.

In the early 1970s, Shanley, Walker, and Foley {) @ftempted to resurrect the
OGSI without success. They studied 300 students firades 6 through 12 to test the
hypothesis that social intelligence is separatedasithct from cognitive ability measured
by the Otis 1Q test. The strong correlations betwi€g and the OGSI did not support the
hypothesis, but this work remains seminal in trsédny of non-cognitive intelligence in
one very critical way—the authors were able to sklewelopmental progression of
social intelligence by age, which was an importaiierion used by Mayer, Caruso, and
Salovey (2000) for validating their first El instnent, the Multifactor Emotional
Intelligence Scale (MEIS).

Perhaps the two most important antecedents indtelopment of emotional

intelligence were Howard Gardner’s (1983) publicatof Frames of Mind: The Theory
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of Multiple Intelligencesand Robert Sternberg’s (1985a) work on developitrgarchic

theory of intelligence (analytical, creative, andgiical intelligences; Sternberg, 1985a).
Gardner was instrumental in changing the paradifymtelligence to go beyond the
traditional classifications of intelligence consigtof problem-solving (mathematical-
logical) and verbal abilities (linguistic) to incla five additional classifications: musical,
visual-spatial, bodily kinesthetic, interpersoraaid intrapersonal. Gardner expanded
intelligence to go beyond the question of how sreanbeone is, to include the question
of how (i.e., the manner in which) an individuappans to be smart (Oliver, 1997).

By contrast, Sternberg (1985a) focused on changedundamental model of 1Q
away from a purely computational and biological mlpdnd toward what he called a
governmental model, which is based on the presugmoshat intelligence consists of a
relationship between the internal and external egodf the individual governed by their
life experience. This model was derived from datidected with colleagues to explore
the full terrain of human intelligence using fo@rsups (Sternberg, Conway, Ketron, &
Bernstein, 1981). Through this data, Sternbergtifled important, universal criteria that
intelligent behavior is adaptive in nature.

Sternberg’s concept of intelligence as adaptiveutwiving and thriving provided
the foundation of Salovey and Mayer’s (1990) theafril, including their choice of how
El should be normed and scored in its measurenvangdr et al., 2002). Although
Sternberg (1985b) was critical of Gardner’'s mudtipitelligences model, referring to his

classifications as a list of talents rather thaasliigences, both authors were successful at
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establishing bold and lasting arguments for theterce of non-cognitive intelligence

within the literature in a way that the old sogrdklligence paradigm from the 1960s
(Guillford, 1967; Hoepfner & O'Sullivan, 1968) cduhot.

The assignment of specific behaviors as intelligmninerit of their adaptive
quality recapitulates theoretical criteria usedfémtor analytic measures of cognitive
ability (Carroll, 1993). For example, consider thedinition by Wechsler that intelligence
is “the aggregate or global capacity of the indisbtito act purposefully, to think
rationally, and to deal effectively with his enviraent” (Wechsler, 1958, p.7). Gardner
(1983) also delineated the non-cognitive aspebuaian intelligence in similar terms of
adaptation, postulating that intrapersonal andpetesonal modes of intelligence are just
as crucial for positive life outcomes as those messby traditional IQ tests. Thus the
revitalization and zeitgeist of non-cognitive itiggnce theory in the 1980s effectively
set the stage for new models of intelligence baseddaptive behavior; in particular,
new approaches toward the old (and largely forgdtsecial intelligence uniquely
framed as EI (Salovey & Mayer, 1990).

Emergence of emotional intelligenceSalovey and Mayer (1990) viewed El as a
subset of both social intelligence (Chapin, 194@illédrd, 1967; Hoepfner & O'Sullivan,
1968) and Sternberg’s (1985) practical intelligerveigh the latter being particularly
influential regarding the socially adaptive natafentelligent behavior. Salovey and
Mayer (1990) defined EI as “the ability to monitmre’s own and others feelings and

emotions, to discriminate among them, and to uisartformation to guide one’s



thinking and action” (p. 189). In their initial papin 1990, as well as follow-up works
(see Mayer & Salovey, 1993), Salovey and Mayer ttaad El as three broad-branch
factors of expression/appraisal, regulation, ardutilization of emotion. In the
theoretical research on intelligence in the ea®9k, scholars such as Carroll (1993)
expanded the definition of intelligence, particlyahe multi-stratum approach to the
mappingg-factor intelligence to include a wide range ofsany abilities (e.g., the
auditory, visual, kinesthetic modes of 1Q; see [@8rfi997). An open hierarchical
taxonomy provided momentum around the investigatiomew multiple intelligences
due to the advantage of a highly flexible concdm-tactor (Daniel, 1997). Despite the
broad acceptance of a multi-stratum approach tmidgfand measuring intelligence
based on Carroll (1993), critics, such as Morg&96), continued to receive Gardner’s
multiple intelligences with skepticism, referrirgrultiple intelligences as cognitive
styles rather than distinct factors of intelligenthe approach by Gardner (1983) to
include styles or competencies as a representationelligence is in contrast with the
framework found in Carroll (1993), in which intgjénce refers specifically to differences
in ability rather than tendencies to act in certaays. Carroll (1993) viewed style
differences as belonging to the domain of perspnadlievertheless, the inclusion of
cognitive styles, competencies, and traits (or vidaatOn [1997] referred to as a
constellation of mixed measures), became a pratdeyreat fragmentation in the

conceptualization and definition of El (Brackett\Mayer, 2003).
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Theoretical Frameworks of El

Arising largely from the release of Daniel Goleng(1995) popular book,
Emotional Intelligencean array of nonhomogenous nomological networkisraadels
for El sprang up in the late 1990s and early 2@30separate in theory and measurement
from that of Salovey and Mayer (1990). Therefohe, most fundamental issue to address
in any historical review of El is the manner in ainiEl has been constitutively and
operationally defined. Perhaps the most challengspect of theory delineation
according to Landy (2005) is that the differencesuveen the types of El are neither
subtle nor nuanced in terms of definition, factousture, and measurement. Instead, the
competing constructs are based on radically diffiecenceptual foundations and
theoretical inferences (Daus & Ashkanasy, 2005)il&r to Gardner’s (1983) basis for
multiple intelligences, some theorists have poséwEI as set of behavior styles and
competencies (Boyatzis et al., 2000; Cooper & Sat@86; Sala, 2002) that serve to
help the individual adapt to environmental situasi@nd demands, including the ability
to control emotional impulses or to stay calm urdigess (Bar-On, 1997, 2004; Bar-On
& Parker, 2000). Those positioning El as a setaitd (e.g., Bar-On, 1997; Goleman,
1995) as opposed to measurable differences irtyaliikve been hard pressed to establish
how these traits are clearly distinguishable froqsteng factors of personality

(MacCann, Matthews, Zeidner, & Roberts, 2003).
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Ability-Based EI

The basis of this theoretical framework is theigbihodel of Salovey and Mayer
(1990), in which El is a component of factor-anialymtelligence, specifically one’s
ability to process affect into cognition (Mayer &l8vey, 1993). By 1997, Salovey and
Mayer solidified their factor model from their garlyears of investigation (Mayer &
Salovey, 1993; Salovey & Mayer, 1990), construingpgonal intelligence as a set of
four distinct factors or branches, and thus de§jrith as the ability to (a) identify and
perceive emotions accurately; (b) appraise andititei their use, (c) leverage emotional
knowledge to predict social consequences and owspand (d) manage and regulate
emotional data to build positive relationships (Mag Salovey, 1997). A central aspect
of the theoretical framework of ability-based Elsithe concept of emotion being one of
the three traditional spheres of mental activitgng with cognition and motivation, and
additionally, the premise from the old social iggnce models that emotionally
intelligent actions are more adaptive (and henceenmelligent) than alternative actions
(Mayer, Salovey, Caruso, & Sitarenios, 2003).

The basis of the ability theory of El is the preenibat El represents differences
in mental ability in the same manner as many doétrata of human intelligence—»by the
scoring of correct and incorrect answers to objedtest questions (Carroll, 1993).
Therefore, ability-based El refers to measurabik dikierences between individuals to
accurately recognize, assimilate, and control peisemotion (Mayer et al., 2002).

Schutte et al. (1998) described the cognitivelgmed approach in Mayer and Salovey



(1997) as “the most cohesive and comprehensive’aetmafcEl (p. 169). However, despite
the assertion that adaptive (i.e., intelligent) @omal behavior is universal (Mayer et al.,
2002), what passes for emotionally intelligent bedwais likely to vary substantively
across cultures (Wong & Law, 2004).

The four factors of ability El are progressive ature (Mayer et al., 2002),
meaning that the ability to perceive emotion actlyas a requisite skill for using and
understanding emotions, which in turn is used ¢ulieEe (manage) emotions in oneself,
as well as to assist or facilitate the managemieatmtions in others. Mayer and Salovey
(1997) asserted that although all emotions have@dtential for changing cognition, only
some of the impact is beneficial and thereforelligent. Emotionally intelligent
behavior, then, is reserved for behaviors thatlt@sa heightened ability to identify and
appraise emotional data (inputs, or what Mayet.e2@02, referred to as the experiential
area of El), and then channel or direct the infdrometo manage effective relationships
and influence social outcomes (outputs, or whatéay al., 2002, referred to as the
strategic area of El).

The first branch of ability EI ismotional perceptiofor identifying emotion).
Referred to as “the lowest branch” of EI (Mayer &8&ey, 1997, p. 10), emotional
perception refers to one’s ability to accuratelgognize emotions in one’s self as well as
through the physical states of others Mayer & S&yp\1997). Emotional perception also
includes the assessment of emotion through desagiveprk, and language. Accurate

perception of emotion serves to heighten cognitimetioning through an ability to
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discern honest versus dishonest emotional expressnml to discern the truth of verbal
declarations of feeling.

The second branch ising emotionor what Mayer and Salovey (1997) referred
to as the facilitation of thinking. This abilitygters the discernment of how emotions
affect judgments, viewpoints, and choices of actiacilitation of emotion includes the
ability to prioritize emotions effectively based threir importance for directing thinking,
goal-orientation, and behavioral judgment. Emoticas be used to facilitate useful
positive and negative mood states that enable @e#f sind others to maximize their
actions, emphasize different points of view, anddive problems.

The third branchynderstanding emotigmefers to a person’s ability to analyze
emotions and emotional knowledge to interpret tieammg of emotions, and to predict
social outcomes based upon the cause and effeongflex emotions and their
interpersonal and intrapersonal consequences. Uipege of accurate understanding of
emotions for heightened cognition includes theittib predict transitions from one
emotional state to a future state, such as wheim@seof sadness are likely to transition
to a pensive state, or the situational conditionshich feelings of anger transition to
shame (Mayer & Salovey, 1997).

Mayer and Salovey (1997) described the fourth bramanaging emotioras
reflective regulation and promotion of emotionadi amtellectual growth. These authors
viewed regulation and management of emotion abititeest branch of ability.

Emotional management refers to one’s capacityap gpen to feelings both pleasant and
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unpleasant, for the purposes of engaging or detgdhom emotion. More specifically,
regulation infers the ability to mitigate (withogipressing) undesirable emotional states
in one’s self and others, while heightening (withexaggerating) positive, desirable
states. The practical application of emotional nga@naent includes the ability to build
positive relationships with others by relating witeir feelings, to help others make
better decisions given their emotional state, andftuence, channel, and direct emotion
and behavior toward beneficial outcomes (Mayet.e2802). Jordan et al. (2002)
proposed that emotional management relates to groligboration, with higher EI
leading to increased sharing of information andvidedge, which in turn leads to
increases in goal achievement and performance.

The distinguishing feature of ability theory istlita basis is the intersection of
emotion and cognition (Mayer & Salovey, 1997; Salp& Mayer, 1990). Predictions
and assessments of intelligent behavior are theilesito other measures of intelligence,
insofar that mental problems have right and wramgneers that are assessed by their
adaptability (i.e., correctness) compared with tssirable alternatives (Mayer et al.,
2000). Mayer et al. (2002) also proposed that Eldndevelopmental component, with
ability increasing with age and life experience.yigaand Salovey (1995) explored the
developmental aspect of El, and theorized thaviddals high in EI would tend to be
raised in homes with emotionally nurturing pares&dect peers during childhood and

adolescence who were emotionally positive role nsydand develop expert knowledge



62
in a specific emotional area related to aestheticsal reasoning, and social problem

solving.

The theoretical underpinning of ability EI has beeiticized for its emphasis on
adaptation and consensus as appropriate definiibimselligence (Antonakis & Dietz,
2010; Maul, 2012). Critics (e.g., Larsen & Lern2006) specifically questioned the
concept that the most popular way to solve emotiomallenges in life is necessarily the
most intelligent approach by default, thereby ajgestioning the ability of the model to
distinguish individuals of very high ability frorhdse of average ability. Other scholars
have also criticized the ability model for domairedap with cognitive ability and
personality (Fiori & Antonakis, 2012; Rossen, Kriemz& Algina, 2008), the latter also
being a critique levied against the second themaktiamework of El—the mixed model.
Mixed-Model El

Mayer, Caruso, and Salovey (2000) first used tha,taixed modelto define a
socio-emotional concept of El that combined perbgneharacteristics in addition to
self-estimates of emotional ability. Bar-On (1989 ékscribed El as consisting of a
constellation of personality traits, learned corepetes, and personal preferences. Mayer
and Salovey (1997) eventually referred to theigioal definition of El in 1990 as falling
under the mixed model framework, and indeed atpmiet along with several colleagues
described EI through three competency indicat@jsaitention to mood, (a) clarity and
understanding of mood, and (a) mood repair (SaloMayer, Goldman, Turvey, &

Palfai, 1995). In their original article, SaloveydaMayer (1990) not only established a



mental ability conception of El, but also includeersonality characteristics believed to
serve as markers or indications of high or lowdsik] which distinguished between
individuals who are warm and genuine in demearanfthose who are “oblivious and
boorish” (p. 199). Using dispositional tendencissrarkers indicative of emotional
ability influenced the development of many compgtimxed model frameworks (Bar-
On, 1997; Boyatzis et al., 2000; Brackett, Riv&isiffman, Lerner, & Salovey, 2006;
Cooper & Sawaf, 1996; Jordan, Ashkanasy, Hartel|.eR002; Schutte et al., 1998;
Wong & Law, 2002). Because of the earlier influent&alovey and Mayer (1990),
mixed-model EI frameworks have some conceptual domzerlap with ability EI by
including characteristics associated with intelige such as problem solving (Mayer et
al., 2002). Mixed-model frameworks also includerelateristics representing life
qualities or dispositional tendencies rather thaifitees such as happiness and
impulsiveness (Bar-On, 1997). Bar-On (1997) defdrtties approach by asserting that
model complexity is necessary in order for El tedict the degree to which an individual
is likely to cope with the emotional demands anespures of life.

The exact composite of traits associated withinntinreed-model framework
varies by theorist. Goleman (1995), for examplespnted evidence from cognitive
neuroscience to identify five emotional competes@ssociated with socially desirable
behavior: (a) self-awareness, (b) self-regulatfopmotivation, (d) empathy, and (e)
social skills. In a follow-up work that focused thpplication of El within the specific

workplace setting, (Goleman, 1998) defined El asrthed capability based on emotional
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intelligence that results in outstanding work perfance” (p. 9). Boyatzis et al. (2000)

explained that El can be inferred by the ways iitilials use their skills of self-
awareness and social awareness toward effectivé@® of interpersonal conflicts and
challenges.

Like Goleman (1995) before him, Bar-On (1997) degan with the framework
of Mayer and Salovey (1990) to build his mixed mamfeEl. Using psychological
resilience as a basis for what constitutes El, @arviewed high-functioning behavior as
predictive of an individual’'s chances for succeskfe, as well as determining his or her
emotional health and well-being. In a fashion samib Salovey and Mayer (1990), Bar-
On cited Darwin’s evolutionary theory, Thorndikaacial intelligence, and Wechsler’s
expansive definition of intelligence as foundatilaioahis theory. Bar-On’s framework
for mixed model El has been called the most congareive (Matthews et al., 2002) and
is divided into five composite dimensions: (a) mpersonal skills, (b) intrapersonal skills,
(c) adaptability, (d) stress management, and (e¢i@¢ mood.

In addition to the combination of abilities andtsaanother theoretical
underpinning that connects the various mixed mbrdeteworks is the proposition (e.g.,
Schutte et al., 1998) that individuals have swgfitiinsight into their own four-factor El
ability level to provide accurate self-reportedadathis proposition is dubious given that
studies on self-estimated cognitive ability haveveh a positive correlation of only .22
between self-estimated and actual fluid IQ (Cham&remuzic, Moutafi, & Furnham,

2005). Mayer and Salovey (1997) specifically frarteelr theory of El as a stratum of
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general intelligence. There is also an inversdiogiahip between neuroticism and self-

estimated mental ability (Chamorro-Premuzic et2005), indicating that individuals
high in neuroticism may over-estimate their owrigbon questionnaires. Salovey
(2006) suggested that leaders who overestimateBheaire actually demonstrating low
El (poor emotional self-awareness). The entire bafdpeory associated with mixed
model EI has been roundly criticized as a confubetveen El factors and existing
personality factors (Roberts et al., 2010) andesurff from a lack of conceptual clarity.
The lack of clarity in mixed model El theory isdaty due to the manner in which the
definitions of EI have been stretched to includarlyeany quality from positive
psychology that is unrelated to academic abilitflwd intelligence (Matthews, Zeidner,
& Roberts, 2012).
Measurement of El

To organize the many ways EIl has been measurgésgarchers Daus and
Ashkanasy (2005) and O’Boyle et al. (2011) sorteohte a three-category taxonomy.
The first category includes instruments based eratility EI model of Salovey and
Mayer (1990). The second and third categories mtsdy include (a) self-report
guestionnaires based on the four factors of aldltyand (b) self-report questionnaires
based on a wide range (or mix) of El factors.

Ability-based tests.Collaborating with their colleague Caruso, theibkl
researchers Salovey and Mayer created their @sstdf ability-based El, the MEIS

(Mayer et al., 2000a). Previously, Salovey and Mdwnzl co-created a self-report



measure of El, the Trait-Meta Mood Scale (TMMS;dsal et al., 1995), which is an
example of a mixed model El instrument. By deveaigghe MEIS, the authors sought to
meet criterion standards for El being a legitinratede of intelligence. In addition to
predicting adaptive life outcomes better than ctigmintelligence alone, Mayer et al.
(2000) argued that a valid instrument must alsotieefollowing criterion standards:

(a) its operational definition includes discretesqer factors) of ability; (b) it must show
that defined ability factors correlate with one @r@w (while also showing unique
variances from pre-existing measures); and (custndemonstrate a pattern of
progressive developmental ability increase assediaith age and life experience. Thus,
during 1999-2000—roughly 10 years after their alitesearch was published—the
MEIS was established as the first ability-basetrimsent measuring EI.

The MEIS was operationalized around 12 task commisra El representing
three distinct factors (perceiving, assimilatingg ananaging). Norming for the test
occurred using data from both a consensus groupngcand an expert group scoring
(which originally consisted of the authors only; yaet al., 2000). The three-factor
result differed from the theorized four factorstwtihe fourth factor of using emotion
emerging though oblique data rotation using onéydbnsensus group data. Because the
test contained 402 total items and took well ovehaur for participants to complete
(Weinberger, 2002), one of the determining congitiens for the need to revise the

MEIS was the practical consideration of time lengidl expense for ongoing research.

66



Using the same model of El and data collection wathused to develop the
MEIS, Mayer et al. (2002) developed its revisidgre MSCEIT V2.0 (the earlier
MSCEIT V1.1 was an unpublished research versiong. duthors updated the

hierarchical factor structure of El as illustratezlow in Figure 3.
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Figure 2.The ability model of emotional intelligence measlby the MSCEIT,
including total, area, branch, and subscale lévete: From “MSCEIT User Manudlby
J.D. Mayer, P. Salovey, and D.R. Caruso, p. 86y€gipt 2002 by Multi-Health
Systems. Adapted with permission.

Although the four factors remained the same opamatly and conceptually as
the MEIS, the number of subscales in the MSCEIpgeal from 12 to 8, and the
descriptive language associated with each factsrsiaplified and more specific. This

new framework led to the specification of the MSTHEirough four branches and eight

subscales: The first branch, perceiving emotioas,dubscales (a) face identification and
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(e) picture identification; the second branch ushag integrating—emotions, has

subscales (b) facilitation and (f) sensation; thedtbranch, understanding the
consequences and outcomes of emotions, has subgcatdanges of emotion and (g)
blending of multiple emotions; the fourth brandte fbility to manage emotions in both
oneself and others, has subscales (d) emotionageament and (h) relations
management (Mayer et al., 2003). This four-factodet also clustered branches 1 and 2
into an area score (experiential), and branchexl3lanto an area score (strategic).
Some researchers have described the areas of &ikis categorical descriptors of the
MSCEIT that do not represent a two-factor frameworkel (Palmer, Gignac, Manocha,
& Stough, 2005; Rossen et al., 2008). Althoughatea descriptors remain in their
conceptual model, area scores are seldom repoytezkbarchers in favor of total EI and
four-factor (branch) scores, and Mayer, Salovey, @aruso do not even raise the issue
of experiential and strategic area scores in @@08 analysis or 2011 review of El
(Mayer et al., 2008; Mayer et al., 2011).

The Diagnostic Analysis of Nonverbal Accuracy (DANNVassesses visual cues
of basic emotional expressions, and auditory ndralazues of emotion for both adults
and children (Nowicki & Duke, 1994). The DANVA istest of emotional perception
(facial recognition) that has been described bytgvaCole, and Humphrey (2011) as a
single-factor measure of ability EI. Nowicki and k2u(2001) reported an internal
consistency of .78 across test items on the DANAgough its use is rare in

organizational research, the DANVA has been useahiattempt to demonstrate a
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correlation between EI ability and transformatiolealdership (Rubin, Munz, & Bommer,

2005). Discussion of the study by Rubin et al. @0fppears in the empirical review
section of this chapter.

In sum, the MEIS, the MSCEIT, and the DANVA rely thre use of veridical
scoring (right and wrong answers to test questj@asppposed to self-rated perceptions
or opinions about one’s skill, creating an objeetigsting approach and the most
compelling means for construing emotional abilitsssa legitimate form of factor-
analytic intelligence (Mayer et al., 2008; McEng&i&roves, 2006). Ability El has been
incrementally distinct from g-factor fluid inteligce in previous research (Rossen &
Kranzler, 2009). Because The MSCEIT in particul@asures abilities that are essential
to building meaningful and authentic relationshipth people in a manageable-size test
(compared to the MEIS), it also represents a colingehnd logical construct for
predicting positive relationship outcomes betwesadérs and associates in
organizational field research (Brown & Moshavi, 30Webb, 2005; Wu, Liu, Song, &
Liu, 2006), which is why it has been selected fos study. Presentation and discussion
of reliability and validity of the MSCEIT appears Chapter 3.

Self-report ability. This second category of measurement (self-reilitya
guestionnaires) was separated as a distinct measoteategory from ability El tests by
Daus and Ashkanasy (2005), and then again by J@asepNewman (2010), Walter et al.
(2011), and O’Boyle et al. (2011). This separatgodue to the sharp philosophical

difference between whether or not El (as a fornmt&lligence) can be meaningfully



determined by self-estimation of ability and pewmdg-style question items as markers
rather than by testing intelligence traditionalydugh the use of right and wrong
answers (Law, Wong, & Song, 2004). One advantagleeofjuestionnaire format is to
provide researchers with a short and cost-effectitegnative to lengthier ability El
measures (Brackett & Mayer, 2003). Another advantaga questionnaire approach is
the possibility that subjective assessment mayalewere about an individual’s
emotional ability tham priori determinations of right and wrong answersomplex
socio-emotional real-life scenarios (Matthews et2012). One final advantage is the
ease with which the EIl questionnaire format catréeslated into different languages
without losing reliability and validity due to cuklal differences for right and wrong
answers to adaptive emotional behavior (Wong & L2002). There are five major
instruments associated with this category, aslgrigécussed below.

