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ABSTRACT

MEASUREMENT OF TRANSFORMATIONAL LEADERSHIP
THROUGH
A CONDITIONAL REASONING TEST

Demiran, Ayca
M.S. Department of Psychology
Supervisor: Asst. Prof. Dr. Yonca Toker

Co-Supervisor: Prof. Dr. H. Canan Siimer

April 2015, 120 pages

The aim of the current study is to assess transformational leadership
proclivities based on the Conditional Reasoning Test approach (CRT; James, 1998).
The CRT is a relatively new implicit assessment system that is used to identify the
justification mechanisms (i.e. cognitive biases) indicative of specific motives which
underlie personality (James, 1998). ‘Justification mechanisms’ (JMs) are rational and
sensible explanations- in contrast to irrational and foolish- that people are inclined to
produce for their behaviors and decisions (James, & Mazerolle, 2002; Kunda, 1990).
People with different personalities and motives have different JMs. The power
motive-with its” JMs of agentic bias and power attribution bias-, the activity
inhibition motive, the change motive-with its’ JMs of efficacy and personal
responsibility inclination bias, positive connotation of change bias, and identification
with change initiators bias-, and finally the exhibition motive were determined as the
motives of leaders and transformational leaders. The present study sample included
234 participants; 81 in a leadership position and 153 in a subordinate position. The
CRT that was developed had a moderate effect size in the prediction of whether or
not employees occupied a leadership position, and improved prediction of position



over conceptually equivalent self-report counterparts. Furthermore, CRT had a
significant moderate association with subordinate ratings of the target leaders’
transformational leadership style offering significant incremental variance over
leader’s self-rated transformational leadership perceptions, personality, and
motivation to lead. The study contributes to the literature on implicit personality
assessment via conditional reasoning using justification mechanisms and to the
assessment of leadership.

Keywords: conditional reasoning test, leadership, transformational leadership
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KOSULLU MUHAKEME TESTI
iLE
DONUSTURUCU LIERLIGIN OLCULMESI

Demiran, Ayca
Yiiksek Lisans, Psikoloji Bolimii
Tez Yoneticisi: Yrd. Dog¢. Dr. Yonca Toker
Ortak Tez Yoneticisi: Prof. Dr. H. Canan Stimer

April 2015, 120 sayfa

Calismanin amaci; “Kosullu Muhakeme Testi” yontemi (CRT; James, 1998)
kullanilarak “Déniistiiriicii Liderligin” dl¢limil i¢in test gelistirme ve bu testin 6l¢iit-
bagmtili gecerligini incelemektir. Kosullu Muhakeme Testi, bireylerin kisiliklerinin
altinda yatan giidiileri inceleyerek kendilerini dogrulama mekanizmalarini (bilissel
yanlilik gibi) 6l¢mektedir (James, 1998). Kisiler kendi davraniglarinin nedenlerini
akla uygun bir sekilde agiklama giidiisti igindedirler (James, & Mazerolle, 2002;
Kunda, 1990). Bu amagla, kisiler muhakeme yontemlerine dayanarak davranis
secimlerini dogrulama egilimindedirler ve bu muhakeme yontemine Dogrulama
Mekanizmasi ad1 verilir. Farkli kisilik 6zelliklerine sahip bireylerin farkli Dogrulama
Mekanizmalar1 vardir. Dondstiirticti Liderlik tipi incelenirken de, bu liderlik tipini
olusturan giidiiler Kosullu Muhakeme yontemi ile arastirilmistir. Dontistiiriicti
liderligin dogrulama mekanizmalar1 olarak; gii¢ giidiisi ve bu gilidiiniin alt
giidiilerinden temsil gilidiisii ve gilice atifta bulunma giidiisii; etkinligi engelleme
giidiisii; degisim giidiisii ve bu giidiiniin alt gilidiilerinden fayda saglama ve kisisel
sorumluluk alma giidiisii; degisime pozitif yaklasma giidiisii ve degisimi baglatan
kisilerle baglanti kurma giidiisii ve son olarak kendini gosterme giidiisii tespit

edilmistir.
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Bu calismaya katilan 234 katilimecinin 81°1 lider pozisyonunda 153’1 ¢alisan
pozisyonunda yer almaktadir. Liderligi 6lgen Kosullu Muhakeme Testi insanlarin
lider pozisyonunda olup olmadigmi etki biiylikliigi olarak orta derecede
yordamaktadir ve, Kosullu Muhakeme Testi 6z-beyana dayali yonetme motivasyonu
ve kisilik 6zelliklerinin iizerinde artan gegerlik saglamistir. Ayrica, yapisal gecerlik
kapsaminda, doniistiiriicti liderligi 6lgen Kosullu Muhakeme Testi ¢alisanlarin lideri
icin verdikleri dontstiiriicii liderlik degerlendirmeleri ile orta biiylikliikte anlamli
korelasyon gostermistir ve liderlerin 6z beyana dayanan doniisiimcii liderlik algilari,
kisilikleri ve yonetme motivasyonlarinin iizerinde artan gecerlik saglamistir. Bu
calisma, gizil kisilik 6l¢timii ile ilgili literatiire ve liderlik potansiyelinin dl¢iilmesine
katki saglamaktadir.

Anahtar kelimeler: kosullu muhakeme testi, liderlik, donustiiriicii liderlik

Vii



To The Most Valuable Person In My Life My Daughter Duru DEMIRAN,
and My Dearest Husband Volkan DEMIRAN

and My Beloved Parents Kadriye and Mehmet TUNCA and My Sisters

viii



ACKNOWLEDGEMENTS

First of all, I would like to express my sincere appreciation to my thesis
advisor Assist. Prof. Dr. Yonca TOKER for her continuous support, suggestions,
criticism and guidance through the study. | appreciate her for being with me
whenever | need her. She always encouraged me to continue to study whenever |
found myself in trouble. Without her invaluable support and supervision, all my
efforts could have been short-sighted. She always believed me and enhanced my self-
esteem with her sincere comments. | feel myself lucky for her affectionate friendly
attitudes towards me during the study.

| also would like to express my deep gratitude to my Co-Advisor Prof. Dr. H.
Canan SUMER. She is not only valued the quality of the study with her suggestions
and contribution but also being my role model in terms of professionality and
perfectionist attitude. | also wish to thank my examining jury members: Prof. Dr.
Reyhan Bilgi¢, Dr. Savas Ceylan for their valuable support, suggestions and
comments.

Secondly, I would like to express my sincere appreciation to my daughter
Duru Demiran, | was pregnant and gave birth during my study and she never rose
any difficulties. She always helped me with her calm and patience personality.
Furthermore, 1 would like to thank my dearest life companion Volkan Demiran for
his support in my hard times. He always encouraged and believed me not only in the
thesis process but also during my whole graduate study. Without his support, this
study would not be completed.

Many thanks also go to my parents Kadriye-Mehmet Tunca and Birgiil-Sahin
Demiran for taking care of my daughter throughout the study. Also, | wish to thank
my sisters Hilal Budaklier, Simay Tunca Erdim and Nilay Tunca for their
motivational and instrumental support.

My deep gratitude goes to my family and friends for being a great help in
finding participants to my study. I also would like to thank my ex-first line manager,
Esin Simsek and colleagues Birsen Ozge Sénmez and Ebru Akgiin for helping and

encouraging me to continue my graduate study.



Also, many thanks go to my faithful friends Yeliz Simsek Alphan, Pinar
Bozkurt Hiiyiiktepe, Ruhsar Colakoglu, Hande Kirag, Cigdem Erdemli, Giilgin
Haktanir and Elif Akdogan for their motivational support.



TABLE OF CONTENTS

PLAGIARISM ...t ii
ABSTRACT e 1\
OZ oot vi
DEDICATION ...t viii
ACKNOWLEDGEMENTS ...ttt IX
TABLE OF CONTENTS ..ottt Xi
LIST OF TABLES ..ottt ettt XV
CHAPTER L.ttt ettt et e beeanne s 1
1. INTRODUCTION ...ttt sttt nnee s 1
1.1 OVEIVIBW ...ttt bbbttt bbb 1
1.2 LRAURISNIP ...t 1
1.3 Methods Of Leader ASSESSMENT ........ccoieiiirieieirie e 2
1.4 Conceptualization of Leadership .........cccocevveiiiiieiieieccceese e 4
1.5 Individual Differences Variables Associated with Leadership............cccc......... 6

1.6 Individual Differences Variables Associated with Transformational

LeaderSNID oo s 8
1.7 Need and Motive Correlates of Transformational Leadership...........cc.cccco.... 14
1.8 Problems with Self-report ASSESSMENTS..........cccviiiiriiieieree e 17
1.9 Implicit Personality and ASSESSIMENTS..........ccovirireririeieriene e 20
1.10 Conditional Reasoning Test APProach ..........ccoccoveeieieiene s, 21

1.10.1 FOrmat 0f the CRT .....cooiiieieeeee s 22

1.10.2 Validities of the Conditional Reasoning Measures.............cc.cceevvvenene. 23
1.11 Conditional Reasoning Measurement System for Leadership...................... 26

xi



1.11.1 Rationale for Developing a CRT Measure for Assessing

Transformational Leadership and Related Justification Mechanisms............... 27
CHAPTER T oot 32
2.IMETHOD ... 32

2.1 Development 0F the CRT .....ociiiicee e 32

2.1.1 Identifying CRT Stems from Literature Exam Questions and Factual

INFOIMALION ... 32
2.2 Pre-Studyl: Collecting Critical INCIAENTS ..........ccccvviiiiieieic e, 33
2.2. 1 PArtICIPANTS ...ttt bbbt 33
2.2.2 Instrument and ProCEAUIE. ..........ooiriiiiererie e 33
2.2.3 RESUIES ... 34
2.3 Pre-Study2: Construct validation of CRT ........cccoveiiiiii i, 36
2.3. L PArtICIPANTS ...ttt 36
2.3.2 Instrument and ProCeAUIE. .........coeieiriieisieeieee e 37
2.3.3 RESUILS ... e 37
2.4 MAIN STUAY ...ttt e te e reenre e 38
2.4.1 PartiCIPANTS .......eiviiiecie ettt sttt nre s 38
2.4.2 PrOCEAUIE ...ttt ettt 39
2.4.3 IMBASUIES. ...ttt 39
2.4.3.1 Conditional Reasoning Test to Assess Leadership Proclivities ......39

2.4.3.2 Multifactor Leadership Questionnaire 5X (MLQ-5X) (Avolio, &

BaSS, 1995) ... i iiieieiie et et nnes 40
2.4.3.3 Motivation to Lead (MTL) (Chan, & Drasgow, 2001) ................... 41
2.4.3.4 Big Five Inventory (BFI) (Benet-Martinez, & John, 1998)............ 41
CHAPTER Tttt snee s 43
S RESULTS . ettt b e b e nn e nne e 43



3.1 Data cleaning and SCrEENING........eiuerierrerieriiriesieseee e 43

3.2 Factor Analyses of the Scales, Descriptive Statistics, and Correlations......... 43
3.3 Investigation of the Research QUESHIONS ..........ccocveieiienieiesee e 50
3.3.1 Criterion-related validation of CRT-L ........ccccooeiiiiiinineeeeceee 50
3.3.2 Construct validation 0f CRT-TL ......ccccooiiiiiieiienieisesesre e 53
3.4 Noteworthy Correlations of Study Variables..........c...cccooveviiieiiiiiiic e 56
CHAPTER IV <ot 57
A.DISCUSSION ... 57
4.1. Investigation of the Research QUESLIONS ..........c.cccveveiieieeie s, 57
4.2 Strengths of the StUAY ........cccoooviiiiii e 62
4.3 Limitations of the Study and Future SUQQESLIONS ..........ccccevveierinininieiee 64
REFERENGES ...ttt bbbt 66
APPENDICIES ...ttt ettt e e nnne s 77
Appendix A: Justification Mechanisms for Achievement Motivation ................. 77
(JAMES, 1998) ...ttt bbbt 77
Appendix B : Justification Mechanisms for Aggression (James, 1998)................ 78

Appendix C: Justification Mechanisms for Power (Leadership) (James, &

0T ST =] (o] R0 SOOI 80
Appendix D: Interview Form for Collecting Critical Incidence.............cccccuee...... 83
Appendix E: Interview Form For Cognitive Lab Studies.............ccccoevvevieiveennenn, 85
Appendix F: Cognitive Lab TapeS .......ccccvveieiieceee e 86
Appendix G: Cognitive Lab FreqUeNCIES..........ccccoviiiiiriiiiiiese e 97
Appendix H: Demographic Information for Leaders..........c.cccoeovovnvncinincnennnn. 98
Appendix I: Demographic Information for Subordinates .............ccccoeoniieinnn. 99
Appendix J: Sample Questions From Generated CRT QUESLIONS ............ccvenee. 100

Xiii



Appendix K: Big Five Inventory (BFI) by Schmitt, Allik, Mccrae, & Benet-

MaItINEZ (2007) ..veiveeieeie ettt sttt sre et ereesreense e 101
Appendix L: Motivation to Lead (MTL) by Chan and Drasgow (2001) ............ 102
Appendix M. Licence of MLQ-5X .......cccciiiiiiiiiiie e 104
Appendix N. TUrkish SUMMArY .........ccccoeiiieiicecc e 105
Appendix O. Tez Fotokopisi 1zin FOrMU .........cccoeveviviviriiriieeeeeeeeeeeeenns 120

Xiv



LIST OF TABLES

Table 1. Leadership and Related Personality Characteristics ..........c.cccevvviveiviinnnnnn. 11
Table 2. Transformational Leadership and Related Personality Characteristics ....... 12

Table 3. lllustrative Conditional Reasoning Questions for Measuring Aggression

(James, Mclntyre, Glisson, Green, Patton, LeBreton, Frost, & Russel, 2005)........... 23
Table 4. Transformational Leadership and Related Justification Mechanism........... 30
Table 5. Descriptive Statistics of Study Variables............ccccooeiiiiiiiiiieee, 46

Table 6 . Correlations of Study Variables Based on Leader’s Ratings and Aggregated
FOIHOWET RALINGS ...ttt 48

Table 7. Hierarchical Logistic Regression Analysis of CRT-L Over MTL and

Related Personality Variables Assessed in the Prediction of Position....................... 52

Table 8. Hierarchical Regression Analysis Testing the Predicting Power of CRT
Over BFI (Extraversion and Neuroticism), MTL (Affective Identity ) and MLQ
ASSESSEA DY LEAUEKS. ...ttt bbb 55

XV



CHAPTER |
INTRODUCTION

1.1 Overview
The aim of the current study is to assess transformational leadership proclivities
based on the Conditional Reasoning Test approach (CRT; James, 1998). Several
CRTs have been shown to have superior criterion-related validities as compared to
the self-report counterparts of the same constructs (James, & Mazerolle, 2002). The
CRT is a relatively new implicit assessment system that is used to identify the
justification mechanisms (i.e. cognitive biases) indicative of specific motives which
underlie personality (James, 1998). People try to produce sensible explanations for
their behaviors because they want to believe their behaviors are justified, which is to
say are rational or sensible in contrast to irrational and foolish (James, & Mazerolle,
2002; Kunda, 1990). For that purpose, people rely on reasoning processes for
justifying their choice of behaviors or decisions, and this reasoning process is
referred to as ‘justification mechanisms’. People with different personalities have
different justification mechanisms. In order to test the transformational leadership
style, the underlying personality tendencies and motives were investigated through
conditional reasoning test. First the literature on leadership and how leadership
proclivities are related to certain motives and personality styles are reviewed.
Specific cognitive biases are identified based on this literature and were utilized in
developing the CRT-Transformational Leadership measure.
1.2 Leadership

Modern-day organizations need to achieve higher level of performance in
order to struggle with high demands of the competitive global market and traditional
organizational bureaucracy. Organizational power is not sufficient to meet the needs
of today’s market because traditional organizations seem to be inflexible in terms of
delivering goods and services at the expected level of speed and quality. Therefore,
organizations reorganize their standards and departments to change the work
environment with an aim to meet the needs of modern technology. Changing norms

about proper behavior that result from the changing structure, working standards and
1



employment policies often challenge or take a stand against present cultures
(Cartwright, 2003).So, many organizations see effective leaders in the organization
as a competitive advantage and invest money to leader development programs
(Training, 2005; Vicere, & Fulmer, 1998). Organizations also integrate leadership
assessments into their selection systems to hire people who have leadership abilities
as it is claimed that the contribution of leaders to the organization is high and they
can increase profitability (Northouse, 2010).

1.3 Methods of Leader Assessment

A leader in an organization can be selected in a number of ways that includes
appointment by high authorities, simple rotation or democratic election, leaderless
group discussion, cognitive ability test, personality tests, structured interviews and
simulations (Hogan, Curphy, & Hogan, 1994; Pandey, 1976). Goldman, Bolen and
Martin (1961) studied the election and appointment methods of leaders and they
found that groups with appointed leaders performed more poorly than groups with
non-appointed leaders in which the leader emerges in the group. In addition, the
effect of leadership selection methods on group performance was investigated by
Goldman and Fraas (1965). The selection procedures were (1) electing the leader
based on group vote, (2) selecting the leader in terms of their ability to perform the
group task, (3) selecting the leader randomly by the experiment, (4) no leader was
appointed. According to the results, performance was best when a leader was
selected in terms of ability to perform the group task followed by when a leader was
selected by a group, when a leader was selected randomly by the experimenter and
lastly the no leader group condition.

The other leader selection method is leaderless group discussion (LGD)
which is a technique generally used for studying leader emergence and leadership
potential. According to Howard (1997) LGD has been an integral part of assessment
centers and it has been used for leader selection for over 60 years. In LGD, a group
of people which is generally composed of job candidates and team members come
together and discuss a problem to solve it. The important thing is that no leader is

appointed to these discussion groups. During the discussion, candidates exchange
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their ideas, interact with each other and this situation creates an opportunity to
assume a leadership position in the group. Also, trained observers observe and rate
each participant in terms of their leadership potential and also rate the naturally
emerging informal leader in the group. Furthermore, sometimes group members rate
each other’s emergent leadership behaviors (Ensari, Riggio, Christian, & Carslaw,
2011).

Furthermore, in order to select successful leaders, psychologists measure
cognitive ability and personality, apply structured interviews, and use simulations in
assessment centers (Papadopoulos, 2012; Hoffman, Woehr, Maldagen-Youngjohn, &
Lyons, 2011; Hogan, Curphy, & Hogan, 1994). On the other hand, Hogan et al.
(1994) stated that these assessment methods are not used by many organizations
because organizations may be unaware or reluctant to use psychological devices.
Many organizations including academic departments, petty officers, shop
supervisors, military and sergeants in the protective services select leaders from their
workforce. For example they choose a first-line supervisor as a leader according to
their technical talents, not based on their leadership skills. In other words, someone
whose performance is high compared to others in the department is chosen as the
leader. With such claims, the question of why psychologists are not participating
more in leader selection arose. Among the potential reasons as to why organizations
do not make use of scientific selection methods, Hogan et al. (1994) stated that (1)
investigator’s empirical research results are too narrow that practitioners think it is
irrelevant for practice, (2) researchers are too careful about generalizing beyond their
findings that they look like having nothing to say, (3) organizations think that
psychologists’ service would cost them more than a poor selection decision, (4)
psychologists’ status is low for their views to be considered, and (5) psychologists
are generally unaware about political realities enclosing selection.

Even though organizations do not make fair use of the scientific selection
methods, psychological research has shown that specific cognitive and personality
variables are associated with leadership emergence and effectiveness (e.g. Bartone,
Snook, & Tremble, 2002, Bass, 1990; Judge, Bono, llies, & Gerhardt, 2002; Stogdill,
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1948). For example, Rotem, Schneider, Wasserzug and Zelker (2008) showed that
the personality dimensions of attentiveness, assertiveness, interpersonal skills,
managerial skills, patience, conflict management, maintaining a broad organizational
perspective, adopting and leading change, professional knowledge, and charisma
were rated as important predictors of effective nursing leaders. Bartone et al. (2002)
investigated the association between cognitive variables and effective leadership
where cognitive variables were specified as spatial judgment, college entrance exam
scores, problem solving, social judgment skills, and logical reasoning. Their analysis
yielded significant correlations between effective leadership and college entrance
exam scores, social judgment and logical reasoning, but with small effect sizes (r
range = .07 to .12).

Moreover, in the meta-analytic study of Hoffman and colleagues (2011), 25
individual differences variables related to effective leadership behavior were
investigated. They grouped 25 individual differences into two categories of
personality-and-intelligence and knowledge—and-skills. According to the results of
the study, personality-and-intelligence (p = .27) and knowledge-and-skills (p = .26)
all had approximately the same effects size. Furthermore, large correlations were
found between leader effectiveness and charisma, decision making, management
skills, problem solving skills, and interpersonal skills which ranged from .30 to .57.

Researchers investigating the personality trait theories of leadership seek to
solve the two questions of what traits differentiate leaders from followers and what
the size of those differences are (Bass, 1990). Early research suggested that
leadership emergence and effectiveness were poorly predicted by personality
(Stogdill, 1948). However, recent studies claimed that personality traits explained a
significant portion of the variance in leadership (e.g., Ensari et al., 2011; Judge et al.,
2002). The next section provides a review of the nature of leadership, followed by its
correlates including personality.

1.4 Conceptualization of Leadership

In an effort to capture the varying personality correlates of leadership

emergence and/or effectiveness, one would benefit from looking at different



conceptualizations of leadership. There are different ways to explain leadership
(Shertzer & Schuh, 2004). For example, according to Northouse (2010), leadership is
a process in which a person affects a group of individuals in order to accomplish a
common goal. Furthermore, Hogan et al. (1994) claimed that leadership is a process
all about making other people believe in putting aside their self-interests and chase a
common goal that is important for group success.

Political scientist Burns (1978) stated that “leadership is one of the most
observed and least understood phenomenon on earth” (p.3). There are many studies
that investigated the leadership concept and its’ effects on organizational outcomes.
Trait and contingency theories (Fiedler, 1965), normative decision theories (Vroom
& Yetton, 1973), behavioral and managerial approaches (Lippitt & White, 1943;
Stogdill, 1963), leader-follower exchange theories (Danserau, Graen, & Haga, 1975),
transactional and charismatic leadership studies (Bass, 1985) are among different
leadership models or conceptual frameworks. Furthermore, leadership is a topic
studied not only in psychology, but also in other disciplines, such political science,
theology, education, history and philosophy, and each discipline has its unique
contribution to our understanding of the phenomenon of leadership. Different study
designs such as qualitative and quantitative studies that included case studies,
laboratory experiments have been conducted in understanding leadership (Klenke,
1993).

A review of the recent literature on leadership would indicate that
transformational leadership has received considerable research attention, largely due
to consistent results suggesting its effectiveness in terms of employee well-being
(Barling, Slater, & Kelloway, 2000; Bass, 1985;). The concept transformational
leadership was first investigated by Downton (1973) and then the concept was
further developed by Burns (1978). In his book, Burns divided political leaders into
two categories that were transformational and transactional leaders. He claimed that
transformational leadership was more than the compliance of followers, and that it

included understanding the needs, values and beliefs of the followers. On the other



hand, transactional leadership emerges when leaders have an opportunity to
cooperate with their followers to get something valued.

Bass (1985) carried Burns’s leadership styles into the organizational
management literature and investigated these two types of leadership styles more
deeply. According to Bass (1985), transformational leaders try to improve
colleagues’, subordinates’, followers’ or clients’ awareness about their goals. He
further claimed that this enlightenment would occur with a leader who has vision and
self-confidence. Also, he claimed that transformational leaders do not choose popular
beliefs, but they rather argue with other people for what they believe to be right or
good for the followers. On the other hand, he explained transactional leaders as
leaders who try to improve and maintain the quality and quantity of performance.
Transactional leaders give something to followers that they want and in turn they
expect something from their followers.

