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ABSTRACT

DEVELOPING A LIKERT-TYPE MEASURE TO ASSESS
TRANSFORMATIONAL AND TRANSACTIONAL LEADERSHIP STYLES IN
TURKEY

Donmez, Seval
M.S., Department of Psychology

Supervisor: Asst. Prof. Dr. Yonca Toker

September 2014, 116 pages

Aim of the current study was to develop a valid Likert-type measure to assess
transformational and transactional leadership styles in Turkey. At the development
stage; the literature was reviewed in terms of definitions and behavioral examples of
these leadership styles and mostly prized organizational values and leadership styles
observed in Turkey. Interviews were conducted to obtain behavioral examples
related to how transformational leaders behave in general, followed by a content
analysis of responses. A total of 37 items were developed and the Transformational
and Transactional Leadership Scale (TTLS-TR) was validated with a sample of 165
employees and 38 superiors. Construct validation indicated a two-factor structure of
transformational and transactional leadership, converging associations with the
Multifactor Leadership Questionnaire (MLQ), especially for transformational
leadership, and a close-to expected correlation between transformational leadership
and extraversion. Concurrent criterion-related validation indicated that
transformational leadership predicted job satisfaction, affective organizational
commitment, and the satisfaction of work-related basic psychological needs of

relatedness and autonomy, whereas transactional leadership did not. The basic



contribution of the study is the introduction of the TTLS developed in Turkey, which
includes culture-specific elements of valued leadership behaviors.

Keywords: leadership, transformational / transactional, personality, work attitudes,
work-related basic psychological needs.
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DONUSUMCU VE ETKILESIMCI LIDERLIK STiLLERINI OLCEN LiKERT-
TiPi OLCEK GELISTIRILMESI

Donmez, Seval
Yuksek Lisans, Psikoloji Bolim

Tez Yoneticisi: Yrd. Dog. Dr. Yonca Toker

Eylil 2014, 116 sayfa

Bu ¢alismada; Tiirkiye’deki doniistimcii ve etkilesimei liderlik stillerini 6lgen gegerli
bir olgek gelistirilmesi amaglanmistir. Bu kapsamda; literatir taramasi yapilmis,
dontigiimcti ve etkilesimei liderlik stillerinin tanimlari, davranigsal O6rnekleri ve
Tirkiye’de en ¢ok onemsenen oOrgiit ve liderlik degerleri incelenmistir. Ayrica,
mulakatlar gergeklestirilerek doniistimcii ve etkilesimci liderlerin davranislarina dair
ornekler toplanmis, toplanan yanitlara igerik analizi uygulanmigtir. 37 maddelik bir
test gelistirilmis ve bu testin gegerlilik calismalar1 38 yonetici ve 165 calisandan
olusan bir Orneklemde test edilmistir. Yap1 gecerliligi testleri, doniisiimcii ve
etkilesimei liderlik olmak tizere iki-faktorlii bir yapi ile sonuglanmusg, Ozellikle de
doniisiimcii liderlik tarafinda Cok Faktorlii Liderlik Olgegi ile bagdasan sonuglara
ulagilmis ve doniisiimcii liderlik ile disadoniikliik arasinda beklenene ¢ok yakin bir
iliski gdzlemlenmistir. Olgiit-bagmtili gecerlik testleri sonucunda; déniisiimcii
liderligin, is doyumu, duygusal orgiitsel baghilik ve ise dayali temel psikolojik
ihtiyaclar olan iliskisellik ve 0zerkligi yordadigir dogrulanmis ve etkilesimci liderlik
bu boyutlar1 yordamamistir. Bu ¢alismanin literatiire temel katkisi, Tiirk kiiltiiriine
0zgii liderlik davraniglarini da igeren ve Tiirkiye’de gelistirilmis bir Doniistimcii ve

Etkilesimci Liderlik Olcegi’nin kazandirilmis olmasidir.

Anahtar Kelimeler: liderlik, doniistimcii / etkilesimci, kisilik, is tutumlari, ise dayali

temel psikolojik ihtiyaglar.
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CHAPTER 1

INTRODUCTION

1.1 Overview

Aim of the current study is to develop a Likert-type measure which can
successfully assess transformational and transactional leadership styles in Turkey.
Researchers, who need to use a scale measuring transformational / transactional
leadership, generally buy license and use the Multifactor Leadership Questionnaire
(MLQ) for that purpose. The rationale for developing a transformational and
transactional leadership questionnaire is two-fold: 1) freeing researchers from
purchasing the MLQ, which lacks any systematic reliability or validation study in the
Turkish context and information pertaining to its translation, 2) inclusion of culture-
specific representations of leadership behaviors that would also go under the general
transformational leadership style with a focus on employee well-being.

At the development stage; the literature was reviewed in terms of definitions
and behavioral examples of transformational and transactional leadership styles,
general leadership behaviors, mostly prized organizational values observed in
Turkey, and the Self Determination Theory (SDT). Also, a bunch of interviews were
conducted to get the behavioral examples related to how transformational and
transactional leaders behave in general and later, a content analysis was conducted on
interviewee responses.

Validity of the newly developed test was researched in terms of construct
validity and criterion-related validity. For the construct validation; first, the newly
developed test and the MLQ was compared and second, associations with the
theoretically-related personality dimensions in the nomological network of
transformational leadership were tested. For the criterion-related validation; the
relationships between the transformational leadership scale and work attitudes and
work-related basic psychological need satisfaction were investigated.

In this chapter; definition of leadership, contingency approach to leadership

effectiveness and a comparison of transformational and transactional leadership
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styles will be presented which will be followed by a detailed research on the
transformational and transactional leadership styles and findings related to their

effectiveness. Lastly; leadership studies in Turkey will be presented.

1.2 Definition: What Is Leadership?

In today’s world, we want to increase the benefits of the employers and also
aim the employees to be satisfied with their work for which leadership and
management manners are very important. In the first place; it is important to
distinguish between the concepts of ‘leadership’ and ‘management’ by emphasizing
that the concept of leadership has been taking the place of traditional management.
Manager and the leader do not have to be the same person because while a manager
manages us and tells what to do, a leader leads us and tells also how to do, and if
necessary carries out the work together with his / her followers.  Leadership is the
ability to motivate a group of people towards common goals and it is a focused
action directed to a worthy purpose (Bennis & Nanus, 1985). ‘Leadership is a
process by which one person influences the thoughts, attitudes, and behaviors of
others’ (Mills, 2005, pp. 11). A leader is the person who can guide and motivate.
Leader is someone who has a moderator role for the organization to reach its goals.
Leadership role involves making critical decisions by foreseeing the future and
making people believe in his / her decisions.

Next; contingency approach to leadership effectiveness will be presented
which will be followed by leadership effectiveness based on transformational and
transactional leadership.

1.3 Contingency Approach to Leadership Effectiveness

Leadership effectiveness is based on many factors such as the personal
characteristics of the leader, situational factors the leader works in and the leadership
style conducted. As people are different from each other in terms of their individual
characteristics, they also differ in their ways of expressing leadership which in turn
differentiate their effectiveness. In the literature, up to now, there have been many
arguments and approaches which tried to understand what makes a leader an
effective one. Fiedler (1967) also attempted to define the conditions underlying the



most effective leadership styles and developed the Contingency Model of Leadership
Effectiveness which includes both leadership style and situational factors.
Contingency approach looks from an interactional perspective and pays attention to
the fit between the leadership style and the context. Fiedler believes that;
performance of a group is contingent upon the motivational systems of the leader and
the situation favorableness (Fiedler & Chemers, 1974).

In the current study; a scale which can measure transformational and
transactional leadership styles was aimed to be developed and as being similar to the
literature, it was hypothesed that transformational leaders were more effective than
the transactional leaders, in terms of many aspects, especially the job attitudes.
According to the contingency approach, leadership style is very important to
determine its effectiveness and in today’s world and specifically in Turkey, leaders
who are more relationship-oriented, more paternalistic and more transformational are

more valued by the subordinates.

1.4 Transformational Leadership vs. Transactional Leadership

The contemporary approach to studying leadership focuses on transactional
leadership, transformational leadership and laissez-faire leadership. Transformational
and transactional leadership styles will be emphasized here mostly and they will be
compared to each other in terms of their effectiveness while laissez-faire style will be
presented briefly.

Some leaders show transactional characteristics while others show
transformational characteristics. These transactional and transformational leadership
styles were identified by Burns (1978). On the one hand, transaction means ‘buying
and selling’ and transactional leadership may be defined as ‘some kind of trade
between the leader and the follower *in which the leader gives punishments / rewards
and the follower fulfills required tasks. On the other hand; transformation means
‘conversion’ and transformational leadership may be defined as ‘leading the
followers to change into a positive and more motivated mood’ in which the leaders’
aim is to motivate followers in order to succeed. Some leaders prefer to be invisible
and those are called laissez-faire leaders. These leaders are known to avoid

supervisory responsibilities by being inactive. They fail to take the responsibility of
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managing. It can be assumed that the laissez-faire leader may not be skilled enough
to supervise or may not be motivated to do so. Because the aim of this study is to
develop measures that would predict transformational and transactional leadership
styles; these two constructs will be reviewed next by mentioning separately and
together in comparison.

Burns (1978) was the first to mention the concept of transformational and
transactional styles in a political science context and later Bass (1985) formulated it
into an organizational leadership theory. Burns (1978) distinguished between
transformational and transactional leadership styles. Later, Bass (1985) presented the
Full Range Leadership Model by extending Burns’ study. In contrast to Burns’
(1978), Bass (1985) did not suppose transformational and transactional leadership
styles as being completely opposite notions.

Transactional leaders generally use contingent reinforcement and contingent
punishment to change follower behaviors (Bass, 1985). On the one hand, when the
work is well-done, they praise, make recommendations for promotions or honor the
worker in public. On the other hand, when the workers do not perform as expected,;
they pay attention to the deviation from expectations (Bass, 1985). They inform their
followers about what is expected of them and what they can get when they fulfill the
requirements (Bass, 1985), such that it is a trade. Transformational leaders try to
motivate their followers intrinsically by providing challenges while transactional
leaders aim to achieve the same end by using external rewards and threats. While
transactional leaders continuously monitor their followers and try to control their
behaviors by using rewards / punishments, transformational leaders address
followers’ self-motivation for the group goals (Bass, 1985).

According to Bass (1985); transformational leaders are like benevolent
fathers; they are fair, they encourage followers with advice and help, they are good
listeners, they give followers autonomy, and they are willing to share their
knowledge. Bass (1985) expresses that; follower reactions to transformational
leaders are generally strong liking, trust, admiration, loyalty and respect. They feel
proud to be associated with the leader, feel trust that their leader can overcome any

obstacle and see their leader as a symbol of accomplishment (Bass, 1985).



Bass (1985) claims that transformational leadership grounds on transactional
leadership but the exact opposite cannot happen. Transformational leadership can be
treated as a special case of transactional leadership, because both are interested in the
achievement of some objectives. However; they differ on the motivation processes
and on the type of goals set (Hater & Bass, 1988).

It should be noted that, sometimes transformational leaders may exhibit
transactional behaviors. According to the ‘two-factory theory of leadership’, leaders
should exhibit both transactional and transformational leadership behaviors
(Fleishman, 1953). According to Fry (2003); leaders must both build a vision for
followers and also use reward and control systems in order to motivate them to
achieve. According to Bass (1985); when a leader displays transformational abilities
and engage in transactional relationships at the same time, subordinates make extra
effort more than they make when the leader is transactional only.

Compared to the transactional style, the transformational style gains
importance because every relationship between the leader and his / her followers is
unique which contributes to the well-being of subordinates and should not be
dependent on other relationships in the team (Yammarino et al., 2001). There is a
need for transformational leaders in business and industry, because results of an
interview survey of 845 working Americans showed that most employees reported
that they feel their managers did not know how to motivate employees to do their
best (Bass, 1985).

1.4.1 Transformational Leadership

Components of transformational leadership are presented in detail as the aim
of the study rests on developing a parallel measure of the construct that would
encompass these dimensions. The presumed work-related outcomes are then
presented as an indication of the effectiveness of transformational leaders. In
addition to the outcomes, the presumed antecedents that complete the nomological

network of the construct are also presented.



1.4.1.1 Dimensions of Transformational Leadership

According to Bass (1990); transformational leadership has four dimensions
which are; charisma (renamed as idealized influence), inspirational motivation,
intellectual stimulation, and individualized consideration.

Bass and Avolio (2004) described charisma / idealized influence as the
leaders’ ability to display power and confidence, gain others’ respect, to have a
strong sense of purpose and to consider moral / ethical consequences. A charismatic
leader shows high self-esteem, self-possession, generosity, openness to experience,
honesty, concern for others (Suryani, Vijver, Poortinga, & Setiadi, 2012); makes
everyone enthusiastic about assignments and inspires loyalty to the organization
(Bass, 1985). If a leader has idealized influence; it means that s/he became a role
model, built confidence and gained followers’ appreciation which in turn made it
easier for followers to accept the organizational change plans. Followers of a
charismatic leader feel proud to be associated with him / her and they think that their
leader can overcome any obstacle (Bass, 1985). Simic (1998) expresses that; the
greatest success is observed when the followers start to imitate the leader; yet the
leader never uses this power to achieve personal interests, but uses it for
organizational gains. Bass (1985) claimed that, charisma is the most important
component of transformational leadership.

In the current study; ‘charisma / idealized influence’ is not included among
the transformational leadership dimensions. Being charismatic is a perception rather
than a behavior and that charisma perception is a result of other transformational
behaviors. The newly developed measure would include observable leader behaviors;
therefore items related to perceptions of charisma will not be the focus.

Bass and Avolio (2004) described inspirational motivation as the degree of
vision in terms of being inspiring and appealing to followers. As an inspiration to
motivate others, a transformational leader is expressive, convincing, and attractive in
communication (Suryani et al., 2012). According to Simic (1998); a transformational
leader shows enthusiasm and optimism, stimulates team work and points out positive
results. They emphasize their confidence in their people and tell that they are the best
group ever and they will sure be successful (Bass, 1985). Some examples of an

inspirational leader provided by Yukl (as cited in Bass, 1985) included telling the
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team that the new contract was vital for the team and that the new product would
break a sales record in the company as the particular team was the best the leader had
worked with.

Bass and Avolio (2004) described intellectual stimulation as the degree to
which leaders stimulate their followers’ effort to be innovative and creative by
questioning assumptions, reframing problems and approaching old situations in new
ways. Transformation of others is carried out through intellectual stimulation by
encouraging the use of creative and innovative ideas or different perspectives in
problem solving (Suryani et al., 2012). According to Simic (1998); intellectual
stimulation is very important for the transformation of an organization because a
transformational leader stimulates followers to reexamine the existing assumptions.
Simic adds that; by doing this, new and creative ideas may show up, and those may
differ from the leader’s. At such times, the transformational leader would not
criticize followers for their ideas or try to impose his / her ideas on them. Instead of
accepting the status quo, transformational leaders look for new ways that bring
greater advantage while a transactional leader may choose a risk-free approach
(Bass, 1985). Examples can be found in the organizational behavior literature such as
Google’s policy for allowing interested employees a work day devoted to themselves
in which they can work on their own projects that they can introduce to their leaders
later on (George & Jones, 2012, p.209).

Bass and Avolio (2004) described individualized consideration as the degree
to which leaders pay attention to their followers’ needs and act as a coach. According
to Simic (1998); a transformational leader makes individual analyses of followers
and diagnose their wishes, needs, values, and abilities. Simic also says that; a
transformational leader should know in which ways his / her followers are motivated
individually. Humans differ in terms of their wishes and needs; some prefer certainty
while some want excitement and while some value free time others want money
(Simic, 1998). Transformational leaders should use that information in the right way
and assign the tasks in accordance with their personal affinities (Simic, 1998).
Transformational leaders assign tasks to their followers by aiming to alter their
abilities and motivations (Bass, 1985). Besides, they support their followers to take

initiative and give overall responsibility for some identifiable piece of work. They
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care about the followers’ personal or occupational development and act as mentors
by sharing their knowledge and experience. Employees feel that they are a part of
what is happening; they are not only passive observers (Bass, 1985).

Additionally in the current study; a dimension named ‘fatherliness /
motherliness’ is included among the transformational leadership dimensions as the
aim is to develop the transformational and the transactional leadership scales by
taking the Turkish culture into account. Paternalistic — considerate leadership was
one of the leadership types observed in Turkish organizations (Fikret-Pasa,
Kabasakal & Bodur, 2001). This style refers to caring for followers by helping them
out with their problems that could be considered a part of their private lives. Also,
again according to Fikret-Pasa et al. (2001); relationship orientation was one of the
ideal leader behaviors, in which the leader shares his / her information with
employees, provides opportunities to people to tell their ideas openly, listens to
people, shows concern for the employees’ personal problems, takes the initiative in
deciding for employees with regard to their problems, attends social events of
employees and creates a family-like atmosphere in the organization.

As can be seen above, in the transformational leadership literature, there was
already a ‘fatherliness’ notion which is a part of the paternalistic leadership identified
in the Turkish culture. In the current study this notion was improved by the
information obtained from interviewing Turkish employees. A ‘fatherly’ leader is
one who is concerned about and thus treats his / her followers like a parent in
addition to displaying managerial attributes. Such a leader is well respected for the
work s/he accomplishes and also regarded as a role model because of his / her
personal characteristics. The leader respects his / her followers and is interested in
their private lives and problems, as long as the employees are willing to share. The
followers know that, when necessary, they can talk to their leader about their private
problems and their manager attends their special occasions upon their invitation.

In sum, the newly developed transformational leadership measure will
include the dimensions of inspirational motivation, intellectual stimulation,
individualized consideration and fatherliness / motherliness dimensions, including
readily observable behavioral elements also representative of leaders in the Turkish

culture. The following section covers the relationship between transformational
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leadership and the Big Five dimensions as the focal individual differences

antecedants of demonstrating transformational styles.

1.4.1.2 Transformational Leadership and Related Big Five Dimensions as
Antecedents

In their meta-analysis, Bono and Judge (2004) examined the relationship
between the Big Five personality dimensions and transformational / transactional
leadership ratings. According to the results; neuroticism (p = -.17, r = -.13) was
negatively and extraversion (p = .22, r = .17) was positively related to the charisma
dimension of transformational leadership. It was stated that; there was little
variability in these results across studies. The credibility values for openness to
experience (p = .21), agreeableness (p = .21) and conscientiousness (p = .05) were
reported to include zero, which means that these traits were sometimes positively but
sometimes negatively related to the charisma dimension. Again; neuroticism (p = -
12, r =-.10) was negatively and extraversion (p = .18, r = .14) was positively related
to the intellectual stimulation dimension of transformational leadership. The
credibility values for openness to experience (p = .11), agreeableness (p = .14) and
conscientiousness (p = .03) included zero. Similarly; neuroticism (p = -.10, r = -.08)
was negatively and extraversion (p = .18, r = .14) was positively related to the
individualized consideration dimension of transformational leadership. The
credibility values for openness to experience (p = .11), agreeableness (p = .17) and
conscientiousness (p» = .14) included zero again. The relationship between Big Five
dimensions and overall transformational leadership was also investigated and the
relationships were the same as for the dimensions. It was found that; neuroticism (p =
-17, r = -.15) was negatively and extraversion (p = .24, r = .19) was positively
related to the overall transformational leadership. The credibility values for openness
to experience (p = .15), agreeableness (p = .14) and conscientiousness (p = .13)
included zero which means that these associations were not conclusive. Albeit small,
a consistent positive association is seen with extraversion and a consistent negative
association is seen with neuroticism.

Duehr (2006), in her master’s thesis study, also revealed the relationships

found between transformational leadership and Big Five personality traits by Bono
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and Judge (2004), in general. She found neuroticism to negatively correlate with
transformational leadership (r = -.12, p < .05) while there were positive associations
with extraversion (r = .24, p < .01), agreeableness (r = .21, p <.01), and openness (r
=.13, p <.01).

Lee (2012) also investigated the relationships between three of Big Five
personality traits (extraversion, agreeableness and openness to experience) and
transformational leadership and found that; transformational leadership did not show
any significant relationships with extraversion (f = .071) and agreeableness (f =
.101) while it showed a significant positive association with openness to experience
(8 =.376, p <.001).

1.4.1.3 The Relationship between Transformational Leadership and Various
Criteria

Importance of transformational leadership is emphasized by researchers both
contributing to the leadership literature and the management literature (Chi et al.,
2012). Bass (1997) asserted that transformational leadership is beneficial for
organizations independently from the context. According to Crawford (2005); when
compared to transactional leaders or laissez-faire leaders, transformational leaders
can better handle even the most technical conditions such as knowledge
management, in the workplaces. Transformational leadership is credited with
increasing employee commitment across the organizations (Burns, 1978).

Goodwin, Wittington, Murray, and Nichols (2011) found that
transformational leadership correlated strongly with trust (r = .77) and moderately
with affirmative commitment (r = .45) and subordinate performance (r = .31). Wang
and Huang (2009) investigated whether transformational leadership is positively
related to the cohesiveness of the group one leads and found that transformational
leadership explained 55% of group cohesiveness and also 25% after controlling for
gender, age and company tenure. Rowold (2008) examined the effects of
transactional and transformational leaderships of pastors on several outcomes and
found that; transformational leadership was positively related to followers’ extra
effort (5 = .74), effectiveness (5 = .82), satisfaction with the leader (# = .78) and job
satisfaction (# = .53). Walumbwa, Wang, Lawler, and Shi (2004) found that;
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transformational leadership predicted various outcomes which are organizational
commitment (5 = .36), satisfaction with the supervisor (5 = .67), satisfaction with
work in general (5 = .40), job withdrawal (f = -.14) and work withdrawal (§ = -.11).
Tremblay (2010) conducted a study in the military and found transformational
leadership to be associated with fairness perceptions (# = .63) and leader trust (5 =
AT).

According to Bass (2000), various studies found transformational leadership
to be more effective than transactional leadership in many aspects. Bass (1999)
asserted that while transactional leadership alone cannot result in job satisfaction,
transformational leadership impacts followers’ job satisfaction levels. Bass (1999)
also claimed that transformational leadership empowers organizational commitment
of personnel and this in turn may decrease turnover intentions. According to the
results of another study conducted by Kovjanic, Schuh, Jonas, Van Quaquebeke, and
Van Dick (2012); transformational leadership was positively associated with the
satisfaction of followers’ needs for autonomy (r = .69), need for competence (r =
.51) and their need for relatedness (r = .78). This result was in accordance with the
Self Determination Theory (SDT, Deci & Ryan, 2000) that, personal growth and
optimal performance requires satisfaction of some human needs such as autonomy,

competence and relatedness (Kovjanic et al., 2012).

1.4.2 Transactional Leadership

The dimensions of transactional leadership that would form the basis of
developing the content of the measure are described, together with the personality
correlates and work-related outcomes of transactional leadership.

1.4.2.1 Dimensions of Transactional Leadership

According to Bass (1985), transactional leadership has three dimensions
which are; contingent reward / contingent reinforcement, management by exception-
active and management by exception-passive.

In the contingent reward or contingent reinforcement dimension; the
transactional leader determines some performance levels for the followers and

rewards them only after they reach those levels (Hartog, Muijen, & Koopman, 1997).
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Reward is contingent on the performance; this is the previously mentioned trade
between the leader and the follower.

Bass (1985) mentioned a concept named ‘contingent punishment’, but he did
not identify it as one of the transactional leadership dimensions. There is no such
concept among the accepted transactional leadership dimensions in the literature
either. However, this notion exists in practice. Literature shows that; the transactional
leader uses rewards and punishments in order to reach the goals as a part of the
mentioned trade. Therefore in the current study, the contingent reward / contingent
reinforcement dimension will be handled with the name of ‘contingent reward /
contingent punishment’ to include both concepts. In the contingent reward /
contingent punishment dimension, the transactional leader rewards the followers as
much as they succeed, uses rewards to make them work and may apply sanctions
when the goals are not reached.

In the management by exception dimensions; the transactional leader does not
take any action if the goals are achieved. For the transactional leader; it is important
to meet the standards and it is not important to make his / her followers try new
ways. If the old ways work, the transactional leader would accept them. This
dimension may take two forms as active and passive. Active leaders search for
deviations from standards and take action to make corrections (Hartog et al., 1997).
The leader monitors the process and encourages followers to actively avoid making
any mistakes (Avolio, Bass, & Jung, 1999). However, if the leader is passive he / she
does not especially investigate mistakes, only takes action if they occur on their own.
Problems have to be chronic to make the passive transactional leader treat the
situation. However, the distinction between the ‘laissez-faire leadership’ and ‘passive
management-by-exception’ is not clear (Hartog et al., 1997). Yammarino and Bass
(1990) found that, laissez-faire leadership and passive management-by-exception
correlate positively with each other, while they correlate negatively with the other
dimensions.

