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Abstract
Our research purpose was to systematize the existing literature on the relationship
between emotional intelligence and employees. The present study carried out a meta
analysis instead of a traditional literature review. This assured us to compare estimates
from various studies standardized for the method applied, control variables used, or
sample selected. We collect the relevant works, which were done in Turkey and
published in ULAKBIM and National Thesis Center. Among all studies, which look at

the relationship between emotional intelligence and employees, we focused on the

relationship between emotional intelligence and job satisfaction. The result support that

there is a relationship between emotional intelligence and job satisfaction.



Oz
Bu calismada, duygusal zekanin ¢alisanlar ile iliskisi konu edilmistir. Tiirkiye'de bu
konu ile alakal1 bir ¢ok ¢alisma oldugundan dolayi, sadece genel bir arastirma yapmak
yerine, Onceki aragtirmalarin sonucunu kiyaslamak ve ileride farkli arastirmalara
yonelik fikir olusturabilmek amaciyla meta-analiz ¢alismasi yapilmistir. Tiirkiye
ozelinde gergeklestirilen bu meta-analiz ¢calismasi i¢in ULAKBIM ve Ulusal Tez
Merkezinde bulunan duygusal zekanin ¢alisanlar ile iligkisine dair tiim makalaler
incelenmistir. Tiirkiye'de yapilan arastirmalar igerisinde ¢cogunlukla duygusal zekanin is
tatmini iizerine etkisine dair ¢alismalar oldugundan ve konunun evrensel 6neminden
dolay1 bu ¢aligmada onun iizerinde durulmustur. Meta analiz ¢alismasi ile duygusal
zekanin ¢aliganlar ile iligkisine dair yapilan arastirmalarin istatistiksel verileri
karsilastirilmistir. Meta-analiz ¢alismanin sonucunda duygusal zeka ile is tatmini

arasinda iligski bulunmustur.
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Section I - Introduction

Since recent decades, organizational structures and functions of organizations
have changed rapidly. There is more competition among organizations compared to the
beginning of the twentieth century. Therefore, the importance of employees' performance
and quality increased in time. In other words, it became much more important to
understand what factors effect employees’ performance and success. Since from earlier
research, emotional intelligence seemed as one of the significant factors that provide
employees' success at work. In addition, job satisfaction also seemed as having direct
effect on job performance and productivity. Hence, research on emotional intelligence
and job satisfaction has become important recently.

The research on the significance of emotional intelligence on success in business
life appear in the early 1990s by Mayer and Salovey (1990) and then it has popularized
by Goleman (2005) with the book named Emotional Intelligence: Why it can matter more
than 1Q. After Goleman's book, the research on this theme increased and these research
divided into fields like the relationship of emotional intelligence with employees'
motivation, job satisfaction, job performance, leadership, problem solving, and decision
making process at work. Especially among these, the studies on job satisfaction was
recognizable as job satisfaction has been seen as one of the factor that affect other critical
constructs like job motivation and job performance as well (Judge, Thoresen, Bono, &
Patton, 2001; Scheers & Botha, 2014; Kamdron, 2005). In addition, meta-analytic
research also become much more popular instead of standard research because meta-
analytic research compare and combine earlier research and provide a roadmap for future
research. Therefore, the current study aims to research the relationship between

emotional intelligence and employees via meta-analytic study. We focused on the studies



on emotional intelligence and job satisfaction instead of other studies done in Turkey on
emotional intelligence.
In this section (Figure 1), first of all emotional intelligence and theories on

emotional intelligence will be explained.
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Figure 1
The Structure of the Introduction Section

Additionally, the studies on the relationship between emotional intelligence and
employees will be reported. Then the literature review and theories on job satisfaction
will be explained. It will also cover the studies on job satisfaction both in Turkey and

abroad. Importance of job satisfaction as a scientific research subject matter will also be



explained in this part. Next, meta-analysis as a research methodology and aim of this
present study will be clarified.

1. Emotional Intelligence

Emotional Intelligence has been defined as "the subset of social intelligence that
involves the ability to monitor one’s own and others’ feelings and emotions, to
discriminate among them and to use this information to guide one’s thinking and actions"
(Salovey & Mayer, 1990, p. 189). Later research comprised emotional intelligence on
four abilities. These four abilities are ‘appraisal’ and ‘expression of emotion’ (own and
others); ‘use of emotions’ and ‘emotional management’ (own and others) (Wong & Law,
2002). It is suggested that evaluating and understanding own emotions provide people to
control their emotions. In addition, using emotions and emotional management provide
them success in their life. One of the research on this theme found that people, who
evaluate and understand their own emotions, improve their weaknesses as well so that
they achieve success at their life (Rezaiean & Koshtegar, 2008). Understanding their own
emotions also provide people to understand others' emotions as well with feature of
empathy. This situation also helps people to use their own emotions and manage other
people’s emotions so that they achieve their goals more easily than others. A research
related to this argument illustrated that there is a significant correlation between
emotional intelligence and among dimensions of emotional intelligence including
emotional self-management, self-awareness, relationship management and social
awareness (Rezaiean & Koshtegar, 2008).

1.1 Theories on Emotional Intelligence

After defining and explaining Emotional Intelligence, researchers begin to
explain the term Emotional Intelligence in professional field and various theoretical

approaches emerged. There are three theoretical approaches that have been accepted



widely by the scientific community. These theoretical approaches are Emotional
Intelligence Ability-Based Model, Bar-On's Emotional-Social Intelligence Model, and
Emotional Competencies Model. A summary of these three approaches can also be seen
in Table 1.

1.1.1. The Emotional Intelligence Ability-Based Model

According to the Emotional Intelligence Ability-Based Model by Mayer
and Salovey (1997), Emotional Intelligence based on four different abilities which are
'perception’, 'assimilation’, 'understanding' and 'regulation’ of emotions. In other words,
perceiving emotions accurately while appraising and expressing emotions is one of the
ability according to this theory. Accessing or generating feelings when they facilitate
thought is another ability. Understanding emotion and emotional knowledge is the next
ability; in addition, regulating emotions to encourage emotional and intellectual growth
is the other ability that Emotional Intelligence cover according to this model. The ability
of perception consists of both perceiving emotions of the self and of the others. The
ability of assimilation formed by generating, using and feeling emotions to lead into
feelings or to use them in other cognitive processes. The ability of understanding formed
by understanding emotional information, how emotions associate and shift across time,
and the ability to escalate emotional meanings. The last one, the ability of regulation
consists of being open to feelings; in addition, monitoring and regulating one's and other's

emotions to help understanding and personal growth (Mayer and Salovey, 1997).



Table 1

Summary of Approaches on Emotional Intelligence

'I:I/lame of the Formation of Emotional Intelligence based on the Model Positive Features of the Negative Features of the
odel Model Model
Four abilities: - Focusing too highly on the
- Perceiving emotions on the self and on the others (Perception). intellectual features of how
The - Generating, using and feeling emotions to transfer feelings or to use emotion used instead of an
Emotional them in other cognitive processes (Assimilation). - Using social norms and individual's capability to
Intelligence - Understanding emotional information, how emotions combine and  Patterns of behavior based  distinguish and recognize
Ability-based  shift across time (Understanding). on a global scale. emp'gions as their own
Model - Staying open to feelings, monitoring and regulating one's and other's legitimate occurrence
emotions to encourage realizing and personal development outside of cognitive
(Regulation). function.
Five abilities:
Bar-On's - Aware of and understand emotions, feelings and thoughts in the self
Emotional-  (Intrapersonal Skills) and in the others (Interpersonal Skills). - The most comprehensive - Less scientifically proven,
Social - Open to change feelings depend on the situation (Adaptability). and scientifically and more akin to pop
Intelligence - Control stress and emotions that occur via stress (Stress legitimate. psychology.
Model Management).
- Feel and express emotions (General Mood).
Four dimensions: ] o
Emotional - Knowing one's emotions (Self-Awareness) and recognizing - Predict the efficiency and

Competencies
Model

emotions in others (Social-Awareness).
- Managing emotions (Self-Management).
- Handling relationships (Relationship Management)

personal outcomes in the
workplace and in
organizational fields




1.1.2. Bar-On's Emotional-Social Intelligence Model

Bar-On's Emotional-Social Intelligence Model is wider and more
comprehensive compared to Emotional Intelligence Ability-Based Model. In this
approach, 'emotional-social intelligence' based on emotional and social competencies. In
addition, skills and facilitators for determining how successfully we recognize and define
ourselves; in addition, recognize others and relate with them, and handle with daily
demands are significant parts of Emotional Intelligence. This approach consists of five
different abilities which are 'intrapersonal skills', 'interpersonal skills', 'adaptability’,
'stress management' and 'general mode'. Intrapersonal skills is the ability to be conscious
of and realize emotions, feelings and the thoughts of the self. Intrapersonal skills also
consider five sub-factors which are 'Emotional Self Awareness', 'Self-Regard’,
'Independence’, 'Assertiveness' and 'Self-Actualization’. Interpersonal skills is on the
other hand, the ability to be aware of and understand emotions, feelings and ideas in the
others. Interpersonal skills consider three sub-factors as well. These sub-factors are
‘Social Responsibility’, 'Empathy’ and 'Interpersonal Relationship'. Adaptability is the
ability to be open to transform feelings into the circumstances and it has three sub-factors
which are 'Flexibility', 'Reality-Testing' and 'Problem Solving'. Stress Management is the
ability to control anxiety and emotions that occur via stress. Stress Management has also
sub-factors which are 'Stress Tolerance' and 'Impulse Control'. Lastly, General Mood is
the ability to feel and express positive emotions and being optimistic. The sub-factors of
General Mood are 'Optimism' and 'Happiness' (Bar-On, 2006). To estimate the factors in
this model, Bar-On developed many different instruments to measure Emotional
Intelligence. The most employed measure for research purposes is the Emotional
Quotient Inventory, which comprise 133 items and includes many emotional and social

competencies (EQ-i; Bar-On, 1997). It helps to evaluate the five components described



in this model. In addition, beside an estimation of Emotional Intelligence level, it gives
an affective and social profile (Bar-On, 2000). However, Bar-On's proposals seemed as
a mixed model of Emotional Intelligence. As a result, other groups focused on the
psychometric properties of the Emotional Quotient Inventory instead of combining
social, emotional, cognitive, and personality dimensions of a mixed model of Emotional
Intelligence.

1.1.3. Emotional Competencies Model

Emotional Competencies Model has been developed as one of theoretical
approaches for the term Emotional Intelligence. The competencies of this model focused
on the workplace. Goleman (2005) firstly suggested that Emotional Intelligence includes
five crucial elements, which are knowing one's emotions and handling emotions; in
addition, encouraging oneself and distinguishing emotions in others, and handling
relationships (Goleman, 2005). After these suggestions, he stated a theory of
performance in organizations depend on a model of Emotional Intelligence. This model
is formed to found the efficiency and personal consequences in the workplace and in
organizational fields (Goleman, 1998). The model presents four essential dimensions.
These dimensions are 'Self-Awareness', 'Social Awareness', 'Self Management', and
‘Relationship Management'. These four dimensions subdivided into 20 competencies as
well. Self-Awareness comprises 'Accurate self assessment', 'Emotional self-awareness'
and 'Self-confidence’. Social Awareness comprises 'Service orientation’, 'Empathy' and
‘Organizational awareness'. Self-Management comprises 'Self-control’,
‘Conscientiousness', 'Trustworthiness', ‘Adaptability’, 'Initiative’ and 'Achievement drive'.
Relationship Management comprises 'Developing others', '‘Communication’, 'Influence’,
‘Conflict management’, ‘Change catalyst', ‘Leadership’, Teamwork' and 'Building bonds'

and 'collaboration’. These emotional competencies according to Golemans's model,



represent the Emotional Intelligence of a person and the dimensions of these model make
the person more active in his or her work life (Goleman, 2001). This model uses
Emotional Competence Inventory 2.0 which is based on 360* methodology. It also
represents proof of validity and reliability (Boyatsiz, Goleman, & Rhee, 2000).