Bass (1985) proposed a model in which transformational leadership was
explained with four dimensions which were idealized influence, inspirational
motivation, intellectual stimulation and individualized consideration. In idealized
influence the transformational leader behaves as a role model for the followers and
followers admire, respect and trust the leader and try to behave like the leader.
Inspirational motivation was conceptualized as motivating followers with behaviors
which results in resurgence of the team work, enthusiasm and optimism. Intellectual
stimulation was defined as supporting followers to be innovative by encouraging
them to question the accepted opinions. Leaders get together with followers to find
solutions to problems. Finally, individualized consideration was conceptualized as
understanding and accepting individual differences, behaving like a coach, and trying
to deal with each follower’s needs separately (Bass, 1998).

1.5 Individual Differences Variables Associated with Leadership

Judge et al. (2002) meta-analytically reviewed trait correlates of leadership
based on 222 correlations from 73 samples using the Five-Factor model of
personality (Costa & McCrae, 1985) as an organizing framework. The strongest

correlate of leadership was extraversion (p = .31), followed by conscientiousness,
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neuroticism, openness to experience and agreeableness with the magnitude of
correlations ranging from .08. to .28. Neuroticism (p = -.24) negatively correlated
with leadership. In addition to these, the authors also meta-analyzed the relationship
between lower-order personality traits (i.e., facets) and leadership and they found
that leadership moderately correlated with dominance, sociability, achievement,
dependability with the correlations of .37, .37, .35 and .30 respectively, and found
small correlation for self-esteem and locus of control which were .13 and .19 (See
Tablel).

In the meta-analytic study of Hoffman et al. (2011), moderate correlations
with dominance and creativity which were .31 and .35 and smaller correlations for
energy, honesty/integrity, achievement motivation, self-confidence, oral
communication and written communication ranging from .24 to .29 were reported.

Furthermore, Ensari et al. (2011) meta-analyzed individual differences as
predictors of leader emergence in 45 studies utilizing leaderless group discussions
(LGD). They found that the relationship between leader emergence in LGD was
significantly predicted by authoritarianism, creativity, masculinity, extraversion and
intelligence (Fisher’s z ranged from .32 to .39) and by the trait of antagonism,
conscientiousness, leadership experience/potential, openness to experience, self-
esteem/efficacy, social skills and emotional stability (Fisher’s z ranged from .12 to
.20). No significant relationships were found with agreeableness, femininity or
neuroticism.

In O’Connor and Jackson (2010)’s study there were four different tasks in
which each task was designed to reveal and measure the specific leadership
dimensions of initiating structure, high consideration, non-aggressiveness,
persuasiveness and also production rate. Each participant rotated through the
different tasks and group members rated each other on “emergent leadership” in
each task separately. Finally, it was found that leader emergence was independent
from specific tasks indicative of leader’s various behaviors or productivity; however
a significant portion of variance in leaders’ emergence was explained by the

personality characteristics of harm-avoidance and cooperativeness. To sum up, the



researchers claimed that regardless of the specific situation or task some people tend
to appear as the leader based on their personality characteristics.
1.6 Individual Differences Variables Associated with Transformational
Leadership

In the literature, researchers examined the relationship between
transformational leadership and personality. For example, in the study of Judge and
Bono (2000) extraversion (B = .15) and agreeableness (B = .23) positively predicted
transformational leadership effectiveness and openness to experience (r = .20) and
transformational leadership effectiveness correlated significantly; however no
significant relationship was observed with neuroticism and conscientiousness. In
addition to these, when facets of Big Five dimensions were investigated, it was found
that three facets of extraversion which were assertiveness, positive emotions and
activity, four facets of openness to experience feelings which were feelings, actions,
ideas and values, and finally four facets of agreeableness which were trust,
straightforwardness, altruism and tender-mindedness significantly correlated with
transformational leadership with the correlation coefficients ranging from .13 to .17.

Furthermore, Bono and Judge (2004) meta-analyzed the relationships
between the five factors of personality and ratings of transformational leadership
behaviors. In their investigation of the dimensions of transformational leadership,
they combined idealized influence and inspirational motivation which they labelled
as charisma. According to the results of the study, extraversion (p = .22) and
neuroticism (p = -.17) were related to charisma. Also, agreeableness (p = .21) and
openness to experience (p = .22) were related to charisma, however their credibility
values included zero. Furthermore, it was indicated that intellectual stimulation was
related to extraversion (p =. 18) and neuroticism (p =-.12). Similar results were found
for individualized consideration with extraversion (p =. 18) and neuroticism (p =-
.10). Finally, extraversion (p = .24) and neuroticism (p=-.17) were related to the
composite of transformational leadership dimensions.

Aside from the Five Factor Model of personality, Van Eeden, Van Cilliers,
and Van Deventer (2008) found that transformational leaders had high scores on
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traits related to influencing others, assertiveness, willingness to express themselves
and taking the lead. Also, they found that, transformational leaders were open to
suggestions, involved others in decision making and they questioned the majority
decisions. In addition to these Yukl and Van Fleet (1992) claimed that effective
leaders are high in energy, stress tolerance, integrity, emotional maturity and self-
confidence.

Dubinsky, Yammarino, and Jolson (1995) investigated the personal
characteristics related to the dimensions of transformational leaders and found small
and significant correlations between behavioral coping and inspirational leadership (r
= .29) and between risk taking and charismatic leadership (r = .25). Furthermore,
Hartog and Belschak (2012) studied the relationship between job autonomy, self-
efficacy and transformational leadership. They described job autonomy as a
personality characteristic in which people seek alternative ways to perform the task,
take more responsibility and have direct influence on the outcomes. According to the
results transformational leadership significantly correlated with self-efficacy (r = .21)
and job autonomy (r =. 40). Moreover, Peterson, Walumbwa, Byron, and Myrowitz
(2009) indicated that transformational leaders among CEOs of high-tech companies
showed behaviors related to hope, optimism and resiliency.

In addition, transformational leaders’ personality was investigated by Khoo
and Burch (2008) to see whether or not such leaders demonstrate aberrant personality
tendencies that are also known as the “dark side of leadership”. They indicated that
transformational leadership could be predicted by colorful-histrionic personality (5
=.44), inversely by avoidant personality (# = -.35), and inversely by narcissistic
personality (f# = -.32). That is, transformational leaders have a tendency to be
expressive, animated and dramatic, have a desire to be the center of attention; do not
take the risk of not being liked by others; and do not overestimate their capabilities,
do not show unusual self-confidence. Similar to these, Resick, Whitman,
Weingarden, and Hiller (2009) found that narcissism (r = -.50) and core self-
evaluations (r = .52) significantly related to transformational leadership. According
to their claim, people who are high on core-self-evaluation have a positive outlook
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and believe that they can control the things that happen and are responsible for their
actions, thus they can easily motivate their followers by creating a vision and in the
light of that vision all people work together with confidence. It appears that,
transformational leaders display healthy and desired personality characteristics, in
addition to being attention seekers.

To sum up, it has been concluded that extraversion and its facets which were
assertiveness, positive emotions and activity were the most powerful predictors of
transformational leadership, followed by neuroticism. Furthermore, other than the
five factor model variables, self-efficacy, self-confidence, core-self evaluations, high
energy, stress tolerance, integrity, and emotional maturity were indicated as the
personality characteristics for transformational leadership. Surprisingly, histrionic,
avoidant (negatively) type personalities which were generally assumed as personality
disorders were found strongly related to transformational leadership (Table 2). Also,
in the current study it is assumed that not only personality affects transformational
leadership but also people’s motives and needs play a significant role to understand

transformational leadership which is discussed in the following section.
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1.7 Need and Motive Correlates of Transformational Leadership

McClelland linked personality characteristics to peoples’ needs and described
a leadership motive pattern in order to understand the effective managers who
occupy top positions in organizations. In McClelland and Burnham’s (1976) study
researchers applied the Thematic Apperception Test (TAT) to managers and then
scored their written stories to shown pictures and found that successful managers
showed similar motives. According to this leadership motive profile an effective
leader has to be high in the need for power (n Power) that is the leader wants to be a
decision maker and influence all final decisions and other people. The effective
leader has to be low in the need for affiliation (n Affiliation). Leaders who are low in
n Affiliation make critical decisions without worrying about being disliked by their
followers. According to this view, self-control is important because in order to
maintain the rules and regulation of the organization, leaders have to be concerned
with the organizational system. The other need is need for achievement (n achieve)
and people with high and moderate n Achievement try to develop themselves to
perform better and not force other people to do better. However, it was found that, n
for Achievement is successful in small businesses and not for big companies,
because people with the need for achievement try to enhance their personal gains and
this personal achievement results in business success in small companies. However,
transformational leaders in big companies generally do not show n Achievement
because leaders in big companies do not only enhance personal success, but also try
to increase the group gain. In other words, their basic aim is to enhance group
performance not personal performance.

The final motive is activity inhibition which means people try to achieve
organizational goals by following rules and procedures rather than concerning their
personal goals and it was claimed that being high in activity inhibition is related to
effective leadership. To sum up, according to the Leadership Motive Pattern (LMP),
the predictors of successful leaders were high Power motivation (n Power), low

Affiliation motivation (n Affiliation) high Activity Inhibition (A.l.) and moderate
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Achievement motivation (McClelland, 1975; McClelland & Boyatzis, 1982;
McClelland & Burnham, 1976, McClelland, Koestner & Weinberger, 1989).

Also, McClelland and Burnham (1976) investigated what makes or motivates
a good manager and they found that even though common sense suggests that n
Achievement leads people to behave in a way of an effective manager, high n
achievement motivate people to do something for their own success and expect
short-term feedback on their performance to see how well they are doing. However
effective leaders have to do more than this; they have to influence others and create
an environment in which all people are willing to perform for the organization. In
light of these arguments they claimed that n power is a stronger motivational factor
for effective leaders because, people who have high n power have a desire to be
strong, have an impact and influence on others. Furthermore, authors emphasized
that low n affiliation and high activity inhibition are important motivational factors
for effective leaders. Moreover, Foti and Hauenstein’s study (2007) yielded similar
results; they found significant relationship between dominance, which is the most
important component of power, and leadership emergence and leadership
effectiveness.

Furthermore, Fisher (2009) investigated effective leaders’ characteristics and
claimed that managers and leaders who want to be successful should try to realize
employee needs and motives and suggested opportunities to do so. These personality
variables were thought as related to activity inhibition. Similarly, House, Spangler
and Woycke (1991) investigated the needs of achievement, power, affiliation and
activity inhibition in relation to the performance of the US Presidents. In the study,
historians rated each of 31 US Presidents in terms of their needs and motives.
According to the coders’ perceptions, significant correlations between needs and
leader performance were reported, for example n Power (r = .52) and Activity
Inhibition (r = .39) positively and Affiliation (r =-.37) negatively related to
Presidents’ performance. Also, although they did not find a significant relationship

with n Achievement and Presidential performance, they found a significant negative
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relationship with presidential charisma, presidential direct action, presidential social
performance which ranged from -.19 to -.21.

To sum up, the findings reported above concerning needs are related to the
concept of leadership in general and not specifically to transformational leadership.
When the concept of transformational leadership is investigated deeply, it could be
expected that n Achievement is not related to transformational leadership because as
mentioned before n Achievement is a motive that generally motivates people to
behave in a way of an effective manager, these types of leaders generally care about
their personal success. However, for transformational leaders their group’s well-
being has priority. Similarly, low n Affiliation which is related to effective leadership
in general is not thought to relate to the concept of transformational leadership as
transformational leaders are interested in their followers’ problems and they do not
want to lose followers’ motivation by behaving in a non-emphatic manner. When the
definitions of n Power and Activity Inhibition are investigated, it makes sense that
these motivational factors would also relate to the transformational leadership
concept because transformational leaders want to be decision makers, influence other
people and also achieve organizational goals by following rules and procedures
rather than concerning their personal goals (McClelland & Burnham, 1976).

Such motives have also been shown to be correlated with personality traits.
According to Costa and McCrae (1988), the Big Five personality factors and facets
are related to Murray’s (1938) needs; for example they found that extraversion was
significantly correlated with change, dominance, exhibition, nurturance, play,
sentience, affiliation, and desirability (r range = .32 to .62) and extraversion’s facet
of assertiveness is significantly correlated with dominance, exhibition, achievement,
and desirability (r range = .34 to .64). Also activity correlated with dominance,
endurance, exhibition, achievement, and desirability (r range = .23 to .37)
Furthermore, openness to experience significantly correlated with change, sentience
and understanding (r range = .40 to .55) and its facets of actions was related to
change (r = .56), ideas was related to achievement and understanding by .38 and .67

respectively. Finally, conscientiousness was positively related to achievement,
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endurance, order and display (r range = .42 to .60) and was negatively related to
impulsivity (r = -.39). Such associations emerged as needs direct behaviors and
explain traits (Murray, 1938). The needs of dominance (power), exhibition, activity
inhibition, and achievement also related to McClelland’s leadership motive profile
(James, & Mazerolle, 2002). It appears that the personality factors of Extraversion,
Openness, Conscientiousness that are correlates of leadership in general (and
Extraversion as a consistent correlate of transformational leadership specifically) are
expressions of the needs that underlie leadership as well.

To conclude, in the light of the available empirical evidence, extraversion and
openness to experience appear to be related to effective leadership and also these
personalities are related to Murray’s needs of power, dominance, exhibition, display,
and change. When the common threads to the personality and motive correlates of
leadership are identified together, McClelland’s needs of high n Power and high
activity inhibition appear to be important motivators for transformational leadership
together with motives for change and exhibition. Thus, drawing from the literature
on the Big Five correlates, aberrant personality correlates, and motives that are
discussed above in relation to transformational leadership in particular and
occupying leadership positions in general, we identified the following motives and
justification mechanisms: Power motive with the JMs of Power Attribution Bias,
Agentic Bias; Activity Inhibition Motive, Change Motive with the JMs of
Positive/Negative Connotation of Change, Efficacy and Personal Responsibility
Inclination Bias and Identification with Change Initiators, and Exhibition Motive.
These motives are described in details in the following section 1.11 but before that,
problems with self-report assessments are discussed to show why the literature needs
new implicit measures to assess personality.

1.8 Problems with Self-report Assessments

Most aforementioned results are based on self-report assessments of
manager’s personalities and leadership style which yielded modest correlations with
criteria at best. Self-report assessments are open to intentional or unintentional

response biases. Response bias has become a highly controversial topic in
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psychological measurement after 100 years of debate. In order to understand the
critics about response bias, definitions of some important constructs such as positive
impression management, negative impression management are given below.

According to the McGrath, Mitchell, Kim, and Hough (2010) response bias is
responding inaccurately to an indicator in a consistent manner which results in
systematic error in prediction. The motivation behind response bias depends on
positive impression management and negative impression management. Positive
impression management (PIM) is defined as not reporting the implicit tendencies that
relate to negative attributes. Positive impression management is also known as
“socially desirable responding”; “impression management”; ‘“underreporting”.
Negative Impression management (NIM) refers to answering questions in an
abnormal manner that aim to present substantive indicators of negative attributes or
show themselves as having some psychological problems. Negative impression
management is also known as “faking bad”, “over reporting”. According to McGrath
et al.’s investigation the studies that included objective criteria yielded a suppression
or moderation effect of social desirability on criterion-related validities.

Personality questionnaires in particular and self-report measures in general
are criticized because if participants are intended to generate a particular impression
of them, they intentionally can fake their answers. In their meta-analytic study Ones
and Viswesveran (1998) found that if participants were instructed to fake the
personality test, subjects can enhance their scores by over .50 standard deviations on
personality measures. Krahe, Becker, and Zollter (2008) examined whether or not
response distortion occurs without explicit instructions in the light of a specific
personality profile that is necessary for being admitted to a specific job. They found
that participants unintentionally distort the response on the personality questionnaire
according to the demand characteristics of simulated job requirements without any
explicit faking instruction. Moreover, they claimed that standard personality scales
such as the NEO-PI-R could be easily distorted to the extent that examinees can
perceive the required qualifications of the test-taking situation. In their study, they

designed two experiments in which they made extraversion a salient personality
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characteristic in the test condition by demonstrating a film and a text priming
“extraverted” characteristics. In these studies they utilized the job description of a
journalist as the stimulus. They found that exposure to an “extraverted-prime”
enhanced self-ratings of extraversion in comparison to the no-prime control
condition. In addition, no such rating distortion was observed for the other four
personality factors of agreeableness, neuroticism, openness and conscientiousness.
To sum up, individuals presented themselves more extraverted in the personality
scales when they were exposed to a situational cue that activated their extraversion-
related schemas. According to Krahe and Hermann (2003) similar unintentional
response distortion primed by the situation was replicated in another study focusing
on the conscientiousness factor.

Stark, Chernyshenko, Chan, Lee, and Drasgow (2001) compared scores on
the 16 PF scales across samples of job applicants and non-applicants. They found
that the distributions of scores for the applicant group were shifted towards the
higher end for the subscales of conscientiousness and emotional stability as
compared to the non-applicant group. Differential item functioning (DIF) analysis
also revealed differences on the ‘location’ parameter across the applicant and non-
applicant groups. They found that individuals who apply for a job scored higher on
Conscientiousness and Emotional Stability personality scales which generally
correlate positively with job performance.

Furthermore, Densten and Sarros (2012) investigated the relationship between
impression management and leadership behaviors in 635 Australian CEOs. They
showed that leaders responded to the self-report leadership scales in a socially
desirable way and in order to test their claim, they distributed self-report
Transformational Leadership Inventory and Leader Reward and Punishment
Questionnaire to measure self-reported leadership behaviors and the Marlowe-
Crowne Social Desirability Scale to measure social desirability. Results revealed that
self-deception and impression management significantly predicted self-reported
leadership behaviors. Self-deception was a unique predictor for the self-reported
leadership behaviors related to fostering the acceptance of group goals, providing an

19



appropriate role model, intellectual stimulation, providing individual support and
contingent reward (p range = .10 to .14) . Also, impression management scores
significantly predicted three self-reported leadership behaviors, which were fostering
the acceptance of goals, providing individual support, and contingent punishment (
range = .09 to .19).

To conclude, self-report assessments have some validity and reliability
problems and in order to solve these problems some implicit assessment methods
have been developed to measure individual differences and used in organizational
contexts. Two of these methods The Thematic Apperception Test assessing motives
and Conditional Reasoning Tests (CRT) are described below together with a review
on the format and validities of CRT questions.

1.9 Implicit Personality and Assessments

Generally, it was assumed that social behaviors operate under conscious
control but now so much evidence supports the claim that social behavior generally
involves activity with an implicit or unconscious manner (Greenwald & Banaji,
1995). Greenwald and Banaji (1995) defined implicit cognition as an implicit
construct (e.g. Attitude) which is the introspectively unidentified (or inaccurately
identified) trace of past experience that mediates a response. They also claimed that
implicit cognitions and self-reported (conscious or explicit) cognition are different
from each other. In order to measure these implicit cognitions, indirect measurements
are theoretically necessary because indirect measurements do not inform the
applicants of what is being assessed (Greenwald & Banaji, 1995). McClelland,
Koestner and Weinberger (1989) claimed that implicit motives are not under the
control of our cognitive processes; they are more primitive in nature and emerge
from affective experiences, whereas self-attributed motives are under our conscious
control and they are open to being evaluated cognitively. The implication is that
assessing implicit motives would avoid response distortions in personality
assessments.

Thematic Apperception Test (TAT; Morgan & Muray, 1935) is a projective
test in which the person is presented with a set of pictures and asked several
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questions that would lead the person to make up stories. The person makes
comments for each picture by writing stories and then the examiner evaluates each
picture to determine the dominant motive. The TAT has been extensively used to
assess the implicit needs of achievement, power, and affiliation (McClelland &
Boyatzis, 1982; Van Emmerik, Gardner, Wendt, & Fischer, 2010). However, the
meta-analytic review by Spangler (1992) yielded a small criterion-related validity (p
=.17). Another criticism to using TAT is its scoring as it depends on the practioner’s
subjective evaluations and the time it takes to administer and score (Jacobs &
McClelland, 1994).

In sum using explicit self-report personality assessments are prone to
response distortion and projective tests such as the TAT yield small validities,
comparable to those of self-report assessments which render the time consuming use
of TAT inefficient. In the current study, the Conditional Reasoning Test (CRT;
James, 1998) approach of assessing implicit motives, which has yielded larger
validities as compared to self-report measures or the TAT, is proposed as a means to
assess potential transformational leadership. The CRT is discussed in the following
section.

1.10 Conditional Reasoning Test Approach

According to James (1998) people are motivated to know that their choice of
behaviors are justified, rather than being irrational and so people try to justify their
behaviors and give supportive explanations to their behavioral choices by using
various reasoning strategies. The reasoning processes people employ are known as
justification mechanisms (JMs). JMs can be used to capture people’s dispositional
inclinations. The choice of a behavior is generally the product of implicit motives
such as the motive to achieve and people with different motives use different JMs to
rationalize their behavior. James and Mazerolle (2002) claimed that justification
mechanisms are shaped by implicit biases that help people to shape, define, and give
meaning to their perceptions, evaluations, considerations and expectations in order to

adapt to their environment.
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According to James (1998), people with different dispositional characteristics
show different reactions. For example, some people are motivated to achieve and
some people are motivated to avoid failure. According to their motivation they show
different JMs. The differential reasoning process which is conditional on their
underlying motives is called “conditional reasoning”. To sum up Conditional
Reasoning test is a new instrument that is used to understand underlying latent
motives by assessing the particular beliefs (JMs) that individuals use to rationalize or
justify their choice of behaviors.

1.10.1 Format of the CRT

The format of the test was proposed by James (1998) and the main idea of the
test is capturing the JMs of the underlying motive in question by engaging the test
taker in a reasoning process (i.e. aggression, achievement motivation). CR questions
are a type of inductive reasoning problem in which subjects are asked to arrive at a
conclusion from a set of options.

In general, CR questions are posed as inductive reasoning problems which
have four alternative answering options. One of the options is related to the
justification mechanism of the related construct such as achievement motivation.
Another option is related to the justification mechanism of the opposite end of the
related construct such as fear of failure or a logical option which does not indicate
any JM. The last two options are illogical response alternatives. When respondents
try to identify the rational and irrational statements, they assume that they use their
inductive reasoning skills however; in fact their reasoning is guided by their implicit
assumptions which also represent their motivational tendencies and personality
(James, 1998; James, Mclintyre, Glisson, Bowler, & Mitchell, 2004). An example of
a CR question measuring aggression is shown below. People who select Alternative
D in this example tend to distrust powerful entities, which represents a cue for
aggression as this alternative relates to the JM of hostile attribution bias.

James (1998) also proposed a scoring system for CRT questions in which
participants are given +1 for their choices tapping into the JM that measure a
particular motive (e.g. aggression) and -1 for choosing choices tapping into the JM
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that measure the opposite of the target motive (e.g. prosocial). Illogical choices
receive a score of zero. Scores on all questions are summed and high scores indicate
higher levels of the assessed motive (e.g. aggression) (James & Mazerolle, 2002).
Table 3: [lllustrative Conditional Reasoning Questions for Measuring
Aggression (James, Mclntyre, Glisson, Green, Patton, LeBreton, Frost, &
Russel, 2005):

American cars have gotten better in the past 15 years. American carmakers started to
build better cars when they began to lose business to the Japanese. Many American
buyers thought that foreign cars were better made.

Which of the following is the most logical conclusion based on the above?

A. America was the world’s largest producer of airplanes 15 years ago.

B. Swedish carmakers lost business in America 15 years ago.

C. The Japanese knew more than Americans about building good cars 15 years ago.
D. American carmakers built cars to wear out 15 years ago so they could make a lot of

money selling parts.

1.10.2 Validities of the Conditional Reasoning Measures

LeBreton, Barksdale, Robin, and James (2007) reported that compared to
traditional self -report questionnaires that aim to directly measure explicit
(conscious) self-perceptions, the conditional reasoning test aims to measure implicit
(unconscious) biases arising from various latent motives. Several CRTs have been
developed to assess the construct of achievement motivation, aggression, and
leadership which are important for organizations. Furthermore, in those studies, the
underlying justification mechanisms for these constructs have been detected and
measured. The following sections present information on these measures, their JMs
and criterion-related validity evidence.