The Assessing Emotions Scale (AES) is 33-itemreglért El assessment
(Schutte et al., 1998) based upon Mayer and Saley&997) four-factor model of
ability-based EI (perceiving, using, understandarg] managing emotions). Because this
was initially an unnamed assessment of El, it liendoeen referred to as the Schutte
Self Report Inventory of Emotional Intelligence &8, see Gignac, Palmer, Manocha,
& Stough, 2005), among other names. However, bydae 2009 the AES nomenclature
was adopted (see Schutte, Malouff, & Bhullar, 200%)e AES uses a 5-point Likert-type
scale of agreement, with scores ranging from 38€kt) to 165 (highest). Schutte et al.

(2009) set forth to develop the scale after connolgithat the cognitively oriented



approach of Mayer and Salovey (1997) provided fttost cohesive and comprehensive”
model of El (p. 169). Development began by esthbiigga pool of 62 items using the
work of Salovey and Mayer (1990) as a theoretieaklfor an initial pilot test.

Palmer and Stough (2001) developed the Swinburmeeldity Emotional
Intelligence Tes(SUEIT), a 64-item assessment based on a 5-pdietiscale of
agreement. The SUEIT is a self-report El instrunspmcifically designed for
organizational settings. Although based largelyrugh® Mayer and Salovey (1997)
ability model, the factor structure of the SUEITsightly different from the traditional
four factors of ability El. Instead, the SUEIT cats of the following five sub-scales:
emotional recognition and expression (similar tcpring emotion in ability El, this is
the ability to identify one’s own feelings and eags them); emotions direct cognition
(measures how emotions facilitate thought the gmbdolving); understanding emotions
(specifically, the emotions of others); emotionamagement (similar to the ability-based
El factor of the same name, measures the abilitgdnage positive and negative
emotions in oneself and in others); emotional adr{tneasures the application of
emotional management to workplace situations). R &etrides, and Furnham (2005)
reported that researchers have yet to demonstratemental validity for the SUEIT
beyond personality and cognitive ability.

Between the years 2002 and 2006, the SUEIT wagalgoEl instrument choice
in leadership studies, particularly studies ofrélationship between EI and

transformational leadership (Gardner & Stough, 200ass et al., 2006; Palmer,
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Gardner, & Stough, 2003b).However, the SUEIT evalhtwaned in use compared with

the shorter and more parsimonious Wong and Law Bmealtintelligence Scale
(WLEIS; Wong & Law, 2002), which has become a mmopular instrument post 2006
for examining the EI - transformational leadersfgiationship, particularly with a
growing interest in studying EI among researcherson-English speaking countries
(Wang & Huang, 2009).

Due to the fact that the MSCEIT has not been tededlinto languages other than
English (Mayer et al., 2002) and more recently Nagian (Multi-Health Systems, 2005),
it may not be a valid instrument for use in non-W&asworkplace cultures (Caruso,
personal communication August 6, 2006). The WLEES weveloped by Wong and Law
(2002) to provide a short measure of four-factottak was also suitable for research in
the non-Western workplace, most notably in Asialtuces. Although Mayer and
Salovey’s (1997) El-factor structure was used esreceptual framework, the fourth El
factor (emotion management) relied upon Gross’ 81 99odel of emotion regulation for
theoretical foundation and item development (Wonbgagv, 2002). Although very
similar to the framework of emotional managemersicdeed in Mayer and Salovey
(1997), in which emotional regulation was definsdfg recognition, selection, and
facilitation of emotion in both oneself and in atheGross (1998) described emotional
regulation through a temporal, intrapersonal predeginning with emotional cues
(input), individual response tendencies (via ardeoé and response-focused processing),

and emotional expression (output).



Internal consistency reliability for the four facdaf the WLEIS (16 items total;
four items for each factor) ranged from .83 to 18ms are rated on a 7-point Likert-type
scale of agreement. In their analysis, Law, Womng, $ong (2004) found acceptable
convergence with two other El measures, the TrataMMood Scale (TMMS; Salovey et
al., 1995) and the EQ-i (Bar-On, 1997). The strergtthe WLEIS is its validity with
non-English speaking participants, but because fneject data was collected
exclusively in Hong Kong and the People’s Repubfi€hina, the results of their
findings may not generalize outside of Asian cdtufWwong & Law, 2004). For
example, a subdued or a non-emotional response fabed with inappropriate displays
of emotion by a boss is likely to be viewed asghll behavior in Chinese culture, but
could be viewed as emotional disengagement in aéffes/orkplace setting (Wong &
Law, 2004).

The Workgroup Emotional Intelligence Profitr WEIP (Jordan, Ashkanasy,
Hartel, et al., 2002), is a 27-item measure baseldlayer and Salovey’s (1997) model of
ability-based EI. The unique design purpose oMH&P is to create work-team EI
profiles, specifically to predict the effectivenessl goal performance of teams. The
proposed proposition from Jordan et al. (2002had tvork-team collaboration increases
as team El averages increase. Higher team EIl ctéem@smembers to increase
information and knowledge sharing, which in turads to increases in goal achievement
and performance. The WEIP-3 became the first anst theoretically important

refinement of earlier prototypes (WEIP-1 and WE)R3@e to a stronger theoretical
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association with Mayer and Salovey’s (1997) abitigsed EI model (Jordan et al.,

2002). Refinements to the WEIP continued to uniiolchpid fashion, and by 2004 a
WEIP-6 emerged (Jordan & Troth, 2004).

The WEIP has a seven-point, Likert-type scale oéagent, from 1sfrong
disagreemeni to 7 gtrong agreemeptJordan et al. (2002) conducted a factor analysis
finding seven factors grouped into two scalesAgai)ity to Deal with Own Emotions and
(b) Ability to Deal with Other’s Emotions. They fod convergent validity for the WEIP
with scales for self-monitoring, interpersonal t@aty, emotional control, and creative
problem solving. Jordon et al found evidence ferdbnstruct validity of the WEIP with
correlations between the WEIP and two out of tmedliactors of the TMMS,
specifically clarity of moodr(= .24,p < .01) and repair of mood € .28,p < .01).

The Self-Rated Emotional Intelligence ScaleSREIS (Brackett et al., 2006) is a
19-item self-report measure (it utilizes a 5-paicdle in which 1 = very accurate; 5 =
inaccurate), designed to map onto the four facibtee MSCEIT (Mayer, Salovey, &
Caruso, 2002) as a performance measure of El. Tihers selected items from the
TMMS (Salovey et al., 1995) and the AES (Schuttal ¢t1998), as well as the creation
of novel items to provide adequate coverage fofoait ability-based EI factors
(perceiving emotion, using emotion, understandmgtion, and managing emotion).
Factor analyses by Brackett et al. (2006) confirtiedfour-factor model and a single
factor hierarchical model of El. Correlations bedwehe four dimension scores and the

total SREIS score were statistically significanithws ranging from .57 to .78. Brackett
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et al reported a coefficient alpha estimate ohimslity for scores on the overall measure

as .84.

Despite the instrument being based upon the fadoffs of ability-based El,
Bracket et al. (2006) found that the SREIS andMIBCEIT correlations were not strong
(r =.19,p <.01), a finding consistent with previous resharn the relationships between
the MSCEIT and other self-report EI measures (Betick Mayer, 2003; Mayer et al.,
2002; Van Rooy, Viswesvaran, & Pluta, 2005). Iin@e-study pilot test with college
students, Brackett et al. (2006) also found thatrétiability of the relatively short 19-
item SREIS was inconsistent (.84, .77, and .6Gee$vely). The scale has not had
revisions or updates since its initial 2006 pulii@a

Self-report mixed model. The use of a constellation (or mix) of self-estiesh
abilities, personality traits, competencies, ancg@eal behavioral preferences
characterize mixed model instruments (Bar-On, 19R@searchers have described mixed
model measures as encompassing an array of corogetemains and personality traits
that are “connected only by their non-redundandi wognitive intelligence” (Joseph &
Newman, 2010, p. 55). Construct validity problerostue to appear in the
accumulated body of evidence, problems that mayemtefuture theoretical
consideration (Joseph & Newman, 2010). Additiondtye ease with which respondents
can provide fake answers to obtain high scoresigadimodel El measures (Grubb &
McDaniel, 2007) raises additional concerns forrtpeactical use within organizations

given that social desirability pressure is likadyalter participant responses. The most



prevalent measures in the literature are the B&ai-On, 1997), the TMMS (Salovey et
al., 1995), and the ECI (Boyatzis et al., 2000).

The rationale behind the development of the EQar{Bn, 1997) is that effective
emotional functioning predicts an individual’'s cleaa for success in life as well as
determining his or her well-being. The EQ-i hasrbdescribed as the most
comprehensive measure of the mixed model instrusn®mtthews et al., 2002) and is
structured through a total EQ score divided inte tomposite scales and 15 sub-scales.
Bar-On (1997) referred to his model descriptivedybaing mixed (a nomenclature
defined and expanded upon in Mayer et al., 20@®@rring to the mixed constellation
structure of competencies, dispositions, and emalicapabilities employed within the
instrument.

Parker, Keefer, and Wood (2011) reported estimatesliability and evidence
for the construct validity of scores on a shortiasf the EQ-i (the EQ-i:S), using an
undergraduate university student population. Aatgirof measures in addition to the EQ-
i:S were included as criteria variables in thislgsia: the Toronto Alexithymia Scale,
NEO Five-Factor Inventory, and Connor’s Adult ADHR&aiting Scale. To test convergent
validity, the MSCEIT was selected as an EI meastine.EQ-i:S scores showed
convergence with the MSCEIT (65% shared varianond)aexithymia (29%). The
correlation between total score EQ-i:S and MSCE&B v81, demonstrating that both
tests are largely measuring the same latent cartgfParker et al., 2011ull-scale EQ-i

analysis of reliability and validity was examineglDawda and Hart (2000), who found
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support for the convergent validity with extraversiconscientiousness, and

agreeableness; discriminant validity with measofedexithymia, neuroticism,
depression, and stress somatization.

Subsequent reviewers of Dawda and Hart’'s (200@) aiaalysis (Matthews et al.,
2002) expressed their concerns that the EQ-i largmives as a proxy measure of
existing personality traits. Furthermore, in BarO{2000) own review of his scale, he
claimed there was little empirical defense for fofdhe 15 subscales, and soon thereafter
(in 2002), shifted toward a belief that insteadhisfinstrument measuring El, the EQ-i is
actually a hybrid measure of emotionally and ségiakelligent behavior (as cited in
Thingujam, 2002).

Although seldom used today in the peer-revieweddiure compared to others,
the first mixed model instrument of El was develbpg ability-based model proponents
Salovey and Mayer along with a group of colleagli&é&®TMMS (Salovey et al., 1995)
measures a three-factor structure of El: (a) atieritb mood, (b) clarity and
understanding of mood, and (c) mood repair, whegresents the regulation of mood
valence (pleasant and unpleasant) by either chgragirunwanted mood or maintaining a
desirable state. The TMMS consists of 30 itemsf¢t @ach scale) rated along a 5-point
Likert-type scale of agreement. Despite being aechimodel approach (i.e., a mixture of
personality preference and ability estimation usialf-reported measurement), the
TMMS represents the first attempt to operationaBaéovey and Mayer’s 1990

framework. Because the TMMS was successfully tedadland validated for use by
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Spanish-speaking participants (Fernandez-Berrésatemera, & Ramos, 2004), a

shortened, translated version of the TMMS contirtodse used in the literature to
measure EI (Fellner et al., 2012; Gorostiaga, Ralla, Aritzeta, Haranburu, & Alonso-
Arbiol, 2011), but is otherwise rarely used, withixFand Spector (2000) referring to the
instrument as being a vaguely defined operatioattin of El.

The commercial success of Goleman’s books on Elef@an, 1995; 1998) drew
significant scholarly attention to tl&motional Competence Inventoor ECI (Boyatzis
et al., 2000). The ECI consists of four competesidig) self-awareness, (b) self-
management, (c), social awareness, and (d) sddiigl £ach of the four competencies
has a list of sub-scale dimensions that are basé&sloteman’s list of 24 competencies
(Goleman, 1998). The psychometric properties ol86¢ are questionable. As reported
in its technical manual (Sala, 2002), the ECI shawsde range of internal consistency
reliability coefficients, with one sub-scale (caaflmanagement) at= .39. Test-retest
reliability coefficients also perform poorly, witine sub-scale (service orientationj at
.05. Although the ECI has been used as a measikinfresearch examining
relationships with leadership-related variableshsas leader emergence (Offermann,
Bailey, Vasilopoulos, Seal, & Sass, 2004), in teohthe relationship between the ECI
and transformational leadership, a review of ttexditure indicates that no peer-reviewed
studies have been conducted to date using theTB€ldecrease in use of the ECI in
organizational research is not surprising givencifitecism of its reliability and validity

compared with other El measures (Zeidner, Matth&\Rpberts, 2004).
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Empirical Review: Emotional Intelligence

Antecedents of EI.The model of El being used largely influences sswew of
the antecedents of El. For example, researchees haported that ability El is a mental
ability unrelated to personality (Mayer et al., 2DIwhereas mixed model El
intentionally includes factors of individual diffamces that are associated with personality
(Bar-On, 2004; Van Rooy, Viswesvaran, & Pluta, 20@ue to the reality that there
isn’t a universally agreed upon operational defnitof EI (Cherniss, 2010), the
antecedent and outcome literature related to ElL imiseviewed carefully with respect to
interpretation based on the mode of El employethbyesearcher (Roberts et al., 2010;
Van Rooy & Viswesvaran, 2004). Van Rooy et al. @0@ssessed the relationship
between different measures of El classified byntireed model framework. The authors
reported an estimated true score correlatiop {71 between mixed model El measures
(k=11,N = 3,259). However, the authors found that whenptesnwere aggregated, the
mixed model El measures were independent fromtgliilitests f =.14;k=13,N =
2,442).

Barbuto and Story (2010) proposed that locus ofroband mental boundaries
are antecedents of mixed model El. The mental barigsl construct includes a
dichotomy of thin and thick mental boundaries (iHanhn, 1991). Individuals with thin
mental boundaries are capable of moving from oaknig to the next with ease, are more
open to ambiguity, and are more inclined towardnpe¢rsonal connectedness, whereas

individuals with thick mental boundaries are marelined toward structure, certainty,
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closure, and interpersonal separateness (Hartmi@84). Barbuto and Story proposed a

hypothesis that thin boundaries would be correlatighl EI, and the results of their
examination supported their hypothesis(32;p < .01). Internal locus of control also
correlated with El scores € .41;p <.01). Additional studies also confirmed the
relationship between locus of control and El (Defiias, & Aydogan, 2009; Johnson,
Batey, & Holdsworth, 2009; Kulshrestha & Sen, 2006)

A longitudinal study of 188 predominately Africars®rican children and their
mothers (Bennett, Bendersky, & Lewis, 2005) focusedhe contributions of individual
and social characteristics as antecedents of enabtiecognition and emotional
situational knowledge. Positive parenting was shtope positively correlated with
emotional knowledge in children at 4-years of dgmyever the effect included mediating
factors such as a low-risk home environment, tlesgace of a verbally intelligent
mother, and cognitive ability in the child.

Impulse control has long been associated with mmedel EI (Bar-On, 1997),
including the ability in very young children to dglgratification, which in turn is
associated with the development of socio-emotiooaipetencies later in adolescence
(Shoda, Mischel, & Peake, 1990). Adolescents wileddo delay gratification at age
four demonstrated low emotional regulation abilityheir early teen years, including
being short-tempered, reporting increased negafieet and self-image, lower stress-
coping skills, and higher susceptibility to stressobilization (Shoda et al., 1990). In

adults, Dawda and Hart (2000) found that partidipaeoring high in EI exhibited a
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stronger capacity for handling stressful situatiaittiout losing control, more frequent

positive moods, and lower intensity level of affdeawda and Hart also found that El
correlated negatively with alexithymia and depressi

Gender and age are both important antecedent \esitdbconsider for EI.
Research findings indicate women consistently shmmre ability in emotional
management than men (Brody & Hall, 2000; Hall & ¥&908). In a study using a self-
reported EI measure, women scored higher than menal EI (Schutte, Malouff,
Simunek, McKenley, & Hollander, 2002). This diffae also shows up in ability El,
with women scoring slightly higher (3.2% explainetiance) in total EI compared to
men (Mayer et al., 2000). Hall and Mast (2008) fbtimat women performed better than
men did in a series of affective tasks relatedhterpersonal sensitivity. However, when a
competition variable was added to the exercise, srmrformance increased to the level
of women, indicating that different motivationalagegies may explain part of gender
differences in emotional sensitivity.

Age has also predicted El, and may even represaigating factor of gender
differences in ability-based test scores (Fernaiezrocal, Cabello, Castillo, &
Extremera, 2012). The recent findings by Fernaritizecal et al. (2012) supported the
developmental (life-span) premise for emotionaligbiound in Mayer and Salovey
(1995; 1997), who proposed age to perhaps be anrevee important factor than gender
in determining ability EI. Mayer and Salovey (19%8ted that El score increases with

age are in part due to the natural connectionsdmiwne’s life experiences and an



expanding lexicon of emotion that occur with magumto adulthood. Age explained
more variance in total ability EI scores than gendeth the lowest age group

performing the worst (Mayer et al., 2000). This wasticularly true for the stategic score
branches of understanding and management combimtadage explaining 9.2% of score
variance. In an attempt to identify additional atianal and demographic antecedents of
ability El in a nurse population, Freel (2010) rapd that MSCEIT score differences
were non-statistically significant with respectyars of education or work experience,
controlling for age.

Cognitive ability seems to play another importaérin determining El,
particularly ability-based El. Whereas ability Ehtls to be less correlated with
personality than mixed model EI (Rivers, Brack8t|ovey, & Mayer, 2007), ability EI
correlated positively and statistically significgnivith cognitive ability, with correlations
ranging between .30 and .40 (Roberts, Zeidner, &Mhavs, 2001). Zeidner, Roberts,
and Matthews (2008) proposed that given its conmetd g-factor, ability EI could fit
into the multistratum map of general-factor analytitelligence advanced by Carroll
(1993). Cognitive functioning is hypothesized tegtct ability El scores to some degree
because individuals require both abilities to featié thinking and to regulate their
emotions toward effective interpersonal and intrapeal goals and purposes (Rivers et
al., 2007). However, there are some indicationsuhbke using, understanding, and
managing emotions, the factor of perceiving emdatioray not relate to cognitive ability.

For example, accuracy scores on the DANVA (an glitieasure of El associated with
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the perceiving emotions factor) were statisticallyelated tag-factor intelligence scores

(Nowicki & Duke, 1994).

The strongest and most consistently reported caiomelsetween cognitive ability
and ability-model EI (positive correlations abo®6).appears to be with the
understanding branch (Bastian et al., 2005; Ca2@3@6; Lumley, Gustavson, Partridge,
& Labouvie-Vief, 2005; Rivers et al., 2007). Whesemme critics, most notably
Antonakis (2003; 2004), declared that high correfet with 1Q were a reason for
discarding El, others contest this view (e.g. Rivetral., 2007; Van Rooy et al, 2005),
believing that the correlation is appropriate fstablishing convergent validity, rather
than failing to demonstrate discriminant validilymoderate, positive correlation
between 1Q and ability El is consistent with thedfetical basis for ability El as a type of
human intelligence (Mayer & Salovey, 1995; 1997hddrate, positive correlations were
reported between ability El and verbal SAT scoBrackett, Mayer, & Warner, 2004;
Lopes, Salovey, & Straus, 2003), although Salovey.€2003) found non-statistically
significant correlations (close to zero) with vdrbeores on the WAIS-IlIr(= .15, n.s.).
Researchers have reported additional low to moelg@gitive correlations between total
ability El and ACT scores (O'Connor & Little, 200&)d between El and WISC-R-95
scores (Zeidner, Shani-Zinovich, Matthews, & Ra®e2005).

Unlike the ability model of El, mixed model El sdeal specifically on non-
cognitive aspects of intrapersonal and interpeisiomationing (Bar-On, 1997), which

suggests that relationships with cognitive abagitypuld be small to non-existent. Indeed,
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an analysis by Newsome, Day, and Catano (2000)texpao statistically significant

relationship between IQ scores and scores on mesmbased on mixed model EI.
Offerman et al. (2004) likewise found a non-statadty significant relationship between
El and total SAT scores € .04, n.s.), but a small positive correlationhwerbal SAT
=.09,p < .05).

A study by Grubb and McDaniel (2007) reveals alelngle with accurately
determining the nature of the relationship betwi€gand mixed model EI.
Undergraduate student participants were askednmplate the EQ-i twice. The first time
they were asked to assess their ability as honasthossible, and the second time they
were asked to fake their score to obtain the lmesesoutcome. When asked to take the
EQ-i assessment with the goal of maximizing thenspnal score (i.e., faking good),
participant IQ and agreeableness combined to grbajh EI scores, showing that higher
IQ helps participants to potentially fake mixed rabHBI scores, which rely on self-
reported questionnaires. The finding by Grubb amid&hiel (2007) indicates the
importance of study context when selecting an Edsuee, especially in workplace field
research, in which social desirability bias andecpived pressure to fake good may be a
factor influencing employee responses on self-iiegpldEl instruments (Kluemper, 2008).

Personality is the most frequently discussed adesteof mixed model El in the
literature (Antonakis & Dietz, 2011), and the degte which personality predicts scores
on the EQ-i, in particular, has been called “exseSsand “egregious” (Zeidner et al.,

2008, p. 66). In a two-study paper, De Raad (2@0%)bined 437 items from existing
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mixed model measures of El, revealing a factorcstine matching four of the Big Five

personality factors, with 42% of items in Studyitfirfg the neuroticism factor, and 51%
in Study 2 matching three factors (extraversiomeagbleness, and conscientiousness).
Similarly, Murensky (2000) found scores on the ELpositively correlate with the Big
Five personality factors of extraversias fanging from .24 - .49), openness anging
between .22 - .28) and conscientiousnessgnging from .30 - .39). A later analysis
(Byrne, Dominick, Smither, & Reilly, 2007) foundahECI scores correlated negatively
with neuroticism i = -.48,p < .01) and positively with extraversion% .53), openness (
= .37), agreeableness< .27), and conscientiousness=(.34).

The Big Five factors of personality play less ofeemecedent role in predicting
ability El across the empirical literature compateanixed model. For example, Brackett
and Mayer (2003) administered scales assessirBjgheive personality factors to
college students, finding higher correlations witixed model El (measured by the EQ-i)
compared with ability EI (the MSCEIT), with extragen correlating only .11 positive
(p = ns)with ability EI compared with .37%(< .001) for mixed model EI. The
personality factor of neuroticism showed no st&@sisignificance with ability El,
compared to a negative correlation (r = 4657 .001) for mixed model. Only openness (
= .25) and agreeableness=(.28) correlated positively with the MSCEIT (Bkatt &
Mayer, 2003). An analysis across five studies=(1584) using weighted means (Mayer,
Salovey, & Caruso, 2004) indicated that agreeakkefie= .21,p < .005), openness €

.17,p < .005), and to a lesser extent conscientiouginessl1,p < .005) correlated
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positively with ability EI, whereas neuroticism oslated negatively at only -.08 €

.005). Mayer et al. (2004) concluded that relatiops between the Big Five personality
factors and ability EI were weak compared to mixeztiel El, and as a result, mixed
model El provides limited information at best abthé characteristics of high El
individuals.The degree to which agreeableness and opennesdalidey moderate
positive correlations with ability El across seVestadies was interpreted by Mayer et al.
(2004 ) as being consistent with ability EI theory.