1.2. Relationship of Emotional Intelligence with Organizational outcomes

Three theoretical approaches referred above and earlier other research on
emotional intelligence cause researchers to examine the correlation between emotional
intelligence and employees as much as 1Q. Especially Goleman's earlier research on
emotional intelligence generate an interest toward the correlation of emotional
intelligence with work success. In his earlier book named Emotional Intelligence: Why it
can matter more than 1Q, Goleman pointed out that people with high 1Q scores, have
failed in their practical lives. On the other hand, many people with average 1Q scores,
have got phenomenon successes. He claimed these ideas with giving examples from
earlier research in his book. He said that as people with high 1Q scores fail in their
practical life, they should concentrate on their strengths and weaknesses instead of their
IQ test scores. In a study, he also supported the idea that people who know themselves
better than others, improve their weaknesses so that they reach to success as well. He
also referred to neuropsychological side of emotions. He pointed out that the function
and process of emotion encourage body to act. In this case, sometimes it encourages body
to over-reaction that he named it as 'emotional hijacking'. So he says that the balance
between emotions and the reason to decide an action has been done by brain. As brain is
still developing from childhood, Goleman supported the idea that people can improve
their Emotional Intelligence in time. As a conclusion, he presented Emotional
Intelligence as a main factor of success. He perceived self-control as the main feature of

every successful story (Goleman, 2005). Hence, in the near future, people developed



these ideas and it is concluded that people with high Emotional Intelligence can
understand their emotions and reason of their behavior better than other people. They can
use their emotions as a clue to understand what their body and mind are trying to tell
them. They are also capable to use their Emotional Intelligence to truly understand others
and their points of view. Since then, Emotional Intelligence seem more powerful than 1Q
and this area seem as important in the field of Organizational Behavior because
Emotional Intelligence conceptualized as predicting success at work (Goleman, 2005).
1.3. Emotional Intelligence and Its Relationship with Organizational Life
There are major number of research on emotional intelligence and its relationship
with job satisfaction in Turkey and abroad. However, the research on emotional
intelligence's relationship with organizational life also include other organizational areas
like leadership (Goleman, Boyatzis & McKee, 2002), organizational citizenship behavior
(Busso, 2003), burnout (Kwon & Kim, 2015), job performance (Duleciwz & Higgs,
2003), conflict management (Abas, Surdick, Otto, Wood & Budd, 2014), stress (Cooper,
Dewe & O'Driscoll, 2001), organizational commitment (Mohamadkhani & Lalardi,
2012), decision making (Sumathy, Madhavi & Felix, 2015), motivation (Lanser, 2000;
Chopra & Kanji, 2010; Emmerling & Boyatzis, 2012) and team working (Stough,
Saklofske & Parker, 2009; Jordan & Lawrence, 2009). Most of them found similar results
whether they are conducted in Turkey or abroad.
1.3.1. Emotional Intelligence and Leadership
Emotional Intelligence has been seen as having a major relationship with
leadership (Goleman, Boyatzis & McKee, 2002). A research done by George (2000)
search emotional intelligence and its relationship with being an effective or ineffective
leader. This research suggested that most important characteristic of a leader is

motivating and transforming team members; in addition, this characteristic require the



ability to accurately appraise others' emotions and effectively represent personal
emotions. Furthermore, leaders need to have a thorough knowledge on emotions for
being able to predict emotional reactions so that they can regulate emotions and manage
team members in a failure. So it concluded that emotional intelligence relates with being
an effective or ineffective leader. According to another study on this concept, three sides
of transformational leadership, which are idealized influence, individualized focus and
inspirational motivation, have a correlation with emotional intelligence (Barling, Slater
& Kelloway, 2000). Another study also supported that emotional intelligence provide 90
percent of achievement in leadership (Chen, Jacobs & Spencer, 1998). The relationship
between emotional intelligence and leadership also has been maintained by many other
researchers as well (Gardner & Stough, 2003; Dulewicz, Young, & Dulewicz, 2005;
Barbuto & Burbach, 2006).

1.3.2. Emotional Intelligence and Organizational Citizenship Behavior

There are many studies which indicate a positive relationship between
Emotional Intelligence and Organizational Citizenship Behavior (Busso, 2003; Rezaeli,
Lorzangeneh & Khedervisi, 2014). On the other hand, some studies found that this result
depend on the sub-factors of emotional intelligence because some sub-factors of
emotional intelligence have no relationship with some sub-factor of organizational
citizenship behavior. In a study, dimensions of emotional intelligence were emotional
acknowledgment and appearance, recognizing others' emotions, emotional management
and emotional control; in addition, dimensions of organizational citizenship behavior
were altruism, sportsmanship, carefulness, courtesy and civic virtue. This study
suggested that among the five dimensions of emotional intelligence, only Emotions
Direct Cognition has a high correlation with Altruism. In addition, Conscientiousness

had a positive relationship with whole dimensions of emotional intelligence, except
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Emotional Recognition and Expression. There was a non-significant negative correlation
between Conscientiousness and Emotional Recognition and Expression. Additionally,
Sportsmanship had also a positive relationship with whole dimension, except Emotions
Direct Recognition. There was an important negative relationship between
Conscientiousness and Emotional Recognition and Expression. Furthermore, Courtesy
related positively and significantly with whole dimensions of emotional intelligence. In
terms of the relationship between dimensions of emotional intelligence and Civic Virtue,
all the correlations were positive and significant as well (Chin, Anatharman & Tong,
2011). Therefore, the relationship between Emotional Intelligence and Organizational
Citizenship Behavior change according to their sub-factors’ relation.

1.3.3. Emotional Intelligence and Burnout

Earlier research supported that burnout experienced when emotional
intelligence decreases. Most of the research directed a negative relationship between
emotional intelligence and burnout. One of this research was performed with 200
psychological nurses. The results supported that there is a negative relationship between
emotional intelligence and burnout (Kwon & Kim, 2015). A study done with 104 teachers
also supported the same result as well (Vaezi & Fallah, 2011). There are also other studies
that are in line with these earlier studies and recommended that emotional intelligence is
likely to have a relationship with the experience of burnout (Chan, 2004; Platsidou,
2010).

1.3.4. Emotional Intelligence and Job Performance

There are many research that support the relationship between emotional
intelligence and job performance. A study done with managers in Bank sector supported
that there is a significant correlation between emotional intelligence and job performance

(Praveena, 2015). Another study conducted with 155 employees, who are working in
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educational administration, also found a positive significant correlation between them
(Moghadam, Jorfi & Jorfi, 2010). There is also another research, which are in line with
the results of these earlier studies (Duleciwz & Higgs, 2003). Earlier research represented
that emotional intelligence enables people to control their emotions in order to manage
stress, accomplish well under pressure and adapt to organizational change (Lopes,
Grewal, Kadis, Gall & Salovey, 2006). So that this cause a relationship between
emotional intelligence and job performance according to researchers (Kulkarni,
Janakiram & Kumar, 2009). However, there is a study found that the mediating effect of
job satisfaction on the relationship between emotional intelligence and job performance
(Salovey & Mayer, 1990). This result also contradict with another study, which found
job satisfaction has no mediating effect on the relationship between the two (Yoke &
Panatik, 2016).

1.3.5. Emotional Intelligence and Conflict Management

There are also studies on the correlation between emotional intelligence
and conflict management. One of these studies done with 42 employees in the Human
Resources Division found that there is a significant relationship between emotional
intelligence and conflict management. In other words, employees with high emotional
intelligence are also more able to manage conflicts with their supervisors compared to
others (Abas, Surdick, Otto, Wood & Budd, 2014). Another study conducted with
teachers suggested that high emotional intelligence provides high ability of conflict
management (Aliasgari & Farzadnia, 2012). There is also another study that supports the
same result as well (Yu, Sardessai & Zhao, 2006). However, a study found that there is
a non-significant correlation between emotional intelligence and conflict management

(Pooya, Barfoei, Kargozar & Maleki, 2013).
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1.3.6. Emotional Intelligence and Stress

The researchers suggested that employees with high emotional
intelligence manage their stress in organizations better than employees with low
emotional intelligence (Cooper, Dewe & O'Driscoll, 2001). A study conducted with 134
employees, who are working in a University, supported the same result (Darvish &
Nasrollahi, 2011). In addition, this study also indicated that there is also a relationship
between sub-factors of emotional intelligence (Cognition and expressing emotions,
cognition of others emotions and feeling, cognition of directing emotions and feelings,
emotional management, emotional control and emotional control) and sub-factors of
occupational stress (role over load, role uncertainty, role ambiguity, role under load, duty,
physical surroundings). A study proposed that emotional intelligence affect employees'
ability to manage their times so that it enables them to relase their occupational stress
(Bokharaeian, SetareSobh, Rahimi & Zare, 2014). There are also other studies that found
a significant correlation between emotional intelligence and the ability to manage stress
in business life (Sherafatmandyari, Moharramzadeh & Seyed amery, 2012; Kazi, Shah,
& Khan, 2013).

1.3.7. Emotional Intelligence and Organizational Commitment

There are also studies on the relationship between emotional intelligence
and organization commitment. One of these studies conducted with 423 employees
working in a hotel in Tehran found a significant positive correlation between emotional
intelligence and organizational commitment (Mohamadkhani & Lalardi, 2012).
However, a study done with 196 civil servants suggested that self-esteem has a mediating
effect on the relationship between emotional intelligence and organizational commitment
(Johar & Shah, 2014). According to this study, as high self-esteem cause self-motivation

and enable employees to do their job better compared to employees with low self-esteem;
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therefore, organizational commitment of employees increase. Another study suggested
that job satisfaction has a mediating effect on the correlation between emotional
intelligence and organizational commitment (Nikkheslat, Asgharian, Saleki, & Hojabri,
2012).

1.3.8. Emotional Intelligence and Decision Making

Emotional Intelligence is also accepted as one of the most important
factors that affects people's decision making processes (Sumathy, Madhavi, & Felix,
2015). This is because sub-factors of emotional intelligence like empathy, social
awareness, service orientation and organizational awareness enable decision-makers to
judge their decision more effectively (Goleman, 2001). A study conducted with 30
managers who are working in a hospital indicated positive correlation between emotional
intelligence and their quality of decision making (Barzegar, Afzal, Maleki, &
Koochakyazdi, 2013). There is also another study which examine the effect of sub-factors
of emotional intelligence on different kind of decision making processes. This study
found that self-awareness as a sub-factor of emotional intelligence has the major role in
rational decision making processes. In addition, social awareness, which is another sub-
factor of emotional intelligence, has the highest impact on intuitive decision making
processes. This study is done with sport-managers and concluded that emotional
intelligence has a significant impact on managers' decision making processes (Nowzari,
2015).

1.3.9. Emotional Intelligence and Motivation

The relationship between emotional intelligence and motivation is also
researched. A study done with 231 employees from different universities found that
emotional intelligence has a positive relationship with motivation (Atig, Farooq, Ahmad

& Humayoun, 2015). Another study with 480 executives from leadership training
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program also found that there is positive relationship between emotional intelligence and
motivation (Yong, 2013). There are also studies that found similar results (Chopra &
Kanji, 2010; Emmerling & Boyatzis, 2012; Lanser, 2000).

1.3.10. Emotional Intelligence and Team Working

Emotional intelligence also has a major relationship with team working.
Emotional intelligence increase the ability to stay motivated under stress, promote others
and deal with complicated interpersonal relationships (Goleman, 2005). Hence,
workplace and team behavior improve with high emotional intelligence so that team
performance increases (Jordan & Lawrence, 2009). A similar study also found that
recognizing emotions of teammates has a positive significant effect on work performance
(Stough, Saklofske, & Parker, 2009). Another study has also indicated the same result
(Jordan, Ashkanasy, Hartel, & Hooper, 2002). On the other hand, there are also other
research, which suggested that emotional intelligence doesn't guarantee a good team
performance (Druskat & Wolff, 2001). The researchers of this study recommended that
emotional intelligence just enables people to build trust, group identity and group
efficacy.

1.3.11. Emotional Intelligence and Job Satisfaction

Emotional intelligence is proposed as a fundemental predictor of job
satisfaction (Daus & Ashkanasy, 2005; Van Rooy & Viswesvaran, 2004). In other words,
researchers concluded that emotional intelligence abilities and traits have a relationship
with job satisfaction (Weisberg Yitzhak-Halevy & Carmeli, 2009). A research evidence
represented that there is a significant positive correlation between emotional intelligence
and job satisfaction. In addition, there is also a relationship between the components of
social skills, empathy, motivation, and job satisfaction (Mousavi, Yarmohammadi,

Nosrat, & Tarasi, 2012). Another research conducted on teachers also supported that
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teachers, who have a good level of emotional intelligence, had a positive feeling toward
work and had more job satisfaction (Ignat & Clipa, 2012). In addition, according to this
study, the reason of this situation is due to high empathy skills. Another study which has
been done with 284 college teachers also found a strong correlation between emotional
intelligence and job satisfaction (Bhatti & Tabbasum, 2014). A research on health
workers also supported the same result. This research has been done with 45 doctors and
71 nurses who are working in National Orthopedic Hospital in Enugu State. The results
indicated that there is a significant positive relationship between emotional intelligence
and job satisfaction (Nwankwo, Obi, Sydney-Agbor, Agu, & Aboh, 2013).

Research on job satisfaction reveal that people can stay away from being
overlaped by negative effect, and handle with stress by managing their emotions (Mayer
& Salovey, 1997). In a research from Sarawak, Malaysia concluded that the connection
between emotional intelligence and physiological stress significantly relate to job
satisfaction; however, the connection between emotional intelligence and job satisfaction
insignificantly related to psychological stress (Ismail, Yao, Yeo, Lai-kuan & Soon-yew,
2011). According to these results, employees' capability to manage their emotions has
improved their capabilities to regulate psychological stress in implementing job.
Consequently, it could provide higher job satisfaction or vice versa. The theory of
Emotional Intelligence also emphasizes a similar point. It suggested that people who are
able to recognize and are conscious of their own feeling, and controls stress, negative
emotions (Kafetsios & Zampetakis, 2008), and feeling of disappointment, (Sy, Tram &
O'Hara, 2006), can definitely have enhanced correlation with colleagues and supervisors,
which leads to organizational commitment (Sy et. al., 2006) job satisfaction (Wong &

Law, 2002) and better job performance (Kafetsios & Zampetakis, 2008).
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Another research on emotional intelligence and job satisfaction suggested that
employees, who have higher emotional intelligence, could handle work challenges better
than others who have lower emotional intelligence. This is because they are using core
skills of emotional intelligence like interpersonal skills, intrapersonal skills, adaptability,
stress management and general mood (Adeyemo, 2007). Similar research also
investigated that emotional intelligence has moderating effect on the correlation between
job satisfaction and organizational commitment (Carmeli, 2003; Petrides & Furham,
2006).