Based on the review above, in the current study; the management-by-
exception dimension of transactional leadership will be handled as its active form,
but not the passive form. Because the transactional leader is not the passive one who

is almost laissez-faire. Instead, he / she is alert for mistakes. In the next section the
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relationship between transactional leadership and the Big Five dimensions are

presented.

1.4.2.2 Transactional Leadership and Related Big Five Dimensions

Relationships between the Big Five personality dimensions and
transformational leadership ratings were given above. Bono and Judge (2004) also
examined the relationship with the transactional leadership ratings. According to the
results; the relationships between transactional leadership behaviors and personality
were weaker than the relationships between transformational leadership behaviors
and personality, and less consistent. For the contingent reward dimension, the
strongest predictor was found to be agreeableness (p = .17) but the credibility value
showed variability across studies. Extraversion and neuroticism were found to have
non-zero associations with contingent reward (p = .14 and p = -.10, respectively).
The management by exception dimension was negatively associated with
agreeableness, conscientiousness and extraversion (p = -.12, p = -.10 and p = -.09,
respectively). Associations with neuroticism and openness to experience were
positive but non-significant. The contingent reward dimension mirrored the results
for transformational leadership with its pattern of associations with extraversion and
neuroticism. Nevertheless, these personality factors had inverse associations with
management by exception. Agreeableness also did not show a consistent pattern

across the sub-dimensions of transactional leadership.

1.4.2.3 The Relationship between Transactional Leadership and Various
Criteria

A transactional leader is especially effective in creating successful daily work
activities by providing discipline to the followers and focusing on the concrete
results. An organization can reach its goals only when the primary business activities
are done first and the transactional leader employs this process by making it faster
and more effective.

Bass, Avolio, Jung, and Berson (2003) used a sample of U.S. Army personnel
and found that transactional contingent reward leadership was positively correlated
with ratings of platoon potency (r = .37) and cohesion (r = .46). Similarly, Obiwuru,

Okwu, Akpa, and Nwankwere (2011) found that, in the small scale enterprises,
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transformational leadership style did not significantly predict employee performance
while transactional leadership did have a significant positive association. For this
finding, the explanation offered by the authors was that, employees in small scale
enterprises are not skilled and experienced which in turn makes them more receptive
to contingent rewards and management by exception rather than inspirational
motivation, intellectual stimulation or individualized consideration. Trusting the
leader was shown to be a mediator between transactional leadership and followers’
performance (Jung & Avolio, 2000). An explanation for this finding is that,
transactional leaders may gain their followers’ trust by being achievement-oriented
and finding a way to succeed in any case.

With regards to employees’ job attitudes, Medley and Larochelle (1995)
found that there was no significant relationship between transactional leadership and
job satisfaction of nurses. For organizational commitment; Catano, Pond, and
Kellowa (2001) found small negative relationships between transactional leadership
and volunteer participation (r = -.18) and union (r = -.14) in the organization. Taken
together, transactional and transformational leadership both are related to job
performance, while transformational leadership is also related to job attitudes and
employee motivation.

So far in the review, transformational and transactional styles have been
presented together with their content and value in predicting work-related outcomes.
Prediction of work-related outcomes would also make use of culture-relevant aspects
of effective leading practices. Thus, developing a valid measure of transformational
and transactional leadership styles in Turkey should take account of both the content
of these styles as identified in the literature and specific leadership styles that emerge

and are valued in the Turkish context.

1.5 Leadership Studies in Turkey

Every country has its own culture and as a well known fact, culture shapes the
behaviors, expectations of people and the ways things are applied. A nation’s culture
is one of the most important determinants of the leadership styles practiced in the
country and it determines what people expect from a leader, how leaders treat their

followers, which behavior styles the leaders and the followers value (Fikret-Pasa et
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al., 2001). This implies that, a successful leader in the USA may not be perceived as
successful in Turkey because of different values. In addition to national culture,
organizational culture also affects leadership behaviors such that a successful leader
in Organization A may not be perceived as successful in Organization B in the same
country (Fikret-Pasa et al., 2001).

Previously; the transactional and transformational leadership styles were
mentioned with their behavioral examples. However, while these concepts are
universal, expressions of them may significantly differ across cultures (Fikret-Pasa et
al., 2001); implying that two leaders in two different cultures may both have
transformational styles but still behave differently. For instance; a transformational
leader in one country may choose more implicit ways of solving his / her followers’
problems while another transformational leader in another country may display more
paternalistic behaviors and show his / her close support. For instance; in case of an
employee who is in financial difficulties, one leader may directly offer lending
money while another leader may refer the employee to a familiar bank for getting
credit.

Fikret-Pasa et al. (2001) investigated the leadership types observed in Turkish
organizations and the results revealed four types which are ‘transactional and team-
oriented’, ‘paternalistic and considerate’, ‘laissez-faire’ and ‘autocratic and
hierarchical’. Accordingly, transactional and team-oriented leaders consult their
followers and use contingent reward / punishment. Paternalistic and considerate
leaders care for their followers and help out with their private problems. Laissez-faire
leaders do not exert any control over their employees. Lastly, autocratic and
hierarchical leaders control their employees closely and try to keep the hierarchical
relationships. The most frequently observed leadership style was autocratic-
hierarchical followed by the paternalistic-considerate style. The transactional and
team-oriented and the laissez-faire’ styles were less frequently observed.

The authors also investigated ideal leaders as perceived by Turkish
respondents and found that leaders who displayed the following four basic universal
leader behaviors were perceived as ideal: Relationship-orientation, task-orientation,
participative and charismatic-transformational leadership. Transactional and laissez-

faire characteristics were not included among the ideal leader attributes.
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According to employee responses, the ideal relationship-oriented leaders
share their information with employees, provide opportunities to people to tell their
ideas openly, listen to people, show concern for their employees’ personal problems,
take initiative in deciding on behalf of their employees concerning their problems,
attend social events of employees and create a family-like atmosphere in the
organization. The ideal task-oriented leaders know the details of the tasks and also
are fully aware of what is going on and what is taking place at first hand. The ideal
participative leaders encourage participation, listen to the ideas of employees, try to
increase their decision acceptance, make people feel belong in the organization and
that they are valuable. Finally, the ideal charismatic / transformational leaders take
decisions independently and confidently, speak well, have direct eye contact, take
risks, go beyond the beliefs, accept their mistakes, inspire their followers, increase
the morale of the employees, show respect to the employees, and are self-confident,
development-oriented, open to criticism, intelligent, dynamic, and fair.

The relationship-orientation dimension, reported as one of the ideal leader
behaviors in the study of Fikret-Pasa et al. (2001), basically reflects a paternalistic-
considerate style. Collectivism, the most prevalent organizational value reported in
the study, was associated with leaders’ paternalistic-considerate style. Considering
that Turkey still ranks higher on collectivism than the US (Hofstede, 2014),
including paternalistic-considerate behaviors in a measure of transformational
leadership would prove useful.

As described in Aycan et al. (2000); in a paternalistic relationship, the
manager guides, protects and cares for the subordinate. People in authority are
desired to be paternalistic in Eastern cultures while it may be perceived as
dictatorship in Western cultures (Aycan et al., 2000). In the study, authors compared
countries from different cultures in terms of their paternalism perceptions and they
asserted that managers from certain countries — including Turkey - would score
higher on their perceptions of paternalism compared to managers from certain
countries which was confirmed with their results. The review by Gelfand, Erez, and
Aycan (2007) points to findings indicating that paternalistic leadership has positive
impacts on employee attitudes in collectivistic and high-power-distance cultures,

such as Turkey.
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Here it may be inferred from all those information above; the culture and the
way leaders perceive the culture is effective while adopting a leadership style and the
results are consistent with previously mentioned research. Transactional leadership is
one of the leadership styles that exist in Turkey; however it did not exist among the
ideal styles. Turkey is improving continuously and new leadership styles are taking
the place of the old ones. As a result; it may be proposed that, transformational
leadership dimensions together with culture-specific elements of a paternalistic-
considerate style rather than transactional dimensions are valued more in Turkey and
also it may be more profitable to adopt a leadership style that matches the national
and the organizational culture. Leaders should certainly consider both cultural and
organizational values while adopting an approach to their followers and the
organizations should hire the leaders who are compatible with their needs or train
them for that purpose.

The starting point for such practices in Turkey is using a valid measure of
transformational leadership. Researchers have either used adjectives descriptive of
transformational behaviors (Fikret-Pasa et al., 2001) or used the Multifactor
Leadership Questionnaire (MLQ; Bass & Avolio, 1985) (e.g. Aydogdu & Asikgil,
2011; Giimiisliioglu & Ilsev, 2009; Giimiisliioglu et al., 2012; Karakitapoglu-Aygiin
& Giimiigliioglu, 2013). Also, in their study in which they examined whether intra-
cultural differences in basic values affect followers’ preferences for transformational
vs. transactional leadership; Ergin and Kozan (2004) used Leadership Practices
Inventory (LPI) which was developed by Posner and Kouzes (1988), in order to
measure preferences for transformational and transactional leadership. Recently, as
the current study was underway, Karakitapoglu-Aygin and Giimiisliioglu (2013)
published a scale that assesses three dimensions of transformational leadership, one
of which is a culture-specific one; Considerate-Paternalistic Leadership, Inspiring-
Charismatic Leadership and Active-Stimulating Leadership. This scale is further
discussed in the discussion chapter.

The rationale for developing a transformational and transactional leadership
questionnaire was two-fold: 1) freeing researchers from purchasing the MLQ, which
lacks any systematic reliability or validation study in the Turkish context and

information pertaining to its translation, 2) inclusion of culture-specific
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representations of leadership behaviors that would also go under the general
transformational leadership style with a focus on employee well-being.

Below, the study hypotheses concerning the validation of the new measure
are presented. The developmental process of the measure is described in the Method
chapter.

1.6 Study Hypotheses

Validation of the newly developed Transformational and Transactional
Leadership Scale-Turkish version (TTLS-TR) will be studied based on its construct
validity and concurrent criterion-related associations that form the construct’s
nomological network.

Hypothesis 1: As a part of the construct validity; the TTLS-TR will have
moderate-to-high associations with the MLQ 5X-Short Rater Form that is;

H1l-a) Subordinates who give higher scores to their supervisors on the
transformational leadership dimension of the TTLS-TR will also give higher scores
on the transformational leadership dimension of the MLQ 5X-Short Rater Form.
H1-b) Subordinates who give higher scores to their supervisors on the transactional
leadership dimension of the TTLS-TR will also give higher scores on the
transactional leadership dimension of the MLQ 5X-Short Rater Form.

Hypothesis 2: The TTLS-TR transformational leadership scale will show

significant small associations with the theoretically-related personality dimensions,
that is;
H2) Supervisors who receive higher scores based on aggregated subordinate ratings
on the transformational leadership dimension of the TTLS-TR will also score higher
on the extraversion dimension and will score lower on the neuroticism dimension of
the self-reported BFI.

Correlations between the aggregated transactional leadership dimension of
the TTLS-TR and the Big Five personality dimensions will be analyzed on an

exploratory basis.
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Hypothesis 3: As a part of the concurrent criterion-related validity;
employees’ perceptions of their supervisors’ transformational leadership style is
expected to have moderate-to-high associations with job attitudes. Specifically:
H3-a) As employees’ perceptions of their supervisors’ transformational leadership
style increases, their job satisfaction and affective organizational commitment levels
would also increase, with moderate-to-high effect sizes.

H3-b) The more employees perceive their supervisors to possess a transformational
leadership style, the more they will report being satisfied with their basic
psychological needs, such as autonomy, relatedness and competence.

H3-c) As employees’ perceptions of their supervisors’ transformational leadership
style increases, their extra effort and effectiveness levels would also increase, with

moderate-to-high effect sizes.
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CHAPTER I

METHOD

Methods of the study are presented in two sections. In the first section the
development of the TTLS-TR is described with the preliminary study conducted. The

main study conducted to test the hypotheses is described in the following section.

2.1 Preliminary Study

In the preliminary study; several leaders and their subordinates at a large-size
private company in the electronics industry were interviewed in order to gather
specific behavioral descriptions of leaders (i.e., supervisors, managers, top level

executives) that are reflective of transformational and transactional leader behaviors.

2.1.1 Participants and Procedure

Thirty people took part in the individually-conducted interviews; 20 of which
were subordinates (11 women and 9 men), and the remaining 10 were managers (3
women and 7 men). Among the participants; there were Human Resources
Specialists, Electrical Electronics Engineers, Industrial Engineers, Electrical
Electronics Technicians and their managers.

Ten interview questions were prepared based on the definitions of
transformational and transactional leadership styles. Participants were asked about
how a leader should behave in certain cases. Example questions relate to how a
leader should behave in order to make his / her followers feel autonomous, self-
sufficient and cared; how a leader increases the followers’ organizational
commitment levels; how he / she behaves in order to be a role model; how he / she
gains the followers’ trust, and how he / she behaves in the case that the followers
perform poorly. The instructions and the interview questions are given in Appendix
A. After all interviews had been completed, responses were content analyzed.
Resulting behavioral examples together with their frequencies are given in Appendix
B.

Finally, items were developed for the main study based on the interview

content analysis, the literature on transformational and transactional leadership, and
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also by considering the Turkish culture. More specific information on the item

development procedure is given in the following section.

2.1.2 Development of the Transformational and Transactional Leadership Scale
in Turkey (TTLS-TR)

In the preliminary study; a Likert-type and self-report test measuring
transformational / transactional leadership attitudes and behaviors was developed.
When developing this test, the steps described below were followed:

As the initial step; the literature was reviewed in order to scan the
transformational / transactional leadership definitions and behavioral examples.
Dimensions of each leadership style were analyzed in detail.

In the second step; interviews were conducted in order to obtain the
behavioral examples related to how transformational and transactional leaders
behave in general. As it was explained before; in the preliminary study, the leaders /
managers and their subordinates were interviewed about the specifications and
behaviors of leaders. The content analysis indicated that the frequently appearing
participant responses were mostly in accordance with the literature; so these
behavioral examples were used to generate items (e.g. ‘My manager encourages me
to talk about my new ideas’). The responses to interviews and the literature review
related to the transformational / transactional leaders were used together at this step.

Additionally; leadership behaviors that are observed in the Turkish culture
were linked to the transformational / transactional leadership literature. As previously
mentioned; leadership types that are observed, the organizational values that are
mostly prized in Turkish organizations and the associations of these organizational
values with the leadership types were investigated (e.g., Fikret-Pasa et al., 2001).
This information, definitions from the literature and the information from interviews
were combined, handled together in order to generate items. For instance; there was a
bunch of people who highlighted the paternalistic specifications of the leader, which
was an expected result in the Turkish culture. Specifically, 12 out of 20 participants
mentioned that a leader should be aware of the private problems an employee has
and eight participants mentioned the necessity for leaders to attend the special

occasions of their subordinates. Also, the organizational values attributed to
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paternalistic leaders were consistent with the specifications of a transformational
leader in the literature. As a result; transformational leadership dimensions were re-
organized by adding ‘fatherliness / motherliness’ dimension to them. Specifically
formed items are related to managers helping their subordinates with their off-the job
private issues, being able to have a conversation with the manager about private
issues, and managers attending special occasions of the subordinates such as
weddings or birthdays.

The literature on Self Determination Theory (SDT) was also made use of for
the purpose of item generation. According to the SDT, some basic psychological
needs -autonomy, relatedness and competence- are affected and satisfied by the
transformational leadership style (Kovjanic et al.,, 2012). Interviews conducted
served in identifying the specific behaviors that transformational leaders make use of
in enhancing autonomy / relatedness / competence perceptions of followers. As a
result; responses to those questions were also combined with the literature review
and used to generate items for transformational leadership. Some example items are
related to a manager encouraging subordinates to take initiative, a manager forming a
family-like atmosphere, and a manager planning education activities for the personal
development of subordinates.

Finally, the case illustrations in organizational psychology / behavior
textbooks were scanned to identify any leader behaviors that were not covered by the
information gathered up to this point. Most examples corresponded to the identified
transformational leader behaviors. One specific example that was not reflected in
accumulated behavioral examples was identified in George and Jones (2012, p.209)
and included in the scale. The item reads ‘My manager would allow me to work on
new projects that [ have in mind during specified work hours’.

Once the items for all sub-dimensions of transformational and transactional
leadership (Contingent reward / contingent punishment and active management-by-
exception sub-dimensions for transactional leadership and inspirational motivation,
intellectual stimulation, individualized consideration and fatherliness / motherliness
sub-dimensions for transformational leadership) were generated; the item -
dimension match had to be checked. At this step; 12 academicians and graduate

students specialized in Industrial and Organizational Psychology were consulted. A
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document which included definitions of the sub-dimensions and a list of items in
scrambled order was prepared and distributed to the 12 participants (See Appendix
C). Participants were asked to read the explanations of dimensions and to indicate
which sub-dimension each item belonged to. After that; the answers were combined
and a report was prepared (See Appendix D). Although there was unity for most of
the items (31 items), some participants were confused about the dimension several
items belonged to. Agreement rates ranged between 6 / 12 and 12/12. As a result; one
item was removed while four items were reworded. The removed item was; ‘My
manager does not only appreciate my contributions, he / she also makes an effort for
my work to be recognized by top management’. While this item was developed for
the ‘individualized consideration’ sub-dimension, eight participants placed the item
under the ‘inspirational motivation’ and four participants placed the item under the
‘motherliness / fatherliness’ sub-dimensions. An example item which was reworded
is; ‘My manager shows his / her trust to our team by assigning us important
responsibilities’. This item was developed for the ‘individualized consideration’ sub-
dimension to emphasize the point that the manager can assign responsibilities to the
subordinates when necessary. However, four participants were perhaps affected by
the part emphasizing ‘showing trust’ and thought it belonged to the ‘inspirational
motivation’ sub-dimension. That is why the item was reworded as ‘My manager
assigns us important responsibilities when necessary’.

The TTSL-TR was put into its final form by making the above-mentioned
changes and then distributed to the participants of the main study. Subsequent
changes to the scale were undertaken after collecting the data and conducting the

reliability and factor analyses, which are mentioned in the Results chapter.

2.2 Main Study
The purpose of the main study was to test the hypotheses in the validation of
the TTLS-TR. In this section; the study participants, procedure, and measures used to

assess the constructs are presented.
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2.2.1 Participants and Procedure

Questionnaire forms were distributed to 51 managers and 257 subordinates of
those managers who are working mostly in private sector organizations in Turkey.
Data that were in usable form came from 205 participants; 167 subordinates and 38
managers. Ten additional subordinates’ data were included in the analyses for some
hypotheses tests although their managers’ data were not available. Altogether, return
rate was 74.51% for managers, 61.09% for subordinates and 66.56% in total. The
aim was to collect data from 40 managers. Average number of followers per leader /
manager was 4.13. Number of managers with two subordinates was Six.

The majority of participants (94.63%) were from a private company in the
electronics industry, which is also the workplace of the researcher. In this company;
the leaders and the followers were chosen from the Production Facilities and the
R&D Centre which are in Ankara and the General Directorate which is in Istanbul.
Remaining participants were recruited from other privately-owned companies. The
jobs of the participants varied as human resources specialist, technician, electric and
electronical / mechanical / industrial engineer, foreign trade specialist, buying
specialist, production planning specialist, sales engineer / specialist etc. Of the
participants, 64 were women (31.2%) and 141 were men (68.8%). Among the
managers; there were 8 women (21.1%) and 30 men (78.9%). Among the
subordinates; there were 56 women (33.53%) and 111 men (66.47%). The age of the
participants ranged from 19 to 62 years (M = 37.81, SD = 8.78). Among the
subordinates; duration of working with their managers ranged from six months to 30
years (M = 5.88 years, SD = 6.15 years). Among the managers; duration of working
as a manager ranged from one year to 36 years (M = 14.1 years, SD = 8.36 years). In
general; tenure ranged from six months to 38 years (M = 13.25 years, SD = 9.46
years). Among the subordinates; 65 of the participants (31.7%) reported to be a
manager at the same time.

Approval of the Institutional Ethics Board for Research with Human
Participants of the university, permissions of the top management of the companies,
and informed consents of study participants were obtained prior to distributing the

questionnaire forms. The informed consent form included detailed information about
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the study purpose, duration, anonymity of responses, what was expected of the
participants, and their rights of participation.

One hypothesis included testing for the associations between follower
perceptions of leader behaviors and leaders’ personality characteristics. Thus,
follower and leader responses had to be matched. To ensure anonymity of responses,
first, letter codes such as ‘A, B, C, ..., Z, AX, BX,...” were assigned to the managers
who participated in the study and the letter — manager match-ups were listed by the
researcher which was known only by the researcher. Secondly, letter- digit codes
such as ‘Al, B2, ...G5, AX3...” were assigned to the subordinates of the managers
and the match-ups were again listed by the researcher. This information was kept
confidential. All hard copies of the scales were coded manually before the
distribution; therefore there was no need to gather any information that would reveal
the identity of the participants. The scales were then distributed manually at all study
locations.

To sum up; leaders / managers received the demographic information form —
Manager Version and the BFI (Big Five Inventory), and the subordinates received
the demographic information form — Subordinate Version, Work-related Basic Need
Satisfaction Scale, Minnesota Job Satisfaction Questionnaire, Affective
Organizational Commitment Scale, MLQ 5X — Short Form and the newly developed
Transformational and Transactional Leadership Scale. Each of these scales is

described below.
2.2.2 Measures

2.2.2.1 Demographic Information Forms

Two demographic information forms were prepared; one for managers and
one for subordinates. Gender, age, years in position, total tenure and the industry
were asked both in the manager and subordinate forms, with two additional questions
in the subordinate form; one about the duration that the subordinate-current manager
pair worked together and the other asking whether there was any personnel working
for that person in order to determine the subordinates who are also in a managerial

position.
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2.2.2.2 The Minnesota Satisfaction Questionnaire (MSQ)

The scale was developed by Weiss, Dawis, England and Lofquist (1967) in
order to assess job satisfaction levels of employees. The MSQ is a self-report test and
was translated into Turkish by Baycan (1985). In the current study, the short version
of the MSQ was used. The MSQ-short form consists of 20 of the original 100 items,
rated on a 5-point Likert-type scale (1 ‘very dissatisfied with this aspect of my job’,
and 5 ‘very satisfied with this aspect of my job”). A composite score is calculated by
averaging the item responses and the lower the score, the lower the level of job
satisfaction. For the short form of the MSQ; in general, the reliability coefficients
were reported to be high. Median reliability coefficients were .86 for Intrinsic
Satisfaction Scale, .80 for Extrinsic Satisfaction Scale and .90 for General
Satisfaction. Construct validity of the MSQ short form has been shown by Weiss et
al., (1967).

2.2.2.3 The Multifactor Leadership Questionnaire (MLQ)

The scale was first designed by Bass and Avolio (1985) in its long form with
63 items, in order to assess leadership. Later, research resulted in the short form
which is MLQ 5X with 45 items. MLQ 5X Short Form is a practical test in terms of
time considerations; completion time is approximately 15 minutes. Reliabilities
ranged from .74 to .94 for the total items and for each leadership factor scale (Bass
and Avolio, 1995).

According to the developers; the MLQ 5X consists of nine subscales; five for
transformational leadership, three for transactional leadership and the other one is for
laissez-faire leadership. The transformational leadership subscales are; idealized
influence-behavior, idealized influence-attributed, inspirational —motivation,
intellectual stimulation and individualized consideration. The transactional
leadership subscales are; contingent reward, management-by-exception-active and
management-by-exception-passive. The other subscale is laissez-faire which is for
laissez-faire leadership.

In the current study; transformational and transactional leadership behaviors
were measured using Bass and Avolio’s (1995) Multifactor Leadership

Questionnaire (MLQ Form 5X-Short) in order to provide construct validation for the
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newly developed transformational and transactional leadership scale, upon purchase
of the test from the developers. Items are answered on a 5-point Likert-type scale
ranging from 0 to 4, in which 0 means ‘not at all’ and 4 means ‘frequently, if not
always’. Although the form consists of both rater and leader forms, only the rater
form of the MLQ 5X-Short Form was used in the current study. The Turkish
translation was purchased with the original form but the firm did not provide any
information related to the translations. Therefore seven of the items were reworded

for better reflection of the original meaning.