Consequences of EIResearchers have found statistically significant
relationships between El and a wide range of ouesynmcluding academic performance
(e.g., Brackett, Rivers, & Salovey, 2011; Lyons éh8eider, 2005), health and well-
being (Brackett & Mayer, 2003; Lopes et al., 20@8)J] work outcomes such as job
performance (Joseph & Newman, 2010; O'Boyle eR@ll1l), and job satisfaction (e.g.,
Brackett & Mayer, 2003; Brunetto, Teo, Shacklocki-&r-Wharton, 2012; Carmeli,
2003; Schutte & Malouff, 2011; Sy, Tram, & O'Ha2806). Given the specific relevance
of the El-transformational leadership relationsioipny study, discussion of it appears in
detail separately from the examination of the ottmrsequences of El.

Academic performance. There are several noteworthy studies on the ogishiip
between ability EI and academic performance. Bacc(2003) found that MSCEIT total
scores explained 8% of the variance in academicesisan her sample of 150
undergraduate students (multifte= .12,R*adj = .08), but the correlation was not

statistically significant when controlling for veabSAT. Lyons and Schneider (2005)
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found that the understanding emotions factor orlMBEEIT positively related to

performance on math-test items<.48 for malest =.39 for femalesp < .05), and that
emotional management positively related to higlegfggmance for male participants<
.39,p <.01). However, Lyons and Schneider found thatgbsitive correlation
disappeared when controlling for general mentditgbin a study with undergraduate
college students, Ashkanasy and Dasborough (2@p8yted that scores on the MSCEIT
correlated positively with multiple-choice exam foemance = .26,p < .01), as well as
overall final grades in a leadership counse (20,p < .05). Brackett and Mayer (2003)
reported positive correlations between scores eMBCEIT and college GPA € .16,
p < .05) and high school graduate rankings (27,p < .001). In the Brackett and Mayer
(2003) study, the relationships of MSCEIT scorethwigh school and college
performance were not statistically significant aftentrolling for verbal SAT scores. The
authors concluded that verbal ability might accdonthe association between El and
academic performance.

A pre-posttest study conducted with a high schopiutation (Gil-Olarte
Marquez, Palomera Martin, & Brackett, 2006) contiadl the findings in Barchard
(2003) with respect to the incremental validitytled MSCEIT. In the Gil-Olarte et al.
(2006) study, ability EI scores collected at thgibering of the school year predicted
final grades after controlling for 1Q. The parttarrelation controlling for verbal ability
was positive and statistically significamt£ .43,p < .01). Brackett (as cited by Rivers et

al., 2007), later reviewed the Gil-Olarte et alidst and cautioned that adequate testing of
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the relationship between ability El and academitgomance requires sample

populations with greater variances of IQ scoretingdhat the Gil-Olarte et al. study was
conducted at a private, elite school rather thpaldic school.

Mixed model El measures show weaker outcomes wile@mic performance
compared to ability El unless longer-term schoofgrenance is evaluated as the
dependent variable instead of test performancevarstudies by Austin and colleagues
(Austin, Evans, Goldwater, & Potter, 2005; Austivans, Magnus, & O'Hanlon, 2007)
no statistically significant correlation was fouipetween scores on an author-modified
version of the AES, a measure of mixed model E, emd-of-term exam performance
when controlling for gender. However in one of #netudies (Austin et al., 2007), peer-
ratings of other students’ academic ability stat#ly and positively correlated with Ed (
=.23,p = .03). Petrides, Frederickson, and Furnham (2606A3lucted a study correlating
scores on the Trait Emotional Intelligence Questaire (or TEIQue) with numerous
academic outcomes, controlling for IQ and persiydld largely explained math and
science test-score performancés (87,t = 44.54,p < .01). However, a second finding
in Petrides et al. (2004) was that high EI poslyiygedicted long-term academic
performance (measured by end of year grades) idrehiwith low 1Q scoresH(3, 669)
=257.89p < .01;R?adj = .53). In a predictive validity study, Schugteal. (1998) found
that scores on the AES (at that time referred tina€| 33-item scale) to be a
statistically significant predictor of grade-poauerage (63) = .32,p < .01. Petrides et

al. explained that self-reflective (questionnaimaasures of EI may have a unique impact



on the interpersonal and citizenship aspects o$thelastic environment, which serve to
help students compensate for lower 1Q and hendlgdiée their school performance with
better grade results than those with lower IQ ahsicBres. Offerman et al. (2004)
echoed the point of view presented in Petrides. é2@04), and proposed that mixed
model El should be related to academic outcometh&same reason it is positively
connected with workplace outcomes, namely becaigbeHEl employees will
demonstrate socio-emotional abilities that inclbdgher levels of confidence, self-
control, goal-orientation, adaptability, and didicip.

Health and wellbeing. Individuals scoring high in El are more likelyrgport
positive well-being, lower stress, and better oNérealth than those scoring low in El
(Burri, Cherkas, & Spector, 2009; Carmeli, Yitzhdklevy, & Weisberg, 2009;
Costarelli, Demerzi, & Stamou, 2009). In a rand@mple of 149 Israeli employees
working for multiple organizations (Carmeli et &Q09), EI (measured by the AES)
positively correlated with life satisfaction£ .40,p < .01), self-acceptance £ .25,p <
.01), and self-esteem £ .43,p < .001). However, EIl did not correlate with soroati
complaints. In addition, El accounted for 12% umigpariance in self-acceptance and
15% unique variance in self-esteem beyond age andey.

Trait EI (as measured by the TEIQue) positivelyrelated with female orgasm
(Burri et al., 2009) both in terms of frequencyidgrintercourser(= .13,p < .001) and
during masturbatiorr (= .23,p < .001). Women scoring in the lowest quartile biMere

shown to have a twofold increased risk of Femalga®mic Disorder (FOD), which
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afflicts an estimated 30% of all women. In a stadynparing the EQ-i scores of women

with disordered eating attitudes £ 21) and a healthy control group%£ 71), a
statistically significant difference was found betm groups (Costarelli et al., 2009). The
group of women with eating disorders reported loa@xi scores compared to healthy
women on the EQ-i factors of emotional self-awassnempathy, interpersonal
relationships, stress management, and happinésg {aép < .05 level of significance).
El scores on the WLEIS correlated positively witk katisfaction across all four El
factors, withr’s ranging from .17 to .37, (Law et al., 2004). Adxhally, the ratings of
student EI by their parents was a statisticallyiicant predictor of student life
satisfaction self-ratings after controlling for degnaphic variables and the Big Five
personality factorsf(= .16,p < .05;AR? = .02,p < .01).

Findings from two additional El studies includeddecate positive correlations
between MSCEIT scores and self-reported scalesyafhmlogical well-being (Brackett
& Mayer, 2003; Lopes et al., 2003). Lopes et 800@ found a statistically significant
correlation between scores on the managing-emotamtsr of the MSCEIT and positive
relations with othersr (= .27,p < .05). Brackett and Mayer (2003) found a similar
correlation between scores on the MSCEIT and psggiaal well-being ( = .28,p <
.001), contrasted by a much higher positive cotigiebetween well-being and multiple
measures of mixed model EIl (with ranges betweeno 705, depending on the measure).
Brackett and Mayer (2003) interpreted the overlepwvieen psychological well-being and

mixed model El as indicative of the high correlatletween mixed model EI and



personality in general, especially for individuast®ring higher in extraversion and lower
in neuroticism.

Work outcomes. Researchers who examined the relationship bet&eand
work outcomes have largely focused on job perforcede.g., Ali, Garner, & Magadley,
2012; Farh, Seo, & Tesluk, 2012; Joseph & Newmaap2Law et al., 2004; O'Boyle et
al., 2011) and job satisfaction (e.g., DonaldsoildEe & Bond, 2004; Psilopanagioti,
Anagnostopoulos, Mourtou, & Niakas, 2012; Zampet&iMoustakis, 2011). Regarding
job performance, Law, Wong, and Song (2004) founad E| predicted the performance
ratings of employees by their supervisors aftetrodimg for personality variables.
Similarly, Ali et al. (2012) EIl explained additidnacremental variance in police officer
performance after controlling for both cognitivaldp and personality. Farh, Seo, and
Tesluk (2012) found that El was positively correthtvith teamwork effectiveness and
individual job performance ratings, controlling #motional labor, job complexity,
worker demographics, cognitive ability, and perdibp&actors. In two separate meta-
analyses (Joseph & Newman, 2010; O'Boyle et al.1R®EI was positively correlated
with job performance after controlling for persatyaand cognitive ability, with mixed
model El showing stronger correlations compareabitty El in each case. Joseph and
Newman (2010) concluded that care must be takertdoret statistically significant
correlations between EIl and job performance dukedikelihood of existing

moderators, particularly emotional labor. Otheraans stated in Joseph and Newman
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include the limited reliability and construct vatidof mixed model El, and low

incremental validity of ability El over cognitivéogity and personality.

The general study findings have largely supportpdsative correlation between
El and job satisfaction (e.g., Brunetto et al.,202armeli, 2003; Psilopanagioti et al.,
2012; Sy et al., 2006; Wolfe & Kim, 2013), but tedrave been some cases in which El
did not significantly relate to job satisfactionge Donaldson-Feilder & Bond, 2004;
Stoneback, 2011). The positive relationship betwelesind job satisfaction has been
established across a wide range of professionsualtutes, including teachers in India
(Akhtar & Naureen, 2012), and physicians in Gre@slopanagioti et al., 2012) and
Taiwan (Weng et al., 2011).

The relationship between EI and work outcomes neasnbderated by the degree
of emotional labor required to perform the job. Eimaal labor was a statistically
significant moderator variable in the meta-analgia found in Joseph and Newman
(2010). In their path analysis model, Joseph andm&n found that the coefficient for
the relationship between emotional regulation atdgerformance was stronger for
employees with high emotional labor jobs than fopeoyees with low emotional labor
jobs. The moderator effect of emotional labor wias atatistically significant in a study
of El and job satisfaction (Psilopanagioti et 2012). These authors found that
emotional labor, as measured through the frequeheynotional surface acting (see
Hochschild, 1983/2003/1983), functioned as a batiediator and moderator of the

relationship between El and job satisfaction. Firstheir mediation analysis,



Psilopanagioti et al. (2012) found that higherés to lower emotional labor, which in
turn led to higher job satisfaction. With respectheir moderation analysis, low El
positively correlated with job satisfaction only @hemotional labor was low. In sum, El
seems to be most relevant to work outcomes likgog@formance and job satisfaction
when the emotional labor of the work environmerddaesidered.

Humphrey (2012) proposed that leaders use emotainikties to influence the
work outcomes of employees, in part by reducingékiel of emotional frustration
employees experience in the course of performibggsks. This idea is supported by
evidence that leader El is more directly influehfite employees with low El—due to
higher susceptibility to frustration—compared toptoyees with high El (e.g., Jordan,
Ashkanasy, & Hartel, 2002; Sy et al., 2006). Faraple, Sy et al. (2006) found the
positive correlation between leader EI and emplggbesatisfaction was stronger for
employees with low EI than for employees with higlhThe authors proposed that high
El employees are likely to be better self-regustmremotion, thus requiring less
emotional support from others. Jordan et al (2@@2honstrated through coaching
interventions that leaders can use El skills togase the performance of low El team
members to the same level as high El teams. Jatdaln claimed that low EI employees
are more susceptible to negative emotions resuitorg job insecurity than employees
with high EI. As such, low EI employees stand tadfé the most from encouragement,

positive feedback, and positive regard from thepesvisors.



Additional mediators between leader El and emplaye&k outcomes have also
been identified. For example, in a sample of 218agars and 640 employees, Yu and
Yuan (2008) found the relationship between leademd employee job performance
was partially mediated by employee satisfactiomilieir leader. Yu and Yuan proposed
that both leaders and employees use their El igilib mutually improve the quality of
social exchanges between them. In the correlatamallysis, Yu and Yuan also found
that both employee El and leader El were positivelgted to employee job
performance; however, employee El was a strongaligior of job performance
compared to leader EIl. Lam and O’Higgins (2012nfibthat transformational leadership
fully mediated the relationship between leaderrifl amployee job satisfaction after
controlling for gender, age, education, and wongegience. Lam and O’Higgins
concluded that although leader EI directly influeti¢he adoption of transformational
leadership behavior (leader El was positively datesl with transformational leadership,
r =.23,p <.01), it was transformational leadership, nqtt&ht represented the means by
which leaders influenced the job satisfaction @fitiemployees.

In sum, El appears to positively relate to workcomes above and beyond
cognitive ability and personality (Joseph & Newm2f10; O'Boyle et al., 2011);
however the variance attributable to sampling e4@P6) in the meta-analysis by
O’Boyle et al. (2011) indicated that many modergtmariables exist, and a similar
sampling error for the managing emotions El fa¢i&®%o) was reported in Joseph and

Newman (2010). One well-established moderatingaédeiin this body of literature is
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emotional labor (Joseph & Newman, 2010). The speicifluence that leader EI has on
the work outcomes of employees may be dependemt tingoE| of employees (e.g.,
Jordan, Ashkanasy, & Hartel, 2002; Sy et al., 20@@h low El employees benefitting
more from the EI abilities of their bosses compacetheir high El peers. Findings also
indicate that leader El has a stronger positivatiaiship with employee job satisfaction
than job performance, with the latter being deteedimore by employee EI than leader
El (Wong & Law, 2002; Yu & Yuan, 2008). Finally,ghelationship between leader El
and employee work outcomes appears to operateghnmmediator variables, with
transformational leadership being one of potentiadany mediators (Lam & O’Higgins,
2012).
El and Transformational Leadership

Within the body of El-leadership literature, reséesrs have discussed and
studied transformational leadership more than ahgrdeadership outcome (Harms &
Credé, 2010). In support of the conceptual impastanst El to transformational
leadership, Bass (1985a) originally proposed ttzetsformational leaders inspire
commitment from employees through their use oftpasemotional displays and by
managing the unique emotional needs of each péBass, 1990b). George (2000)
contended that the ability of a leader to appriseemotion of others accurately is
instrumental in generating employee enthusiasm iwark goals. Similarly,
Humphrey (2012) proposed that the EI factor of eamai management (the regulation of

emotional displays and control of mood) is instrataéto transformational leadership.
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Positive relationships between EI and transfornmatiiéeadership exist in findings
from numerous studies (see Walter et al., 20113 imeta-analysis of EI and
transformational leadership involving 62 indeperidamples, Harms and Credé (2010)
found statistically significant positive relatiomgs between El and transformational
leadership. However, the El-transformational leakigr relationship was weaker for
ability El than it was for mixed model El, indicadj a difference between EI constructs.
Therefore, my review of the empirical literatur&ceempassing the El-transformational
leadership relationship (i.e. the independent apmkddent variables in my study
respectively) will follow the recommendations tkaholars have made (Daus &
Ashkanasy, 2005; Joseph & Newman, 2010; O'Boy&.g2011) to organize the
discussion according to the theoretical model eggulan the research: (a) studies that
relied upon the mixed model theoretical framewdrkElp and (b) studies that relied upon
ability-based EI.

Mixed model EI and transformational leadership.Empirical studies based
upon the mixed model theoretical framework relympelf-reported inventory measures
of El that represent a broad range of traits, caemmes, and estimated abilities (e.qg.,
Bar-On, 1997; Bar-On & Parker, 2000; Boyatzis et2000). Findings from the majority
of these studies support the positive relationbeigveen El and transformational
leadership (e.g., Barbuto & Burbach, 2006; Barli@gter, & Kelloway, 2000; Downey

et al., 2005; Gardner & Stough, 2002; Hur et &112 Lam & O'Higgins, 2012; Lopez-
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Zafra, Garcia-Retamero, & Martos, 2012; Mandell 8eRvani, 2003; Palmer et al.,

2003b; Sivanathan & Fekken, 2002; Sosik & Megeri®&99; Wang & Huang, 2009).

Each of the studies listed above included a crestemal analysis of the
variables. For example, Barling et al. (2000) foarubsitive relationship between mixed
model El and transformational leadership ratingslibgct reports. Leaders with high El
(above 66th percentile) received higher transfoionat leadership ratings than leaders
with either medium or low EI (below 33rd percentilBarling et al. also found
statistically significant correlations between eatlthe transformational leadership
dimensions and total EI except for one (the din@msif intellectual stimulation).
Gardner and Stough (2002) found a statisticallgiiant positive correlation between
total El and transformational leadership=(.68,p < .01). Similarly, Beshears (2004; a
study including both mixed model and ability Elufa that total mixed model El
positively correlated with transformational leadeps(r =.20,p =.01), as well as the
subscale dimensions of inspirational motivatios.26,p =.001) and idealized influence
(r =.21,p =.008).

The majority of studies in which the relationshijggween mixed model El and
transformational leadership were significant religan leader self-reported ratings (e.g.,
BeShears, 2004; Downey et al., 2005; Gardner & @tpR002; Lopez-Zafra et al., 2012;
Mandell & Pherwani, 2003; Palmer et al., 2001). gxakis (2003) criticized study
results based on self-reported data for both Elteamsformational leadership due to

common methods variance bias. When leaders aré &slovide ratings of their own



El and to rate their personal leadership behawiar similar manner, it is quite likely that
the rater will strive to maintain consistency asrdgferent types of ratings (Podsakoff,
MacKenzie, Lee, & Podsakoff, 2003), which in tucan bias data results, either upward
or downward, and inflate correlational estimatestphakis, Bendahan, Jacquart, &
Lalive, 2010).

Some studies demonstrating support for the El-foamational leadership
relationship, however, involved ratings of transiational leadership from multiple
respondents (i.e. panel ratings), usually by indgdboth subordinate and leader ratings
(e.g., Barbuto & Burbach, 2006; Barling et al., @0Buford, 2001; Lam & O'Higgins,
2012; Sosik & Megerian, 1999; Wang & Huang, 200®08ly, 2005). For example,
Huang and Wang (2009) combined transformationaldeship data from 51 leaders and
252 subordinates. The authors averaged scoresditaaters to obtain an aggregate
rating of transformational leadership. After colitng for gender, age, and company
tenure, leader self-reported El statistically digantly and positively related to
transformational leadership ratings< .26,p < .05), explaining 26.4% of the variance in
this dependent variable.

Huang and Wang'’s (2009) findings are similar tofthdings of other studies. For
example, in Barbuto and Burbach (2006), 80 leadtus were elected officials and 388
of their subordinates rated the leaders. The atrogls between subordinate ratings of
the leaders’ El and the transformational leaderdimpensions of intellectual stimulation

and individualized consideration were statisticailynificant and positive (botts = .16,
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p <.01). In contrast, the correlations between Hl l@ader self-rated transformational

leadership were not significant. Findings from thetudies supported the theoretical
proposition that El should relate positively withrisformational leadership (Barbuto &
Burbach, 2006; Wang & Huang, 2009).

Two studies had multiple source ratings for El (idual., 2011; Lindebaum &
Cartwright, 2010). Hur et al. (2011) included Eimgs from 55 leaders and 859
employees. The authors were specifically interestéle collective perceptions of leader
emotional behavior. Because intraclass correlataefficients were high, the researchers
combined all leader and subordinate ratings ofrél t,ansformational leadership to
create as single score for each leader. Hur etuald that El positively correlated with
combined leader and subordinate ratings of transitional leadershig & .46,p <
.001). Conversely, Lindebaum and Cartwright (202X3mined but did not find a
statistically significant relationship between mixaodel EI and transformational
leadership.

Of note, debate exists among scholars about whetfiemant ratings of another
individual's El are valid (Boyatzis et al., 2000alykr, Caruso, & Salovey, 2000b).
Proponents of other-reported El (Boyatzis et &I0® have argued that measuring
others’ perceptions of leader social behaviorsasenuseful than self-reported behaviors
when measuring latent tendencies, aptitudes, @ngiat emotional abilities. Mayer et al.
(2000) admitted that the perspective of other satesy provide useful information about

the sociability and reputation of the individualrigerated. However, Mayer et al.
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concluded that accurately rating another persamgtinal abilities associated with

internal cognitive styles and capacities is notsgms. Regardless of whether informant
ratings of leader EI are unique and useful (Bogagzial., 2000) or invalid (Mayer et al.,
2000), interpretation of the findings of studieshgsamultiple source EI should be
different based on the ratings source, and withieas skepticism about the efficacy of
informant EI ratings.

In contrast to positive, statistically significaetationships between mixed model
El and transformational leadership present in figdifrom the majority of investigations,
the relationships between mixed model El and tanshtional leadership were not
statistically significant in five studies (Brownat, 2005; Cavazotte et al., 2012;
Domerchie, 2011; Lindebaum & Cartwright, 2010; MaErey, 2007). One of these
studies had an extremely low sample side=(13), and thus, was likely low in statistical
power (Domerchie, 2011). The remaining four studéd®d on multiple source ratings
for transformational leadership. Thus, the studigl significant findings frequently
involved same-source ratings, and the studies mathtatistically significant findings
often had multi-source ratings. This pattern cqroesls with the pattern reported in
meta-analytic findings. In a meta-analysis, Harmg @redé’s (2010) found stronger
statistically significant El-transformational leasleip relationships for studies with same-
source ratings of transformational leaderskip 83,N = 3,626,0 = .52) than they did for
studies relying on multi-source ratinds<14,N = 2,013,0 = .08). It is possible that

studies relying on multiple source ratings of tfan®ational leadership are more likely
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to have low associations with mixed model El beeatsy do not have common

methods variance bias. Conversely, it is quitdyikieat studies relying solely on self-
ratings for both variables are at greater riskwarstating the relationship between El and
transformational leadership (Antonakis et al., 2010

One notable criticism of the mixed model El-tramsfational leadership
literature is potential confound between El andspeality constructs (see discussion in
Roberts et al., 2010). This issue is particulamportant due to consistent statistically
significant correlations between the Big Five pesdity variables and mixed model El.
For example, De Raad (2005) found that 66% of #437s drawn from mixed model El
instruments could be re-classified under the BigeFiersonality framework, notably the
factors of agreeableness and neuroticism. In &welsy Antonakis et al. (2010),
statistically significant relationships were founetween mixed model El and Five Factor
personality traits, with multiples ranging between .48 and .76 depending on thalactu
measures used. Therefore, when researchers sexect model El as a predictor of
transformational leadership, the failure to inclpgesonality variables as control
variables can severely bias findings. For exangdtey controlling for personality,
Cavazotte, Moreno, and Hickman (2012) found thatrétationship between mixed
model El and transformational leadership was rattstically significant. Had these
authors not controlled for personality, mixed modkeWwould have been reported as
positively correlated with transformational leadeps as was the case in their bivariate

analysesr(=.22,p < .05). Because the vast majority of studies betwaixed model El
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and transformational leadership did not controldersonality (e.g., Barbuto & Burbach,

2006; Barling et al., 2000; Downey et al., 2005rdd@r & Stough, 2002; Hur et al.,
2011; Lam & O'Higgins, 2012; Lopez-Zafra et al.120Mandell & Pherwani, 2003;
Palmer et al., 2003b; Sivanathan & Fekken, 2002n§\&a Huang, 2009), it raises the
possibility that the findings reported in at lessine of these studies may actually reflect
the overlap between mixed model El and personttiors.