The first application studies of the Conditional Reasoning approach aimed to
measure the dispositional component of relative motive strength (RMS) which was
defined as the strength of the motive to achieve in relation to the strength of the

motive to avoid failure. The main purpose of the RMS assessment system is
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measuring whether or not achievement motivation transcends or suppresses the
motivation to avoid failure and this assessment is done by identifying what kind of
justification mechanisms people have for approaching achievement-oriented
objectives or avoiding achievement oriented objectives. In other words if a person
tends to find logical appeals which enhance the justification of approach over
avoidance, we can say that this person’s achievement motivation dominates
avoidance motive and vice-versa (James, 1998).

James (1998) used CRT-RMS and American College Testing (ACT) exam
which is a kind of critical intellectual skills test to predict mean test scores which
indicated whether a student passed or failed the course. Results showed that the
correlation of CRT-RMS and ACT was high (r = .49). When the mean course test
scores were regressed on the two predictors it was found that ACT accounted for
61% variance in the test scores and RMS was responsible for an additional 39%
variance in academic test performance. Thus, CRT-RMS was shown to have an
important unique and significant contribution in the prediction of academic
performance over and the above cognitive abilities. Furthermore, the implicit CRT
did not correlate significantly with its conceptual self-report counterparts of WOFO
(Work and Family Orientation Scale assessing achievement orientation) and Test
Anxiety  with correlations of .12 and -.08, respectively (James, 1998). The
bifurcation of implicit and explicit measures of the same construct is known as the
dissociation hypothesis (James & Mazerolle, 2002).

The CRT-RMS Test questions were developed in the light of six primary
justification mechanisms for achievement motivation, identified in the literature by
James’s (1998), which were personal responsibility inclination, opportunity
inclination, positive connotation of achievement striving, malleability of skills,
efficacy of persistence, identification with achievers. The definitions of Justification
Mechanisms for achievement motivation are presented in Appendix A.

Bergman, Mcintyre, and James (2004) investigated the aggressive behaviors
in work settings by focusing on people’s attempts to rationalize their hostile

behaviors, via Conditional Reasoning Test of Aggression (CRT-A). This test
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developed by James and Mcintyre (2000) included 22 CR questions and these
questions were developed according to the seventh grade reading level. CR questions
based on a “verbal-visual” version was called VCRT-A. VCRT-A questions were
developed according to reading level of fifth to sixth grade. In this scale CR
questions are shown both verbally and written on television, also photographs and
written formats are represented together (James & Mazerolle, 2002). The test was
developed in the light of James’s (1998) six primary justification mechanisms for
aggression which were hostile attribution bias, derogation of target, implicit harmful
intent, victimization by powerful “others”, potency bias and anti-social reasoning
bias.

Bing, Stewart, Davison, Green, Mcintyre, and James (2007) used both
implicit and explicit assessment methods for measuring aggressive behaviors. In
order to measure implicit aggression, they used the nine-item version of the VCRTA
and to measure explicit aggression they used the Angry-Hostility facet of the NEO-
PI-R. According to the results of the study, VCRTA did not correlate significantly
with the self-report aggression scale (r = .05) which means conditional reasoning
explains the implicit component of aggressive personality, but it does not capture the
explicit view of one self as assessed by self-report scales of the same construct.
Furthermore, according to the moderated hierarchical multiple regression analyses,
implicit and explicit aggression scales interacted in significantly predicting
counterproductive behaviors such as traffic violations and active organizational
deviance. In other words, when scores on the explicit aggression scale and scores on
the implicit aggression scale were both high, counterproductive behaviors were
observed to be highest. When explicit aggression test scores were high but implicit
aggression test scores were low a decrease was observed in counterproductive
behaviors. So, it can be claimed that the implicit scales (e.g. CRT) captured observed
behaviors better than explicit scales.

Furthermore, in James, Mclintyre, Glisson, Bowler, and Mitchell’s (2004)
study which emphasized empirical validation of CRT-A, it was found that patrol
officers with high scores on CRT-A, also had lower scores on performance ratings (r
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= -.49). Temporary workers who had high scores on CRT-A were seen as unreliable
(r = .43) and nuclear facility operator and package handlers who had high scores on
CRT-A also reported high absenteeism with correlation coefficients of .42 and .34
respectively. Correlations reported for CRT-A which are approaching strong effect
sizes are uncorrected observed correlations. The definitions of Justification
Mechanisms for aggression are presented in Appendix B.

1.11 Conditional Reasoning Measurement System for Leadership

CRT-L is a recent instrument used to measure implicit motives and traits
related to leadership (James & LeBreton, 2011). According to James and LeBreton
(2011) people who have high aggression motivation take on the role of a toxic leader
who behaves unethically to their followers and gives importance to self-interests.
However, the same study also claimed that aggression expressed towards achieving
organizational goals could be a key trait for successful leadership. They also
investigated the effects of the power motive in predicting effective leadership and
define the justification mechanisms of power motivation. To sum up, power and
aggression were found as related implicit motives and the researchers tested these
motives with CRT-L which included 25 multiple-choice inductive reasoning
questions. The definitions of all the Justification Mechanisms for leadership are
presented in Appendix C.

The early version of CRT-L yielded promising results. James and LeBreton
(2011) tested CRT-L in 101 managers and assistant managers in a large retail
company and initial validities were found as .44 for monthly store sales and .46 for
monthly store profit. Wright (2011) studied the CRT-L in samples of psychology
students and MBA students but the results of the study showed inconclusive results.
Participants nominated three of their classmates for one of the categories of
leadership, being powerful, or being a toxic leader. According to the results of the
study, the correlation between CRT-Leadership scale and leader peer nomination
(LPN) (r = .37) and peer power nomination (PPN) (r = .38) were only significant in
the psychology student sample. Furthermore, the same results were obtained for the
CRT-Power subscale such that correlations between CRT-L Power scale and LPN (r
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= .43) and PPN (r = .46) were significant only in the psychology student sample.
Non-significant correlations in the MBA sample approached zero with the exception
of the CRT-L and LPN association (r = .19). Furthermore, non-significant
correlations were found between CRT scales and toxic leader nominations (TPN).
1.11.1 Rationale for Developing a CRT Measure for Assessing Transformational
Leadership and Related Justification Mechanisms

CRT measures assessing aggression and achievement motivation have
promising validities in the literature. However, the current CRT-L by James showed
inconsistent associations with criteria across samples. Moreover, the content domain
of leadership was narrow-focused; James and LeBreton (2001) focused only on the
motives of power and aggression. In the present study, | aimed to assess a wider
scope of underlying motives that would be indicative of transformational leadership.
The Conditional Reasoning Test for transformational leadership (CRT-TL) included
the related justification mechanisms of power motive that James included.
Furthermore, the motives for activity inhibition, exhibition and change which are
related transformational leadership motives as identified in the literature formed the
basis of the assessment. Related JMs of all these motives are described in the
following section.

According to the literature reviewed and the critical incident results that are
mentioned under the Methods section, | deducted that power, activity inhibition,
change and exhibition are related justification mechanisms of transformational
leadership. The first motive is power which was investigated by Mclelland and
Burnham’s (1976) Leadership Motive Profile and James and LeBreton (2011). They
claimed that effective leaders have a desire to act powerful and they show this
motive by acting in leadership positions. James and LeBreton stated that Power
Attribution Bias, Agentic Bias, Social Hierarchy Orientation Bias and Leader
Intuition Bias are the justification mechanisms of the Power Motive. Social
Hierarchy Orientation Bias and Leader Intuition Bias were not specifically related to
transformational leadership, they were more related to the authoritative leader.
Agentic Bias and Power Attribution Bias were determined as the related justification
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mechanisms of the power motive of transformational leadership.

The second motive is Activity Inhibition which was investigated by
Mclelland and Burnham’s (1976) Leadership Motive Profile. They stated that leaders
who had high activity inhibition placed importance on group performance, and not
on personal performance and tried to achieve organizational goals by following rules
and procedures rather than being concerned with their personal goals. In the light of
these literature findings, it was assumed that activity inhibition is a related motive of
transformational leadership in the present study.

The third motive is Change which is determined by the researchers in the
light of the personality studies of the transformational leadership.In the personality
and trait studies of leadership, it could be seen that transformational leaders not only
try to lead their followers but also they try to make the conditions better for
followers” own sake. Also, efficacy and personal responsibility inclination bias,
positive connotation of change and identification with change initiators were
determined as the justification mechanisms of the change motive in the light of
studies by Bindl and Parker (2010) and the theory of Schwarts (2012). All these
studies emphasize the importance of the Change motive in order to be successful
individuals in the work settings.

The final motive is Exhibition which is also determined by the researchers
according to the personality studies of transformational leadership. In the literature, it
was indicated that people who have self-confidence and a desire to exhibit
themselves in a group, show themselves up as a leader, try to make an impression
and try to be seen and heard in order to make their subordinates follow them. Such
individuals have high personal energy and use this energy to enthrall the followers
with the exhibition motive. The JM of the related constructs are shown in Table 4.

The aim of the present study was to generate a new CRT-TL scale and test
this scale with a sample of employees in leadership and non-leadership positions in
organizations. The validity of the newly developed scale was investigated through
the criteria of occupying a leadership position or not and followers’ perceptions of

their leaders’ transformational leadership styles. In the development of the CRT,
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questions were formed on a theoretical and rational basis. Questions to be retained in
the test were determined with a criterion-keying approach by correlating leadership
position and follower perceptions with each of the CRT questions as this is an initial
examination of the test’s validity. Thus, the investigation proceeded through research
questions rather than specific hypotheses. Hence, the first research question was
“Does leadership proclivities assessed with the newly developed CRT predict being
in a leadership position or not?”

Due to the expected dissociation between explicit and implicit measures, the
construct validation of the new measure was studied by correlating the newly
developed CRT with follower perceptions. According to Connelly and Ones (2010)
others’ ratings provide superior validities (corrected r’s = .18 to .69) as compared to
self-ratings (corrected r’s = .00 to .31) in the prediction of academic and job
performance. Thus, the construct validity of the CRT was investigated through
subordinates’ evaluations about their leaders and the second research question was
“Does transformational leadership proclivities assessed with the newly developed
CRT predict follower perceptions of their leaders’ level of transformational
leadership?”

Finally, as the self-report counterparts of motivation to lead and
transformational leadership, and the theoretically-related personality factors were
shown to predict leadership in the literature (Avolio, Bass, & Jung, 1999; Bono &
Judge, 2004; Kark & Dijik, 2007), these variables were also entered into the equation
to study the third research question: “How does the newly developed CRT compare to

already existing predictors of leadership and transformational leadership?”
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CHAPTER II
METHOD

In the current study, scale development and validation were conducted
through three phases. The first phase was the initial development of the CRT which
included identifying paragraph questions with multiple response options that would
indicate two rational (one with a leadership JM and one with an opposite JM or lack
of it) and two irrational choices. Development of questions involved two methods
which are described below: 1) identification of literature passages and historical
events that could be transformed into a question with JM alternatives, 2) collecting
critical incidents to identify the behavioral expressions of justification mechanisms
related to transformational leadership (Pre-Study 1). Each method is conveyed under
the section on development of the CRT.

The second phase was conducted in order to gauge the construct validity of
the CRT assessed through cognitive labs (O’Shea, Driskell, Goodwin, Zbylut, &
Weiss, 2004) with participants who were in leader and non-leader positions (Pre-
Study 2). The third phase was conducted to study the research questions in terms of
the validity of the CRT as compared to self-reports measures, as they relate to
occupying a leadership position and follower perceptions (Main Study).

2.1 Development of the CRT
2.1.1 Identifying CRT Stems from Literature Exam Questions and Factual
Information

Several question stems were developed from the website in which Turkish
literature passage questions were located. These Turkish literature passages were
used to assess high-school students’ Turkish language skills. The related passages
were detected from there and then not only passages but also response options were
modified according to the related justification mechanisms of Transformational
Leadership. Moreover, some of these questions were Turkish literature passage
questions which were used by OSYM (Student Measuring, Selection and Placement
Center in Turkey) in the past years and they were also modified. Some of the

inductive reasoning passages were developed with the help of Wikipedia.com from
32



which information about factual events or people were used as the input to stimulate

attributions using justification mechanisms. (http://www.dilforum.com/forum/

archive/index.php/t-11388.html, http://www.turkceciler.com/paragraf-bilgisi-test-

sorulari.html,
http://dokuman.osym.gov.tr/pdfdokuman/2013/0SYS/24.03.2013%20Y GS.pdf,
http://www.edebiyatogretmeniyiz.com/paragraf-55-cikmis-sorular.html). Moreover,

the other CRT questions were generated from critical incidents that was described in
the Pre-study 1.
2.2 Pre-Study1: Collecting Critical Incidents

Collecting critical incidents was the first step of the current study. The
method of critical incidents is both a reliable and valid technique that is used to
create a comprehensive and detailed description of the typical performance by
collecting specific and important behavioral facts (Flanagan, 1954 & Woolsey,
1986). In the present study, the aim of collecting critical incidents was twofold: 1) to
create several CRT question stems (paragraphs) with events reflecting organizational
affairs that people in leadership positions have to tackle, 2) to determine behavioral
expressions of the underlying motives of transformational leadership that would
serve in the formulation of question sets.
2.2.1 Participants

The participants of the study were 15 leaders (six women and nine men) who
worked in different professional areas in both in public and the private sector
organizations. All of them were influential leaders in their specific professions. Their
educational levels ranged from holding a bachelor's degree to a PhD degree.
Participants’ age ranged from 28 to 60 years with work experience ranging from
seven to 40 years.
2.2.2 Instruments and Procedure

Convenient sampling was applied in order to reach people who occupied a
leadership position. Leaders participated in an interview voluntarily. Before
conducting the interview, the aim of the study was clearly explained and the
participants provided their consent. The interviews took approximately 20 minutes.
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The interview sheet contains eight questions that were designed to ask
participants their leadership performance. In the first part of the interview,
participants were asked to think about a specific situation in which his/her leadership
performance was successful and also, if their followers thought the same way. In the
second part of the interview, participants were asked to think about a specific
situation, this time in which his/her leadership performance was not successful and
also, if their followers thought the same way. Following questions posed were:
“What was the situation?” “Under which circumstances did the situation take place”,
“How did your followers respond and what did they say?”, “What makes you think
this interaction with the followers was successful/not successful?” The interview
form used to obtain critical incidents is shown in Appendix D.

2.2.3 Results

Thirty critical incidents were content analyzed. Each interview was analyzed
in details. The important and related cases were detected and these cases were used
in the CRT development procedure by changing the name of the participant,
company and professions. For example, in an interview one participant said that
“according to the promotion procedure of the company, employees who worked less
than 5 years in the company would not be promoted. However, last year some staff
were promoted who had worked in the company less than 5 years and this situation
bothered some employees who had not been promoted and worked more than 5
years. There was a decrease in their motivation and this situation affected their
performance so | organized a private meeting with each employee who were in that
situation. We revealed their strengths and weaknesses and we planned a special
training program for each person. | shared this plan with the Human Resources
Department and some of the training expenses were paid by the company. This
situation motivated my personnel and they were more passionate about their job.”
This real job experience was transformed into a CRT question:

“According to the promotion procedure of the Company X, if there is a

vacant position, employees who worked 5 years or more are automatically

promoted. But this year some employees with less than 5 years of experience
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were promoted whereas some employees with more than 5 years of

experience were not promoted. The negative atmosphere arising from this

situation was noticed by the manager and he successfully managed to
overcome it by arranging one-to-one interviews and creating action plans
which allowed a more peaceful working environment again.”

Which conclusion can be derived about the manager in the above text?

A) He convinced the employees that they are valuable to the company.
(Non-agentic Bias)

B) Current problems were caused by the decisions that are taken during
the employing. (lllogical)

C) He seeked for an effective way of convincing the employee about the
management’s decisions. (Agentic Bias)

D) The lack in the mid-level management staff is weakening the
management-employee relations. (Illogical)

One other example response from interviews was like the following:” I was
the leader of a project group and we were responsible for completing a new project
within one month. However, when | checked through the process, | realized that the
team had worked very slowly without any reason and the same situation was
experienced before. So, | decided to take control of the case and approved to punish
the responsible employee to avoid future situations by cancelling the monthly
premium.” This real job experience was transformed into a CRT question:

Ahmet realized the team reached a stage of the project in 30 days that was
planned to be finished in 10 days. He decided to punish his team by
cancelling the monthly premium as the team was repeating their mistakes
about the time management.
Which conclusion can be derived about the manager in the above text?
A) Procedures and principles of employing children under the age of 16
should be reviewed. (lllogical)
B) These problems are caused by the inequality between the number of
male and female employees. (Illogical)
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C) Ahmet applied his management initiative since the employees failed
to meet the expectations. (Power Attribution Bias)

D) Ahmet punished the employees before examining the causes of the
malfunctions in team management. (Non-Power Attribution Bias)

As a result, out of 27 CRT questions, 10 inductive reasoning passages were
developed in the light of critical incidents, 12 inductive reasoning passages were
developed in the light of the web sites, and finally five questions were generated in
the light of researchers’ experiences,.

2.3 Pre-Study2: Construct validation of CRT

After developing question sets, the second phase was testing the construct
validation of the newly developed CRT and construct validation of CRT was
assessed through cognitive labs (Study 2). Cognitive lab is a kind of verbal protocol
analysis that is used for item revision procedure. Cognitive lab sessions include
participants who have different backgrounds from each other and these people
declare their opinion about the items of the scale during the cognitive lab (O’Shea et
al., 2004). The aim of these cognitive labs was to assess whether or not each item
activated implicit assumptions that were relevant to the construct and once activated,
whether or not the implicit assumptions guided which response option appeared most
reasonable. According to the results of the cognitive lab studies, all questions were
revised and the revised CRT questions were examined by three academicians in the
Industrial and Organizational Psychology field in order to assess the new question
set’s construct validation.

2.3.1 Participants

First cognitive lab included eight professionals, five of them were working in
a leader position and three of them were working in a follower position. Their
educational level ranged from bachelor's degree to PhD degree and the participants’
age ranged from 30 to 50 years with a work experience that ranged from three to 27
years. Four of the participants were women and four of the participants were men.

Second cognitive lab included six graduate students and five research assistants
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specializing in Industrial/Organizational and also in Social Psychology. Seven of
them were women and four of them were men.
2.3.2 Instruments and Procedure

The 27 CRT questions were divided into two sets to be distributed to different
groups of participants so that participants would not experience cognitive fatigue.
One set included 13 questions and the other set included 14 questions. Participants
were divided into two groups and each session included four participants. In the first
session four people (two in a leader position and two in a follower position) worked
on 14 questions. In the second session four people (three in a leader position and one
in a follower position) worked on 13 questions.

In all sessions, question sets were distributed to participants for them first to
answer the CRT questions. After everyone finished working on the test, the
researcher handed out the questions that would probe participants to articulate why
they selected a particular response. This was done for each question. Specifically,
they were asked why they selected their chosen option for the particular question.
Also, for the second logical response that was not chosen, test takers were asked why
they did not select that particular response. In addition they were asked whether they
thought someone might choose that option even though they themselves did not
choose it and what would such people need to assume to have that option appear
reasonable. These questions were based on the cognitive lab procedure developed
and recommended by O’Shea et.al. (2004). Researchers took note of all responses.

The same procedure was applied to the graduate student group of six and the
research assistant group of five. Fourteen questions were investigated by graduate
students and 13 questions were examined by research assistants. Each cognitive lab
session took approximately two hours. The interview form of the cognitive lab
studies are shown in Appendix E.

2.3.3 Results

After all these cognitive labs, all responses were taped and the frequencies of

the responses were analyzed (See Appendix F and G) and modifications were done to

the CRT questions according to the participants’ reactions to the questions. For
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example, if participants said that they could not derive any answer from the passage,
then researchers changed the response options. Moreover, if participants who were in
a leader position selected the answer which did not include any bias, then these
leaders were asked why they selected that particular choice instead of the other
choices. According to their statements, response options were examined in light of
JMs and expected motives, and modified by the researches when deemed plausible.
Also the same procedure was followed for non-leaders. If participants who were in a
non-leader position selected the answer which did not include any bias, then they
were asked why they selected the particular choice instead of the other choices. Also,
some respondents stated that, some question passages were too long and they could
not concentrate on the question and in the light of their statements, some questions
were shortened.

After that, 27 questions were examined by three 1/0 Psychologists. They were
provided with detailed definitions for each bias and they were asked to read each bias
and its’ justification mechanisms and then read the question sets with their response
options. They were asked to state whether or not each question and response options
measured the related bias and write their comments for each question.” The last
modifications were done in the questions according to their suggestions. Altogether,
researchers conducted six meetings and after all these meetings, researchers dropped
one question and made some revisions on 25 questions.

2.4 Main Study
2.4.1 Participants

Data were collected from 81 managers/leaders and 153 subordinates/
followers. Out of 81 leaders, 24 of them were women and 57 of them were men.
Also, three of them graduated from high school, two of them graduated from 2 year
collage, 41 of them had a bachelor degree, 35 of them had master’s and PhD degrees.
The age of the leaders ranged from 22 to 58 (M = 37.93, SD = 8.11). Out of 153
subordinates, 65 of them were women and 88 of them were men. Furthermore, seven
of them graduated from high school, six of them graduated from two year collages,
97 of them had a bachelor degree, 42 of them had master’s and PhD degrees. The age
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of the subordinates ranged from 20 to 52 (M = 31.55, SD = 7.02). Out of 81 leaders,
15 leaders worked in a company size between 1-50, 17 leaders worked in a company
size between 51-250, four leaders worked in a company size between 251-500, and
45 leaders worked in a company with more than 500 employees. Out of 66 leaders,
six of them reported to be responsible for one to three subordinates, 19 of them were
responsible for four to six subordinates, 10 of them were responsible for seven to
nine subordinates and 31 of them were responsible for 10 and more subordinates.
Finally, out of 66 leaders, 19 leaders reported that there was no leadership position
under their position, 18 leaders reported that there was one leadership position under
their position, 14 leaders reported two, nine leaders reported three, and six leaders
reported at least four leadership positions under their position.
2.4.2 Procedure

The surveys were distributed to 33 different private organizations including
energy, traffic, health, finance, education sectors, automotive industry,
pharmaceutical industry, defense industry, finance, software companies, consulting
firms, and telecommunications companies in Turkey. All surveys were distributed in
an envelope to ensure anonymity. Participants’ name and their supervisors’ name
were not requested. The match of leader and follower question sets were
accomplished with the coded envelopes, for example; first leaders’ envelope was
coded as L1 and this leaders’ followers’ envelopes were coded as L1-1, L1-2, L1-3
and so on. Leaders’ question set included CRT, Multifactor Leadership
Questionnaire 5X for Leaders (MLQ 5X; Avolio & Bass, 1995), the Big Five
Inventory (BFI; Benet-Martinez & John, 1998) and Motivation to Lead (MTL; Chan
& Drasgow, 2001). Subordinates’ question set included the CRT, MLQ 5X for
Subordinates, BFI and MTL which are described in the next section.
2.4.3 Measures
2.4.3.1 Conditional Reasoning Test to Assess Leadership Proclivities

The newly developed Conditional Reasoning Test was used to measure the
underlying motives of transformational leadership which are power, activity

inhibition, change and exhibition. Furthermore, the power motive included two
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relevant justification mechanisms that are agentic bias and power attribution bias.
Also, the change motive included three justification mechanisms which were efficacy
and personal responsibility inclination bias, positive connotation of change, and
identification with change initiators.