Some research supported no relationship between emotional intelligence and job
satisfaction as well. One of these research done with academicians in Egypt found no
relationship between emotional intelligence and job satisfaction. The results of 100
faculty members from four different universities have been analyzed. The findings
showed that emotional intelligence has not got any influence on job satisfaction. This
study also suggested that emotional intelligence and job satisfaction has not affected by
gender (El Badawy & Magdy, 2015). There are also another research which are
conducted to find out whether the effect of emotional intelligence on job satisfaction
change in accordance with people's gender. One of these research was made with
employees who were working in the petroleum industry. The results of this research
supported that there is a positive correlation between emotional intelligence and job
satisfaction. In addition, it also claimed that emotional intelligence among genders are
positively correlated with job satisfaction (Thiruchelvi & Supriya, 2009). So, there were
no difference when research analyze the difference between male and female employees'
emotional intelligence and their relationship with job satisfaction.

Some studies also found that some sub-factors of emotional intelligence represent

no relationship with job satisfaction, whereas other sub-factors associate with job
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satisfaction. One of these studies has been done with coaches in premier Under-20
football league. The sample consisted of 48 coaches have been analyzed. The results
suggested that the sub-factors of emotional intelligence, which are 'self-awareness’,
‘'empathy' and 'social skills', have a significant correlation with job satisfaction. On the
other hand, the sub-factors of emotional intelligence, which are 'self-motivation' and
'self-control’, have no significant correlation with job satisfaction (Mehdi, Habib, Salah,
Nahid, & Gashtaseb, 2012).

1.4. Emotional Intelligence and Job Satisfaction Research in Turkey

Many research also conducted in Turkey on emotional intelligence and its
relationship with employees. Generally most of these research are about the relationship
between emotional intelligence and job satisfaction. One of these research has been done
with nurses. There was 333 nurses from Izmir in this research and the results concluded
that there is a weak positive relationship between emotional intelligence of nurses and
their job satisfaction (Biiyiikbayram & Giirkan, 2014). This study also reported that there
may be a mediator variable that affects the job satisfaction of employees and this may be
the reason for a weak correlation. In addition, another research done in Turkey with
employees who are working in different areas in health sector also infer the same result
(Sirem, 2009). This study also concluded that age, gender and other demographic
variables don't affect the level of emotional intelligence, on the other hand, the duration
of the work and job title affects job satisfaction among employees.

Emotional intelligence and its relation with job satisfaction has also been
observed among academician who are working in different universities in Turkey. 748
survey has been analyzed in this research and it was found that there is a significant

correlation between emotional intelligence and job satisfaction (Sudak, 2011). In
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addition, another study done with academicians found a weak positive relationship
between emotional intelligence and job satisfaction (Comez, 2012).

The positive relationship between emotional intelligence and job satisfaction can
be also seen in other research that were done in Turkey as well. One of this research was
done with employees that are working in tourism business. This research also confirmed
a significant positive relationship between emotional intelligence and job satisfaction
(Geng, 2013). In a study done with managers also supported the same result. 157
managers from different sectors have been used in this research and the results concluded
a positive relationship between emotional intelligence and job satisfaction with
investigating their sub-factors' relationship (Avci, 2013).

Pre-school teachers in Turkey were also analyzed to find out whether there is a
relationship between emotional intelligence and job satisfaction. This research also
supported the same hypothesis like earlier research and found a significant positive
relationship between emotional intelligence and job satisfaction (Oztiirk, 2006). The
same result was also supported in another research, which was done with pre-school
teachers again. This research also supported a positive relationship between emotional
intelligence and job satisfaction (Karakus, 2008). There are also other research that found
the same results in Turkey (Canbulat, 2007).

Another research has been done with education inspectors in Turkey. The results
of 184 inspectors, who are working in four different regions in Turkey, concluded that
there is hypo-positive relationship between inspectors’ emotional intelligence and job
satisfaction. The moderate level of relationship was because of low level of stress
management of inspectors had in their field of work (Sahin, Aydogdu, & Yoldas, 2011).

There are also research which supported no relationship between emotional

intelligence and job satisfaction. For instance, there is a study done with 494 employees
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who are from Istanbul and working in different sectors like bank, tourism, confection,
textile, sale of medical supplies, and retail. This study suggested that there is a difference
in employees' emotional intelligence according to their age, gender and education level.
Employees who are older than 41 have higher emotional intelligence compared to
employees whose age range is 18-27. In addition, female employees' emotional
intelligence is higher than male employees' emotional intelligence. Furthermore, this
research also suggested that employees' emotional intelligence increase when they have
higher educational level. In terms of the relationship between emotional intelligence and
job satisfaction, this research has found no relationship between them (Giirbiiz & Yiiksel,
2008). There is also another research that supported different results than earlier studies.
This research has conducted with employees, who are working in different banks located
in Istanbul. The results suggested that there is a negative relationship between sub-factors
of emotional intelligence and job satisfaction instead of positive relationship (Orhan,
2012).

2. Job Satisfaction

There are various definitions of job satisfaction in organizational research. Locke
defines (1976) job satisfaction as "a pleasurable or positive emotional state resulting from
the appraisal of one's job or job experiences™" (p. 1304). Job satisfaction is also defined
as "one's affective attachment to the job viewed either in its entirety (global satisfaction)
or with regard to particular aspects (facet satisfaction; e.g., supervision)" (Tett & Meyer,
1993, p. 261). In addition, Spector, Fox, and Katwyk (1999) consider the question
whether employees like their job or not while defining job satisfaction.

2.1. Job Satisfaction Theories

There are a wide range of theoretical approaches toward job satisfaction. Job

satisfaction theories emphasize motivational, emotional, and informational components
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(Beck, 1983). Job satisfaction theories’ main tenants are applicable to work settings and
they have been used to explain job satisfaction. According to the literature, theories on
job satisfaction based on situational theories, dispositional approaches and interactive
theories. Situational theories assume that job satisfaction originate from the nature of
one's job or other's perception of the environment. Dispositional approaches support that
job satisfaction based on the psychological structure of the individual. Interactive
theories, on the other hand, suppose that job satisfaction originate from the interaction of
situational and psychological factors (Judge & Klinger, 2000).

In addition, most of the motivational theories are connected to job satisfaction;
therefore, there are a high appearance of perspectives from job satisfaction in the
motivational theories (Kian, Rajah, & Wan Yusoff, 2014). In other words, it is clear that
motivation and job satisfaction are two different constructs. However, in the literature,
we see that researchers are citing motivation theories while explaining job satisfaction at
theoretical level (Dugguh & Ayaga, 2014; Teck-Hong & Waheed, 2011). Therefore, we
obliged to also explain job satisfaction with some motivation theories to clarify job
satisfaction, but it is obvious that in later research, there is a need to redevelop job
satisfaction theories by dissociating it from motivation. Within this context, Job
Characteristics Theory, Herzberg's Two-Factor Theory, Needs and Fulfillment Theory,
Value-Percept Theory and Equity Theory are the theories which garnered the most of the
attention and supported by most of the researchers working on job satisfaction.

2.1.1. Job Characteristics Theory

Employee’s job and responsibilities that form how the person recognizes
his or her demanded role in the workplace is Job Characteristics. The clarity of tasks
creates more satisfaction with, commitment to, and involvement in work. Thus, the

clarity of tasks provide greater job satisfaction (Moynihan & Pandey, 2007). In addition,
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the jobs that are rich in motivating characteristics increases the probability of desired
outcomes (Perry, Mesch, & Paarlberg, 2006). In this model, there are five main job
characteristics which are 'skill variety', 'task identity', 'task significance’, ‘autonomy', and
‘feedback’. Skill variety is related to various skills which a job requires while doing the
work. More meaningfulness also occur when a job require several different skills and
abilities. Task identity is related to piece of work that someone do in a job and being
involved in the entire process of a work leads to employees to experience more
meaningfulness in a job. Task significance is related to the degree of the job affects on
others. More meaningfulness arise when a job increases either psychological or
physical well-being of others. Autonomy is related to the degree of how much an
employee is free and independent to plan their own job. So this leads to greater personal
responsibility and more meaningfulness at the end. Feedback is related to the knowledge
of an employee has about the results of their work. This leads employees to have an
overall knowledge of the effect of their work and what specific actions are needed to
improve their productivity (Hackman & Oldham, 1975). These five core job
characteristics also effect three fundemental psychological states which are ‘experienced
responsibility for outcomes’, ‘experienced meaningfulness’, and 'knowledge of the actual
results’. As a result, this process impact work consequences such as absenteeism, job
satisfaction, work motivation, etc. (Faturochman, 1997).

2.1.2. Herzberg’s Two-Factor Theory

According to Herzberg's Two Factor Theory, some certain factors in a
workplace cause job satisfaction whereas some other factors cause to dissatisfaction
(Herzberg, Mausner & Snyderman, 1959). In this theory, the first of these two factors
named as hygiene factors. Herzberg used the term 'hygiene' to explain the factors that

cause dissatisfaction in the work. In addition, second factor named as satisfiers or
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motivators. This theory assert that the satisfiers related to the nature of the work itself
and the rewards occur from the work performance. On the other hand, the dissatisfaction
factors most importantly related to company policy and administration. The other
important dissatisfaction factors are salary, supervision, working conditions and
interpersonal relations (Herzberg, Mausner & Snyderman, 1959).

2.1.3. Needs and Fulfillment Theory

According to Needs and Fulfillment Theory, satisfaction relates to
rewards or outcomes of the work (Lawler, 1994). There are different amount of outcomes
that people receive. People are satisfied depending on how much outcome or a groups of
outcomes they have received. According to this theory, people also compare their
outcome with other people's outcome and this also affects their satisfaction level. If the
outcome level of themselves don't satisfy them compared to others' outcome level,
dissatisfaction occur. In this theory, how much the needs of the workers met and the
significance of the needs also important in terms of reaching satisfaction.

2.1.4. Value Percept Theory

According to Value Percept Theory, Locke (1976) supported that each
person has a different desired value that will satisfy him or her and people are satisfied
when their desired value is received. The importance of the value is also important while
getting satisfied according to this theory. So there should be a balance between desired
value and its importance according to the person. In other words, job satisfaction depends
on employees' values and job outcomes. The strength of this theory is that it emphasizes
to individual variances in values and job consequences. However, the exogenous factors

like payment have not been taken into consideration in this theory.
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2.1.5 Equity Theory

Equity Theory proposed that employees measure what they put into a job
(input) and what they get from it (outcome). Then, they class with this input and outcome
ratio of themselves with other employees' input and outcome ratio. After they perceive
there is an equality in this comparison of these ratios, a state of equity exist (Robbins,
2005). In addition, employee's satisfaction depends on this equity. A study on Equity
Theory found that employee satisfaction has been increased by rewards only when
rewards of employees are valued and recognized as fair by employees (Perry, Mesch, &
Paarlberg, 2006).

2.2. Research on Job Satisfaction
There are many research on job satisfaction that allow us to look at job satisfaction

from a broader perspective. These research are mostly about compensation, life
satisfaction, cross cultural studies and consequences of job satisfaction.

2.2.1. Job Satisfaction and Compensation

A study on job satisfaction’s relationship with compensation stated that
when employees have low-pay, they have also low-quality jobs. Therefore, they have
less job satisfaction as well (Diaz-Serrano & Cabral Vieira, 2005). Another study stated
that there is a positive correlation between income and happiness (Stevenson & Wolfers
2008). In addition, there is also an effect of monetary compensation on job satisfaction.
A research showed that low or high level of monetary compensation effects the
correlation between wage and job satisfaction (Brown & Mcintosh, 1998). However,
there is also a research with controversial results. According to this research, employees
who are paid low, reported higher job satisfaction compared to other employees
(Leontaridi & Sloane, 2001). This study suggested that payment is not always the most

important factor for individual's satisfaction so that other factors affect individual's job
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satisfaction beside payment. Another research also suggested that income of an employee
is at the bottom of the list for job satisfaction compared to other values like job security,
interest toward work, work independency, social usefulness and etc. (Clark, 2005).
Another study indicated that increase in payment positively affects employees' well-
being; however, the current wage doesn't have any influence on job satisfaction (Clark,
1999).

Earlier research also recommended that the correlation between job satisfaction
and payment or monetary compensation also changes for employees who are in different
sectors. For instance, a research observed that employees are more pleased when their
salary enhance up to a threshold in a sector illustrated by low average payments like the
social-services sector. Employees from social services sector reported this result and they
were more pleased when their salary enhance up to a threshold, but not above that
threshold (Borzaga & Depedri, 2005).