There are some additional reasons to explain ttiedbstatistically significant
findings between some studies of mixed model Eltearasformational leadership. First,
organizational culture and leader role type diffiees may offer an explanation of for
null findings in some studies. Lindebaum and Cagiair(2011; also see Brown et al.,
2005) suggested that the emotional nature of thvk eravironment is likely to differ
greatly by industry and organizational culture sthadfecting the nature of the relationship
between EIl and transformational leadership. Maratadl Pherwani (2003) and
Lindebaum and Cartwright (2011) proposed that tieae of leader population may
have an impact on whether El is a statistically mrggful predictor of transformational
leadership behavior. For example, El may be legportant for leadership roles in
construction and manufacturing than it is in indestsuch as hospitality or retail, in
which high emotional labor demands are factor aasedt with increased job stress
(Humphrey, 2012).

Lindebaum and Cartwright (2011) also proposedftihtre to find statistically

significant relationships between EIl and transfdromal leadership in some studies may
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occur because a curvilinear relationship exista/éen these variables. From this

perspective, leaders could have “too much EI” §2)2Specifically, managers with high
levels of EI may engage in strong displays of ean@i intensity associated with their job
roles (e.g. intense anger when things go wrongichvimay be deleterious to the well-
being of themselves and their work associates. iShige of emotional intensity will be
addressed in the review of ability EI and transfational leadership which follows.

In sum, although most study authors have foundauppr the relationship
between mixed model El and transformational leddpyshe results are inconsistent.
One reason for an inconsistency across findingsaisthe mixed model construct of El is
not valid (Antonakis et al., 2009). One methodadadjcriticism is that common methods
variance has likely caused correlations betweean@litransformational leadership to be
inflated in some studies (Lindebaum & Cartwrigt@1Q). Yet another criticism is the
lack of discriminant validity between mixed modélahd personality (Matthews et al.,
2012; Zeidner, Matthews, & Roberts, 2009), which leal to a call for greater emphasis
on ability-based modes of El in future researcht¢C2010).

Ability-based El and transformational leadership. Ability-based EI has both
methodological and theoretical advantages over dnimedel El (C6té, 2010).
Measurement of Ability-based El is similar to me@snent of general intelligence
abilities (Mayer et al., 2000). Specifically, tézkers obtain high scores by providing
correct answers on a wide range of questions. hitrast, assessment of mixed model El

relies upon survey items of agreement or frequaémeyhich an individual achieves a
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high score via self- (or other-) based assessnfentvide range of trait behaviors (e.g.,

optimism). Thus, methodological advantages of gbllased EI include the avoidance of
common methods variance when El is correlated wotitler variables derived from self-
reported survey data and the avoidance of sodakjrable responses to El test items
(Kluemper, 2008). A theoretical advantage of apitt is the definitional similarity it
shares with other measures of human intelligené&010). In contrast, the various
definitions found in mixed model El include a “griaag of constructs” (Joseph &
Newman, 2010, p. 72).

The positive correlation between ability-based id &ransformational leadership
has been statistically significant in several stade.g., BeShears, 2004; Clarke, 2010;
Hebert, 2011; Jin et al., 2008; Kanne, 2005; Lebatulauf, 2004; Rubin et al., 2005;
Wolf, 2010). Each of these included a cross-seatianalysis of both the ability EI and
transformational leadership variables. For examméan and Zulauf (2004) found a
positive correlation between ability El the tramsfational leadership dimension of
inspirational motivationr(= .36,p < .05). They also found that perceiving emotion and
using emotion correlated positively with the tramefational leadership dimensions of
idealized influencer(= .36,p < .05) and individual consideration£ .42,p < .05).
Similarly, Clarke (2010) found statistically sigieéint correlations between the factor of
using emotions and two dimensions of transformaliteadership: idealized influence (

=.26,p < .05) and individualized consideratianH.27,p < .05). Likewise, Kanne



(2005) found a positive correlation between totaduid individualized consideration £
.38,p < .05).

Ability EI has had statistically significant pos# relationships with
transformational leadership even when other vaggllere controlled. Clarke (2010)
found that El related to transformational leadessrdhe effects of cognitive ability and
the personality dimensions of openness and emdatstalaility. Rubin et al. (2005) found
that El related to transformational leadership wtienleader’s span of control (i.e. the
number of direct reports a leader has), agreeatdepesitive affectivity, and negative
affectivity were controlled. Although Fgllesdal aHdgtvet (2013) failed to find support
for the majority of the hypotheses in their stuitigy found a statistically significant
relationship between El and transformational lesluiprbetween the subtasks of
perceiving emotions (specifically an ability to peive the subtle absence of positive
emotion in sad faces) beyond the effects of petggraand cognitive ability. In sum,
cognitive ability or personality variables do nppaar to account fully for the
relationship between ability El and transformatideadership by; however, the
incremental validity reported tends to be lowemtltas for mixed model EI (Harms &
Credé, 2010).

Findings from a smaller number of studies did ngp®rt the association
between ability-based EI and transformational lestdp (Kirkland, 2011; Weinberger,

2003, 2009). With adequate sample sizes of leaaiticpants ranging from 138
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of the failure to find associations. The use ofieegring leaders within a single

manufacturing organization in Weinberger (2009) rhaye attenuated the El-
transformational leadership relationship. As disedsin Lindebaum and Cartwright
(2011), not every work team or work environmentessarily benefits in team
performance or morale from having leaders with heylels of EI. For example, Joseph
and Newman (2010) found that in low emotional |latmbes, like cigarette factory
workers and Air Force mechanics, EI had a weaKatioeship with employee job
performance than it did in high in emotional laboles associated with the service
sector. In Kirkland’s (2011) study, the sample oflege students is not representative of
experienced, formal leaders, which may have limikedability to detect statistically
significant effects. Thus, the El-transformatiole@ldership relationship may not have
been found in these studies due to methodologioéiltions.

The failure to find statistically significant relabships between ability based EI
and transformational leadership in some studies atsybe due to conceptual and
methodological issues observed in the literatuesdarchers have proposed three general
explanations. First, ability EI measures tend fotage declarative knowledge of
emotions (the crystal aspects of intelligence)eathan fluid aspects of ability (C6té,
2010; Fiori, 2009). As a result, leaders may bedgaioconceptualizing emotionally
intelligent responses, but not so good at actualjylating their behavior during critical
moments of emotional duress (Fiori & Antonakis, 2Q&nd thus, ability EI may not

fully capture the critical aspects of El most relet/to transformational leadership.



Another explanation is that cognitive ability expkpart of the variance of scores on
ability-based EI measures such as the MSCEIT, edpemeasures of verbal ability
(Brackett & Mayer, 2003; Mayer et al., 2002). Besmgognitive ability itself is a poor
predictor of transformational leadership behavitke$hears, 2004; Nguyen, 2002), if
ability El is merely a redundant measure of generatal ability as some have insisted
(Antonakis, 2004), then it is not likely to predicansformational leadership any better
than a typical IQ test would. Because ability E$ paedicted transformational leadership
over the effects of cognitive ability in studidsistargument is not consistent with the
empirical evidence.

A third explanation is that the relationship betweility EI and
transformational leadership is moderated and medliay other variables. Rubin et al.
(2005) examined extraversion as a possible modevatbe El-transformational
leadership relationship. The authors found thatrdhegionship between EIl and
transformational leadership was positive amongdeatligh in extraversion. In contrast,
among leaders low in extraversion, El was unreltdedansformational leadership. The
authors explained that extraverted leaders have fneguent interactions with their
work associates, which allows them to capitalizéhmir ability to recognize how others
are feeling and react accordingly. Jin, Seo, arapBb (2008) examined emotional
intensity as a moderator of ability EI and transfational leadership in a sample of MBA
students, finding that a positive relationship kesw participant EI and transformational

leadership behavior existed for participants watl Father than high emotional intensity.
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However, this study was a conference paper witbata tables or statistics and no
indication of the regression step procedures uséeist for moderation. Lindebaum and
Cartwright (2011) noted the need for more El-transfational leadership studies that
include moderator variables. These authors sugdiéisé instead of exploring
categorical variables like gender and age, resees@hould consider moral reasoning,
organizational culture, the level of leadership] sariables associated with emotional
control as potential moderators. Harms and Cre@&QRspecifically suggested manager
emotional intensity as a potential moderator foufe research.

Summary of El and transformational leadership.According to Walter, Cole,
and Humphrey (2011), the body of research on Elleadership has focused largely on
transformational leadership behavior. The majasitgtudies in this domain provide
support for a statistically significant relationshietween EIl and transformational
leadership (Barbuto & Burbach, 2006; Barling et 2000; Downey et al., 2005; Gardner
& Stough, 2002; Hur et al., 2011; Jin et al., 200&8n & O'Higgins, 2012; Lopez-Zafra
et al., 2012; Mandell & Pherwani, 2003; Palmerlgt2zd03b; Wang & Huang, 2009).
The rationale for this relationship as describethany of these studies is based on both
El and transformational leadership theories. Bee@usotionally intelligent behavior is
socially adaptive by nature and essential for fasgepositive relationships (Salovey &
Mayer, 1990), many researchers believe that Edadiptive of leadership behaviors that
are inspiring, encouraging, empathic, and motip{shkanasy & Tse, 2000; Bass &

Riggio, 2006; Caruso & Salovey, 2004; George, 2000)
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However, in studies with both mixed model El and-seported transformational
leadership ratings, methodological confounds of m@m method variance bias and
socially desirable responding may account for & @iathe association (see discussion in
Lindebaum & Cartwright, 2010). The lack of contaoblpersonality variables in studies
involving mixed model EI (e.g., Barling et al., ZD@almer et al., 2001) also creates
confounds due to consistent correlations betweeadninodel EI and Big Five
personality variables (Antonakis, 2004; Matthewsb&ts, & Zeidner, 2003; Matthews
et al., 2012; Zeidner et al., 2008). The methodolgonfounds associated with mixed
model El are not present in studies with abilitgéd El measures due to the advantage
of ability-based EI measurement occurring withst ggmilar to other forms of
intelligence (Cote, 2010; Mayer et al., 2011).

Harms and Credé (2010) found that the El-transftional leadership
relationship was weaker with ability El than it wah mixed model El. In addition to
the aforementioned methodological issues, explangtior this difference as presented
in this review are threefold: (1) that ability Ekeasures tend to capture declarative
knowledge of emotions only (Cote, 2010; Fiori, 20{Q) that verbal ability explains
part of the variance of scores (Brackett & May@02, Mayer et al., 2002); (3) that the
relationship between El and transformational leslaieris nonlinear, pointing to the need
for researchers to investigate moderating variatmesirvilinear relationships (e.qg., Fiori,
2009; Harms & Credé, 2010; Lindebaum & Cartwrigtitl1; Sivanathan & Fekken,

2002).
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Affect Intensity

As previously discussed, numerous scholars (eigyi, 2009; Harms & Credé,
2010; Lindebaum & Cartwright, 2011; Sivanathan &lken, 2002) suspect that the
relationship between El and transformational lestuipris moderated by other factors.
One potential moderator of this relationship igefffintensity. Affect intensity refers to
individual differences in the strength and frequeatemotional response to life
situations (Diener, Larsen, et al., 1985; LarseDi&ner, 1987). The construct includes
the pleasant-unpleasant bipolar dimension of affacthe hedonic tone), as well as the
intensity dimension by which affect is felt (alsbigolar dimension, from high to low
levels of activation). People who are high in affetensity often report both positive and
negative emotional events as being equally strapgreences. Larsen and Diener (1985;
1987) found high-affect-intensity individuals arégect to frequent, uncontrollable mood
swings, and that intense moods are manifest im éx@ressed behavior, and are more
difficult to regulate and control. High-affect-imgty individuals also revealed a larger
variance of positive and negative affect fluctuasigcyclothymia) via daily sampling
outcomes (Larsen & Diener, 1985).

Intense affect may attenuate the regulatory aspéase’s emotions beyond
what is predictable by EI ability, due to the impextense affect has on unconscious
behavior. For example, leaders who react to co-arankistakes, product defects,
difficult customers, or shipping delays, with inserlevels of affect, may find it difficult

to control their feelings effectively and thus ggle to manage workplace relationships



in ways others would perceive as positive and natitig (Hochschild, 1983/2003/1983;
Humphrey, 2012). Furthermore, leaders who feehsgeaffect may find it difficult to
regulate emotional displays despite their dechagdtnowledge of emotion (or their
“better wisdom”) about the potential social consatees a display of emotion may have.
Larsen and Diener (1987) stated that high affaenise individuals are compelled to
structure their relationships to reinforce frequéamtense displays of emotion. Intense
affect also makes the “deep acting” tasks assatiaitth emotional regulation extremely
difficult to do (e.qg., suppressing fear and expregssonfidence and optimism instead),
thereby forcing leaders who experience high sttesousal to engage in the far less
convincing—and far more stressful—"surface actitagks of emotional regulation
instead (Hochschild, 2003/1983). Hence, the undons@motional regulation function
associated with intense affect creates an irregestorce within the individual to compel
behavior beyond what is predictable by EI abilltgrsen & Diener, 1987). Affect
intensity may function as a switch that inhibitsagtivates a leader’s El abilities (i.e. the
knowledge about emotions) from resulting in destradsformational leadership
behaviors; behaviors that are dependent upon this&nd timely use of emotion to
influence others (Ashkanasy & Tse, 2000; Georg8p20
Historical Background

Early contributions to the development of the affatensity construct include the
work of Wessman and Ricks (1966) and Bradburn (L9B%se scholars relied upon

mood journaling techniques and the collection afydaood-scale data for capturing
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study participants’ affect tendencies over time sgfiean and Ricks concluded that day-

to-day affective states influence two dimensioa}tlie average hedonic level, which
reflects the ratio of positive versus negative @feeperson experiences, and (b) the
variability of the intensity of affect exhibited.nfadditional observation that Wessman
and Ricks found was that the intensity of emotibesame independent from valence
over time, meaning that individuals high in affedensity tend to experience all
emotions (positive and negative) more intensely iththers (Wessman & Ricks, 1966).
Last, with respect to the temporal effects on mdddssman and Ricks stated that time-
based mood ratios (hedonic tone) captured in thd stin most likely represented
temporary, cyclical moods based on the individualigrent life situation and other
environmental phenomenon (e.g., diet, weatherpskte.) whereas arousal tendencies
remained consistent.

The earlier findings of Wessman and Ricks (1966@) Bradburn (1969) formed
the basis of the initial research by Larsen anatbikeagues (Diener, Larsen, et al., 1985;
Diener, Sandvik, & Larsen, 1985; Larsen, 1984, ear& Diener, 1985; Larsen, Diener,
& Emmons, 1986). Larsen and Diener (1985) colledi®ity data on emotional states
from participants using an experience-sampling wet{harsen & Diener, 1985). They
discovered that participants who reported strorgitpe mood changes in reaction to
daily life events tended to also experience widgatige mood swings. According to
Larsen and Diener (1987), positive and negativecaffeflect a bipolar dimension

measured by the intensity in which it is felt, etthan two separate unipolar dimensions



of affect, divided according to valence. Larsen Bieher based this structure of affect
on the arousal regulation theory.
Arousal Regulation Theory

It has long been theorized that organisms seekileguim within a natural range
of high/low arousal level to maintain optimal fuiecting (Hebb, 1955). Personality
theorists also proposed that individuals differwigspect to their baseline levels of
arousal (Eysenck, 1967) and perpetually engagelifregulation efforts to maintain it.
Based on these fundamental premises, Larsen (B@84)arsen and Diener (1987)
proposed the theory of arousal regulation as aempnthing of the affect intensity
construct. A central concept of arousal regulati@ory is that individuals differ in their
cognitive approaches to achieving sensory homeasestsgulation of homeostasis
occurs by limbic areas of the brain, which serva asetaphorical “volume control” to
either amplify or augment sensory levels to theeldas in some individuals, and
reducing it to the baseline in others (Larsen, 1984sen & Diener, 1987).

There are social and environmental implication®esased with arousal baseline
differences between persons. Individuals with dEigpusal baseline seek to structure
relationships and aspects of their surroundingsway that generates intense, amplified
levels of affect (Larsen & Diener, 1987). Conveyseidividuals whose arousal
responses are low seek to structure relationship&ys that are calm and less
differentiated by affect (Larsen & Diener, 1987huE, the basis of arousal regulation

theory is the premise that individuals have a gfno@ed for environmental self-
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representation and the regulation of an arousal lsynmensurate with their

dispositional propensities (Emmons & Diener, 1986).

This dynamic effect of self-regulation within a blse range is represented in
arousal regulation theory by two bipolar dimensigrieasure-displeasure (hedonic tone),
and high-low arousal, or intensity (Larsen & Dienk387), also depicted as a continuum
of high and low activation level (Russell & CarrdlP99). One of the first researchers to
identify these two basic dimensions of affect ia #émpirical literature was Russell
(1978). Using participant ratings of 264 uniqudifegs, Russell found words for specific
feelings can be consistently represented betwdersras degrees of two bipolar
dimensions: pleasure and arousal.

Alternate Conceptualization of Affect Intensity

The way that affect intensity is structured accogdio arousal regulation theory is
not the only proposed model. Instead of hedonie {preasant-unpleasant) representing a
single bipolar dimension along with many pairs pidbar affect states (see Judge &
Larsen, 2001; Larsen & Diener, 1992), Tellegen,8iat and Clark (1999a) presented a
hierarchical structure of affect. In the hierarethicmodel, the higher-order factor of
bipolar hedonic tone is at the top of the hierarFsllegen, Watson, & Clark, 1999b),
with negative and positive affect positioned asdoorder factors. Some researchers
have argued that separating the positive and negqioles” of hedonic tone into
unipolar factors of positive and negative affeefds to an inaccurate measurement of

affect intensity (Green & Salovey, 1999; RusselCé&rroll, 1999). For example (see
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Cropanzano, Weiss, Hale, & Reb, 2003), when arviddal reports feeling an absence

of “elation” (or high activation positive affectje have no idea if this is because the
person is calm (low activation positive affect)réxb (low activation negative affect) or
depressed (high activation negative affect). Russel Carroll (1999) argued that when
mood data is collected according to the bipolarcétire of affect intensity, the
correlation between negative and positive affeatush higherr(= -.82) compared to
data collection based on the unipolar structurd,that the lower negative correlation
reported by Tellegen et al. (1999a)af -.42 is the result of measurement error. Telege
and his colleagues reported that negative andipesitfect were indeed negatively
correlated in their sample € -.42) and hence were “not strictly orthogondigegen et
al., 1999a, p. 307), however the results were pné2ed as supportive of the hierarchical
structure.

Russell and Carroll (1999) argued that the bipsiarcture of hedonic tone and
intensity represents the more parsimonious mod#leofwo, but Cropanzano et al.
(2003) presented extensive evidence for and agaatitstructures of affect intensity.
The decision to use the bipolar structure of hedtome (Green & Salovey, 1999; Larsen
& Diener, 1987) versus the unipolar, independemtettisions of positive and negative
affect (Tellegen et al., 1999a, 1999b; Watson.etl8B8; Zevon & Tellegen, 1982),
depends entirely upon the scientific purposes @fitlestigator, as both represent valid
models for depicting the affect intensity constr{sete Cropanzano et al., 2003). In my

study, it is not the directional valence of afféa. the degree of pleasant versus
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unpleasant feeling) but rather the intensity byohhaffect (both pleasant and unpleasant)

is frequently felt by a leader that | proposed twderate the relationship between the
independent and dependent variables. Hence thetiselef the parsimonious, bipolar
structure of affect was deemed appropriate.
Antecedents of Affect Intensity

Larsen (2009) described the antecedents of affeémisity to include personality,
physiology (autonomic nervous system and heartanatesal), gender, and age. With
respect to personality, the two factors that hagguently and consistently positively
predicted affect intensity in the literature aréraxersion and neuroticism (e.g., Dritschel
& Teasdale, 1991; Goldsmith & Walters, 1989; Lar&ehiener, 1987; Williams, 1989).
Diener et al. (1985) found that extraversion catiedd positively with intensity level but
not with hedonic tone, whereas neuroticism coreelgositively with hedonic tone but
not intensity. Larsen and Augustine (2008) and ¢éai@nd Diener (1987) described
affect intensity as a temperament construct altegeadistinct from personality, with
incremental validity over extraversion and neutietit

Several researchers have found relationships batpiegsiological changes (both
real and perceived) and affect intensity. Larseal.gt1986) reported negative,
statistically significant relationships betweereatfintensity and measures of galvanic
skin response (i.e., skin conductance due to akausa.31) and resting heart rate< -
.26), indicating high affect intensity individuase underaroused when placed in a calm,

stimulus-reduced environment (Larsen et al., 198@sh (2011) conducted an
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investigation of affect intensity and physical asalby measuring fluctuations in

respiration and heart rate in participants befoik @during the recall of sad life
experiences. Heart rate was negatively related affect intensity, indicating that
individuals who experience affect intensely tentbéaunder-aroused in the resting state,
leading them to experience greater levels of ataligéng the recall of sad experiences.
In a study on affect intensity and the perceptiboandiac stress (Blascovich et al.,
1992), affect intensity was negatively relatedh® accuracy of perceived heart-rate
increase, with high affect intensity participargparting much higher fluctuations to
cardiac arousal than those lower in affect intgn&tascovich et al.’s (1992) finding
indicated that individuals high in affect intensitsive a diminished ability to gauge
visceral changes happening in their bodies. The®es proposed that high affect
individuals tend to amplify sensory stimulation aftg in an attempt to match their
arousal baseline, but are far less accurate itingltheir feelings of arousal to actual,
device-recorded physical changes.

Gender and age are also antecedents of affecsitfeWomen tend to
demonstrate higher levels of affect intensity thaamn in terms of their recall of past
events both in community samples (Seidlitz & Dierd®98), and in samples of clinical
patients (Williams & Barry, 2003). However, Dien8andvik, et al. (1985) reported life-
span development differences between genders acimruhis difference, and that by
the time women reach middle age, affect intensifer@nces between genders are no

longer statistically significant. Affect intensitirops for both genders as the result of
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aging, but the decline for women tends to be ste&pener et al. also reported affect

intensity tends to peak late in adolescence, winialy be due to neuropsychological
changes during adolescent development (Goldsmitlgk? & Davidson, 2008). The
implication for research on affect intensity isttttee potential effects of age and gender
demographics warrant consideration in the anabysisinterpretation of study findings.
Outcomes of Affect Intensity

The overall literature on the outcomes of affetemsity has focused largely in
two areas: psychopathology (Bland, Williams, Scha&eManning, 2004; Blascovich et
al., 1992; Flett & Hewitt, 1995; Henry et al., 20Mofzinger et al., 1994; Yen, Zlotnick,
& Costello, 2002) and consumer behavior in markgetasearch (Doucé & Janssens,
2013; Lee, 2010; Moore, 1995; Moore et al., 199%fect intensity has been statistically
significantly correlated with numerous forms of pisgpathology, most notably
borderline personality disorder (Bland et al., 2084nry et al., 2001; Henry et al., 2008;
Yen et al., 2002). In marketing research, affetgrnsity has predicted consumer
purchasing behavior (Doucé & Janssens, 2013),dimgduresponses to visual advertising
(Moore, 1995; Moore & Harris, 1996; Moore et aP95), and an emotional affiliation
with specific product brands (Lee, 2010).

