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Abstract

This paper investigates the relationship between authentic leadership, employee creativity
and subjective well-being; where subjective well-being was incorporated to explore its
mediational role between authentic leadership and employee creativity. The sample (N =
100) was collected from a private technology company in Istanbul. Measures of Authentic
Leadership Scale, Guilford Alternative Uses Task, Creative Work Involvement Scale, Life
Satisfaction, Positive and Negative Affect Scale, Openness to Experience Scale and
Creative Personality Scale were used for assessment. Results indicated that authentic
leadership was positively associated with creative work involvement and subjective well-
being. On the other hand, results indicated there was no relationship between overall
authentic leadership perception of employees and the Guilford scores. The findings of the
current study also indicated that openness to experience — one of the control variables in
the thesis- marginally predicted Guilford scores and independently predicted creative work
involvement. Mediational analyses revealed that subjective well-being partially mediated

the relationship between authentic leadership and creative work involvement.

Keywords: authentic leadership, employee creativity, subjective well-being.



Ozet

Bu arastirmada, otantik liderlikle g¢alisan yaraticiligi ve c¢alisan 6znel iyi olma hali
arasindaki iliski ve otantik liderlik ve ¢alisan yaraticiligi arasindaki iliskide ¢alisanin 6znel
iyl olma halinin araci rolii incelenmistir. Bu dogrultuda arastirmaya 6zel bir teknoloji
sirketinde calisan toplam 100 kisi katilmistir. Katilimcilar, otantik liderlik 6l¢egi, Guilford
alternatif kullanim testi, yaratici katilim Olgegi, yasam memnuniyeti Olgegi, pozitif ve
negatif duygu Olcegi, deneyimlere aciklik Olgegi ve yaratict kisilik dlcegini
tamamlamislardir. Arastirmanin sonuglarina gore, otantik liderlikle ¢alisan yaratici katilimi
ve calisan 6znel iyi olma hali arasinda pozitif iliski bulunmustur. Ote yandan, sonuglara
bakildiginda ¢alisanlarin otantik liderlik algisi ile Guilford alternatif kullanim testi arasinda
herhangi bir iligki bulunamamistir. Ayrica, bu arastirmada yaraticiligi yordayabilecek 2
kontrol degiskeni uygulanmistir. Sonuglara gore, bu degiskenlerden deneyimlere agik olma
marjinal olarak Guilford alternatif kullanim testini ve bagimsiz olarak yaratici katilimi
yordamistir. Araci etkili modeli ise, 6znel iyi olma halinin, otantik liderlik ve g¢alisan

yaraticiligr arasinda kismi araci degisken oldugunu gostermistir.

Anahtar kelimeler: otantik liderlik, ¢alisan yaraticilig1 ve 6znel iyi olus.



Acknowledgements

I want to express my gratitude to my advisor Dr. Gergely Czukor for his
guidance, encouragement and patience. I also want to thank to Dr. Giilsah Vural Ozkan for
all her support. It was a great contribution to me to study with them throughout my master

education.

Moreover, | am so glad to all my friends for their companionships and endless
support not only in my academic life but also my whole life. | thank all of them for always

believing in me.

I also thank to my colleagues and all participants in Garanti Technology. | am
grateful for their assistance while data gathering. This challenging road of graduate

program would be more difficult for me without them.

Lastly, my special thanks to my dearest family. I feel myself so lucky that I have
such a great family. For this reason, | want to thank to my mother, to my father and my

brother for all their support in my life. | am forever indebted to you.



Table of Contents

P AN o] £ - (o1 SRR | |

ACKNOWIEAgEMENTES. .. .. e e e e eV
Table Of CONENTS. .. ... it e e e e e Vi
INErOAUCTION. ... e e
LIterature REVIBW ... ... e e e e e e e e e e e e e e e eaeas

2.1. Authentic Leadership..........oeove i iie i e e e

1
3
3
2.1.1. Concept Definition..........oviii i e D
2.1.2 Key Components of Authentic Leadership............ccccccvvevvvcvnnnnn 4

6

2.2, CrEALIVITY ..ttt et e e e et et e e e e e
2.2.1. Concept Definition of Creativity..........ccvvveiiiiiiiie i i 6
2.2.2. Employee CreatiVity.......oooue it i e O

2.3. Subjective Well-DeING........o e 10
2.3.1. Concept Definition of Subjective Well-being..............ccecvevee.n . 10
2.3.2. Research on Subjective Well-being..............ccooviiiiiiiiiiiennn 11

2.4. The Relationship between Authentic Leadership and Employee
Subjective Well-DeING......c. e e e 12

2.5. The Relationship between Authentic Leadership and Employee
O 1= 1 )71 /PP

2.6. The Relationship between Employee Creativity and Employee
Subjective Well-being........c.coo v e 14
MELNOA. .. e 17
3. L. Pt CIPANTS. . e e e e e et e e 17
3 2. IMIBASUIES .. . e e e e e e e e e e e e e e 17
3.2.1. Authentic Leadership Scale............ccovviiiiiiiiiiiici e e 17
3.2.2. Guilford Alternative Uses TasK.........c.ovvuiiiiiiiiiii e, 18
3.2.3. Creative Work Involvement Scale................co ool 18
3.2.4. Positive and Negative Affect Schedule...................ooo i, 18
3.2.5. Satisfaction of Life Scale..........coooeiiiii i 19
3.3  PrOCRAUNE. .. .ttt e e e e e 19

Vi



3.4, DemMOgrapiCS. .. .. 19
3.5. Control Variables........ccooii i 0019

3.5.1. Openness t0 EXPEIIENCE. . ... i e et e et e e e et e aeens 19
3.5.2. Creative Personality.........coooi i e 20

3.6. Data @nalysSiS. .. ... e 20
RESUIES. .. e e 22
4.1. Confirmatory Factor Analysis for Authentic Leadership.................. 22
4.2. DesCriptive ANalysiS. .. ....ouuinii i e e 22
4.3. Correlational ANalySES..........ouuiuiiei it e 22
4.4. Results of Multiple Regression AnalysiS..........c.covviiiiiiiiiiiniinnnes 23
Dol U (o] o Y4
5.1. Summary of the FINAINGS.......covriiiii e e 27
5.2. Limitations and Recommendations for Future Research.................. 29
5.3, CONCIUSION. ... e e e e e e 30

R (2] (2 Ao TG |

AppendixX 1 Consent FOrM ... ... e e e 37
Appendix A Authentic Leadership Scale...........ccoviviii i, 38
Appendix B Guilford Alternative Uses Task ...........ccoiiiiiiiiiiiiiin i 40
Appendix C Creative Work Involvement Scale.............cccoviiiiiiiiiiieiie, 41
Appendix D Life Satisfaction Scale.............ccooiiiiiiiii 42
Appendix E Positive and Negative Affectivity Scale..................oovoviinn, 43

Appendix F Openness to Experience Scale.............ccocvvvvieinnnenicseenenn 44

Appendix G Creative Personality Scale.............ccooiiiiiiiiiiiiii e 45
Appendix H Demographic QUESLIONS..........vuviuiieie e e e e e v ee e, 46
AppendiX 2 Debriefing.......cooii 47
Turkish Version of Scales. ..o, 48
Ek 1 Goniilli Katihm Formu............oooiiiiii e e e 49
Ek A Otantik Liderlik Olgegi.... ... ocuuuiirieiiiiiteeiiieiit e e eee e 50
Ek B Guilford Alternatif Kullanim Testi ..........c.oooiiiiiiii e, 52
Ek C Yaratict Katilim OIGeSi..... ....vvvviveiiriie it e e, 53
Ek D Yasam Memnuniyeti OIGe8i.........covvveveireieeeeeeee e e e e, 54

Vii



Ek E Pozitif ve Negatif Duygu Olgegi.........ceeevvviviieiiiiiiiieeiieiiieeeieeas 55
Ek F Deneyimlere AGIKIIK OlgeSi.......cuvvveneiiiniieieeieeiiee e, 56
Ek G Yaratici Kigilik Olgei.........ccoveuiiiiiiriiieeeeeecieeeeeeeeeeeeneeeeeeenene DT
Ek H Demografik SOrular............ccoieoe oo e e e e e 58
Ek 2 Bilgilendirme..........cooviiiii i e e ne D9

APPENAIX 3. ettt et e e e 60
APPENAIX 4. o e e e 61
APPENAIX 5. 62
APPENTIX B e e e e e e e 62
N 0] 1= 0L 63
APPENAIX ...ttt e e e e 63
APPENAIX 9.t e e 64

viii



List of Tables

4.1. Pearson correlations among the variables...................cooont.

4.2. Mediating Role of Positive Affect between Authentic Leadership
and Creative Work Involvement

4.3. Multiple Regression Analysis Summary for Authentic Leadership

and Openness to Experience predicting Guilford Scores

.24



CHAPTER 1
INTRODUCTION

Positive psychology is a growing study and has become an important topic for
psychology (Seligman, 1998; Seligman & Csikszentmihalyi, 2000). According to Seligman
and Csikszentmihalyi (2000), people instinctively focus on negative emotions or events rather
than positive ones (p.7). However, Seligman (1998) notes that psychology as science should
accomplish more than just fixing problems. Accordingly, proponents of positive psychology
started to emphasize examining people’s self-fullfillment by focusing on concepts such as

optimism, authenticity, hope, well-being.

Positive psychology has implications for various applied settings including the field
of leadership. The theory of authentic leadership has been improved on key concepts such as
self-awareness, self-regulated and also positive leadership approaches (Avolio & Gardner,
2005) in response to the changing atmosphere of organizations (Avolio & Gardner, 2005).
Avolio, Luthans and Walumbwa (2004) claim that authentic leadership has an important role
in modern organizations by developing basic positive feelings such as confidence, hope,

optimism, resiliency and meaningfulness.