2.2.2. Job satisfaction and life satisfaction

Most of the studies on job satisfaction found that there is a significant
relationship between job satisfaction and life satisfaction. There are three possible types
for the correlation between job satisfaction and life satisfaction. These three possible
types are named as spillover, segmentation and compensation. Job experiences spill over
onto life experiences in spillover case. In addition, job and life experiences are divided
and relate to each other slightly in segmentation case. Compensation case, on the other
hand, is the case when someone looking for a compensation for a disappointing job by
looking for fulfillment and pleasure in his or her non-work life (Judge & Klinger, 2000).
Judge and Watanabe (1994) also suggested that these various models occur for each
individual independently. They also stated that life satisfaction also affects job

satisfaction as well as job satisfaction affects life satisfaction (Judge & Watanabe, 1993).

25



2.2.3. Job Satisfaction and cross cultural studies

Some cross cultural studies claimed that job satisfaction reduced in some
rich countries in recent years like in the US (Blanchflower & Oswald, 2004), in Germany
(Sousa-Poza & Sousa-Poza, 2000), in the UK (Green & Tsitsianis, 2005) and in most of
the Convention on the Organization for Economic Co-operation and Development
countries (Clark, 2005). There are different explanations for this adverse condition. One
of the explanations suggested that there are different treatments toward some classes of
workers. Another study recommended that there is a decrease in job satisfaction for older
and less educated employees, whereas an increase for younger and high educated
employees (Clark, 2005). Another explanation is although there is an increase in
economic growth and technological progress, there is also a decrease in job insecurity,
work intensity, satisfaction with working hours and non-stressful jobs in the US and in
Germany (Green & Tsitsianis 2005).

2.2.4. Consequences of Job satisfaction

Earlier research suggested that job satisfaction is also significant as it is
related to conditions which affect workplace behavior such as attending at work (Scott
& Taylor, 1985), choices to retire (Hanisch & Hulin, 1990, 1991), psychological
withdrawal actions (Roznowski, Miller, & Rosse, 1992 cited in Judge & Klinger, 2000),
turnover conclusions (Carsten & Spector, 1987) and pro-social and organizational
citizenship behaviors (Bateman & Organ, 1983; Farrell, 1983), promotins unionization
activity (Hamner & Smith, 1978), workplace incivility (Mount, llies, & Johnson, 2006),
and job performance (Judge, Thoresen, Bono, & Patton, 2001). Therefore job satisfaction

has a major impact on employees’ productivity.
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2.3. Job Satisfaction Research in Turkey

There are also many research on job satisfaction in Turkey as well. There are
research which investigate job satisfaction on groups comparing individuals' gender, age
and tenure. The other research investigate job satisfaction's relationship with life
satisfaction, sectoral diversity and influencing factors.

2.3.1. Job Satisfaction and Age / Gender

One of the research on job satisfaction and gender has been done with
academic members from nine non-governmental universities in Ankara (n=224). The
results showed that females’ job satisfaction level is lower compared to males’ job
satisfaction level. The results of this study also supported that different age groups have
different job satisfaction level; older employees have higher job satisfaction than younger
employees. Moreover, employees who work for two years in a company have lower job
satisfaction level compared to employees who work for fifteen years or more than that.
In addition, employees who work for three to five years have lower job satisfaction level
as well compared to employees who work for fifteen years or more (Inanc & Ozdilek,
2015).

Another study, which examine job satisfaction level among different groups
based on age, tenure and working hours, claimed that older nurses have higher job
satisfaction level compared to younger nurses (Cimen & Sahin, 2000). In addition,
nurses, who have more experience on this job, have more job satisfaction compared to
others (Aslan & Akbayrak, 2002). A similar study also suggested that nurses’ job
satisfaction is very low in the first five years. This study also claimed that working hours

also affect job satisfaction (Pasaoglu & Tonus, 2014).
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2.3.2. Job Satisfaction and life satisfaction

Ozsoy, Uslu, and Ozturk (2014) conducted a comprehensive research in
Turkey focusing on job and life satisfaction. There were 427 male and 252 female
employees in this study; 355 of this employees were working in public sector and 325 of
them were working in private sector; 420 of them were white collar and 261 of them were
blue collar workers. The results confirmed that there is not any diversity in job
satisfaction and life satisfaction depending on gender. The results for job satisfaction and
life satisfaction in different sectors claimed that employees in public sector have higher
job satisfaction and life satisfaction compared to employees in private sector. In addition,
blue-collar employees have higher job satisfaction and life satisfaction compared to
white-collar employees. The results based on tenure suggested no difference for job
satisfaction and life satisfaction. However, the results depending on income and
education level showed that participants with high education level have higher job
satisfaction and life satisfaction as well. Also participants with higher income have higher
job satisfaction and life satisfaction. Overall results indicated that there is positive
relationship between job satisfaction and life satisfaction (Ozsoy, Uslu & Ozturk, 2014).

2.3.3. Job Satisfaction and sectoral diversity

Job Satisfaction level also changes based on different kind of sector and
working area. For instance, the research in Turkey found the same results with the
research conducted abroad that job satisfaction is not generally high in nursing profession
(Akgdz, Ozgakir, Ismet, Tombul, Altinsoy, & Sivrioglu, 2005; Asegid, Belachew, &
Yimam, 2014; Sabanciogullari & Dogan, 2015; Yilmazel, 2013). According to another
study done in Turkey, the explanations for this result are worse working circumstances
and unpleasant view of nursing career in Turkish society (Gok & Kocaman, 2011). In

addition, a different study done in Turkey with 2,122 nurses found that nurses have plan
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to quit their job since their low professional identity predicament and minor job
satisfaction (Sabanciogullari & Dogan, 2015).

2.3.4. Job Satisfaction and influencing factors

Job satisfaction has also been influenced by many job related factors.
There are many research on this concept abroad, but a research which has been done in
Turkey, also pointed out that job satisfaction has been affected by job related factors like
payment, diverse types of benefit, working condition, recognition, relation with
coworkers and supervisors and others (Yilmazel, 2013). Support of supervisors is also
another important factor for job satisfaction (Pasaoglu & Tonus, 2014).

Some studies done in Turkey also underline different factors that play
important role in job satisfaction. According to a study, individual characteristics, genetic
variety, family, education level, familiarity with the work, the social structure or
environment of an employee has an important part in job satisfaction (Akinci, 2002).
Another study also found that the fundemental factors, which influence job satisfaction,
are the level of difficulty of the work, the existence of an appropriate reward system, the
remuneration, working conditions and job safety, the social views of the particular
establishment, the opportunities for promotion, the manager, the amount of worker
contribution in decision-making, and the workload of the employees play an important
role in job satisfaction as well (Bakan & Biiyiikmese, 2004).

2.4. Importance of Job Satisfaction

Job satisfaction is very important in organizational and industrial psychology
because it has an effect on major conditions like people's motivations, job performance,
decision making process and retention or turnover rate. So, it has a direct effect on
people's productivity. There are also research that support the effect of job satisfaction

on productivity. These research concluded that emotional intelligence is important for
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people to get success in many different professions. In addition, it also seems important
for achieving higher job satisfaction. Furthermore, job satisfaction of employees
suggested as a predictor of the efficiency of the organization which can increase the level
of organizational success, individual efficiency, employees' commitment to the
organization and capability to learn occupational skills (Kafetsios & Zampetakis, 2008;
Abraham, 2000; Gardner, 2003 cited in Giileryiiz, Giiney, Aydin & Asan, 2008).
Furthermore, it is also known that job satisfaction is very important for someone's
physical and mental health. It is known that it directly effects people's physiological and
psychological feelings (Keser, 2006).

3. Meta-analysis as a research methodology

Meta-analysis analyze a large collection of individual researchers' statistics by
combining their results (Glass, 1976). Meta-analysis enable us to assimilate data from a
variety of sources and derive variability among effect sizes, moderator variables and the
mean and variance of underlying population effect from the previous study results (Field
& Gillett, 2010). There are six processes for conducting a meta-analysis study. The first
process of meta-analysis is doing a literature search. Then the decision on some inclusion
criteria and applying them should be done. In addition, calculating effect sizes for each
included study; doing the basic meta-analysis; doing more advanced analysis like
publication bias analysis and exploring moderator variables are the next steps
respectively. The last process of meta-analysis is the writing part of the overall results of
the meta-analysis (Field & Gillett, 2010).

3.1. Significance of meta-analysis

As statistical analysis considered necessary to construct sense of the hundreds of
study results, meta-analysis become a major research methodology in recent years. Gene

Glass (1976) focused on the issue that ordinary research reviews are deficient for further
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research or judging the adequacy of their conclusion. This is because they generally
choose studies for analysis by haphazard processes and explain findings in indistinct and
indefinite narrative reviews. Also they generally describe slightly on the subject of their
methods and details to be able to make another research or judge the findings. Therefore,
Glass pay attention to meta-analysis as a solution to this case. According to Glass (1976),
meta-analysis help us to find studies for a review with using objective methods. It also
illustrates the features of the studies in quantitative or quasi-quantitative terms and show
treatment effects of all studies on a general range of effect size. In addition, statistical
techniques used to correlate study characteristics to study consequences. Glass
characterized meta-analysis as it covers review results and large number of studies. In
addition, meta-analysis summarize statistics, not raw data. In addition, it focuses on the
relationship between study features and outcomes as well (Glass, 1976). In recent years,
Glass and his colleagues published meta-analyses on class size, programmed tutoring,
and computer-assisted training. Then meta-analysis had a major part as a research
methodology and meta-analytic outcome from social sciences, and the health sciences
increase over time.

3.2. Meta-Analysis in Industrial and Organizational Psychology

Industrial and Organizational Psychology focus on organizations and individuals
in the workplace. It is the field where scientific research on employee behaviors and
attitudes has been done. As the research that have been done in this field increase over
time, meta-analysis become much more important for Industrial and Organizational
Psychologist as well. The research on Industrial and Organizational Psychology are
various and each of them constructed various results both in terms of statistical
significance and the magnitude of relationship (DeGeest & Schmidt, 2011). Therefore,

there is a huge need to do more meta-analysis instead of ordinary research because meta-
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analysis helps us to analyze and compare more than one research with each other and
reach an overall statistical result.

3.3. Meta-Analytic Research on Emotional Intelligence

As emotional intelligence of employees and its relationship with job satisfaction
IS an important concept, there is a meta-analysis on emotional intelligence and job
satisfaction as well. However, this study only searches for whether leaders' emotional
intelligence has an effect on subordinates' job satisfaction. It has found positive
relationship between two (Miao, Humphrey and Qian, 2016). On the other hand, no meta-
analysis was found on the direct relationship between emotional intelligence and job
satisfaction.

There are also other meta-analyses on the relationship between emotional
intelligence and its effect on other areas in business life. For instance, a work, which
comprises meta-analyses on emotional intelligence and job performance, was done by
Joseph and Newman (2010). In this research, researchers specify that emotional
understanding develops due to emotional perception and this relation leads to conscious
emotional regulation and job performance. Another meta-analysis on emotional
intelligence and job performance comprises the research on the relationship between the
two; in addition, this research showed that emotional intelligence has a positive
relationship with job performance. In other words, people, who have high emotional
intelligence, also have high job performance (Shahhosseini, Silong, Ismaill, & Uli, 2012).
There are also other meta-analyses which consult the relevant literature on emotional
intelligence and workplace success (Brackett, Rivers, & Salovey, 2011; O'Boyle,
Humphrey, Pollack, Hawver, & Story, 2011).

There is also meta-analysis on the relationship between emotional intelligence

and leadership styles in business. One of these research recommends that there is a
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general difference on the correlations between the studies, which relies on same-source
and multi-source ratings for both Emotional Intelligence and transformational leadership.
Considering the overall studies, one of these meta-analysis represented that there was a
strong correlation between emotional intelligence and transformational leadership.
Another result in these meta-analyses is the strong correlation of emotional intelligence
and transformational leadership for leaders with management positions or when same
source ratings were used. In addition, a weak correlation is found for leaders when multi
source ratings were used. The relationship between leadership style for trait-based and
ability-based measures of emotional intelligence was also analyzed. When multi-source
ratings were used, both trait-based and ability-based measures of emotional intelligence
showed markedly lower validity estimates. Using same source ratings showed high
correlation between emotional intelligence and transformational leadership for trait-
based measures of emotional intelligence. However, multi-source ratings showed vice
versa. Furthermore, using same source ratings showed lower validity estimates than trait-
based measures for ability-based measures of emotional intelligence (Harms & Crede,
2010).