2.2.2.4 The Big Five Inventory (BFI)

The scale was developed by Benet-Martinez and John (1998) in order to
measure the Big Five personality traits which are conscientiousness, extraversion,
openness to experience, agreeableness, and neuroticism. The BFI includes 44 items
rated on a 5-point Likert-type scale from 1 ‘strongly disagree’ to 5 ‘strongly agree’.
It was translated into Turkish by Stmer and Sumer (2002) as a part of a large
international study conducted by Schmitt, Allik, McCrae & Benet-Martinez (2007).
Cronbach’s alpha reliabilites were found to range from.64 to.77 for the five factors in
the Turkish context (Stimer, Lajunen, & Ozkan, 2005). In the current study; all BFI
factors were measured. Extraversion and neuroticism, which are theoretically related

to transformational leadership, were included in hypothesis testing.

2.2.2.5 Work-related Basic Need Satisfaction Scale (W-BNS)

The scale was developed by Broeck, Vansteenkiste, De Vitte, Soenens, and
Lens (2010) in order to assess the satisfaction of basic psychological work-related
needs which are competence, relatedness, and autonomy. Participants are asked to
indicate whether they feel the statements were true for their work lives on a scale of
1 (strongly disagree) to 5 (strongly agree). The scale consists of 17 items and higher
scores indicate higher levels of satisfaction. The reliabilities of the autonomy,
competence, and relatedness satisfaction scales were on average .81, .85, and .82,
respectively. Also, evidence for the criterion-related validity was provided by Broeck
et al., (2010). Items were translated into Turkish by the researcher. Back-translation
was undertaken by a bilingual speaker. Finally a native English speaker checked the

conceptual equivalence between the original and the back-translated items. Items
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which were not found to have conceptual equivalence were reworded by the

bilingual.

2.2.2.6 Affective Organizational Commitment Scale

The scale is a part of the Organizational Commitment Scale which was
adopted by Wasti (1999), based on the three-dimensional Organizational
Commitment Scale of Allen and Meyer (1990). Wasti translated the scale into
Turkish and added some culture-specific items as a result of a validation study. The
original scale has three organizational commitment dimensions which are: affective
commitment, normative commitment, and continuance commitment. In the current
study, only 8 items measuring affective commitment were included in accordance
with the related hypothesis. The internal consistency reliability for the affective

commitment subscale was found to be .83 (Wasti, 1999).
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CHAPTER |11

RESULTS

Results are presented in four sections: In the first section, data were examined
for missing values, outliers and checked for some basic statistical assumptions. In the
second section, parallel analysis and exploratory factor analysis were conducted in
order to determine the number of factors that form the basic structure of the newly
developed TTLS-TR. Also; ICC values were calculated in order to see whether the
transformational and transactional leadership scores given by subordinates to
managers on TTLS-TR and on the MLQ could be aggregated. In the third section,
correlations between study variables and descriptive statistics are presented with
means and standard deviations. Also Cronbach’s alpha values for all composite
variables in the study are presented. The fourth section includes results concerning

the testing of the study hypotheses.

3.1 Data Screening and Cleaning

For data screening and cleaning of data; the steps described by Tabachnick
and Fidell (2007) were followed. Missing values were less than 5% of all participants
on all variables and according to Tabachnick and Fidell (2007) the mean substitution
technique is appropriate for such situations. Because the data set includes 38
independently supervised groups, missing data were replaced by the respective group
mean. After mean substitution, the data were screened for univariate and multivariate
outliers. Five cases were detected as univariate outliers (< - 3.29, > + 3.29). Before
deciding to remove any of those cases, Mahalanobis distance (p < .001) was also
checked and two cases were detected as multivariate outliers. One case which was
both a univariate (< - 3.29) and a multivariate outlier (y* > 45.32, p < .001) and the
other case which was only a multivariate outlier (> > 45.32, p < .001) were removed
from the analyses. Rest of the four cases with univariate outliers were kept leaving
the limits of univariate outliers as +/- 3.77. Analyses were conducted with the

remaining 203 participants.
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Next, normality and linearity assumptions were checked and the results
showed that the skewness and the kurtosis values for the variables were in acceptable

ranges and scatter plots indicated linear relationships among the variables.

3.2 Factor Analyses and ICC Calculations

After cleaning and screening the data; composite variables for each scale
were created. For the Big Five Inventory; extraversion, neuroticism, agreeableness,
openness to experience and conscientiousness factors were created. For the Basic
Psychological Needs Satisfaction at Work Scale; relatedness, competence and
autonomy factors were created. For the Minnesota Satisfaction Questionnaire;
intrinsic satisfaction, extrinsic satisfaction and general satisfaction factors were
created. For the Affective Organizational Commitment Scale; all items were
averaged to form the affective organizational commitment factor. For the Multifactor
Leadership Questionnaire; contingent reward, active management by exception,
passive management by exception factors which are the sub-dimensions of
transactional leadership were created and these were also averaged to form the
‘transactional leadership’ factor. In the same way; intellectual stimulation, idealized
behaviors, idealized attributes, inspirational motivation and individualized
consideration factors which are the sub-dimensions of transformational leadership
were created and were averaged to form the ‘transformational leadership’ factor.
Also, a laissez-faire leadership composite and as the outcomes; extra effort,
effectiveness and satisfaction were computed based on item averages.

For the newly developed Transformational and Transactional Leadership
Scale; parallel analysis and exploratory factor analysis were conducted in order to
decide on the number of factors. With parallel analysis one can compare random
data-generated eigenvalues with real data-generated eigenvalues, in which the
inputted correlation matrix used in the factor analysis has squared multiple
correlations on the diagonal. The syntax generated by O’Connor (2000) for parallel
analysis using raw data was used. The output provided 37 comparisons of real data
and random data-generated Eigenvalues, for the 37 items. Results indicated that; in
only two roots did real data-generated Eigenvalues exceed the random data-

generated Eigenvalues which indicated that at most two factors could be reliably
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extracted from the data set (see Table 1). The screeplot showing all 37 roots based on
the real and randomly generated data are presented in Figure 1. According to the
parallel analysis results; an exploratory factor analysis on SPSS using Principal Axis
Factoring as the extraction method and direct oblimin as the rotation method was
conducted by forcing the number of factors to two. It was seen that; items of
transformational leadership and items of transactional leadership were successfully
separated from each other. Items, in English, their factor loadings and item
communalities are presented in Table 2. The Turkish version of the table is presented
in Appendix E. The first factor of transformational leadership explained 39.83% of
the variance and the second factor of transactional leadership explained 5.76% of the
variance before rotation.

Three items did not load on any of the factors and they were removed from
the analyses. Those items were: ‘My leader / manager uses ONLY external rewards
(such as premiums or additional days of rest) in order to make me work.’, ‘The only
thing matters to my leader / manager is to see that the aim is achieved. As long as we
do not do mistakes, he / she does not care about the path we follow.’, and ‘According
to my leader / manager, it is not important to follow new paths as long as the aim is
achieved faultless.” which is very similar to the previous item. Also; one item which
was expected to load on transactional leadership was seen to load on
transformational leadership and it was also removed from the analysis. The item was:
‘My leader / manager sets us performance goals and rewards us as much as we
succeed.” and normally it was expected to reflect the ‘contingent reward’ sub-
dimension of transactional leadership which has a trade mind between the leader and
the follower.

Lastly, one more item, ‘When | work with my leader / manager, | feel that he /
she is always alert for anything that might prevent the works from the way it should
be’ which was expected to load on transactional leadership loaded on
transformational leadership. However this item was not excluded from the analyses.
According to the theoretical basis, that item was decided to be kept as an item of
transactional leadership. As a result; the newly developed test lost four items and had
26 items for transformational leadership (for four sub-dimensions) and seven items

for transactional leadership (for two sub-dimensions). Two composite variables were
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created as ‘TTLS-TR TF” for transformational leadership and ‘TTLS-TR TS” for

transactional leadership.

Table 1. Raw Data and Random Data Eigenvalues

Root Raw Data Eigenvalues Random Data
Eigenvalues
1 14.85 1.44
2 2.27 1.24
3 1.11 1.12

Notes. N of cases = 167, N of variables = 37, N of datasets = 100, Percent = 95.
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Figure 1. Real Data Eigenvalues & Random Data Eigenvalues
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Table 2. Factor Loadings and Communalities

Item F1 F2 h’
My manager tries to enhance my internal motivation when he / she wants to motivate me for a task. .843 .69
My manager knows about my and my teammates’ competencies, work-related personal concerns
and needs and how to motivate each of us. .838 .69
My manager makes me feel that what I do is valuable and banausic. 827 .67
My manager encourages us to generate ideas and listens to our suggestions when he / she plans the 821 .70
works. .
| feel like I am at the family environment at my workplace, owing to my manager. .810 .67
My manager informs me about my contributions to the company, in the short or long term. .802 .64
My manager does not only appreciate my ideas, he / she also encourages me to put them into 794 .63
practice. '
My manager serves a good model for us, by his / her working style, personality and also 792 .62
communication skills. '
My manager encourages me to freely express my ideas. 791 71
My manager encourages me to question the status quo, to produce new solutions and supports my 779 .60
creativity. :
My manager encourages me to follow the innovations in the field. 776 .59
My manager stirs us up about the things we can do / succeed by reminding us our positive 755 56
specifications and abilities, when a new job would be done. ' '
My manager tries to transfer to me all information he / she has about the work processes. 751 .56
My manager plans trainings for my specifications which are missing or open for improvement. 132 .53
My manager makes me feel like there are things he / she could also learn from me. 1724 .53
| feel like my manager cares about me, not as just being a subordinate, but also as being a human. .709 .62
My manager considers our personal concerns and abilities, when he / she distributes the tasks in the 205 49
team. '
My manager sets us performance goals and rewards us as much as we succeed. .678 333 .50
I know that my manager would help me for my personal problems when | need it. .658 .53
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Table 3. Factor Loadings and Communalities (Continued)

Item F1 F2 h?
My manager supports me to attend various seminars for my personal and professional development. .642 41
I can / do talk about things which are non-related to the work, with my manager. .629 -.325 .57
My manager acts respectfully to me. 573 -.363 .53
If I invite him / her, my manager attends to my important special events (wedding, birthday etc.). 534 .36
My manager supports me to take initiative. 525 37
My manager confers us important responsibilities, when necessary. 467 .29
When | work with my leader / manager, | feel that he / she is always alert for anything that might
prevent the works from the way it should be. 423 314 .23
My manager tries to change my ideas and impose his / her own ideas to me, when | do not think as 370 99
him / her. ' '
My manager watches / controls my acts in order to determine my possible mistakes and to interfere 555 30
when necessary. ' '
Sometimes my manager threatens me in order to make me work. -.392 .500 A7
My manager imposes sanctions in various ways to me, when | cannot do something he / she wants. 465 .28
After giving me a job, my manager keeps giving instructions to me in order to prevent me from 301 A5
doing mistakes. '
Being rewarded by my manager depends only on completing the job he / she asks from me, in the 386 .18
way he / she wants. '
My relationship with my manager is such a trade that | feel like I can only take as much as | give. -.440 .365 .38
According to my leader / manager, it is not important to follow new paths as long as the aim is .09
achieved faultless.
My leader / manager uses ONLY external rewards (such as premiums or additional days of rest) in .09
order to make me work.
The only thing matters to my leader / manager is to see that the aim is achieved. As long as we do .01

not do mistakes, he / she does not care about the path we follow.

Notes. F1: Transformational leadership, F2: Transactional leadership, h*: Communality estimates.



After creating the composite variables, ICC values were examined to see
whether the leadership perceptions of subordinates working with the same supervisor
were available to aggregate. In order to test associations between leader personality
and perceived leadership style, there was a need to aggregate the scores of MLQ and
the TTLS-TR in order to get the respective four scores per leader for the
transactional and transformational leadership factors of both the MLQ and the TTLS-
TR. Thus, four ICC scores were calculated by inputting the between mean square
(BMS) and within mean square (WMS) values based on ANOVA results (see
Equation 1 for the ICC formula). Because the number of subordinates in the
supervised groups varied, the average number of subordinates across groups was
calculated. The average was 4.08, which was rounded down to 4.00. This estimate

was used as the k value of the ICC formula in Equation 1.

Equation 1.
ICC = [BMS - WMS] / [BMS + (k-1)*WMS]

ICC estimates were calculated for the above-mentioned four leadership
perception variables based on a data set of 157 participants within 38 supervised
groups. A significant ICC value indicates that between-group variance is
significantly greater than within-group variance. In the context of the present study,
this means the degree of similarity of in-group members’ perceptions of their
supervisors should be high and the between group differences should also be high.
The resulting estimate is an effect size of how much of the variance in leadership
perceptions is accounted for by supervised-group membership. According to the rule
of thumb; the ICC values should be at or higher than .12 in order to decide to
aggregate the data. This rule of thumb is based on the average ICC values reported in
the literature, which is .12 (James, 1982).

For the transformational leadership and transactional leadership factors of the
TTLS-TR, the ICC values were plausible, especially the value for transformational
leadership composite were very good (ICC = .58) and for transactional leadership it
was above the rule of thumb (ICC = .22). Similarly; the ICC value for the

transformational leadership composite of the MLQ was above .12 (ICC = .28).
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However; the ICC value for transactional leadership composite of the MLQ was
under the tone. Therefore, the item which had the lowest corrected item-total
correlation value of -.03 in the transactional leadership composite of the MLQ was
removed. The item was ‘My leader / manager expresses his / her satisfaction when |
meet the expectations’ which is under the ‘contingent reward’ sub-dimension.
However, it was understandable that this item would not correlate with others in the
contingent reward sub-dimension because the item as is, expresses a transformational
specification. It should have been as ‘My leader / manager expresses his / her
satisfaction ONLY when | meet the expectations’ to truly reflect the contingent
reward logic. Consequently, the ICC value for the transactional leadership composite
of the MLQ increased to.12, which was sufficient for aggregation. The ICC values

are given below, in Table 3.

Table 4. ICC Values before and after the item removal

The Factor ICC Value
TTLS-TR — Transformational Leadership .58
TTLS-TR — Transactional Leadership 22
MLQ — Transformational Leadership .28
MLQ — Transactional Leadership 10
MLQ — Transactional Leadership (After item removal) 12

3.3 Descriptive Statistics, Reliabilities and Bivariate Correlations

Internal consistency reliability analyses were conducted for each composite
variable. The Cronbach’s alpha values, means, standard deviations, minimum and
maximum values of study variables are presented in Table 4.

In general, the alpha values were satisfactory. Except the newly developed
TTLS-TR, none of the items were excluded from further analyses looking at their
reliability analysis results. For the TTLS-TR, the alpha was very high for the
transformational leadership composite; however it was low for the transactional

leadership test. And it was detected that, the item which lowers the reliability was the
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13" item —the item that normally loaded on the transformational leadership but was
decided to be kept for transactional leadership on the factor analysis step. That item
was excluded and the internal consistency for transactional leadership composite of
the newly developed test was enhanced to .66 from .63. With the retained items, the
TTLS-TR transformational leadership factor had an internal consistency reliability of
.96 and the transactional leadership factor had an internal consistency reliability of
.66. MLQ factor and sub-factor reliabilities are also presented in Table 4.

The correlation matrix of study variables is presented below in Table 5. As
can be seen in Table 5; among the demographic variables, duration of working with
the manager was correlated from .18 to .28 with all focal dependent variables

mentioned in Hypothesis 3 and so it needed to be controlled in the analyses.

37



Table 5. Descriptive Statistics of Study Variables

Variable Mean SD Min. Max. # of A
items

Extraversion 3.46 51 250 4.39 8 .70
Neuroticism 2.63 .64 150 4.13 8 .86
Agreeableness 3.76 48 244 456 9 .76
Openness to Experience 3.71 43 290 4.60 10 AN
Conscientiosness 3.96 45 322 5.00 9 .76
Relatedness 3.89 .68 1.67 5.00 6 75
Competence 4.30 46 3.00 5.00 5 a7
Autonomy 344 71 150 483 6 T7
Intrinsic Satisfaction 3.78 55 167 5.00 12 .88
Extrinsic Satisfaction 3.31 75 150 5.00 6 81
General Satisfaction 3.74 53 225 483

Affective Organizational 3.69 83 113 500 8 .92
Commitment

TTLS-TRTF 3.60 72 119 496 26 .96
TTLS-TRTS 2.45 61 133 417 7 .67
MLQ-C-Reward 1.93 .86 .00 4.00 3 49
MLQ-AMBE 1.92 74 .00 4.00 4 .55
MLQ-PMBE 1.25 .88 .00 3.50 4 .70
MLQ-Individualized Consideration 2.35 .93 .00 4.00 4 .80
MLQ-Inspirational Motivation 2.45 87 .00 4.00 4 .78
MLQ-Intellectual Stimulation 2.59 .70 15 4.00 4 .69
MLQ-Idealized Attributes 2.59 .98 .00 4.00 4 .88
MLQ-Idealized Behaviors 2.49 7 .00 4.00 4 AN
MLQ-TF 2.49 74 15 3.95 20 .94
MLQ-TS 1.70 52 .00 2.89 11 .59
MLQ-Laissez-faire .68 .82 .00 3.75 4 .79
Extra Effort 225 1.07 .00 4.00 3 91
Satisfaction 256 1.05 .00 4.00 2 .88
Effectiveness 2.72 .90 .00 4.00 4 .86

Note: Scores on -the MLQ were given on a 0-4 scale. TTLS-TR TF: Transformational leadership
scale of the newly developed test; TTLS-TR TS: Transactional Leadership scale of the newly
developed test; C-reward: Contingent reward; AMBE: Active management by exception; PMBE:
Passive management by exception, MLQ: Multifactor Leadership, TF: Transformational, TS:
Transactional
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Table 6. Bivariate Correlations of Study Variables

Variable

1. Age

2.Gender

3.DWWM

4.DWAM

5.Tenure

6. Extraversion

7. Neuroticism
8.Relatedness

9. Competence

10. Autonomy

11. Intrinsic Satisfaction
12. Extrinsic Satisfaction
13. General Satisfaction
14. Affective Org. Com.
15. TTLS-TRTF

16. TTLS-TR TS
17.MLQ C-reward
18.MLQ AMBE
19.MLQ PMBE
20.MLQ I-stimulation
21. MLQ I-behaviors
22. MLQ l-attributes
23. MLQ I-motivation
24. MLQ I-consideration
25. MLQTF

26. MLQTS

27. MLQ Lf-leadership
28. AG_TRTF

29. AG_TRTS

30. AG_MLQTF

31. AG_MLQTS

1
1

23%*
'44***
.80***
.84***

-.40*

-.03
-.03
A1
.01
.16*
-.03
.01
27F*
.03
-.06
-.01
.01
.06
-.07
-.06
-.04
-.16*
.07
-.06
.04

.04

.10
-.27
10
27

2

1
-.02
22
13
-23
-.02
-.08
.04
-.07
.00
.08
.04
.07
.04
12
-.03
22*
-.05
-.04
-.02
.00
-.03
-.02
-.02
.06

-14
.07
.05
.09
A1

3

2%

.18*
.09
28%**
19*
19*
21%*
23%*
23%*
-.16*
14
.03
-.08
15
23%*
16*
12
23%*
21%*
.05

-17*

4

66>
-16
-07

A1
-.06
12
29

-.16
-.02
A1
A1
13
21%*
.02
.10
.31***
13
-.10
.07
-.02
-.01
.03
.10
.04
-.03
16*
.07
.02
-.06
14
-.05
A7
.34*

A1
.30
14
-.07

.02
A1
-.04
.23

.30***
.27***
.31***
.27***
.29***
.33***
.03
-.24%*

1
22%%*
. 36***
.02
19*
.20%*
.07
-11
.00
.03
-.09
.10
.03
.04
-.004
10
.06
-.04

.05

10

1
.67***
.57***
.67***
.50***
.57***

_.36***
.29***
-.10
_.28***
.42***
.40***
.56***
.47***
.50***
.55***
-.05

_36***

11

.56***
.79***
.64***
.49***
__31***
.24***
-14
-.30%**
35%**
.31***
.40***
.34***
.41***
.42***
-.10
- 29%**

12

i 77***
.48***
T4
- 26%x*
48*x*

-.003
- 4y
X el
. 56***
. 69***
. 66***
. 60***
. 70***

01
- 51wk

13

.56***
.61***
_.31***
.29***
-13
_.35***
.40***
.52***
.47***
.48***
.53***
-.10

_39***

14

4L
-.05
26%*
-.01
_.23**
.33***
.35***
.34***
.33***
.37***
01
-15
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Table 7. Bivariate Correlations of Study Variables (Continued)

Variable

15. TTLS-TRTF
16. TTLS-TR TS
17. MLQ C-
reward

18.MLQ AMBE
19.MLQ PMBE
20. MLQ I-
stimulation

21. MLQ I-
behaviors

22. MLQ I-
attributes

23. MLQ I-
motivation

24. MLOQ I-
consideration
25. MLQTF

26. MLQTS
27.MLQ Lf-
leadership

28. AG_TRTF
29. AG_TRTS
30. AG_MLQTF
31. AG_MLQTS

15
1

_'39***
'51***
00
- 41w
.67***
.77***
.83***
'77***
'83***
.89***

.05
L 4QFx**

16

.06

'31***

'30***

-15

-.16*

- 34

-.20%*

- 29

- 27k

.35***
29

17

. 26***

Y i

.57***

i 70***

5

i 68***

i 63***

. 60***

‘61***
- 33w

18 19
1

16* 1

.09 -.39%*F*

.18* -.29%F*

.09 - A0**+*

.05 -.35%**

.02 -.32%**

.09 - A0**+*
‘74*** .56***

.05 59F**

20

.61***

65

i 68***

i 65***

‘81***

11
- 41%

21

.69***

.76***

.72***

.86***

26+
-39%x%

22

i 75***

.77***

i 90***

07
- 53wk

23

.70***

.89***
14
S

24

8gr
10
-.34%**

25

1

15
- 4T

26

1

217

27

1

28 29 30
1

-.36 1

927 -.26 1

-11 32 -12

Notes. DWWM: Duration of working with manager; DWAM: Duration of working as manager; TTLS-TR TF: Transformational leadership scale of the newly developed test; TTLS-TR TS: Transactional
Leadership scale of the newly developed test; C-reward: Contingent reward; AMBE: Active management by exception; PMBE: Passive management by exception; I-stimulation: Intellectual stimulation; I-
behaviors: Idealized behaviors; I-attributes: Idealized attributes; I-motivation: Inspirational motivation; I-consideration: Individualized consideration; MLQTF: Transformational Leadership Scale of the
MLQ; MLQTS: Transactional Leadership scale of the MLQ; Lf-leadership: Laissez faire leadership; AG_TRTF: Aggregated Transformational leadership scale of the newly developed test; AG_TRTS:
Aggregated Transactional leadership scale of the newly developed test; AG_MLQTF: Aggregated transformational leadership scale of the MLQ; AG_MLQTS: Aggregated transactional leadership scale of
the MLQ; Gender: 1 = Female, 2 = Male. * p < .05, ** p <.01, *** p <.001.



3.4 Testing the Study Hypotheses

3.4.1 Hypothesis testing for the Construct Validation of the newly developed
TTLS-TR

As a part of the construct validation; the newly developed transformational
and transactional leadership scale was compared to the MLQ and it was hypothesized
that; subordinates who gave higher scores to their supervisors on the transformational
/ transactional leadership dimension of the TTLS-TR would also give higher scores
on the respective dimensions of the MLQ 5X-Short Rater Form (H1-a&b).

According to the results; Hypothesis 1-a was supported because there was a
significant positive relationship between the transformational leadership scores of
leaders, on the TTLS-TR and on the MLQ (r = .89, p < .001). Aggregated scores
were also highly correlated (r = .92, p <.001, N = 38). Similarly; Hypothesis 1-b was
also supported because there was a significant positive relationship between the
transactional leadership scores of leaders, on the TTLS-TR and on the MLQ (r = .35,
p < .001). Though not significant with a sample of 38, aggregated scores had a
similar effect size of .32,

Additionally; a significant negative relationship between the perceived
transformational and transactional leadership scores on the TTLS-TR was found (r =
-39, p < .001). This association was a non-significant .15 on the MLQ factors.
Perceived transactional leadership scores of leaders on the TTLS-TR were also
significantly negatively associated with the transformational leadership scores on the
MLQ (r = -.27, p < .001). However, no significant relationship was observed
between the transformational leadership scores of leaders on the TTLS-TR and
transactional leadership scores of leaders on the MLQ. Table 5 can be checked for
the bivariate correlations.