The CRT had 26 questions with five measuring the power attribution bias, six
measuring agentic bias, three measuring activity inhibition bias, six measuring
exhibition, two measuring efficacy and personal responsibility inclination bias, two
measuring positive connotation of change, and two measuring identification with
change initiators. CR questions have four alternative answer choices. One choice
includes a justification mechanism of the related motive and is scored with + 1, one
choice includes a justification mechanism of the opposite end of the related motive
and is scored with -1 and finally the remaining two choices include illogical answers
and are scored with 0 (James, 1998). Three sample questions are demonstrated in
Appendix H.
2.4.3.2 Multifactor Leadership Questionnaire 5X (MLQ-5X) (Avolio, & Bass,
1995)

Multifactor Leadership Questionnaire 5X (MLQ-5X; Avolio & Bass, 1995)
was used to measure transformational leadership. Mind Garden had the Turkish
version of the MLQ-5X’s copyright, so copyright was purchased from Mind Garden
in order to use this scale in the current study (See Appendix N). The MLQ-5X
measures four dimensions of transformational leadership that are idealized influence,
inspirational motivation, intellectual stimulation and individualized consideration.
The psychometric properties of the scale yielded positive results such as estimates of
internal consistency reliabilities were above .70 for all scales and validities were
investigated by Avolio, Bass, and Jung (1995). The construct validity of MLQ based
on its factorial structure is reported in Avolio, Bass, and Jung (1999). Also, the
Cronbach alpha for the overall MLQ scale was reported to be .86 (Muenjohn &
Armstrong, 2008)

MLQ-5X includes 20 items rated on a 5-point scale ranging from ‘0 = not at

all’ to ‘4 = frequently’. The leader and follower forms are independent from each
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other. In the leader form leaders evaluated themselves. Sample questions for each of
the dimensions are “I seek differing perspectives when solving problems,” “I talk
optimistically about the future,” “I go beyond self-interest for the good of the group,”
and “I spend time teaching and coaching.” In the follower form, followers evaluate
their leader on the same scales. Sample questions for the scales are “Seeks differing
perspectives when solving problems,” “Talks optimistically about the future,” “Goes
beyond self-interest for the good of the group” and “Spends time teaching and
coaching.”

2.4.3.3 Motivation to Lead (MTL) (Chan, & Drasgow, 2001)

Second self-report measure was the Motivation to Lead scale (MTL) which
was used for understanding the relationship between individual differences and
various leader behaviors (See Appendix L). The scale includes 27 items, nine of
which measure affective identity which refer to personal desires to lead. Sample
questions are “Most of the time, | prefer being a leader rather than a follower when
working in a group,” “I have a tendency to take charge in most groups or teams that |
work in.” Nine items measure motives related to personal gain. Sample questions are
“I am only interested to lead a group if there are clear advantages for me,” “If I agree
to lead a group, | would never expect any advantages or special benefits.” Finally,
nine items measure social norms and expectations and form the social-normative
scale. Sample questions were “I feel that I have a duty to lead others if I am asked,”
“It is an honor and privilege to be asked to lead.” Items are measured on a 5-point
scale which range from “Strongly Disagree” to “Strongly Agree”. Internal
consistency reliabilities with alpha coefficients rsngrd from .65 to .91 and also
validities were investigated by Chan and Drasgow (2001).
2.4.3.4 Big Five Inventory (BFI) (Benet-Martinez, & John, 1998)

The Big Five Inventory (Benet-Martinez, & John, 1998) measures the five
personality dimensions of neuroticism, extraversion, openness to experience,
agreeableness, and conscientiousness. The measure has 44 items rated on a 5-point
scale ranging from Strongly Disagree to Strongly Agree. Across all cultures, the
internal reliabilities of the BFI scales ranged from .70 to .79 (Schmitt, Allik, Mccrae,
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& Benet-Martinez, 2007). The Turkish version of the BFI which was translated by
Siimer and Siimer (2002) and validated by Siimer, Lajunen, and Ozkan in 2005 was
used. Sample Questions are; “I see myself as someone who...” “Is talkative,” “Tends

to find fault with,” “Does a thorough job,” “Is depressed, blue.” (See Appendix K).
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CHAPTER 111
RESULTS

The aim of the present study was to develop a new implicit instrument using
the conditional reasoning approach in order to measure transformational leadership.
In order to do this, the present study tried to answer the following questions. To
study the criterion-related validity, it was investigated whether or not CRT predicted
being in a leadership position or not. Construct validity of the CRT was investigated
based on the relationship between CRT and follower perceptions of their leaders’
transformational style. Finally, the present study seeked to answer how the CRT
compares to already existing predictors of leadership and transformational
leadership.

3.1 Data cleaning and screening

Before starting the analysis, all variables were examined for accuracy of data
entering, missing data, and detecting any univariate and multivariate outliers.
Missing cases were replaced with the series mean as they were less than 5% of the
variable. For the missing cases of the CRT, mean replacements were not performed
because the scoring of the test is not suitable for this; so instead of mean
replacement, a score of “0” was given to the missing cases. Furthermore, to reveal
outliers, first multivariate outliers were detected by Mahalanobis distance. One
extreme case was detected and was deleted. After this operation, univariate outliers
were detected by Z-scores and four cases were deleted.

3.2 Factor Analyses of the Scales, Descriptive Statistics, and Correlations

Before the investigation of the research questions, BFI, MTL and MLQ were
factor analyzed. Principal Axis Factoring analysis was run with direct oblimin
rotation for all scales. All scales were forced to extract the number of factors
expected with respect to the literature. According to the results, items loaded under
their respective scales, but certain exceptions were observed with some items
theoretically developed for the BFI openness to experience and agreeableness factors
and the MTL non-calculative and social normative factors. These items lowered the

reliability of the scales so four items were deleted from openness to experience, two
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items were deleted from agreeableness, one item was deleted from the MTL non-
calculative factor and finally two times were deleted from the social normative
factor. MLQ factors were formed according to its manual. CRT questions were not
factor analyzed but the Kuder-Richardson (K-R) reliability based on polyserial
correlations, in which each CRT question was coded as 1 (bias present) and 0 (bias
not present), was found .62 for the entire set of 26 CRT questions. All CRT
Questions were correlated with the variable indicating occupying a leadership
position or not in order to retain the questions that provided the maximal
differentiation between leaders and non-leaders. A decision was made to select items
with correlations of .07 and higher as items below .07 typically displayed around null
associations. Accordingly, out of 26 CRT questions, 17 of them had higher
correlations than .07. Polyserial correlations with total test scores were high than .30
for these 17 items and lower than .30 for the remaining nine items which provided
further justification for eliminating them. These 17 CRT questions were used to
generate the CRT-Lead scale (CRT-L) and the KR-20 internal consistency reliability
was found as .68. CRT-L included two power bias questions, five agentic bias
questions, three change bias questions, five exhibition bias questions, and two
activity inhibition bias questions.

Furthermore, the 26 CRT questions were correlated with subordinates’
perceptions of their leaders transformational behaviors based on the MLQ, because
as mentioned before, the construct validation would be investigated by correlating
the CRT with others’ ratings (Connelly & Ones, 2010). According to the results, 11
CRT questions correlated with subordinates’ MLQ evaluations of their leader’s
transformational leadership style with correlations above .09. Also it was revealed
that these 11 questions’ polyserial correlations with total test scores were high than
.30. These 11 CRT questions were used to generate the CRT-Transformational
Leadership scale (CRT-TL). CRT-TL included three change bias questions, two
exhibition bias questions, four agentic bias questions, and two activity inhibition bias
questions. It could be seen that although the CRT-L composite included two power
attribution bias questions, the CRT-TL composite did not include any power
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attribution bias questions. The mean, standard deviation, minimum, maximum,
number of items of scales, number of people that responded to the scales and

reliabilities are shown in Table 5.
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When bivariate correlations of the study variables based on leaders’ self-
ratings were analyzed, it can be seen that none of the CRT scales significantly
correlated with any demographic information such as age, sex, education, number of
subordinates that leaders were responsible for, total years of leading and firm size
which means CRT scales’ scores were independent from respondents’ demographic
characteristics.

Furthermore, in the current study, the followers’ evaluation about their
leaders’ transformational leadership style were aggregated to test the construct
validity of the scale and correlations of study variables based on leader’s self-ratings
and aggregated follower ratings revealed that the social normative factor of MTL
was significantly correlated with CRT-Transformational Leadership and CRT-Lead
with correlation coefficients of .24 and .26, respectively but no significant
relationship was found for the entire set of 26 CRT questions. MLQ subscales self-
rated by leaders showed significant correlations with CRT scales. For example, 26-
question CRT set significantly correlated with Idealized Behavior (r = .29),
Inspirational Motivation (r = .25), Individualized Consideration (r = .37), CRT-Lead
significantly correlated with ldealized Behavior (r = .32), Inspirational Motivation (r
= .29), Individualized Consideration (r = .40) and finally CRT-TL significantly
correlated with Idealized Attributed (r = .28), Idealized Behavior (r = .29),
Inspirational Motivation (r = .25), Individualized Consideration (r = .32). However,
intellectual stimulation did not reveal any significant correlations with CRT scales
with the correlation coefficients ranging from .11 to .22. Similarly, although
idealized influence showed a significant correlation with CRT-TL, there were no
significant relationship between idealized attributed and 26 questions of CRT and
CRT-Lead (See Table 6).
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3.3 Investigation of the Research Questions
3.3.1 Criterion-related validation of CRT-L

Binary Logistic Regression analysis was performed to assess prediction of
membership in terms of occupying a leader position or not on the basis of 17
questions of the Conditional Reasoning Test (CRT-L). Two -2 log-likelihood ratios
were compared before and after iterations. First -2 log likelihood ratio which is
301.88 decreased to 264.71 when was CRT-L entered into the model. Addition of
CRT-L to the model significantly predicted the probability of being in a leader
position or not (¥ (1, 234) = 37.16, p < .001). Hosmer-Lemeshow test was non-
significant (¥ (8, 234) = 13.12, ns) indicating that the data fit the model well.
Twenty percent variance in being in a leader position or not could be explained by
the CRT-L. The overall accurate classification rate was 74.8, which is higher than the
by chance classification rate of 68.5 based on priors. When investigating the
membership of being in a leader position or not, it was seen that CRT-L better
predicted not being in a leader position (92.8%) than being in a leader position
(40.7%). According to the result, CRT-L (Wald = 29.81, (Exp)B = 1.24, p < .001)
significantly predicted being in a leader position or not. The odds of being in a
leadership position increased by 0.24 for every one unit of change in CRT-L.

Furthermore, hierarchical binary logistic regression was used to test the
incremental prediction of CRT-L over conceptually equivalent self-reported
motivation to lead-affective identity and the relevant self-report personality factors
which were extraversion, openness to experience, conscientiousness and neuroticism
in the prediction of leadership position. The two -2 log-likelihood ratios before and
after entering the CRT-L were compared and according to the results, first -2 log
likelihood ratio which was 263.61 decreased to 234.77. The model with the variables
of motivation to lead-affective identity, extraversion, openness to experience,
conscientiousness and neuroticism was found significant (¥ (5, 213) = 16.23, p =
.006). The goodness of fit to the data assumption was satisfied because Hosmer-
Lemeshow test was not significant (2 (8, 213) = 9.06, ns). Furthermore, motivation

to lead-affective identity, extraversion, openness to experience, conscientiousness
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and neuroticism accounted for 10% variance in being in a leader position or not. The
overall accurate classification rate was 65.3, which is lower than the by chance
classification rate of 66.9. The model better predicted not being in a leader position
(88.9%) than being in a leader position (24.4%). However, according to the Wald
statistics of these variables, all of them were greater than the level of significance of
.05 which means, none of these variables have an impact on the odds of occupying a
leadership position.

When CRT-L was entered into the model, the block was found significant (2
(1, 213) = 28.85 p < .001). Also, Hosmer-Lemeshow test was not significant (3 (8,
213) = 8.62, ns) and the goodness of fit to the data assumption was satisfied. The chi-
square difference of the Block 1 and Blok 2 was significant (2 (1, 213) = 28,85, p <
.001) which means the inclusion of CRT-L significantly improved prediction of a
leadership position. Furthermore, it was found that, CRT-L accounted for 16%
additional variance over the theoretically-related motive and personality variables
assessed with self-reports. CRT-L (Wald = 23.63, (Exp)B = 1.23, p < .001)
significantly predicted being in a leader position or not. The analysis indicated that
each one unit increase in the CRT-L increases the odds of being in a leadership
position by a factor of 0.23. After addition of CRT-L, the overall accurate
classification rate was found 73.7 which is higher than the by chance classification
rate of 66.9 and also it was revealed that the model better predicted not being in a

leader position (87.4%) than being in a leader position (50%).
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3.3.2 Construct validation of CRT-TL

Before testing the construct validity of CRT-TL, subordinates’ MLQ-based
evaluations of their leaders’ transformational leadership style were aggregated. In
order to justify aggregation, agreement of follower perceptions of a common group
leader was analyzed using the intraclass correlation coefficient (ICC). ICC value was
used to evaluate whether or not subordinates who work with the same leader had
similar perceptions about their leader. The calculation of the ICC (see Equation 1) is
based on ANOVA components and higher values indicate that subordinates working
with a common leader share similar perceptions and that perception differences
across groups arise from working with a different leader. In the equation k
corresponds to the average number of subordinates that evaluated their leader, which
in the data set was three. According to the rule of thumb; in order to decide whether
or not the data could be aggregated, the ICC result has to be higher than .12 (James,
1982). In the present study ICC was found to be .29 which means that 29 per cent of
variance in subordinates’ perceptions of their leader’s transformational style can be
explained by group membership (that is, working with a specific leader).

Equation 1.

ICC = [BMS-WMS] \ [BMS+(k-1)*WMS] Where;

BMS: between mean square of follower perceptions

WMS: within mean square

k: average number of followers in a leader’s work group

Transformational leadership would be best explained by how subordinates
evaluate their leader, rather than leaders’ self-evaluations. Thus, the correlation
between CRT-TL and subordinates’ MLQ evaluations was examined with the
purpose of investigating the construct validation of CRT. According to the results,
CRT-TL scores of leaders and subordinates’ MLQ evaluations were significantly and
positively correlated (r = .38) which means the higher scores the leader gets from
CRT-TL, the higher their subordinates evaluate that leader as a transformational

leader.
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Hierarchal regression was performed to test the incremental prediction of
CRT-TL over conceptually equivalent scales of the leaders’ self-reported motivation
to lead-affective identity, the relevant self-report personality factors which were
extraversion and neuroticism, and leaders’ self-reported MLQ in the prediction of
subordinates’ transformational style evaluations about their leaders. Two analyses
were performed because of the sample size that only 61 leaders were evaluated by
their subordinates in the present study. Hence, in the first analysis, firstly
subordinates’ evaluations of their leaders based on the MLQ were regressed on
leaders’ self-ratings of personality variables theoretically related with
transformational leadership which were extraversion and neuroticism from BFI and
the affective identity subscale from the MTL scale. Secondly, CRT-TL questions
were entered in the second step. As it can be seen in Table 8, the first model was
non-significant. None of the variables significantly predicted subordinate perceptions
but CRT-TL added significant incremental variance over the first model (Fchange
(1,56) = 8.78, p = .04) . CRT-TL significantly predicted subordinates’ MLQ scores
based on the evaluation of their leaders, B = .37 t(56) = 2.96, p = .04. Although
extraversion, neuroticism and affective identity did not significantly explain any
variance in subordinates’ MLQ score for their leaders, CRT-TL accounted for an
additional 13% of variance in subordinates’ leader evaluations. In the second
analysis, firstly subordinates’ evaluations of their leaders based on the MLQ were
regressed on leaders’ self-rated MLQ scores and secondly CRT-TL was entered in
the equation. The first model did not reveal significant results; leaders’ self-reported
transformational style did not explain any variance in subordinates’ perceptions of
their style, however in the second step CRT-TL added significant incremental
variance over the first model (Fchange (1,58) = 8.9, p = .04). CRT-TL significantly
predicted subordinates’ MLQ scores based on the evaluation of their leaders, f =.39
t(58) = 2.98, p = .04. Although leaders’ own perceptions of style did not significantly
explain any variance in subordinate perceptions, CRT-TL was responsible for an

additional 13% of variance in  subordinates’ leader evaluations.
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3.4 Noteworthy Correlations of Study Variables

On the one hand, the CRT-TL had a moderate but significant correlation (r =
.36) with leaders’ self-evaluations on the MLQ but on the other hand it had non-
significant relationships of .06 and .07 with the total scores of MTL and BFI scales
as rated by the leaders, respectively. The CRT-Lead also demonstrated a moderate
and significant correlation with leaders’ self-reported MLQ (r = .35) and similarly
revealed non-significant relationships with self-reported MTL and BFI with the
correlation coefficients of .11 and .07, respectively. According to the dissociation
hypothesis the self-report scales and implicit scales that measure the same construct
should reveal small and non-significant relationships. In the current study, both
implicit and self-report scales that measured motivation to lead and transformational
leadership showed moderate correlations with each other and these noteworthy
findings are discussed in the discussion section in detail.

Moreover, there were no significant relationships between leaders’ self-report
MLQ scores and subordinates’ aggregated MLQ scores which meant that leaders and
their followers had different views about a particular leader’s style.

Also, when the CRT-TL correlates of leaders’ self-evaluations of
transformational leadership were examined together with correlates of subordinates’
evaluations of their leaders; it was observed that two power attribution bias questions
were inversely related to subordinates’ perceptions of transformational leadership,
but positively related to leader’s own perceptions of transformational leadership.
Moreover, although leaders’ opinion about their transformational leadership style did
not show any significant relationship with subordinates’ evaluations, leaders’ MLQ
score yielded significant correlation with their implicit test scores (CRT scales) (See

Table 6) that are discussed in the discussion section.
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CHAPTER IV
DISCUSSION

4.1. Investigation of the Research Questions

The aim of the current study was to generate a new implicit questionnaire
based on the Conditional Reasoning Test approach to measure transformational
leadership. Conditional Reasoning Testing is a relatively new technique that is used
to identify underlying motives by measuring particular beliefs (JMs) that people have
when they rationalize or justify their choice of behaviors. Conditional Reasoning
Test questions are a type of inductive reasoning problems and try to capture the JMs
of underlying motives by making test takers use their reasoning processes (James,
1998).

Before testing the research questions, a long period of time was devoted to
developing the CR questions on a theoretical basis. First of all, the literature was
reviewed in terms of which personality variables, motives and justification
mechanisms were used to describe and understand leadership and transformational
leadership. Secondly, critical incidents were collected in order to determine
behavioral displays of the underlying motives of transformational leadership. CR
questions were developed in the light of the critical incidents results and web
surveys. These CR questions were investigated in terms of their construct validity in
cognitive lab studies which included leaders, non-leaders, research assistants and
academic personnel.

According to the results, out of 26 CR questions, 17 of them significantly
differentiated leaders and non-leaders from each other. The relationship between
leadership and Five-Factor model of personality was reviewed meta-analytically by
Judge et al. (2002) and they revealed that the strongest correlates of leadership was
extraversion, neuroticism, conscientiousness and openness to experience with the
magnitude of correlations ranging from .24 to .31. In addition to these, as regards to
the literature, the most relevant factor from MTL is affective identity with leadership
(Chan & Drasgow, 2001). Hence, motivation to lead-affective identity, extraversion,

and openness to experience, conscientiousness and neuroticism and CRT-L were
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analyzed in the prediction of leadership position and it was found that CRT-L
accounted for additional variance in explaining being in a leader and non-leader
position. According to Connelly and Ones (2010) others’ ratings provide superior
validities as compared to self-ratings in the prediction of academic and job
performance so leaders’ CRT test scores were correlated with subordinates’ MLQ
test scores in order to investigate the construct validity of the scale. Results revealed
that 11 CR questions significantly correlated with subordinates’ MLQ test scores
whereas the most relevant Big Five personality factors which were extraversion and
neuroticism (Bono & Judge, 2004) and self-report leaderships scales which were
MTL and leaders self-evaluated MLQ did not explain transformational leadership.
When CRT-TL was entered in the equation, the model was found significant.

In the literature, James and LeBreton (2011) developed a CRT questionnaire
that aimed to measure leadership. Researchers indicated that power and aggression
were the implicit motives related with leadership and tested these motives with their
CRT-L which included 25 multiple-choice inductive reasoning problems. The early
version of CRT-L yielded promising results and they found that managers and
assistant managers’ CRT-L scores were related to monthly store sales (r = .44) and
monthly store profit (r = .46) in a large retail company. James and LeBreton (2011)
correlated their scales’ scores with real work life output but in the current study
leaders’ CRT scores were correlated with subordinates’ perceptions of their leaders’
level of transformational style. The present study also tested the CRT in terms of its
prediction power and results revealed that CRT predicted leadership and
transformational leadership better than other self-report scales that were used in the
literature. The emphasis on transformational leadership distinguished the current
measure from the already existing CRT measure of leadership.

Furthermore, in the literature CRT-L (James & LeBreton, 2011) was tested in
samples of psychology and MBA students in which the peer nomination technique
was used as a criteria in order to define leaders and non-leaders, nevertheless the
study showed inconclusive results (Wright, 2011). However, in the current study,

participants were not nominated as leaders and non-leaders, instead they were
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occupying a leader or subordinate position in their real life work settings and this
situation strengths the findings of the present study.

Additionally, the literature claimed that although self-report and implicit
scales were developed to measure parallel constructs, these two types of measures
assess different facets of an individual’s motivational states, so these scales were
independent from each other (McClelland et al., 1989). In an earlier study, in order to
show this dissociation, the relationship between the self-report scale of Interpersonal
Dependency Inventory used to assess interpersonal dependency in clinical,
laboratory and field settings, and the projective measure of Rorschach Oral
Dependency was investigated. Results revealed that these scales fulfilled the
dissociation criteria and demonstrated modest positive correlations (Bornstein,
2002). Furthermore, James (1998) researched the dissociation between implicit and
explicit measures and found that CRT assessing achievement motivation showed
non-significant relationships with self-report counterparts which were WOFO (r =
12) and TAT (r = -.08) and claimed that implicit measures did not correlate
significantly with their self-report counterparts and called it the dissociation
hypothesis. Moreover, Wright’s (2011) investigation of the CRT leadership also
supported the dissociation hypothesis where the correlation between CRT-L and self-
reported Motivation to Lead scale scores showed a significant but small correlation
in the psychology student sample (r = -.19), and a small non-significant correlation
in the MBA student sample (r = -.14).

Similar findings were observed in other studies for example; Winter, John,
Stewart, Klohnen and Duncan (1998) reviewed the trait and motive concepts and
they argued that these two concepts represent two fundamentally different elements
of personality and also they found that extraversion measured with self-report scales
were not related to affiliation (r = .10) and power (r = -.09) measured with the TAT.
Bing, LeBreton, Davison, Migetz, and James (2007) measured the achievement
motivation with self-report scale and CRT-Achievement Motivation Scale and they
revealed that the two moderately correlated with each other (r = .31). Frost, Ko, and

James (2007) investigated aggressiveness with CRT-Aggression scale and The
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Angry Hostility Scale from NEO-PI-R and results indicated that the two had a small
and non-significant relationship with each other (r = .06). All of these results
demonstrated that implicit and self-report scales measure a different component of
personality. Similar to previous results, the present study revealed that the CRT-Lead
scale and CRT-TL scales had non-significant relationships with the self-report
counterparts of MTL and had significant but moderate relationships with the MLQ
factors.

Another noteworthy result that was obtained in the present study was that
although subordinates’ evaluations of their leaders’ transformational leadership style
did not significantly correlate with leaders’ self-reported style, leaders’ implicit CRT
scores did. When the implicit measurement literature was investigated it was
indicated that the effectiveness of implicit measures, such as TAT, were investigated
through others’ ratings. Lindzey and Tejessy (1956) stated that other people’s
evaluations were a more reliable way of understanding ones’ overt behaviors so this
relationship needed to be investigated in future studies. Moreover, Davids (1973)
investigated aggression levels of emotionally disturbed boys through the TAT and
used their psychologist’s prediction concerning their aggressive behaviors and also
the child care staff’s evaluations about the subject’s aggressive behaviors as criteria.
Thus, it could be claimed that the significant relationship between subordinates’
ratings and leaders’ CRT ratings were more sensible because, in the literature the
relationship between overt behaviors and implicit measures was investigated through
others’ ratings and in the current study, subordinates evaluated their leaders’ overt
leadership style so this finding was not surprising. To sum up, it can be claimed that
measuring leadership as an implicit way is more reliable than measuring it with self-
reports because implicit measures captured people’s real intentions and behaviors
that were displayed to the environment.