3.4. Meta-Analytic Research on Emotional Intelligence in Turkey

In Turkey, there is not any meta-analyses about emotional intelligence. However,
it is known that meta-analyses are very important for further research because they draw
a road map with a general deduction with combining earlier studies. Especially, it is a
major deficiency in the field of organizational psychology in terms of broader research
on emotional intelligence in Turkey. A research done by Isik (2014) also suggested that
there are few meta-analyses published in Turkey. This research pointed out that
according to the search dated January, 9, 2014, there are only 29 meta-analyses when the

ULAKBIM Social Sciences Database with the keyword of ‘meta-analysis' is searched.
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According to this research, only 14 of these research are looking at the individual study's
effect sizes on the selected research topic and two of these research are just about the
techniques of meta-analysis. This research also suggested that these meta-analyses are
published in journals on education, Police Sciences Journal, Journal of Child and Youth
Mental Health, Dokuz Eylul University Faculty of Business Administration Journal and
Istanbul University Business Administration Journal; however, there is no published
meta-analysis study in the journals related to psychology. As it is supported from this
article as well, this is a major deficiency in the field of psychology because there is no
information on combined effect sizes for the research done in Turkey (Isik, 2014). When
we replicate this search in ULAKBIM Social Sciences Database again (date for the
search: January, 5, 2017) by including the research articles published by 2014, we
recognize that number of published meta-analytic research is increasing. The keyword of
“meta-analysis” bring 40 different studies amongst them 14 articles are applying the
meta-analytic methodology and three of them are related to industrial and organizational
psychology although they are published in the journals of educational sciences (Aytag,
2015; Cogaltay, Karadag & Oztekin, 2014; Yilmaz, Altmkurt & Yildirim, 2015).

4. Aim of the present study

Both emotional intelligence and job satisfaction are very important in
organizational field as they have a direct impact on productivity because of the reasons
that are enlightened in Introduction part. In addition, there are no meta-analysis on
emotional intelligence in Turkey; however, meta-analysis is very necessary for future
research. Meta-analysis helps us to summarize studies with providing powerful,
informative and unbiased set of tools. It also offers narrative review, vote counting and
combining probabilities. In addition, it expresses the result of each study on a common

scale (Koricheva and Gurevitch, 2016). Therefore, the present study aims to conduct a
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meta-analytic research on the relationship between emotional intelligence and
employees. These research divided into fields like the impact of emotional intelligence
on leadership style, job satisfaction, job performance, motivation, burnout and etc.
Among all these whole studies done in Turkey, the research on the relationship of
emotional intelligence with job satisfaction have been elaborated. Reason for focusing
on job satisfaction in this meta-analysis is that it is a major concept for productivity as
much as emotional intelligence and there are many contradictory findings on the
relationship between emotional intelligence and job satisfaction so it would be beneficial
to compare and combine different results with each other to provide a future roadmap.
To conclude, the present study will try to merge and examine previous studies on
the correlation between emotional intelligence and job satisfaction by using meta-
analytic techniques as there isn't any meta-analysis on this concept earlier even there are
many individual studies about emotional intelligence and its relationship with job
satisfaction. The hypothesis of the present study is that emotional intelligence will have

a positive relationship with job satisfaction.
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Section Il - Method

1. Literature Search

As the present study is a meta-analysis conducted within the scope of Turkey,
probable resources for this study were recognized via seeking of ULAKBIM and Council
of Higher Education Thesis Center databases. The majority of the literature has been
done in the last twenty years because of the lately increasing attention to emotional
intelligence. The search of the related literature has been done in between 26 January and
19 April in 2016. Keywords used for these searches covered ‘emotional intelligence' and
'duygusal zeka'. To be included, a study had to have examined emotional intelligence
based on its relationship with organizational life. A total number of 122 studies met the
inclusion criteria after the initial literature search.

2. Inclusion Criteria

Decision rules shaped respectively. First of all, the studies divided into fields
according to their research topic because each of these 122 studies were looking at the
relationship of emotional intelligence with different variables like leadership style, job
satisfaction, predisposition on burnout, job performance or decision making process of
employees and etc. The distribution of studies is given in Table 2. Among these studies,
most of them included studies on emotional intelligence and its relationship with
leadership style (k=32) and job satisfaction of employees (k=12). Therefore, the subject
matter for the present study was selected as the relationship between emotional
intelligence and job satisfaction of employees as it is one of the most researched area.
The reasons why we dwell on job satisfaction, although there are more research on
leadership is that job satisfaction is more important in business life compared to

leadership because it has a direct effect on employees' motivations, job performance,
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decision making process and retention or turnover rate as well. So that it has a major role

in organizational field.

Table 2

Distribution of studies according to the constructs focused in relation to Emotional
Intelligence in the initial literature review (total number of the studies: 122)

Major constructs focused in relation to Total number of
emotional intelligence studies

Leadership
Job Satisfaction®
Organizational Citizenship Behaviour?
Burnout®
Job Performance*
Organizational Communication
Age / Gender
Conflict Management
Bullying
Stress
Organizational Commitment
Decision Making
Problem Solving
Behavior on Organizational Deviance
Motivation
Team working
Business Ethics
Organizational Health
Organizational Culture
Team learning
Critical Thinking
Career Management
Adaptation Performance
Organizational Justice

FRRRPRRPRRRNONNNNOOWAAMDMO NS EY

1 Among the 12 studies under the category of job satisfaction, some of the studies focused on other
constructs in addition to the relationship between emotional intelligence and job satisfaction. These are:
job performance (1), burnout (3), organizational citizenship behaviour (2).

2 Among the 10 studies under the category of Organizational Citizenship Behaviour, two study focused
on job satisfaction as well.

3 Among the 9 studies under the category of burnout, one study focused on job satisfaction as well.

4 Among the 8 studies under the category of job performance, one study focused on job satisfaction as
well.
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The number of the studies, which include research on emotional intelligence and
job satisfaction, are 12. While these 12 studies were viewed, it has been decided not to
include 5 of them to analysis as well. This is because the studies of Geng¢ (2013) and
Sudak (2011) were using structural equation modeling; in addition, the studies of Orhan
(2012) and Avcr (2013) were looking at the relationship between sub-components of
emotional intelligence and job satisfaction instead of overall relationship between them.
Therefore, they have not been included in the analysis. Additionally, the study of Karakus
(2008) has not been included in analytics because other seven studies' analysis are
correlation; on the other hand, the study of Karakus (2008) applied regression analysis.
Rosenthal and DiMatteo (2001) notify that regression analysis shows the combined effect
of multiple variables so that it may underestimate the magnitude of the effect for a single
variable when the other studies included in the meta-analysis use correlational analysis.
Accordingly, the study of Karakus (2008) was not added to meta-analysis in the current
study.

To conclude, the present meta-analysis included seven studies. The literature also
supports that at least two studies are sufficient to do a meta-analysis. According to
Valentine, Pigott and Rothstein (2010), it is not ideal, but there is a need for a conclusion.
In addition, as relevant information in statistical significance tests like effect sizes and
their precision has been taken as an advantage in meta-analysis, the problems related to
use the statistical conclusions arising from individual tests have been avoided. Under
these circumstances, it is concluded that two studies are enough for doing a meta-analysis
(Valentine, Pigott, & Rothstein, 2010). As the present study includes seven studies, there
is no need to be suspicious about the results due to the low number of studies that have

been used.
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3. Coding Procedures

Studies were coded according to correlations of emotional intelligence and
employees' job satisfaction level. Each study's sample size was included. Studies were
also coded according to predictor measures, or measures of emotional intelligence, and
criterion measures, or measures of employees' job satisfaction. With using each studies'
sample size and statistical results, overall effect of emotional intelligence on job
satisfaction has been analyzed.

4. Meta-Analytic Procedures

Comprehensive Meta-Analysis Software Program (v3) was used to examine
correlations get from the seven identified studies. A weighted effect size was calculated
for all studies as sample size diverse for each of these studies. This software program
allows us to estimate the amount of variation attributable to sampling error and artifacts
such as untrustworthy in both the predictor (emotional intelligence) and criterion (job
satisfaction of employees) variables, while also presenting the best estimates of the

people's correlations in the lack of measurement error.
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Section 111 - Results

The main aim of the current study was to conduct a meta-analysis on the overall
relationship of emotional intelligence and job satisfaction effectiveness. The initial phase
of meta-analysis was the literature review of studies conducted in Turkey and related to
the relationship between emotional intelligence and job satisfactions of employees. At
the end of the literature search, 12 studies have met this criteria. The other studies
analyzes Emotional Intelligence's relationship with other variables instead of job
satisfaction. From these 12 studies, five of them have not been included in the present
meta-analysis. The reason of exclusion decision was as follows: (a) Two of these studies
were analyzing the relationship between sub-factors of emotional intelligence and job
satisfaction instead of overall relationship between two. (b) The other two were applying
structural equation modeling. (c) The fifth study was the only study that used regression
analysis. To conclude, in total seven studies have been used in the analysis.

1. Review of the studies included in meta-analysis

The number of selected articles in the present meta-analysis is seven and the
details of these studies can be seen in Table 3 and Table 4. Table 3 includes the title of
the paper, publication date and source, sample size of their study, measurement tools of
the study and statistical results. Moreover, Table 4 is providing the details of the samples

used in these studies.
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Table 3

Summary characteristics of the seven studies included in meta-analysis

Measurements used

Authors Title of Paper Publication Date Publication Sar_nple Job Satisfaction Emo'glonal Significance
Source Size Intelligence Level
Sahin, T:;g;%%?fg:}% bé%i?gnjslb 'Supervisors' Job Satisfaction Scale Bar-On Emotional
Aydogdu & intelli AN S 2011 ULAKBIM 184 (Kayikg¢i, 2004, Cetinkanat, 1988; Sahin, Intelligence Scale .16 p<0.05
Yoldas ntelligence: An investigation 1999) (Bar-On, 2001)
about the education supervisors '
Emotional intelligence in
Girbiz & performance,jobsatisaction. Bar-On Emotional
.. P ance, Job sa L 2008 ULAKBIM 494  Job Satisfaction Scale (Wong & Law, 2002) Intelligence Scale  .034 p=0.453
Yiiksel organizational citizenship
’ . (Bar-On, 2001)
behavior and some demographic
factorsG
- The Role of Emotional . . . . . Bar-On Emotional
Bity ”klfay ram Intelligence in Job Satisfaction of 2014 ULAKBIM 333 Minnesota J(.)b Satisfaction Ques_tlonnalre Quotient Inventory  -0.19  p<0.001
& Giirkan (Weiss, Dawis, England & Lofquist, 1967)
Nurses (Bar-On, 2001)
Duygusal zeka - I'snTatmini Council of Bar-on Emotional
Comez iliskisi: Ce'lal Baya.r"Um.verszhteSI 2012 nghe_r 189 Mlnnesqta Job Satisfaction S_cale (Weiss, Intelligence Scale ~ 0.21 p=0.003
akademisyenleri iizerine bir Education Dawis, England & Lofquist, 1967)
- (Bar-On, 2001)
arastirma Thesis Center
Duy, &u S.a.l z e].m. d.uzey vey Council of Bar-on Emotional
tatmini iliskisinin analizi: Higher Job satisfaction criterion formed with Intelligence Scale
Sirem Afyonkarahisar ili kamu sagltk 2009 ghe 209 g 17 p=0.012
. Education research shortened by Acar
calisanlarina yonelik bir Thesis Center (2002)
uygulama
Council of .
Duygusal zeka'nin ¢alisanlarin is - . . . Bar-On Emotional
Canbulat  doyumlar iizerindeki etkisinin 2007 Higher a03  Job Satisfaction Scale developed by Sahin —\olinence Scale 459 p=0.000
Education and Durak (1997)
arastirilmasi Thesis Center (Bar-On, 2001)
Okul oncesi 6gretmenlerinin
duygusal zeka yetenekleri, is Council of : .
Ostiirk doyumlart ve tiikenmislik 2006 Higher 378 Hackman and Oldman Job Satisfaction ?r?tgl(l)inei?:ggglil 21 <001
- diizeylernin bazi degiskenler Education Scale (1975) g ' p=>.

acisindan karstlastirmali olarak
incelenmesi

Thesis Center

(Bar-On, 2001)
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Table 4

Sampling details of the seven studies included in meta-analysis

Authors Pu%‘;fg'on Age Sex Education Sector Occupation City/Region
181 Four
Sahin, male Associate degree / License / Graduate / Education Education different
Aydogdu & 2011 - Institute (According to graduation level the number of Education regions
&3 - L Inspector
Yoldas employees did not given in the study) across
female
Tukey
44 employee (Banking Sector) /
200 employee under the age 276 70 employees graduated from primary school / 58 150 employee (ready-made
Giirbiiz & of 27 / 278 employees male employees graduated from secondary school / 150 clothing sector) / 52 employee
urou 2008 between the ages of 28 and employees graduated from high school / 186 employees  (tourism sector) / 40 employee Employee Istanbul
Yiiksel & 218 . - -
40 / 16 employees above the graduated from University / 30 employees have a (medical sector) / 100 employee
female -
age of 41 master (textile sector) / 108 employee
(retail industry)
152 employees between the 297
Biiviikbavr ages of 20 and 29 / 142 female 125 employees graduate from high school /
wpurnayram 2014 between the ages of 30 and 127employees have an associate degree / 81 employees Health sector Nurses Izmir
& Giirkan & 36 - .
39 /39 employees above the male graduate from university or have a master degree
age of 40
10 employees under the age
of 25 / 88 employees
between the ages of 26 and 78
34 /55 employees between female
Comez 2012 the ages of 35 and 44 / 28 & 111 - Education Academician Manisa
employees between the ages male

of 45 and 54 / 8 employees
between the ages of 55 and
64
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Table 4- continued
Sampling details of the seven studies included in meta-analysis