As a part of testing associations with the constructs in the nomological
network of transformational and transactional leadership; it was expected that the
TTLS-TR would show small significant associations with the theoretically-related
personality dimensions. It was hypothesized that; superiors who received higher
scores by their subordinates on the transformational leadership dimension would also

score high on extraversion and low on neuroticism (H2).
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There were 38 managers / leaders in the sample, thus 38 aggregated data
points were used in testing the association between perceived leadership and leader
personality. Correlation analyses indicated that TTLS-TR TF was correlated by .11
with extraversion and .02 with neuroticism, both of which were non-significant. For
regression analyses, first; correlations between the leader demographic variables and
the aggregated perceived transformational leadership scores on the TTLS-TR were
checked and none were found to be significant with a sample size of 38. As a result,
there were no demographic variables to control for. According to the regression
analyses in which extraversion and neuroticism were entered as predictors;
Hypothesis 2 was not supported. Managers’ self-reported extraversion levels did not
show a significant relationship with aggregated subordinate perceptions of
transformational leadership on TTLS-TR (B = .11, p = .51) and in the same way,
whether the managers perceive themselves as being neurotic did not show a
significant relationship with them being perceived as a transformational leader on
TTLS-TR (B =.03, p = .88).

Exploratory correlational analyses were conducted to see associations
between the TTLS-TR transactional leadership and the Big Five dimensions. TTLS-
TR TS was correlated by .11 with neuroticism, by .04 with agreeableness, by .30
with extraversion, by .06 by openness to experience, which was nonsignificant and
by .44 with conscientiousness. Only conscientiousness was significant (p = .01).
Also, the remaining three personality factors’ correlations with transformational
leadership were .23 with agreeableness, -.28 with conscientiousness, and -.08 with
openness to experience.

For exploratory purposes; another series of hierarchical regression analyses
were conducted for testing the relationships between perceived leadership on the
MLQ and leader personality. According to correlation analyses, MLQ TF correlated
by .14 with extraversion, -.04 with neuroticism, .26 with agreeableness, -.24 with
conscientiousness, and -.06 with openness to experience. MLQ TS correlated by .23
with neuroticism, by -.01 with agreeableness, by .07 with conscientiousness, by -.07
with extraversion, and by -.20 by openness to experience, all of which were non-
significant. For regression analyses with MLQ transformational leadership

extraversion and neuroticism were entered as predictors with no control variables.
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No significant relationships were observed. Managers’ self-reported extraversion
levels did not show a significant relationship with aggregated subordinate
perceptions of transformational leadership on the MLQ (B = .14, p = .42) and in the
same way, whether the managers perceive themselves as being neurotic did not show
a significant relationship with them being perceived as a transformational leader on
the MLQ (B =-.03, p = .85).

3.4.2 Hypothesis testing for the Concurrent Criterion-related Validity of the
TTLS-TR

As a part of the concurrent criterion-related validity of the newly developed
test; employees’ perceptions of their superiors’ transformational leadership style was
expected to have moderate-to-high associations with job attitudes. It was
hypothesized that; as employees’ perceptions of their superior’s transformational
leadership style increases, their job satisfaction and affective organizational
commitment levels would also increase, with moderate-to-high effect sizes (H3-a),
the more employees perceive their superiors to possess transformational leadership
style, the more the employees / followers would report being satisfied with their
basic psychological needs, such as autonomy, relatedness and competence (H3-b)
and as employees’ perceptions of their supervisors’ transformational leadership style
increases, their extra effort and effectiveness levels would also increase, with
moderate-to-high effect sizes (H3-c).

These hypotheses were tested on 165 subordinates. Correlation analyses
showed that these outcomes were significantly correlated with the TTLS-TR TF with
effect sizes ranging from .36 to .74, except for the satisfaction of the competence
need. For regression analyses, first; correlations between the demographic variables
and the dependent variables were checked. Accordingly it was seen that; among the
dependent variables, intrinsic satisfaction and affective organizational commitment
were correlated with age, duration of working with the manager and tenure as
demographic variables. Extrinsic satisfaction, general satisfaction, relatedness and
autonomy were only correlated with duration of working with the manager and
competence was not significantly correlated with any of the demographic variables.

As a result; only duration of working with the manager was decided to be controlled
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for when conducting the hierarchical regression analyses for all the dependent
variables except for competence. Because age and tenure were highly correlated with
duration of working with the manager and it would cause multicollinearity if these
were controlled all together, a decision was made to include only one of these
demographic variables. The reason of choosing duration of working with the
manager was that; rather than their age or their total tenure, duration of the people
working with their managers would affect their perceptions related to the managers’
leadership style. Thus, this demographic was controlled for in the first step, followed
by the transformational and transactional factors of the TTLS-TR.

According to the results; Hypothesis 3-a was supported as the level of
subordinate perceptions of their manager to be a transformational leader significantly
predicted their job satisfaction — more specifically intrinsic satisfaction, extrinsic
satisfaction and general satisfaction- and also their affective organizational
commitment levels, with moderate-to-high effect sizes.

According to the hierarchical regression analyses for intrinsic satisfaction as
the outcome; the first model in which the effect of duration of working with the
manager on the outcome was controlled for, was significant (R = .04, F (1, 163) =
6.36, p = .01) and duration of working with the manager significantly predicted the
subordinates’ intrinsic satisfaction levels (B = .19, p = .01). The inclusion of
transformational and transactional leadership perceptions added significant
incremental variance over the first model (AR?= .23, AF (2, 161) = 24.58, p < .001).
Transformational leadership perceptions was a significant predictor of intrinsic
satisfaction (B = .42, p < .001) whereas transactional leadership perceptions were not
(p=-.13, p=.07).

According to the hierarchical regression analyses for extrinsic satisfaction as
the outcome; the first model was significant (R*= .04, F (1, 163) = 5.80, p = .02) and
duration of working with the manager significantly predicted their extrinsic
satisfaction levels (B = .19, p = .02). The inclusion of transformational and
transactional leadership perceptions added significant incremental variance over the
first model (AR? = .51, AF (2, 161) = 89.97, p < .001). Transformational leadership
perceptions was a significant predictor of extrinsic satisfaction (p = .75, p < 001)

whereas transactional leadership perceptions were not (B = .04, p = .50).
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According to the hierarchical regression analyses for general satisfaction as
the outcome; the first model was significant (R = .04, F (1, 163) = 7.28, p = .01) and
duration of working with the manager significantly predicted their general
satisfaction levels (B = .21, p = .01). The inclusion of transformational and
transactional leadership perceptions added significant incremental variance over the
first model (AR? = .34, AF (2, 161) = 43.94, p < .001). Transformational leadership
perceptions was a significant predictor of general satisfaction (B = .57, p < .001)
whereas transactional leadership perceptions were not (B =-.08, p = .27).

According to the hierarchical regression analyses for affective organizational
commitment as the outcome; the first model was significant (R*> =.05, F (1, 163) =
9.13, p = .00) and duration of working with the manager significantly predicted the
subordinates’ affective organizational commitment levels (B = .23, p = .00). The
inclusion of transformational and transactional leadership perceptions added
significant incremental variance over the first model (AR? = .15, AF (2, 161) = 15.28,
p < .001). Transformational leadership perceptions was a significant predictor of
affective organizational commitment (B = .43, p < .001) whereas transactional
leadership perceptions were not (B =.15, p = .06).

On the other side, H3-b was partially supported because how much
subordinates perceive their manager to be a transformational leader significantly
predicted their relatedness and autonomy levels while it did not predict their
competence levels.

According to the hierarchical regression analysis for relatedness as the
outcome; the first model was significant (R*> = .03, F (1, 163) = 5.63, p = .02) and
duration of working with the manager significantly predicted their own relatedness
perception (B = .18, p = .02). The inclusion of transformational and transactional
leadership perceptions added significant incremental variance over the first model
(AR? = .10, AF (2, 161) = 9.73, p < .001). Transformational leadership perceptions
was a significant predictor of relatedness (B = .34, p < .001) whereas transactional
leadership perceptions were not (3 =.01, p = .88).

According to the hierarchical regression analysis for autonomy as the
outcome; the first model was significant (R*= .08, F (1, 163) = 13.87, p < .001) and

duration of working with the manager significantly predicted their own autonomy
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perception (f = .28, p < .001). The inclusion of transformational and transactional
leadership perceptions added significant incremental variance over the first model
(AR® = 28, F (2, 161) = 35.60, p <.001). Transformational leadership perceptions
was a significant predictor of autonomy (B = .47, p < .001) together with
transactional leadership perceptions (B = -.15, p = .04). However the level of
subordinates’ own competence perception was not predicted by how much they
perceive their manager to be a transformational leader (B = .03, p = .75) or a
transactional leader (p = -.10, p = .23).

Additionally; hierarchical regression analyses were conducted to see whether
the transformational / transactional leadership scores on the TTLS-TR predict
effectiveness and extra effort outcome variables on the MLQ and the Hypothesis 3-c
was supported. First; correlations between the demographic variables and the
dependent variables were checked. Accordingly it was seen that; extra effort
outcome variable was correlated with duration of working with the manager and
effectiveness was seen to have no significant correlations with any of the
demographic variables. As a result; duration of working with the manager was
controlled for, when conducting the regression analysis for the extra effort outcome
variable.

According to the hierarchical regression analysis for extra effort as the
outcome; the first model in which the effect of duration of working with the manager
on the outcome was controlled for, was significant (R? = .05, F (1, 163) = 7.62, p =
.01) and duration of working with the manager significantly predicted their extra
effort levels (B = .21, p = .01). The inclusion of transformational and transactional
leadership perceptions added significant incremental variance over the first model
(AR?= .73, AF (2, 161) = 252.66, p < .001). Transformational leadership perceptions
was a significant predictor of extra effort (B = .92, p < .001) together with
transactional leadership perceptions (f = .13, p = .00).

According to the hierarchical regression analysis for effectiveness as the
outcome; the model was significant (R? = .55, F (2, 162) = 99.68, p < .001) and
transformational leadership perceptions was a significant predictor of effectiveness
(B = .76, p < .001) whereas transactional leadership perceptions were not ( = .04, p

= 49).
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Table 8. Hierarchical Regression Analyses Predicting Work Attitudes and Work-related Basic Psychological Needs Satisfaction
based on TTLS-TR

Ly

Dependent Intrinsic Extrinsic General Affective  Relatedness Autonomy Extra Effectiveness
Variable Satisfaction Satisfaction  Satisfaction  Org. Com. Effort
Step 1
1. DWWM 19* 19* 21** 23** 18* 28**F* 21**
R® .04 .04 .04 .05 .03 .08 .05
F 6.36* 5.80* 7.28** 9.13** 5.63* 13.87*** 7.62**
df (1, 163) (1, 163) (1, 163) (1, 163) (1, 163) (1, 163) (1, 163)
g.t?IPRZTF Q2% 75*** S7*** A3F** 34Fr* ATFx* 92%** T6***
TRTS -.13 .04 -.08 15 01 -.15* 13F** .04
23 51 .34 15 10 28 73 55
R’change
F 24.58*** 89.97*** 43.94*** 15.28*** 9.73*** 35.60***  252.66*** 99.68***
change
df (2, 161) (2, 161) (2, 161) (2, 161) (2, 161) (2, 161) (2, 161) (2, 162)

Note. Values in table across predictors are Beta weights, unless otherwise indicated. Percent of incremental variance is shown in bold type. DWWM: Duration of working with the manager, BPNSW =
Basic Psychological Needs Satisfaction at Work. TR TF: Transformational leadership factor in the Turkish scale. TR TS: Transactional leadership factor in the Turkish scale. * p <.05; ** p<.01; ***p <
.001



For exploratory purposes; another series of hierarchical regression analyses
were conducted for testing the relationships between perceived leadership on the
MLQ and the outcomes mentioned in Hypothesis 3. As it was done above, only
duration of working with the manager was controlled for, when conducting the
hierarchical regression analyses for all the dependent variables, except for
competence. Here, model 2 results with the inclusion of the two MLQ factors are
given.

According to the hierarchical regression analyses for intrinsic satisfaction as
the outcome; the inclusion of transformational and transactional leadership
perceptions added significant incremental variance over the first model (AR’= .18,
AF (2, 161) = 18.18, p < .001). Both transformational leadership perceptions (p =
42, p < .001) and transactional leadership perceptions (B = -.17, p = .02) were
significant predictors of intrinsic satisfaction. In predicting extrinsic satisfaction,
transformational and transactional leadership perceptions added significant
incremental variance over the first model (AR® = .47, AF (2, 161) = 76.15, p < .001).
Transformational leadership perceptions was a significant predictor of extrinsic
satisfaction (B = .71, p < 001) whereas transactional leadership perceptions were not
(B = -.10, p = .09). In the prediction of general satisfaction; transformational and
transactional leadership perceptions added significant incremental variance over the
first model (AR? = .29, AF (2, 161) = 34.06, p < .001). Both transformational
leadership perceptions (B = .54, p < .001) and transactional leadership perceptions (3
=-.19, p = .01) were significant predictors of general satisfaction.

According to the hierarchical regression analyses for affective organizational
commitment as the outcome; leadership perceptions added significant incremental
variance over the first model (AR? = .11, AF (2, 161) = 11.02, p < .001).
Transformational leadership perceptions was a significant predictor of affective
organizational commitment (B = .35, p < .001) whereas transactional leadership
perceptions were not ( = -.05, p = .47).

The inclusion of transformational and transactional leadership perceptions
added significant incremental variance over the first model in the prediction of
relatedness (AR? = .09, AF (2, 161) = 8.18, p < .001) and the prediction of autonomy

(AR® = 27, F (2, 161) = 32.80, p <.001). Transformational leadership perceptions
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was a significant predictor of relatedness (p = .31, p < .001) and of autonomy (f =
.53, p <.001). Transactional leadership perceptions did not predict relatedness ( = -
02, p = .80) but predicted autonomy (B = -.14, p = .03). However the level of
subordinates’ own competence perceptions were not predicted by the MLQ
transformational (§ = .07, p = .42) or transactional (f = -.05, p = .56) factors either.

Additionally; hierarchical regression analyses were conducted to see whether
the transformational / transactional leadership scores on the MLQ predict
effectiveness and extra effort outcome variables on the MLQ. As it was done above,
only duration of working with the manager was controlled for, when conducting the
hierarchical regression analyses for extra effort outcome variable.

According to the hierarchical regression analysis for extra effort as the
outcome; the first model in which the effect of duration of working with the manager
on the outcome was controlled for, was significant (R? = .05, F (1, 163) = 7.62, p =
.01) and duration of working with the manager significantly predicted their extra
effort levels (B = .21, p = .01). The inclusion of transformational and transactional
leadership perceptions added significant incremental variance over the first model
(AR?= .73, AF (2, 161) = 265.48, p < .001). Transformational leadership perceptions
was a significant predictor of extra effort (B = .88, p < .001) whereas transactional
leadership perceptions were not ( = -.01, p = .86).

According to the hierarchical regression analysis for effectiveness as the
outcome; the model was significant (R® = .64, F (2, 162) = 141.25, p < .001) and
transformational leadership perceptions was a significant predictor of effectiveness
(B = .80, p < .001) whereas transactional leadership perceptions were not ( = .00, p
=.94).
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Table 9. Hierarchical Regression Analyses Predicting Work Attitudes and Work-related Basic Psychological Need Satisfaction
based on the MLQ

Dependent Intrinsic Extrinsic General Affective Org. Relatedness  Autonomy
Variable Satisfaction Satisfaction Satisfaction Com.
Step 1
1. DWWM 19* 19* 21** 23** .18* 28***
R® .04 .04 .04 .05 .03 .08
F 6.36* 5.80* 7.28** 9.13** 5.63* 13.87***
df (1, 163) (1, 163) (1, 163) (1, 163) (1, 163) (1, 163)
Step 2
2.MLQ TF A2F** JLFR* NV Aaiad 35*** G Ralaie H3FF*
3. MLQTS -17* -.10 -.19*%* -.05 -.02 -.14*
R’change 18 A7 29 11 .09 27
F change 18.18*** 76.15%** 34.06*** 11.02*** 8.18*** 32.80***
df (2, 161) (2, 161)*** (2, 161) (2, 161) (2, 161) (2, 161)

Notes. Values in table are Beta weights, unless otherwise indicated. Percent of incremental variance is shown in bold type. DWWM: Duration of working with the manager, BPNSW = Basic Psychological
Needs Satisfaction at Work. MLQ: Multifactor Leadership Questionnaire. TF: Transformational leadership. TS: Transactional leadership. * p <.05; ** p <.01; *** p <.001.



CHAPTER IV

DISCUSSION

Discussion is presented in four sections: In the first section, results for the
construct validation of the newly developed test are discussed. In the second section,
results for the criterion-related validation of the newly developed test are discussed.
In the third section, contributions and practical implications of the current study are
presented and in the last section, limitations and suggestions for future research are

given.

4.1 Discussion of results for the construct validation of the newly developed test

In the current study, construct validity of the newly developed TTLS-TR was
researched in two ways: First; the transformational leadership scores of managers
which were given by subordinates on the TTLS-TR and on the MLQ were compared
while the same was also done for transactional leadership scores. Second,;
associations with the theoretically related personality dimensions — Extraversion and
Neuroticism - in the nomological network of transformational leadership were tested.

For the first part of the construct validation research; participants took the
MLQ and the TTLS-TR at the same time. The purpose was to compare the
transformational leadership subscales and the transactional leadership subscales of
the MLQ and the TTLS-TR with each other. On the basis that MLQ has validation
proof, it would be possible to say that the newly developed test also measures what it
purports to measure if the transformational leadership scales were consistent and the
transactional leadership scales were also consistent in themselves.

As a result; the findings of the present study provided some evidence for the
construct validity of the newly developed TTLS-TR. Bivariate correlations were
checked for the aforesaid four subscales. There was a high, even very strong
correlation between the transformational leadership subscales of the TTLS-TR and

the MLQ. On the other hand, correlation between the transactional leadership
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subscales of the TTLS-TR and the MLQ was moderate. Thus, the newly developed
TTLS-TR; especially the transformational leadership scale has convergent construct
validity at a reasonable level. Anyhow, of course there are some imperfections at the
development stage.

As it was mentioned before; according to the parallel analysis and exploratory
factor analysis results of the TTLS-TR, transformational leadership and transactional
leadership scales were separated from each other successfully but the sub-dimensions
could not be studied because they did not decompose from each other. The reason is
thought to be the sample size (N = 165). According to Mundfrom, Shaw, and Ke
(2009); when a 6-factor solution is expected with 37 variables and when
communalities vary from small, to large to have ‘excellent’ agreement between the
sample and population the necessary sample size is 180, and to have ‘good’
agreement between the sample and population, the necessary sample size is 100.
Thus, although the data set in the current study was factorable given the number of
variables to expected factors ratio and the communality estimates (M = .47, Median
= .53, see Table 2), there is still room for improvement for more stable results.
Results of the parallel analysis and exploratory factor analysis for the MLQ were also
similar to the results of the TTLS-TR; transformational, transactional and laissez-
faire leadership scales were separated from each other while the sub-dimensions did
not.

When the literature was reviewed in terms of the research about the factor
structure of the MLQ; ambiguity was seen about the differentiation of the sub-
dimensions of transformational leadership because there was a lack of support for the
hypothesized factor structure and the discriminant validity of the components
(Rafferty & Griffin, 2004). Den Hartog, Van Muijen and Koopman (1997) used a
Dutch version of the MLQ and administered the scale to 1200 employees in order to
find out whether the MLQ is able to distinguish between the transformational,
transactional and the laissez-faire leadership scales and they revealed that although
the main scales are separated from each other, the sub-dimensions were difficult to
produce in the data. Carless (1998) suggested that the MLQ-5X measures the single
transformational leadership construct but not the separate factors of it and according

to Avolio et al. (1999), the original factor model of the MLQ did not fit the data.
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Carless (1998) argued that; rather than the components, higher-order
transformational and transactional leadership should be studied. The TTLS-TR
satisfies this need.

Among the four sub-scales including the higher-order dimensions of the
TTLS-TR and the MLQ); the transformational leadership scale of the TTLS-TR had
the highest reliability — above .90 - which shows that the scores produced by the
instrument were highly homogeneous in terms of content. This scale also had the
highest ICC value which shows that subordinate perceptions within a group
supervised by the same manager were quite similar and could be distinguished from
the perceptions of other supervised groups. The ICC for the MLQ was quite low; the
content of the MLQ was not perceived in the same way by individuals within a
supervised group.

The transactional leadership scale of the TTLS-TR had a reliability value less
than, but very close to .70 with six items; nevertheless this was higher than the
reliability of the corresponding scale of the MLQ with 11 items. The ICC value was
also acceptable by being over .12. However, the ICC value for the transactional
leadership scale of the MLQ was brought to .12 only when an item was removed.
The reason for low values in both scales could be that managers may not be applying
contingent leadership approaches consistently to every employee in the supervised
group, lending perceptions to be somewhat different, or supervised groups were not
that different from each other in terms of being led by transactional styles.

One of the most important reasons for the transactional leadership scale
having a lower reliability than the transformational scale in the TTLS-TR is that
transactional leadership scale had only six items while transformational leadership
scale had 26 items. More items should have been developed for the transactional
leadership scale and the attention paid to the transformational leadership scale should
have been paid to the transactional leadership scale also. Broadening the scope of the
TTLS-TR transcational scale could have increased correlations with the MLQ.
Currently, the TTLS-TR transactional scale spans only some of the elements in the
MLQ such as ‘the trade relationship between the leader and the subordinate’,
‘rewarding the subordinates only when they meet the expectations’, ‘imposing

sanctions when the subordinates do not meet the expectations’ and ‘threatening
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behaviors of the leader’ related to the contingent reward dimension, in addition to
‘watching behaviors of the leader’ of the MLQ. Several elements of the MLQ
contingent reward related to ‘explaining the rewards followers would receive when
they fulfill the requirements’ and ‘expressing satisfaction when the subordinates
meet the expectations’ are lacking in the TTLS-TR, together with elements for the
active management by exception dimension such as ‘focusing on the deviations from
standards and mistakes’ and for the passive management by exception dimension
such as ‘postponing behaviors of the leader.” The reasons for such a mismatch are as
follows. Qualities related to being transparent and motivating are more related to a
transformational style, thus explaining rewards and expressing satisfaction would not
go under transactional leadership. Second, the author decided not to include the
passive management by exception dimension in transactional leadership, based on
the logic that the transactional leader is not a laissez-faire leader. Finally, four of the
transactional leadership items were removed based on factor analyses results, which
caused transactional leadership to loose blood. These items were about ‘using only
external rewards for motivation purposes’, ‘not valuing the way the job is done as
long as the expectations are met’ (two of the items) and ‘putting performance targets
and rewarding as much as the subordinates succeed’.

Another reason for the transactional leadership scale having a lower
reliability than the transformational leadership scale may be as follows. Items in the
transformational leadership scales reflect a leader who is more desirable, compared
to the leader who is reflected by the items in the transactional leadership scales.
Because the data were collected from subordinates working in a private company,
participants probably felt comfortable when they evaluate their leaders with positive
specifications, but showed inconsistency when they evaluate their leaders with
negative specifications such as being a punisher or being a postponer etc.

Additionally; although there was no significant negative association between
the two subscales of the MLQ, a significant negative relationship between the
perceived transformational and transactional leadership scores on the TTLS-TR was
observed. TTLS-TR transactional leadership also correlated negatively with the
transformational scale of the MLQ (r = -.27), though the TTLS-TR transformational

scale did not correlate with the transactional scale of the MLQ. These findings also
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suggest that of the TTLS-TR, the transformational scale gave expected associations,
but the nature of the transactional scale was different from that of the MLQ.

An explanation for the negative relationship between the two scales of the
TTLS-TR while there is no such relationship between the scales of the MLQ may be
as follows. For exploratory purposes, bivariate correlations between the TF
composites and the individual TS items of both the TTLS-TR and MLQ were
checked, in themselves. It was seen that, there were some significant positive
relationships between the individual TS items and the TF composite of the MLQ
while there were only negative relationships between the individual TS items and the
TF composite of the TTLS-TR. As can be seen in Table 5, bivariate correlations
between the contingent reward sub-dimension of the MLQ and the TF sub-
dimensions and the TF composite are very high and significant (from .57 to 70).
When the individual items which are in a significant positive relationship with the TF
scale of the MLQ were examined in detail, they were seen to be contingent reward
items such as ‘My leader / manager discusses in specific terms who is responsible for
achieving performance targets’ or ‘My leader / manager makes clear what one can
expect to receive when performance goals are achieved’. It looks like these items of
the contingent reward dimension of the MLQ are contributing to a non-significant
association between the overall TS and TF scales of the MLQ. These elements were
not included in the TTLS-TR transactional scale, leaving a negative association
between the TS and TF factors.