Also, McClleland et al. (1989) yielded supporting results to our argument.
They claimed that although implicit measures have been found to predict operant
behaviors, self-report measures have been found to predict respondent’s idealized

behaviors as self-report measures are affected by explicit social incentives. That’s
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why participants respond to the questions in a socially desirable way. In self-reported
measures, people responded to the questionnaires with a desire to act in a certain way
but seemed unable to do so consistently in real life. However, implicit measures
captured people’s automatized tendencies that have been acquired on the basis of life
experiences therefore showed themselves later in life automatically. In the present
study, it was aimed to capture the automatized modes of thinking with the CRT
questions.

One other interesting finding was that leaders with stronger power motives
perceived themselves as more transformational leaders, but inversely subordinates
evaluated leaders with high scores on the CRT power-motive questions as having
less transformational leadership (r range of questions was from -.13 to -.18). These
results demonstrated that although leaders thought in good faith that showing power
to subordinates was justifiable in the competitive organizational context and made
someone a successful leader; subordinates evaluated the same leaders as undesirable.
In fact, mean leader MLQ ratings were higher than mean subordinate MLQ ratings
for the respective leader. Paired sample t-tests were run for MLQ scores of leaders
and subordinates, and it was found that each MLQ factor was significantly different
from each other. Subordinates’ evaluations of their leader’s style were independent
from leaders’ self-reported evaluations.

Furthermore, measuring subordinates’ perceptions of their leaders’
transformational leadership style in order to predict leaders’ effectiveness was an
important contribution to the literature. According to the definition of
transformational leadership, such a leadership style is more than the compliance of
followers in which leaders try to understand the needs, values and beliefs of their
followers and improve subordinates’ awareness about the goals and inspire them
with their vision and self-confidence. The effectiveness of transformational
leadership is more related to the follower’s satisfaction about the leaders (Bass,
1985). Furthermore, the literature revealed that transformational leadership was
directly related to positive organizational outcomes, for example, subordinates whose

leaders demonstrated transformational leadership behaviors were more satisfied with
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their leaders and more satisfied with their jobs (Bono, & Judge, 2003, Dwyer, Bono,
Snyder, Nov, & Berson, 2013, Judge, & Bono 2000). The present study paid
attention to this relationship and investigated the effectiveness of transformational
leadership through subordinates’ evaluations about their leaders.

To sum up, the newly developed CRT scale that aimed to measure leadership
revealed statistically significant and practically useful results. This new instrument
offered incremental prediction over the self-report scales that are already in use, such
as MTL and MLQ. The present study provides initial support for the newly
developed CRT. One set of questions forming the CRT-Lead scale can be used to
predict leadership positions and another set of questions forming the CRT-TL can be
used to better predict subordinate’s perceptions of their leader’s transformational
style.

4.2 Strengths of the Study

The current study aimed to contribute to the leadership literature by offering a
reliable and valid measure of leadership (specifically transformational leadership)
using an implicit assessment technique to avoid the drawbacks of self-report
assessments. In general, self-report measurements are used to identify leaders and
transformational leaders; however it is known that self-report measurements are open
to response distortion. Thus, there was a need to develop new measurement
techniques to measure leadership like implicit assessment techniques. James (1998)
had introduced an implicit CRT measure for leadership. The present study made a
further contribution to implicit assessments of leadership with the CRT-TL in
predicting subordinate perceptions of their leaders’ transformational leadership style.

The test development stage of the current study was long-drawn out and a
labor intensive process was followed by researchers. The data from literature
findings and from real life experiences were combined successfully to rationally
determine the related motives and justification mechanisms of transformational
leadership. Furthermore, CR questions were generated attentively for the related JMs
by the researchers, so many cognitive labs and meetings were designed to ascertain

that the CR questions had construct validity. During these stages, each and every
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suggestion made by the participants was examined and necessary modifications in
the questions were undertaken in order to improve the validity of the questions. As a
result, the CRT significantly predicted leaders and transformational leaders better
than the self-report personality, motivation to lead, and transformational leadership
tests.

This new instrument measures the implicit motives of the personality in an
implicit way in which respondents do not know whether or not their leadership
capacity is being assessed so they cannot distort their responses in a socially
desirable way. Thus, CRT-Lead and CRT-TL have the potential to be utilized as a
selection tool for leaders in work settings.

According to the literature results of CRT and present study’s results, it can
be claimed that CRT is a credible instrument to measure implicit motives because of
its significant results. In the literature CRT was used to measure aggression,
achievement motivation, power and leadership and demonstrated promising results.
In addition to these noteworthy results, the current study revealed additional support
for the use of the conditional reasoning technique by demonstrating initial results in
terms of criterion and construct validities of the CRT-Leadership.

Regarding the dissociation hypothesis, implicit measures are not expected to
correlate highly with their self-report counterparts (James, 1998, James & Mazerolle,
2002). In our study, CRT-L and CRT-TL did not have high correlations with their
self-report counterparts which were MTL and MLQ. Dissociation hypothesis was
satisfied.

The data were collected from different companies with different firm sizes
and from different work areas, and locations (Ankara and Istanbul in Turkey) that
means the sample included variety. Thus, these properties strengthen the
generalizability of the study findings.

Lastly, each test set was distributed to the participants in a private envelope
and in order to match the leaders’ and subordinates tests, specific codes were given
to envelopes. This method was followed for each participant as it was assumed that

ensuring anonymity would increase participation. For this reason, many important
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and successful leaders and their teams from international firms were willing to attend
the present study.
4.3 Limitations of the Study and Future Suggestions

The present study has several limitations which should be considered in the
interpretation of the results. In the present study, empirical criterion-keying was used
when the relationships between the CRT and external criteria were examined. The
main idea of empirical keying is to maximize the prediction of external criteria. Even
though this approach was criticized as it was claimed to decrease the internal
consistency of the scale (Guion, 1965; Jones, 1977), the internal consistency of items
in the newly developed CRT was adequate. This is because the test questions were
not selected empirically from a large pool of questions that span different constructs,
but were developed carefully on theoretical and rational grounds. Thus, it could be
argued that the empirical criterion-keying procedure used in the present study has
strengthened the predictive power of the scales. Moreover, according to Jones
(1977), comparing the validity of empirical keying and rational keying approaches,
where rational keying was based on analytic procedures on theoretical assumptions
and expert judgements and factor-analysis, did not yield significant differences
between these two types of keying procedure. Thus, using an empirical keying
procedure may not have posed a serious problem in the current study. Nevertheless,
due to the circulatory nature of retaining questions and validating the measure using
the same criteria, the present study is in need of being replicated with new samples.

Furthermore, only 153 subordinates evaluated their leader’s leadership style
and also for some leaders only two subordinates evaluated their leader and this might
have resulted in restricted range of evaluation about leader. Future studies can make
use of larger samples for more reliable aggregated results.

Culture specificity might be the second limitation of the study that means the
development stages of the CR questions were tested in Turkey. The participants may
have evaluated the CR questions in the light of their cultural point of view because
CR questions are solved with the implicit thoughts. Implicit thoughts, beliefs,
attitudes, and expectations may be shaped by culture. Thus, future studies may
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examine the power of the CRT in different cultural settings.
Finally, more studies need to be conducted to further support the predictive
power of CRT in different work settings that would also include a variety of work

and organizational outcomes.
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APPENDICIES

Appendix A: Justification Mechanisms for Achievement Motivation
(James, 1998)

1. Personal responsibility inclination: Tendency to favor personal factors such as
Initiative, intensity and persistence as the most important causes of performance on

demanding tasks.

2. Opportunity inclination: Tendency to frame demanding tasks on which success
is uncertain as “challenges” that offer “opportunities” to demonstrate present skills,

to learn new skills, and to make a contribution.

3. Positive connotation of achievement striving: Tendency to associate
effort(intensity, persistence ) on demanding tasks to dedicate”, “concentration”,

“commitment” and “involvement”.

4. Malleability of skills: Tendency to assume that the skills necessary to master
demanding tasks can, if necessary, be learned or developed via training, practice and

experience.

5. Efficacy of persistence: Tendency to assume that continued effort and
commitment will overcome obstacles or any initial failures that might occur on a

demanding task.

6. ldentification with achievers: Tendency to empathize with the sense of
enthusiasm, intensity and striving that characterize those who succeed in demanding
situations. Selectively, focus on positive incentives that occur from succeeding.
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Appendix B : Justification Mechanisms for Aggression (James, 1998)

1. Hostile Attribution Bias: A propensity to sense hostility and perhaps even
danger in the behavior of others. The alarm and feelings of peril engendered by this
heightened sensitivity to threat trigger a concern for self-protection. Apprehension
about self-preservation enhances the rational appeal of self-defense, thus promoting

the self-deceptive illusion that aggression is justified.

2. Potency Bias: A proclivity to focus thoughts about social interactions on
dominance versus submissiveness. The actions of others pass through a perceptual
prism primed to distinguish (a) strength, assertiveness, dominance, daring,
fearlessness, and power from (b) weakness, impotence, submissiveness, timidity,
compliance, and cowardice. Fixations on dominance versus submissiveness generate
rationalizations that aggression is an act of strength or bravery that gains respect
from others. Failing to act aggressively shows weakness.

3. Retribution Bias: A predilection to determine that retaliation is more rational
than reconciliation. This bias is often stimulated by perceptions of wounded pride,
challenged self-esteem, or disrespect. Aggression in response to the humiliation and
anger of being demeaned is rationalized as justified restoration of honor and respect.

4. Victimization by Powerful Others Bias: A bias to see inequity and exploitation
in the actions of powerful others. The ensuing perceptions of oppression and
victimization stimulate feelings of anger and injustice. This sets the stage for
rationalizing aggression as a legitimate strike against oppression and a justified
correction of prejudice and injustice. This sets the stage for rationalizing aggression
as a legitimate strike against oppression and a justified correction of prejudice and

injustice.

5. Derogation of Target Bias: This bias consists of an unconscious tendency to
characterize those one wishes to make (or has made) targets of aggression as evil,
immoral, or untrustworthy. To infer or associate such traits with a target makes the

target more deserving of aggression.

6. Social Discounting Bias: A proclivity to frame social norms as repressive and

restrictive of free will. Perceptions of societal restrictiveness promote feelings of

78




reactance. These feelings furnish a foundation for justifying socially deviant
behaviors such as aggression as ways to liberate oneself from repressive social

customs and to exercise one’s lawful right to freedom of expression.
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Appendix C: Justification Mechanisms for Power (Leadership)
(James, & LeBreton, 2011)

1.Agentic Bias: When attempting to think rationally and objectively about strategic
decisions, POs instinctively take the perspective of the agents or initiators of actions.
Consequently, their thinking often evidences a propensity to confirm (e.g., build
logical support for) the agents’ ideas, plans, and solutions. These ideas, plans, and
solutions are viewed as providing logically superior strategic decisions. The key to
the Agentic Bias is the perspective from which people frame and reason. POs
instinctively look down; that is, they identify with the people (like themselves) who
reside in management positions, create strategic plans, and then lead others to carry
out the plans. People with weak or nonexistent power motives, whom we will refer to
as “NPs,” instinctively look up. When thinking about strategic decisions, they take
the perspectives of those lower in the organization, who are affected by the decisions

and actions.

2. Social Hierarchy Orientation: Reasoning from this orientation reflects implicit
acceptance of hierarchical authority structures as the primary form of human
organization. Reasoning is often based on the unstated, and for many POs,
unrecognized premise that disproportionate influence, privilege, and distribution of
resources are rational ways of organizing and leading (as opposed to egalitarian
power structures). The unstated assumptions they identify are thus likely to be
supportive of the premise. An assumption such as the following is illustrative:
Decisions can be made quickly without lengthy discussion or dissention. NPs on the
other hand are unlikely to be supportive of the premise because they do not implicitly
accept hierarchical authority structures as the primary and most natural form of
human organization. In fact, they may well be disposed to reason that power
structures that involve disproportionate influence, privilege, and distributions of
resources often produce less than optimal decisions. The unstated assumptions they

identify are thus likely to be critical of the premise.

3.Power Attribution Bias: Reasoning with this bias reflects a predisposition to

logically connect the use of power with positive behavior, values, and outcomes.
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Acts of power are interpreted in positive terms such as “taking initiative”, “assuming
responsibility”, and being “decisive”. These same acts are logically associated with
positive outcomes, such as organizational survival, stability, effectiveness, and
success. The powerful are viewed as talented, experienced, and successful leaders. In
like manner, successful leadership is rationally attributed to the use of power. The
Power Attribution Bias stands in contrast to the tendency of society, including a great
many NPs, to correlate the exercise of power with entitlement, corruption, and
tyranny. More specifically, the power motive is held culpable for (a) placing personal
gain ahead of group welfare, (b) the seeking of influence simply in order to dominate
others, (c) the willingness to use threat and coercion in order to gain power, status,
and entitlements, and (d) the building of organizations ruled by narcissistic tyrants
who oppress, exploit, and victimize subordinates and employees. NPs who make
attributions that those seeking power are dishonest or corrupt believe their framing
and analyses are logical and rational. POs on the other hand are predisposed to infer
that seeking power is necessary for the survival of the collective and the achievement
of important goals. Basically, POs desire to engage in power clearly places them on
the defensive in a climate that tends to frame power in derogatory terms. Justification
mechanisms such as the Power Attribution Bias are needed to give POs ostensibly

objective and rational reasons for engaging in acts of power.

4. Leader Intuition Bias: Decisions and actions appear more reasonable (to POs)
when they are based on resources and strategies that confer power to the leader. POs
are predisposed to intuitively think of strategies that confer power to themselves (or
people like themselves). NPs will be significantly less prone to intuitively identity
these same types of strategies as promising. What has likely happened here is that,
over the years, POs selectively attended to patterns and decisions that were not only
efficacious but that also involved resources that conveyed power to the leader.
Examples of such resources include (a) receiving recognition for such things as being
an expert or a first-mover, (b) being able to inflict pleasure (rewards) or pain
(punishment) on subordinates, (c) being in the nexus of communication or influence

structures; (d) being in control of resources; (e) functioning in hierarchical authority
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structures where one has personal responsibility for important decisions, and (f)
working in cultures where the accumulation and exercise of power via forming
alliances and coalitions is expected, even encouraged. The result of selective
attention and learning is that strategies and actions that allow POs to develop a power
base become part of their tacit knowledge structure. This tacit knowledge is accessed
automatically (without awareness), which makes it appear as experience-based
intuition of how to solve strategic problems. NPs may also develop tacit knowledge
structures and then rely on experienced-based intuition to solve strategic decisions.
However, these knowledge structures are unlikely to involve cognitive associations

between effective leadership and resources that enhance the NPs’ power.
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Appendix D: Interview Form for Collecting Critical Incidence

A.Yonettiginiz ya da liderlik ettiginiz insan toplulugunu tatmin -ettigini
diisiindiigiiniiz bir an diisiiniin.

1.Bu olay ne idi ve ne zaman/hangi ortamda gelisti?

2.Bu duruma yol acan kosullar nelerdi?

3.Takipcileriniz tam olarak ne dedi ve ne yapt1?

4.Bu etkilesimi tatmin edici olarak hissetmenize yol acan sey neydi?
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B.Yonettiginiz ya da liderlik ettiginiz insan toplulugunda tatminsizlik yaratan
bir an diistiniin.

1. Bu olay ne idi ve ne zaman/hangi ortamda gelisti?

2.Bu duruma yol acan kosullar nelerdi?

3.Takipgileriniz tam olarak ne dedi ve ne yapt1?

4.Bu etkilesimi tatminsizlik yaratici olarak hissetmenize yol acan sey neydi?
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Appendix E: Interview Form For Cognitive Lab Studies

Kosullu Muhakeme Testinin Yapisal Gegerliginin Incelendigi Toplant1 Sorulari

Déniistiiriicii Liderlik Ozellikleri tasiyan ve tasimayan katilimcilar
“Doniistiirti Liderlik Kosullu Muhakeme Testini” tamamladiktan sonra testler
katilimcilardan toplanacak ve katilimcilar bir liderlik pozisyonunda olup
olmadiklarina gore iki farkli gruba ayrilacaktir. Daha sonra, test sorulari sirayla
power point ile yansitilacak ve katilimcilardan sorular i¢in hangi cevap sikkini
sectiklerini soylemeleri istenecektir. Bu sirada Dontistiiriicii Liderlik Giidiisiinti
igeren cevap segenegini segen ve Dontistlirticii Liderlik Giidiisiinii igermeyen cevap
secenegi secen kisilere neden bu sorular i¢in bu cevap sikkini sectiklerine yonelik
sorular sorulacaktir. Katilimeilardan gelen cevaplar yine kendi doldurduklar testin
tizerine kisa notlar seklinde yazilacak ve toplantidan sonra testin yapisal gecerliligini
artirmak amacl test sorularinda gerekli degisikliklere gidilecektir.

Katiimcilara sorulacak sorular:
Doniistiiriicii Liderlik Giidiisiinii iceren cevap secenegini secen katilmcilara
sorulacak sorular:

-Bu soru i¢in neden bu cevap sikkini sectiniz?

Doniistiiriicii Liderlik Giidiisiinii icermeyen cevap sec¢enegi secen katihmcilara
sorulacak sorular:

-X cevap segenegini (Doniistiirticti Liderlik Giidiisiinii iceren cevap secenegi)
segmemenizdeki neden nedir?

-Siz bu cevab1 se¢mis olmaniza ragmen, sizce neden biri X cevap segenegini

(Doniistiirticti Liderlik Giidiisiinii iceren cevap secenegi) segmis olabilir?
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Appendix F: Cognitive Lab Tapes
ACTIVITY INHIBITION

1. QUESTION
Leader View:
C:Esgiidiimlii bir ¢aba igerisine girmigler. Yalnizca kisiler bagarili olmaz altindaki
grupla ekip olanlar basarabilir. A sikkinda bireysel basaridan bahsediliyor.
C: Angola ortagag toplumu ama paragraf ile ¢elisiyor.
Non-leader view:
A:Angola geri kalmis bir iilke oldugu icin bireylerin etkisi oldugunu diisiindiim.
C: Liderlerle ayn1 goriisii savunuyor

2. QUESTION
Leader View
C: Kurumsal biliylimeyi amaglamaktadir vurgulandigr igin birlikte caligmay1
vurgulayan C sikkini isaretledim. Paragraf hedeflemektedir sozii ile bitseydi D
stkkin1 segerdim ama devam ettigi i¢in C’ye yoneldim.
C: Paragraftan C’yi ¢ikarsadim.
Non-leader view:
C: Son ciimleden dolay1 C’yi sectim.
D: Kurumsal biiytime igin gorevlilerin kendisini gelistirmesi gerekmeyebilir. Ben
inovasyondan ekonomik biiylimeyi anliyorum.

3. QUESTION
Leader View
A: A ve B sikki arasinda gidip gelerek A hepsini kapsadigi i¢in A y1 se¢tim. D
stkkina yonelmem yorum olurdu paragraftan ¢ikmiyor. B sikkindaki birakilmaktadir
s0zii birakilmalidir olarak degismelidir.
B: B sikki en uygun sik oldugu i¢in onu sectim.
Non-leader View
A: Paragrafta ana fikir ne diyince A sikki kendini gosteriyor.
A: A bana mantikl1 geldi.
NOT: D sikkini segcen olmad.
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4. QUESTION
Leader View
D: Canla basla ¢alistigi dogru ama bunu departman i¢in mi yapiyor dyle bir bilgi
yok. Yonetici olmay1 beklerken basina yonetici geliyor. Sonug olarak biikemedigin
bilegi dpeceksin.
A: Sorunun yoruma dayandigini diisiiniiyorum. Bakis agis1 etkili oluyor. Ama
paragraftan negatif bir yorum ¢ikmiyor o nedenle D’yi se¢tim. Fazla mesai yapmak
kendi tercihi dyle bir baski yok sonugta.
A: Insanlar kendileri i¢in ¢alisirlar sirket aidiyeti yiiksek olsa bile sirket igin
calistiklarina inanmiyorum. Yasanan aksakliklar1 firsat olarak goriiyor. Ayni
zamanda Defne’nin saf bir kiz oldugunu diisiiniiyorum.
Non-leader View
A: Basarisimi yoneticiye gostermek istedigine dair bilgi yok. Is icin yaptigim
diisiiniiyorum.

5. QUESTION
Leader View
C: Tekrar diisiiniince hepsinin olabilecegini diisiiniiyorum. A: genelde boyle olur. C,
A sikki ile ilintili. Herkes sunamayacagina gore kim sunacak. Bir kisi var oda
yOnetici.
C: Eger Bugra ve ekibinin ¢alismalarindan memnundur deseydi A sikkini segerdim.
Ama sadece Bugra Beyin kendisi basarili degildir o ylizden A’yr eledim. Bugra
Beyin ben dili ile konustugun hissettim. Biz deseydi dogru olurdu. Hirsli kelimesi
bende bu duyguyu ¢agristirdi.
A: A y1 segtim ve %100 katiliyorum. Bugra Bey hem c¢alisan hemde yoneticilik
yaptig1 i¢in ideal bir ¢alisandir. C sikkin1 segmedim ciinkii alttaki kisiler giybet
icindedeir yani Bugra Beyi ¢ekememektedirler. Ust yonetim Bugra Beyi bilir. Basar1
varken sahiplenen bir ekibin var oldugunu diisiiniiyorum eger ekip basarisiz olsaydi o
zaman Bugra Bey sunsun derlerdi. Ust yonetim bu projeyi sadece Bugra Beyin tek
basina yapmadiginin farkindadir. Beni bugra Beyin yanina ¢eken projenin i¢inde yer

almasidir her yonetici bunu yapmaz.
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Not: (Yonca Hoca)ASLINDA POWER ATTRIBUTION BILE VAR. Yineden
otoriter lider ile trans. Lider ayirt edilebilir diye diislintiyorum.
Non-leader View
C. Bugra Bey iist yonetime gayet durumu anlatabilir ama ekipten de bahsetmeli
EXHIBITION
1. QUESTION
Leader View:
A: Se¢im kampanyas1 daha 6nce hi¢ yapilmamus. Ik kez yapilmis, belki diger
adaylar ile ayn1 bilgileri verdi ama yontem fark yaratmas.
D: D sikkinda daha genel bir sdylem var.
Non-leader View:
D: En son paragrafta bilgi vurgusu oldugu i¢in D dedim.
A: 1k kez boyle bir durumla karsilasilan iiyeler saskinliklarini birbiri ile
paylasmiglar. Zeynep Hakkinda konusmaya baslamislar. Ama simdi fikrimi
degistirdim D diyorum.
2. QUESTION
Leader View
D: Sans ve basari arasinda iliski yok. Icinde bulundugu durumu beceri ve
donanimindan dolay1 kendisi gostermistir.
D: B sikki paragraftan ¢ikmiyor.
Non-leader View:
D: Ilk basta B’ye yonelim gosterdim ama D daha mantikli geldi. Ege o siiregte
calistig1 icin basarili oldugu i¢in bu sans1 degerlendirmistir.
D: Ege’nin sans1 kolay 6grenebilecegi basarili olabilecegi bir departmana diismiis
olmasi.
3. QUESTION
Leader View
C: D ifadesi hissediliyor ama “onu kapatmanin tek yolunun ¢ok ¢alistigin1 gectigini”

gosteren bir ibare yok. O nedenle C.
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C: Kendi kisiligini giivenmeyi ve varligmi gosterme olarak yorumladim. D
sikkindaki “ancak” kelimesi tek yok ifadesi veriyor. Ancak tek yok degil.
C: C’deki ifade bencilce bir duygudur ve bu iyi bir vasif midir tartigilir. Fiziksel
Ozelliklerini kamufle etmek i¢in kendini 6n plana ¢ikarmaya hakki vardir sonucunu
¢ikarmamak gerekir.
Non-leader View
C: Ama C sikki da tam ¢ikmiyor. D ise fiziksel 6zelliklerini kapatmaya ¢alistigina
dair bilgi yok. C’de buna inandiklar1 i¢in bole yaptiklarina dair bir bilgi yok.
NOT: 2 lider D sikkinda “ancak” kelimesi olmasayd1 bu sikka gidebilecegini belirtti.
4. QUESTION
Leader View
B: Paragrafin son ciimlesinde tarihe gegme diyor. Belki de vurgulanan bu.
B: Bilime o6nemli hizmetlerde bulunmak ara¢ degil amag¢ olmali. Sonugta icat
yapmak, on planda olmak énemlidir.
B:Kisinin psikolojisine girersek tarihe gegme arzusu var. Var oldugunu gdstermek
istiyor.
Non-leader View
C: Insanlara hizmet etmenin 6nemli oldugunu diisiiniiyorum. Insanlik isin iginde
olsun diye C sikkin1 isaretledim.
5. QUESTION
Leader View
A:A sikkinda kisisel basar1 ¢ok 1iyi ifade edilmis. Diger siklar ¢ikmiyor. C diyen bir
kisi digere kisilerin varlig1 neticesinde verildigini diistinebilir. Takin yoneticisi olmak
icin altinda su kadar kisi olmali mantig1 olabilir.