The majority of studies on affect intensity and Warkplace relied on measures
based on the hierarchical model of affect intenggyrticularly when the investigators
were specifically interested in the impact of negatversus positive affect on variables

like workplace satisfaction. For example, in a skngb hospital employees, Agho,



Mueller, and Price (1993) found that positive afffeasitively correlated with job
satisfactioni( = .44,p < .01), and negative affect negatively correlatéti job
satisfactioni( = -.27,p < .01). As is the case with workplace studiesanegal,
leadership studies that included affect intensstya aariable have largely relied on the
hierarchical structure of affect, and hence thereration of positive and negative affect
(see the review of affect research on leaders ljghRe al., 2011). Remarkably absent in
the organizational empirical literature are studies specifically examine the influence
of the arousal (or activation) level of affect tve toehavior of leaders, employees, and
work teams as opposed to mood states, which istindng has been a call for more
workplace studies exploring the intensity dimensspaffect based on arousal regulation
theory (Hartel & Page, 2009).
Affect Intensity as a Moderator of El and Transformational Leadership

Scholars have drawn attention to the need to exapuotential moderators of the
El-transformational leadership relationship (seenita& Credé, 2010; Walter et al.,
2011). Affect intensity deserves consideration asoderator because it serves an
emotional regulation function not reflected in @piEl. Although the ability to regulate
the direction and intensity of emotion is a parability El, it is likely that ability EI
captures this capacity as a matter of declarainekedge, and does not capture an
individual's tendencies to act on that knowledgeri-2009). El includes the ability to
discern subtle differences between emotions, ssitheadifference between feeling

pensive versus feeling sad, but does not indica¢ésaactual capacity to feel these
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emotions in response to social situations (Mayet.eR002). According to Larsen
(2009), high affect intensity creates an irreslstiiorce within the individual to compel
their behavior and emotional reactions. In a lgbeexnent, Winkielman et al. (2005)
found evidence that unconscious affect states lparang effect that influenced
participant behavior choices. Whereas the cons&naw/ledge, or “how-to” aspects of
El may predict a leader’s ability to express emuithat instill optimism and inspire
confidence in followers during stressful momentwatk (Bass & Riggio, 2006), the
actual capacity to act upon these abilities magitieer undermined or augmented, by
varying degrees of pre-cognitive affect intensity.

Based on arousal regulation theory, there are ffeatadispositions described in
Larsen and Diener (1987) that further implicateeifintensity as a potential moderator
of the relationship between ability EI and transfational leadership behavior. First,
rather than directly empathizing with the feelimg®thers, high affect intensity
individuals have a tendency to personalize theioteans (Larsen & Diener, 1987). For
example, if a work associate is grieving the re¢esd of a family member, a supervisor
with a high arousal baseline is more likely to teldne associate’s loss with their own
recent losses instead of individually considerimg tinique emotional impact to the
associate and to their work tasks. This disposalitendency may have an impact on the
relationship between El ability-transformationadership. The ability to empathize with
the feelings of others is associated with the usmgtions factor of EI (Mayer et al.,

2002). However, different arousal baseline leviigh or low affect intensity) may
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augment or attenuate the transfer of this emotiabgity onto leadership behaviors that

require the individual consideration of each unitpllwer (Avolio & Bass, 2004).

The second dispositional condition of affect intgndescribed by Larsen and
Diener (1987) is the overgeneralization of emotisith high affect intensity individuals
tending to overgeneralize situations involving émeotions of other people. For example,
if a work associate displays anger, a leader whigh arousal baseline is likely to hold
the unwarranted belief that anger is a pervasfedghieme for that associate (Hartel &
Page, 2009). As a result, a leader high in affgenisity would focus on the emotional
content of all future interactions by (a) assuntimng associate is likely to respond to
most situations in the future with anger and (Isptilying more avoidant and passive
behavior toward the associate (Flett, BlanksteiQl&ertynski, 1996). As with the
personalizing disposition, overgeneralizing haysgrecific ramifications for the
relationship between El ability and transformatideadership. First, the understanding
emotions factor of El includes the ability to acety predict how emotions change
dynamically over time and across situations (Ma&/&alovey, 2002). If a leader is
compelled to overgeneralize future interactiondwwibrk associates based on individual
behaviors, it may cause them to miss objectiverathat emotionally intelligent
persons use to accurately assess the emotiores sfabthers. Second, if
overgeneralization of others’ emotions leads tadast and passive social behavior

(Flett et al., 1996), then high levels of affedemsity may override El abilities and cause
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avoidant behaviors in diametric opposition to ttams$formational class of leadership

(Bass & Avolio, 2004).

In sum, the ability to effectively recognize, unstand, and manage the emotions
that arise within oneself, as well as to effectvielcilitate the emotions of others in ways
that are socially adaptive and beneficial, reprisstre basic composite of what makes
social behavior adaptive, and thus emotionallyiligent (Mayer & Salovey, 1997).
Likewise, these emotionally intelligent behavioesve as a core rationale for associating
the EI construct with transformational leadershypesbehaviors (Ashkanasy & Tse,
2000; George, 2000). Varying levels of affect isignmay impact whether or not
leaders are likely to take advantage of their Hitads to perceive and regulate their own
emotions, as well as accurately understand theiensoof their associates and respond
appropriately. If high affect intensity leaders brgs capable of remaining calm during a
crisis, or less able to regulate their own feeliaffear or anger during times of
organizational change, strife, or uncertainty, #@ympede the ability to draw upon El
and build effective relationships in the workplalteshort, varying degrees of affect
intensity may statistically significantly alter thelationship between a leader’s ability El
and the adoption of transformational leadershipalins.

Measurement of Affect Intensity

The Affect Intensity Measure (AIM) is a frequencgsed scale of affect intensity

developed to represent the important temporal compioof arousal and valence

measurement without the laborious task of collgctiaily mood samples (Larsen &
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Diener, 1987), and has become the most populaument for measuring the intensity

of affect based on arousal regulation theory (Lar2609). The AIM is a 40-item Likert-
type scale of frequency (a 6-point scale wherenkewer; 6 = always). The AIM was
initially developed through the work of Larsen (#98with further refinement and
validation of the instrument performed by Larsed &iener (1985), and Larsen, Diener,
and Emmons (1986). An extensive review of itemaada and instrument validation
was provided in Larsen and Diener (1987), and aileetoverview of the AIM is
provided in Chapter 3.
Factor Analyses and Versions of the AIM

Proponents of the hierarchical model of affectnstyy have sought to define a
subscale dimensional structure of the AIM, oftecancert with efforts to shorten the
original format of 40 items. A 27-item short-formiMwas established by Bryant,
Yarnold, and Grimm (1996) to address time and budgestraints without sacrificing
predictive power (Moore, Halle, Vandivere, & Mann2002). Bryant et al. (1996) found
three subscale dimensions of the AIM: positivensty and reactivity, negative
intensity, and negative reactivity. Although thfaetors for the short-form AIM existed
in findings from other studies (e.g., Bryant ef 4896; Geuens & de Pelsmacker, 2002;
Jones, Leen-Feldner, Olatunji, Reardon, & Hawk992Mehrotra & Tripathi, 2012;
Simonsson-Sarnecki, Lundh, & Térestad, 2000), faators existed in findings from two
other studies (e.g., Goldsmith & Walters, 1989; hfait, Bryant, & Yarnold, 1994), and

six factors existed in findings from another (Bagja& Moore, 2011).
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The short-form version of the AIM has receivedicisim because 11 of the 13

items that were deleted represented reverse-seons (Bagozzi & Moore, 2011).
Although the psychometric value of reverse-scoteahs is debatable and can be
problematic within certain demographic groups Bamette, 1999), the uniform
elimination of 11 of 13 total reverse-score itemgresents such an extreme shift in
construction from the original AIM scale that magpd participants into different
response patterns. Bagozzi and Moore (2011) vidhedear-exclusive removal of
reverse-scored items and reliance on the short-fioiime factor analysis by Bryant et al.,
(1996) to be problematic and questioned the valiofithe short version of the AIM as
well as the resulting three factor analysis.

Using the full set of 40 items in Larsen’s (1984pmal version of AIM, Bagozzi
and Moore (2011) found six distinct subscale factdraffect intensity (general affect
intensity, negative affectivity, positive affectiy;j guilt, threat to self, and serenity).
Larsen (2009) admitted a multi-dimensional AIM nteeyvalid, but did not endorse or
favor one factor structure of affect intensity owdrat Larsen and Diener (1987)
reported. Larsen (2009) continued to maintain hexdimme is unidimensional based on
the high correlations between positive and negatitensity, which were -.70 or higher
in early foundational studies (Larsen & Diener, 198arsen et al., 1986), and -.52 and -

.60 in later studies (Emmons & King, 1989).
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Summary and Transition

Statistically significant relationships have beeurfd between EI and job
performance and EIl and transformational leaderdtip.El construct, however, has been
criticized because of its many different definiscemd measurement approaches, and
methodological concerns regarding ways of testisi¢hieorized association with criterion
variables. Moreover, despite a longstanding thexaigbroposition that EI and
transformational leadership relate to one anofiratings on the relationship have been
mixed in the literature, leading some to speculagerelationship is moderated by other
factors. Individual differences in emotional intem&mong leaders has been specifically
suggested as a moderator of interest for futureares on El and transformational
leadership. It has also been proposed that thensetmus, pre-cognitive nature of affect
may impact the outcomes of behavior in ways thaityak| cannot predict. Hence, |
have proposed that varying levels of affect intgnsiay attenuate or augment the effects
of emotional ability on the social behavior of leegl The following chapter will include
a discussion of the research methodology useckisttidy, including participant

demographics, instrumentation, and data analysis.
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Chapter 3: Methodology

Introduction

The purposes of this study were to examine th¢ioakship between EI and
transformational leadership, and to assess the raiialg effect that affect intensity may
have upon that relationship. The study’s methodplsget forth in this chapter through
the following sections: (a) research design andmate, (b) methodology, (c) population,
(d) sampling and sampling procedures, (e) recruitrpeocedures, (f) instrumentation
and operationalization of constructs, (g) dataysislplan, including research questions
and hypotheses (h) threats to validity, and (ijcallprocedures.

Research Design and Rationale

Independent variables include (a) El measured eMBCEIT (Mayer et al.,
2002), and (b) affect intensity measured throughAtM (Larsen & Diener, 1987). The
dependent variable is transformational leadershggsured by the Multifactor
Leadership Questionnaire, version 5X (or MLQ-5XsB& Avolio, 2004). Based on the
nature of the research inquiry—a nonexperimentalerator research design, using a
purposive sample of supervisors within the hospytaidustry—the collection of
guantitative data was determined appropriate featmalysis. The research questions and
hypotheses in this study address recommendatiahsc¢holars have made (a) to increase
understanding of the relationship between EIl aadsfiormational leadership by testing

moderator effects associated with emotionalitytiitgty (Harms & Credé, 2010;
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Lindebaum & Cartwright, 2011), and (b) to use apik! in future organizational

research.
Methodology

Target population

This study targeted employees working in a superyisole within the hospitality
industry. The rationale for selecting this popuatas that high El is useful for
leadership in an industry with a strong customerise model (Humphrey, 2012;
Lindebaum & Cartwright, 2011). Hospitality and seesbased organizations have job
requirements for leaders and team members thatdache ability to demonstrate
positive regard, empathy, and to regulate emotior&commodate the needs of others
consistently (Humphrey, 2012). Because a large compt of the competitive business
model of hospitality centers on these competerasgserformance criteria, leaders
providing a work climate in which these values @vasistently modeled and reinforced
is imperative (Humphrey, 2012).
Sampling and Sampling Procedures

All manager-level employees (i.e., from front-liggpervisor to executive) within
one business organization in the hospitality induisicated in the southwestern United
States were recruited to participate. Data wereciad from leader subjects working in a
full-time, salary-based role with the organizati&ach participant must have worked in a
managerial capacity for at least 6 months and haderesponsibility for the direct

supervision of employees. All qualified participaiad to speak English as their primary



language. This criterion was especially pertinenicbmpleting the MSCEIT, as the
validation process was based on North American aadanative English speakers
(Mayer et al., 2002). Each participating leader asised to complete all three measures
of interest (MSCEIT, MLQ-5X, and AIM). Each paripeint was screened for
gualifications based on the purposive sampling &a®scribed in the next section, and
the completion of a consent and confidentialityrigrer standard protocol. The study
was based on a nonprobability (convenience) sarf@evenience sampling is common
and often a necessary method of recruiting pagidp (Wallen & Fraenkel, 2001), and
scientifically “reasonable and worthwhile” for assig human behavior using
descriptive statistics (Newton & Rudestam, 1999,21.).

A power analysis was conducted using G*Power (Bachierdfelder, & Faul,
1997) to determine the number of participants neééa¢his study (Cohen, 1988). A
Pearson correlation coefficient was computed totkesrelationship between EIl and
transformational leadership. For tests of assamiaising Pearson correlations, a
moderate correlation between variables was coraid®eaningful: a moderate effect
size estimate is consistent with previous studkesnening the correlation between El
and transformational leadership (Hebert, 2011; €bam & Cartwright, 2010; Wolf,
2010). To detect a moderate correlatios (30), a sample of 64 analyzable participants
was required for a minimum power of .80, the stad@¢anvention for rejection of the
null hypothesis in the social sciences (Cohen, 1888, 2010). Hierarchical multiple

linear regression was used to test moderafiorachieve power of .80 given a medium
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effect size {?>= .15) and an alpha level of .05, a minimum sarsjde of 85 was required
to detect a statistically significant model (G*PawRuchner et al., 1997).
Procedures for Recruitment, Participation, and DataCollection

Recruitment. Senior management within the target organizatias asked for
permission to approach and recruit supervisor-lewgbloyees to participate in this study.
All management personnel had an equal opportunipatticipate in the study as long as
they met the sampling frame criteria and had ordioeess including an email account to
complete the test and survey instruments succéssful

Participation. Each leader participant submitted their consenstiady inclusion
via email. The letter inviting participants to cens appears in the appendix (Appendix
A). Each participant received a description ofshely, as well as instructions for
participation and completion of the study. The iggrants were not required to engage in
any exit procedures and could exit the study atpoigt in time.

Demographic data.Study participants answered a set of questioaseelto age,
gender, race, level of education, and years of gene experience (see Appendix B).
Whenever possible, questions were structured td g@ntinuous variables (i.e., exact
age versus age group; exact years of experierce, Rost hoc analyses were conducted
to assess statistically significant differenceslmndependent variable with respect to
participant demographic characteristics. Demog@pharacteristics for which
statistically significant relationships existed@s were revisited as control variables in

the post hoc analysis of Hypotheses 1 and 2.
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Data collection.The researcher performed all data collection enimough two

log-in portals. The first log-in portal providecetifa) description of the study, (b)
participation instructions, (c) demographic queasti¢gsee Appendix B), (d) the MLQ-5X
(self-report version; only the 20 transformatiolegldership questions from the MLQ-5X
were analyzed for this study, and (e) the AIM. Bbeond log-in portal enabled leader
participants to complete the MSCEIT. All scores aggllts will be held strictly
confidential, and no individual data will be shareith the organization or with other
persons. Each instrument (MSCEIT, MLQ-5X, and Aldig valid and reliable
instruments, thus a pilot study was not deemedssacg. However, a brief test was
conducted for the purposes of identifying user-tlggeblems, including a test of log-in
procedures and exportation of raw data. Raw datatared on a laptop computer with
external drive back-up. All online data access guerded by encryption and secure
passwords, with software firewall protection.
Instrumentation and Operationalization of Constructs

The independent variables (El and affect intensity) dependent variable
(transformational leadership) were measured ugangdardized instruments that have
been shown to be valid and reliable for measutieg respective constructs (Bass &
Avolio, 2004; Larsen & Diener, 1987; Mayer et 2002). Permissions required for each
instrument have been obtained (see Appendix C).

Emotional intelligence.Emotional intelligence was measured using the Maye

Salovey Caruso Emotional Intelligence Test (MSCEWHich is published by Multi-
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Health Systems (MHS) of Toronto, Canada. The tessist of 141 items, using both

multiple choice and Likert scale formats containcogrect and incorrect answers and
selections. The MSCEIT includes instructions fartipgoants to assess the degree of
emotion present within an interpersonal or intrapeal scenario accurately, ranging
from Not at allto A Great Deal(Mayer et al., 2002). Sample items for the MSCEIT
appear in Appendix D. Table 1 includes the areas)dihes, item counts, and tasks. The
MSCEIT is for use with adults (17 years and oldesgyuiring an 8th grade reading level
(Mayer et al., 2002).

Table 1

MSCEIT Areas, Branch Factors, Item Totals, and $ask

Area Branch Total items Tasks
_— _ . A: Faces
Experiential 1: Indentifying 50 E: Pictures
o B: Facilitation
2:Using 30 F: Sensations
_ : C: Changes
Area 3: Understanding 32 G- Blends
4: Managing 29 D: Emotional Management

H: Emotional Relations

Note: From “MSCEIT User Manuélby J.D. Mayer, P. Salovey, and D.R. Caruso, p. 8.
Copyright 2002 by Multi-Health Systems. Adaptedhapermission.

Mayer et al. (2002) used aggregate data from Sdtilmes to obtain a normative
sample base of 5000 subjects. Age ranges were 49, with a mean of 24.13D=

9.89). Participants represented four major ethad@'rclassifications, with good
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representation percentages for each (Mayer é2@02). A second data set was collected

from 21 experts of human emotion drawn from thermational Society for Research in
Emotions (ISRE). The general and expert consenstassets correlated strongly (.88 for
V1.1 and .90 for V2.0 of the MSCEIT). This corrédat represents both a strength and a
weakness of the instrument. On the plus sidepwNided strong evidence for the validity
and reliability of objective answers to items oa MSCEIT. Mayer et al. (2000) argued
logically in favor of the consensus standardizatimethod based on their theoretical
concept that emotionally intelligent personal res@s based on social cues are adaptive
and founded upon evolutionary advantages, jusbgsitive intelligence is construed. On
the negative side, Larsen and Lerner (2006) regdhie scoring method runs counter to
psychometric theory. Having a participant earnrttaximum number of points for
providing the most popular answer on an IQ tes$ iwontrary to how tests of ability are
normally constructed and distributed across a i, thus leading to difficulties in
making meaningful score distinctions between irdinals (Larsen & Lerner, 2006).
Additionally, the high correlation between expartianon-expert consensus led at
least one critical review to ask the question “dw#ons experts actually exist?”(Fiori &
Antonakis, 2011, p. 333). In support of expertmgsi as indicative of high ability, Mayer,
Salovey, Caruso, and Sitarenios (2003) conductedrater agreement analyses between
expert and general data sets, finding strongeesgmtation of agreement among experts

than among the general group expert ratings omibs difficult test items.
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Participants completed the MSCEIT online. They Edygn to the MHS site with

a unique identifier given to them via email; whbe test was completed, the researcher
received notification via email. Raw data scoresengent to the researcher via download
as well as an individual MSCEIT resource reporticlwlwas then sent to the individual
participant. Researchers can choose two criteriadoring: (a) general consensus and (b)
expert consensus. Based on user manual recommamgit#ie general consensus
criterion was used (Mayer et al., 2002). For thegppses of this study, both overall El
score and branch (subscale) scores were usedessdskability. The decision to use
both total El (EIQ) and four branch EI scores wasea upon different recommendations
in the literature. Some scholars recommended wsiegall El scores on the MSCEIT
instead of four branch scores (Brannick, Wahi, &dBg 2011; Rode et al., 2008),
whereas Fiori and Antonakis (2011) found that floanch factors were more important
to report than overall EIQ. Because of these mixgukrt opinions in the recent
literature, both the factor (branch) scores anal &tores of the MSCEIT were entered
into separate regression analyses. To controkfaras of multicollinearity between total
and branch score EI with respect to the secondthgges in the study, separate
hierarchical regressions will be run for four factioranch) scores and total MSCEIT
(EIQ) scores respectively.

Overall El is calculated by computing the mean ssmll eight unadjusted task
scores (Mayer et al., 2002). Each of the four bnesstores were determined as an average

of the two task scores associated with each breeggectively. The area scores are
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categorical descriptors of the MSCEIT as opposeaepoesenting a two-factor

framework (Palmer et al., 2005; Rossen et al., 2008

Reliability and validity. The MSCEIT has a full scale reliability of .91ear
score reliability of .90 (experiential) and .85&segic), and split-half reliabilityn(= 62)
of .86 (Mayer et al., 2003). Full scale, area, hrahch reliability estimates were
replicated by Palmer et al. (Palmer et al., 20BBackett and Mayer (2003) reported a 2-
week test-retest reliability of .86 for total Elhigh is moderately favorable in
comparison with the coefficients of the EQ-H.73) and SREITr(= .78), which are
self-report measures of El. A study by Mayer e{2002) confirmed a total factor El
(E1Q), four branch factors, and eight tasks fastdution. However, a more recent
analysis suggests validity for one total EIQ faaioly (Brannick et al., 2011), whereas a
third study (Fiori & Antonakis, 2011) revealed sopfor the four branch factors, but not
for a total EIQ factor. For this reason, both t@atl factorial scores are considered in this
study.

In an assessment of convergent validity of the MBG#th other single
measures of emotional ability, Austin (2010) fownplositive, statistically significant
correlation between the Situational Test of Ematiddnderstanding (STEU) and the
understanding emotions branch of the MSCEIF (44,p < .001). The understanding
branch of the MSCEIT also correlated positivelyhwerbal intelligencer(= .21,p
<.05), suggesting that the understanding brandi afay represent a component of

crystal intelligence (Austin, 2010). Total MSCEIGose (EIQ) was also found to



135
correlate positively with the single factor El messcores of the Situational Test of

Emotional Management or STEM $.36,p <.001). and the STEU €& .33,p < .001).

In a study by Rossen and Kranzler (2009), the MSCGiBbwed incremental
validity in predicting social deviance when conlirgj for personality and verbal SAT
scoresi(=-.20,p <.01). Rossen and Kranzler (2009) also found mergal validity for
the MSCEIT in explaining moderate to large amowftsnique variance for predicting
alcohol consumption after controlling for cognitiability and personality, (correlation
was negative and statistically significaRt,=.04), suggesting that those with higher EI
are less likely to abuse alcohol.

For discriminant validity, Brackett and Mayer (20@8und that the MSCEIT
showed the highest discriminant validity from thig Bive and verbal SAT scores
compared with other measures of El in their stddhey also found the MSCEIT to be
negatively correlated with a scale for social dee&@af = -.27,p < .001). Mayer et al.
(2002) reported a negative correlation betweerMBEEIT and neuroticisnr (= -.13).
Mayer et al. (2004) referred to the MSCEIT as “sisipgly distinct” (p. 203) from
cognitive ability by merit of low overlap across faur branches of ability EI.
Nevertheless, the inability of EI measures in gahter show strong divergence from
existing measures of cognitive ability has contohteebe a source of criticism (Fiori &
Antonakis, 2012). The criteria by which El is bejndged with respect to convergent
and discriminant validity may be unrealisticallynservative and harsh, considering the

recent analysis of construct convergence acrossatial science literature by Carlson
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and Herdman (2012). These authors suggested tbatreoderate levels of convergence

between two measures< .50) should not be interpreted as meaning the uneasre
non-discriminant proxy measures (i.e., measuriegsime domain). Nevertheless,
discriminant validity remains an important limitatiin the field of El research despite
the general findings that the MSCEIT offers gredistinction from personality and
intelligence compared to alternative EI measures.