Nowadays, globalization, the changing atmosphere and increased competition
among companies transform organizations into more innovative and flexible structures
(Amabile, 1996). Organizations’ achievement and even progress are subjected to the
innovative products and thoughts (Shalley, Zhou and Oldham, 2004). For this reason,
creativity is essential for the organizations, especially in the technology sector. There are
several empirical studies which demonstrated that employee creativity depends on leadership.
Oldham and Cummings (1996) showed that, leadership style has an important role in
employee creativity process (p. 613). In terms of authentic leadership, there are not enough
empirical studies related to employee creativity. However, researchers in theoretical studies,
argue that authentic leadership and creativity is positively associated in positive psychology
literature (e.g., llies, Morgeson & Nahrgang, 2005, p. 386). Therefore, the present thesis
firstly aims to empirically measure the relationship between authentic leadership and

creativity.

A final construct in the positive psychology literature considered in this thesis
includes subjective well-being (Seligman and Csikszentmihalyi, 2000). Research
demonstrated that employees’ well-being is positively related with their work engagement in
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the workplace (Harter, 2002). It’s stated that employees’ quality of life depends on their
positive feelings and perceptions (Wright, 2003). In a therotecial work, Avolio and Gardner
(2005) argued that authentic leadership fosters well-being among employees. As there is a
lack of empirical studies, this thesis’s further aim is to study the relationship between

authentic leadership and employee subjective well-being.

In addition to the literature above, Ryan and Deci (2000) argues that well-being is
also positively associated with novelty and motivation. Although there’s a lack of emprical
studies about the relationship between well-being and creativity, it’s predicted in the thesis
that authentic leadership should increase employee creativity through the mediating role of

employee’s subjective well-being.

The aim of this thesis can be summarized in three folds of a meditational model.
First, although there are studies about the relationship between leadership and creativity, the
relationship between authentic leadership and creativity has not been extensively and
empirically studied (Crossan and Apaydm, 2010). There are few studies which test the
relationship between authentic leadership and creativity and the mediating role of subjective
well-being (Rego, Sousa, Marques and Cunha, 2012; Rego, Sousa, Marques and Cunha,
2014). Their studies showed that there was a positive relationship between authentic
leadership and creativity by mediating role of hope, positive affect and psychological capital.
The thesis aims to expand authentic leadership research by testing its relation with subjective
well-being and creativity. Second, the limited empirical research on the association between
subjective well-being and employee creativity will be extended by examining their
relationship. Finally, the mediating role of employee subjective well being will be tested in
the relationsip between perceived authentic leadership and employee creativity. The study
will be conducted in a private technology company. Due to its dynamic and unsteady
structure, creativity is an important asset for these organizations. For this reason, the findings
are expected to provide a new perspective to the competitive environment of private

technology sector and have contributions to the literature.



CHAPTER II
LITERATURE REVIEW
2.1. AUTHENTIC LEADERSHIP
2.1.1. Concept Definition

Authenticity, origins from Greek authentikos, is defined as “know oneself” and
“to thine own self be true” (Avolio and Gardner, 2005). In positive psychology literature,
Harter (2002) explains authenticity as “owning one’s personal experiences, be they thoughts,
emotions, needs, wants, preferences, or beliefs, processes captured by the injunctions to know
oneself” (p. 382). One of the most significant studies about authenticity was conducted by
Kernis. He (2003) explains it as “the unobstructed operation of one’s true, or core, self in
one’s daily enterprise” (p. 1).

Research on authentic leadership still continues to its development. It has become a
new concept with positive psychology. Some researchers (e.g., Avolio, Luthans and
Walumbwa, 2004) argued that leadership styles do not exactly fit to some kind of leaders
(e.g., transformational). According to them, authentic leadership may contain
transformational, visionary, and other positive leadership styles. But, authentic leadership
does not require any charismatic behavior, while charismatic leadership has (George, 2003).
Charismatic leadership theories miss self-awareness and self-regulation concepts. Also, the
discussion of these constructs has not been theoretical and not supported by emprical studies
in servant leadership theory (Avolio and Gardner, 2005). Consequently, researchers started to
theorize a new leadership style named “authentic leadership”. Regarding varying definitions,

a wide spectrum of defining aspects are shared by different researchers.

While definitions of authentic leadership may vary, each draws upon a central
theme proposing that authentic leaders are true to themselves. Luthans and Avolio (2003)
initially define authentic leadership “as a process that draws from both positive psychological
capacities and a highly developed organizational context, which results in both greater self-
awareness and self-regulated positive behaviors on the part of leaders and associates,
fostering positive development” (p.243). Furthermore, Shamir and Eilam (2005) imply that
authentic leaders could be decomposed from other leaders by four characteristics: being

themselves in acting of their leadership style as themselves, the level of self-concept and the



degree that they have a value based missions; their aims are self-regulated, and their actions
are coherent with their self-concept.

Avolio, Luthans and Walumbwa (2004) suggest that authentic leaders are conscient
of their thoughts and behaviors and aware of psychological capital and moral perspective;
aware of the organizational context and who have self-regulated and self-awareness character.
Moreover, llies, Morgeson and Nahrgang (2005) explain that “Authentic leaders are deeply
aware of their values and beliefs, they are self-confident, genuine, reliable and trustworthy,
and they focus on building followers’strengths, broadening their thinking and creating a
positive and engaging organizational context” (p. 374). Integrating all the different views of
authentic leadership, Walumbwa, Avolio, Gardner, Wensing and Peterson (2008) described
authentic leadership as a “pattern of leader behavior that draws upon and promotes both
positive psychological capabilities and a positive ethical climate, to foster greater self-
awareness, an internalized moral perspective, balanced processing of information and
relational transparency on the parts of leaders working with followers, fostering positive self-
development” (p. 94). This definition includes two distinguishing and critical components of
authentic leadership theory: an inherent moral component and a development focus, which
makes authentic leadership state-like leadership (Walumbwa et al., 2008). In addition to that,
authentic leadership can be described as a leadership style in which leaders behave
transparently and ethically encouraging their followers to be open in sharing information
needed for decision making procedure while acknowledging their reactions (Avolio,
Walumbwa, & Weber, 2009).

2.1.2. Key Components of Authentic Leadership

Authentic leadership literature was elaborated by many researches. In this section,
the key findings about authentic leadership in organizations will be presented.

Kernis (2003) developed four core elements for authenticity: awareness, unbiased
processing, action and relational. Employing Kernis’s four main components of authenticity,
Ilies, Morgeson and Nahrgang (2005) have proposed a four-component model which involves
self-awareness, unbiased processing, authentic behavior/acting, and authentic relational
orientation. Influenced by Kernis model (2003), Gardner et al., (2005) created a person
oriented authentic leader and follower model and they defined a model of four components as

self-control, objective processing of information.



Besides the development of theoretical framework, researchers have found
empirical support for authentic leadership. Walumbwa et al., (2008) developed a measure and
conducted a survey for authentic leadership and determined its construct validity for work
attitudes and behaviors. In the study, confirmatory factor analyses were revealed an overall
measure of the authentic leadership construct (the Authentic Leadership Questionnaire) which
containing a leader’s self-awareness, relational transparency, internalized moral perspective,
and balanced processing. Results of this study demonstrate that these four factors are not
distinct subscales and a single second-order factor was taken into consideration for those
subscales. For this reason, the study suggested that these subscales were not distinct
constructs. Self-awareness refers to the realizing of a person's endurance, inadequate sides, to
know himself/herself, how a person perceives his/her life and this sensemaking affects the self
overtime; relational transparency, which refers to portraying one's authentic identity to the
outside through open communication; balanced processing, which refers to neutrally
examining the events before making up his/her mind; and internalized moral perspective,
which refers to behaving morally and self-regulated in an internalized and integrated manner.

Luthans and Avolio (2003) suggest that positive psychological states such as hope,
optimism, confidence and resiliency are the resources for authentic leadership. These states
also have a contribution to flourish and prosper employees and organizations (Seligman and
Csikzsentmihalyi, 2000). While Avolio et al., (2004) emphasized how authentic leaders affect
their follower’s attitudes, behaviors and performance with positive organizational behavior,
trust, hope, emotion and identification; Gardner et al., (2005) focused on followers’ self-
awareness and self-regulation and also how followers are influenced by their leaders by
positive modelling. The latter study concentrated on the core self-awareness and self-
regulation components of authentic leadership rather than positive psychological states.
Gardner et al., (2005) identify four elements for self-awareness: values, cognitions regarding
identity, emotions and motives/goals. Regarding leadership, May, Chan, Hodges and Avolio
(2003) describe self-awareness as “knowing oneself and being true to oneself are essential
qualities to authentic leadership” (p. 248). llies, Morgeson and Nahrgang (2005) and Shamir
& Eilam (2005) also emphasize that self-awareness is a fundamental component for authentic

leadership development.

In addition to self-awareness, self-regulation process plays a crucial role for
authentic leadership. According to Avolio and Gardner (2005), self-regulation is a process

which authentic leaders set their values through their intentions and actions. Avolio and



Gardner (2005) and Ilies, Morgeson and Nahrgang (2005) argue this process based on the
theoretical foundations of Deci and Ryan’s (2000) self-determination theory. This theory
claims that authenticity is obtained through internally driven regulatory processes. It also
based on the work of Kernis (2003), which discusses that authenticity contains unbiased

(balanced) processing, relational transparency/authenticity and authentic behavior.

Leadership behavior is another key component of authentic leadership in literature.
Researches highlighted that authentic leaders influence and develop their followers by
positive modeling, supporting self-determination, emotional contagion and self-identification.
It’s stated that authentic leaders are positive behavioral role models for followers (llies,
Morgeson and Nahrgang, 2005). They also suggest that authentic leaders’ positive emotions
influence their followers through emotional contagion and their followers will have positive
affective moods. Besides, Kernis (2003) proposes that authenticity flourishes positive
emotions through self-awareness and relational transparency. According to him, authentic
leaders foster followers’ emotional and cognitive development through emotional and social
contagion. Gardner et al., (2005) and Ilies, Morgeson and Nahrgang (2005) both mention that
authentic leaders influence their followers’ feelings of identification and values with the
leader and the organization. They maintain that when leaders’ and followers’ values are alike,

their self-identification is much more strengthened.

The literature indicates that authentic leadership comprises an inherent
ethical/moral component (Luthans and Avolio, 2003). May et al., (2003) assert that authentic
leaders enhance ethical and transparent decision making processes and utilize their inherent
components such as moral capacity, efficacy, courage and resiliency to achieve authentic and

moral actions.
2.2. CREATIVITY
2.2.1. Concept Definition of Creativity

Creativity is an important and comprehensive phenomenon in many disciplines.
There have been several diverse definitions and approaches. Although creativity is generally
defined as related to intelligence, additional constructs such as motivational conditions,
personality, environment, chance factors and even products influence creative behavior affect
creativity (Feldhusen and Goh, 1995).