This was also observed in the literature; Bycio et al. (1995) found that the
contingent reward scale was strongly associated with the transformational scales with
rs ranging from .79 to .83 (as cited in Rafferty & Griffin, 2004). These items seem to
be stated softly and reflect a leader who makes explanations or expectations clear for
his / her subordinates, rather than a leader who contingently rewards / punishes. On
the other hand, the items developed for the contingent reward sub-dimension on the
TTLS-TR — such as ‘The relationship between me and my leader is such a trade that
I feel that I can only take as much as I give’ - reflect a strict leader who contingently
rewards / punishes.

At the time of data collection for the present study, a similar study was

published that took account of emic leadership elements in the context of
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transformational leadership. Karakitapoglu-Aygiin and Giimislioglu (2013)
investigated how transformational leadership is defined in the Turkish context, what
the dimensions of it are and how these dimensions differ from universal dimensions.
They conducted three studies for each of these purposes. In the first study; they
conducted interviews with workers and wanted them to think of a leader who
initiates, implements and administers change and asked some questions about that
leader. The content analysis of the interviews resulted in 20 items which are mostly
about a leader who builds close relationships with his / her followers, who attends
their social events etc., who is very similar to a paternalistic leader. In the second
study; they examined the factor structure of these items and this study resulted in
three factors which are named as Considerate-Paternalistic Leadership, Inspiring-
Charismatic Leadership and Active-Stimulating Leadership. In the third study; they
examined whether these three dimensions are able to predict important outcomes of
transformational leadership such as commitment, identification, leader — member
exchange, interaction with the supervisor and the results showed that they
successfully predicted these outcomes. When the items developed in the study of
Karakitapoglu-Aygiin and Giimiisliioglu and in the current study are compared, it
was seen that; the transformational leadership items of the two studies were similar
in general. According to the comparsion; the components which are not represented
in the current study are; ‘believing in change and convincing others for that change’,
‘not refraining from taking risks when necessary’ and ‘still having an edge with the
subordinates while being close’ and the additional components of the TTLS-TR
developed in the current study are; ‘informing the subordinates about their
contributions to the company’, ‘encouaring the subordinates to be innovative and to
try new ways’, ‘considering the subordinates’ personal concerns and abilities, when
distributing the tasks’, ‘trying to enhance the subordinates’ internal motviation’,
‘planning trainings for subordinates and encouraging them to attend seminars’.
Another distinction across these two scales is that the TTLS-TR yielded a two-factor
structure for the transformational and transactional leadership styles, whereas the
scale of Karakitapoglu-Aygiin and Gilimislioglu covers only transformational

leadership and obtained a three-factor structure for it.
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For the second part of the construct validation research; associations with the
theoretically-related personality dimensions — Extraversion and Neuroticism - in the
nomological network of transformational leadership was tested and exploratory
correlation analyses were conducted for the other personality dimensions and also for
transactional leadership. However, no significant relationships were observed
between the personality dimensions and the transformational leadership subscales on
either the TTLS-TR or the MLQ which showed that the second hypothesis was not
supported.

When the literature was reviewed in terms of the relationship between the
personality dimensions on the BFI and the transformational / transactional
leadership; overall transformational leadership was seen to be significantly related to
neuroticism (r = -.15) and extraversion (r = .19) (Bono & Judge, 2004). It should be
noted that the charisma factor of transformational leadership correlated the highest
with extraversion, whilst the other factors had an average observed correlation
around .14. In the current study; correlation analyses indicated that TTLS-TR TF,
which does not cover elements related to charisma, was correlated by .11 with
extraversion and .02 with neuroticism and MLQ TF correlated by .14 with
extraversion and -.04 with neuroticism, all of which were non-significant. Although
not statistically significant in a sample of 38 aggregated data points, a trend was
observed between extraversion and the TTLS-TR TF scores while the expectations
were not supported for neuroticism. However, even though they are non-significant,
effect sizes with the MLQ are closer to the effect sizes in the literature, compared to
the TTLS-TR. It may probably be because most of the studies in the meta-analysis
study used the MLQ for assessing transformational and transactional leadership
behaviors. Still, the newly developed scale succeeded to reach a close effect size with
extraversion with a small sample, though all effect sizes for personality were in the
very small range.

As mentioned before; in the literature of leadership emergence, there are two
general views which are trait theories and situational / contingency approaches. From
the trait theories view, leadership is seen to be based on the personal characteristics
of people (e.g., Goodenough, 1930; Judge et al., 2002; Zaccaro et al., 1991) whereas

situational / contingency approaches argue that the situational factors interact with
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the leaders’ style and determine the success of leadership, together with the fit
between the leadership style and the context (e.g. Judge et al., 2002). Bono and
Judge’s meta-analysis (2004) resulted in weak relationships between the personality
variables and transformational / transactional leadership and their arguments about
the results could also apply to the current study: Firstly; they argued that;
transformational / transactional leadership behaviors are more malleable rather than
being as heritable as the factors playing a role in leadership emergence and
effectiveness. Even though some personality types make people more inclined to be a
leader, some leadership behaviors are trainable, meaning that, transactional or
transformational leadership behaviors may be learned via some processes, such as
MBA or management training programs. The authors presented some empirical
evidence related to the teachability of the transformational leadership behaviors,
from Barling, Weber and Kelloway (1996) and Dvir, Eden, Avolio and Shamir
(2002). Second; they argued that; there may be personality antecedents for
transformational / transactional leadership other than the five-factor model and
questioned whether the Big Five are the most suitable model to study the
dispositional bases of the leadership styles in subject. Hough (1992, as cited in Bono
& Judge, 2004) argued that the Big Five model is so broad and masks the
relationships between the traits and the criteria. The authors suggested studying the
personality — transformational / transactional leadership relationship by using the
facets of the Big Five traits, or with traits which are narrower. Third; they argued
that, in organizations, leadership behaviors are subject to a lot of situational factors
which may be suppressing the natural indication of transformational /

transformational leadership styles.

4.2 Discussion of results for the criterion-related validation of the newly
developed test

In the current study, criterion-related validity of the newly developed TTLS-
TR was researched via examining the relationships between transformational
leadership and work attitudes (intrinsic and extrinsic job satisfaction and affective
organizational commitment) and also work-related basic psychological needs

(relatedness, autonomy and competence) satisfaction. It was expected that; as
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employees’ perceptions of their superior’s transformational leadership style
increases, their job satisfaction and affective organizational commitment levels
would also increase, with moderate-to-high effect sizes and the more employees
perceive their superiors to possess transformational leadership style, the more the
employees / followers would report being satisfied with their basic psychological
needs, such as autonomy, relatedness and competence. Results showed that; these
outcomes were significantly correlated with the TTLS-TR TF, except for the
satisfaction of the competence need.

The findings of the current study were in accordance with the literature,
except for the satisfaction of need for competence. According to Bass (2000), various
studies found transformational leadership to be more effective than transactional
leadership in many aspects. Bass (1999) asserted that while transactional leadership
alone cannot result in job satisfaction, transformational leadership impacts followers’
job satisfaction levels (e.g., Rowold, 2008; Walumbwa et al., 2004; Medley &
Larochelle, 1995), satisfaction with the supervisor (Walumbwa et al., 2004),
affective commitment (Goodwin et al., 2011; Walumbwa et al., 2004), and
followers’ need satisfaction of autonomy, relatedness, and competence (Kovjanic et
al., 2012).

Among the basic psychological needs, it makes theoretical sense that
relatedness and autonomy are more related to the leadership style, compared to
competence as a transformational leader may affect his / her subordinates’
relatedness need satisfaction levels by being fatherly / motherly and in specific by
attending the special events of the subordinates, or by paying attention to their
private problems. Similarly; a transformational leader may affect his / her
subordinates’ autonomy need satisfaction levels by conferring responsibilities and by
letting them take initiative. Feeling close to other people in the work place may be
enhanced by the person’s manager or autonomy feelings may depend on the manager
but competence is a need, which depends more on the person, rather than other
people. Feeling not competent may arise from the difficulty of the tasks or from the
self-confidence level of the person together with the knowledge, skills, and abilities

the person brings to the job, but it is less likely to be affected by the manager.
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Additionally; in the current study, transformational leadership perceptions
was a significant predictor of extra effort and effectiveness while transactional
leadership perceptions was a significant predictor of extra effort with a smaller effect
size whereas it did not predict effectiveness. According to the literature; Rowold
(2008) found that; transformational leadership was positively related to followers’
extra effort and effectiveness. The reason why transactional leadership was a
significant predictor of extra effort in the current study may be that; transactional
leaders may be causing subordinates show extra effort because of controlling their
behaviors by contingent reward / punishments or by controlling their behaviors
actively.

4.3 Contributions and Practical Implications of the Study

The present study is believed to make valuable contributions to the
transformational and transactional leadership literature, especially in Turkey. First;
the present study aimed to develop a valid likert-type measure for transformational
and transactional leadership styles and when doing so the Turkish culture was
speficially taken into consideration. The current measure is robust in terms of its
transformational scale content as multiple methods were employed in forming the
items including taking account of literature definitions of the subdimensions,
considering valued cultural demonstrations of leadership behaviors, and conducting
interviews with employees to derive specific behavioral descriptions of how a leader
could motivate, encourage, help employees. Convergent construct validation of the
newly developed test was researched by comparing the test with the MLQ, which is a
well-known and validated test in the leadership literature and results supported the
convergent validity of the newly developed TTLS-TR, especially for the
transformational leadership subscale.

Second; at the preliminary study, there were no interview questions related to
paternalistic leadership asked to the interviewees but still leadership specifications
reflecting paternalism were collected such as ‘realizing the subordinates’ private life
problems’ or ‘attending the subordinates’ social events’, as answers.

Third; the relationships between the transformational leadership style and job

satisfaction, affective organizational commitment, relatedness and autonomy were
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supported, consistent with the literature. Additionally; only the relationship between
the transformational leadership and competence need satisfaction was not supported,
contrary to the literature. As discussed above; feeling not competent may arise from
the difficulty of the tasks or from the self-confidence level of the person, but it is less
likely to be affected by the manager.

In addition to supporting most of the relationships identified in the literature,
another contribution of the current study to the leadership literature in Turkey is the
newly developed transformational / transactional leadership scale (TTLS-TR) that
has culture-specific leadership manifestations and which has initial support for
validation and reliability. It has come to the attention of the author that as this study
was underway, another locally developed and validated transformational leadership
scale by Karakitapoglu-Aygiin and Gilimiislioglu (2013) was contributed to the
Turkish literature. Both scales include paternalistic elements specific to the Turkish
culture and both predict valued work outcomes. Karakitapoglu-Aygin and
Giimiisliioglu (2013) showed that a culture-specific transformational leadership scale
could predict commitment to the leader / commitment to the department,
identification with the leader / identification with the department, leader — member
exchange, interaction with the supervisor, empowering and laissez-faire leadership
and team performance. The TTLS-TR of the present study further contributes to the
literature by expanding the criteria and showing that a culture-specific
transformational leadership scale could also predict intrinsic and extrinsic work
satisfaction, extra effort, self-rated effectiveness, and satisfaction of basic
psychological needs — outcomes which are targeted by transformational leaders.
Finally, the TTLS-TR-in its current form- can offer information about certain
transactional styles that in fact may not be valued by followers, do not predict desired
outcomes, except for extra effort. Researchers can enjoy using the scale developed
by Karakitapoglu-Aygiin and Gimiisliioglu (2013) for discriminating between sub-
dimensions of culture-relevant transformational leadership styles and can enjoy the
use of TTLS-TR to to predict outcomes based on an overall transformational
leaderships scale and to distinguish between transformational and transactional

leadership styles.
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4.4 Limitations and Future Research Suggestions

The present study has several limitations that should be acknowledged in
interpretation of the study findings. First, the present study has a relatively small
sample size like the majority of field studies, rendering a small sample for the
aggregated data.

Second; at the development stage of the newly developed test, the emphasis
given to the transformational leadership subscale should have been given to the
transactional leadership subscale. There were 26 items in the transformational
leadership subscale whereas there were only six items in the transactional leadership
subscale, which also lowered the reliability of the transactional leadership subscale.
Here, the items which were removed from the transactional leadership scale should
have been studied at a different sample and checked.

Third; the study was conducted in a private company which is also the
workplace of the author and the scales were distributed manually by the researcher.
Among the 38 groups, there were only three groups from other companies.
Remaining limited by the researcher’s workplace was negative in terms of variety.
Generalizability of study findings requires gathering data from multiple
organizations with a more diverse background in terms of industry and job types.

Fourth; there was a need for groups which are formed by managers and their
subordinates and so the author gave specific codes to the managers and subordinates
in order to match them. Because of that, anonymous internet distribution was not
available. Some of the candidate participants rejected participating in the study by
offering the use of anonymous distribution via internet. Even though the reason was
explained to them, they still did not volunteer which limited the total sample size.

Fifth; one focal outcome that is the level of managerial competencies
performance of supervisors could not be included in the present study. The reason is
that the performance appraisal (PA) system and the competencies used in that PA
system for the R&D Centre in the company is different from those used for the
Production Facilities and the General Directorate. Also, there was no available PA
information for the other companies. As a result; neither the PA system used for the
R&D Centre nor the PA system used for the other locations supplied the needed

sample size for hypothesis testing.
62



The present study findings suggest a number of future research directions.
One direction for future research is reaching a more diverse sample from different
companies and from different industries as much as possible. Another direction for
future research is to put more emphasis on the transactional leadership subscale. In
the current study, fatherliness / motherliness dimension was added to the original
transformational leadership dimensions; however the same was not done for the
transactional leadership scale. Transactional leadership specifications which are
observed in Turkish culture may be found out and added among the original
dimensions of the transactional leadership scale which would also increase the
number of items.

As another future direction may be to research whether the transformational
and transactional leadership scales would correlate negatively with each other when

the newly developed TTLS-TR was applied in other samples from different cultures.
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APPENDICES

APPENDIX A: On Cahsma Yénergesi ve Sorular
Goniillii Katihm (Bilgilendirilmis Onay) Formu

Bu calisma, ODTU / Endiistri ve Orgiit Psikolojisi Yiiksek Lisans Programi
ogrencisi Seval DONMEZ tarafindan, Yardimci Dogent Doktor Yonca TOKER
danigsmanliginda yiiriitiilmektedir. Calismanin amaci, ‘doniisiimeii’ ve ‘etkilesimci’
liderlik stillerini Olg¢ebilen bir testin maddelerinin gelistirilmesine katki saglayacak
bilgiler elde etmektir. Calismaya katilim tamamiyla géniilliilik temelinde olmalidir.
Yaklasik 20 dakika siirecek olan bu miilakat esnasinda, sizden kimlik belirleyici
hicbir bilgi istenmeyecek, yoneticiniz ve igyerinizi géz oniinde bulundurarak 10 adet
soruyu yanitlamaniz istenecektir. Cevaplariniz tamamiyla gizli tutulacak ve sadece
arastirmacilar tarafindan degerlendirilecektir; elde edilecek bilgiler bilimsel
yayinlarda kullanilacaktir.

Anket, genel olarak kisisel rahatsizlik verecek sorular icermemektedir.
Ancak, katilim sirasinda sorulardan ya da herhangi bagka bir nedenden Otiirii
kendinizi rahatsiz hissederseniz cevaplama igini yarida birakip ¢ikmakta serbestsiniz.
Boyle bir durumda goriismeyi gergeklestiren kisiye, goriigmeyi sonlandirmak
istediginizi sdylemek yeterli olacaktir. Goriisme sonrasinda, bu g¢alismayla ilgili
sorulariniz cevaplanacaktir. Bu ¢alismaya katildiginiz i¢in simdiden tesekkiir ederiz.
Calisma hakkinda daha fazla bilgi almak icin Seval DONMEZ ile iletisime
gecebilirsiniz (E-posta: seval.donmez@metu.edu.tr; Telefon numarasi: 0312 267 02
40 / 16 15; Adres: Sincan Organize Sanayi Bolgesi Gazneliler Cd. No: 10 Karel
Elektronik A.S.)

Bu calismaya tamamen goniillii olarak katiliyorum ve istedigim zaman
yarida kesip c¢ikabilecegimi biliyorum. Verdigim bilgilerin bilimsel amach
yayimlarda kullanilmasini kabul ediyorum. (Formu doldurup imzaladiktan sonra

uygulayiciya geri veriniz).

Ad Soyad Tarih Imza
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Yonerge: Merhaba. Birazdan size yanitlamaniz yaklasik yirmi dakika siirecek olan
10 adet soru yoneltecegim. Liitfen size yoneltilecek olan sorular1 yanitlarken
igyerinizi ve yoneticinizi goz Oniinde bulundurarak miimkiin oldugunca detayh
davranigsal ornekler veriniz.

1. Bir lider / yonetici c¢alisanlarima nasil yaklasir veya neler yaparsa calisanlar
kendilerini islerinde 6zerk hissedebilirler / nasil yaklasir veya neler yaparsa
hissedemezler?

2. Bir lider / yonetici ¢alisanlarinin kuruma olan bagliliklarini nasil artirir?

3. Bir lider / yonetici g¢alisanlarmin 6z-yeterlilik algilarint gelistirmek igin neler
yapmalidir? Bir lider / yonetici ¢alisanlarina nasil davranirsa ¢alisanlart kendilerini

yetersiz hissederler?

4. Bir lider / yonetici ¢alisanlarima nasil davranirsa ¢alisanlar yaptiklari igin 6nemli
oldugunu hisseder?

5. Bir lider / yonetici g¢alisanlarina nasil davranirsa onlar icin bir ilham ve moral
kaynagi haline gelir?

6. Bir lider / yonetici ¢alisanlarina nasil davranirsa onlarda saygi duyulduklart ve
onemsendikleri hissini uyandirir?

7. Bir lider / yonetici nasil rol modeli haline gelebilir?
8. Bir lider / yonetici ¢alisanlarinin giivenini nasil kazanir?

9. Calisanlarinin  kotii performans gostermesi durumunda iyi bir liderin nasil
davranmasini beklersiniz?

10. Doniistimcii bir liderin temel 6zelligi ¢alisanlarinin gelisimini 6nemsemesidir. Sizce

boyle bir lider hangi davranislari sergiler?

Zaman ayirdiginiz i¢in tesekkiir ederiz.
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APPENDIX B: On Calisma Icerik Analizi - Yorum Frekanslar

Tablo 1. On Calisma I¢erik Analizi — Yorum Frekanslart

Yorum Frekans

Calisanin inisiyatif ve sorumluluk almasini destekleme 18
Calisanin basarilarini / olumlu 6zellik ve davranislarini takdir etme 17
Calisanin fikirlerine bagvurma 16
Calisana geribildirim saglama 15
Calisan i¢cin mesleki / kisisel egitimler planlama 14
Calisana bir is verdikten sonra sik sik isin nasil yapilmasi 12
gerektigini / igin son teslim tarihini vb. hatirlatma

Calisanin kisisel hayatindaki problemlerinin farkinda olma 12
Calisana saygi duyma 12
Calisanin ilgi ve yeteneklerinin farkinda olma 11
Tiim ¢alisanlara adil davranma 9
Calisanin bagarilarini iist yonetime yansitma 8
Calisanlarin 6zel giin ve organizasyonlarina katilma 8
Calisanin katkilarini dile getirme 8
Calisanin nelerle motive oldugunu bilme 7
Calisanin yeni yollar denemesini tesvik etme 6
Calisana degerli oldugunu hissettirme 6
Calisanina giivenme ve bunu sik sik dile getirme 5
Bilgilerini ¢alisana aktarma 5
Calisanlar icin kaliteli bir ¢alisma ortami yaratma 4
Calisana her kosulda arkasinda olacagini hissettirme 2
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APPENDIX C: Madde - Boyut Eslesmesi Kontrol Dokiimani

Merhaba,

Birazdan ‘Etkilesimci Liderlik’ ve ‘Doniisiimcii Liderlik’® isimli iki liderlik stili
hakkinda bilgi edineceksiniz. Etkilesimci liderlik, bu ¢alismada iki alt boyut ile
dontigiimcii liderlik ise dort alt boyut ile ele alinmistir.

Sizden istenen, oOncelikle Etkilesimci Liderlik basligi altindaki boyutlarin
aciklamalarin1 dikkatlice okumanizdir. Daha sonra, tabloda verilen maddeleri
inceleyiniz. Okudugunuz boyut a¢iklamalarin1 goz dniinde bulundurarak, o maddenin
ait oldugunu diislindiiglinliz boyut ismindeki ilgili haneye carp1 atiniz.

Liitfen ayn1 iglemi Doniistimcii Liderlik boyutlar1 ve maddeleri i¢in de yapiniz.

Katiliminiz ve yardimlariniz i¢in tesekkiir ederiz.

Seval DONMEZ

* Yaninda parantez igerisinde ‘ters madde’ yazan maddeleri degerlendirirken,
cumlede verilen anlamin tam tersini diigiiniiniz ve maddenin ilgili boyuta

yerlestirilmesini bu sekilde gerceklestiriniz.
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Etkilesimeci Liderlik Bovutlari:

Sarth Odiillendirme / Sarth Cezalandirma: Liderin calisanlarini

odiillendirmesi veya cezalandirmasi sartlara baglidir. Yonetici, ¢alisanlari igin
bazi performans hedefleri belirler, hedeflerin basarilmasi i¢in ceza tehditleri
kullanir ve ¢alisanlar bu hedeflere ulasabildikleri 6l¢iide ddiillendirilirler.
Yonetici genellikle galisanlarin igsel motivasyonunu yiikseltmeyi hedeflemek
yerine dig ddiillerden faydalanir. Calisanlar hedeflere ulasamadiklarinda ise
cesitli yollardan yaptirima maruz kalabilirler. Liderle calisan arasindaki bu

iligki, bir cesit ticaret iligkisini andirir.

AKtif Istisnai Yonetim: _Yonetici calisanlarini siirekli gozlemler ve hatalara

karsi tetiktedir, onlara hatadan ka¢inmalar1 yoniinde uyarilarda bulunur.

Yonetici igin 6nemli olan igin tamamlanmasidir.
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MADDE

Sarth Odiillendirme
/ Sarth
Cezalandirma

Aktif istisnai
Yonetim

Yoneticimin beni ddillendirmesi ancak
istedigi isi, istedigi sekilde tamamlamama
baghdir.

Yoneticim, istedigi bir isi yapamadigimda
bana ¢esitli yollarla yaptirim uygular.

Yoneticimle olan iligkim bir ¢esit ticarete
benziyor; ancak verdigim kadarini alabilirim
gibi hissediyorum.

Bana herhangi bir isi yaptirmak igin
yoneticimin tehdit kullandigi olur.

Y Oneticim bana herhangi bir isi yaptirmak i¢in
YALNIZCA dis odiilleri (ikramiyeler,
fazladan tatil giinleri gibi) kullanir.

Yoneticim, olasi herhangi bir hatamu tespit
etmek ve gerekirse midahalede bulunmak
adina siklikla davranislarimi gozler / kontrol
eder.

Yoneticimle ¢alisirken, islerin olmasi gereken
sekilde gitmesini engelleyecek her tiirlii
duruma kars: tetikte oldugunu hissediyorum.

Yoneticim, bize performans hedefleri koyar ve
bizi basarili oldugumuz 6l¢iide ddiillendirir.

Yoneticim icin dnemli olan hedefin
basarilmasidir, hata yapmadigimiz siirece
hangi yolu kullandigimiz ¢cok énemli degildir.

Yoneticim igin is hatasiz sekilde basarildigi
siirece yeni yollar tiretmek 6nemli degildir.

YOneticim bana bir gorev verdikten sonra,
hata yapmami 6nlemek i¢in talimat vermeye
devam eder.
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Doniisiimcii Liderlik Bovutlari:

Ilham Verici Motivasyon: Yonetici pozitiftir, ekibine olan giivenini ve

basaracaklarina olan inancini vurgular. Onlart yiireklendirir. Caliganlarini
motive ederken genellikle dis 6diilleri kullanmak yerine onlarin igsel
motivasyonunu yiikseltmeyi hedefler. Calisanlarina yaptiklar: isin kurum icin

olan 6nemini hatirlatir.