Authors Pubél;:;tlon Age Sex Education Sector Occupation City/Region
39 employees
working as
10 employees between the phy;:glallgséellfi
ages of 18 and 25/ 112 40 employees graduated from high school / 106 ploy
154 working as
employees between the ages female employees graduated from two years college / 36 nurses and
Sirem 2009 of 26 and 35 / 72 employees & 55 employees graduated from University / 11 employees Health sector obstetrician / 57 Afyonkarahisar
between the ages of 36 and male graduated from master / 16 employees graduated from emplovees
45 / 15 employees above the ph.d pk' y
age of 46 working as
health

40 employees under the age
of 20 / 165 employees
between the ages of 21 and
30/ 137 employees between
the ages of 31 and 40/ 61
employees above the age of
41
111 employees between the
ages of 18 and 25/ 96
employees between the ages
of 26 and 30 / 62 employees
between the ages of 31 and -

35 /52 employees between
the ages of 36 and 40/ 57
employees above the age of
41

160 42 employees graduated from primary school / 109
female employees graduated from high school / 198 employees
& 243 graduated from University / 54 employees have a

male master degree

Canbulat 2007

71 employees graduated from associate degree / 226

employees graduated from University / 22 employees

have a master degree / 59 employees graduated from
distance education

Orztiirk 2006

Banking sector

Education

technicians and
health officer

Employees

N Istanbul &
working in
Ankara
banks
Preschool Central
teachers anatolia region
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1.1. Study by Sahin, Aydogdu and Yoldas in 2011

This study has been done with 184 supervisors, who attended in Instructional
Process Development In-Service Training Course in Kusadasi. These supervisors were
from four districts. Only three of them were female. 'Emotional Intelligence Scale' and
‘Supervisors' Job Satisfaction Scale' have been used and the data has been analyzed with
the Mann-WhitneyU, Kruskal Wallis and Pearson Correlation. 'Emotional Intelligence
Scale' that is used in this study based on Bar-On Emaotional Intelligence Scale (Bar-On,
2001) combined with The Schutte Self-Report Emotional Intelligence Test (Schutte,
Malouff, Hall, Haggerty, Cooper, Golden & Dornheim, 1998). On the other hand, Job
Satisfaction Scale was created by combining Job Satisfaction Scale of Kayik¢1 (2004),
Cetinkanat (1988) and Sahin (1999) (as cited in Sahin, Aydogdu & Yoldas, 2011). The
results revealed that there is a low level of correlation between emotional intelligence
and job satisfaction (r = .16, p<0.05). The limitation of this study is the dominance of
male employees compared to females. As emotional intelligence and job satisfaction may
change according to gender, it will be better if approximately the same number of male
and female employees are participating.

1.2. Study by Giirbiiz and Yiiksel in 2008

In this study, 494 employees participated; 276 of them were male employees and
218 of them were female. In addition, employees were from banking, ready-made
clothing, tourism, medical, textile production, and retail sector in Istanbul region.
Emotional Intelligence Scale developed by Bar-On (2001) and Job Satisfaction Scale
developed by Wong and Law (2002) were used (see Appendix A for Bar-on Emotional
Intelligence Scale). To analyze the results t-test, ANOVA, and Pearson Correlation
analyses were used. The results of this study have revealed that there is a significant

relationship between emotional intelligence and some demographic factors of
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employees, but there is no significant relationship between emotional intelligence and
job satisfaction (r =.034; p=0.453) (Giirbiiz & Yiiksel, 2008). One advantage of this study
iIs that it includes employees who work in different sectors. This is significant because
employees' view of job satisfaction may change depending on different sectors because
every sector has its own advantages and disadvantages that may contribute to job
satisfaction of employees differently. However, this study is conducted in Istanbul;
therefore, there is a need to do much more studies in other regions in Turkey as well.
1.3. Study by Biiyiikbayram and Giirkan in 2014
In this study 601 nurses working in Atatiirk Training and Research Hospital in
Izmir participated. The Bar-On Emotional Quotient Inventory (Bar-On, 2001) and the
Minnesota Job Satisfaction Questionnaire (Weiss, Dawis, England, & Lofquist, 1967
cited in Biyiikbayram & Giirkan, 2014) were used (see Appendix A for Bar-on
Emotional Intelligence Scale and Appendix B for Job Satisfaction Scale in this study).
The results analyzed with Pearson Correlation Analysis method. The results represented
that there is a weak positive correlation between emotional intelligence and job
satisfaction (r = 0.19; p<0.001) (Biiyiikbayram & Giirkan, 2014). The result can depend
on the organizational environment related to the specific hospital used in this study. As
organizational environment like organizational communication or behavior of others can
change depending on different institutions, job satisfaction of nurses from other hospitals
should also be measured. This study includes only employees who work as nurse;
however, for employees who work in other areas and sectors, the analyses might yield
different results.
1.4. Study by Comez in 2012
In this study 189 employees participated. These participants were the

academicians from Celal Bayar University; 111 participants were male and others were
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female. Bar-on Emotional Intelligence Scale (Bar-On, 2001) and Minnesota Job
Satisfaction Scale (Weiss, Dawis, England, & Lofquist, 1967 cited in Comez, 2012) were
used (see Appendix A for Bar-on Emotional Intelligence Scale and Appendix B for Job
Satisfaction Scale in this study). Pearson Correlation and t-test have been used. The
results on emotional intelligence and job satisfaction suggested that there is a weak
positive correlation between emotional intelligence and job satisfaction (r = .21,
p=0.003) (Comez, 2012). This study is also limited because it only considers
academicians in one university. So the results can show difference according to other
universities that academicians are working in.

1.5. Study by Sirem in 2009

The participants of this study were from four different state hospitals in the city
center of Afyonkarahisar. The participants were working in different professionals like
health technicians, nurses, physicians and other employees from the hospital. Bar-on
Emotional Intelligence Scale shortened by Acar (2002) and job satisfaction criterion
formed with research on theoretical knowledge were used in this study (see Appendix A
for Bar-on Emotional Intelligence Scale and Appendix C for Job Satisfaction Scale in
this study). Pearson Correlation and t-test were used to analyze the results. The results
on emotional intelligence and job satisfaction showed that there is a weak positive
relationship between emotional intelligence and job satisfaction (r = .17, p = 0.012)
(Sirem, 2009). Participation of employees working only in Afyonkarahisar's state
hospitals is the limitation of this study. Therefore, the results cannot be generalized to
other employees working in other hospitals. Therefore, other studies should be done that

includes other hospitals in different geographic regions as well.
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1.6. Study by Canbulat in 2007

The participants of this study were chosen from public and private institutions
in Istanbul and Ankara from industry and service sectors. In total 403 participants
completed the survey. 243 of them were male and 160 of them were female. In addition,
193 participants were working in public institution and 210 participants were working in
private institution. Bar-On Emotional Intelligence Scale (Bar-On, 2001) and Job
Satisfaction Scale developed by Sahin and Durak (1997) have been used in the study (see
Appendix A for Bar-on Emotional Intelligence Scale and Appendix D for Job
Satisfaction Scale in this study). The data was analyzed using t-test, Pearson Correlation
and One-Way ANOVA. The results on emotional intelligence and job satisfaction
suggested a positive significant relationship between them (r = 0.459, p = 0.000)
(Canbulat, 2007). Even though Istanbul and Ankara are the two biggest cities in Turkey,
which may represent the heterogeneity of Turkish society, research on employees who
work in different regions can be added as well to get more generalized results on the
relationship between emotional intelligence and job satisfaction.

1.7. Study by Oztiirk in 2006

This study covers 378 participants, who are working as pre-school teachers in
public and private preschools from 13 cities in Central Anatolia Region. Bar-on
Emotional Intelligence Scale (Bar-On, 2001), Hackman and Oldman Job Satisfaction
Scale (1975) and Maslach Burnout Inventory (Maslach, Jackson & Leiter, 1996) were
used to find out emotional intelligence, job satisfaction and burnout experienced by
preschool teachers (see Appendix A for Bar-on Emotional Intelligence Scale and
Appendix E for Job Satisfaction Scale in this study). One way variance analysis, t test
and Pearson Correlation were used for analyzing the results. The results on the overall

relationship between emotional intelligence and job satisfaction suggested a meaningful
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positive relationship (r = .21, p = 0.00) (Oztiirk, 2006). Research should also be done in
regions other than Central Anatolia and should include to middle school or high school
teachers as well to provide more generalizable results.

2. Results from Meta-Analysis

Meta-analytic results of seven studies done in Turkey on the relationship between
emotional intelligence and its effect on employees' job satisfaction has been summarized
in Table 5.

Table 5

Summary of Seven Studies used In This Meta-Analysis

Type of Relationship Correlation Type Number of Studies
Statls'_ucally significant Positive Correlation 6
relationship between
emotional intelligence and Negative Correlation 0

job satisfaction

Statistically non-significant Positive Correlation 1
relationship between
emotional intelligence and
job satisfaction

Negative Correlation 0

As it can be seen in Table 5, seven studies on emotional intelligence and job
satisfaction, used in the present meta-analysis, ranked numerically according to their
statistical results. Only one of them found a non-significant positive relationship between
emotional intelligence and job satisfaction (Giirbiiz & Yiiksel, 2008). On the other hand,
the rest of the studies found a statistically significant relationship between emotional
intelligence and job satisfaction. One of them found strong correlation between the
overall emotional intelligence and job satisfaction (Oztiirk, 2006). Two of them found
moderate and low level significant relationship between emotional intelligence and job

satisfaction (Canbulat, 2007; Sahin, Aydogdu & Yoldas, 2011). The others found a

48



significant low relationship between emotional intelligence and job satisfaction
(Bliytikbayram & Giirkan, 2014; Comez, 2012; Sirem, 2009).

The results of the present study's meta-analysis are provided in Table 6.
Table 6

Result of meta-analysis

Model Model Fixed Random
Number Studies 7 7
Effect size and 95% Point estimate r 0.211 0.210
confidence interval Lower limit 0.170 0.091
Upper limit 0.251 0.324
Test of null (2-Tail) Z-value 9.964 3.430
est of null (2-Tai
p-value 0.000 0.001
Q-value 48.685
df 6
Heterogeneity Q
p-value 0.000
I-squared 87.676
Tau Squared 0.024
Standard Error 0.016
Tau-squared
Variance 0.000
Tau 0.153

In Table 6, the statistical results of the present study can be seen. Heterogeneity
represents the variability among the studies included in the present meta-analysis. It is
formed by whether treatment effect of a set of studies vary among one another or not. It
is supported that if the heterogeneity test is significant, Random Effect Model should be
used as meta-analytic routine (Israel & Richter, 2011; Tufanaru, Munn, Stephenson, &
Aromataris, 2015

The Q-value and I-squared are calculated for analyzing the statistical
heterogeneity. Q-value focuses on the difference between the individual studies’
treatment effects and the common effect, beyond what is expected by chance. It is also
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added in the literature that it has a low power when there are few studies in the meta-
analysis and this may cause non-significant result and this may lead to a wrong
conclusion about heterogeneity (Higgins, Thompson, Deeks, & Altman, 2003). It can be
seen that in the current study Q= 48.685, p =.000 so that statistically significant result of
Q heterogeneity test shows that the studies included in the meta-analysis are
heterogeneous. Therefore, random effect model should be preferred for the present study.
Figure 2 is presenting the effect sizes of the studies and the computational results based
on both fixed and random model.

Moreover, Figure 3 is showing the details of Fixed Model results and Figure 4 is
showing the details of Random Model Results with forest plots. In random model and
meta-analysis with small sample size, I-squared is recommended as the heterogeneity
measure. I-squared asks the question of how much heterogeneity is present. The range of
I-squared is between 0% and 100% and it shows the percentage of total variation across
studies occur by heterogeneity (Israel & Richter, 2011). Some researchers suggested a
distinction like 25% equals low heterogeneity, 50% equals medium heterogeneity, and
75% equals high heterogeneity (Higgins, Thompson, Deeks, & Altman, 2003). In this
sense, the present study is equal to high heterogeneity because the present study’s I-
squared is higher than 75% (1% = 87.676).