Guilford (1950) refers to creativity as abilities that are the characteristics of creative
people. Hence, he asserts that research should focus on creative personality and behavioral
traits. Creativity represents patterns of primary abilities including interests, attitudes and
temperemantal variables. Creativity is not accounted for in terms of intelligence or 1Q. He
also added that problem solving and evaluative ability are other components of creativity.
Furthermore, Guilford (1950) was interested in measuring creativity and its validity with

intelligence tests.

Creativity is a broad and complex concept to properly define. Amabile (1998)
defines creativity as “the production of novel and useful ideas”. She focused on the end of the
process in definition and described creativity as “the production of responses or works that are
reliably assessed as creative by appropriate judges” (p. 83). Moreover, she proposed that there
were three key components of creativity within the individual, which were domain relevant
skills, creativity relevant processes and task motivation. She claimed that the area of overlap

between those three components conveyed the area of highest creativity.

Mumford and Gustafson (1988) conceptualized creativity as containing elements “
(a) the processes underlying the individual's capacity to generate new ideas or understandings,
(b) the characteristics of the individual facilitating process operation, (c) the characteristics of
the individual facilitating the translation of these ideas into action, (d) the attributes of the
situation conditioning the individual's willingness to engage in creative behavior, and (e) the
attributes of the situation influencing evaluation of the individual's productive efforts” (p. 28).

Ford (1996) states three attributes which determine a definition for creativity. First,
he describes creativity as an attribute of a product introduced by an actor. Second, it is a
subjective attitude which adopted by members of the field. Lastly, they are domain-specific
and may change over time. Besides, Oldham and Cummings (1996) proposes that creativity
refers to “products, ideas or procedures that satisfy two conditions: 1) they are novel or
original and 2) they are potentially relevant for, or useful to, an organization” (p. 608).

Csikszentmhalyi (1999) describes creativity as an interaction among a domain, a
person and a field. Sternberg (1999) states that “creativity is the ability to produce work that
is both novel (original, unexpected) and appropriate (useful, adaptive concerning task
constraints)”(p. 3). According to Sternberg and Lubart (1992), creativity contains some

resources. Intelligence, thinking style, personality and motivational context are related to it.



Runco (2004) identified creativity as “useful and effective response to evolutionary
changes” (p. 658). He elaborates that creativity is related to original behavior and originality
is necessary but not enough for creativity. Flexibility is a crucial notion of it which provides
to deal with opportunities, technologies and changes. It’s a reaction and also a contribution to

evolution and problem solving.

There are different perspectives which examine the concept of creativity. Some of
them concentrated on the novelty and appropriate (useful) characteristics of creativity (e.g.,
Amabile, 1998; Sternberg, 1999). Others focused on the facets that analyze creativity in terms
of features such as a person, a process or outcome. Other important perspective for creativity
is cognitive processes. Guilford (1967) and Basadur, Gelade and Basadur (2014) argue that
creativity depends on intelligence, problem solving, divergent thinking and evaluative
abilities (as citied in Basadur, Gelade and Basadur, 2014). According to Guilford (1959),
convergent thinking was equated with intelligence; divergent thinking was equated with

creating options from information and evaluating alternatives.
2.2.2. Employee Creativity

Researchers have begun to study employee creativity in the past decade by focusing
on organizational factors and individual differences in creativity (Zhou and Shalley, 2003).
Empirical studies showed that when employees produce creative products or ideas, they have
contributions to organizational efficiency and subsistence (Amabile, Conti, Coon, Lazenby
and Herron, 1996). There are several characteristics and theoretical frameworks about

creativity.

Amabile et al., (1996) theorized in their Componential Model of Creativity about
three components. These are domain-relevant skills, creativity-relevant processes and task
motivation. Domain-relevant skills refer to employee’s practical knowledge about a specific
domain. It may be affected by education and motor abilities. Creativity —relevant processes
refer to explicit knowledge which contains cognitive styles and work styles. Studies (Amabile
et al., 1996; Amabile, 1997) indicate that training in problem solving and creative skills and
activities improve employee creativity. Lastly, task motivation is conceptualized in terms of
intrinsic or extrinsic motivation. Intrinsic motivation is described as “any motivation that
arises from individual’s positive reaction to qualities of the task itself; this reaction can be

experienced as interest, involvement, curiosity, satisfaction or positive challenge” (p. 115).



Intrinsic motivation is influence by a person’s eagerness to cohere in creative activities and by

contextual factors that may increase or decrease creative behavior (Amabile et al., 1996).

Woodman, Sawyer and Griffin (1993) proposed Interactionist Model for employee
creativity. Woodman and Schoenfeldt (1990) defined the interactionist perspective as “the
behavior of an organism at any point in time is a complex interaction of the situation and
something else-this something else is the nature of the organism itself” (p. 279). They suggest
that creativity has individual, group and organizational characteristics. Cross-level analyses
are argued to identify these characteristics. These analyses are represented by social influence
and contextual influence processes. Individual creativity characteristics possess cognitive
abilities, identity, intrinsic motivation and understanding. Group characteristics include norm,
harmony, dimension, diversity, status, duty and problem solving skills. Lastly, organizational
characteristics such as growth, culture, awards, strategy, and pattern are discussed (Woodman,
Sawyer and Griffin, 1993).

Multiple social domains theory which examines individual’s creativity in a group or
organizational domains was introduced by Ford (1996). Theory proposes that individual
creativity is an integration of sensemaking, motivation, knowledge and ability. It’s argued that
creative and habitual movements are rival behaviors for people and even when creative acts
are more inviting, individuals tend to prefer habitual acts or familiar organizational settings
which contain more certainty. Therefore, creative actions are still novel occurances in
organizations.

Oldham and Cummings (1996) argue that there is a positive association between
creativity and creative personality. Examining Gough’s Creative Personality Scale (CPS/
1979) and using the interactional approach, their research found that personality (e.g.
creativity-relevant individual features) and contextual components (e.g. job difficulty,
supportive supervision and non-controlling supervision) influence employee creativity scores.
When employees scored high on the CPS, worked on more intricacy jobs, and were controlled
by supportive managers in a non-controlling, free environment, employees displayed more
creative actions.

Research identified two personal characteristics that affect employee creativity
(Shalley, Zhou & Oldham (2004). These are personality and cognitive style. The reserchers
also draw attention to Gough’s Creative Personality Scale (1979) (CPS) and Costa and
Mccrae’s (1992) Five Factor Model (FFM) of personality. Studies (McCrae and Costa, 1989;
Feist, 1998) demonstrated that both CPS and FFM’s components are positively related to
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employee creativity. Furthermore, individual’s cognitive style also affects creativity.
Individuals who have adaptive style more likely agree within procedures without questioning,

while those who have innovative style more likely take the risks during problem solving.
2.3. SUBJECTIVE WELL-BEING

2.3.1. Concept Definition of Subjective Well-Being

The concept of well-being has been widely identified in terms of positive mental
health, psychological growth, happiness, quality of life in empirical studies (Deci and Ryan,
2001; Diener & Lucas, 1999).

Deci and Ryan (2001) defined well-being in two ways: psychological or
eudaimonic well-being and subjective or hedonic well-being. Psychological well-
being/eudaimonism refers to personal growth and analyzing his/her true competency (Ryff
and Singer, 1998). Subjective well-being/hedonism is associated with life satisfaction,
positive affect and absence of negative mood (Myers and Diener, 1995).

Hedonism originates from a philosophical framework from ancient Greek times.
According to Aristotle, hedonism refers to the pleasure an individual has sense about his/her
life (Kraut, 2010). Another philosopher, Hobbes argued that pleasure is related to human’s
wishes and it’s virtue of life (Deci & Ryan, 2001). Alike, Bentham suggested that hedonism is
a phenomenon which refers to maximizing pleasure and minimizing pain (Deci &Ryan,
2001). Kahneman et al., (1999) declared hedonic psychology as a new field of psychology
and he defined it as the study of “what makes experiences and life pleasant and unpleasant”
and he describes hedonism and well-being as equal concepts (p. 144, as citied in Deci &
Ryan, 2001).

Most researchers studying hedonic psychology has used the term “subjective well-
being” _ to assess it (Diener & Lucas, 1999). Subjective well-being (SWB) refers to majority
of positive thoughts and emotions about one’s life (Myers and Diener, 1995). It’s described as
what people think and how they feel with their lives. The term “subjective” indicates that how
a person treats and perceives his/her life establishes his/her subjective well-being (Diener,
Suh and Oishi, 1997).

In the line with the above literature, Seligman and Csikszentmihalyi (2000) suggest
that subjective well-being and happiness are important personal factors for positive
psychology. Subjective well-being is a more scientific term which people usually stating as
happiness. The study suggests that there is a relationship between people’s social conditions

and happiness. The important issue is how a person’s values and goals mediate between
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external incidents and the quality of experience. Hence, they assert that it is not what happens
to people for determining how happy they are but how they interpret what happens.

Subjective well-being reflects one’s cognitive and affective assessments. Cognitive
evaluation reflects a person’s sense of life satisfaction regarding his/her work, marriage...etc.
Affective evaluation refers to people’s emotions about their life circumstances. People with
high SWB tend to feel pleasant and positive emotions about their life events. On the other
hand, people with low SWB tend to evaluate their life circumstances in an unpleasant and
negative manner. For his reason, there are three important components of SWB: life
satisfaction, positive affect and absence of negative affect (Myers and Diener, 1995).

Life satisfaction is described as “a global assessment of a person’s quality of life
according to his/her chosen criteria” (Shin and Johnson, 1978, p.478, as citied in Diener,
1984). Comparing actual situations with ideal norms establishes fundamental attitudes for
satisfaction and every person has divergent sets of norms for satisfaction. Therefore, internal
judgments about satisfaction level rather than externally imposed standards of satisfaction are
taken into consideration (Diener, 1984).