Diisiinsel Uyarim: Yonetici, ¢alisanlarinin varsayilani sorgulamasini ve

yaraticiligini destekler. Sorunlara yeni pencerelerden bakmalarini tesvik eder.
Calisanlariin kendisinden farkli diisindiigli durumlarda onlar1 direkt

elestirmek yerine anlamaya calisir.

Bireysellestirilmis Onem: Yénetici, ¢alisanlarini birebir tanir, her birinin

yetenek ve motivasyonunu tespit eder. Bu bilgileri, ¢alisanlar1 arasinda is
boliimii yaparken kullanir. Onlara yeteneklerini gelistirme imkani sunan isler
verir. Caliganlarinin inisiyatif almasini destekler, bir igin sorumlulugunu

onlara devredebilir. Bilgi ve tecriibesini onlarla paylasir.

Babacanlik: Yonetici, yoneticilik vasfinin haricinde ¢aligsanlarina bir
ebeveyn gibi yaklasir ve onlar1 onemser. Calismalar ile uyandirdig: sayginin
haricinde, kisisel 6zellikleri ile de bir rol modeli olarak goriiliir. Calisanlarina
saygt duyar, onlarin 1§ disindaki hayatlar1 ve problemleriyle de ilgilenir.
Calisan, gerektiginde yoneticisiyle 6zel hayati1 hakkinda konusabilecegini,

yOneticisinin isterse 0zel organizasyonlarina katilim saglayabilecegini bilir.
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MADDE

Onem

I. Verici
Motivasyon

Uyarim

Baba-
canhk

Yoneticim beni bir gorev icin motive
etmeye calisirken, gorevle ilgili i¢sel
motivasyonumu yukseltmeye cabalar.

Y oneticim beni / diger takim
arkadaslarimi birebir tanir; isle ilgili
kisisel ilgi / ihtiyaglarimiz1 ve her
birimizi nasil motive edecegini bilir.

Y Oneticimin beni dnemsedigini ve bana
deger verdigini hissediyorum.

Yeni bir is yapilacagi zaman yOneticim,
bana ve takim arkadaslarima olumlu
ozelliklerimizi ve yeteneklerimizi
hatirlatarak yapabileceklerimiz /
basarabileceklerimiz konusunda bizi
heyecanlandirir.

Y 6neticim bize 6nemli sorumluluklar
vererek ekibimize olan guivenini
gosterir.

Y 6neticim beni varsayilani
sorgulamaya, yeni ¢oziim yollar1
iretmeye tesvik eder; yaraticiligimi
destekler.

Y oneticim ekip i¢inde gorev dagilimini
yaparken, kisisel ilgilerimizi ve
yeteneklerimizi de g6z 6nilinde
bulundurur.

Y 6neticim inisiyatif almami destekler.

Yoneticim, kendisinden farkli
diisiindiiglim durumlarda, fikirlerimi
degistirmeye ve bana kendi fikirlerini
empoze etmeye calisir. (ters madde)*

Yoneticim katkilarimi takdir etmekle
kalmaz, ¢calismalarimin iist yonetim
tarafindan da fark edilmesini
saglamaya c¢abalar.

Y 6neticim, islerin planlanmasi ve
yiiriitiilmesinde ¢alisanlarinin
fikirlerine basvurur.
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MADDE

Onem

I. Verici
Motivasyon

Uyarim

Baba-
canhk

Yoneticim, bizi alandaki yenilikleri
takip etmemiz i¢in tesvik eder.

Y oneticim, eksik veya gelisime agik
yonlerim i¢in egitimler planlar.

Y Oneticim bana onun da benden
Ogrenebilecekleri oldugunu hissettirir.

Yoneticim hem mesleki hem kisisel
gelisimim i¢in ¢esitli seminerlere
katilimimi destekler.

Y Oneticim, bana yaptigim isin degerli
ve ige yarar oldugunu hissettirir.

Y oneticim begendigi fikirlerimi takdir
etmekle kalmaz, onlar1 uygulamaya
gecirmemi de tesvik eder.

Y oneticim, yaptiklarimin kisa veya
uzun vadede firmaya saglayacagi
katkilar konusunda beni bilgilendirir.

Istersem yéneticimle is dis1 konularda
da konugabilecegimi hissediyorum /
konusabiliyorum.

YOneticim, is siiregleriyle ilgili tiim
bildiklerini bana aktarmaya ¢abalar.

Y 6neticim, diislincelerimi 6zgiirce
ifade edebilmem i¢in beni tesvik eder.

Yoneticim, davet etmem halinde 0zel
hayatimdaki 6nemli sosyal
etkinliklerime katilir (diigiin, dogum
glini vb.)
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APPENDIX D: Madde - Boyut Eslesmesi Kontrol Sentez Raporu

MADDE

Sarth Odiillendirme /
Sarth Cezalandirma

Aktif
Istisnai
Yodnetim

Yoneticimin beni ddillendirmesi ancak
istedigi isi, istedigi sekilde tamamlamama
baghdir.

11

Yoneticim, istedigi bir isi yapamadigimda
bana cesitli yollarla yaptirim uygular.

12

Yoneticimle olan iliskim bir gesit ticarete
benziyor; ancak verdigim kadarini alabilirim
gibi hissediyorum.

11

Bana herhangi bir isi yaptirmak i¢in
yoneticimin tehdit kullandig1 olur.

11

Y Oneticim bana herhangi bir isi yaptirmak i¢in
YALNIZCA dis ddiilleri (ikramiyeler,
fazladan tatil giinleri gibi) kullanir.

12

Y 6neticim, olas1 herhangi bir hatami tespit
etmek ve gerekirse mudahalede bulunmak
adna siklikla davraniglarimi gozler / kontrol
eder.

12

Yoneticimle calisirken, islerin olmasi gereken
sekilde gitmesini engelleyecek her tiirlii
duruma kars tetikte oldugunu hissediyorum.

12

Yoneticim, bize performans hedefleri koyar ve
bizi basarili oldugumuz 6l¢iide ddiillendirir.

11

Yoneticim i¢in 6nemli olan hedefin
basarilmasidir, hata yapmadigimiz siirece
hangi yolu kullandigimiz ¢ok 6nemli degildir.

Yoneticim igin is hatasiz sekilde basarildigi
siirece yeni yollar tiretmek 6nemli degildir.

Yoneticim bana bir gorev verdikten sonra,
hata yapmami 6nlemek i¢in talimat vermeye
devam eder.

12
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MADDE

B. Onem

I. Verici Motivasyon

D. Uyarim

Baba-canhk

Yoneticim beni bir gérev
Icin motive etmeye
calisirken, gorevle ilgili
igsel motivasyonumu
yukseltmeye cabalar.

12

Yoneticim beni / diger
takim arkadagslarimi
birebir tanir; isle ilgili
kisisel ilgi /
ihtiyaclarimizi ve her
birimizi nasil motive
edecegini bilir.

Yoneticimin beni
O6nemsedigini ve bana
deger verdigini
hissediyorum.

Yeni bir is yapilacagi
zaman yoneticim, bana
ve takim arkadaglarima
olumlu 6zelliklerimizi ve
yeteneklerimizi
hatirlatarak
yapabileceklerimiz /
basarabileceklerimiz
konusunda bizi
heyecanlandirir.

YoOneticim bize 6nemli
sorumluluklar vererek
ekibimize olan giivenini
gosterir.

YOneticim beni
varsayilani sorgulamaya,
yeni ¢Oziim yollar
iiretmeye tesvik eder;
yaraticiligimi destekler.

12

Yoneticim ekip iginde
gorev dagilimini
yaparken, kisisel
ilgilerimizi ve
yeteneklerimizi de g6z
6nunde bulundurur.

11

YOneticim inisiyatif
almami destekler.

10
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MADDE

B. Onem

I. Verici
Motivasyon

Uyarim

Baba-canhk

Yoneticim, kendisinden
farkli diigiindiigim
durumlarda, fikirlerimi
degistirmeye ve bana
kendi fikirlerini empoze
etmeye calisir. (ters
madde)*

12

Yoneticim katkilarimi
takdir etmekle kalmaz,
caligsmalarimin iist
yOnetim tarafindan da
fark edilmesini
saglamaya ¢abalar.

YoOneticim, islerin
planlanmasi ve
yuratilmesinde
calisanlarinin fikirlerine
bagvurur.

Yoneticim, bizi alandaki
yenilikleri takip etmemiz
icin tesvik eder.

Yoneticim, eksik veya
gelisime agik yonlerim
icin egitimler planlar.

11

Yoneticim bana onun da
benden 6grenebilecekleri
oldugunu hissettirir.

Yoneticim hem mesleki
hem kisisel gelisimim
i¢in ¢esitli seminerlere
katilimimi destekler.

Yoneticim, bana
yaptigim isin degerli ve
ise yarar oldugunu
hissettirir.

Yoneticim begendigi
fikirlerimi takdir etmekle
kalmaz, onlar
uygulamaya gecirmemi
de tesvik eder.
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MADDE

B. Onem

I. Verici
Motivasyon

Uyarim

Baba-canhk

Yoneticim, yaptiklarimin
kisa veya uzun vadede
firmaya saglayacagi
katkilar konusunda beni
bilgilendirir.

10

Istersem yoneticimle is
dis1 konularda da
konusabilecegimi
hissediyorum /
konusabiliyorum.

12

Yoneticim, is
strecleriyle ilgili tim
bildiklerini bana
aktarmaya cabalar.

Yoneticim,
diisiincelerimi 6zgiirce
ifade edebilmem igin
beni tesvik eder.

11

Yoneticim, davet etmem
halinde 6zel hayatimdaki
6nemli sosyal
etkinliklerime katilir
(diigiin, dogum giinii vb.)

12
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APPENDIX E: Tablo 2’nin Tiirk¢e versiyonu
Tablo 2. Faktor Ykleri ve Ortak Varyanslar

Madde F1 F2 h®
Yoneticim beni bir gérev igin motive etmeye caligirken, gorevle ilgili i¢sel motivasyonumu yiikseltmeye .69
cabalar. 843
Yoneticim, benim ve diger takim arkadaglarimin yetkinliklerimizi, isle igili kisisel ilgi / ihtiyaglarimizi ve her
birimizi nasil motive edecegini bilir. 838 69
Yoneticim, bana yaptigim isin degerli ve ise yarar oldugunu hissettirir. .827 .67
Yoneticim, isleri planlar ve yiiriitiirken bizi de fikir iiretmemiz i¢in tesvik eder ve Onerilerimizi dinler. .821 .70
Yoneticim sayesinde igyerinde kendimi aile ortaminda gibi hissediyorum. .810 .67
Y oneticim, yaptiklarimin kisa veya uzun vadede firmaya saglayacagi katkilar konusunda beni bilgilendirir. .802 .64
Yoneticim begendigi fikirlerimi takdir etmekle kalmaz, onlar1 uygulamaya gecirmemi de tesvik eder. .794 .63
Yoneticim hem is yapis tarzi hem de kisisel 6zellikleri ve iletisim becerisiyle bize iyi bir 6rnek teskil eder. 792 .62
Yoneticim, diigiincelerimi 6zgiirce ifade edebilmem igin beni tesvik eder. 791 71
Yoneticim beni varsayilan1 sorgulamaya, yeni ¢6zlim yollari iiretmeye tesvik eder; yaraticiligimi destekler. 779 .60
Yoneticim, bizi alandaki yenilikleri takip etmemiz i¢in tegvik eder. 176 .59
Yeni bir islya.p%lacagl zaman yéne‘Ficim, bapa ve takim ar.kadaslagmg olumlu i’)zellil.d-erimizi ve 755 56
yeteneklerimizi hatirlatarak yapabileceklerimiz / bagarabileceklerimiz konusunda bizi heyecanlandirir. ' :
Yoneticim is siiregleriyle ilgili tiim bildiklerini bana aktarmaya ¢abalar. 751 .56
Yoneticim, eksik veya gelisime a¢ik yonlerim i¢in egitimler planlar. 132 .53
Yoneticim bana onun da benden dgrenebilecekleri oldugunu hissettirir. 124 .53
Yoneticimin beni bir ¢aligsan olmanin diginda bir insan olarak da 6nemsedigini hissediyorum. .709 .62
Yoneticim ekip i¢inde gorev dagilimini yaparken, kigisel ilgilerimizi ve yeteneklerimizi de géz 6niinde 49
bulundurur. 705
Yoneticim, bize performans hedefleri koyar ve bizi basarili oldugumuz 6l¢iide 6diillendirir. 678 .333 .50
Yoneticim, mesai saatlerimin bir boliimiinii, aklimdaki yeni projeler tizerinde ¢alismam i¢in kullanmama 676 45
miisaade eder. : :
Ihtiyag duydugumda ydneticimin is dis1 6zel problemlerim igin bana yardim edecegini bilirim. .658 .53




1

Tablo 2. Faktor Yiikleri ve Ortak Varyanslar (Devami)

Madde F1 F2 h®
Yoneticim hem mesleki hem kisisel gelisimim igin ¢esitli seminerlere katilimimi destekler. .642 41
Istersem yoneticimle is dis1 konularda da konusabilecegimi hissediyorum / konusabiliyorum. .629 -.325 57
Y6neticim bana saygili davranir. 573 -.363 .53
Y oneticim, davet etmem halinde 6zel hayatimdaki onemli sosyal etkinliklerime katilir (diigiin, dogum guni 534 .36
vb.) .
Yoneticim inisiyatif almami destekler. 525 37
Yoneticim gerektiginde bize dnemli sorumluluklar verir. 467 .29
Yoneticimle ¢aligirken, islerin olmasi gereken sekilde gitmesini engelleyecek her tiirlii duruma kars tetikte
oldugunu hissediyorum. 423 314 .23
Y oneticim, kendisinden farkli diigiindiiglim durumlarda, fikirlerimi degistirmeye ve bana kendi fikirlerini
empoze etmeye calisir. 370 22
Yoneticim, olas1 herhangi bir hatam tespit etmek ve gerekirse miidahalede bulunmak adina siklikla
davraniglarimi gozler / kontrol eder. 535 30
Bana herhangi bir isi yaptirmak i¢in yoneticimin tehdit kullandig1 olur. -.392 .500 A7
Yoneticim, istedigi bir isi yapamadigimda bana ¢esitli yollarla yaptirnm uygular. 465 .28
Yoneticim bana bir gérev verdikten sonra, hata yapmami 6nlemek i¢in talimat vermeye devam eder. 391 15
Yoneticimin beni 6diillendirmesi ancak istedigi isi, istedigi sekilde tamamlamama baghidir. .386 .18
Yoneticimle olan iliskim bir ¢esit ticarete benziyor; ancak verdigim kadarini alabilirim gibi hissediyorum. -.440 .365 .38
Yoneticim i¢in is hatasiz sekilde basarildig: siirece yeni yollar tiretmek onemli degildir. .09
Yoneticim bana herhangi bir isi yaptirmak i¢in YALNIZCA dis 6diilleri (ikramiyeler, fazladan tatil giinleri .09
gibi) kullanir.
Yoneticim i¢in 6nemli olan hedefin bagarilmasidir, hata yapmadigimiz siirece hangi yolu kullandigimiz ¢ok .01

6nemli degildir.

Notlar. F1: Déniisiimeii Liderlik, F2: Etkilesimei Liderlik, h*: Ortak varyans tahminleri



APPENDIX F: Demografik Bilgiler Anketi — Yonetici Versiyonu

Demografik Bilgiler Anketi

Liitfen asagida yer alan bilgileri doldurunuz.

1. Cinsiyetiniz: Kadin Erkek

2. Yasinz:

3. Lider / Yonetici pozisyonunda calistiginiz siire:

4. Toplam caligma siireniz:

5. Su anda calistiginiz sektor:

Tesekkiir ederiz. Simdi diger anketleri doldurabilirsiniz.
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APPENDIX G: Demografik Bilgiler Anketi — Calisan Versiyonu

Demografik Bilgiler Anketi

Liitfen asagida yer alan bilgileri doldurunuz.

1. Cinsiyetiniz: Kadin Erkek

2. Yasinz:

3. Su andaki lideriniz/yoneticinizle ¢alistiginiz siire:

4. Toplam galigma siireniz:

5. Su anda calistiginiz sektor:

6. Size bagl c¢alisan personel var m1? Evet Hayir

Tesekkiir ederiz. Simdi diger anketleri doldurabilirsiniz.

87



APPENDIX H: Minnesota Is Doyumu Ol¢egi — Kisa Versiyon

Asagida mesleginizin gesitli yonleri ile ilgili climleler bulunmaktadir. Her climleyi

dikkatle okuyunuz. Mesleginizden, o ciimlede belirtilen yoniiyle ilgili ne derece
memnun oldugunuzu, ilgili kutucuktaki size uygun olan rakami yuvarlak i¢ine alarak
belirtiniz. Her ifadeyi degerlendirirken, ‘Bu yonden isimden ne derece memnunum?’

diye kendinize sorunuz.

1’in anlami: Hi¢ memnun degilim.
2’nin anlami: Memnun degilim.
3’iin anlam1: Kararsizim.

4’lin anlam1: Memnunum.

5’in anlami: Cok memnunum.

I
Il.z5 5|2
23 RS I2|(32 |30
= % == 2 c | & %
55|85 s 2 |2
MESLEGIMDEN; > =13
1 2 3| 4 5
1. Beni her zaman megsgul edebilmesi bakimindan
1 2 3| 4 5
2. Bagimsiz ¢alisma imkani tanimasi bakimindan
3. Ara sira degisik seyler yapabilme imkan1 tanimasi 1 2 3|4 5
bakimindan
4. Bana toplumda 'saygin bir kisi' olma sans1 vermesi 1 2 3| 4 5
bakimindan
5. Yoneticimin, beni ve ¢alisma arkadaslarimi iyi 1 2 3| 4 5
yonetmesi bakimindan
1 2 3| 4 5
6. YOneticimin karar verme yetenegi bakimindan
7. Vicdanima ters diisecek seyler yapmami 1 2 3| 4 5
gerektirmemesi bakimindan
1 2 3| 4 5

8. Bana garantili bir gelecek saglamasi bakimindan
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9. Baskalari icin bir seyler yapma sansi tanimasi 1 2 3|4 5
bakimindan
10. Bana kisileri yonlendirmek i¢in firsat vermesi 1 2 314 5
bakimindan
11. Yeteneklerimi kullanarak bir seyler yapabilme sanst | 1 2 3|4 5
vermesi bakimindan
12. Isimle ilgili alinan kararlarin uygulamaya konmas1 1 2 3|4 5
bakimindan
1 2 3|4 5
13. Yaptigim is karsiliginda aldigim iicret bakimimdan
1 2 3|4 5
14. Terfi imkaninin olmasi bakimindan
15. Kendi fikir/kanaatlerimi rahat¢a kullanma imkani 1 2 31| 4 5
vermesi bakimindan
16. Meslegimi yaparken kendi yontemlerimi 1 2 3| 4 5
kullanabilme imkani1 bakimindan
1 2 3|4 5
17. Calisma sartlar1 bakimindan
18. Calisma arkadaslarimin benimle ve birbirleriyle iyi 1 2 31| 4 5
anlagsmalar1 bakimindan
1 2 3|4 5
19. Yaptigim is karsilifinda takdir edilmem bakimindan
20. Yaptigim is karsiliginda duydugum basar1 hissi 1 2 3] 4 5

bakimindan

Liitfen kontrol ediniz: Biitiin ifadeler icin bir rakamu isaretlediniz mi?
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APPENDIX I: Bes Faktor Kisilik Envanteri

Asagida sizi kismen tanimlayan (ya da pek tanimlayamayan) bir takim 6zellikler
sunulmaktadir. Ornegin, baskalar1 ile zaman gegirmekten hoslanan birisi oldugunuzu
diistinliyor musunuz? Liitfen asagida verilen 6zelliklerin sizi ne oranda yansittigini ya da
yansitmadigini belirtmek igin sizi en iyi tanimlayan rakami her bir 6zelligin soluna

yYazmiz.

1 = Kesinlikle katilmiyorum
2 = Katilmyorum

3 = Ne katillyorum ne katilmiyorum (Kararsizim)

4 = Katillyorum
5 = Kesinlikle katilryorum

‘Kendimi ........ biri olarak gériiyorum.’

1.Konuskan

23. Tembel olma egiliminde olan

2.Baskalarinda hata arayan

24. Duygusal olarak dengeli, kolayca
keyfi kagmayan

. Isini tam yapan

25. Kesfeden, icat eden

. Bunalimli, melankolik

26. Atilgan bir kisilige sahip olan

. Orijinal, yeni goriisler ortaya koyan

27. Soguk ve mesafeli olabilen

| | B~ W

. Ketum / vakur

28. Gorevi tamamlanincaya kadar
sebat edebilen

. Yardimsever olan ve ¢ikarci

29. Dakikas1 dakikasina uymayan

©| =

. Biraz umursamaz

30. Sanata ve estetik degerlere 6nem

9. Rahat, stresle kolay bas eden

31. Bazen utangag, ¢ekingen olan

10. Cok degisik konulari merak eden

32. Hemen hemen herkese karsi
saygili ve nazik olan

11. Enerji dolu

33. Isleri verimli yapan

12. Baskalariyla siirekli didisen

34. Gergin ortamlarda sakin kalabilen

13. Giivenilir bir ¢alisan

35. Rutin igleri yapmayi tercih eden

14. Gergin olabilen

36. Sosyal, girisken

15. Maharetli, derin diisiinen

37. Bazen baskalarina kaba

16. Heyecan yaratabilen

38. Planlar yéllpan ve bunlarn takip eden

17. Affedici bir yapiya sahip olan

39. Kolayca sinirlenen
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18. Daginik olma egiliminde olan

40. Diisiinmeyi seven, fikirler
gelistirebilen

19. Cok endiselenen

41. Sanata ilgisi ¢cok az olan

20. Hayal guct yuksek olan

42. Baskalariyla igbirligi yapmay1

21. Sessiz bir yapida olan

43. Kolaylikla dikkati dagilan

22. Genellikle bagkalarina giivenen

44, Sanat, muzik ve edebiyatta cok
bilgili olan

Latfen kontrol ediniz: Butun ifadelerin éniine bir rakam yazdiniz mi?
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APPENDIX J: Temel Thtiyaclarin Tatmini Ol¢egi — Isyeri Formu

Birazdan okuyacaginiz ifadeler, isyerinizde deneyimlediginiz bazi hislerle ilgilidir.

Lutfen cimleleri dikkatlice okuyarak soz konusu ifadeye ne dlc¢tde katildiginizi, ilgili
kutucuktaki rakamlardan size uygun olan1 yuvarlak i¢ine alarak belirtiniz. Rakamlarin

anlamlar su sekildedir:

1 = Kesinlikle katilmiyorum
2 = Katilmyorum

3 = Ne katiliyorum ne katilmiyorum (Kararsizim)

4 = Katillyorum
5 = Kesinlikle katilryorum

= =
Ex 212 P B
S2| 5|3 Z| £8
Es| 2 8| | &3
s = ‘g <z S Cl=:
5 X - N = E Py
E @ E = 5 B ©
1. Kendimi isyerimdeki kisilere ¢ok da yakin 1 2 | 3 5
hissetmiyorum.
2. Isyerimde, bir grubun parcas1 oldugumu 1 2 | 3 5
hissedebiliyorum.
3. Isyerimdeki insanlarla gercek anlamda 1 2 | 3 5
kaynastigim sdylenemez.
4. Isyerimde, benim i¢in gercekten dnemli olan 1 2 | 3 5
konular hakkinda insanlarla konusabiliyorum.
5. Is arkadaslarimlayken sik sik kendimi yalmz 1 2 | 3 5
hissediyorum.
6. Birlikte calistigim kisilerden bazilar1 yakin 1 2 | 3 5
arkadasimdir.
7. Isimdeki gérevlerime tam anlamiyla hakimim. 1 2
8. Isimde yeterli oldugumu hissediyorum. 1 2
9. Isimi hakkiyla yerine getirebildigimden emin 1 2 | 3 5
degilim.
10. Isimde yaptigim seylerde iyiyim. 1 2 | 3 5
11. Isimde en zor gérevleri bile basarabilecegimi 1 2| 3 5

hissediyorum.
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12. Isimde kendim olabildigimi hissediyorum. 2 | 3 4 5

13. Iste, sik sik baska insanlarin emirlerine uymak 2 | 3 4 5

zorunda oldugumu hissediyorum.