Transformational Leadership. Transformational leadership was measured using
the Multifactor Leadership Questionnaire (MLQ),&item questionnaire published by
Mind Garden, Inc. of Menlo Park, California. The ML(form 5X), measures three
leadership styles and nine subscale dimensiomaslta the MLQ are based upon a 5-
point, Likert-type scale of frequency which rangeni O fiot at all) to 4 frequently, if
not alway$. Sample items appear in Appendix E. Only thet@ths on the MLQ
measuring the transformational leadership stylei@nfive associated subscale
dimensions were collected for the purposes ofgtudy. The following five
transformational leadership subscales each carfsigur questions: Idealized Influence
Attributed (11-A), Idealized Influence Behavior {B); Inspirational Motivation (IM);
Intellectual Stimulation (1S); Individual Considéan (IC). The assessment was
conducted online via license to reproduce and adieinthat Mind Garden granted
directly. Raw data scores were sent to the reseaxca download, and an individual

MLQ feedback report is sent to the individual papant. As is the case with all
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instruments used in this study, each participars waited to contact the researcher

directly if questions arose. Technical support wisred through Mind Garden.

Reliability and validity. Reliability coefficients for the MLQ were assessed
Den Hartog, Van Muijen, and Koopman (1997, p. 2ithwronbach’s alphas of .95 for
transformational leadership, and subscale ranges ff2 (lowest) for inspiration up to
.93 for charisma (highest). Heinitz, Liepmann, &etfe (2005) found internal
consistency (Cronbach alphas of .70 or highergafidiive dimensions of the
transformational leadership style.

Evidence for the factor structure of the transfaroraal leadership class within
the MLQ was established in numerous studies (Arkignet al., 2003; Judge & Piccolo,
2004). In a study consisting mostly of male inseeexecutives, Howell and Avolio
(1993) reported evidence for a single transfornmatiteadership factor being a better fit
than five dimensional subscales. This finding obaarall transformational leadership
factor is also found in both Carless (Carless, 1998 Tracey and Hinkin (Tracey &
Hinkin, 1998). Single-class transformational leatigy (e.g., total transformational
leadership scores from the MLQ) have been usetlidies due to the high internal
consistency of items across the five transformaliteadership dimensions
(Cronbachn = .90; see Johnson, 2009). Heinitz et al. (206f) eoncluded that the five
transformational leadership dimensions cannot bairgsally distinguished, and thus

total score transformational leadership is appetprior conducting future research.
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As a test of convergent validity, Rowald and Heirf2007) found a positive and

statistically significant large correlation£ .88,p < .01) between transformational
leadership and a competing measure of charisnegtdelrship (Conger, 1998), leading
the authors of the study to proclaim the two measof transformational leadership and
charismatic leadership respectively, to measugelgrthe same construct.
Transformational leadership, as measured by the Mia® also correlated positively
with leadership role effectiveness indicators, saglsubordinate satisfaction ratings,
employee motivation, and employee job performaBaes$, 1997). Similar findings were
found in Lowe et al. (1996). In this meta-analysfishe MLQ across 39 studies, scores
on the transformational leadership scale of the Mio@elated positively with
subordinate satisfaction and job performance ratiRgpwald and Heinitz (2007) found
criterion validity for transformational leadersiop the MLQ by correlating it positively
with profitability (r = .26,p < .05), finding that transformational leadershiplained

14% of profit performanceM® = .14) above what was explained by transactional
leadership in their regression model.

Divergent validity was established by correlating@®scores of transformational
leadership with the transactional class of leadprgRowold & Heinitz, 2007). The
researchers found that both transformational scamdbe MLQ and charismatic
leadership scores on the Conger and Kanungo swalesdistinct and separate from
transactional leadership. However, the correlatietween scores on the MLQ subscales

of transformational and transactional leadership p@sitive and statistically significant
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(r =.57,p<.01). In essence, transformational leaders fretfypyase transactional style

behaviors as well as transformational style behraviothe context of managing their
subordinates. A method for comparing correlatioefftcients described by Meng,
Rosenthal, and Rubin (1992) was used to distingtiféérences between dependent
correlations, supporting the discriminant validitypothesis in Rowold and Heinitz
(2007). It is important to note that Bass and biteagues (Bass, 1985a; Bass & Riggio,
2006) have long maintained that transactional lesidle behaviors, especially the
contingent reward dimension, are important comptmeheffective leadership, and that
the relationship between these two distinct leddprstyles is not an either/or
proposition. Nevertheless, the lack of strong dieecce between transformational
leadership and the contingent reward dimensionaoisactional leadership has led some
scholars to question the factor structure of theQMkee Tracey & Hinkin, 1998).
Carlson and Herdman (2012) indicated that just ime&wo constructs showed
moderate to high convergence (ergs, .50 t0.70), it does not make them proxy
measures. The data presented in Carlson and Herslmoared that effect size outcomes
and conclusions can vary greatly even when twotcacts converge as high as .70.
Carlson and Herdman concluded by suggesting thahwhnvergent validity is= .50
or less, the measures are best assumed to beeafiveagd that only when= .70 or
greater should convergence be considered. This, albeit a conservative one in favor

of presuming construct divergence, further suppibstsdiscriminant validity findings of
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transformational leadership (vis-a-vis transactideadership) in Rowold and Heinitz

(2007).

Affect intensity. The AIM (Larsen, 1984) is a 40-item self-reporegtionnaire
that assesses the valence and intensity of emaiqrerienced across common life
situations. Respondents were asked to rate thadray by which intense emotions
across a wide spectrum (joy, sorrow, shame, gidtjon, etc.) are experienced through a
6-point rating scale of frequency ranging frorng\(e) to 6 @lwayg. Of the 40 total
items, 11 are reverse-key scored for the purposeduiting response effects. As a
measure of personality temperament, Dritschel azabdale (1991) and Larsen and
Diener (1987) have positively correlated scoreshenAlIM with neuroticism and
extraversion. Larsen reported that the AIM is nmceptible to error artifacts associated
with social desirability responses, faking, or re@esentation (Larsen, 1984, 2009). This
online assessment generates no feedback repodrenoesults to disclose to participants.
Items are scored across one total affect intessibye. Larsen and his colleagues used a
frequency scale to capture how often people regax@eriencing strong emotions and
reactions to life situations. The level of integsitas inferred by the question item itself
(e.g., “my happy moods are so strong that | féel lim ‘in heaven.”).

Reliability and validity. In two separate studies, Mooradian (1996) reported
estimates or reliability of the AIM to be .92 afd respectively, and Moore et al. (1995)
reported a coefficient alpha estimate of reliapitif .81. Reliability measures for the

AIM are also presented in Larsen (2009), with dogfht alphas in four samples ranging
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from .90 to .94, and split-half reliability rangifigpm .73 to .82. In a follow-up study

(Larsen & Diener, 1987), 76 participants re-takihg AIM two years later resulted in a
correlation between the sets of scores of pr$§ (01). Sample items from the AIM are
provided in Appendix F.

According to Larsen (2009), construct validity bétAIM is based on its
correlation to daily mood change data, using thedrnce sampling method (ESM;
Weissman & Ricks, 1966; Underwood & Froming, 1980)Larsen and Diener (1987),
daily affect intensity calculated by ESM correlateith total AIM scores at .61. In an
earlier study, Larsen and Diener (1985) found tlaaly parental reports of children’s
affect intensity correlated with AIM scores at (0= 74,p < .01). Three additional
validity studies were conducted to establish thésttcally significant connection
between high affect intensity and the tendencyersgnalize and generalize cognition
(Dritschel & Teasdale, 1991; Larsen, Billings, &t@un, 1996; Larsen, Diener, &
Cropanzano, 1987).

Bagozzi and Moore (2011) established convergemtitsabf the AIM, finding
positive correlations between empathy scores angeson AIM items related to general
affectivity and guilt. They also found discriminarglidity between the AIM and an18-
item scale measuring the need for cognition. Ttiaia analysis revealed a six-factor
solution as the best fit, but this new finding lyasto be corroborated. Other studies of
the factor structure of the AIM include Bryant €t(d996) and Weinfurt et al. (1994),

each finding a four factor solution to be the b#sHowever, the weakness in these
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studies compared with Bagozzi and Moore (2011has all previous analysis was

conducted on a short, 27-item version of the AlMo#er study using a reworded youth
version of the AIM, and based on the same shol¢ $igan set (Jones, Leen-Feldner,
Olatunji, Reardon, & Hawks, 2009) found a threeidamodel to be the best fit (RMSEA
= .08 and CFI = .94). Because no consensus exidtseodimensionality of the AIM, for
the purposes of this study, only total AIM scoregevused to determine moderation.
Data Analysis Plan

Software used for analysesCalculations for descriptive statistics were
conducted using IBM SPSS 20 (Norusis, 2011). Adkeasments and tests were
conducted via the Internet, with compatibility fdF major browser software platforms
(Internet Explorer, Firefox, Chrome, etc.). Datasvdownloaded as *.csv files and
exported into SPSS. Technical support for onlinestjonnaires/tests was provided
within each secure assessment portal respectaetiresearcher contact information
was supplied to each participant by emalil if questior additional assistance was
needed.

Data screening All data were screened for outliers prior to asalyData were
examined to determine if any missing data were imgsat random using MCAR (SPSS,
2011). More specifically, Little’s MCAR test wasrmucted to determine whether the
pattern of missing data was missing completelyaattom (MCAR). Further,
comparisons between the respondents with missilbigsand the respondents without

missing values on the key study variables was ceteglto determine if there were
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significant differences between the two groupshdéf MCAR test revealed that the

pattern of missing data was not random, then agoptd Tabachnick and Fidell,
missing data could be imputed via the expected miaaition (EM) algorithm in SPSS.
In addition, data were examined for outliers; @rfliwere analyzed, and were either
corrected, replaced, or removed from the final dataused for analysis based on
standard guidance of remedial action (see CohemeidNVest, & Aiken, 2003, pp. 415-
419). The range for all variables was examinechsuee there were no mis-keyed entries
or values out of range.
Research Questions and Hypotheses

RQ1: What is the nature of the relationship betwek(total scale and subscale)
and total transformational leadership scores?

Null hypothesigHol1): El will not relate positively to transformatiaineadership.

Research hypothegfblal): EI will relate positively to transformatiain
leadership.

RQ2: Does affect intensity moderate the relatign&gitween El (total scale and
subscale) and total transformational leadershipeséo

Null hypothesigHg2): affect intensity will not moderate the relatship between
El and transformational leadership.

Research hypothegfbla?2): affect intensity will moderate the relatship

between EI and transformational leadership.



The study model tested the degree to which El sqaredict transformational
leadership scores, and differ across levels otaffgensity as measured by total scores
of the moderator variable, Affect Intensity Meas(&éM). To test Hypothesis 2, Pearson
correlation coefficient analyses were conductetgsb the relationships between El (total
and branch scores) and transformational leadersbhged multiple regression to test
Hypothesis 2. Although it is presumed that thetreteship between X and Y is
statistically significant, this is not necessarytoderation with variable Z to occur
(Kenny, 2011). To test Hypothesis 2, | used mudtiiglgression to test for moderator
effects (Baron & Kenny, 1986). For this analysig predictor (X) was total El, the
moderator (Z) was affect intensity, and the dependariable (Y) was transformational
leadership. To avoid multicollinearity, a separagression was conducted in which the
predictors (X) were El branch scores. To show matitamn, it must be demonstrated that
affect intensity influenced the strength or direntof the association between EIl and
transformational leadership (Bennett, 2000). A psga alpha level qf < .05 was
established to determine statistical significamicehe hierarchical regression model, the
predictor variables were entered in the first thacks and the interaction term was
entered in the third block (Jose, 2013).

To ensure appropriate rigor is applied to multiyglgression testing, numerous
assumptions must be addressed and met (Tabachriatte$l, 2007). First, to check for
the assumption of normal distribution, tests ofvakess and kurtosis were conducted.

Second, the assumption of homoscedasticity mustdiéy plotting MLQ score
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residuals over values of El and affect intensigpestively to test for the constancy of
variance. This test ensures that regression caaffcare not biased due to inconsistent
variances across the scatterplots. Third, cormelatbetween EI (total score and factor
scores) and affect intensity were checked for gatkemulticollinearity. The predictor

and moderator variables were centered prior tingggbr moderation in order to conform
with a longstanding convention (e.g., Aiken & Wdd91; Frazier et al., 2004; Jaccard &
Turrisi, 2003; Kenny, 2011; West, Aiken, & Krull926). The purpose for this
preparation step is to mitigate potential multic@hrity between the product terms of the
predictor and moderator variables (Baron & Kenr886@; Kenny, 2011). However, it
should be noted that the overwhelming consensusooé recent authors (Hayes, 2013;
Jose, 2013) is that the practice of centering béggais mathematically unnecessary and
thus entirely optional.

The predictor variables were entered in blocksd Z2arespectively, and the
interaction term was entered in the final blocksaggested by Jose (2013). Due to the
likelihood of a high correlation between the fourEanches and the total El score,
separate hierarchical regressions were calculatesst the second hypotheses of
moderation. The first hierarchical regression madeuded the total El score and affect
intensity as the moderator variable. The subseduerdrchical regression models
examined the four EI branches as predictors amtiffitensity as the moderator
variable. Moderation was determined according tthoas established in Baron and

Kenny (1986) when both predictor and moderatorcarginuous variables. This analysis
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includes a determination of what type of moderatioourred. For example, it is possible

affect intensity was a threshold moderator inst&faal classic linear moderator, meaning
that the effect of X on Y (i.e., the relationshigtlween El and transformational
leadership) changed when the moderating varialidegZeater (or less than) a specific
cut-off point in. A commonly recommended procedsro use one standard deviation
above and below the mean as cut-off points (Ha83@k3; Jose, 2013).

Threats to Validity

An important threat to external validity in thisidy relates to the use of a
convenience sample (Cook & Campbell, 1979). In@mywenience sampling design,
including purposive sampling, the ability of theearcher to generalize findings is
limited, as it is more difficult to rule out confoding and extraneous variables when
random assignment is not used. Individuals whomnaltily took the time to participate in
a study may differ from the general target popatatf hospitality leaders in substantive
ways. For example, they may have a higher El thargeneral leader population.

The type of applied research conducted in I-O pshdy routinely requires data
collection from organizations as opposed to clasg@dersity lab settings. Applied
research must be conducted in a way that is bathadxe and ethical, in which every
leader in the organization has equal and volurdacgss to participate and to receive the
potential benefits of receiving a personal El aeabership style report. Equal access to

benefits, as well as voluntary, confidential papition have been identified as critical



requisites of ethical research in workplace orgations, even though it may lead to
fewer opportunities to use control group desigrsa(inan, 2006)

The most important threat to internal validity éated to the instrumentation of
the MSCEIT. One important theoretical critique loé MSCEIT is that it performs better
at detecting low El in test subjects than it doigh iEl (Roberts et al., 2010). In part, this
is traced back to the potential psychometric wes&mé using general and expert
consensus ratings to norm the MSCEIT total ancessabres (Mayer et al., 2002). An
additional weakness of the MSCEIT instrument,sgéndency to capture maximal El
performance as opposed to typical El performamsge@ally for the emotional
management factor, which has led to attempts tgdesw performance El instruments
(Freudenthaler & Neubauer, 2007).

This threat of instrumentation is not unique t® ttudy, and may be partly
implicated for the largely mixed findings in theeliature regarding the theorized
connection between El and leadership. This threatiges a potential design strength
and rationale for conducting a moderator analy3iee of the important outcomes offered
in this study is the assessment of how affect (@gasure of typical emotional reaction)
may be used in future studies of ability EI; measytypical performance data, and thus
providing superior predictive correlations betwedlity El and a wide range of
outcome variables. The best way to combat problergernal and external validity

related to selection and population is throughfcaraonitoring of group demographic
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differences for multicollinearity, specifically ihe analysis of residuals using post-hoc

analysis testing (Newton & Rudestam, 1999).

Additional threats of response style bias have heemntified specifically in
studies involving transformational leadership (Mo&012). Measurement of
transformational leadership relies on self-repodath, which are subject to acquiescence
response style bias, and extreme response styeshifihe acquiescence response style
bias occurs when people score themselves highreeysitems because they agree with
the statements, not because it reflects the frexyueintheir own behavior. The extreme
response style bias occurs when individuals daisetthe full range of response
categories, but prefer to go for the extremesgeidls a peculiar individual tendency, or
as a matter of perceived social desirability ofebebrs. The only method for correcting
the biases identified in Moors (2012) involves reliee such as rewording MLQ items
(i.e., to re-frame positively and negatively wordins), which was beyond the scope
and capacity of this study. Self-report measuregemeral carry numerous social
desirability biases and temporal mood bias (ireswaers are impacted by the current
mood state of the responder). By assuring partitgpaf confidentiality, researchers can
reduce response bias tendencies on surveys knolavolnerable to social desirability
perceptions (Bowling, 2005).

Across the history of its use, the AIM is not subj® response biases according
to Larsen (2009), and an advantage to the MSCEifaisit is an ability test as opposed

to a self-assessment like most other measures @fi&fer et al., 2002). However, self-



149
reported items on the MLQ are always susceptiblaases due to the social desirability

of being a transformational leader (Lievens, Vaiit,ZeCoetsier, 1997). Social
desirability bias may be mitigated (but not elinted in this study by holding data
results confidential, and making this fact cleathia participant instructions upfront as
well as in the verbiage of the participation agreetrand consent.
Ethical Procedures

Recruitment of participants was voluntary, basedpen participation, and was
offered equitably across all leadership levels s&each partner organization.
Participation could end at any time at the disorebdf the participant. Although data
collection was not anonymous, all collected dat r@port documents were held in strict
confidence. No personal information, data repdesfior individually identifiable data
were shared with senior organizational persongepadment entities (e.g., Human
Resources). The data collection stage lasted 1hnfoorn initial invitation to close. Two
reminder messages were sent to all participantshadanot completed one or more
guestionnaire or test, inviting them to participa&t raw data collected were securely
stored in the manner described in the data cadlectection of this chapter, and will be
held for 5 years unless specified otherwise bywHadden University IRB (2012). The
IRB approval for my study is # 04-10-14-0099485.

Summary
This section described the design methodology taetthis study to test the

moderator effect of affect intensity in the relasbip of EI and transformational



leadership. Data collected from leader participardse analyzed using hierarchical
regression with quality tests to detect heterosstézity and multicollinearity.

The findings from this study provided in Chaptear®l discussed in great detail
through the final chapter, provide useful sociamie recommendations regarding the
continual improvement of leader and employee ematibealth and well-being,
improved leader-associate relationship quality, iacteased employee satisfaction

during times of organizational change.
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Chapter 4: Results

Introduction

This study was conducted to contribute new inforamaabout the relationship
between EI (El; Salovey & Mayer, 1990)and transfational leadership (Bass, 1985a)
by assessing the moderating effect that affechsitg (Larsen & Diener, 1987) may have
upon that relationship, specifically through a msige sample population of hospitality
leaders. This chapter includes presentation ofititengs of the hypotheses associated
with two research questions: (a) What is the natfitee relationship between El (total
scale and subscale) and total transformationaklship scores; and (b) Does affect
intensity moderate the relationship between Eh(tstale and subscale) and total
transformational leadership scores?

This chapter begins with a discussion of the dali@ction process, including
data cleaning and missing data analysis, demograpdund assessment of the sample.
Next, are the findings of the study, including trescriptive statistics of the predictor,
moderator, and outcome variables, tests of thethgses through correlation and
hierarchical regression, and follow-up analysesldsof the results—which support the
data presentation’s clarity and efficiency—are uldgld where appropriate (American
Psychological Association, 2010).

Data Collection
Prior to data collection, a brief functionality tes the exportation of raw data

was conducted from two different host sourcesMid Garden, which hosted the MLQ
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and AIM, and (b) Multi-Health Systems, which hosted MSCEIT. This test was also

conducted to address any graphical interface erypegraphical errors, and to run a
quality assurance check of the URLSs, log-ins, aasbpords. The only changes made
from the pretest status were to the graphical fiater (increasing the default size and font
style of the user instructions on the portal sdastbd by Mind Garden). Data were
collected using self-administered, online surveys &sts that were completed over a
period of 1 month. The scales included in this gtwdre the MSCEIT (Mayer et al.,
2002), the AIM (Larsen & Diener, 1987), and the M[Bass & Avolio, 2004).
Psychometric properties for each instrument weogided and discussed in the Chapter
3 section, Instrumentation and Operationalizatibtihe Constructs.

A pool of 386 leaders from a multi-unit hospitaldyganization based in the
southwestern region of the United States was id\tibeparticipate in this study. From the
pool of invitees, 224 (58% response rate) providéarmed consent. Among the
participants, 69 (31%) did not successfully comgphkaty surveys, 6 (2.6%) completed the
MSCEIT but not the MLQ or the AIM, and 3 (0.1%) cpieted the MLQ and the AIM
but not the MSCEIT. A total of 146 (66%) of the zdrticipants completed all three
surveys. Data for this study were collected andyaed using the Statistical Package for
Social Services, v22.0 software program (Noru$4,12.

Preliminary Data Analyses
Data were first scrutinized for completeness arttiesa. Two surveys were

removed upon visual inspection because of a langger of missing responses (13 and
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16 missing items respectively) from the 20 totalitems. For the remaining 144

cases, a univariate test to identify outliers aNHQ, AIM, and MSCEIT was
conducted, based on the method described in Hoagtinglewicz (1987). This process
entails subtracting the 25th percentile score valum the 75th percentile score value for
each variable, and then multiplying the resultilggife by a factor of 2.2. The resulting
figure is then subtracted from the 25th percesiiere to determine the low-bound
cutoff, and added to the 75th percentile scoresterthine the high-bound cutoff point.
This method is very similar to using three standbdiations from either side of the
mean to determine outliers which is a procedurermmonty recommended (see, Newton
& Rudestam, 1999; Tukey, 1977)

However, using computer simulation tests, Hoaghd kylewicz (1987) found
their method to be more precise than cutoff paisiag three standard deviations and
Tukey’s standard boxplot criteria (Tukey, 1977) wiag@plied to sample sizes greater
than 80. Using the Hoaglin and Iglewicz method, agditional cases were identified
and removed as outliers: one due to a transformatieadership raw score below the
MLQ lower bound cut-off raw score of 32, and a setoase due to an affect intensity
score below the lower bound cut-off score of 95.

Data were again scrutinized to ensure that anyingstata were random, and to
check for violations of the assumptions of nornyatitie to skewness and kurtosis
(Tabachnick & Fidell, 2007). From the final setl@df2 cases, missing data occurred for

items associated with the transformational leaderstale of the MLQ (1.4% total
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missing). Some missing data were expected on th@ Mis it offers a non-response

option built into the scale (Bass & Avolio, 2008ence, by design, the MLQ provides
participants with the option to report that theyrad know the frequency by which they
engage in a specific leader behavior. Therefor#leld missing completely at random
(MCAR) test (Little, 1988) was conducted specifigaln the MLQ data (20
transformational leadership scale items), withrégult indicating that missing data was
statistically nonsignificant and thus presumeddarssing at random (Chi-Square =
191.240df = 166,a = .087). Because missing data was minimal, mamyalitation was
conducted using the median-replacement techniqgoen@& Rodriguez, 2004), rather
than the expected maximization algorithm techniguePSS.