The term “affect” refers to moods and emotions (Diener, Suh, Lucas and Smith,
1999). Watson, Clark and Tellegen (1988) indicated two kinds of affect which are self-report
moods: positive and negative. Positive affect represents the extent to which an individual feels
interested, excited and inspired. People with high positive affect possess high energy, full
concentration. However, people with low positive affect reflect sadness and lack of energy.
Conversely, negative affect is a state of subjective depression and unpleasant commitment
which contains anger, disgust, fear, guilt though people with low negative affect reflect
calmness and serenity (Watson, Clark and Tellegen, 1988). Regarding this statements,
surprisingly, positive affect and negative affect are not opposites, meaning that, they are not
negatively correlated. They are not positively correlated; they are independent and orthogonal
dimensions. Total amount of positive emotions an individual attempts by time does not refer
to whole amount of negative emotions the same individual does not experience (Myers and
Diener, 1995).

2.3.2 Research on Subjective Well-being

There are several factors which affect subjective well-being. Personality, emotions,
psychical health and demographic variables are related topics regarding subjective well-being.

A study showed that subjective well-being is primarily related to personality
(Diener and Lucas, 1999). From the Big Five” traits, extraversion and agreeableness were

consistently positively correlated with subjective well-being, on the other hand neuroticism
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was consistently negatively correlated with it (Diener and Lucas, 1999). Furthermore, Diener
and Diener (1995) reported that there is a positive relationship between self-esteem and
subjective well-being. People who have higher self-esteem describe themselves as much
happier than people who have lower high esteem.

In terms of relationship between emotions and subjective well-being, it was found
that people having more positive emotions and less negative emotions have fairly high
subjective well-being (Diener and Lucas, 2000). Furthermore, having close relationships
enhances subjective well-being among people. Close relationship refers to high-quality
relationships which include intimacy, confidant and self-worth (Myers and Diener, 1995).

Considering relationship between demographic variables and subjective well-being,
it was found that age, income, education and health have small effects on subjective well-
being and subjective well-being is temperately stable throughout lifetime (Diener and Lucas,
1999).

Regarding the relationship between workplace and employee well-being, Warr
(1999) suggested that there are three axes which measures employee well-being, ranging from
displeasure to pleasure, from anxiety to comfort and from depression to enthusiasm. He
stated that employee well-being is positively associated with more job productivity, lower
absenteeism, reduced turnover and, more discretionary work behaviors.

2.4. The Relationship between Authentic Leadership and Employee Subjective Well-
being

Several studies have suggested that well-being and authentic leadership should be
positively related (Gardner et al., 2005; lIlies et al., 2005; Kernis, 2003; Shamir and Eilam,
2005) and these studies identified employee well-being as an outcome of authentic leadership.
However, this relationship was proposed theoretically, but not tested empirically in these
studies. According to Avolio and Gardner (2005) and llies et al., (2005), authentic leaders’
processes and behaviors affect followers and their development. In addition to positive
psychological capital, self-awareness components, they suggest that authentic leadership
includes different processes which are described as emotional contagion and positive
behavioral model.

Frederickson (2003) proposes the broaden-and-build model to understand the
impacts of positive feelings. This model states that positive feelings — including joy, interest,
contentment, pride and love — widen people’s thinking and acting. With respect to emotional

contagion, leaders’ positive emotions can be contagious and affect the followers with these
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positive emotions in organizations. So, authentic leaders may spread their positive and
affective mood to their followers.

Furthermore, Kernis (2003) states that authentic leaders enhance positive affective
states through relational transparency and self-awareness. Regarding relational transparency,
being open and true in a close relationship fosters positive emotions. Being conscious of one’s
strengths and inadequate sides, needs and emotions provides positive experiences in life. They
feel higher self-esteem and they utilize this awareness with others and their environment.
These positive affective states enable social contagion processes to lead more positive
emotions and emotional development among followers. This positive infectious environment
will enhance followers’ hedonic/subjective well-being (llies et al., 2005).

Positive role modeling also improve employees’ subjective well-being. As it’s
discussed before, authentic leaders are behavioral role models for their followers (Gardner et
al., 2005). Followers can behave authentically through social learning experiences and their
behaviors will be orientated by the principles of the authenticity. As followers act more
authentically as authentic leaders, it will increase the level of confidence, attachment and
well-being among followers. Therefore, followers’ subjective well-being will be fostered over
time (llies et al., 2005).

Additionally, Frederickson (2003) and Harter, Schmidt and Keyes (2003) state that
when leaders are supportive, caring, listen, respond and give feedback to their followers,
followers have become happier and this atmosphere improves their subjective well-being in
the workplace. Authentic leadership posseses these characteristics because its root constructs
are self-awareness, unbiased processing, relational transparency, internalized moral
perspective and trust. Moreover, Gardner et al., (2005) and Sheldon, Elliot, Ryan, Chirkov,
Kim and Wu (2004) argue that authentic leaders * self-regulative processes and self-
concordance lead to flourish happiness (subjective well-being).

Hi: There is a positive relationship between authentic leadership and employee
subjective well-being.

2.5. The Relationship between Authentic Leadership and Employee Creativity

Researches have shown that there is a strong correlation between leader attitudes,
behaviors and employees’ attitudes, behaviors. Employees’ creative performance is often
depended on the leadership style (Oldham and Cummings, 1996). Some studies have
suggested a positive relationship between authentic leadership and employee creativity (llies,
Morgeson and Nahrgang 2005; Avolio, Luthans & Walumbwa, 2004). However, the
relationship was proposed theoretically, but not tested empirically in these studies.
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It is stated that authentic leaders improve their followers’ positive psychological
capabilities. They foster the follower’s hope, trust, resiliency and optimism (Avolio, et al.,
2004; llies, et al., 2005). More optimistic employees tend to generate novel and useful ideas
and they are not afraid to try new things. Even if they fail, they perceive it as an
encouragement (llies et al., 2005). Moreover, it is indicated that high-hope leadership
increases the level of confidence and trust which lead employees giving their attention to their
creative vigor. Therefore, authentic leadership provides an opportunity to create new and
flexible ideas and lead to creative performance among employees (Avolio et al., 2004).

Authentic leaders’ followers characterize themselves with their leader and these
leaders share their goals with the followers (llies et al., 2005). If authentic leaders’ goals are
connected to their followers, they have powerful effects on followers’ attitudes and behavior.
This personal identification enables to facilitate to focus a person’s mental processes,
particularly through unsteady periods, and derives the flexibility to change and this change
leads to different behaviors. For this reason, they encourage their followers to develop their
creative behavior (Avolio and Gardner, 2005).

Positive modeling refers to the process of personal identification of employees with
the leader and it is related to leader’s self-awareness (Gardner et al., 2005). It’s a unique
characteristic of authentic leadership. Through positive modeling, followers learn to act
authentically and authentic leaders improve their followers’ positive psychological capital
(Avolio et al., 2004). llies et al., (2005) suggested that developing high-quality relationship
with employees and being a role model, authentic leaders enable their followers to increase
their creative thinking.

According to self-determination theory (Ryan and Deci, 2000), autonomy,
competence and relatedness are necessary for self-development and these intrinsically
motivated behaviors are authentic. Leaders who provide autonomy, relatedness, positive
feedback among their employees are more likely authentic leaders and they enhance
followers’ self-determination through this process (Deci et. al, 1989). Followers who develop
their self-determination become more effective and motivated in the workplace (llies et al.,
2005). Therefore, authentic leaders tend to increase their followers’ levels of intrinsic
motivation and creativity.

H,: Authentic leadership is positively related to employee creativity.

2.6. The Relationship between Employee Subjective Well-being and Employee
Creativity
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Studies have shown that positive states such as subjective well-being, hope,
happiness are positively associated with creativity (Frederickson, 2001; Csikszentmihalyi,
1997; Shalley, Zhou and Oldham, 2004). The relationship was proposed theoretically, but not
tested empirically in these studies.

Some researchers explain this relationship through intrinsic motivation meanwhile
others explain through positive moods. It’s also argued that creative employees are happy
individuals who love their jobs and enjoy doing it. They feel like they are intrinsically
rewarded (Csikzentmihalyi, 1997). Intrinsic motivation is a source of enjoyment and vitality
for people’s life (Ryan, 1995).

Some researches explain the relationship with positive moods Frederickson (2001)
propose a positive association between subjective well-being and creativity. She describes it
through the broaden-and-build theory. She suggests that positive feelings widen thought-
action repertoires and induce people to become more creative, flexible, and open to new
experiences. Joy, for example, widens by generating an impulse to play, and push one’s
potential. Interest widens by generating an impulse to discover, to learn and gain practices,
and develop the self through continuum.

Diener, Kanazawa, Suh and Oishi (2015) also state that positive moods are
positively related with creativity. According to them, positive moods offer energy and
motivation and also positive affect is assosciated with curiosity. Happy people are more likely
to experience energetic and interested emotions while doing things. Feelings of energy can
motivate trying out new ideas. Happy people are more creative and positive emotions lead
them to more critical thinking, cognitive flexibility. For this reason, happy workers are much
more motivated on trying new ideas.

Shalley, Zhou and Oldham (2004) suggest that workers who possess positive
moods are more likely to have cognitive and motivational processes, use problem solving
skills. Positive mood which is a predictor for subjective well-being enhances employee
creativity. Besides, Madjar, Oldham and Pratt (2002) address that positive moods exhibit a
crucial role in employee creativity. When workers have positive moods, they use more
divergent stimuli processes, more comprehensive classifications and this continuum flourishes
their creative performance.

According to the reviewed literature, this thesis proposes that authentic leadership
will be positively related to employee subjective well-being and employee creativity and that
employee subjective well-being will mediate the relationship between authentic leadership

and employee creativity.

15



Hs: Employee subjective well-being mediates the relationship between authentic
leadership and employee creativity.