14. Se¢me sansim olsaydi, islerimi daha farkli 2 | 3 4 5

yapardim.

15. Isyerimde yapmak zorunda oldugum isler, 1 2 | 3 4 5

gercekten yapmayi istedigim iglerle uyumlu ve

16. Isimi, en iyi nasil yapilacagina inaniyorsam o 1 2 | 3 4 5

sekilde yapmakta 6zgiir oldugumu hissediyorum.

17. Isimde, yapmak istemedigim seyleri yapmaya 1 2 | 3 4 5

zorlandigimi hissediyorum.

Latfen kontrol ediniz: Butln ifadeler icin bir rakamu isaretlediniz mi?
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APPENDIX K: Duygusal Orgiitsel Baghhk Olcegi

Birazdan okuyacaginiz ifadeler, isyerinize karsi olan hislerinizle ilgilidir. Liitfen
climleleri dikkatlice okuyarak s6z konusu ifadeye ne 6l¢iide katildigimizi, ilgili
kutucuktaki size uygun olan rakami yuvarlak i¢ine alarak belirtiniz. Rakamlarin

anlamlar su sekildedir:

1 = Kesinlikle katilmiyorum

2 = Katilmiyorum

3 = Ne katillyorum ne katilmiyorum (Kararsizim)
4 = Katilhyorum

5 = Kesinlikle katiliyorum

ExZ| 7| F|Ex
s E 2| E 2
=3 8| 32| €£|82
S=S| 8| 2|2z
5 D EA E 5 5 9
1. Bu isletmenin sorunlarini kendi sorunlarim gibi 1 21 3 4 5
hissediyorum.
2. Bu isletmeye kars1 giiclii bir ait olma hissim var. 2| 3 4 5
3. Bu isletmeye kendimi duygusal olarak bagl 1 21 3 4 5
hissediyorum.
4. Bu isletmenin benim i¢in ¢ok 6zel bir anlami var. 1 |21 3 4 5
5. Kendimi bu igletmede ailenin bir parcas1 gibi 1 21 3 4 5
hissediyorum.
6. Bu isletmedeki isimi kendi 6zel isim gibi 1 21 3 4 5
hissediyorum.
7. Bu isletmenin bir ¢alisani olmanin gurur verici 1 21 3 4 5
oldugunu diisiiniiyorum.
8. Bu isletmenin amaclarini benimsiyorum. 1 21 3 4 5

Liitfen kontrol ediniz: Biitiin ifadeler igin bir rakamu isaretlediniz mi?
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APPENDIX L: Déniisiimcii ve Etkilesimci Liderlik Olcegi

Birazdan okuyacaginiz ifadeler, yoneticinizin ¢esitli yonleriyle ilgilidir. Liitfen climleleri
dikkatlice okuyarak s6z konusu ifadeye ne dlgiide katildiginizi, ilgili kutucuktaki size
uygun olan rakami1 yuvarlak i¢ine alarak belirtiniz. Rakamlarin anlamlar su sekildedir:

1 = Kesinlikle katilmiyorum

2 = Katilmyorum

3 = Ne katiliyorum ne katilmiyorum (Kararsizim)
4 = Katillyorum

5 = Kesinlikle katilryorum

-
Ex| 2|28 F|Ex
53|  E| 3| E|E2
= S B E = < | < 5
S = = @ = g —
=2 | o N s | g =
E 195) g 5 E E (3

1. Yoneticimin beni ddiillendirmesi ancak istedigi isi, 1 2 3 4 5

istedigi sekilde tamamlamama baghdir.

2. Yoneticim, olas1 herhangi bir hatamu tespit etmek ve | 1 2 3 4 5

gerekirse miidahalede bulunmak adina siklikla

3. Yoneticim, yaptiklarimin kisa veya uzun vadede 1 2 3 4 5

firmaya saglayacagi katkilar konusunda beni

4. Bana herhangi bir isi yaptirmak i¢in yoneticimin 1 2 3 4 5

toh dit 1rallanda S aliaee

5. Yeni bir is yapilacagi zaman yoneticim, bana ve
takim arkadaslarima olumlu 6zelliklerimizi ve
veteneklerimizi hatirlatarak vanabhileceklerimiz /

6. YOneticim, bizi alandaki yenilikleri takip etmemiz 1 2 3 4 5

.7..Y6net.i‘cim‘, istedigi bir isi yapamadigimda bana 1 2 3 4 5
cesitli yollarla yaptirim uygular.

8. Yoneticim, benim ve diger takim arkadaslarimin 1 2 3 4 5
yetkinliklerimizi, isle igili kisisel ilgi / ihtiya¢larimizi

9. Yoneticimin beni bir ¢alisan olmanin diginda bir 1 2 3 4 5
insan olarak da 6nemsedigini hissediyorum.

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

11. Yoneticim beni varsayilani sorgulamaya, yeni 1 2 3 4 5

¢Ozlim yollar iiretmeye tesvik eder; yaraticiligimi
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12. Yoneticim ekip i¢inde gorev dagilimini yaparken, 1 2 3 4 5
kisisel ilgilerimizi ve yeteneklerimizi de gz 6niinde
13. Yoneticim bana bir gorev verdikten sonra, hata 1 2 | 3 4 5
yapmami 0nlemek i¢in talimat vermeye devam eder.
14. Yoneticimle olan iliskim bir ¢esit ticarete 1 2 3 4 5
benziyor; ancak verdigim kadarini alabilirim gibi
15. Yoneticim inisiyatif almami destekler. 1 2 3 4 5
16. Yoneticim, kendisinden farkl diisiindiigiim 1 2 3 4 5
durumlarda, fikirlerimi degistirmeye ve bana kendi
17. Yoneticim hem is yapis tarzi hem de kisisel 1 2 3 4 5
ozellikleri ve iletisim becerisiyle bize iyi bir Ornek
18. ihtiya¢ duydugumda ydneticimin, is dis1 6zel 1 2 3 4 5
problemlerim i¢in bana yardim edecegini bilirim.
19. Y0neticim beni bir gorev i¢in motive etmeye 1 2 3 4 5
calisirken, gorevle ilgili i¢sel motivasyonumu
20. Yoneticim, eksik veya gelisime agik yonlerim igin 1 2 3 4 5
egitimler planlar.
21. Yoneticim bana onun da benden 6grenebilecekleri 1 2 3 4 5
oldugunu hissettirir.
22. Yoneticim hem mesleki hem kisisel gelisimim i¢in 1 2 3 4 5
cesitli seminerlere katilimimi destekler.
23. Yoneticim, bana yaptigim isin degerli ve ise yarar 1 2 3 4 5
oldugunu hissettirir.
24. Yoneticim begendigi fikirlerimi takdir etmekle 1 2 3 4 5
kalmaz, onlar1 uygulamaya gegirmemi de tesvik eder.
25. Istersem yéneticimle is dis1 konularda da 1 2 3 4 5
konusabilecegimi hissediyorum / konusabiliyorum.
26. Yoneticim, is siirecleriyle ilgili tiim bildiklerini 1 2 3 4 5
37 Yoneticim, disincelerimi 6zgirce ifade 1| 23] 4] 5
28. ‘Y‘Gneticim, davet etmem halinde ozel hayatimdaki 1 2 3 4 5

onemli sosyal etkinliklerime katilir (diigiin, dogum
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29. Y 6neticim sayesinde isyerinde kendimi aile 1 2 3 4 5
ortaminda gibi hissediyorum.
30. Yoneticim, isleri planlar ve yiiriitiirken sbizi de 1 2 3 4 5
fikir iretmemiz i¢in tesvik eder ve Onerilerimizi
31. Yoneticim, mesai saatlerimin bir bélumand, 1 2 | 3 4 5
aklimdaki yeni projeler iizerinde ¢alismam i¢in
32. Yoneticim bana saygili davranir. 1 2 3 4 5

Liitfen kontrol ediniz: Biitiin ifadeler icin bir rakamu igaretlediniz mi?
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APPENDIX M: Cok Faktorlii Liderlik Ol¢egi (MLQ) Kullanim Lisansi

Permission for SEVAL D to reproduce 200
copies within one year of May 14,
2014

Multifactor Leadership Questionnaire

Instrument (Leader and Rater Form)

and Scoring
Guide

(Form 5X-
Short)

English and Turkish
versions

by Bruce Avolio and Bernard Bass

Published by Mind Garden,
Inc.

info@mindgar
den.com

www.mindgar
den.com
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IMPORTANT NOTE TO
LICENSEE

If you have purchased a license to reproduce or administer a fixed number of copies of
an existing Mind Garden instrument, manual, or workbook, you agree that it is your
legal responsibility to compensate the copyright holder of this work -- via payment to
Mind Garden — for reproduction or administration in any medium. Reproduction
includes

all forms of physical or electronic administration including online
survey, handheld survey devices, etc.

The copyright holder has agreed to grant a license to reproduce the specified number
of copies of this document or instrument within one year from the date of purchase.

You agree that you or a person in your organization will be assigned to track
the number of reproductions or administrations and will be responsible for

compensating Mind Garden for any reproductions or administrations in excess
of the number purchased.

Copyright © 1995 Bruce Avolio and Bernard Bass. All Rights Reserved.
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Mind Garden distributed translations are of varying quality. Many are translated by
researchers. Some translations are translated and then back-translated to check the
quality, while others have not been back-translated. We typically do not know the
dialect of the translation. We also do not have validation data on the translation. Some
translations do not include all of the items that are on

the English form; sometimes a scale or scales are missing on the translation. You will
receive what we have with no warranty or assurance of quality or dialect. Basically,
we try to provide you with what is available to facilitate your work.
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m%nd garden

www.mindgarden.com
To whom it may concern,

This letter is to grant permission for the above named person to use the
following copyright material,

Instrument: Multifactor Leadership Questionnaire
Authors: Bruce Avolio and Bernard Bass
Copyright: 1995 by Bruce Avolio and Bernard Bass
for his/her thesis research.

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

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

Sincerely,

Robert Most
Mind Garden, Inc.

www.mindgarden.com
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APPENDIX N: Extended Turkish Summary

TURKCE OZET

1. GIRIS

Giliniimiiz is diinyasinin temel hedeflerinden birisi; isverenin elde ettigi fayda
diizeyini maksimum seviyeye tasirken ayni zamanda mutlu calisanlar ortaya
¢ikarmaktir ve iyi bir liderlik anlayist bu hedeflere ulasilmasinda kritik rol oynar.
Liderlik, insanlar1 ortak bir amag¢ dogrultusunda motive edebilme becerisidir ve amag
odakli bir girisim olup (Bennis & Nannus, 1985) bir kisinin diger insanlarin tutum,
diisiince ve davraniglarinmi etkileme siirecidir (Mills, 2005, s. 11).

Bir liderin etkililigi; liderin kigisel ozellikleri, baz1 ¢evresel kosullar ya da
uygulanan liderlik stili gibi pek cok faktore baglidir. Kisiler birbirlerinden bireysel
ozellikleri bakimindan ayristiklar1 gibi, liderligi uygulama big¢imleri agisindan da
ayrisirlar, ki bu da liderligin etkililik diizeyini farklilagtirir. Fiedler’in (1967)
‘Liderligin Etkililiginde Kosulluluk Modeli’ne gore; liderin etkililigi, uygulanan
liderlik stili ile baglam arasindaki uyusmaya baghdir. Bu c¢alismada, doniistimcii ve
etkilesimci liderlik stillerini 6lgebilen bir test gelistirilmesi amaclanmis ve literatiirle
uyumlu olarak doniisiimcii liderligin, etkilesimcei liderlige kiyasla pek ¢ok agidan —
Ozellikle de ¢alisanlarin olumlu is tutumlar1 gelistirmeleri konusunda - daha etkili
oldugu ileri siiriilmiistiir. Cilinkii giinlimiiz diinyasinda ve Tiirkiye’de, daha iliski
odakli, babacan ve daha doniisiimcii niteliklere sahip liderler ¢alisanlarca daha ¢ok

tercih edilmektedir.

1.1. Doniisiimcii Liderlik

Bass’a (1990) gore, doniistimcii liderligin 4 boyutu vardir: Karizma, ilham
verici motivasyon, diisiinsel uyarim ve bireysellestirilmis 6nem.

Bass ve Avolio (2004) tarafindan karizma; liderin giiglii bir durus sergilemesi,
baskalarinin saygisini kazanmasi ve giiclii bir amag¢ duygusuna sahip olmasi seklinde
tanimlanmistir. Karizmatik bir liderin calisanlari, o liderle calistiklar1 i¢in gurur

duyarlar. Ancak bu c¢alismada; karizma boyutuna, doniisiimcii liderlik boyutlar
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arasinda yer verilmemistir ¢iinkii liderin karizmatikligi, davranigsal olmaktan ziyade
calisanlarin algisidir ve bu algi doniisiimcii liderin diger 6zelliklerinin bir sonucudur.

ITham verici motivasyon dzelligine sahip olan déniisiimcii liderler, neseli ve
iyimserdir, ¢alisanlarinin olumlu 6zelliklere odaklanmasini saglamaya calisir, takim
calismasini onemser (Simic, 1998) ve calisanlarina olan giivenini ve basaracaklarina
dair inancini ifade ederler (Bass, 1985).

Bass ve Avolio’ya (2004) gore diistinsel uyarim Ozelligine sahip liderler,
calisanlarin1 varsayilan1 sorgulamaya, sorunlar1 yeniden degerlendirmeye ve yaratici
olmaya tesvik ederler. Bu tarz bir lider, ¢alisanlarinin kendisinden farkli diistindiigii
durumlarda onlar1 elestirmez ve onlarin fikirlerini degistirmeye calismaz.

Son olarak; bireysellestirilmis énem 6zelligine sahip olan doniisiimcii liderler,
calisanlarini bireysel olarak tanir, her bir calisanin1 nasil motive edecegini bilir ve
grup icerisindeki gorev dagilimini yaparken ¢alisanlarinin bireysel farkliliklarint goz
onunde bulundurur (Bass & Avolio, 2004).

Déniistimcii liderligin yukarida belirtilen boyutlarina ek olarak, bu ¢alismada
‘babacanlik’ boyutu da doniisiimcii liderlik boyutlar1 arasinda ele alinmistir ¢iinkii
calismanin amaci, gelistirilmesi hedeflenen liderlik 6l¢egini Tiirk kiiltliriine uygun
bir sekilde gelistirmektir. Literatiire gore, Tiirk kiiltiirlinde 6nemsenen liderlik
Ozellikleri arasinda ‘babacanlik’ zaten yer almaktadir ve bu ¢alisma kapsaminda
yiiriitiilen miilakatlar sonucunda da bu 6zelliklerin varligi dogrulanmistir. Babacan
lider, calisanlarina bir yonetici gibi davranmanin yanisira bir ebeveyn gibi de
davranir ve ¢alisanlarinin 6zel hayatlarina saygi duyar, gerektiginde ¢alisanlarinin is
dis1 problemlerini paylasir, onlara destek verir ve ¢alisanlarinin diigiin, dogum giinii
gibi 6zel etkinliklerine katilim gdsterir.

Ozetle; doniisiimcii liderlik bu ¢alismada su boyutlar1 kapsayacak sekilde
calisilmistir: {lham verici motivasyon, diisiinsel uyarim, bireysellestirilmis dnem ve
babacanlik.

Doéniistimeii  liderligin - Bliylik Besli  kisilik  faktorleri ile iliskisine
bakildiginda; nevrotiklik ile negatif yonde (r = -.13), disadoniikliik (r = .17) ile ise
pozitif yonde bir iliskisi oldugu goriilmiistiir (Bono & Judge, 2004). Duehr de (2006)

yiiksek lisans tezi ¢alismasinda benzer sonuglar elde etmis ve doniisiimcii liderlik ile
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nevrotiklik arasinda negatif yonde (r = -.12), doniistimcii liderlik ile disadoniikliik (r
= .24) arasinda ise pozitif yonde bir iliski bulmustur.

Dontigtimeii  liderligin literatiirdeki c¢esitli degiskenlerle olan iliskisine
bakildiginda su iligkiler 6ne ¢ikmaktadir: Rowold’a (2008) gore, doniisiimcii liderlik,
calisanlarin ekstra g¢aba gostermesi ile (f = .74), etkilikleri ile (8 = .82),
yoneticilerinden duyduklart memnuniyet ile (f = .78) ve is doyumlar ile (f = .53)
ilintilidir. Walumbwa, Wang, Lawler ve Shi (2004); doniisiimcii liderlik ile orgiitsel
baghilik (# = .36), yoneticiden duyulan memnuniyet (8 = .67) ve genel olarak isten
duyulan memnuniyet (8 = .40) arasinda iliskiler saptarken, Kovjanic, Schuh, Jonas,
Van Quaquebeke ve Van Dick (2012), doniistimcii liderligin ¢alisanlarin 6zerklik (r
= .69), yeterlilik (r = .51) ve iliskisellik (r = .78) gibi isle alakali temel psikolojik

ithtiyaglarinin doyumu ile pozitif iligki icerisinde oldugunu gostermistir.

1.2. Etkilesimci Liderlik

Bass’a (1985) gore, etkilesimci liderligin 3 boyutu vardir: Kosullu
odiillendirme / pekistirme, aktif istisnai yonetim ve pasif istisnai yonetim.

Kosullu odiillendirme / pekistirme boyutunda, etkilesimci lider, calisanlari
i¢cin bazi performans seviyeleri belirler ve ¢alisanlarini ancak bu seviyelere ulastiklar
Olglide odullendirir (Hartog, Muijen & Koopman, 1997). Bass, ¢alismalarinda
‘kosullu cezalandirma’ kavramindan da bahsetse de ve bu kavram pratikte karsimiza
ciksa da, literatiirde tanimli olan etkilesimci liderlik boyutlar1 arasinda karsimiza
ctkmamaktadir. Bu calismada, ‘kosullu ddiillendirme / pekistirme’ boyutu, ‘kosullu
odiillendirme / kosullu cezalandirma’ adiyla ve her iki kavrami da igerecek sekilde
ele alinacaktir. Ciinkii etkilesimci bir lider, c¢alisanlarin1 sartli  sekilde
odiillendirmesinin yanisira, belirlenen seviyelere ulasamadiklarinda onlar1 bir sekilde
yaptirima maruz birakir.

Istisnai yonetim boyutunda, lider icin &nemli olan isin bir sekilde
tamamlanmasidir. Aktif istisnai yonetim Ozelligine sahip lider dikkatini daha c¢ok
hatalar iizerinde yogunlastirir ve Ozellikle hata bulmaya ve miidahale etmeye
calisirken, pasif istisnai yonetim 6zelligine sahip lider yalnizca hata kendiliginden

ortaya cikarsa miidahalede bulunur. Ancak bu caligmada, pasif istisnai yonetim
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boyutuna etkilesimci liderlik boyutlar arasinda yer verilmemis, yalnizca aktif istisnai
yonetim boyutu ele alinmustir. Ciinkii etkilesimci lider pasif bir lider degildir.
Ozetle, bu calismada etkilesimci liderlik su boyutlar1 igerecek sekilde

calisilmigtir: Kosullu ddiillendirme / kosullu cezalandirma ve aktif istisnai yonetim.

1.3 Tiirkiye’de Liderlik Calismalari

Kiiltiir, insanlarin davraniglarini, beklentilerini ve is yapis sekillerini etkiler.
Bir Ulkenin kalttrel 6zellikleri, o tlkede uygulanan liderlik modellerini, ¢alisanlarin
yoneticilerinden beklentilerini, yoneticilerin g¢alisanlarina davranma sekillerini ve
tercih edilen liderlik davranigi 6riintiilerini belirler.

Fikret — Pasa (2001), Tiirk organizasyonlarinda goriilen liderlik tiplerini
incelemis ve Tirk kiiltlirinde dort liderlik stilinin 6ne ¢iktigini  gérmiistiir:
‘etkilesimci ve takim yonelimli’, ‘babacan ve diislinceli’, ‘denetimsiz / serbest’ ve
‘otokratik ve hiyerarsik’. Bu liderlik stillerinin arasinda, ‘otokratik ve hiyerarsik’
liderler ile ‘babacan ve diisiinceli’ liderlerin Tiirkiye’de daha c¢ok goézlemlendigi
goriilmistiir. Calismada, ayn1 zamanda Tiirk katilimcilar tarafindan ideal olarak
tanimlanan liderlik davranislar1 da incelenmis ve ideal liderin sahip olmasi gereken
ozelliklerin su sekilde belirtildigi gorilmiistiir: iliski odakli, gérev odakli, paylasimei
ve karizmatik-doniisiimcii.

Tiirkiye’de sik gozlemlendigi goriilen babacan liderlik ve ideal lider
Ozellikleri arasinda yer alan iligki odaklilik, bu calismada, doniistimcii liderligin
boyutlar1 arasinda dahil edilen ‘babacanlik’ kavramina denk gelmektedir. Bu
caligmanin temel hedefinin, doniisiimcii ve etkilesimci liderligi gecerli bir sekilde ve
Tiirk kiltiirtine 6zgii 6zellikleri de hesaba katarak Olcebilen bir test gelistirilmesi

olmast nedeniyle, boyutlar arasinda bu kavrama da yer verilmistir.

1.4 Calismanin Hipotezleri

Hipotez 1: Yap1 gecerliligi kapsaminda; yeni gelistirilen Doniisiimcii ve
Etkilesimci Liderlik Olgegi (DELO-TR) ile MLQ-5X Kisa Formu arasinda iliski
gozlemlenecektir, yani:
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H1-a) Yéneticilerine yeni gelistirilen DELO-TR’nin Déniisiimeii Liderlik &lgeginde
yiiksek puan veren calisanlar, MLQ-5X Kisa Formu’nun Doniisiimcii Liderlik
Olceginde de yliksek puan vereceklerdir.
H1-b) Yoneticilerine yeni gelistirilen DELO-TR nin Etkilesimci Liderlik &lgeginde
yilksek puan veren calisanlar, MLQ-5X Kisa Formu’nun Etkilesimci Liderlik
6l¢eginde de yiiksek puan vereceklerdir.

Hipotez 2: Yeni gelistirilen DELO-TR &lcegi ile teorik olarak baglantili

oldugu kisilik boyutlar1 arasinda iliski gozlemlenecektir, yani:
H2) DELO-TR’nin Déniisiimcii Liderlik lgeginde yiiksek puan alan yoneticiler,
ayni zamanda 6z-bildirim seklinde doldurduklar1 Biiyiik Besli Kisilik Envanteri’nin
‘disadoniiklik’ boyutunda yiiksek, ‘nevrotiklik’> boyutunda ise diisiik puan
alacaklardir.

Hipotez 3: Yeni gelistirilen DELO-TR’nin &lgiit-bagintili gegerlik testleri
kapsaminda; calisanlarin is tutumlar ile, yoneticilerinin doniisiimcii olusuna dair
algilar1 arasinda iligski gézlemlenecektir, yani:

H3-a) Calisanlarin, yoneticilerinin doniisiimcii olusuna dair algilar1 arttikca, is
doyumlar1 ve duygusal orgiitsel baglilik seviyeleri de artacaktir.

H3-b) Calisanlarin, yoneticilerinin donilisiimcii olusuna dair algilar1 arttikga, isle
baglantili temel psikolojik ihtiyaclarindan — iligkisellik, otonomi ve yeterlik —
duyduklari tatmin seviyesi de artacaktir.

H3-c) Calisanlarin, yoneticilerinin doniisiimcii olusuna dair algilart arttikga, ekstra

caba gosterme ve etkililik seviyeleri de artacaktir.

2. YONTEM

2.1 On Cahsma

On calismada, doniisiimcii ve etkilesimci liderlik stillerini 6lcebilen Likert-
tipi bir olcek gelistirilmistir. Bu 0Olgegin gelistirilmesi asamasinda su adimlar
izlenmistir: Oncelikle, literatiir taramas1 yapilmis, doniisiimcii ve etkilesimei liderlik
stillerinin tanim ve davranissal 6rnekleri incelenmistir. Ikinci olarak, déniisiimcii ve
etkilesimci liderlerin davraniglarina dair 6rnekler toplamak amaciyla, biiytik 6lgekli

bir elektronik firmasinda c¢alisan 10 yonetici ve 20 c¢alisanla miilakatlar
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gerceklestirilmistir. Miilakat sorulari, doniisiimcii ve etkilesimci liderligin
tanimlarindan yola ¢ikilarak hazirlanmis ve katilimcilara belli durumlarda bir liderin
nasil davranmasi gerektigiyle ilgili sorular yoneltilmistir. Toplanan yanitlara igerik
analizi uygulanmig ve bu bilgiden, test maddesi gelistirmede faydalanilmistir.
Ayrica, Tiirk kiiltiiriinde gozlemlenen liderlik davranislar1 ile Ozbelirlenim Teorisi
incelenmis ve buradan gelen bilgiler de doniisiimcii ve etkilesimei liderlik stillerine
baglanmistir.