All scales had distribution characteristics thatevacceptable with respect to
skewness (< 1) and kurtosis (< 2), according taythidance found in Tabachnick and
Fidell (2007) with respect to sample sizes of 10fore cases, armscore distribution
tables and rules of thumb for curve analysis foun@ramer and Howitt (2004). A visual
inspection of histograms was made for each vari@béssess the shape of their
distributions against a normal curve. Each varia@é&ibution approximated a normal
curve, with the exception of Branch 3 El (Underdiag Emotions) and transformational
leadership, which were both slightly leptokurticiftosis > 1.00) due to the high volume
of scores at or near the mean. Table 2 presentsoddlce scales and descriptive statistics

of central tendency, variability, distribution, arediability, using Cronbach’s alpha.
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Table 2

Central Tendency, Standard Deviation, SkewnesdpKist and Reliability

Scale M SD Median Skewness Kurtosis Reliability
Total El 99.10 11.36 99.39 -.29 15 .96
Perceiving emotion 102.30 14.00 101.42 -.10 .60 91
Using emotion 97.31 12.60 97.44 -.09 .30 .87
Understanding motion 9536 9.75 94.37 -.57 1.34 91
Managing emotion 99.55 9.15 100.76 -.78 75 .84
Affect intensity 141.02 19.41 142.50 -.15 -.78 .88
Transformational leadership 63.78 8.13 64.00 -.60 1.03 .84

Note El = emotional intelligence.
Results

Descriptive Results

Demographic descriptors consisted of gender, age, education, and
managerial experience. The results are presentedhle 3. Overall, of the 142
participants, there were 102 men (71.8) and 40 wof28.2%). The sample was
predominantly male, with a distribution similarttee U.S. Census 2010 data (70.8% men
and 29.2% women) for operations and general managielevel positions in the
workplace (U.S. Census Bureau, 2010). The mearicadle total sample was 35.19
years §D= 6.92), with the mean age for men being 35%2 £ 7.12), and 34.280D =

6.68) for women.
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With respect to race, the sample was largely Wdatasian, which is also

similar to the 2010 U.S. Census data for genemaaroperations managers (81.2%). Of
the non-white participants in the study samplepHlscs had the largest representation,
followed by Black and Asian. Regarding the dataléeel of education, the largest
participant demographic was college graduates, 8dt6% of the total sample having
completed at least Bachelor’s degree. The finagmaty of demographic data was the
length of time in a supervisory role. The mediamgté of time for the total sample was
10 years, ranging from as little as 6 months tmary as 35 years worth of experience.
Table 3 provides a breakdown of each demographimubyber and percentage.
Inferential Statistical Results

Relationship between El and transformational leadeship. Pearson product-
moment correlations were performed to test theé fivdl hypothesisKly1) that EI scores
(total and branch scores respectively) would ngbdmstively correlated with
transformational leadership. Total El scores werstvely, and statistically
significantly, correlated with transformational desiship ¢ = .22,p < .01). Thus, the null
hypothesis that total El scores would not be peadigi correlated with transformational
leadership was rejected. As total El scores ineeaso did scores on transformational

leadership.
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Table 3

Frequencies and Percentages for Categorical Vagabl

n %

Gender

Men 102 71.8

Women 40 28.2
Age

Mean 35.09

Median 34.00
Ethnicity/race

White/Caucasian 121 85.2

Hispanic 8 56

Black/African Amer. 4 28

Asian 4 28

Native Amer./Alaskan 3 21

Other/unspec. 2 14
Education

HS graduate 6 4.2

Trade technical 2 14

Some college 39 275

Associate degree 7 49

Bachelor’s degree 71 50.0

Graduate/prof. 17 12.0
Supervisory exp. (years)

Mean 11.49

Median 10.00

Note. Amer. = American. Unspec. = unspecified. H.Sightschool. Prof. =
professional. Exp. = experience



Branch EI scores for perceiving emotion were natistically significantly
correlated with transformational leadershipg=(.12,p =.17). Thus, the null hypothesis
that perceiving emotion branch scores would nqidstively correlated with
transformational leadership was not rejected. Brdficscores for using emotion were
not statistically significantly correlated with trsformational leadership € .14,p =.10).
Thus, the null hypothesis that using emotion brasudres would not be positively
correlated with transformational leadership wasrefgcted. Branch EI scores for
understanding emotion were not statistically sigatftly correlated with
transformational leadership € .06,p =.48). Thus, the null hypothesis that understapdin
emotion branch scores would not be positively dateel with transformational
leadership was not rejected. Therefore, the panggiusing, and understanding emotion
branch abilities were found to be unrelated wigmsformational leadership scores.
Table 4

Pearson Product-Moment Correlations Between Prediahd Outcome Variables

1 2 3 4 5 6 7
1. Total El --
2. Perceiving emotion gL -
3. Using emotion 6% 39% -
4. Understanding emotion .62** 18* .33 -
5. Managing emotion B6** 23 42%*  30** -
6. Affect intensity .10 .02 14 -.05 15 -

7. Transformational leadership .22** .12 14 .06 32** 13 --

* p<.05.*p<.01,
Note.EIl = emotional intelligence.
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Branch EI scores for managing emotion were positjand statistically

significantly correlated with transformational leaship ¢ = .32,p < .01). Thus, the null
hypothesis that managing emotion branch scoresdvmtl be positively correlated with
transformational leadership was rejected. As margagimotion scores increased, so did
scores on transformational leadership. Correlationall predictor and outcome
variables are provided in Table 4.

Affect intensity as a moderator of El and transformational leadership. Two
moderated multiple regression analyses were peeoim test the second null hypothesis
(Ho2) that affect intensity would not moderate thatiehship between EI (total and
branch scale scores, respectively) and transfoomatieadership. To conduct these
analyses, the method for conducting hierarchicadenated regression in the case of
continuous moderator variable was used (Jose, 26bB}he first regression analysis,
total EI was entered in the first step of the regi@n analysis, and affect intensity was
then entered in the second step. The interactrom between total EI and affect intensity
was created via the TRANSFORM and COMPUTE VARIABt@&nmand in SPSS to
multiply both predictors together. This interactienm variable was entered in the third
and final step of the analysis.

Prior to conducting the analysis, a test of theeggirassumptions of regression
was performed. A Durbin-Watson statistic was useigst the independence of residuals.
The resulting value of 1.94 was not statisticaifyngicant for a sample size less than 150

with two predictors in the regression (Savin & Véhit977). Next, visual analyses were
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conducted to test for the assumptions of lineanitg homoscedasticity respectively. The

predictor variables showed approximate linear i@iahips with the dependent variable
in a partial plot inspection. With respect to hooestasticity, standardized residuals
displayed an equal distribution across all predist@lues of the dependent variable in a
visual inspection of the scatter plot (Tabachnicki&ell, 2007). Finally, a check for
multicollinearity was performed, with collinearitglerances for variables reporting
acceptable values greater than .20 (see O'BridY,)26.s shown in Table 5, the
interaction term was not statistically significahhis indicates that affect intensity did
not moderate the relationship between total Eltesnasformational leadership.

Table 5

Statistical Output of Moderated Regression to Assies Effect of Affect Intensity on the
Total El-to-Transformational Leadership Relatiornshi

Unstandardized Standardized

coefficients coefficients

b SE B t p AR

Step 1 .01 .05
Total El .16 .06 22 2.65 .01

Step 2 01 .01
Total El A5 .06 21 2.50 .01
Affect intensity .05 .04 A1 1.31 .19

Step 3 .01 .02
Total El A5 .06 21 2.57 .01
Affect Intensity .04 .03 A1 1.29 .20
El*Affect Intensity -.01 .003 -.15 -1.86 .07

Note.E|l = Emotional Intelligence. Tot&f = .08.
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For the second regression analysis, the four braocate subscales of El were

entered in the first step of the regression anslysid affect intensity was then entered in
the second step. The four interaction terms betweeceiving El, using El,
understanding El, and managing El and affect initemgere created via the
TRANSFORM and COMPUTE VARIABLE command in SPSS toltiply the

predictors together respectively. These interadiom variables were entered in the third
and final step of the analysis.

Prior to conducting the analysis, a test of theegairassumptions of regression
was performed. A Durbin-Watson statistic was useigst the independence of residuals.
The resulting value of 1.92 was not statisticaiyngicant (Savin & White, 1977). Next,
visual analyses were conducted to test for themagBans of linearity and
homoscedasticity respectively. The predictor vdeslshowed approximate linear
relationships with the dependent variable in phpiat inspections. With respect to
homoscedasticity, standardized residuals displayeeual distribution across all
predicted values of the dependent variable in @alimspection of the scatter plot
(Tabachnick & Fidell, 2007). Finally, a check foulticollinearity was performed, with
collinearity tolerances for all variables reportimcreptable values greater than .20 (see
O'Brien, 2007). As shown in Table 6, none of thenaction terms were statistically
significant. This indicates that affect intensiig dot moderate the relationship between

branch score El and transformational leadership
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Table 6

Statistical Output of Moderated Regression to Assies Effect of Affect Intensity on the
Branch Score El-to-Transformational Leadership Relaship

Unstandardized Standardized

coefficients coefficients

b SE B t p AR

Step 1 .003 .11
Perceiving El .03 .05 .05 .53 .60
Using El .00 .06 .00 -.01 .99
Understanding El -.04 .07 -.05 -.52 .61
Managing El .29 .08 .33 3.61 .001

Step 2 .005 .01
Perceiving El .03 .05 .05 .58 .57
Using El -.01 .06 .01 -12 91
Understanding El -.03 .07 -.04 -.40 .69
Managing El .28 .08 .32 3.45 .001
Affect Intensity .03 .04 .08 .97 .33

Step 3 .02 .02
Perceiving El .04 .05 .07 a7 44
Using EI .01 .07 -.02 -.20 .85
Understanding El .03 .07 -.04 -.43 .67
Managing El .29 .08 33 351 .001
Affect Intensity .04 .04 .09 .1.02 31
Perceiving El *affect intensity -.003  .003 -.09 -.94 .35
Using El*affect intensity -.002 .003 -.06 -.54 .59
Understand El*affect intensity -.004  .004 -10  -1.07 .29
Managing El*affect intensity .001 .004 .04 .35 72

Note.Dependent variable: transformational leadership: @motional intelligence. Total

R = .14.
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Additional Inferential Analysis

As discussed in Chapter 3, additional analysekefelationship between EI and
transformational leadership were conducted viaangrical regression to test the
possibility that demographic variables may exptam statistically significant
relationship found between EIl and transformatideadlership. The demographic for
level of education was dichotomized into the folilegvdummy coded variable criteria:
bachelor’s degree or higher (coded 1) and no backelegree (coded 0). To avoid
multicollinearity in multiple regression (Tabachki& Fidell, 2007), branch EI scores
were included in a separate calculation from tBlaBecause of the limited variability in
race/ethnicity (85.2% White), the racial categogswot considered to have utility as a
variable, and was not included in the follow-uplgsia. Also, because of the high
correlation between age and years of supervisqrgrgance 1( = .79,p < .01), the years
of supervisory experience was included in favousihg age.

The demographic variables (entered into Block tpaated for 7.0% of the
variance in the outcome. Supervisory experiencestasstically significantly and
positively correlated with transformational leadeps(p < .01). Gender and education
were not statistically significant in this step.tdloEl scores and total affect intensity
were entered into Block 2, and accounted for aritiadd! 10.00% of the variance. Total
El scores(f < .01) and affect intensity scorgs< .05) were statistically significant.
Additionally, gender became a statistically sigrafit factor in the second step<.01),

with women scoring higher in transformational leatig than men. The positive
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regression coefficient between total El and tramsé&dional leadership is only partially

explained by the demographic variables of superyisgperience and gender. Finally,
when the interaction variable of total EI and afffietensity was entered into block 3, it
only accounted for an additional 1.00% of the var@a

As might be expected, when branch score El is gutesd for total El in step two,
the calculations and regression results are sinmlpattern, although not identical, with
Block 2 accounting for an additional 15.00% of #agiance. When the four interaction
variables of branch El and affect intensity werteesd into block 3, they only accounted
for an additional 1.00% of the variance. The degoeghich total El scores are not a
perfect match with branch EIl score averages igalllew MHS calculates total EI.
Instead of being a direct average of branch sctinedptal score reflects a converted
score based on how the individual performed acatigganches compared to the test’s
normative sample (Mayer, Salovey, & Caruso, 2082k Tables 7 and 8 for the
nonstandardized regression coefficietn)s $tandardized beta weighfy,(t statistics, p-

values AR?and totalR’.
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Table 7

Statistical Output of Hierarchical Regression (uding Total El scores) to Assess
Demographic Control Variables

Unstandardized Standardized

coefficients coefficients
b SE i T p AR
Step 1 .02 .07
Gender -2.30 151 -13 -1.51 .13
Education .08 1.39 .01 .06 .96
Supervisory experience .26 .10 21 2.53 .01
Step 2 <.001 10
Gender -4.34 1.53 -24  -2.85 .01
Education .80 1.34 .05 .60 .55
Supervisory experience 27 .10 22 2.68 .01
Total El .18 .06 .25 3.11  .002
Affect intensity .08 .03 .20 241 .02
Step 3 <.001 .01
Gender -4.16 1.53 -.24 2.73 .01
Education 75 1.34 .05 .56 .58
Supervisory experience .26 .10 21 2.55 .01
Total El .18 .06 .26 3.13 .002
Affect intensity .18 .03 19 2.35 .02
Total El *affect intensity  -.004 .003 -11 -1.38 A7

Note.E| = emotional intelligence. Tot&f =.18
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Table 8

Statistical Output of Hierarchical Regression (imding Branch EI scores) to Assess
Demographic Control Variables

Unstandardized  Standardized

Coefficients Coefficients
b SE B t p AR

Step 1 .02 .07
Gender -2.30 151 -13  -1.51 13
Education .08 1.39 .01 .06 .96
Supervisory experience .26 .10 21 2.53 .01

Step 2 <.001 .15
Gender -4.68 151 -26 -3.11  .002
Education 1.31 1.33 .08 .98 .33
Supervisory experience 22 .10 18 2.13 .04
Perceiving emotion .05 .05 .09 1.06 .29
Using emotion .01 .06 .01 .09 .93
Understanding emotion -.02 .07 -.02 -22 .82
Managing emotion .28 .08 31 345  .001
Affect intensity .07 .03 A7 2,10 .04

Step 3 <.001 .01
Gender -4.51 1.53 -25 -296 .004
Education 1.33 1.35 .08 .99 .33
Supervisory experience .20 .10 17 1.98 .05
Perceiving emotion .06 .05 .10 1.16 .25
Using emotion -.001 .06 -.002 -.02 .98
Understanding emotion -.02 .07 -.02 -.25 .80
Managing emotion .28 .08 32 346 .001
Affect intensity .07 .04 A8 2.10 .04
Perceiving El *affect intensity -.002 .003 -.06 -.66 .51
Using EI*Affect Intensity -.002 .003 -.07 -.67 .50
Understand El*Affect Intensity -.002 .003 -.06 -.68 .50
Managing El*Affect Intensity ~ .002 .004 -.04 -.46 .65

Note.E| = emotional intelligence. Tota¥ =.23.



167
Summary

A final convenience sample of manage¥s{(142) working within the hospitality
industry consented and then responded to the liggjoidine surveys over a one-month
period. The first null hypothesis was that El (t@ad branch scores) were not positively
correlated with transformational leadership. Thi mypothesis was rejected for total
score El and for one branch EIl score (managing iemetas both were found to have a
statistically significant, positive correlation Witransformational leadership. The null
hypothesis was not rejected for the branch El scof@erceiving emotion, using
emotion, and understanding emotion. Initial follow-analysis revealed that all of the
explained variance associated with total EI andsti@mational leadership was due to
the branch El score managing emotion. A final feHap analysis assessed the degree to
which demographic variables may further explainréiationship between El and
transformational leadership. The resulting regoesound that years of supervisory
experience and gender explained a small amouiieofdriance of transformational
leadership scores above what could be attributéotabscore El, or the branch EI score
managing emotion.

The second null hypothesis stated that affect sitgmvould not function as a
moderator of the relationship between El and tamsétional leadership. Affect
intensity was not a statistically significant maater of either total score EIl or branch
score El relationships with transformational leatigy. The finding via moderated

regression therefore does not support rejectiaghefiull.
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In Chapter 5, | discuss the findings, recommendatior future research, and the

implications for organizational practitioners arabsjive social change.
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Chapter 5: Conclusions
Introduction

One purpose of this study was to examine wheth@rédicted transformational
leadership in a sample of hospitality managerse@osd purpose of the study was to
examine whether affect intensity functioned as aenator of the El-transformational
leadership. The selection of hospitality managerstfis study was driven both by
recommendations for future research on emotiotalriand leadership (Gooty et al.,
2010; Humphrey, 2012; Rajah et al., 2011) and bgiecal findings (Joseph &
Newman, 2010). Whereas Humprhey (2012) proposedaheept that leaders rely on
their emotional abilities in workplace settings wwhemotional labor is high, Joseph and
Newman reported evidence that ability-based Eletated positively with job
performance, but only for job functions where emadil labor was rated high.

There is a lack of research in the El-leadershgpdiure examining individual
differences in the emotional intensity of manadgetarms & Credé, 2010), with no
studies on record in the peer-reviewed literathet €xamined both ability-based El and
affect intensity as predictors of transformatiolealdership. Prior to the data analysis of
this study, the only previous research examinimgrthe of manager emotional intensity
as a moderating factor of El and leadership wasngublished conference paper by Jin
et al. (2008), which employed an experience sargphethod to assess the short-term
mood states of college student leaders. In contriisithe paper by Jin et al., rather than

measuring temporal mood state, my study used aslisgnal or trait measure of affect
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intensity (Larsen & Diener, 1987) and a field saengi managers working in the

hospitality industry.

The data for this study was collected from a corerere sample of managers
(N = 142), from whom scores on the MSCEIT (Mayerlgt2902), the MLQ (Bass &
Avolio, 2004), and the AIM (Larsen & Diener) werellected. The findings of this
guantitative nonexperimental study indicated thate was a positive and statistically
significant zero-order correlation between totarscEl and self-reported
transformational leadership scores. A second pesithd statistically significant
correlation was found between the branch scoredtlaging emotion and
transformational leadership. In a follow-up anadyshe statistically significant
relationship between El and transformational lestiiprexplained unique variance
beyond age, gender, and years of supervisory expezi The findings indicated that
there were no statistically significant zero-orderrelations between the branch El
scores of perceiving emotion, using emotion, ardeustanding emotion and
transformational leadership. Finally, affect iniénhgvas not found to moderate the
relationship between El (total and branch scord)teansformational leadership.

Interpretation of the Findings

As indicated in Chapter 4, one of the two null hyyeses was rejected. With
respect to the first null hypothesis (that El widit relate positively to transformational
leadership), the findings of a statistically sigraht, positive relationship between EIl and

transformational leadership confirmed the res@fsorted by some previous authors



(e.g., Clarke, 2010; Hur et al., 2011; Leban & Zi)2004), while disconfirming the
results reported by others (e.g., Brown et al. 526Wllesdal & Hagtvet, 2013;
Lindebaum & Cartwright, 2010; Weinberger, 2009).fésthe second null hypothesis
(affect intensity will not moderate the relationshietween El and transformational
relationship), the statistically nonsignificantuks of this study are contrary to what was
reported in Jin et al. (2008). What follows nexaidiscussion of the key methodological
differences and similarities between this study prebious studies, and an analysis of
the overall findings of this study within the coxitef its scope and theoretical
framework.

The positive statistically significant correlatibetween the El branch score
managing emotion and transformational leadershipddn this study supports two basic
propositions in the literature. The authors of M@CEIT along with their colleagues
(Mayer, Salovey, Caruso, & Sitarenios, 2001) st#tetl because of the more advanced
and complex nature of the tasks associated witmidneaging emotion branch of El, it
represents the most practical and arguably the mnpeirtant set of skills for building
interpersonal relationships. Secondly, HumphreylP2tas proposed that the ability to
manage emotions is instrumental to transformatit@zalership because of the impact
emotional labor has on the stress levels of woske@ates, particularly labor associated
with surface acting tasks.

Caruso and Salovey (2004) explained that not estecgessful manager relies

prominently on emotional abilities to build workatonships, and that emotional
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abilities represent one of only several ways tleatgbe find meaning in a relationship

context (e.g., sharing common goals, intellectntdriests, or set of moral values).
Perhaps the core issue of emotional abilities fiedteve leadership depends greatly
upon whether emotional tasks are a prominent featfithe organizational environment.

There is growing empirical support for Humphreytsgositions on the
importance emotional labor in workplace researetigularly the impact of surface
acting, which is believed to cause the largest athotiwork-related stress (Hochschild
1983/2003). For example, in their meta-analysisepb and Newman (2010) found that
ability El was a statistically significant indicatof work performance in occupations
rated by a panel as high in emotional labor, batanstatistically significant predictor of
work performance for jobs rated low in emotion&ldademand. Therefore, it is possible
that the reason why some authors failed to fintissteally significant relationships
between EI and transformational leadership (e.gquufaturing plant managers in
Weinberger, 2009; construction project managetsndebaum & Cartwright, 2010;
executive leaders in Fgllesdal & Hagtvet, 2013)us to a lack of day-to-day emotional
labor demand in the workplaces from which their gl@s were taken.

In a study by Wang and Groth (2014), it was shavat tvhen employees were
faced with work tasks that forced them to suppneggtive emotions, the labor of
emotional suppression had a negative impact orrwstservice satisfaction ratings.
Wang and Groth proposed that managers capableajmeing negative emotional

suppression in their employees are more effectiveitégating the long-term effects that
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suppression behaviors have on the customer experidrseems plausible then, that El

skills are more relevant and meaningful for lealigrgffectiveness in customer-centered
work environments.

There are several possible reasons why affectsiiyedid not function as a
statistically significant moderator in my data s#&nghe most direct and obvious reason
being that affect intensity may simply not be a erador of the El-transformational
leadership relationship. However, differences adkr affect intensity and positivity
have been shown to influence employee emotionadwefs and reported levels of
happiness (Erez, Johnson, Misangyi, LePine, &é&fabn, 2008). That leaders rely on
the expression of emotion to intentionally changeavior in their followers is based not
only on longstanding theory of transformationadeship (Yukl, 2006), but empirically
as well in studies on the effects of leader soomi#onal competency on followers
(Casimir & Ng, 2010).

Another possibility for the non-statistically sifjoant finding in this study, is that
it resulted from a Type Il error due to inadequatever to detect a small moderation
effect (Jaccard & Turrisi, 2003; McClelland & Jud®93). Even thougN = 142 was
more than adequate for detecting a small-to-moeafect sizef(* = .07), the resulting
p-value from the interaction of total El score afffig¢e intensity still resulted in a
statistically non-significant findingp(<.07). Although it is speculative to suggest that
larger sample may have resulting ip-aalue below the .05 threshold, it is nevertheless

worth noting that the minimum effect size detectibat a sampl&l=142 is capable of



given a regression calculation with three predi(@l, affect intensity, and the
interaction term of both) may not have been sudfiti McClelland and Judd (1993)
indicated that effect sizes to detect statisticsigyificant moderation in field samples
can end up being very small compared to laboratangples based on the semi-partial
correlations (i.e. increments Rf being as low as 1% to 3%).

Although affect intensity clearly did not functias a moderator in the regression
analysis conducted with the four branch El scanekided as the independent variable,
affect intensity did approach the traditional leg&kignificance | < .07) in the
regression model for total EIl. Although some expldve argued in favor of using a
more lenient alpha level criteria to detect intémaceffects (Aguinis & Stone-Romero,
1997), such an approach to statistical significarsting in the behavioral sciences has
historically drawn much criticism (Cohen, 1994; Butit, 1996), with many experts
arguing that p <.05 in null hypothesis testinglisady too lenient and problematic.
Masicampo and Lalande (2012), in a revievp-ofalues reported in three prominent
psychology journal articles from 2007 - 2008, foundisproportionate representation of
published articles reporting statistical significarwithp-values barely underneath the
.05 threshold (i.e. the largest chi-square distiitvuresidual found in the sample was for
p-values between .045 and .05). These authors siegigdsat publication bias and a
single-minded drive toward achieving statisticghgiicance might be responsible for the
undue number of statistically significant resulithvp-values higher than .045, and

presenting serious implications to the integrityhd literature as a result. Finally,
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although once again debatable, another importéetierto consider than the cut-off

point of .05 forp-value alone, is the effect size (Ellis, 2010). &ivthat my study was
only able to detect a moderate effect size, expayitiie traditionap-value criteria to .10
would be—in this case—a highly speculative ventare that greatly increases the risk
of committing a Type | error.