Authentic Employee . Employee
) subjective well- e
leadership being Creativity
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Figure 1. Hypothesized conceptual model.
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CHAPTER 111
METHOD
3.1. Participants

Data were collected from white-collar employees from a private technology
company. Their tasks are developing optimal solutions to problems which enable to develop
flexible and functional applications to meet different user needs. Besides, they apply to new
requirements which lead to new technological designs in their job. They also develop digital
strategies and applications, portal and contents, designs interfaces for Bank’s non-branch
channels like Internet Banking, ATM, Call Center, Mobile Banking and Social Platforms. The
total sample consisted of 100 employees (48 men and 52 women). The 54% of total sample
was between the ages of 25-34 (SD = .67). The mean of tenure was 5.03 years (SD = 1.19).
The mean of working year with manager was 4.27 (SD = 1.27) and 59% of managers were
men (Appendix 3). The study had ratings for different team leaders coming from different
teams. Team members rated the same leader. There were 12 teams in wich the number of
members ranged from 5 to 16 participants. Teams were identified in the survey. All responses
were anonymous. The study was a survey design with perceived authentic leadership as
predictor, participants’ subjective well-being as mediator, and participants’ creativity as the
criterion.

3.2. Measures

The questionnaires used in the study consisted of a demographic information and
seven other scales in the present study. These measures are authentic leadership scale (see
Appendix A), Guilford alternative uses task (see Appendix B), creative work involvement
(see Appendix C), life satisfaction (see Appendix D), positive and negative affect schedule
(see Appendix E), openness to experience (see Appendix F) and creative personality scale
(see Appendix G).

3.2.1. Authentic Leadership Scale

Authentic leadership scale was developed by Walumbwa, Avolio, Gardner,
Wensing and Peterson (2008). The scale composed of 16 items which are indicating four
leadership sub-dimensions: self-awareness, relational transparency, balanced processing and
internalized moral perspective. Self-awareness comprises 4 items and internal consistency
was .92, internalized moral perspective comprises 4 items and internal consistency was .76,

relational transparency comprises 5 items, and internal consistency was .87, balanced
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processing comprises 3 items and internal consistency was .81. It was measured with a 5-
point likert scale ranged from 1= not at all, to 5= frequently, if not always. Tabak et al.,
(2010) translated it into Turkish and the internal consistent reliability was .91.

3.2.2. Guilford Alternative Uses Task

Guilford Alternative Uses Task (1967) was developed by J.P. Guilford for
measuring creativity. Participants were asked to list as many possible uses for common 3
items: brick, paperclip and newspaper. Scoring has 4 criteria: fluency — the number of uses
you can list (total number of all the responses), flexibility — the number of different categories
you can list (total number of all categories), elaboration — the level of detail of the idea (total
amount of all ideas), originality — how unusual those uses are (each response was compared to
to the total amount of responses. Responses which were given by 5 % of sample were treated
as unusual and received 1 point and responses which were given by 1 % of sample were
considered as unique and received 2 points. Higher scores indicated higher creativity. Turkish
version is available in Indiana University website.

3.2.3. Creative Work Involvement Scale

Creative work involvement scale was developed by Carmeli and Schaubroeck
(2007). It consists of 9 items. It was translated into Turkish with back to back translation
procedure. It was measured with a 5-point likert scale ranged from 1= never, to 5= very often.
The items formed a reliable composite scale («=.88). High scores indicate that participants
perceived themselves as highly involved in creative activities.

3.2.4. Positive and Negative Affect Schedule (PANAS)

Combination of Positive and Negative Affect Schedule (PANAS) and satisfaction
with life scale is commonly used for measuring subjective well-being. The Positive and
Negative Affect Schedule (PANAS) (1988) was originally developed by Watson and
colleagues. The items in the scale are divided into two scales which are positive affect (PA)
and negative affect (NA) scale. Each scale consists of 10 mood-related adjectives. Positive
adjectives are active, alert, attentive, determined, enthusiastic, excited, inspired, interested,
proud and strong. Negative adjectives are afraid, ashamed, distressed, guilty, hostile,
irritable, jittery, nervous, scared and upset. The reliability for PA was .79 and for NA was
.81. PANAS is translated into Turkish by Gengtz (2000). The reliability for PA was .79 and
for NA was .81. Participants were asked how frequently they experience these emotions on a
6-point likert scale ranging from 1= very little/not at all, to 6= very intensely. In the present
study, the internal consistency reliabilities for PA and NA were .84 and .87, respectively. In

this study, positive affect was used for measuring subjective well-being and it was used in the
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subsequent analysis as an indicator of subjective well-being. The reason for this was that
positive affect items could be a better indicator for positive psychology measures.
3.2.5. Satisfaction with life scale (SWLYS)

Satisfaction with life scale (1985) was originally developed by Diener et al., It aims to
measure the extent to which individuals are satisfied with life in general according to their
subjective criteria. It consists of 5 items. It is measured with 7-point likert scale ranging from
1= strongly disagree to 7= strongly agree. The internal consistency reliability was .87. It was
translated to Turkish by Kdker (1991). The internal consistency reliability was .85. In the
present study, its reliability as indicated by Cronbach alpha was .89. High scores on this
measure indicate high life satisfaction.

3.3. Procedure

Convenience sampling method was used for this research. Necessary permissions
were obtained from the Ethics Committee of Istanbul Bilgi University. The purpose of the
study was explained to the participants and required time to fill the questionnaire was
presented in the consent form and the consent form was also included (see Appendix 1).
Participants were informed about the confidentiality of the data and the anonymity of their
responses which were used only purposes of this thesis. Participants were ensured that there
were no questions which would cause to any psychological distress. They were guaranteed
that they can leave the questionnaire anytime if you feel any discomfort. Employees
completed the survey online system (Qualitrics). A filter question was added to questionnaire
“If you read this question, please answer 4” to identify the respondents who did not answer
the questionnaire carefully.

3.4. Demographics

Participants were asked to report their gender, age, tenure, working year with
manager and manager gender. Demographic statistics are presented in Table 3.1.
3.5. Control Variables

The literature has examined several predictors affecting creativity. Positive
psychological capital, positive affect, personal and contextual characteristics are some of
them. The present thesis also examines personal characteristics as a control for employee
creativity. Two control variables — openness to experience and creative personality —are
included.

3.5.1. Openness to Experience
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Openness to experience is defined as the “disposition to be imaginative,
nonconforming and unconventional” (Judge, Bono, Ilies and Gerhardt, 2002, p. 765). The
description of a person who is high on openness to experience is linked to description of
creativity (McCrae and Costa, 1989). Furthermore, studies show that openness to experience
is the most positively related factor to the creativity among all FFM (Five Factor Model)
dimensions (Feist, 1998). Therefore, openness to experience is used as a predictor for
creativity in this study.

Openness to Experience scale based on Big Five Inventory (BFI) by John and
Srivastava (1999) was used in the study and it’s translated into Turkish by Tomrukgu’s master
thesis (2008). It has 10 items. It is measured with a 5-point likert scale ranged from
1=strongly disagree to 5=strongly agree. In the present study, Cronbach’s alpha was .76.

3.5.2. Creative Personality

Creative personality is another important predictor for creativity (Feist, 1998;
Oldham and Cummings, 1996). Gough (1979) found a positive, significant correlation
between creative personality scale (CPS) and creativity. The CPS measures the individual’s
creativity potential. People who are high on CPS are more likely to develop original, novel
ideas and have broad interests.

Creative Personality scale by Gough, H. G., (1979) was used in the study. The scale
has 30 items; 18 positive and 12 negative. 1 point is given each time one of the positive items
is checked and 1 point subtracted each time one of the negative items is checked. It was
translated into Turkish with back to back translation procedure for the purpose of the present
thesis. The averaged items formed a reliable scale .88. In this study, positive items were used
to examine creative personality. The reason was that positive items could be better indicator
for positive psychology measures.

3.6. Data Analysis

In the present study, based on the completed online questionnaires -data analysis
was performed using a variety of analytical tools available in the Statistical Package for the
Social Sciences (SPSS).

Several statistical tools were used to analyze the data. A descriptive analysis of all
independent and dependent variables in the study was conducted, and indicated where
appropriate, the means, standard deviations and correlations for these variables. In order to
examine mediation hypothesis, multiple regression analysis for mediation was conducted.

Also, t-test was applied to indicate the difference between male and female participants.
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Details about the methodologies used in this study will be addressed in the results section
according to each step of the study.
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CHAPTER IV
RESULTS

The main purpose of this study was to investigate the mediating role of subjective
well-being in the relationship between authentic leadership and employee creativity.
4.1. Confirmatory Factor Analysis for Authentic Leadership

Prior to testing the hypotheses, (confirmatory factor analysis) CFA was conducted
by using AMOS 17 (Arbuckle, 2008) to provide an initial examination for construct validity
of authentic leadership scale which was composed of 4 subscales: self-awareness, relational
transparency, balanced processing and internalized moral perspective.

CFA results indicated that the data have a poor fit for the conceptual model and the
four subscales were not confirmed (y2/df ratio = 2.08; CFI = .84; NFI =.74; RMSEA = .11).
The subscales as latent variables were highly correlated (between .73 and .97) thus there was
not evidence that they were distinct sub-constructs of authentic leadership. In exploratory
factor analsyis, instead of 4, only 3 factors emerged with Eigen values over 1. Out of the 13
items seven indicated cross-loadings (i.e., values over .40 on more than one latent factor) and
those items that clearly loaded on one factor represented different subscales of the original
measure (see Appendix 4). Based on these results, rather than using a limited set of items to
construct a new version of sub-scales of the measure, each item was incuded in an overall
composite measure of authentic leadership. The items were averaged and formed a reliable
scale (0=.91). High scores indicate that participants perceived their immediate leaders as

highly authentic.
4.2. Descriptive Analysis

Descriptive analysis was conducted to describe the study variables; means and
standard deviations are presented in Table 4.1. An independent sample-t- test was conducted
to test whether there is a difference between female and male participants in terms of creative
work involvement. The difference between the average creative work involvement score for
females was (M = 3.40, SD = .63) and for males (M = 3.62, SD = .46) was statistically
significant (t (98) = 2.36, p = .020). The effect size, Cohen’s d, was at the medium level (d =
.30 (see Appendix 5).

4.3. Correlational Analyses

Bivariate correlational analysis (Pearson correlations) was performed in order to

investigate the relationship between all variables including authentic leadership, creative work
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involvement, positive affect, life satisfaction, openness to experience, creative personality and
Guilford scores in Table 4.1.