Bu sekilde ¢esitli kaynaklardan derlenen bilgiler dogrultusunda doniistimcii
ve etkilesimci liderlik altinda yer alan boyutlar i¢in maddeler gelistirilmistir.
Doniistimcii liderlik i¢in toplam madde sayis1 26 iken (dort boyut igin), etkilesimci
liderlik i¢in 11 olmustur (iki alt boyut icin). Bu noktada, Endiistri ve Orgiit
Psikolojisi alanindan mezun 6grenciler ve bu alandaki akademisyenlerden yardim
istenmis ve madde — boyut eslesmelerinin kontrolii saglanmistir. Bu kisilere,
gelistirilen 6lgek maddelerini ve her bir boyutun tanimlamalarini iceren bir dokiiman
iletilmis, maddeleri boyutlarin altina yerlestirmeleri istenmistir. Katilimcilarin
yanitlar1 toplanip analiz edildiginde, 31 maddenin ait oldugu boyutlar konusunda
hemfikir olduklar1 goriilmiistiir. Diger maddelerden bir tanesi yeniden ifade edilmek

tizere diizenlenirken, dort tanesi analizlere dahil edilmemek tizere ¢ikarilmistir.

2.2 Ana Calisma

Ana calisma kapsaminda, katilimcilara dagitilan ve kullanilabilir formda geri
donen 6lgek sayisi 205 olmustur (38 yonetici ve bu yoneticilere bagli 167 ¢alisan).
Toplamda, yonetici basina diisen calisan sayist 4.13 iken, iki ¢alisan1 olan yonetici
sayist altt olmustur. Yoneticiler yalmizca Demografik Bilgiler Formu’nun Yonetici
Versiyonu ile Bilyiik Besli Kisilik Envanteri’ni alirken, c¢alisanlara Demografik
Bilgiler Formu’nun Calisan Versiyonu, Ise Dayali Temel Psikolojik Ihtiyaclarin
Doyumu Olgegi, Minnesota Is Doyumu Olgegi, Duygusal Orgiitsel Baglilik Olgegi,
Cok Faktorlii Liderlik Olgegi’nin (MLQ) Kisa Formu ve yeni gelistirilen Déniisiimcii
ve Etkilesimci Liderlik Olgegi (DELO-TR) dagitilmistir.
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2.3 Olgekler
2.3.1 Demografik Bilgiler Formu

Yoneticiler ve c¢alisanlar i¢in iki ayr1 demografik bilgiler formu
olusturulmustur. Yonetici versiyonu; cinsiyet, yas, yonetici olarak g¢alisma siiresi,
toplam caligma siiresi ve sektor bilgisini igerirken, ¢alisan versiyonu; cinsiyet, yas,
yoneticiyle calisma siiresi, toplam calisma siiresi, sektor bilgisi ve ¢alisan roliine ek

olarak yoneticilik rolleri olup olmadig1 sorularini igermektedir.

2.3.2 Minnesota is Doyumu Ol¢egi

Weiss, Dawis, England ve Lofquist (1967) tarafindan gelistirilen olgek,
calisanlarin is doyumu diizeylerini 6lgmeyi amaglamaktadir. Olgek 6z bildirim
formatinda olup Tiirk¢ce’ye Baycan (1985) tarafindan cevrilmistir. Bu c¢alismada,

Minnesota is Doyumu Olgegi’nin 20 sorudan olusan kisa formu kullanilmistir.

2.3.3 Cok Faktorlii Liderlik Olcegi

Bass ve Avolio (1985) tarafindan gelistirilen testin orijinali 63 maddeden
olusmaktadir ancak bu c¢alismada 45 soruluk kisa form lisans sahibi firmadan satin
almarak kullanilmistir. Olgek; besi doniisiimeii liderlik igin, {icii etkilesimei liderlik
icin ve bir tanesi de denetimsiz / serbest liderlik icin olmak Uzere, toplamda 9 alt

boyutu 6lcmeye yoneliktir.

2.3.4 Biiyiik Besli Kisilik Envanteri
Benet — Martinez ve John (1998) tarafindan gelistirilen 6lcek, Biiylik Besli
kisilik faktorlerini yani sorumluluk / titizlik, nevrotiklik, disadoniikliik, aciklik ve

uzlagmacilig1 6lgmeyi hedefleyen 44 maddeden olugmaktadir.

2.3.4 ise Dayah Temel Psikolojik Ihtiyaclarin Tatmini Olcegi
Broeck, Vansteenkiste, De Vitte, Soenens, ve Lens (2010) tarafindan
gelistirilen dlcek temel psikolojik ihtiyaglar olarak belirlenen yeterlilik, iliskisellik ve

ozerkligin doyumunu 6l¢mekte ve 17 maddeden olusmaktadir.

2.3.5 Duygusal Orgiitsel Baghlik Olgegi
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Olgek, 1990°da Allen ve Meyer tarafindan gelistirilen ve Tiirkge’ye Wasti
tarafindan uyarlanan Orgiitsel Baglilik Olgegi’nin bir pargasi olup 8 maddeden

olusmaktadir.

3. SONUCLAR

3.1 Veri Temizleme Asamasi

Bu asamada, Tabachnick ve Fidell (2007) tarafindan tarif edilen adimlar
uygulanmis; veri setindeki eksik veriler tespit edilmis, eksik degerler ortalama
degerlerle degistirilmis, veri setindeki aykir1 degerler tespit edilmis ve bunlarin bir
kismi veri setinden silinmis, ayrica veri seti normallik ve dogrusallik agisindan da

incelenmis ve kosullar1 sagladigi goriilmiistiir.

3.2 Faktor Analizi ve Sinifici Korelasyon Katsayis1 (1CC) Hesaplamalar:

Veri temizleme islemleri tamamlandiktan sonra, her bir dlgek igin kompozit
degiskenler olusturulmustur. Biiyiik Besli Kisilik Envanteri igin; sorumluluk / titizlik,
nevrotiklik, disadoniikliik, agiklik ve uzlasmacilik, ise Dayali Temel Psikolojik
Ihtiyaglarin Tatmini Olgegi icin; iliskisellik, 6zerklik ve yeterlik, Minnesota Is
Doyumu Olgegi igin; igsel doyum, digsal doyum ve genel doyum, Duygusal Orgiitsel
Baglilik Olgegi icin; duygusal orgiitsel baglilik faktorleri olusturulmustur. Cok
Faktorlii Liderlik Olgegi icin; kosullu 6diillendirme / pekistirme, aktif istisnai
yOnetim ve pasif istisnai yonetim boyutlari olusturulmus ve bunlar birlestirilerek
etkilesimci liderlik faktorii elde edilmistir. Aynmi sekilde; ideal davranislar, ideal
tutumlar, ilham verici motivasyon, diisiinsel uyarim ve bireysellestirilmis onem
boyutlar1 olusturulmus ve bunlar birlestirilerek doniisiimcii liderlik faktorii elde
edilmistir. Ek olarak, denetimsiz / serbest liderlik faktorii ve ¢ikti olarak ekstra ¢aba,
etkililik ve memnuniyet faktorleri olusturulmustur.

Yeni gelistirilen Déniisiimcii ve Etkilesimei Liderlik Olgegi'nde hangi
faktorlerin yer alacagini anlamak i¢in de paralel analizler ve faktor analizleri
yapilmistir. Sonug¢ olarak, alt boyutlarin birbirinden ayrismadigi ancak ana
faktorlerin yani doniisiimcii liderlik ve etkilesimci liderligin ayristigi goriilmiistiir.
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Hicbir faktore yiiklenmedigi goriilen tic madde ve etkilesimci liderlige yiiklenmesi
beklendigi halde doniisiimcii liderlige yiliklenen bir madde analizlere katilmamak
tizere ¢ikarilmistir. Sonug olarak, yeni gelistirilen test, faktor analizi asamasinda
etkilesimci liderlik i¢in gelistirilen dort maddesini kaybetmis ve ¢aligma, doniigiimcii
liderlik igin 26, etkilesimci liderlik i¢in yedi madde ile devam etmistir.

Bu asamadan sonra, aymi yoneticiyi degerlendiren ¢alisanlarin verdikleri
puanlarin birlestirilmesinin uygun olup olmadigim1i gérmek i¢in ICC degerleri
hesaplanmistir. Anlamli bir ICC degeri, gruplar arasi1 varyansin, grup i¢i varyanstan
anlaml sekilde daha biiyiik oldugu anlamina gelir. Literatiirde ampirik kural geregi
belirtilen ICC degeri .12°dir (James, 1982). Bu g¢alismada, yeni gelistirilen testin
doniisiimcii ve etkilesimci liderlik faktorleri ile Cok Faktorlii Liderlik Olgegi’nin
dontisiimcii liderlik faktorii i¢in hesaplanan ICC degerleri .12°nin iistiinde iken, Cok
Faktorlii Liderlik Olgegi’nin etkilesimci liderlik faktorii icin hesaplanan ICC degeri
.12’nin altinda ¢ikmistir. Bunun iizerine, MLQ nun etkilesimei liderlik boyutunda
yer alan, en diisiik madde-toplam korelasyon degerine sahip olan madde ¢ikarilmis

ve ICC degeri .12’ye yiikseltilmistir.

3.3 Betimsel Istatistikler, Giivenirlik Degerleri ve Iki Degiskenli Korelasyonlar
Bu asamada, daha once olusturulan her kompozit degisken icin i¢ tutarlik
giivenirlik katsayilar1 hesaplanmis ve genel anlamda, alfa degerlerinin yeterli
seviyede oldugu goriilmiistiir. Yeni gelistirilen DELO-TR Olgegi’nin ddniisiimeii
liderlik boyutu icin alfa degeri oldukga iyiyken, etkilesimci liderlik i¢in diisiik
oldugu goriilmiistiir. Detayli inceleme yapildiginda, i¢ tutarliligi diigiiren maddenin,
daha once faktor analizi agamasinda etkilesimci liderlige yiiklenmesi beklenirken
dontisiimcii liderlige yiiklenen bir madde oldugu anlasilmis ve bu madde analizlere

dahil edilmemek tizere ¢ikarilarak alfa degeri .63’e yiikseltilmistir.

3.4 Hipotez Testleri
3.4.1 Yeni Gelistirilen DELO-TR Olcegi’nin Yap1 Gecerliligini ilgilendiren
Hipotez Testleri
Yeni gelistirilen DELO-TR Olgegi’nin yap1 gegerliligi testleri kapsaminda;
Hipotez 1-a desteklenmistir ¢iinkii yoneticilerin DELO-TR Déniisiimcii Liderlik
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Olgegi’'nde aldiklar1 puanlar ile MLQ Déniisiimcii Liderlik Olgegi’nde aldiklar
puanlar yiiksek korelasyon gostermistir (r = .89, p <.001). Ayn1 sekilde, Hipotez 1-b
de desteklenmistir ciinkii yoneticilerin DELO-TR Etkilesimci Liderlik Olcegi’nden
aldiklar1 puanlar ile MLQ Etkilesimci Liderlik Olcegi’nden aldiklari puanlar arasinda
da anlamli pozitif iliski gdzlemlenmistir (r = .35, p <.001).

Yeni gelistirilen DELO-TR Olcegi’nin yap1 gegerligi testleri kapsaminda;
Hipotez 2 desteklenmemistir. Bu hipotez testinde, calisanlarin yoneticilerine
verdikleri liderlik puanlar1 her bir yonetici igin birlestirilmis ve dolayisiyla
kullanilabilir veri sayis1 yalnizca 38 olmustur. Yapilan regresyon analizleri
sonucunda, yoneticilerin kendi bildirdikleri disadoniikliik ve nevrotiklik diizeyleri,
calisanlar1 tarafindan ne kadar doniisiimcli algilandiklarini  anlamli  sekilde

yordamamistir.

3.4.1 Yeni Gelistirilen DELO-TR Olcegi’nin Ol¢iit-Bagimntih Gecerliligini
flgilendiren Hipotez Testleri

Yeni gelistirilen DELO-TR Olgegi'nin dlgiit-bagintili gegerliliginin testleri
kapsaminda; Hipotez 3-a desteklenmistir ¢ilinkii ¢alisanlarin  yoneticilerini
dontisiimcii algilama diizeyleri, igsel is doyumlarimi (B = .42, p < .001), dissal is
doyumlarini (B = .75, p < 001), genel is doyumlarin1 (f = .57, p < .001) ve duygusal
orgiitsel bagliliklarmi (B = .43, p < .001) anlamh sekilde yordamistir. Diger yandan,
Hipotez 3-b kismen desteklenmistir ¢linkii ¢alisanlarin yoneticilerini doniisimcii
algilama diizeyleri, iliskisellik ihtiyaci tatminlerini (f = .34, p < .001) ve ozerklik
ithtiyac1 tatminlerini (B = .47, p < .001) anlamli sekilde yordarken, yeterlik ihtiyaci
tatminlerini yordayamamistir. Ek olarak, c¢alisanlarin yoneticilerini  doniistimcii
algilama seviyelerinin, ekstra ¢aba gosterme (f = .92, p < .001) ve etkililik (f = .76,
p < .001) dizeylerini de yordadigmin gorilmesi Gzerine, Hipotez 3-c de

desteklenmistir.
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4. TARTISMA

4.1 Yeni gelistirilen DELO-TR’nin Yapr Gecerliligi Testi Sonuclarinin
Tartismasi

DELO-TR’nin yap1 gegerliligi testleri kapsaminda; &ncelikle calisanlarin
yoneticilerine DELO-TR’nin Déniisiimcii ve Etkilesimei Liderlik Olgekleri ile
MLQ’nun Déniisiimcii ve Etkilesimei Liderlik Olgeklerinde verdikleri puanlar
kiyaslanmistir. Sonuglar, yeni gelistirilen testin yap1 gegerliligini ¢ok biiylik oranda
desteklese de testin gelistirilmesi agamasinda bazi eksiklikler bulunmaktadir.

Oncelikle, bilindigi gibi paralel analiz ve faktdr analizi sonuglarina gore,
dontisiimcii ve etkilesimci liderlik stilleri birbirinden ayrigsa da alt boyutlar
caligilamamistir. Bunun nedenlerinden birisinin 6rneklemdeki kisi sayis1 (N = 165)
oldugu diisiiniilmektedir. Ayrica, 6lgeklerin i¢ tutarlilik katsayilart incelendiginde,
etkilesimci liderlik Slgeklerinin dontistimcii liderlik Olgeklerinden daha diigiik alfa
degerlerine sahip oldugu goriilmektedir. Bunun nedeni, yoneticilerin grup
icerisindeki tiim calisanlara ayni kosullu yaklasimlar1 sergilememesi olabilir. DELO-
TR’nin etkilesimci liderlik 6lgeginin doniisiimcii liderlik 6lgeginden daha diistik alfa
degerine sahip olmasinin en O6nemli sebeplerinden birisi de, doniisiimcii liderlik
6l¢eginde 26 madde bulunurken etkilesimei liderlik 6lgeginin yalnizca yedi maddesi
olmasidir. Dontigiimeii liderlik 6lcegi tarafinda test maddeleri gelistirmede gosterilen
Ozenin etkilesimci liderlik tarafinda da gosterilmesi ve etkilesimei liderlik faktorii
icin daha fazla madde gelistirilmesi gerekir. Bir diger sebep de doniisiimcii liderlik
boyutundaki maddelerin, etkilesimci liderlik boyutundaki maddelere kiyasla daha
‘istenir’ bir lideri yansitmasi ve bu nedenle ¢alisanlarin yoneticilerini doniisiimcii bir
lider olarak degerlendirirken kendilerini daha rahat hissetmeleri, ancak etkilesimci
(cezalandirici, erteleyici vb.) bir lider olarak degerlendiritken ¢ekinmeleri ve
tutarsizlik sergilemeleri olabilir.

Yeni gelistirilen DELO-TR’nin yap1 gegerliligi testleri kapsaminda ayrica,
liderin nevrotik veya disadoniik olusu ile ¢alisanlari tarafindan doniisiimcii algilanisi
arasindaki iliski incelenmis ancak anlamli bir iliski gézlemlenememistir. Ancak
anlamsiz da olsa, disadoniikliik ile doniisiimcii liderlik iliskisindeki katsayilarin
literatlrdekine yakin oldugu sdylenebilir. Bu nedenle, iliskilerin anlamsiz ¢ikma
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nedeni, bu hipotezin testinde kullanilabilen veri sayisinin olduk¢a diisiik (38)
olmasidir.

Liderligin olusumu konusundaki literatlr incelendiginde, bu anlamda hakim
iki bakis acisinin oldugu goriilmektedir: Bu bakis agilarindan birisi, liderligi bir
karakteristik 6zellik olarak ele alirken, digeri de liderligin olusumunda cevresel
kosullarin 6nemine vurgu yapar. Bono ve Judge’in (2004) yaptiklar1 meta-analiz
calismasinda tartistiklar1 gibi, dontistimcii / etkilesimci liderlik 6zellikleri kalitimsal
olmaktan ziyade daha islenebilir olabilir ve egitim ve ¢esitli sliregler araciligiyla
Ogrenilmis olabilir. Ayrica, doniistimcii / etkilesimci liderlik konusunda, Bes Faktor
Modeli’nden daha baska onctiller olabilir ve Biiyiik Besli Kisilik Modeli, s6z konusu
liderlik stillerine yatkinlik konusunda en uygun model olmayabilir. Bono ve Judge’in
(2004) da oOnerdigi gibi, doniisimcii / etkilesimci liderlik ve kisilik iligkisi
incelenirken Biiyiik Besli Faktorleri’nin alt boyutlari veya daha dar bagska modeller
kullanilabilir. Yazarlar son olarak da, firmalarda doniisiimcii / etkilesimei liderlik
ozelliklerinin karakteristik belirtilerini baskilayan ¢esitli ¢evresel kosullarin varliginm

tartismislardir.

4.2 Yeni gelistirilen DELO-TR’nin Olciit Baginti Gegcerliligi Testi Sonuclarimin
Tartismasi

DELO-TR’nin &lgiit-bagintili  gegerliliginin test edilmesi kapsaminda,
calisanlarin yoneticilerini ne derece doniisiimcii algiladiklari ile 1s doyumu, duygusal
orgiitsel baglilik diizeyleri ve temel psikolojik ihtiyaglarinin tatmini diizeyi gibi is
tutumlar1 arasindaki iliski incelenmis ve calisanlarin yoneticilerini doniisiimcii
algilamalarinin, yeterlilik ihtiyacinin tatmini haricindeki is tutumlarini yordadigi
gorilmiistiir. Bu sonuglar, yeterlilik ihtiyaci ile alinan sonuglar haricinde, literatiirle
de uyumludur. Aslinda, teorik agidan baktigimizda, iligkisellik ve 06zerklik
ihtiyaglarinin liderlik stiline daha ¢ok bagli olmast anlamlidir. Ciinkii doniisiimcii bir
liderin babacan ve ilgili tavirlar1 ¢alisanlarin iliskisellik ihtiyacini tatmin ederken,
onlara inisiyatif veren ve sorumluluk almalarimi destekleyen tavirlar1 da o6zerklik
ihtiyaglarini tatmin eder. Ote yandan, calisanlarin kendilerini yetersiz hissetmeleri,
yoneticilerinden ziyade gorevlerin zorlugundan veya kisinin yeterli bilgi beceriye
sahip olmamasindan da kaynaklanabilir.
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4.3 Cahiymanin Katkilar: ve Pratik Uygulamalari

Bu ¢alismanin literatiire, 6zellikle Tirkiye’deki liderlik literatliriine 6nemli
katkilar1 oldugu diisiiniilmektedir. Oncelikle; bu calismada, doniisiimeii ve
etkilesimci liderlik stillerini Tiirk kiiltiirel 6zelliklerini de hesaba katarak Glgebilen
gecerli bir 6lgek gelistirilmesi hedeflenmis ve bu hedefe 6nemli 6l¢lide ulasilmastir.
Olgek, hem madde gelistirilmesi asamasinda pek ¢ok ydntemden faydalanilmis
olmas1 hem de kiiltiirel 6zelliklerin de dikkate alinmis olmasi1 bakimindan giicliidiir.
Olgegin yap1 gecerliligi, doniisiimeii ve etkilesimci liderlik literatiiriinde gecerli
kabul edilen bir test olan MLQ ile kiyaslanmasi yoluyla test edilmis ve
desteklenmistir. Ikincisi, 6n calisma esnasinda, miilakatlarda katilimcilara 6zel olarak
‘babacan liderlige’ yonelik sorular sorulmamis olmasina ragmen, bu yonde yanitlar
almmustir. Uglinciisii, literatiirde gosterilmis olan ve calismada da hipotez edilen,

dontigsiimctii liderlik ile i tutumlari arasindaki iligkiler biiyiik oranda desteklenmistir.

4.4 Calismanin Stmirhliklari ve Gelecek Arastirma Onerileri

Bu calismanin ¢esitli sinirliliklart vardir ve sonuglarin yorumlanmasinda
bunlarin da dikkate alinmasi gerekmektedir. Birincisi, 6rneklemdeki kisi sayisinin
diisiik olmas1 bir sinirhiliktir. Ikincisi, madde gelistirme asamasinda, déniisiimcii
liderlik Olgegine gosterilen Ozenin etkilesimei liderlik Olgegine de gosterilmesi
gerekliligidir. Ugiinciisii, ¢alismada toplanan verilerin biiyiik kism1 arastirmacinin
isyerinden toplanmistir. Yalnizca aragtirmacinin igyeriyle sinirli kalinmasa ve farkli
sektordeki farkli isyerlerinden de veri toplanabilseydi, bu durum c¢alisma
sonuglarinin genellenebilirligi acgisindan daha faydali olurdu. Ayrica, Olgeklerin
dagitiminda, yoneticiler ve calisanlarn eslestirme gerekliliginden dolayi, dlgeklerin
internet iizerinden dagitimi1 gibi daha anonim yollarmin kullaniminin miimkiin
olmamas1 ve olgeklerin manuel olarak dagitilmasi, bazi katilimcilarin kendilerini
rahat hissetmemesine ve bazen de ¢alismaya katilmay1 reddetmelerine yol agmistir.
Son olarak, kullanilabilir veri sayisinin yetersiz olmasindan Otiirii, yoneticilerin
sistemde bulunan performans bilgileri kullanilamamistir. Yoneticilerin performans

bilgileri de analizlere dahil edilebilseydi, degerli bir katk: olabilirdi.
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Biitiin bu simirhiliklar géz 6nlinde bulunduruldugunda, s6z konusu caligma,
gelecek arastirmalar icin bazi Oneriler sunmaktadir: Ik oneri, farkli sektorleri de
icerecek sekilde daha cok sayida kisiye ulasmak olabilir. Ikincisi, doniisiimcii liderlik
Olceginde yapildig1 gibi, etkilesimei liderlik Olgegi i¢in maddeler gelistirirken de
Turk kdlturund dikkate almak ve daha ¢ok sayida madde gelistirmeye Ozen
gostermek olabilir. Son 6neri ise, DELO-TR’yi farkl1 6rneklemlerde de uygulamak
ve bu ¢alismada oldugu gibi, doniisiimci ve etkilesimci liderlik Olgekleri arasinda

negatif yonde bir iliski ¢ikip ¢ikmayacagini test etmek olabilir.
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APPENDIX O: Tez Fotokopisi izin Formu

TEZ FOTOKOPISI iZIN FORMU

ENSTITU

Fen Bilimleri Enstitiisi

Sosyal Bilimler Enstitiisu

Uygulamali Matematik Enstitiisii I:I

Enformatik EnstitlisU

Deniz Bilimleri Enstitusi

YAZARIN

Soyadir : Donmez
Adi : Seval
Bolumu : Psikoloji

TEZIN ADI (ingilizce): Developing a Likert-type Measure to Assess
Transformational and Transactional Leadership Styles in Turkey

TEZIN TURU : Yiiksek Lisans Doktora

1. Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir.

2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir
bolumunden kaynak gosterilmek sartiyla fotokopi alinabilir.

3. Tezimden bir (1) yil siireyle fotokopi alinamaz.

TEZIN KUTUPHANEYE TESLiM TARIHi:
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