The results of the random model of the present study supports a significant
relationship among the variables. In other words, according to the results, there is a
significant relationship between emotional intelligence and job satisfaction (r=.210;

7=3.430, p=.001).
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Model  Study name

Correlation Lower limit Upper Limit

Sahin 0,160 0,016 0,298

Gurbuz 0,034 -0,054 0,122

Buyukbayra 0,190 0,084 0,292

Comez 0,214 0,074 0,346

Sirem 2009 0,174 0,039 0,303

Canbulut 0,459 0.378 0,533

Ozturk 0,210 0,111 0,305

Fixed 0,211 0,170 0,251
Random 0,210 0,091 0,324

Figure 2

Statistics for each study

Z-Value

2,171
0,754
3,494
2,964
2,523
9,921
4,112
9,964
3,430

p-Value
0,030
0.451
0,000
0,003
0,012
0,000
0,000
0,000
0,001

-1.00

Correlation and 95% CI

150

0.00

050

1.00

Seven studies of meta-analysis with effect size calculations and overall effect size based on fixed and mixed model with 95% confidence intervals
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Point estimate represents the estimation of the population parameter. Two sided
interval, which is given by confidence interval, is represented as lower and upper limit in
the table. As the random effect model has been taken into consideration in the present
study, the values of point estimate, lower limit and upper limit has been taken from
Random model (Figure 4). It can be seen from the Figure 4 that “0” is in out of the range
of lower and upper limit values of confidence interval. So it can be concluded that 95%
of the intervals would contain the population mean.

Tau-squared is used to assign the weights (Borenstein, Hedges, & Rothstein,
2007). In Figure 2, it can be seen that there is a variance between studies. In addition, the
within-study variance is minimal; therefore, it cannot be completely explained by the
variance within studies. In the present study, Tau-squared represent that the true effect

in each study is randomly distributed between studies.
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Model Study name
Correlation
Sahin Avdesdu Yoldas 2011 0.160
Gurbuz Yuksel 2008 0,034
Buyukbayram Guekan 2014 0,190
Comez 2012 0214
Sirem 2009 0.174
Canbulut 2007 0439
Ozturk 2006 0210
Fized 0211
Figure 3

Statistics for each study

Lower

limit
0,016
0,054
0,084
0,074
0,039
0378
0,111
0,170

Upper

limit
0,298
0,122
ngzl}z
0,346
0,303
0,533
0,305
0.251

Z-Value
217
0,734
3404
2064
2,523
4421
4112
4 ogd

p-Value

0,030
0.451
0,000
0,003
0,012
0,000
0,000
0,000

-1.00

Correlation and 5% CI

-0.50

o f4et

0,00

Fixed model results of meta-analysis over seven studies on the relationship of emotional intelligence and job satisfaction.

0,50

1,00
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Study name

Schin Aydogdu Yoldas 2011
Gurhz Yuksel 2008
Burvukhayvram Gurkan 2014
Comez 2012
Sirem 2009
Canbuhat 2007
Otk 2006

Random

Figure 4

Correlation

0,160
0,034
0,150
0,214
0,174
0459
0210
0,210

Statistics for each study

Lower

limit
0,016
-0,054
0,084
0,074
0,039
0,378
0,111
0,091

Upper

limit

0,298
0,122
0,292
0,346
0,303
0,533
0,305
0,324

Z-Value p-Value

2,171
0,754
3.494
2964
2523
5.921
4112
3430

0,030
0,451
0,000
0,003
0,012
0,000
0,000
0,001

-1.00

Correlation and 95% CI
a
. 3

-
i
]

.

.50 0.00 050

1,00

Random model results of meta-analysis over seven studies on the relationship of emotional intelligence and job satisfaction
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Section IV - Discussion and Conclusion

Given the widespread interest surrounding emotional intelligence as a predictor
of job satisfaction, we examined the relationship between emotional intelligence and job
satisfaction. The earlier research in Turkey have taken the positive findings as a proof
that there is a relationship between emotional intelligence and job satisfaction. However,
the studies conducted in Turkey differ based on their results. Some of these studies found
a strong correlation between emotional intelligence and job satisfaction (Oztiirk, 2006),
whereas others found weak relationship between emotional intelligence and job
satisfaction (Bliylikbayram & Giirkan, 2014; Coémez, 2012; Sirem, 2009). There are also
studies which found moderate level of relationship between emotional intelligence and
job satisfaction (Canbulat, 2007; Sahin, Aydogdu, & Yoldas, 2011). On the other hand,
some studies found non significant relationship between emotional intelligence and job
satisfaction (Giirbiiz & Yiiksel, 2008).

There are also research done abroad that showed different results on the
relationship between emotional intelligence and job satisfaction. Some research done
abroad supported that there is a strong correlation between emotional intelligence and
job satisfaction (Bhatti & Tabbasum, 2014; Ignat & Clipa, 2012; Mousavi,
Yarmohammadi, Nosrat, & Tarasi, 2012); in addition, some other studies found that
emotional intelligence has a moderate effect on job satisfaction (Carmeli, 2003; Petrides
& Furham, 2006). There are also research which supported that there is non significant
relationship between emotional inteligence and job satisfaction (EI Badawy, & Magdy,
2015). As the results of these studies contradict with each other, the present meta-analysis
study can provide insight into the potential causes for such uncertainty in addition to
provide a more defined estimate of the relationship between emotional intelligence and

job satisfaction.
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The results of the present study conclude that there is a statistically significant
relationship between emotional intelligence and job satisfaction. In other words, the
result of the present meta-analysis supports the hypothesis of present study. The results
also supported findings of many earlier research that have found a significant relationship
between emotional intelligence and job satisfaction. However, there is still a need to do
much more research on the relationship between emotional intelligence and job
satisfaction to be more precise about whether there is a really significant relationship
between two. This is because the present meta-analysis, unfortunately used low number
of studies to analyze the overall relationship and the most of the studies included in the
present meta-analysis have found a moderate or low level relationship between emotional
intelligence and job satisfaction. However, abroad, there are more individual studies,
which have concluded with more different results than moderate or weak relationship
between emotional intelligence and job satisfaction. Therefore, the result of the present
study may be due to the lack of different individual studies with different results. More
individual research on this field can yield different results to better understand whether
there is a really significant relationship between emotional intelligence and job
satisfaction or not.

There are also criticisms on meta-analysis. One of these criticisms suggests that
the summary effect is focused in meta-analysis and there is also a possibility that
treatment effect may vary from study to study. Another common criticism suggests that
studies which found high treatment effects are more likely to be published and there are
some that have not been published because of their lower treatment effects. So meta-
analysis may overestimate the true effect size as published studies include mostly the
studies with high treatment effects. The other criticism suggests that meta-analyses try to

combine different kinds of studies in the same analysis. So the important differences
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across studies would probably be ignored in meta-analysis (Borenstein, Hedges, Higgins,
& Rothstein, 2009). This criticism can also be appropriate for the present study because
each individual study used in the present meta-analysis done with different employees
from different sector and age or gender groups. In addition, there are earlier research that
supported employees' job satisfaction being affected by different factors like, sector of
the job, age, gender, tenure and etc. (Aslan & Akbayrak, 2002; Cimen & Sahin, 2000;
Pasaoglu & Tonus, 2014; Yilmazel, 2013). However, these factors are not included in
meta-analysis. Another criticism toward meta-analysis suggests that the studies included
in meta-analyses may have inaccurant results because of their limitations and research
methodology. So according to this criticism, this case may lead to a problematic result
while conducting the meta-analysis as well. The other criticism suggests that important
studies left out in meta-analysis. This criticism supports that many studies eliminated
during the decision of which studies to include and which one to exclude. So according
to this criticism during this process, important studies may be left out. Another criticism
implies that in some conditions, meta-analysis may yield different results compared to
large scale randomized trials. The last criticism toward meta-analysis emphasizes
mistakes in a study is inevitable and published studies are unlikely to uncover all of these
mistakes. So according to this criticism, at the end of the meta-analysis, there will occur
an inaccurant result because of these mistakes come from individual studies (Borenstein,
Hedges, Higgins, & Rothstein, 2009). However, still it is accepted that meta-analytic
research are significant because they draw a roadmap for future research. Therefore, the
present study is important although there are low number of meta-analytic studies in
Turkey. So similar meta-analysis like the present study can at least give an opinion for

future research.
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1. Implication of the Present Study

The present study found an overall relationship between emotional intelligence
and job satisfaction based on comparing the studies in ULAKBIM and Council of Higher
Education Thesis Center. First of all, adding other studies which have been published in
specific journals beside ULAKBIM or Council of Higher Education Thesis to the meta-
analysis can be done later. This would be also good to include much more results of the
studies inside the meta-analysis. Because in the present study, although the expectation
was different, few articles have been reached at the end of the literature review. Some of
the studies are also eliminated based on their research method. So at the end we have just
done our meta-analysis with few studies.

It would also be better to do a meta-analysis in the same field. In the present study,
we could not find any meta-analysis on emotional intelligence and job satisfaction that
have been conducted abroad. Therefore, we could not compare our results. In addition,
there is also a need to do more meta-analysis including the studies in Turkey as well
because there is unfortunately no meta-analysis especially in the area of psychology (Isik,
2014).

2. Limitation of the Present Study and Future Research Directions

There were limitations as well for the present study. First of all, although much
attention has been given to emotional intelligence and job satisfaction relationship in
abroad, there are few studies that have been done on this concept in Turkey. Therefore,
having low number of studies on the relationship between emotional intelligence and job
satisfaction was a major limitation for the present study because sample size of the
present study was very low compared to other meta-analysis which have been done
abroad. Therefore, there is a need to do more individual research on the relationship

between emotional intelligence and job satisfaction in Turkey.
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Secondly, earlier research suggested that age, gender, education level, stress
management skills and rewarding systems in working environment can eliminate the
effect of high level of Emotional Intelligence on job satisfaction (Gilirbiiz & Yiiksel,
2008; Orhan, 2012; Sahin, Aydogdu, & Yoldas, 2011). Hence, there is a need to do more
research on the relationship between emotional intelligence and job satisfaction which
include variables like age, gender, education level, stress management skills and
satisfaction of rewarding systems as well. So the results can show more accurately
whether emotional intelligence really has directly relationship with job satisfaction or
there are other variables that can eliminate this case.

Lastly, in some studies, mediating effect was found while searching emotional
intelligence and job satisfaction. For instance, in a research, it has been claimed that
emotional labor has a partial mediating effect on the relationship between emotional
intelligence and job satisfaction (Geng, 2013). So maybe there can be other mediators in
the individual studies that could have been used in the present study. Therefore, more
research on emotional intelligence and job satisfaction should focus on mediating
variables to truly understand whether there is any relationship between emotional

intelligence and job satisfaction.
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Appendix A

The Bar-On Emotional Quotient Inventory (Bar-On, 2001) used in the seven studies
that included in the present meta-analysis.
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Duygusal Zeka Olgegi
Sayin katilime1, agsagidaki ifadelere vereceginiz cevaplari 1°den 5’e kadar siralanan
1- Tamamen katiliyorum, 2- Katiliyorum,  3- Kararsizim,  4- Katilmiyorum,
5- Kesinlikle katilmiyorum agiklamalarindan birini segerek (X) isareti ile belirtmeniz
gerekiyor. Ifadelerin dogru veya yanlisi yoktur. Bu nedenle ifadeyi okudugunuzda
akliniza gelen ilk cevap sizin tutumunuzu en iyi yansitan olacaktir.

1 2 |3 |4 5
Bu boliimdeki ifadeleri, sag taraftaki belirtilen g g
Oonermelerden size en uygun yaniti secerek c g g g g 2 g
isaretleyiniz. £ _% _% % g = E—
ES|E| 5| £|8%
= M| M| M M | X M
1. Zorluklarla bas edebilme yaklasimim, adim adim
ilerlemektir.
2. Duygularimi gostermek benim i¢in olduk¢a
kolaydir

3. Cok fazla strese dayanamam.

4. Hayallerimden ¢ok cabuk siyrilabilir ve o anki
durumun gercekligine kolayca donebilirim.

5. Zaman zaman ortaya ¢ikan tersliklere ragmen,
genellikle islerin diizelecegine inanirim.

6. Uziicii olaylarla yiiz yiize gelmek benim igin
zordur.

7. Biriyle ayn1 fikirde olmadigimda, bunu ona
sOyleyebilirim.

8. Kendimi kotii hissettigimde, beni neyin
izdiigiini bilirim.

9. Bagkalari, benim iddiasiz biri oldugumu
diigiintirler

10. Cogu durumda kendimden eminimdir.

11. Huysuz bir insanimdir.

12. Cevremde olup bitenlerin farkinda degilimdir.

13. Derin duygularimi bagkalar ile kolayca
paylasamam.

14. 1yi ve kétii yanlarima baktigim zaman kendimi
iyi hissederim.

15. Yasamimi elimden geldigince anlamli hale
getirmeye caligirim.

16. Sevgimi belli edemem.

17. Tam olarak hangi konularda iyi oldugumu
biliyorum

18. Eski aligkanliklarim1 degistirebilirim
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Bu boliimdeki ifadeleri, sag taraftaki belirtilen
onermelerden size en uygun yaniti secerek
isaretleyiniz.