Authentic relationship was positively and significantly correlated with creative
work involvement life satisfaction and positive affect. Furthermore, openness to experience
was positively correlated with creative work involvement, life satisfaction and positive affect.
Positive affect was also positively and significantly correlated with creative work
involvement. On the other hand, correlation analysis showed that there was no significant
relationship between authentic leadership and Guilford scores.

4.4. Results of Multiple Regression Analysis

In order to test meditational model measure effect, hierarchical multiple regression
analysis was applied in four steps. As suggested by Baron and Kenny (1986), in the first step
creative work involvement or Guilford test score was used as criterion and authentic
leadership was used as the predictor. In the second step, authentic leadership was used as the
predictor, whereas life satisfaction and positive affect was (representing subjective well-
being) were used as criterion. In the third step, the criterion was creative work involvement or
Guilford test score and the predictor was subjective well-being (life satisfaction and positive
affect). In the last step of mediational analysis, the criterion was creative work involvement or
Guilford test score whereas authentic leadership and life satisfaction, positive affect were
concurrently entered as predictors. Subsequently, Sobel test was conducted to test the

significance of the mediation effect.
Creative Work Involvement as criterion

When only team-membership as a random factor was entered into the model
predicting creative work involvement, the between team variance was not significant, the
estimated variance was .006 with a standard error of .03, y°=.20, p=.84. When authentic
leadership and the subjective well-being measures were included in the model, the between
team variance remained non-significant, ¢°=.015 SE=.02, y*>=.63, p=.53. Thus, the
subsequent mediation analysis excludes teams as a random factor and a series

of hierarchical regression analysis will be performed.
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Table 4.1

Means, Standard Deviations and Pearson correlations among the variables

Variables Mean SD 1 2 3 4 5 6 7
1. AL 3.63 .65 1

2. CWI 3.53 .57 34** 1

3. LS 3.27 13 37 15 1

4. PA 4.37 .69 20* 29%* S52x* 1

5.0TE 4.69 .62 .02 27 .20* A41** 1

6. CP .83 .36 -12 -.86 -.01 -.07 02 1

7.GS 19.1 14 -12 -.63 -.01 -.03 14 -03 1

Note: *p < .05, **p <.01. AL: Authentic Leadership, CWI: Creative Work Involvement, LS:
Life Satisfaction, PA: Positive Affect, OTE: Openness to Experience, CP: Creative
Personality, GS: Guilford Scores.

For Step 1, regression analysis was performed to test the effect of authentic
leadership while controlling for the effects of openness to experience. Authentic leadership (3
= .34, p <.01) and openness to experience (B = .26, p < .01) independently predicted creative
work involvement and the model accounted for 17 % of the variation in creative work
involvement (see Appendix 6). Thus, H, was confirmed. Because authentic leadership was a
significant predictor besides the control of openness to experience, the subsequent mediation
analysis excluded the control variable to simplify the design.

In the second step, authentic leadership significantly predicted positive affect and
life satisfaction (Appendix 7). Third, positive affect significantly predicted creative work
involvement but life satisfaction had no significant effect on creative work involvement
(Appendix 8). For its non-significant contribution to CWI, life satisfaction was excluded from
the subsequent model and positive affect was only used as a measure of subjective well-being
in the mediation analysis. Finally, to test whether the impact of authentic leadership would

reduce when positive affect was concurrently entered into the model, authentic leadership was
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entered into the first step and positive affect was entered into the second step in predicting
creative work involvement. While the effect of authentic leadership, was significant besides
the control of positive effect as shown in Table 4.2., this effect reduced, indicating a partial
mediation which was confirmed by a significant Sobel test (z = 1.92, p <.05) (see Table 4.5).

Hence, Hy and Hz were confirmed.

Table 4.2
Mediating Role of Positive Affect between Authentic Leadership and Creative Work
Involvement
Steps IV DV R t p R R”  Adjusted R
1 AL CwI 34 3.72 .00 44 19 A7
2 AL PA 21 2.10 .03 21 .04 .03
3 PA  CWI .28 2.43 01 29 .08 .06
4 AL CwI 30 3.21 .00 35 12 11
PA 22 2.40 01 35 12 11

AL: Authentic Leadership, CWI: Creative Work Involvement, PA: Positive Affect.

Guilford Scores

When only team as a random factor was entered into the model, the between team
variance was not significant, the estimated variance was 6.42 with a standard error of
12.49, y°=.51, p=.60. When authentic leadership and the subjective well-being measures were
included in the model, the between team variance remained non-significant,
0°=7.15 SE= 13.35, »?=.53, p=.59. Thus, team membership was excluded in the following
analysis.

Openness to experience was a marginally significant predictor of Guilford scores
when two cases (25" and 93 ) were removed as outliers- 3 standard deviation above/below
their predicted values,- R* = 0.001 F (2, 97) = 1.031, p = .075, indicating that one percent of

the variance in Guilford scores were explained by openness to experience (Table 4.3).
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The results indicated that authentic leadership (8 = -.012, p > .05) and positive
affect (R = -.031, p > .05) had no significant effect on Guilford scores. Thus, the meditational

hypothesis for the Guilford scores was not confirmed (Appendix 9).

Table 4.3
Multiple Regression Analysis Summary for Authentic Leadership and Openness to Experience

predicting Guilford Scores

Variables B SE B R t p R’
Constant 4.45 13.67 .02
Openness to Experience 3.38 2.36 14 143 .075
Authentic Leadership -.36 2.24 -.01 -.16 87

Note: *p < .05, **p < .01.
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CHAPTER YV

DISCUSSION

The current study was conducted with the aim to contribute to the authentic
leadership literature in the framework of its relationship between employee creativity and
subjective well-being and understanding the mediating role of subjective well-being between
perception of authentic leadership and employee creativity.

The results of the study provide some insights into the relationships among the
variables, hence contribute to our understanding of the leadership process. In this section, the
results of the study are interpreted in detail, the contributions of the study are discussed and
the limitations are considered. Furthermore, suggestions for future researches and practical
implications are also presented.

5.1. Summary of the Findings

In the current study, one private company was employed to accomplish these
objectives.

Demographic characteristics of employees were asked to see whether they have an
effect on any of the research variables. Gender of participants had a significant correlation
with creative work involvement. T-test indicated that male employees indicated higher levels
of creative work involvement. The Guilford scores indicated no gender differences though.
Accordingly, males might have a tendency to perceive themselves as more creative compared
to women’s self-preceptions.

One of the focuses of the study was authentic leadership as an antecedent on the
behaviors of followers. The scale to measure authentic leadership was developed by
Walumbwa et al., (2008) in compliance with the four dimensions that were identified at
theoretical framework. CFA indicated that the four dimensions of authentic leadership, self-
awareness, balanced processing, relational transparency and internalized moral perspective
were not confirmed. This may be a result of small sample, but the scale as a whole had a
reliability to measure authentic leadership.

When overall authentic leadership perception of employees and creative work
involvement were examined, it was found that authentic leadership predicted creative work
involvement, supporting the first hypothesis of the study. This result is consistent with the
literature (Avolio et al., 2004; Avolio & Gardner, 2005; llies et al., 2005). Avolio et al.,
(2004) found that authentic leaders foster positive states such as optimism and, hope enable to

develop novel ideas among their followers and such an environment enhances follower
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creativity. Furthermore, this finding confirms self-determination theory which suggests that
authentic behaviors such as intrinsic motivation and, self-development increase followers’
creativity (Deci and Ryan, 2000). On the other hand, results indicated there was no
relationship between overall authentic leadership perception of employees and the Guilford
scores. This result may also be explained by the self-ratings involved creative work
involvement while the Guilford-test is supposed to be a more objective measure of creativity.

When authentic leadership perception of employees and subjective well-being were
examined, it was found that authentic leadership was positively and significantly related to
positive affect and life satisfaction — two constructs which are components of subjective well-
being. This result also confirms the literature. As Ilies et al., (2005) and Kernis (2003) argued
that authentic leadership’s positive states create social contagion in which employees’
subjective well-being improves. In addition, Frederickson (2003) proposed that authentic
leaders who are caring, supportive, giving feedback enable to flourish their followers’
happiness in the workplace.

The meditational analysis indicated that, from the two measures of subjective well-
being only positive affect had a significant effect on creative work involvement while life
satisfaction was not a significant predictor. For this reason, only positive affect was used in
the mediation analysis. Results revealed that positive affect was the partial mediator between
authentic leadership and creative work involvement. The result about the relationship between
subjective well-being and creative work involvement confirms the literature (Csikzentmihalyi,
1997; Shalley, Zhou and Oldham, 2004) proposing that positive emotions lead to motivational
processes and creative thinking.

These findings in this thesis highlight the potential value of leader authenticity and
confirm the proposals found in authentic leadership theory (Walumbwa et al., 2008) which
suggest that authentic leaders should have a strong influence on followers' attitudes and
behaviors, as well as their subjective well-being. Although the present thesis has not tested
further constructs of positive psychology, theorists argue that such positive effect can be
explained by authentic leaders’ capacity to build employees' confidence (self-efficacy), create
hope, raise optimism, and strengthen resilience. Furthermore, this study also found that
authentic leadership can influence employees' creativity directly or through a mediated effect
from employees’ subjective well-being. In other words, authentic leadership can promote
employee’ subjective well-being and this situation will help to establish a creative atmosphere
for employees in the workplace. Although the overall findings are supported, it should be

noted that creativity measure was creative work involvement in this hypotheses because
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Guilford scores didn’t have any correlation. Self-perceptions of creativity were affected by
authentic leadership and subjective well-being but the actual Guilford scores were not. Thus,
the results in terms of creativity are limited as the objective measure (Guilford scores) were
not affected by the predictors.

The findings of the current study also indicated that openness to experience — one
of the control variables in the thesis- marginally predicted Guilford scores and independently
predicted creative work involvement. These findings confirm Feist’s finding (1998) showing
that openness to experience is the strongest predictor of creativity. The additional control
measure, creative personality was not a significant predictor of creative work involvement or

Guilford scores.

Previous studies theoretically proposed the positive association among authentic
leadership, well being and creativity. The present thesis contributes to the literature by
empirically testing the relationship between authentic leadership and creativity and the

mediating role of employee subjective well-being.