The only previous attempt in the literature to ssbtional intensity as a
moderator of El and transformational leadership magin et al. (2008), who collected
daily mood state data from college student lea(iérs 192) over a five week period.
These authors reported the interaction term ofnlemotional intensity to be
statistically significant4R® = .02,t = -2.24,p < .05). However, as a conference
presentation, there were no tables or additiomailssics to consult. There was also no
indication whether the EIl and transformational Exatip variables were positively
correlated prior to calculating the interactioneetfof mood state as a moderator.
Numerous attempts to contact the authors by emiambre information were
unreturned. Nevertheless, the results in Jin ¢2@08) indicated that EI was positively
correlated with transformational leadership spealfy when leader affect intensity was
low.

The result in Jin et al. (2008) is consistent waitbusal regulation theory given the
expected behavior of leaders when arousal basslimgh (Hartel & Page, 2009),
specifically the tendency for high affect intensidividuals to personalize and

overgeneralize their emotions in social situatidndividuals high in affect intensity



reported frequent difficulty in regulating their etional expressions, which they
experienced as compelling forces (Larsen, 2009)ve¥er, it is unclear whether the
sample of college student leaders in Jin et ath am average of 26 months working
experience, is an adequate or practical represemiaft organizational leaders, or
whether short-term mood states, which naturallgtflate in cycles lasting several weeks
(Wessman & Ricks, 1966) are valid predictors of eipersistent affect intensity
disposition. Younger (student) participants alsatto have higher levels of affect
intensity than older adults (Larsen, 2009) whiclgimihave skewed the sample toward
higher affect intensity compared to a sample wittiger age distribution. Finally, the
average number of raters for each leader (6065 2.33) was below the 8 to 10 raters
specified in the MLQ manual (Avolio & Bass, 2004).
Limitations

My study had several notable limitations, some bicl are inherent to the
collection of data from a convenience sample, spedly the lack of external validity
(Cook & Campbell, 1979; Lavrakas, 2008). It is guikely that the 142 leaders in the
final sample not only differ from the general pagidn of leaders, but also differ from
those individuals in the total pool of 386 inviteaders who opted not to participate.
Despite the external validity limitations assoaibwdth nonzero selection probability, in
this case there was an intentional, purposiveegyabehind the decision to collect a field

sample from a live organization within the hosytiyahdustry.
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The hospitality industry presents leaders with motonally laden work context,
wherein their El abilities are tested frequentlgay-to-day interactions with work
associates and customers (Scott-Halsell, ShumaBi&, 2008). The findings of my
study may have some generalizability for hospidéaders, and may be of modest
practical value to Human Resource managers womkitign the hospitality industry.
However, the inability to control for any numberedfogenous sources of variance is
always a limitation of non-experimental researcta(fdh & Fraenkel, 2001).

Another potential limitation of this study assoetwvith external validity is the
participation rate. The total response rate of @6i8 only slightly better than the average
participation rate for organizational studies répoin Baruch (1999), which was an
analysis of 175 studies collected over a 20-yedo@eBaruch found that the average
participation rate for organizational and managemesearch was 36.1% with a standard
deviation of 13.3%, which is less than the ovenetlirn rate for all categories of research
combined (55.6%). Within the participant pool vdkering their consent to participate,
the return rate for my study was higher (58%, ot @at of 386), and it is possible that
some of the 162 busy leaders who did not volurttessr consent, did not even notice or
otherwise open the e-mailed invitation. Due to &ns related to protecting
confidentiality, an extra email communication stegollect informed consent (rather
than collecting consent online within the surveytalp was deemed necessary. This
additional second step of communication most likelyered the total number of

responders.
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There were also limitations associated with sghiereed MLQ data. Subordinate
ratings of transformational leadership would hagerba less biased indicator of
leadership style compared with self-reported reqit/olio & Bass, 2004). In this
specific case, there were realistic barriers agaisisg subordinate data. The use of
subordinate ratings would have substantially ineeeahe cost of conducting the
research not only for the researcher in termscehkes, but more importantly, it would
have created a substantial labor cost to the azgaaon, particularly due to the inclusion
of several thousand non-exempt (hourly) employ&dditionally, because many
subordinates at the unit level of the organizatimmalso minors, this approach would
have raised additional ethical concerns.

The biggest deterrent against the use of subormdiaéings was practical.
According to Avolio and Bass (2004), the ideal nembf overall raters for each leader is
between 8 to 10, with at least 3 of the ratersdpsirbordinates. In the case with the
partner organization, it would have made adequati® cbllection impossible for many
middle level leaders who have only one or two fdrdigect reports, and for unit level
supervisors with many subordinate raters undereE8syof age. This would have created
additional statistical and ethical challenges dumutltiple configurations of responder
levels, different numbers of subordinates per leadadequate total number of
responders per leader, and a mix of adult and nmaters.

The lack of additional control variables is yet ey limitation. Although

researchers using MSCEIT data have historicallgntepl much smaller correlations with
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personality measures than other El instrument daditt et al., 2006), cognitive ability

would most likely have explained at least somehefdtatistically significant correlation
between the branch El score managing emotion andfsrmational leadership
(expected correlations ranging from .30 to .40; btapalovey, & Caruso, 2002).
Because the MSCEIT is construed as a mode of humbelligence, a moderate
correlation with other measures of intelligencee@sonable evidence of both convergent
and discriminant validity (Carlson & Herdman, 2012)

One argument against the inclusion of additionahsnees of intelligence is that a
critical exploration of the incremental and/or disgnant validity of the MSCEIT from
other measures of intelligence was outside theesobpesearch interest. Another
argument against adding more control measuresnargekis the practical impact it
would have had on participant response rates ifigftysample. Because the MSCEIT
takes participants anywhere from 30 to 60 minutesotmplete (on top of the time needed
to complete the MLQ and AIM measures), adding yettlaer log-in scheme and
additional task time requirements would risk anéase in participation burden (Groves,
Cialdini, & Couper, 1992) and lower response ratdsch could have compromised
sample size and power.

Finally, there are psychometric limitations asstedavith the MSCEIT
instrument that are important to mention. The nsesious psychometric challenge issued
against the MSCEIT is the consensus scoring metRespondents receive the most

points on the test for selecting an answer for Wwiihere is the most agreement with the
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group norm of choice (either the general or expenisensus group). As a result, items

that offer the least amount of discrimination epdoeing weighted the most, meaning
that the most “intelligent” answer also happenbddhe most popular answer (Fiori &
Antonakis, 2011).

Another challenge issued against the MSCEIT, isttiatest likely measures
how individuals might perform assuming their besthdvior, rather than measuring how
they are most likely to perform on a regular bésisri, 2009; Fiori et al., 2014). This
distinction has been referred to as a the maximaus typical performance of emotional
tasks (Freudenthaler & Neubauer, 2007). The MSCtEnR, may best represent a
measure of crystallized emotional ability rathearttluid differences of emotional
information processing ability between individuéfori et al., 2014). There are limited
options for alternative ability-based El measuiidse only other ability-based EI option
is the Diagnostic Analysis of Nonverbal AccuracyA(IWVA; Norwiki & Duke, 2004),
which measures only the perceiving emotion fact@loConversely, the adoption of a
mixed model measure of El would create common nuistiias with the leader MLQ
data, thus creating a very serious limitation inf@nge for overcoming any notable
psychometric shortcomings associated with the MSCEd overcome this limitation,
the MLQ ratings of subordinates would have to haeen substituted for leader self-
ratings and this has been noted in the future resemadations below. In sum, emotional

abilities are exceptionally difficult to measuredahe MSCEIT remains the best
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instrument currently available for ability-basedeien according to its staunchest critics

(Fiori et al., 2014; Roberts et al., 2010).
Recommendations

Future organizational researchers should carefalhsider the workplace
environment in which ability El is being used gsradictor variable. In workplace
environments where emotional surface acting tasresents a limited scope of day-to-
day job task requirements, El is not likely to beriical component of leadership
effectiveness, and the meta-analysis by JosepNamanan (2010) presented ample
statistical evidence and additional explanationskils are more important for leaders
working in environments in which their emotionahgoetencies are frequently put to the
test and where emotional relationships with custsraee critical to the bottom line.
Hochschild (1983/2003) provides some useful catestating that the ability to regulate
emotions is a core job competency for workers wirenments where positive emotions
represent the currency of the business—that isrevbi@otions are a core part of what
customers are buying, especially when their repesiness depends on it.

Based on the current lack of studies, more resaandquired on differences in
affect intensity between leaders as moderatingnaediating factors of EI and leadership
outcomes. If this study were to be replicated,ddition to increasing sample size, it may
be useful to focus on leader individual differentesegative affect (NA) and positive
affect (PA) in addition to magnitude differencesmiensity. In the most recent factor

analysis of the AIM, Bagozzi and Moore (2011) fouhdt the AIM is composed of six
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discrete factors of affect. In addition to findisgpport for separate NA and PA factors

on the AIM, Bagozzi and Moore also found evidermeféictors that they labeled as guilt,
serenity, threat to self, and finally, a factomgeheral intensity (the amplitude of one’s
feelings regardless of valence). It is also poediblconsider using a temporal mood state
instrument like the PANAS (Watson et al., 1988).éample of a future study might be
an examination of the degree to which NA and PAfiam as moderators of the EI-
transformational leadership.

Researchers may also want to explore the degnehith affect differences are
positively or negatively correlated with one or mai the five dimensions of
transformational leadership, or the additional thasses depicted by the full-range
leadership model (lassiez faire and transactieaddrship). For example: investigating
the degree to which leader negative emotion predie frequency of passive-avoidant
leader behavior may provide information on how ecfic emotions like fear and anger
serves to influence anti-social or disengagemenawers by leaders, which are hallmark
features of the laissez-faire class of leadershypljo & Bass, 2004). Leader emotion
and laissez-faire style behaviors may have an ilmpaemployee emotional states, and
Hartel and Page (2009) can be consulted for additimsight, as they offer an extensive
discussion on the behavioral effects associateul le@der emotional crossover.

Another potential suggestion for future researdo imclude additional or
alternative measures of El, such as the Diagnéstatysis of Nonverbal Accuracy

(DANVA; Norwiki & Duke, 2004) for ability-based Bheasurement, or conversely, to



examine whether affect intensity functions as a enatr of mixed-model El and
transformational leadership. The latter recommeadatould require a critical
modification to the study methodology, specificayated to the collection of
transformational leadership data. A large numbereVious studies examining the
relationship between mixed model El and transfoional leadership (Domerchie, 2011,
Downey et al., 2005; Gardner & Stough, 2002; Logafra et al., 2012; Mandell &
Pherwani, 2003; Palmer, Gardner, & Stough, 2008ameér et al., 2001) have paired
leader mixed model El with self-reported leader Mdl&a. Lindebaum and Cartwright
(2010) sharply criticized this approach due to canmethods bias. Following the
recommendation for avoiding common methods biasdao Podsakoff et al. (2003),
future research relying on mixed model El shoulllecd subordinate ratings of
transformational leadership, either in additiomtan place of leader self-ratings.

Finally, based on a recent item-level analysihefMSCEIT (Fiori et al., 2014),
organizational researchers using the MSCEIT asstrument to measure EI may want
to specifically analyze the impact of low El ondeaship behavior and the effectiveness
outcome scores on the MLQ. In their analysis, Feval. found that the four branches of
the MSCEIT are best suited for discriminating induals at the low end of EI ability
rather than high levels of ability. As a resule MMSCEIT may be a more useful

instrument for subsamples of participants with e&wverage ElI.
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Social Change Implications

Leaders are challenged on a daily basis to creatlaenvironment in which
employment is engaging, motivating and emotionadlyarding, and this is particularly
true within industries in which positive social lagfor is directly linked to financial
performance (Scott-Halsell et al., 2008). A momrtlugh understanding of the ways in
which emotional skills of leaders are linked tofpenance outcomes will help
organizations not only improve leader selectioteaa, but also improve the
effectiveness of leadership development effortd,ierprove vital follower outcomes like
employee engagement. Ongoing research by Gallui8j2ih the state of the American
workforce from 2010 to 2012 indicates that 70% roptyees are either not engaged or
actively disengaged and unhappy in their work, \lign conservative cost estimate of
unmotivated and unhappy employees tallying oveO3#ibion per year. The selection,
development, and promotion of leaders who demaestira ability to increase employee
engagement levels has a very real consequencedmamcial performance of their
organizations, not to mention the happiness anekcdulfillment of the people within
them.

Another compelling social change implication is éwidence that the emotional
well-being of leaders predicts a wide range healifitomes including cardiac health
(Steinbrecher & Bennett, 2003). El in particulas ln@en positively correlated with
healthy eating habits, self-reported levels of laggs (Costarelli et al., 2009), life

satisfaction (Law et al., 2004), and psychologwall-being (Lopes et al., 2003). The
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number of findings that report statistically siggant correlations between EI and health

outcomes provide compelling evidence that EI shoeidain an important consideration
for Human Resource and talent management profedsitminclude when evaluating the
emotional well-being of their workforce. Given tfigancial costs associated with
unhappy workers (Gallup, 2013), the emotional managnt competencies of leaders is
critical in workplace environments where emotiostaéssors are commonplace.

Although the findings of my study offered no indica of leader affect intensity
moderating the relationship between El and transétional leadership, the study of the
impact that leader affect has on employees rensaresommended area of future
leadership research and positive social changetyGa@l., 2010). For example, leader
affect disposition may function to counteract cansnces of employee affect, especially
for individuals high in NA (Hochwarter, Zellars, fiPeweé, & Harrison, 1999). High NA
employees are susceptible to interpreting theikveoivironment negatively and with
stress reactivity in high work demand situation®8¢@n, Terry, & Jimmieson, 2008). In
order to resolve their high level of stress, high &mployees spend more time and
energy on coping strategies than those low in N, @aver time, are more vulnerable to
job strain (O'Brien et al., 2008).

Conclusion

Business organizations rely on the performancésdiuman capital to win

customers and create shareholder value. This ieylarly true for businesses where the

emotional attachment and connection customers Wakieemployees represents a
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substantive component of what customers are witngay for (Hochschild, 1983/2003).

Therefore, it falls upon the shoulders of leadersrisure that their followers are engaged,
inspired, and positively motivated to perform thelss from a perspective of socio-
emotional evaluation as well as an evaluation eirttechnical ability. The construct of
leadership most often affiliated with emotionalgimation in the scientific literature is the
transformational style of leadership (Harms & Cre2#0). In addition to motivational
outcomes, transformational leadership is a steiyi valid predictor of employee job
performance at the individual (Hoffman et al., 2)Ehd team level of analysis (Lim &
Ployhart, 2004; Ozaralli, 2003).

Given the desirability for service organizationgptomote transformational
leadership, the challenge has been for senior teaatel Human Resource professionals
to accurately identify and select new leaders whbady those behavioral qualities, or to
instill them into existing leaders through devel@mhefforts. El has been long promoted
as a predictor of transformational leadership (Mege& Sosik, 1997). Over the years
that followed, many attempts have been made to dstraie a relationship between the
construct of El and transformational leadershighwiixed results.

The data collected from my study were used to erarttie nature of the EI-
transformational relationship by including a purpessampling context of managers
from the hospitality industry, and to examine tlegre to which affect intensity might
function as a moderator of the relationship. Tteiits of my study indicated there is a

statistically significant, positive correlation taeten El and transformational leadership in
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a sample of managers within the hospitality indudttowever, through post hoc analysis

this relationship was explained by the managingtems branch of El, and to a much
smaller extent, through one demographic varialdarsy of supervisory experience).
Even though the degree to which affect intensity maderate did not reach a level of
statistical significant in this particular sampge=.065), there continues to be a paucity
of studies that examine the impact that affectabgon has on leadership effectiveness
(Gooty et al., 2010; Rajah et al., 2011), as welitle research in the literature on
effective means for developing emotional managerskitis. Managing people is in
large measure, the art of managing emotions (Ca&usalovey, 2004). This is
particularly true for leaders today who must adsitbe 21’ century challenges of
ubiquitous organizational change, and a workforfoever-increasing diversity and multi-
generational demography (Szollose, 2010).

In ThePicture of Dorian GrayQOscar Wilde (1890/1988, p. 85) wrote “A man
who is master of himself can end a sorrow as easilye can invent a pleasure.” Leaders
who project calm and demonstrate low affect intarsponses even during moments of
extreme stress and crisis are more likely to imfieeemployee stress perception through
emotional crossover (Hartel & Page, 2009) and esnaticontagion (Cherulnik, Donley,
Wiewel, & Miller, 2001). One critical example isatife and death of Rick Rescorla on
the morning of the attacks on the twin towers, Seyiter 11, 2001 (Grunwald, 2001).
Rescorla was a Vice President for the Morgan Sydime’s offices in the south tower.

When the hijacked planes hit the north and thersthh tower, this leader went into
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action immediately to take charge of evacuatin@ @00 Morgan Stanley employees to

safety.

Surviving employees offered incredible testimonyRescorla’s ability to project
calm during the crisis, and how his demeanor gaemgth and confidence to others,
ensuring that as many as possible left the buildiren orderly fashion. All but 6 of the
2,600 employees made it out of the building safielscorla perished that morning, as he
was the very last person to leave. Employees lodgaders’ facial expression to judge
the sincerity of the emotions they are projectpayticularly whether the leader’s facial
expressions match the message being delivered gBasih & Ashkanasy, 2002). The
emotions of leaders matter, because the leaderstiees matter greatly to those of us
who choose to follow them. Leadership researchaaifitinue to provide many benefits
for positive social change, because aside fromnpsuand teachers, few have a greater

and more positive impact on the lives of ordinagpple than an outstanding boss.
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Appendix A: Demographic Survey Questions
Note: These questions are for data analysis purposdy. All personal information is

held in strict confidence by the researcher.

1. Name: (First) (middle initial) ___asb)
2. Are you male or female?
L Male
0 Female
3. What is the highest level of education you have @eted?
Some high school
High school graduate or GED
Trade/technical training
Some college, no degree
Associate degree
Bachelor’'s degree
Graduate degree
4. How many years of experience do you have in a sigmal role?  years
5. Do you consider yourself to be: (You may check ntbesn one)
American Indian or Alaska Native
Asian
Black/African-American
White/Caucasian
Hispanic or Latino/Latina
Native Hawaiian or Pacific Islander
Other:
6. What is your age? ___ years old

Oooooood

Oo0o0ooOood
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Appendix B: Permission Documentation

Permission documentation for the MSCEIT

Multi-Health Systems Inc. wyrw.anbis, com
Bblichiars o Distribostoes of Erafecsional,

May 8, 2012
To Whom it May Concern,

This letter is to confirm that Robert Schaefer has been granted permission by Multi-Health
Systems Ing, (MHS) (o use the MSCEIT ™ for his dissertation at the Walden Universiy.

Robert has also met our Qualifications, which ure in accordanse with the ethical and
professional standards of the American Psychalogical Association and the Standards for
Education and Psychological Testing, to administer this instrument.

Thank you,

VR il g
AR

Khira Ray,
Mutlti Health Systems, Inc,

MHS
In Ganada: 3770 Vidoria Park Ave,, Taronto, ON M2H 3M6; (800) 268-8011 or 416-292-2627
In US: P.O. Box 850, North Tonawanda, NY 14120.0950; (800} 455-3003
International +1-416-492 2627
Fax +1-416-492-3343; Toll Free in Canada and tha LS. (388 )540-4434
VISIT OUR WEBSITE AT hitn:Awwaw.mhs.com
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Permission documentation for the MLQ

m%nd garden
www. mindgarden.com

To whom it may concern,

This letter 1s to grant permuission for the above named person to use the following copyright
material for hus/her research:

Instrument: Multifactor Leadership Questionnaire

Authors: Bruce Avolio and Bernard Bass

Copyright: 1995 by Bruce Avolio and Bernard Bass

Five sample items from this instrument may be reproduced for melusion n a proposal, thesis, or
dissertation.

The entire mstrument may not be included or reproduced at any time in any published material.

Sincerely,
Robert Most
Mind Garden, Inc.

www.mindgarden.com

© 1995 Bruce Avolio and Bernard Bass. All Rights Reserved.
Published by Mind Garden, Inc., www.mindgarden.com
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Permission documentation for the AIM

Subject: Re: Permission request to use the AIM in a dissertation study
From: "Randy Larsen" <rlarsen@wustl.edu>

Date: 4/24/2012 12:11 PM

To: "Robert Schaefer" <rscha001@waldenu.edu>

Dear Robert - Thank you for your interest in my work. Please feel free to use the AIM in your
research, with attribution to the following publication:

Larsen, R. )., & Diener, E. (1987). Affect intensity as an individual difference characteristic: A
review. Journal of Research in Personality, 21, 1-39.

Best regards,

Randy J. Larsen

Stuckenberg Professor of Human Values and Chair
Department of Psychology CB 1125

One Brookings Drive

Washington University in St. Louis

St. Louis, MO 63130
http://www.artsci.wustl.edu/~rlarsen/
rlarsen@wustl.edu
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Appendix C:Sample Iltems from the MSCEIT

Factor: Identifying Emotions

Indicate how much of each emotion is present m picture.

. Not
Emotion Much Very
Happiness 1 2 3 4 5
Fear 1 2 3 4 5
Sadness 1 2 3 4 5
Surprise 1 2 3 4 5

Factor: Using Emotions

What mood(s) might be helpful to feel when meetifigws for the very first time?

Not
Mood Useful Useful
Tension 1 2 3 4 5
Surprise 1 2 3 4 5
Joy 1 2 3 4 5

Note: From“Mayer-Salovey-Caruso Emotional Intelligence T@dSCEIT) Item
Booklet' by J.D. Mayer, P. Salovey, and D.R. Caruso, [261-Copyright 2002 by Multi-
Health Systems. Adapted with permission
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Appendix D: Sample ltems from the MLQ-5X

Notatall  Once in a while Sometimes Fairly often Frequently, if not
always
0 1 2 3 4

| talk optimistically about the future.

| re-examine critical assumptions to question Wwaethey
are appropriate
| am effective in meeting others’ job-related reed

o
=
N
w
N

| heighten others’ desire to succeed. 0 1 2 3 4

| seek differing perspectives when solving proldem 0 1 2 3 4

Note: From “Multifactor Leadership Questionnaire: Manual anchgle Set (3rd ed’)
by B.J. Avolio, and B.M. Bass, p. INSERT PAGE. Ggpty2004 by Mind Garden.
Reproduced with permission



Appendix E: Sample Items from the AIM

Never Almost Occasionally  Usually Almost Always
Never Always
1 2 3 4 5 6
When | accomplish something difficult | feel deligd or 1 2 3 4 5 6
elated.
My emotions tend to be more intense than thoseast m
people. 1 2 3 4 5 6

When I'm happy it's a feeling of being untroubled aontent

rather than being zestful and aroused. 2 3 4 5 6
The sight of someone who is hurt badly affects neady. 1 2 3 4 5 6
When | feel guilty, this emotion is quite strong. P 3 4 5 6

Note From* Affect intensity as an individual difference chagmgcstic: A review,” by
R.J. Larsen and E. Diener, 198durnal of Research in Personality,,41L. 34 Copyright
1987 by The American Psychological Association. gtdd with permission of the
author.
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