A: C gidilebilecek bir ifade sonugta bdyle bir grup olmasaydi yonetici olabilir
miydi? Hayir ama neden on kisilik bir ekipten gérev Yagmur Hanima verilmistir
sorusunun cevabi A sikkidir.

A: C sikkimi isaretlemedim ¢ilinkii Yagmur hanimin talebi dogrultusunda bdyle bir
birim kurulmustur. Hak verilmez alinir meselesi.

Non-leader View
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A: Katiliyorum. Yagmur hanimin kendi ¢abasidir.
POWER
AGENTIC BIAS

1. QUESTION
Leader View:
C: Her projede bagkalarindan bilgi almadigina yonelik bir bilgi olsaydi B’ye
yonelebilirdim ama projeye kendi imzasini atmak istemis diye diisiinliyorum.
C: C sikki insanlarin karakteri ile ilgili bir sik oldugu i¢in onu segtim.
Non-leader View:
B: B genel bir sik. Baskalarin1 benimsemeyen bir kisi olarak diisiindim. C yi
se¢cmedim ¢iinkii altinda fikir olmadig: siirece projeyi bitiremez diye diistindiim. C de
baskalariin fikirlerini 6nemsemiyor diye diisiindiim.
C: B yi se¢medim clinkii genel olarak bu kisinin bagkalarini 6nemsemedigini
cikaramayiz. Bu cevap sikki bana ¢ok genel geldi.

2. QUESTION
Leader View
D: Zorlandim ama D dedim, aslinda tam olarak D degil ama sanirim cevap bu olmali
dedim.
D: Oyle olmasi gerektigi i¢in D sikkini isaretledim ama adil olmak adina B sikki
daha uygun olmali
Non-leader View:
D:Zor bir soruydu soruda agik agik bizim fikrimiz soruluyordu. Siklar1 eleye eleye
gittim.
D: Mesai licreti almalart gerekiyor ¢ilinkii personelin az c¢aligmasi personelin hatasi
degil.

3. QUESTION
Leader View
D: A degil ¢linkii basarinin garantisi yok. C dogru ama paragrafta bahsedilmiyor. D
sikkinda ulagma ihtimali daha yiiksektir dense daha iyi olurdu. A sikkini da da dogru
bilmesiyle ilgili degil taraf tutmasi ile ilgili bir durdum oldugu i¢in A’y1 sectim.
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D: Hakli ile haksiz1 ayirt edebilmis Dogru bildigi kelimesi kafa karigtirict
D: D2yi sec¢tim ama valinin popiilist davrandigini diisiiniiyorum.
Non-leader View
A: D sikkini sectim ama su anada A sikkina daha yakimim. D’de pragmatik bir
yaklasim var.

4. QUESTION
Leader View
C: C sikkii sectin ¢iinkii bir sikint1 var etkili ¢6ziim arayisina giriyor ve bu yontem
bence etkili bir yontemdir.
C: Kisinin problem ¢dzme yetenegini gosterdigi i¢in C sikkini segtim.
C: Aray1 bulmaya ¢aligmis ¢ikan sonug bu degil ama bence yapilmasi gerekenin bu
oldugu distintiyorum.
Non-leader View
A: Son paragrafta yoneticinin iyi niyetli oldugunu diisliniiyorum ve kabullenmelerini
saglamaya calismistir.. C’de ise alt kesimi kabul ettirmek amaci ile zorlama var gibi
geldi, uzlagmaci degil.

5. QUESTION
Leader View
B: A da dogru aslinda ama B sikki insanin kendini gelistirmesi ile alakali, Gliglii ve
basarili olduklar1 anlayarak kendilerini gelistirmeyi denemisler.
B: A cikabilecek sonu¢ ama ana fikir en temelde B. Paragraftan boyle ¢ikiyor.
B: Rasyonel olarak bu c¢ikti. Kisa vadede basar1 basmaklarini ¢ikmak bence basari
degildir. Bu yiizden bana gore C de dogru.
Nonleader View
A: B sikki paragraftan ¢ikmaz. B de yaninda yer aldig: kisileri analiz etmesinden

bahsediyor.
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POWER
POWER ATTRIBUTION BIAS

1. QUESTION
Leader View:
B: Konusmadaki sozleri inang ve kararlilik ifade ediyor. Milletin menfaatleri i¢in
yaptyor bunu.
B: Cok agik ve net
Non-leader view:
B: Cok acik ve net
B: Sorudan bu ¢ikiyor ama D sikkinin tarih bilgisi ile uyumlu oldugunu biliyorum. D
sikkina gitmemin sebebi bu cevabin bu paragraftan ¢ikmamasidir.
No: D sikki bilgisi paragraftan ¢ikmiyor konusunda hem fikirler.

2. QUESTION
Leader View
C:Paragrafla uyumlu oldugu i¢in C sikkini se¢tim
C: Kurallar net sekilde belli olur ve kurallar adil bir sekilde uygulanirsa calisanlar
saygt duyacaktir.
Non-leader View
C: A sikkindaki “gli¢ uygulandig: siirece” ifadesi bana ¢ok sert geldi ve beni itti.
Yukaridaki paragrafa gore dedigi i¢in C sikkini sectim. Cokta A sikkina gitmedim
clinkii o sikla ilgili climlede veri yok ayrica ilk climle ile de celisiyor. Ama A sikki
da dogru olabilir, C daha agir basiyor. A ¢eldirici olabilir ama paragrafin ana fikri bu
degil. Paragrafin 1. Ciimlesi ana fikirdir.
A: Yaptirimlarin uzun vadede sonug¢ getirmeyecegini diisiindiigiim i¢in A sikkini
sectim.

3. QUESTION
Leader View
C: A’y1 da diisiindiim. Eksik bilgi var gibi geldi. Paragraf biraz daha uzasaydi A
sikkin1 segerdim. Zamani yonetmek onemli oldugu i¢in C sikkin1 segtim. C’deki

bilgiyi paragrafin son ciimlesinden ¢ikardim.
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C: A ve C arasinda gidip geliyorum. Basarmasin1 yapmak olarak diisiindiim.
A: En rahat sec¢tigim soru bu oldu. Yonetici bagimsiz c¢alismay1 kisitlarda ne olur
motivasyon diiser. Yaptirnm yapmak 0&zerkligi disiirir.  Ama ben tersini
diisiinliyorum, herkes bagimsiz calisirsa olmaz, yonetici varsa kisitlamasi gerekir.
Non-leader view
A: Yonetici miidahalede bulunursa 6zerklik ve motivasyonun diisecegini
diistiniiyorum.

4. QUESTION
Leader View
C: Vermedigi yasal haklar degil. ikramiye prim vaat degildir. Hak kelimesinden
dolay1 D sikki elendi. Hah yerine etkili ¢oziim kelimesi daha uygun olabilir.
C: Ikramiyenin 6diil oldugu acik¢a bellidir ve &diil alip almamasm belirlemek
yoneticinin hakkidir. D sikkini segmedim ¢ilink{i insanlarin basma buyruk
davranmasini engellemek gerekir.
C: Basarisizligin karsisinda ikramiye verilmez.
Non-leader View
C: Yoneticinin basarisiz olduguna dair bir sik konabilir diye diistiniiyorum.

5. QUESTION
Leader View
D: A sikki ¢eldirici ama cokta cikartamiyoruz c¢linkii bu durum bence bilimsel
ilerleyisi durdurmadi, baska bir yoldan devam etti, bence bu imaj ile ilgili bir sey o
yiizden D sikkini sectim.
A: Once D sonra A ama hala net degil. Korumaktadir kelimesinden &tiirii. Korumaya
calismaktadir deseydi A yerine D sikkini secerdim.
D: Uzay ¢alismalar1 tamamen imaj ¢alismalari iizerine yapilan bir ¢alismadir. imaj
kelimesi beni yonlendirdi.
Nonleader View

D: Bilimsel ilerleyisi arttirdigi ortada. Imaj konusuna katiliyorum.
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6. QUESTION
Leader View:
D:‘Kopek dovdiigii kapiyr sever. Kurallart ne kadar net belirlerseniz insanlar ona
uymak konusunda daha net olurlar. Yonetici durumu tespit etmeye c¢alismis,
duygusal karar vermemis. Bir tiir bilimsel yontem izlemis, objektif bir sekilde
verimin artmasini beklemis.
D.:Ahmet Bey karar1 uygulamaya geciyor. Bu her lider i¢in kolay bir sey degildir.
Non-leader View:
A:Direk isine son vermek ¢oziim gibi gelmedi hatta fevrice bir karar geldi. Boyle bir
seyde isine son veriliyorsa diger caligsanlarin da isine son verilebilir. Digerleri de
bundan huzursuzluk yasayabilir.
A:Soru kokiine gore en dogru yargt A. D sikkini destekleyen veri paragrafta yok.
Kurumsal genel yontemleri sadece Ahmet Bey uyguluyor olabilir.
Not: Uretim miihendisi ve sef arasindaki hiyerarsik yap1 ¢ok agik degil. Uretim
miithendisi yerine miidiiri denebilir.
CHANGE
POSTIVE CONNATATION OF CHANGE
1. QUESTION
Leader View:
A: A sikki disinda para ile ilgili rahatsizlikla ilgili bir sey yok. Yeniliklere kapali
olmakla egzotik olmak arasinda baglanti olabilir ama tek belirleyici bu tatil secenegi
degil. D sikkini secenler egzotikligi yeniliklere acik olmakla es tut7ulmus olabilir.
Ama bence tek belirleyici degil.
D: Digerlerinde 6zel vurgu yok, o ylizden sectim.
Non-leader view:
A: A sikki bana ilk basta en mantiklis1 geldi.
D: Sadece Hiiseyin degil taraflardan biri degisiklige daha agik olsa daha kolay plan
yapilabilir. Belki hi¢ keyif alamayacagi i¢cin A’y1 secmedim.
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2. QUESTION
Leader View
B: Cevap verirken zorlandim. B ve D sikki arasinda bayagi gittim geldim. B sikki
oglunun diisiincesini ag¢ikliyor, Babay1 hesaba katmiyor. D sikki da zorlayarak
cikarilabilir. Cevap verirken i¢im rahat degil.
A: (Irrational Secti): Temelde ayni1 seyleri istedikleri ama farkli yollar1 tercih ettikleri
i¢cin bence ayni seyleri diistinmektedirler.
Non-leader View:
D: A sikkin tebessiim ettim, dogru dedim ama paragrafta acik¢a bahsetmedigi igin
eledim. B sikki sadece oglunu anlatiyor diye eledim. D ikisinin de kabul edebilecegi
bir fikir oldugu icin se¢tim.
D: Sektor degistirmek ekonomik olarak riskli. Paragrafta yogun rekabete vurgu

yapiyor yani risk vurgulaniyor.

CHANGE
EFFICACY AND PERSONAL RESPONSIBILITY BIAS
3. QUESTION
Leader View

A: A sikki da tam karsilamiyor ¢iinkii ayirt edilmesini saglayanlar basariya
yonlendirecek mi bilmiyoruz. B olamaz ¢iinkii Bayan Brodie’nin sectigi yontem
geligsmelerini engelleyemez.

A: Cevap tam olarak net degil. Kendi yargilarimdan yola ¢ikarak A cevabini verdim.
Boyle bir anlayis basariy: getirir benim kendi diislincem.

B: Paragrafin yonlendirmesini hissettim o yilizden B sikkini sectim. Su Su olmustur
demiyor. Riskten bahsediyor. Diinya ¢apindan iyi bir 6gretmendir demiyor. Egitim
gibi bir durumda bu yaklasim risk dogurabilir. Egitim daha sistematik olmalidir.
(Change’1 olgiiyor olabilir mi?)

Non-leader View

A: Miifredat1 eksik verdigine dair bir bilgi yok. O ylizden basariya ulasir d,ye bir

cikarimda bulundum. Ama kesin degil bu bir ¢ikarim.
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4. QUESTION
Leader View
B: C sikkini segenler siirin zaman boyunca degismemis olmasindan dolay1 se¢mistir.
Ama ifade kendi i¢inde dogru degil. Asil vurgulanan sairin farkli yok tercih etmesi.
B: C’de c¢ikabilir ama asil vurgu C sikkinda.
B: Sanatsal alanda ne kadar 6zgiin iseniz o kadar iyisinizdir. Biitiin sorular is hayati
ile ilgiliyken bu degil gibi geldi.
Non-leader View
C: En genel yarg:1 C sikkidir.

CHANGE
IDENTIFICATION WITH CHANGE INITIATORS

5. QUESTION
Leader View
A: b,c, d direk elendigi i¢in A sikkini segtim. Kendi demotivasyonunu baskalarina
yansitmistir.
A: A disindaki siklarla ilgili bilgi yok. A’da ki kati ifade beni rahatsiz etti biraz
yumusatilabilir.
A: Ayni
Non-leader View
A: En ¢ikmayacak sonu¢ D oldugu i¢in A y1 segtim.

6. QUESTION
Leader View
B: Paragraftan bir tek bu ¢ikt1 ¢iinkii riski vurguluyor.
B: Tartismaya gerek yok cevap B.
Non-leader View
B: temel sebep C’nin olmamasi

B: Tartismasiz B.
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Appendix G: Cognitive Lab Frequencies

A B C D
_ AlB1 (NL) (L,L,NL)
Z >
IO |AB2 (L,L,NL) (NL)
% <  |AB3 (LNLNL) | (L) D
Q N (L,L,NL) L)
AIB5 L) (L,L,NL)
A B C D
Y EB1 (L,NL) (L, NL)
I EB2 B (L,L,NL,NL)
g EB3 (LLNLNL) |D
3 EB4 (LLL) (NL)
z EB5 (L,L,L,NL) C
A B C D
AB1 (NL) (L,LNL)
AB2 B (L,L,NL,NL)
AB3 (NL) (LLL)
AB4 (NL) (LLL)
3 AB5 (NL) (LLL)
% PAB1 (L,L,NL,NL) D
PAB2 (NL) (L,LNL)
PAB3 (L,NL) (L,L)
PAB4 (L,L,LNL) D
PAB5 L) (L,L,NL)
PAB6 (NL,NL) (LL)
A B C D
PCCB1 | (L,NL) (L, NL)
o PCCB2 | (L) L) (NL,NL)
é EPRB3 | (L,L,NL) L)
g EPRB4 (LLL) (NL)
m ICIB6 (LLNLNL) |C
ICIB5 (L,L,L,NL) D

RED refers to answer which include bias
BLUE refers to answer which include non-
bias

L: Transforational Leader

NL: Non-Transformational Leader

AIB: Activity Inhibiton

Bias

EB:Exhibiton Bias

AB: Agentic Bias

PAB: Power Attribution

Bias

PCCB: Positive Connotation of Change
EPRB: Efficacy and Personal Responsibility Inclination Bias
ICIB: Ideintification with Change Initiators
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Appendix H: Demographic Information for Leaders

BOLUM 1

1) Yas :

2) Cinsiyet:

3) Egitim:
Ilkokul  Ortaokul Lise 2 yillik Universite
Universite Mastir/Doktora

4) Su anda ¢alismakta oldugunuz firmada kag senedir yoneticilik yapmaktasiniz?

5) Calistiginiz firmanin hangi departmaninda yoneticilik yapmaktasiniz?

6) Yoneticilik yapmakta oldugunuz firmada ¢alisan sayisi nedir?
1-50 51-250 251-500 501 ve tizeri

7) Yoneticilik yapmakta oldugunuz firma hangi alanda ¢alismaktadir?

8)Y oneticilik yapmakta oldugunuz firmada hiyerarsik diizey olarak sizin
pozisyonunuzun altinda kag¢ ydnetici pozisyonu daha bulunmaktadir?
9)Yoneticilik yapmakta oldugunuz firmada hiyerarsik diizey olarak sizin
pozisyonunuzun iizerinde kag¢ yonetici pozisyonu daha bulunmaktadir?

10) Toplam kag sene yoneticilik yaptiniz? (Baska kurumlarda da yonetici olarak

calistiysaniz bunu da g6z oniinde bulundurunuz)

11) Yoneticilik yapmakta oldugunuz firmada kag kisinin yonetiminden
sorumlusunuz?

1-3 4-6 7-9 10 ve lizeri
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Appendix I: Demographic Information for Subordinates

BOLUM 1

1) Yas :
2) Cinsiyet:
3) Egitim (En son mezun oldugunuz okul):

Tlkokul Ortaokul Lise 2 Yillik Universite

Universite Mastir/Doktora
4) Su anda ¢alismakta oldugunuz firmada, bulundugunuz pozisyonda kag yildir gérev
almaktasiniz?

5) Hangi departmanda gorev almaktasiniz?

6) Firmaniz hangi alanda ¢aligmaktadir?

7) Degerlendirdiginiz kisiyle ne kadar siireyle beraber ¢alismaktasiniz?
8) Degerlendirdiginiz kisiyle giin i¢inde ne siklikla bir araya gelirsiniz?
Nadiren Ara sira Siklikla Her zaman

9) Asagidakilerden hangisi sizi en iyi tanimlar:

_ Degerlendirdigim insandan hiyerarsik olarak daha tistteyim.
_ Degerlendirdigim insanla ayn1 hiyerarsik seviyedeyim.
_ Degerlendirdigim insandan hiyerarsik olarak alttayim.
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Appendix J: Sample Questions From Generated CRT Questions

1. Ahmet Bey yonettigi projenin 30. giinlinde 10. giinkii asamaya gelindigini
Ogrenmistir. Durumu kabullenememis ve zaman ydnetimi konusundaki basarisizliklarini
devamli tekrarlayan ekibine ceza vermeyi uygun gorerek normalde o ay iginde almalari
gereken primin verilmesini engellemistir.

Paragrafa dayanarak asagidaki yargilardan hangisi s6ylenebilir?

A) Cocuk ve geng isci galistirma usul ve esaslarinin tekrar gézden gegirilmesi
gerekmektedir.

B) Kadin ve erkek ¢aligan sayisindaki esitsizlikler bu tarz problemlere yol
agmaktadir.

C) Calisanlar kendilerinden beklenen isi gergeklestirmediginden, Ahmet Bey
yoneticilik inisiyatifini kullanmistir.

D) Ahmet Bey zaman yonetimindeki aksakliklarin nedenlerini arastirmadan
caliganlarini cezalandirmustir.

2. Kimisine gore, bir sairin gorevi, her seyden dnce siiri gelistirmek olmalidir. Halbuki,
gegen zaman boyunca siir, sanatgilarin ayni yolu segmeleri sebebiyle degismemis ya da
pek az degismistir.

Bu parcadan ¢ikarilabilecek en uygun yargi hangisidir?

A) Taninmak isteyen sair ¢cok iiriin vermelidir.

B) Sair, kendi yolunda yiiriimeli, 6zgiin olmaya ¢aligmalidir.

C) Sair olmak o kadar da kolay bir is degildir.

D) Sairlerin birbirlerinin tarzlarindan etkilenmeleri normaldir.

3. X firmasinin terfi prosediiriine gére 5 yili dolan ¢alisanlar bir {ist pozisyonda agik
kadro olmasi durumunda terfi ettirilmektedir. Ancak bu seneki atamalarda 5 yilim
dolduran bazi c¢alisanlar agik kadrolara terfi ettirilemezken 5 yildan daha az calisanlar
terfi ettirilmistir. Is yerinde olusan olumsuz atmosferin farkinda olan birim yoneticisi
calisanlar ile bireysel goriismeler yapmis, sonra da her biri i¢in ayr1 eylem planlart
gerceklestirerek bu durumu kabullenmelerini ve huzurlu c¢aligma ortaminin tekrar
olugmasini saglamustir.

Yukaridaki parcada s6z edilen yonetici i¢in asagidakilerden hangisi sdylenebilir?
A) | Calisanlara deger verildigini gostererek durumu kabullenmelerini saglamistir.
B) Ise alim politikasinda verilen kararlar bugiinkii problemlere neden olmustur.

C) Yonetimin verdigi kararlar1 ¢alisanlara kabul ettirebilmek igin etkili bir ¢6ziim
arayisina gecmistir.

D) | Ara yonetici kadrosunun az olmasi yonetici-calisan baglarini zayiflatmaktadir.
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Appendix K: Big Five Inventory (BFI) by Schmitt, Allik, Mccrae, & Benet-

Martinez (2007)
BOLUM 4

Asagida sizi kismen tanimlayan (ya da pek tanimlayamayan) bir takim 6zellikler sunulmaktadir.

Ornegin, baskalari ile zaman gecirmekten hoslanan birisi oldugunuzu diisiiniiyor musunuz? Liitfen

asagida verilen ozelliklerin sizi ne oranda yansittigini ya da yansitmadigini belirtmek igin sizi en iyi

tanimlayan rakami her bir 6zelligin yanina yaziniz.

1 = Hig katilmiyorum
2 = Pek katilmiyorum

3 = Ne katiliyorum ne de katilmiyorum (kararsizim)

4 = Biraz katiliyorum
5 = Tamamen katiliyorum
Kendimi ........ biri olarak gériyorum

[y

. Konusgkan

N

. Baskalarinda hata arayan

3. Isini tam yapan
4. Bunalimh, melankolik
5. Orijinal, yeni gorusler ortaya koyan

6. Ketum/vakur

~

. Yardimsever ve ¢ikarci olmayan

8. Biraz umursamaz

9. Rahat, stresle kolay bas eden
10. Cok degisik konulari merak eden

11. Enerji dolu

12. Baskalariyla sirekli didisen
13. Givenilir bir galisan

14. Gergin olabilen

15. Maharetli, derin dlslinen
16. Heyecan yaratabilen

17. Affedici bir yapiya sahip
18. Daginik olma egiliminde
19. Cok endiselenen

20. Hayal glicli yliksek

21. Sessiz bir yapida

22. Genellikle baskalarina glivenen

23.
24.

25.
26.
27.
28.

29.
30.

31.
32.

33

Tembel olma egiliminde olan

Duygusal olarak dengeli, kolayca
keyfi kagmayan
Kesfeden, icat eden
Atilgan bir kisilige sahip
Soguk ve mesafeli olabilen

Gorevi tamamlanincaya kadar sebat
edebilen
Dakikasi dakikasina uymayan

Sanata ve estetik degerlere 6nem
veren
Bazen utangag, ¢ekingen olan

Hemen hemen herkese karsi saygili ve
nazik olan

. Isleri verimli yapan
34,
35.
36.
37.
38.
39.
40.
41.
42.
43,
44,

Gergin ortamlarda sakin kalabilen
Rutin isleri yapmayi tercih eden
Sosyal, girisken

Bazen baskalarina kaba davranabilen
Planlar yapan ve bunlari takip eden
Kolayca sinirlenen

Diusunmeyi seven, fikirler gelistirebilen
Sanata ilgisi ¢ok az olan

Baskalariyla isbirligi yapmayi seven
Kolaylikla dikkati dagilan

Sanat, miizik ve edebiyatta cok bilgili

Latfen kontrol ediniz: Bitin ifadelerin dnline bir rakam yazdiniz mi?
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Appendix L: Motivation to Lead (MTL) by Chan and Drasgow (2001)

BOLUM 5

Latfen, asagida verilen 27 maddeye ne derece katildigimizi 1 ve 5 arasindaki 6lgegi

kullanarak belirtin.