The thesis has some practical implications as well as the study was conducted in a
private technology company. The findings can help practitioners to understand why and how
leadership can promote employee well-being and (self-perceived) creativity. Due to their
dynamic and unsteady structure, employee creativity, and well-being might be challenging to
control. The present thesis demonstrated that these important variables can be predicted by
authentic leadership: When leaders are authentic, they are likely propmote employee well-

being which in turn can enhance creative involvement.
5.2. Limitations and Recommendations for Future Research

This thesis research has several limitations. The main limitation of the findings is
related with the measurement of creativity. The definition and the measurement of creativity
are debated in the literature. There are various definitions and measurement methods not only
in psychology literature but also in managerial studies literature including issues around self-
rating, supervisor-rating and experts rating. The present thesis measured divergent thinking
and there was a lack of measurement of convergent thinking, supervisor-rating and coworkers
rating (Egan, 2005; George and Zhou, 2001). Future studies should include such measures of
creativity as well. Moreoever, the findings were not significant for the Guilford scores. It
would be also helpful to use different leadership styles such as, creative leadership, other
positive leadership styles for further studies. Thus, these factors may be taken into
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consideration and it would be worth exploring the theoretical meanings of these findings for
future research.

Moreover, convenient sampling was used in the current study. It’s important to
conduct random sampling to obtain more efficient results in future research. When sample of
the study was examined, data were collected from Garanti Technology. For that reason, the
generalization of the results is limited.

To generalize the findings, more private sector companies should be included.
Future studies may enlarge the scope to increase the representativeness of the population and
extend to other sectors. Furthermore, it would be useful to compare public-private sector
differences. Future studies may also investigate these differences.

5.3. Conclusion

In the present study, the relationship between authentic leadership and employee
creativity and the mediator role of employee subjective well-being in the workplace were
investigated. The results for creative work involvement were congruent with the literature and
the meditational hypothesis was confirmed as a partial mediation. The current study has
contributions to the positive psychology literature in terms of authentic leadership, well-being

and creativity in the private sector.
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APPENDIX 1

CONSENT FORM

This study is being conducted as part of my MA Organizational Psychology degree by
advisory of Asst. Prof. Gergely Czukor at Istanbul Bilgi University. The study purposes to
investigate employees’ positive organizational attitudes.

Completing the survey will take approximately 15 minutes. All the information about your
participation in this study will be kept confidential. All the data collected in this survey will

be held anonymously.

The information provided by you in this survey will be used for academic research purposes

only and will not be used in a manner that allows identification of your individual responses.

Participation is voluntary. If for any reason for this study, you do not feel comfortable, you
may leave the survey and your information will be discarded. When this study is complete
you will be provided with the results if you request them. If you have any further questions

concerning this study, please feel free to contact us through phone or e-mail.

Thank you for your participation.

Sevil Saglam Asst. Prof. Gergely Czukor
sevilsa82@gmail.com gcukor@hotmail.com
05332479222
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APPENDIX A AUTHENTIC LEADERSHIP SCALE

Please answer how frequently each statement fits your leader using the following
scale.

1=not at all

5= frequently, if not always

MY LEADER 1 2 3 4

1 Says exactly what he or she means.

2 Admits mistakes when they are
made.

3 Encourages everyone to speak their
mind.

4 Tells you the hard truth.

5 Displays emotions exactly in line
with feelings.

6 Demonstrates beliefs that are
consistent with actions.

7 Makes decisions based on his or her
core values.

8 Asks you to take positions that
support your core values.

9 Makes difficult decisions based on
high standards of ethical conduct.

10 | Solicits views that challenge his or
her deeply held positions.

11 | Analyzes relevant data before
coming to a decision.
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12

Listens carefully to different points
of view before coming to
conclusions.

13

Seeks feedback to improve
interactions with others.

14

Accurately describes how others
view his or her capabilities.

15

Knows when it is time to reevaluate
his or her positions on important
issues.

16

Shows he or she understands how
specific actions impact others.
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APPENDIX B GUILFORD ALTERNATIVE USES TASK

Please list as soon as possible alternative uses for;

A brick:

A paperclip:

A newspaper:
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APPENDIX C CREATIVE WORK INVOLVEMENT SCALE
Please indicate that how often you regularly exhibit these behaviors below.
1= Never

5= Very often

1. | demonstrated originality at my work.

2. | took risks in terms of producing new ideas

in doing job.

3. | found new uses for existing methods or

equipment.

4. | solved problems that had caused other

difficulty.

5. | tried out new ideas and approached to

problems.

6. | identified opportunities for new

products/processes.

7. 1 generated novel, but operable work-related

ideas.

8. | generated ideas revolutionary to our field.

9. I served as a good role model for creativity.
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APPENDIX D LIFE-SATISFACTION SCALE

Below are five statements that you may agree or disagree with. Using the 1 - 7 scale, please
indicate your agreement with each item.

1: Strongly Disagree
7: Strongly Agree

1. So far | have gotten the important

things | want in life.
2. The conditions of my life are

excellent.
3. | am well satisfied about

everything in my life.
4. In most ways my life is close to my

ideal.
5. If I could live my life over, |

would chanage almost nothina.
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APPENDIX E POSITIVE and NEGATIVE AFFECTIVITY SCALE

Please give a number (from 1 to 6) near traits that how much this feelings describe you
generally.

1: Very little/Not at all

6: Very intensely

Positive Affectivity Negative Affectivity
Interested - Distressed _
Excited _ Upset L
Strong _ Guilty L
Enthusiastic _ Scared L
Proud _ Hostile _
Alert - Irritable -
Inspired _ Ashamed L
Determined _ Nervous L
Attentive - Jittery -
Active Afraid
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APPENDIX F BIG FIVE INVENTORY

OPENNESS TO EXPERIENCE SCALE

Please write a number next to each statement to indicate the extent to which you agree or
disagree with that statement.

I am someone who...

[EEN

: Strongly disagree
5: Strongly agree

1. Is original, comes up with new ideas

. Is curious about many different things
. Is ingenious, a deep thinker

. Has an active imagination

. Is inventive

. Values artistic, aesthetic experiences

. Prefers work that is routine (R)

o N o o b~ w0

. Likes to reflect, play with ideas
9. Has few artistic interests (R)

10. Is sophisticated in art, music or literature
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APPENDIX G CREATIVE PERSONALITY

Please indicate which of the following adjectives best describe yourself.

Check all that apply.

____ Capable ___ Honest
____ Atitificial __ Intelligent
____ Clever _____ Well-mannered
____ Cautious __ Wide interests
______ Confident _____Inventive
__ Eguotistical ______ Original
_____ Commonplace ___ Narrow interests
____ Humorous __ Reflective
____ Conservative ____ Sincere
__Individualistic _ Resourceful
_______ Conventional _____ Self-confident
__ Informal _ Sexy
__ Dissatisfied ___ Submissive
______Insightful _______ Snobbish
Suspicious ____Unconventional
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APPENDIX H DEMOGRAPHIC QUESTIONS

1- Please indicate your gender.

O
4

Woman
Man

2- Please indicate your age.

O
4
O
4
O

18-24
25-35
36-45
46-55
above 55

3- How many years do you work in this company?

OoOOooOood

0-2 months

3 months -5 months
6 months -1 year

1 year- 3 years

3 years -5 years
above 5 years

4- Please indicate your manager’s gender.

4
O

Woman
Man

5- How many years do you work with your manager?

OoOOooOood

0-2 months

3 months -5 months
6 months -1 year

1 year- 3 years

3 years -5 years
above 5 years
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APPENDIX 2 DEBRIEFING

Thank you for agreeing to participate in this study. The general purpose of the study is to
examine the relationship among authentic leadership, employee creativity and employee well-

being.

If you have further questions or concerns, you are welcome to talk with me or my advisor
Gergely Czukor.

My e-mail: sevilsag@garanti.com.tr or sevilsa82@gmail.com

My mobile: 05332479222

My advisor e-mail: gcukor@hotmail.com
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TURKISH VERSION OF SCALES
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EK 1 GONULLU KATILIM FORMU

Degerli Katilimei,

Bu anket formu, Istanbul Bilgi Universitesi Orgiitsel Psikoloji Yiiksek Lisans Programi Yrd.
Dog. Dr. Gergely Czukor danismanliginda devam etmekte olan orgiitlerdeki pozitif tutumlarin

incelenmesi konulu yiiksek lisans tez ¢aligmasina veri toplamak amaciyla hazirlanmistir.

Anket yaklagik olarak 15 dk. siirelidir. Toplanan bilgiler akademik amagli kullanilacag: igin
tamamen gizli tutulacaktir. Ankette sizden kimlik bilgisi istenmeyecektir. Caligmanin
niteligine katki saglayacagi i¢in verdiginiz cevaplarin samimi ve dogru olmasi ¢ok énemlidir.

Aragtirma sonuglari talep ettiginiz takdirde size ulastirilacaktir.

Bu ¢alismaya katilim goniilliikk esasina dayalidir. Uygulamada yer alan hicbir asama kisisel
rahatsizlik verecek nitelikte degildir. Ancak herhangi bir nedenden 6tiirli kendinizi rahatsiz
hissederseniz, uygulamalar1 nedenini agiklamaksizin yarida birakip arastirmadan g¢ikmakta
serbestsiniz Boyle bir durumda vermis oldugunuz bilgilerin arastirmaci tarafindan

kullanilmas1 ancak sizin onayinizla miimkiin olacaktir.

Herhangi bir sorunuz olursa benimle ya da danigmanim Gergely Czukor ile iletisime

gecebilirsiniz.

Katkilarmizdan dolay1 tesekkiir ederim.

Sevil Saglam Yrd. Dog. Dr. Gergely Czukor
sevilsa82@gmail.com gcukor@hotmail.com
05332479222
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EK A OTANTIK LIiDERLIiK OLCEGI

Liitfen asagidaki 6l¢egi kullanarak her ifadenin yoneticinize ne dl¢iide uydugunu
isaretleyiniz.

1= Hicbir zaman
5= Her zaman

Sira no BENIM LIDERIM 1 2 3 4

1 Ne demek istiyorsa onu agikca
soyler.

2 | Hata yaptiginda kabul eder.