1 = Hig katilmiyorum

2 = Pek katilmiyorum
3 = Ne katiliyorum ne de katilmiyorum (kararsizim)

4 = Biraz katiliyorum
5 = Tamamen katiliyorum

=
FEzE=#E2Es
g E™E Ee |E3
= E E T E <3
5 5 < S B S 3
= B B = E £ S
S E s 35 B B
8 B _Z
8 g
1.  Eger liderlik roliinden faydalanabilecegimi bilirsem o grubun
lideri olmay1 kabul ederim. 112 3 4 S
2. Genellikle i¢inde ¢alistigim gruplarin lideri olmak isterim. 112 3 4 5
3.  Liderlik etme teklifi almak bir onur ve ayricaliktir. 1 |2 3 4 5
4. Bir gruba liderlik etmeyi kabul etmem durumunda bana daha
fazla ayricalik getirmesini asla beklemem. 112 3 4 5
5. Grup tyeleri tarafindan ne zaman liderlik etmem teklif edilirse
ya da aday gosterilirsem liderligi kabul ederim. 112 3 4 S
6.  Benim dogamda liderlik kesinlikle yok. 112 3 4 5
7. Bir grubun lideri olmak konusunda ¢ekinceli durdugum
nadirdir. 112 3 4 5
8.  Eger liderlik roliinii {istlenmek bana yarar saglamayacaksa
. 112 3 4 5
lider olmavi asla kabul etmem
9.  Liderlik roliinii geri ¢evirmek dogru degildir. 112 3 4 5
10. Baskalarina liderlik etmek onurlu bir is olmaktan ziyade
aslinda pis bir istir. 112 3 4 5
11. Eger bir gruba liderlik etmeyi kabul edeceksem, bunun bana ne
yarar saglayacagini bilmek isterim. 112 3 4 S
12. Bir lideri aktif olarak savunan ama lider olarak atanmak 1 |2 3 4 5
istemeyen biriyim.
13. Eger yapabiliyor isem baskalarina liderlik etmeye goniillii 112 3 4 5
olmam o6gretildi.
14. Iginde galistigim grup veya takimlarin birgogunda sorumluluk e 3 4 .

alma egilimim vardir.

102




s
= m ez | w5
= | ZE°% | F|2%
B rEx8 | N |28
= 2 es 2 e 3
S | ESs2= | E|za
< | 2 EZs | E|8°
S| 2 P23 | 2
=) =]
= - g E -
g £ = g
= 5 2 =i
15. Suf baskalar1 bana oy verdi diye, asla liderlik roliine razi
olmam. 112 3 4 5
16. Sadece benim i¢in bariz avantajlar1 oldugu durumda bir gruba
liderlik etmek ilgimi geker. 112 |3 4 |5
17. Bir grubun lideri olmak yerine grubun iiyesi oldugum zaman o
gruba daha ¢ok katki saglayacagimi diisiiniiriim. 112 3 4 5
18. Herhangi bir &6diil veya fayda saglamasa bile bagkalarina
liderlik etmeyi kabul ederim. 112 3 4 13
19. Eger benden bagskalarina liderlik etmem istenirse bunun 119 3 4 5
gorevim oldugunu hissederim.
20. Insanlara liderlik teklif edildiginde, dogru olan bu teklifi kabul
etmeleridir. 112 3 4 5
21. Bir gruptaki diger insanlarin problemleriyle ilgilenmeden dnce 119 3 4 5
endiselenmem gereken kendime ait ¢ok daha fazla problemim
22. Bir grup igerisinde ¢alisirken ¢ogu zaman grubun iiyesi olmak
yerine lideri olmayi tercih ederim. 112 3 4 5
23. Bana bagkalarma liderlik etmenin degerli bir sey oldugu 119 3 4 5
ogretildi.
24. Bir gruba liderlik etmeyi kabul etmem durumunda bana daha
fazla bir avantaj ya da Ozel bir fayda saglamasini asla 12 3 4 5
25. Ben bagkalarindan sorumlu olmayi seven biriyim. 1 |2 3 4 5
26. Ben bagkalarina liderlik etmeye ilgi duymayan tipte biriyim. 1|2 3 4 5
27. insanlarin, bagkalar1 tarafindan aday gosterilmeyi ya da
kendilerine sorulmasini beklemeden liderlik etmeye goniillii | 1 | 2 3 4 5

olmasi gerekmektedir.
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Appendix N. Turkish Summary

TURKCE OZET
GIRIS

1.1 Liderlik

Giliniimliz rekabetci is diinyasinda modern organizasyonlarin basarili
olabilmesi i¢in yiiksek diizeyde performans ve ¢aba gostermeleri gerekmektedir ve
bunu basarmak iginde geleneksel yoOnetim anlayisinin basarili olamayacagi 6n
goriilmektedir. Clinkii geleneksel is anlayisi ile saglanan iirlin ve bu iiriinliin sunum
hiz1 bekleneni karsilamamaktadir. Bu ylizden giliniimiizde sirketler servis ve iriin
kalitelerini artirmak i¢in organizasyon yapilarini ve g¢alisma kiiltiirlerini modern
calisma kosullarina gore yenilemektedirler (Cartwright, 2003). Bu degisimi
saglamanin en basarili yolu olarak da bu degisimleri gerceklestirebilecek liderlerin
yetistirilmesi olarak goriilmektedir (Training, 2005; Vicere, & Fulmer, 1998). Bu
sebeple sirketler ayrica segme yerlestirme prosediirlerine etkili lider segme araglari
ekleyerek sirketlerin verimini artirmay1 hedeflemektedir (Northouse, 2010).
1.2 Lider Se¢cme Yontemleri

Sirketlerde calisan liderler iist yOnetim tarafindan atanma, rotasyon,
demokratik se¢imler, lidersiz grup tartismasi, bilissel yetenek testleri ve kisilik
testleri, yapilandirilmis miilakatlar ve degerlendirme merkezlerinde kullanilan
simiilasyonlar gibi segme yontemleri ile tayin edilmektedir (Pandey, 1976, Howard,
1997, Hogan, Curphy, & Hogan, 1994). Sirketler genel olarak bilimsel se¢me
yontemleri yerine geleneksel sirket i¢i atama yontemlerini tercih etseler de, psikoloji
calisma bulgularima gore biligsel yetenek testleri ve kisilik testleri etkili lider
se¢imlerinde basarili olmaktadir. (Bartone, Snook, & Tremble, 2002, Bass, 1990;
Judge, Bono, Ilies, & Gerhardt, 2002; Stogdill, 1948). Yapilan ilk calismalar etkili
liderlik ve kisilik arasinda az bir iliski oldugunu belirtse de, giincel g¢alisma
sonuglaria gore kisilik 6zellikleri etkili liderlikte 6nemli bir varyansi agiklamaktadir

(Bass, 1990, Stogdill, 1948, Ensari et al., 2011; Judge et al., 2002)
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1.3 Liderligin Kavramsallastirilmasi

Liderlik kavramu literatiirde bircok farkli sekilde agiklanmistir. Ornegin
Northouse (2010) liderligi bir grup insami belli bir hedef g¢ergcevesinde bir araya
getiren ve hedefe ulagtiran kisi olarak tanimlarken, Hogan ve arkadaglari (1994)
liderligi, liderin kendi ¢ikarlarini bir yana koyarak bir grup insani bir araya getiren ve
belli bir amaca inandiran ve basarilt bir sekilde sonuca ulastiran kisi olarak
tanimlamaktadir.

Liderlikle ilgili c¢alismalar incelendiginde, doniistiiriicii liderligin diger
liderlik teorilerine gore daha etkili sonuglar ortaya koymasindan 6tiirii daha fazla ilgi
cektigi goriilmektedir (Bass, 1985; Barling, Slater, & Kelloway, 2000). Doniistiiriicii
liderlik literatiirde ilk olarak Downton (1973) tarafindan incelenmis daha sonra da
Burns (1978) tarafindan gelistirilmistir. Burns kitabinda politik liderleri doniistiicii ve
etkilesimci olmak iizere iki farkli kategoriye ayirmustir. Doniistliriicii liderligi
takipgilerin isteklerine uymaktan daha cok onlarin ihtiyaclarini, degerlerini ve
inanglarin1 anlayarak hareket eden kisi olarak tanimlamistir. Etkilesimci liderleri ise
sadece sonucu iyi oldugu siirece takipgileri ile iletisime gegmeyi tercih eden liderlik
tipi olarak aciklar. Bass (1985) Burns’iin liderlik tiplerini sirket yonetimi literatiirii
cergevesinde incelemis ve doniistiirticli liderligi ilham verici motivasyon, diisiinsel
uyarim, bireysellestirici 6nem ve babacanlik olmak {izere dort farkli boyut
cercevesinde degerlendirmistir.

1.4 Liderlik ve fliskili Kisilik Ozellikleri

Judge ve arkadaglar1 (2002) yiiriittiikleri meta analiz ¢alismasinda bes biiytik
faktor ve liderlik arasindaki iligkiyi incelemistir. Liderlikle en ¢ok iliskili kisilik
faktoriiniin disa dontikliik (p = .31) oldugu tespit edilmis olup bunu sirasiyla
sorumluluk, nevrotiklik, yenilige aciklik ve uyumluluk takip etmistir. Nevrotiklik (p
= -.24) negatif yonde liderlik ile iliskili bulunmustur.

Literatiirde kisilik farkliliklart ve doniistiiriicii liderlik arasindaki iliski sikg¢a
arastirilmistir. Ornegin Bono ve Judge’in (2004) yiiriittiigii meta analiz ¢alismasinda

disa doniiklik (p = .22) ve nevrotiklik (p = -.17) dontstirict liderlik ile iliskili
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bulunmustur. Ayrica uyumluluk, yenilige aciklikta donistiiriici liderlik ile iliski
bulundu ancak bu degiskenlerin giivenirlilik degerlerinin sifir oldugu tespit
edilmistir.

1.5 Déniistiiriicii Liderlik ve iliskili Ihtiyac ve Giidii Degiskenleri

McClleland kisilik o6zelliklerini ve ihtiyaglarini birlikte degerlendirerek
Liderlik Giidii Desenini agiklamis ve bu cergevede list diizey yonetimde yer alan
etkili liderlerin davraniglarini incelemistir. McClelland ve Burnham’s (1976)
yoneticilere Tematik Degerlendirme Testini uygulamis (TAT) ve sonuglarina gore
basaril1 bir yoneticinin ne tiir giidiilere sahip oldugunu tespit etmistir. Gelistirdikleri
desene gore etkili yoneticilerin gii¢ ihtiyacinin yiiksek, baglanma ihtiyacinin diistik,
basarma ihtiyacinin orta derece ve etkinlik engelleme ihtiyacinin yiiksek oldugu
tespit edilmistir. Benzer bir sekilde House, Spangler ve Woycke (1991) 31 Amerika
baskan1 ile yaptig1 c¢alisma sonucunda incelenen baskanlarin gii¢ ihtiyaglarinin ve
etkinligi engelleme ihtiyacinin yiiksek baglanma ihtiyacinin diisilk oldugunu tespit
etmistir. Ayrica basarma ihtiyaci ile etkili liderlik arasinda anlamli bir iligki tespit
etmemislerdir.

Sonug olarak; disadoniikliik ve yeniliklere agiklik etkili liderlik ile iligkili
olup bu kisilik 6zellikleri de Murray’nin agikladig: gii¢, hakimiyet, kendini gésterme,
sergileme ve degisim yaratma ihtiyaglar ile iliskili oldugu diistiniilmiistiir. Ayrica bu
kisilik ozellikleri ve giidiiler beraber incelendiginde McClelland’in agikladigi
desenlerin de doniistiirticti liderlik ile iliskili oldugu degerlendirilmistir. Mevcut
calismada, doniistiiriicti liderligin dogrulama mekanizmalari olarak; gii¢ giidiisii ve
bu giidiinlin dogrulama mekanizmalarindan temsil giidiisii ve giice atifta bulunma
giidiisii; etkinligi engelleme giidiisti; degisim giidiisii ve bu giidiinliin dogrulama
mekanizmalarindan fayda saglama ve kisisel sorumluluk alma giidiisii; degisime
pozitif yaklasma giidiisii ve degisimi baslatan kisilerle baglant1 kurma giidiisii ve son
olarak kendini gosterme giidiisii tespit edilmistir.

1.6 Kisinin Kendi Beyanina Dayali Ol¢me Yéntemlerindeki Problemler
Tepki yanlilig1 yaklagik 100 yildir psikoloji literatiiriinde tartigilan bir konu

olup kisinin kendi beyanina dayali degerlendirmelerin de kasitli olarak ya da
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olmayarak tepki yanliligina acik oldugu ¢esitli galismalarda ortaya konulmustur.
Katilimcilar 6zel olarak kisilik envanterlerinde genel olarak kisinin kendi beyanina
dayali ol¢eklerde katilimcilar belli bir izlenim yaratmak amaciyla kasithi olarak
sorulara yanlis cevaplar vermektedirler. Ones ve Viswesveran’in (1998) yliriittigi
meta-analiz ¢alismasinda katilimcilardan kisilik envanterlerine yanlis cevap
vermeleri istendiginde genel test skorlarmi .50 standart sapma oraninda
artirabildiklerini tespit etmistir. Sonug¢ olarak Kisinin kendi beyanina dayali
degerlendirme  yontemleri baz1  gecerlilik ve  giivenirlilik  problemleri
barindirmaktadir. Bu problemin iizerinden gelebilmek icinde kisisel farkliliklar:
0lemek adina Tematik Degerlendirme Testi ve Kosullu Muhakame Testi (KMT) gibi
cesitli gizil 6l¢iim araclar1 gelistirilmistir.
1.7 Kosullu Muhakeme Testi

Yeni bir gizil degerlendirme araci olan Kosullu Muhakeme Testi, bireylerin
kisiliklerinin ~ altinda yatan giidiileri inceleyerek kendilerini  dogrulama
mekanizmalarmi (biligssel yanlilik gibi) 6lgmektedir (James, 1998). Kisiler kendi
davraniglarinin nedenlerini akla uygun bir sekilde agiklama giidiisii igindedirler
¢linkii davranislarinin onaylandigini, davraniglarinin mantiksiz ve akilsiz nedenlere
dayanmadigini, her davraniginin makul ve akla uygun oldugunu bilmek isterler
(James, & Mazerolle, 2002; Kunda, 1990). Bu amagla, kisiler muhakeme
yontemlerine dayanarak kendi davranis se¢imlerini dogrulama egilimindedirler ve bu
muhakeme yontemine Dogrulama Mekanizmast adi verilir. Farkli kisilik
ozelliklerine sahip bireylerin farkli Dogrulama Mekanizmalar1 vardir.
1.7.1Testin Format

Testin format1 James (1998) tarafindan gelistirilmistir. Testteki genel amag
timevarim muhakeme sorular1 ile Olgiilmek istenen giidiiniin dogrulama
mekanizmasin1 yakalamaktir. Genel olarak kosullu muhakeme test sorular
muhakeme yontemi ile cevaplandirilabilecek bir paragraf sorusu ve dort alternatif
cevap sikkindan olusmaktadir. Cevap siklarindan bir tanesi 6l¢iilmek istenen kuram
ile iligkili dogrulama mekanizmasin igerirken (6rnegin; basarma motivasyonu) bir

diger cevap sikki bu dogrulama mekanizmasinin bir diger ucunu (Ornegin;
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basarisizliktan korkma) oOl¢gmektedir ya da higbir dogrulama mekanizmasini
icermemektedir. Geriye kalan iki cevap sikki ise paragraf ile iliskisi olamayacak
cevaplar icermektedir. Katilimcilar dogrulama mekanizmasini igeren cevap sikkini
secgerlerse +1, dogrulama mekanizmasini igermeyen sikki secerlerse -1 ve mantiksiz
cevap siklarindan birini secerlerse 0 puan almaktadirlar.

KMT’nin ilk uygulandigi yapt basarma motivasyonudur ve Amerika
Universite Giris Smavlari ile iliskisi incelendiginde bu iki testin yiiksek korelasyon (r
= .49) gosterdigi tespit edilmistir (James, 1998). Benzer bir sekilde, kosullu
muhakeme testinin akademik basarty1 yordamada bilissel yetenek testinin iizerinde
bir yordama etkisine sahip oldugu bulunmustur. Ayrica kosullu muhakeme testinin
0z-beyan karsilig1 olan is ve aile uyum saglama testi ve test kaygisi testi ile anlamsiz
iliski gostermektedir. Gizil ve 0z-beyana dayali anketlerin aym yapinin farklh
kisimlarin1 6lgmelerinden dolayr diisiik korelasyon gdstermelerine ayrilma teorisi
denilmektedir. (James, & Mazerolle, 2002).

Buna ek olarak; Bergman, Mclntyre ve James (2004) insanlarin igyerinde
gosterdikleri saldirgan davraniglar1 KMT ile dlgmiistiir. Bu test ilk olarak James ve
Mclntyre (2000) tarafindan olusturulmustur, test 22 adet muhakeme sorusu
icermekte olup bu testin NEO-PI-R testinin 6fke-diismanlik alt boyutu ile
karsilastirilmis ve anlamsiz bir iligki (r = .05) bulunmustur (Bing, Stewart, Davison,
Green, Mclntyre ve James, 2007). Ayrica devriye memurlarinda yapilan ¢alismada
KMT den yiiksek skor alan kisilerin performanslarinin diisiik oldugu ve giivenilmez
olduklar1 saptanmistir.

Son olarak, liderligi 6l¢gmek adina bir kosullu muhakeme testi gelistirilmistir.
Bu test kapsaminda saldirganlik ve giic giidiileri ve dogrulama mekanizmalari
basarili liderligin yordayicilar1 olarak kabul edilmistir. Liderligi o6l¢en kosullu
muhakeme tesit 25 adet muhakeme sorusu icermektedir. Biiyiik bir perakende satis
sirketinde yapilan ¢calismada KMT-Liderlik dl¢egi aylik magaza satis orani (r = .44)
ve aylik magaza karlilig1 (r = .46) arasinda anlaml bir iligki bulunmustur (James, &
LeBreton, 2011). Fakat, Wright’in (2011) 6grenci 6rnekleminde yiiriittiigii ¢alisma

benzer sonuglar dogurmamistir. Bu ¢alismada 6grencilerden simif arkadaglarindan
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bazilarini lider olarak atamalar istenmis ve bu kisilerin Kosullu muhakeme liderlik
testi sonuglarina bakilmistir. Sonuglara gore psikoloji ve isletme Ogrencilerinin
liderlik orneklemi ile kosullu muhakeme liderlik testi anlamsiz sonuglar ortaya
cikmustir.
1.7.2 Doniistiiriicii Liderlik icin Kosullu Muhakeme Testi Gelistirme

Literatiir taramalar1 ve metot kisminda anlatilan kritik olay sonuglarina gore
ilk olarak Mclelland ve Burnham (1976) tarafindan ifade edilen gii¢ giidiisii mevcut
caligmada da ilgili giidii olarak secilmistir. Ayrica gii¢ giidiisii ve James ve
LeBreton’in (2011) gelistirdigi kosullu muhakeme testinde de kullanilmistir ve
onlara gore, etkili liderlerin giic sergileyerek takipgilerini etki altina alma gibi
giidiileri vardir. Bu giidiiniin doniistiiriicti liderlik ile ilgili oldugu diisiiniilen dogru
mekanizmalar1 olarak giice atifta bulunma giidiisii ve temsil giidiisii secilmistir.
Doniistiiriicii liderlikle iligki ikinci giidii olarak ise etkinligi engelleme giidiisii
belirlenmistir. Bu giidliye gore, lider konumunda olan kisiler kendi ¢ikarlarini bir
kenara birakarak grubun ¢ikarlarini 6n plana koymaya calisirlar. Ugiincii giidii olarak
ise degisim yaratma giidiisii belirlenmis olup bu giidii ¢ercevesinde doniistiiriicii
liderlerin mevcut sistemi oldugu gibi kabul etmek yerine grubun ¢ikarlarini korumak
adina ve arttirmak i¢in devamli bir degisim ve i1yilesme pesinde olduklar
diistiniilmiistiir. Bu giidiiniin dogrulama mekanizmalar1 olarak ise fayda saglama ve
kisisel sorumluluk alma giidiisii; degisime pozitif yaklagsma giidiisii ve degisimi
baglatan kisilerle baglanti kurma giidiisii tespit edilmistir. Son olarak kendini
gosterme giidiisliniin  doniistiirticii liderlik ile iliskili oldugu diisiiniilmiistiir. Bu
giidiiye gore, doniistiiriicii liderlerin grup tarafindan fark edilip deger verilmesi ve
grubu etkileyebilmesi i¢in kendini grup i¢inden siyirarak gostermesi gerekmektedir.

Sonug olarak; mevcut caligmanin genel amaci doniistiiriicti liderlik ile ilgili
yeni bir kosullu muhakeme testi gelistirip asagidaki sorulara cevap bulmaya
caligmaktir.

Arastirma sorusu (1) Gelistirilen kosullu muhakeme testi lider
pozisyonunda olan ve olmayan kisileri ayirt edebiliyor mudur?

Arastirma sorusu (2) Gelistirilen kosullu muhakeme testi takipgilerin
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liderleri hakkindaki degerlendirmelerini yordayabiliyor mudur?

Arastirma sorusu (3) Kriter baglantili 6l¢ek olusturulduktan sonra bu testler
dontstiiriicii liderligi 6lgmek i¢in kullanilan diger dlgeklerle birlikte nasil sonuglar
ortaya koymaktadir.

METOT

2.1 Muhakame Test Sorularinin Gelistirilmesi

Muhakeme sorularinin gelistirilmesi i¢in internet ve wikipeida aragtirmalari
yapilarak ilgili olabilecegi diisliniilen 6rnek olaylar tespit edilmistir. Ayrica, daha
onceki senelerde OSYM tarafindan sorulan Tiirkge paragraf sorulari, {iniversite
smavlarina hazirlik amaciyla gelistirilen Tiirkce paragraf sorulari incelenmis
kullanilabilecek paragraf sorular1 da belirlenmistir.

2.2 On calisma (1) Ornek Olay Toplama

Omek olay toplama mevcut calismanin ilk basamagi olup 15 lider ile
yiiriitiilmiis olup basarili olduklar1 ve olmadiklar: liderlik davraniglari ile ilgili 6rnek
olaylar1 anlatmalar1 istenmistir. Toplanan 30 6rnek olay teker teker incelenmis ve
KMT’de kullanilabilecek olay oriintiileri tespit edilmistir. Daha sonra bu olaylardaki
kisi yer ve zaman bilgileri degistirilerek KMT sorulart ve cevap siklar
gelistirilmistir.

Sonu¢ olarak 27 adet soru olusturulmus olup bunlardan bes tanesi
aragtirmacilarin tecriibelerinden, 10 tanesi 6rnek olaylardan ve 12 tanesi ise internet
sitelerinden ve Tiirk¢e paragraf sorularindan gelistirilmistir.

2.3 On calisma (2): Kosullu Muhakeme Testinin Yap1 Gegerliligi

Soru setleri olusturulduktan sonra, ikinci asama olarak olusturulan sorularin
gecerliligi biligsel laboratuvar ¢alismasiyla incelenistir. Biligsel laboratuvar ¢aligsmasi
bir cesit sozel analiz yontemi olup olusturulan sorularin gercekte dl¢iilmek istenen
seyi Ol¢iip 6lgmedigi ile ilgili katilimeilarin fikirlerini beyan ettigi bir ¢aligmadir. Bu
caligmada farkli sosyal ¢evrelerde yetismis kisiler bir araya gelir ve Olgegin her
maddesi i¢in fikirlerini teker teker beyan ederler. Caligmay1 yiiriiten kisilerde bu
beyanlar1 not alarak Olgekte cesitli diizenlemeler yaparlar. Dort fakli biligsel

laboratuvar toplantis1 yapilmis olup, ilk ¢alisama bes liderin ve {i¢ ¢alisanin, ikinci
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laboratuvar caligsmasi ise alt1 yiiksek lisans 6grencisi ve bes arastirma gorevlisinin
katilimlariyla gerceklestirilmistir. Yirmi yedi adet soru iki parcaya boliinmiis ve her
calisma i¢in iki farkli oturum gerceklestirilmis olup ikiye bdliinen testler ayr1 ayri
incelenmistir. Her bilissel laboratuvar ¢alismasi ortalama olarak iki saat stirmiis olup
aragtirmacilar katilimcilarin  biitiin  yorumlarin1 not almistir. Alman bu notlar
sonrasinda ise arastirmacilar bir araya gelmis ve sorularda gerekli diizeltmeleri
yapmiglar ve bir soruyu ¢ikarmislardir. Son olarak, diizenlenen 26 adet kosullu
muhakeme test sorular1 bir kez de Endiistri Ve Orgiit Psikolojisi alaninda akademik
calimalar yiriiten 3 psikolog tarafindan incelenmistir. Sorulara iliskin son
diizenlemeler bu ii¢ psikologun geri bildirimleri dogrultusunda yapilmistir.
2.4 Ana Calisma

Anketler Ankara ve Istanbul’da &zel firmalarda ¢alisan 81 yonetici ve 153
calisana dagitilmistir. Katilimcilarin kimlik bilgilerini saklamak i¢in biitiin anketler
kapali zarflarda dagitilmistir. Lider c¢alisan eslesmesi ise zarflarin {izerinde yazan
kodlar araciligiyla yapilmistir. Ornegin lidere verilen zarfin {izerine L1 kodu
yazarken bu lidere bagh c¢alisan kisilere L1-1, L1-1 ve L1-3 yazan zarflar
dagitilmistir.
2.4.1 Olgekler
2.4.1.1 Kosullu Muhakeme Testi

Gelistirilen KMT doniistiiriici liderligi 6lgmek icin kullanilmigtir. Test 26
sorudan olusmaktadir. Alt1 soru temsil giidiisiinii, bes soru gilice atifta bulunma
giidiisiini, ti¢ soru etkinligi engelleme giidiisiinii, iki soru degisimden fayda saglama
ve kisisel sorumluluk alma giidiisiinii, iki soru degisime pozitif yaklasma giidiisiini,
iki soru degisimi baglatan kisilerle baglant1 kurma giidiisiinii ve son olarak alt1 soru
kendini gdsterme giidiisiinii 6lgmektedir. Olgiilmek istenen giidiiyii segenler +1,
Olclilmek istenen giidiiyii igermeyen sikki secenler -1, alakasiz cevap sikkini segenler
0 puan almaktadir.
2.4.1.2 Cok Faktorlii Liderlik Olcegi (Avolio, & Bass, 1995)

Cok faktorlii liderlik 6l¢egi doniistiiriicii liderligi 6lgen kisinin kendi beyanina

dayali bir testtir. Testin telif haklarini elinde tutan Mindgarden’dan testin Tiirkce
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versiyonu kullanilmak icin satin alinmistir. Testin psikometri ozellikleri pozitif
sonuglar dogurmaktadir, 6rnegin Avolio, Bass ve Jung (1995) testin biitiin alt
boyutlarinin i¢ tutarliligini .70 ve iizerinde sonuglar ortaya koydugunu bulmustur.
Ayn1 zamanda testin Cronbach alfa degeri .86 olarak rapor edilmistir (Muenjohn, &
Armstrong, 2008).

2.4.1.3 Yonetme Motivasyonu Olcegi (Chan, & Drasgow, 2001).

Liderlik davraniglar1 ve kisi farkliliklarin1 anlamak i¢in kisinin kendi
beyanina dayali Yonetme Motivasyonu testi kullanilmistir. Test 27 soru igermekte
olup literatiirde igtutarlik degeri .65 ve .91 araliginda rapor edilmistir (Chan, &
Drasgow, 2001).
2.4.1.4 Besli Kisilik Envanteri (Benet-Martinez, & John, 1998)

Besli kisilik envanteri yenilige aciklik, sorumluluk, disadéniikliik, uyumluluk
ve nevrotiklik boyutlar1 ¢ercevesinde kisiligi 6l¢mektedir. Kiiltiirler arasi i¢ tutarlilik
degeri .70 ve .79 araliginda sonuglar vermektedir. Mevcut calismada, Stimer ve
Stimer (2002) tarafindan yapilan Tiirkce ¢evirisi kullanilmastir.

SONUCLAR

Analize baslamadan Once veri seti dogru data girisleri, eksik data ve tek
degiskenli ve ¢ok degiskenlik aykir1 degerler incelenmistir. Eksik datalar ortalama
hesaplama ve yerlestirme yontemi araciligiyla doldurulmustur. Kosullu Muhakeme
test sorularina eksik veri yerlestirme teknigi uygulanmamis bunu yerine bu sorulara 0
degeri verilmistir. Bir adet ¢ok degiskenli aykir1 degerli katilimer ve 4 adet tek
degiskenli aykir1 degerli katilimci tespit edilmis ve bu kisiler silinmistir.

3.1 Olgeklerin Faktor Analizi, Tammlayici istatistik Degerleri ve Korelasyonlar

Biitiin dlgekler literatiirde belirtilen faktor sayilarina gore faktor analizine tabi
tutulmustur. Besli kisilik envanterinden alti sorunun ve ydnetme motivasyonu
Olceginden tli¢ sorunun farkli dagilim desenleri gostermesinden ve ayrica i¢ tutarlilik
degerlerini diistirmesinden dolay1 silinmistir. KMT sorular1 faktér analizine tabi
tutulmamastir.

Biitin KMT sorular1 lider pozisyonunda bulunan ve bulunmayan kisilerle

korelasyon analizine tabi tutulmus ve. 07 ve iizeri korelasyon gdsteren 17 soru KMT-
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Yonetme (KMT-Y) testini olusturmast igin secilmistir. Ayrica biitiin sorular
calisanlarin liderlerini degerlendirdikleri test sorular1 ile korelasyon analizine
sokulmus ve .09 iizerinde korelasyon gosteren 11 soru KMT-Déniistiiriicii Liderlik
Olcegini (KMT-DL) olusturmak i¢in se¢ilmistir.

Liderlerin doldurduklar1 dlgekler incelendiginde, KMT olceklerinden
hicbirinin liderlerin demografik bilgileri ile anlamli korelasyonlar gostermedigine
rastlanmaktadir. Ayrica ¢alisanlarin liderlerinin doniistiiriicii liderlik davranislarini
degerlendirmek i¢in doldurduklar1 Olgegin, ydnetme motivasyonu oOl¢eginin alt
boyutu olan sosyal-kuralci faktorii ile ve KMT-Y ve KMT-DL ile .24 ve .26
korelasyon araliginda anlamli iligki gostermektedir. Ancak c¢alisanlarin lider
degerlendirmeleri ile 26 KMT sorusu arasinda anlamli iliski bulunmamustir.

3.2 Ol¢iit Baglantili olarak KMT’nin gecerliligi

17 soru iceren KMT-L testinin katilimcilarin dogru bir sekilde liderlik
pozisyonunu atayip atayamadigini analiz etmek i¢in ikili lojistik regresyon analizi
yiriitilmiistiir. Sonuglara gore ilk -2 olabilirlik oran1 301.88’den 264.71°¢
diismiistir. KMT-Y’nin modele eklenmesinden sonra modelin insanlar1 lider
pozisyonu ve ¢alisan pozisyonuna anlamli bir sekilde atadigi bulunmustur (%> (1,
234) = 37.16, p < .001). Hosmer-Lemeshow testi anlamsiz ¢ikarak verinin modele
uydugunu gostermistir. (¥* (8, 234) = 13.12, ad). Lider pozisyonuna ve caligsan
pozisyonuna yapilan atamanin %Z20’sinin KMT-L testi tarafindan agiklandigi
bulunmustur. Model %74.8 oraninda dogru bir simiflandirma yapmistir ki bu oran
sansla aciklanabilecek oran olan % 68.5’ten daha yiiksektir. Ayrica KMT-Y i¢in
Wald degeri anlamhi ¢ikmistir (Wald = 29,81, (Exp)B = 1.24, p < .001). KMT-Y
testindeki her birim artis, lider pozisyonunda olma ihtimalini .24 arttirmaktadir.

Ayrica, KMT-Y testinin, kisinin kendi beyanina dayali testlere (yonetme
motivasyonu Ol¢eginden duygusal kimlik faktérii ve besli kisilik envanterinden
disadontikliik, sorumluluk, yenilige agiklik ve nevrotiklik faktorleri) oranla liderlik
pozisyonuna iliskin nasil bir siniflandirma yapabildigi hiyerarsik ikili lojistik analizi
ile incelenmistir. Sonuglara KMT-Y nin modele eklenmesi ile ilk -2 olabilirlik orani

263.61°den 234.77’ye diismiistiir. Duygusal kimlik, disadoniikliik, sorumluluk,
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yenilige agiklik ve nevrotiklik iceren model anlamali sonug ortaya ¢ikarmistir (> (5,
213) = 16.23, p = .006). Hosmer-Lemeshow testi anlamsiz ¢ikarak verinin modele
uydugunu gostermistir(y®> (8, 213) = 9.06, ad). Lider pozisyonuna ve c¢alisan
pozisyonuna yapilan atamanin %10’ nun duygusal kimlik, disadoniikliik, sorumluluk,
yenilige aciklik ve nevrotiklik testi tarafindan agiklandigi bulunmustur. Model %
65.3 oraninda dogru bir siniflandirma yapmistir ki bu oran sansla agiklanabilecek
oran olan % 66.9°dan daha diisiiktiir. Biitiin degiskenler icin Wald degeri anlamh
¢ikmamustir.

KMT-Y nin modele eklenmesinden sonra modelin insanlari lider pozisyonu
ve ¢alisan pozisyonuna anlamli bir sekilde atadigi bulunmustur (% (1, 213) =28.85 p
< .001). Hosmer-Lemeshow testi anlamsiz ¢ikarak verinin modele uydugunu
gostermistir (%> (8, 213) = 8.62, ad). Blok 1 ve Blok 2’nin ki kare farklar1 anlamli
bulunmustur (¥ (1, 213) = 28,85, p < .001). Lider pozisyonuna ve ¢alisan
pozisyonuna yapilan atamanin %16’sinin KMT-L testi tarafindan aciklandigi
bulunmustur. Model %73.7.8 oraninda dogru bir siniflandirma yapmaistir ki bu oran
sansla aciklanabilecek oran olan % 66.9°dan daha yiiksektir. Ayrica KMT-Y i¢in
Wald degeri anlamli ¢ikmuistir (Wald = 23.63, (Exp)B = 1.23, p < .001). KMT-Y
testindeki her birim artis, lider pozisyonunda olma ihtimalini. 23 arttirmaktadir.
3.3 KMT-DL’nin yap1 Gegerliligi

Connelly ve Ones’e (2010) gore bagka kisilerin degerlendirmesi akademik ve
1s performanst yordamada kisinin kendini degerlendirdigi testlerden daha basarili
olmaktadir. Bu sebeple, KMT-DL’nin yap1 gegerliligi ¢alisanlarin liderleri hakkinda
yaptiklari degerlendirmelere dayanarak yapilmustir. Calisanlarin
degerlendirmelerinde kendi i¢inde tutarli olup olmadigini incelemek icin siif igi
korelasyon degeri hesaplanmis ve. 29 bulunmustur. Genel kurala gore bir veri setinin
basarili bir sekilde kiimelestigini sdyleyebilmek i¢in sinif i¢i korelasyon degerinin.
12’den biiyiik olmas1 gerekmektedir. Mevcut ¢alisma da bu kriteri saglamaktadir.

KMT-DL’nin yap1 gegerliligi incelemesinde, KMT-DL’nin kisinin kendi
beyanina dayali testlere (yonetme motivasyonu olgeginden duygusal kimlik faktorii

ve besli kisilik envanterinden disadoniikliik ve nevrotiklik faktorleri ve liderlerin
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doldurdugu ¢ok yonlii liderlik 6lgegi) oranla ¢alisanlarin liderleri hakkindaki algisini
nasil yordadigr incelenmistir. Analizlerde 61 lider incelendigi igin istatistiksel giic
hesaba katildiginda iki farkli analiz yiiriitiilmesi uygun goriilmiistiir. ilk analizde
KMT-DL, yonetme motivasyonu, disadoniikliik ve nevrotiklik c¢alisan algisini
yordaylp yordamadigina; ikinci analizde ise KMT-DL ve liderlerin doldurdugu ¢ok
yonlii liderlik 6lgegi calisan algisi yordaylp yordamadigina bakilmustir. Ilk
caligmada ilk model anlamli ¢gikmamistir yani yonetme motivasyonu, disadoniikliik
ve nevrotiklik calisan algisin1 anlamli bir sekilde yordamamistir. KMT-DL’nin
modele eklenmesi ile birlikte model anlamli olmustur (F rark (1,56) = 8.78, p = .04; S
=37 t(56) = 2.96, p = .04.). Calisan algisin1 yordamada KMT-DL yonetme
motivasyonu, digadoniiklik ve nevrotiklikin {izerine %13 lik bir varyans
aciklamistir. Ikinci analizde ilk model anlamli ¢tkmamustir yani liderlerin doldurdugu
cok yonli liderlik 6lgegi calisan algisini anlamli bir sekilde yordamamistir. KMT-
DL’nin modele eklenmesi ile birlikte model anlamli olmustur (F rark (1,58) = 8.9, p
=.04); p =.39 1(58) = 2.98, p = .04). Calisan algisin1 yordamada KMT-DL liderlerin
doldurdugu ¢ok yonlii liderlik 6l¢eginin iizerine %13 liik bir varyans agiklamistir.
3.4 Onemli Korelasyon Bulgulari

KMT-L ve KMT-DL liderlerin doldurdugu cok faktorlii liderlik 6lgegi ile orta
derece anlamli korelasyon gosterirken yonetme motivasyonu ve kisilik envanteri ile
anlamli  sonuglar ortaya ¢ikarmamistir. Bu durum farklilik  hipotezini
desteklemektedir. Ayrica, liderlerin doldurdugu cok faktorlii liderlik olgegi ile
calisanlarin doldurdugu ¢ok faktorlii liderlik Olcegi birbirleri ile anlamli iliski
gostermezken liderlerin doldurdugu KMT ile orta derecede korelasyon igerdigi
bulunmustur. Son olarak, calisanlarin ve liderlerin doldurduklart KMT sorulari
birlikte incelendiginde iki giice atifta bulunma sorusunda farkli uglarda sonuglar
ortaya ¢ikmistir. Diger bir deyisle, lider pozisyonunda olan kisiler gii¢ gostermenin
onlar1 bagarili bir lider yapacagina inanirken calisan pozisyonunda olan kisiler tam

tersi sekilde algilamaktadir.
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TARTISMA

4.1 Calismanin Genel Bulgularinin Tartismasi

KMT sorularin olusturulmast i¢in ¢ok uzun zaman ve emek harcanmustir.
Literatiir taranmis doniistiiriicii liderlikle ilgili giidiler ve bunlarin dogrulama
mekanizmalar1 tespit edilmistir. Kritik olayalar ve internet araciligiyla sorular
olusturulmus ve biligsel laboratuvar ¢alismalarinda gegerliligi incelenmistir.

Liderligin KMT ile 6l¢iimii ile ilgili literatiir ¢aligmalarina bakildiginda ilk
olarak James ve LeBreton (2011) c¢alismasina rastlanmaktadir. Bu ¢alismada
KMT nin gecerliligi gercek is hayati ¢iktilar ile iliskilendirilirken, mevcut calismada
liderligi yordamada galisan algis1 kullanilmistir. Ayrica olusturulan KMT-DL testinin
literatliirde dontistiirticii liderligi yordamada kullanilan testlerden daha iyi tahmin
ettigi bulgusuna ulasilmistir.
basarisiz sonuglar elde etmistir, fakat mevcut ¢alismada KMT sorular1 gercek lider
ve calisan insanlarla test edilmis olup bu durum ¢alismanin bulgularini
giiclendirmistir.

Literatiirde, gizil ve 6z-beyana dayali 6l¢eklerin aym1 yapr Olgerken, ilgili
yapinin farklt boyutlarini 6l¢tiiklerini bu ylizden bu iki testin birbiri ile iligkisiz
olmast gerektigini sdylemektedir (McClelland ve ark.,, 1989). Literatiir
incelendiginde gizil ve kisinin kendi beyanina dayali 6lgeklerin birbirleri ile diisiik
veya iligkisiz sonuglar ortaya koydugu birgok ¢alismaya rastlanmaktadir (Bornstein,
2002; James, 1998; Winter, John, Stewart, Klohnen ve Duncan,199; Bing, LeBreton,
Davison, Migetz ve James, 2007). Mevcut ¢alismada da gizil ve kisinin kendi
beyanina dayal1 6l¢ekler diisiik korelasyon iliskisi gdstermistir.

Gizil Ol¢iim literatiirii incelendiginde; gizil Olglimlerin basaris1 hakkinda
degerlendirme yapilirken genelde bagka insanlarin degerlendirmeleri ile kiyaslama
yapildigma rastlanmaktadir. Ornegin Lindzey ve Tejessy (1956) iddiasina gore
insanlarin sergiledikleri davranislar daha ¢ok baskalar1 tarafindan iyi bir sekilde
degerlendirilebilir, bu sebeple insanlarin disariya karsi gostermis oldugu davranislar

baskalarmin degerlendirmeleriyle 6lciilmelidir. Benzer bir sekilde Davids’te (1973)
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erkek cocuklarin saldirganlik davraniglarini TAT ile incelemis ve psikolog 6l¢iimleri
ile kiyaslamigtir. Mevcut calismada da liderlerin doldurdugu gizil liderlik Slgegi
KMT, calisanlarin liderleri hakkindaki degerlendirmeleri ile iliskilendirilmistir.

Ayrica, insanlarin gercek davranislarinin gizil 6l¢iim araglar tarafindan daha
dogru bir sekilde olgiildiigii ¢linkii kisinin 6z-beyanina dayali testlerin insanlarin
olmak istedikleri kisiyi yansittiklari McClleland ve arkadaslari (1989) tarafindan
sOylenmistir. Mevcut ¢alismadaki amagc, kisiyi gercek davraniglara otomatik olarak
yonlendirecek olan bilissel mekanizmalar1 gizil 6l¢iim araci olan KMT ile 6l¢mektir.

Ayrica, liderligi calisan degerlendirmeleri araciligiyla Olgmek literatiire
onemli bir katki saglamistir. Doniistiiriicti liderligin tanimindan anlagilabilecegi gibi
bu liderlik tipi daha ¢ok calisan algist ile sekillenmektedir (Bass, 1985). Ayrica
literatiirde basarili dontistiiriicii liderlerin ¢alisanlarinin daha ¢ok is doyumuna sahip
olduguna iliskin bir ¢ok ¢alisma vardir (Bono, & Judge, 2003, Dwyer, Bono, Snyder,
Nov, & Berson, 2013, Judge, & Bono 2000). Mevcut ¢aligmada etkili doniistiiriicii
liderligi calisan algis1 araciligiyla dlgmiistiir.

Sonug olarak, liderligi 6l¢mek icin gelistirilen KM testi hem istatistiksel hem
de pratik sonuglar ortaya cikarmistir. KMT-Y liderligi yordamada, KMT-DL
calisanlarin liderlik algisin1 yordama basarili olmustur.

4.2 Cahiymanin Giiclii Yonleri

Mevcut ¢alisma liderligi dlgmek icin gelistirilen KMT-L testini gelistirerek
KMT-Y ve KMT-DL testlerini gelistirmistir. Test sorularini olusturmak icin ¢ok
zaman ve c¢aba harcanmis olup bu durum test sorularinin gegerliligini arttirmistir.
KM testi, ¢cok faktorlii liderlik dlgeginden ve yonetme motivasyonu dlgeginden daha
iyl sonuglar ortaya g¢ikarmistir. KMT testi insanlarin farkina varamayacagi bir
bicimde onlarin kisiligini 6l¢gmektedir. Bu nedenle kisiler sorular1 cevaplarken sosyal
olarak kabul gorebilecekleri sekilde sorular1 cevaplayamamaktadirlar.

Veriler Ankara ve Istanbul’da ki farkli 6lcekteki ve alanlardaki firmalardan
toplanmistir. Bu durum veri ¢esitliliginin artmasin1  saglayarak ¢alismanin
genellenebilirligini saglamistir. Son olarak, katilimcilardan higbir kimlik ve kurum

bilgisi istenmemis olup bu durum katilimer sayisini arttirmistir.
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4.3 Cahsmanin Simirlihklar ve Gelecek Arastirma Onerileri

Bu calismada ¢esitli sinirliliklar vardir ve sonuglarin yorumlamasinda bunlara
dikkat edilmelidir. Mevcut c¢alismada ampirik skorlama yontemi kullanilmistir.
Ampirik  skorlama yontemi dig baglantili kriterle Ol¢ek arasindaki iliskiyi
inceleyerek 6lcek olusturmada kullanilir. Olgekle kriter arasindaki iliskiyi maksimize
ederken, i¢ tutarliligi diisiirmesinden dolayi elestirilir (Guion, 1965; Jones, 1977).
Yalniz olusturulan ankette ictutarlilik yiiksektir ¢ilinkii test sorulari bircok yapiyi
Olcen sorularin bulundugu soru havuzdan sec¢ilmek yerine ¢ok dikkatli bir sekilde
teorik ve mantik ilkeleri ¢ergevesinde olusturulmustur. Bu sebeple, ampirik skorlama
yontemi Ol¢eklerin  yordayici giiclinii  yiikseltmis olabilir. Jones’un (1977)
calismasinda da ampirik yontem ve rasyonel yontemle olusturulan 6lcekler arasinda
gecerlilikleri arasinda anlamli bir fark ortaya ¢ikmamustir. Bu sebeple ampirik
skorlama yontemi bu g¢aligma iginde problem olusturmayabilir. Yalniz, sorularin
sirkiilator bir yapiya dayandirilmasi ve ayn kriteri olgerek gegerliliginin saglanmast
sebebiyle, bagka ¢aligsmalar tarafindan yeni 6rneklemlerde ¢alisilmasi gerekmektedir.

Sadece 153 calisan lideri degerlendirmistir ve bazi liderler sadece iki ¢alisan
tarafindan degerlendirilmistir. Gelecek c¢aligmalar daha biiyilkk 6rneklemlere
ulagabilir. Kiiltiir spesifiklik bir diger sinirlilik olabilir.  KMT  sorularinin
gelistirilmesi ve degerlendirilmesi Tiirkiye’de yapilmustir. Gelecek ¢aligmalarda
sorular bagka kiiltiirlerde test edilebilir. Ayrica KMT-Y ve KMT-DL nin istatistiksel
ve nesnel sonucglar1 baska c¢alismalar tarafindan farkli calisma alanlarinda

incelenebilir.
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Appendix O. Tez Fotokopisi Izin Formu

ENSTITU

Fen Bilimleri Enstitiisii

Sosyal Bilimler Enstitiisii

Uygulamah Matematik Enstitiisii

Enformatik Enstitiisii I:I

Deniz Bilimleri Enstitiisii

YAZARIN
Soyadi : Demiran
Ad1 : Ayca

Boliimii : Psikoloji

TEZIN _ADI (ingilizce) : Measurement Of Transformational Leadership

Through A Conditional Reasoning Test

TEZIN TURU : Yiiksek Lisans Doktora

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

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

TEZIN KUTUPHANEYE TESLIM TARIHIi:
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