3 Herkesin diisiincelerini sdylemesini
tesvik eder.

4 Insanlara ac1 gercekleri soyler.

5 Ac1ga vurdugu duygulari
hissettikleriyle tam olarak aynidir.

6 Liderimin inandiklariyla yaptiklari
tutarhidir.

7 Kararlarin1 deger yargilarina gore
Verir.

8 Insanlarin da kendi deger
yargilarinin arkasinda durmasini
ister.

9 Ahlaki boyutu ylksek standartlara

dayali zor kararlar verir.

10 Derinden inandiklarina ters olan
gorislerin belirtilmesini 1srarla
ister

11 | Karar vermeden dnce ilgili bilgiyi
enine boyuna inceler.

12 Sonuca varmadan 6nce degisik

goriigleri dikkatle dinler.

Baskalariyla etkilesimi/iletisimi
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13

gelistirmek i¢in geri besleme
arayisi i¢inde olur.

14

Yeteneklerinin baskalar: tarafindan

nasil degerlendirildigini bilir.

15

Onemli konulardaki tavrini ne
zaman yeniden degerlendirmesi
gerektigini bilir.

16

Ozel/sahsi durumlari insanlari

nasil etkiledigini anlar ve bunu
onlara belli eder.
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EK B GUILFORD ALTERNATIF KULLANIM TESTI

Liitfen asagidaki 6geleri kag¢ farkli sekilde kullanabileceginizi siralayiniz.

Tugla:

Atas (Atac):

Gazete:
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EK C YARATICI KATILIM OLCEGI

Asagida verilen sorular1 yapmakta oldugunuz isi diisiinerek cevaplayimiz.

1= Higbir zaman

5= Cok sik

1. isimde 6zgiin oldugumu gosterdim.

2. Isimle ilgili yeni fikirler Uretirken risk

aldim.

3. Mevcut (var) olan metod ve donanimlar

icin yeni kullanim alanlar1 buldum.

4. Bagka (benimle ilgili olmayan) zorluklara

sebebiyet veren problemleri ¢6zdim.

5. Yeni fikirler denedim ve problemleri

cozerken uyguladim.

6. Yeni tirtinler ve stirecler i¢in firsatlar

yarattim.

7. Isimle ilgili yeni, fakat islevselligi olan

fikirler Urettim.

8. Is alanimla ilgili devrim sayilabilecek

fikirler Urettim.

9.Yaraticilik konusunda iyi bir 6rnek

olusturdum
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EK D YASAM MEMNUNIYETi OLCEGI

Bu boliimdeki maddeler i¢in asagidaki bes basamakli 6lgegi kullanarak size uygun olan
cevaba karsilik gelen rakami isaretleyiniz.

1= Kesinlikle katilmiyorum

5= Tamamen katiliyorum

1. Hayatimdan memnunum.

2. Hayatimda sahip olmak istedigim her seye sahibim.

3. Tekrar yasasaydim higbir seyi degistirmezdim.

4.Yasam kosullarim pek ¢ok yonleriyle ideallerimi karsiliyor.

5.Yasam kosullarim miikemmeldir.
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EK E POZITIiF VE NEGATIiF DUYGU OLCEGI

Asagida farkli his ve duygular1 tanimlayan bazi kelimeler vardir. Her kelimeyi okuyun ve
genelde, giinliik yasantinizda kendinizi ne derece bu kelimenin ifade ettigi sekilde
hissettiginizi “Son derece yogunlukla”dan “Cok az ya da Hig¢”e kadar uzanan
degerlendirme araliginda belirtiniz. Diisiinceniz “Son derece yogunlukla Hissederim”
ucundaysa 6’y1, “Cok az Hissederim ya da Hi¢ Hissetmem” ucundaysa 1’i, diisiinceniz bu
iki ug¢ arasindaysa sizin i¢in uygun degerlendirmeyi yansitan rakami (5, 4, 3 veya 2) ilgili
ifadenin solundaki bosluga yaziniz. Liitfen hi¢cbir ifadeyi bos birakmayiniz.

~ igili
___ Huzursuz
_ Sikintih
Atk
Heyecanl
Utanmis
__ Mutsuz
___ Ilham gelmis
_ Kuvvetli
______Sinirli
___Suglu
__ Azimli
_ Urkmiis
___ Purdikkat
Diigmanca
____ Tedirgin
_ Coskulu
_ Aktif
_ Gururlu

Korkmus
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EK F BES FAKTOR KiSiLIK ENVANTERI

DENEYIMLERE ACIKLIK OLCEGI

Asagida yer alan madde i¢in kendinize “bu Ozellik beni ne kadar tanimliyor?” sorusunu
sorunuz ve asagidaki bes basamakli 6l¢egi kullanarak maddelerin yanindaki rakamlardan size
uygun olani isaretleyiniz.

1= Kesinlikle katilmiyorum

5= Tamamen katiliyorum

1. Orijinal, yeni fikirler Greten
2. Bircok farkli konuya merakli

3. Yaratici zekasi olan, derin diisiinen

S

. Hayal glci zengin
. Yaratici

. Sanatsal ve estetik deneyimlere deger veren

~N O W

. Rutin igler yapmayzi tercih eden (Ters kod)
8. Diistinmekten ve fikirlerle oynamaktan hoslanan
9. Sanatsal ilgileri az olan (Ters kod)

10. Sanat, muzik ve edebiyat konusunda ¢ok bilgili
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EK G YARATICI KiSILIiK

Asagidaki sifatlardan hangisinin sizi en iyi tanimladigini isaretleyerek belirtiniz.

__ Yetenekli __ Duarast

__ Yapay Akl

_ Zeki _ lyihuylu

__ Tedbirli _ Genis ilgi alanina sahip
__ Guvenli _ Yaratic1

____ Benclil ___ QOrjinal

_ Siradan Az ilgi alanina sahip
_ Esprili ___ Derinlemesine diisiinen
____ Muhafazakar ______ Samimi

_______ Bireyci ______ Herisin altindan kalkan
__ Gelenekei _____ Kendine guvenen

Resmi olmayan Karsi cins tarafindan ¢ekici

Tatminsiz Itaatkar
Kavramas giiclii Ozentili olma
Slpheci Geleneklerine bagli olmayan
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EK H DEMOGRAFIK SORULAR

1- Cinsiyetiniz:

O
4

Kadin
Erkek

2- Yasiniz:

OooOoOooo

18-24
25-35
36-45
46-55
55 ve fazlasi

3- Kag senedir bu kurumda calisiyorsunuz?

OoOOooOood

0-2 ay

3-5ay

6 ay-1 yil
1-3yil

3-5 yil

5 yil ve fazlasi

4- Yoneticinizin cinsiyeti

4
O

Kadin
Erkek

5- Kag senedir bu yoneticinizle ¢alisiyorsunuz?

OoOOooOood

0-2 ay

3-5ay

6 ay-1 yil
1-3yl
3-S5yl

5 yil ve fazlasi
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EK 2 BILGILENDIRME

Bu ankete katildiginiz i¢in tesekkiir ederiz. Arastirmanin genel amaci, oOrgiitlerde otantik

liderligin, calisanlarin yaraticilig1 ve psikolojik iyi halleri ile olan iligkisini incelemektir.

Herhangi bir sorunuz olursa benimle ya da tez danismanim Gergely Czukor ile iletisime

gecebilirsiniz.

e-mail adresim: sevilsag@garanti.com.tr or sevilsa82@gmail.com

Cep telefonum: 05332479222

Danigsman e-mail: gcukor@hotmail.com
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APPENDIX 3

Demographic characteristics of the participants (N=100)

Age (years) M 2.44
SD .67
Gender (%) Male 48.0
Female 52.0
Tenure (years) M 5.03
SD 1.19
Working year M 4.27
with manager SD 1.27
Manager gender (%) Male 59.0
Female 41.0
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APPENDIX 4
Unstandardized Loadings and Standardized Loadings for Confirmatory Factor Model of

Authentic Leadership (N=100)

Iltems SA RT BP IMP

UL SL UL SL UL SL UL SL

QL 1.00(-) .76

Q2 1.21(15) .70

Q3 1.12(14) .78

Q4 .40 (12) .36

Q5 .75 (15) .55

Q6 1.00 () .65

Q7 1.20 (.19) .76

Q8 1.36 (.20) .84

Q9 97 (21) .53

Q10 1.00 (--) .47

Q11 1.53(.36) .78

Q12 1.73 (.40) .86

Q13 1.00 () .79
Q14 71(.09) .71
Q15 76 (10) .71

Q16 51(12) .45

SA: Self-awareness, RT: Relational Transparency; BP: Balanced Processing; IMP:

Internalized Moral Perspective. UL: Unstandardized Loadings, SL: Standardized Loadings.
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APPENDIX 5

Comparison of Male and Female Participants on Creative Work Involvement

Variable M SD t df p
Creative Work Involvement 2.36 98 .02
Females 3.40 .63
Males 3.62 46

Note: N = 100, p <. 05

APPENDIX 6

Multiple Regression Analysis Summary for Authentic Leadership and Openness to Experience

predicting Creative Work Involvement

Variables B SE B R t p R’
Constant 1.31 48 A7
Openness to Experience 24 .08 26 291 .00
Authentic Leadership .29 .08 34 3.72 .00

Note: N =100, p<.01
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APPENDIX 7

Regression Analysis Summary for Authentic Leadership predicting Life Satisfaction

Variables B SE B R t p R’
Constant 1.74 .38 13
Authentic Leadership 42 10 37 403 .00

Note: N =100, p<.01

APPENDIX 8

Regression Analysis Summary for Life Satisfaction predicting Creative Work Involvement

Variables B SE B R t p R
Constant 3.13 .26 .01
Life Satisfaction 12 .07 15 1.58 A1

Note: N =100, *p < .05, **p <.01.
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APPENDIX 9

Mediating Role of Positive Affect between Authentic Leadership and Guilford Scores

Steps IV DV R t p R R>  Adjusted R
1 AL GS -01 -12 90 01 .00 -.01
2 AL PA 21 210 .03 21 .04 .03
3 PA  GS  -03 -.30 76 .03 .00 -.00
4 AL GS  -00 -.08 92 .03 .00 -.02
PA -.02 -27 78 .03 .00 -.02

AL: Authentic Leadership, GS: Guilford Scores, PA: Positive Affect.
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