1 2 4 5

g g
g € 2 2
s2| =z £ E|SE
EZ| S| § E|8E
M| M| M| M| XM

19. Hosuma giden seyleri elimden geldigince sonuna
kadar 6grenmeye caligirim.

20. Baskalarina kizdigimda bunu onlara
sOyleyebilirim.

21. Hayatta neler yapmak istedigime dair kesin bir
fikrim yok.

22. Yapacaklarimin bana sik sik soylendigi bir iste
caligmayi tercih ederim.

23. Bir problemi ¢ozerken her bir olasiligi inceler,
daha sonra en iyisine karar veririm

24. Bir liderden ¢ok, takip¢iyimdir.

25. Dogrudan ifade etmeseler de, baskalariin
duygularini ¢ok iyi anlarim

26. Fiziksel goriintimden memnunum.

27. Insanlara, ne diisiindiigiimii kolayca
sOyleyebilirim.

28. Tlgimi ceken seyleri yapmaktan hoslanirim.

29. Sabirsiz bir insanim.

30. Diger insanlarin duygularini incitmemeye 6zen
gosteririm.

31. Isler gittikce zorlassa da, genellikle devam etmek
icin motivasyonum vardir.

32. Bagkalariyla iyi iligkiler kurarim.

33. Gii¢ bir durumla karsilagtigimda konuyla ilgili
olabildigince ¢ok bilgi toplamayi isterim.

34. insanlara yardim etmekten hoglanirim.

35. Son birkag yilda ¢ok az basari elde ettim.

36. Ofkemi kontrol etmem zordur.

37. Hayattan zevk almiyorum

38. Duygularimi tanimlamak benim i¢in zordur.
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2 4 5
Bu boéliimdeki ifadeleri, sag taraftaki belirtilen £l g § g
Oonermelerden size en uygun yaniti segerek s 2| 8 % o128
isaretleyiniz. = g, g, 2 g = g
ETS|T| E| E|a<T
S | = < < | O =
=M M| M| MM

39. Haklarimi savunamam.

40. Oldukg¢a neseli bir insanimdir.

41. Diisiinmeden hareket edisim problemler
yaratir.

42. Insanlar benim sosyal oldugumu diisiiniirler.

43. Kurallara uyan bir vatandas olmak ¢ok
onemlidir.

44. Kendimi oldugum gibi kabul etmek bana zor
geliyor.

45. Ayn1 anda bagka bir yerde bulunmak zorunda
olsam da, aglayan bir cocugun annesini ve
babasini bulmasina yardim ederim

46. Arkadaslarim bana 6zel seylerini
anlatabilirler.

47. Kendi bagima karar veremem.

48. Bagka insanlara saygi duyarim.

49. Baskalarina neler oldugunu 6nemserim.

50. Bazi1 seyler hakkinda fikrimi degistirmem
zordur.

51. Problemlerin ¢oziimiine iliskin farkli ¢6ziim
yollar1 diisiinmeye calisinca, genellikle tikanir
kalirim.

52. Fanteziler ya da hayaller kurmadan, her seyi
gergekte oldugu gibi gérmeye caligirim.

53. Neler hissettigimi bilirim.

54. Benimle birlikte olmak eglencelidir.

55. Sahip oldugum kisilik tarzindan memnunum.

56. Hayal ve fantezilerime kendimi kaptiririm.

57. Yakin iligkilerim, benim ve arkadaglarim i¢in
cok onemlidir.

58. Yeni seylere baglamak benim i¢in zordur.

59. Eger yasalar1 ¢ignemem gerekirse, bunu
yaparim.
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60. Endiseliyimdir.

61. Yeni sartlara ayak uydurmak benim i¢in kolaydir

62. Kolayca arkadas edinebilirim.

63. Can sikici problemlerle nasil bas edebilecegimi
bilirim.

64. Baskalari ile calisirken, kendi fikirlerimden ¢ok
onlarinkine giivenirim.

65. Kendimi ¢ok sik kotii hissederim.

66. Konusmaya baglayinca zor susarim

67. Cevremdekilerle iyi geginemem.

68. Zor sartlarda serin kanliligimi nasil koruyacagimi
bilirim.

69. Kendimi takdir ederim.

70. Insanlarla tartisirken, bana sesimi al¢altmami
sOylerler.

71. Tarzimi degistirmem zordur

72. Hayatimdan memnunum.

73. Baskalarinin bana ihtiya¢ duymalarindan ¢ok, ben
bagkalarina ihtiya¢ duyarim.

74. Hafta sonlarini ve tatilleri severim.

75. Cok sinirlenmeden stresle bas edebilirim.

76. Cok zor durumlarin {istesinden gelecegime
inantyorum.

77. Aci ¢ceken insanlarin farkina varamam.

78. Genellikle en 1yisini iimit ederim.

79. Basgkalarina gore, bana giivenmek zordur.

80. Endisemi kontrol etmemin zor oldugunu
biliyorum.
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81. Bagkalarmin duygusal ihtiya¢larin1 kolaylikla
fark ederim.

82. Abartmayi severim.

83. Giillimsemek benim i¢in zordur.

84. Uygun bir zamanda negatif duygularimla
yiizlesir, onlar1 gozden gegiririm.

85. Yeni bir seylere baglamadan 6nce, genellikle
basarisiz olacagim hissine kapilirim.

86. Istedigim zaman “hayir” demek, benim igin
zordur.

87. Bir problemle karsilastigimda dnce durur ve
digtintiriim.

88. Yukaridaki ifadelere samimi bir sekilde cevap
verdim.
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Appendix B

The Minnesota Job Satisfaction Questionnaire (Weiss, Dawis, England & Lofquist,
1967) used in the studies, which are Comez (2012) and Biiyiikbayram and Giirkan

(2014), included in the present meta-analysis.

MINNESOTA iS DOYUM OLCEGI

Asagida belli baz1 duygular1 ve durumlart igeren ifadeler yer almaktadir. Bu ifadelerde
belirtilen duygu ve durumlar1 yasayip yasamadiginizi diisiinerek size en uygun olan
siklik sayisini1 asagidaki tabloya bakarak her climle i¢in en uygun rakami yazmaniz

gerekmektedir.

Duygulan Yasama Sikhig1 Ve Sayisi
1 2 3 4 5
Isimden hig hosnut Isimden hosnut Isimle ilgili Isimden Isimden ¢ok
degilim Degilim kararsizim hosnudum hosnudum
Hangi Sikhikta
1 Beni her zaman mesgul etmesi bakimmdan
2 Tek bagima c¢aligsma olanagimin olmasi bakimindan
3 Ara sira degisik seyler yapabilme sansimin olmasi bakimindan
4 Toplumda "saygin bir kisi" sansini1 bana vermesi bakimindan
5 Amirimin karar vermedeki yetenegi bakimidan
6 Amirimin emrindeki kisileri idare tarzi bakimimdan
7 Vicdanima aykir1 olmayan seyler yapabilme sansimin olmasi bakimindan
8 Bana sabit bir ig olanag1 saglamasi bakimindan
9 Bagkalar i¢in bir seyler yapabilme olanagina sahip olabilmeme bakimindan
10 Kisilere ne yapacaklarini sdyleme sansina sahip olmam bakimindan
11 Kendi yeteneklerimle bir seyler yapabilme sansimin olmast bakimindan
12 Is ile ilgili alinan kararlarin uygulanmaya konulmas1 bakimidan
13 Yaptigim is karsiliginda aldigim iicret bakimindan
14 Is icinde terfi olanagimin olmasi bakimindan
15 Kendi kararlarimi bana uygulama serbestligi vermesi bakimindan
16 Kendi yeteneklerimi kullanabilme sansini bana saglamasi bakimimdan
17 Caligma sartlar
bakimindan
18 Caligma arkadaglarimin birbirleri ile anlagmalar1 bakimindan
19 Yaptigim iyi bir is karsiliginda takdir edilmem bakimindan
20 Yaptigim is karsilifinda duydugum basar1 hissinden
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Appendix C

The Job Satisfaction Questionnaire developed by and used in the study by Sirem (2009)
included in the present meta-analysis.

Is Tatmini Olcegi

Asagidaki ifadelerden size en ¢ok uyan ifadenin yanindaki numaray1 igaretleyiniz.

1. Aldiginiz maas miktar1 ve maas artis oranlari sizi ne derecede tatmin ediyor?

Beni hi¢ tatmin etmez

1)

Beni yeterince tatmin
etmez (2)

Kararsizim

3)

Beni oldukga tatmin
eder (4)

Beni ¢ok tatmin
eder (5)

2. Sizinle benzer isi yapan diger is arkadaslarinizin aldigi maasi kiyasladiginizda sizin
ve arkadaslariizin maas miktari sizce ne kadar adil?

Hig adil degil (1)

Yeterince adil degil

)

Kararsizim

3)

Yeterince adil (4)

Son derece adil (5)

3. Is yerinizde veya kurumunuzda terfi olanaklar1 dogdugu zaman yetenekli ve ¢aliskan
kimseler tercih ediliyor mu?

Kesinlikle hayir (1)

Biiyiik olctide hayir
()

Kararsizim

3)

Biiyiik dlciide evet
(4)

Kesinlikle evet (5)

4. Kurumumda veya is yerimde uygulanan terfi sistemi yeterince adaletlidir.

Kesinlikle hayir (1)

Biiytik ol¢tide hayir
3]

Kararsizim

3)

Biiytik olgtide evet
(4)

Kesinlikle evet (5)

5. Su an yaptigimiz iste yiikselme (terfi) olanaginiz var mi1?

Kesinlikle hayir (1) Biiyiik dlgiide hayir | Kararsizim | Biiyiik 6l¢iide evet | Kesinlikle evet (5)

) 3) (4)
6. Yaptigmiz is tiim bilgi ve yeteneklerinizi kullanma imkani1 sagliyor mu?

Kesinlikle hayir (1) Biiyiik o6l¢iide hayir | Kararsizim | Biiylik dlglide evet | Kesinlikle evet (5)

) 3) (4)
7. Calismakta oldugum isim bilgi ve yeteneklerimi kullanmam agisindan bana
uygundur.

Kesinlikle hayir (1) Biiyiik 6l¢iide hayir | Kararsizim | Biiylik dlglide evet | Kesinlikle evet (5)

3] 3) (4)
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8. Isimde gosterdigim performans sonucunda gosterdigim gelisim ve ilerlemenin

farkindayim.
Kesinlikle hay1r (1) Biiyiik olglide hayrr | Kararsizim | Biiyiik 6l¢tide evet | Kesinlikle evet (5)
(2) ©) (4)

9. Isinize zevkle bir seyler yapma arzusu icinde geliyor ve is bitiminde “ basar1” hissi

duyuyor musunuz?

Higbir zaman (1)

Nadiren (2)

Bazen (3)

Genellikle (4)

Her zaman (5)

10. Isiniz ile ilgili bir sorunu ¢6zme konusunda inisiyatif (bagimsiz karar verme)

sansina sahip misiniz?

Higbir zaman (1)

Nadiren (2)

Bazen (3)

Genellikle (4)

Her zaman (5)

11. Yaptiginiz is ve gorevlerin kurumunuz i¢in sizce dnem derecesi nedir?

Hig 6nemli degil Onemsiz Biraz Oldukc¢a 6nemli Son derece 6nemli
(1) (2) onemli (3) (4) (5)
12. Yaptiginiz is, sorumluluk duygularinizi artirtyor mu?
Higbir zaman (1) Nadiren (2) Bazen (3) Genellikle (4) Her zaman (5)
13. Is ortammzin fiziksel kosullarini nasil degerlendiriyorsunuz?
Cok kotii (1) Kotii (2) Orta (3) Iyi (4) Cok iyi (5)
14. Is yerimde giivenli ve rahat bir ortamda ¢aligtyorum.
Kesinlikle hayir (1) Biiyiik 6l¢iide hayir | Kararsizim | Biiyiik olglide evet | Kesinlikle evet (5)
) (©) (4)
15. Is yerimdeki mesai saatlerinden, tatil ve izin durumundan memnunum.
Kesinlikle hayir (1) Biiyiik 62(;;1de hayir Karzzrs)lzlm Biiyiik 6(1@)1"1de evet | Kesinlikle evet (5)
2 3 4

16. Amirlerim bana dost¢a ve samimice yaklasmakta, bana yeterince destek olmakta,
gelismeme yardimci olarak beni yonlendirmektedir.

Kesinlikle hayir (1)

Biiyiik 6l¢tide hayir
)

Kararsizim

3)

Biiyiik dl¢iide evet
(4)

Kesinlikle evet (5)
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17. Amirlerimiz karar alma mekanizmasinda yer almama olanak saglar, benim
diistincelerime de 6nem verir.

Kesinlikle hay1r (1) Biiyiik olglide hayrr | Kararsizim | Biiyiik 6l¢iide evet | Kesinlikle evet (5)

) (©) (4)
18. Amirleriniz tiim ¢alisanlara adil davraniyor mu?

Kesinlikle hayir (1) Biiyiik olgiide hayir | Kararsizim | Biyiik 6lgiide evet | Kesinlikle evet (5)

) 3) (4)
19. Is yerinizdeki iletisim araglarinin ( telefon,faks, internet vb. ) yeterliligi hakkinda ne
diistinliyorsunuz?
Cok yetersiz (1) Yetersiz (2) Kararsizim Yeterli (4) Kesinlikle yeterli
3) (©)
20. Isinizle ilgili olarak ihtiya¢ duydugunuz bilgiye ve kisilere rahatlikla ulasabiliyor
musunuz?

Kesinlikle hayir (1) Biiyiik 6l¢iide hayir | Kararsizim | Biiyiik olglide evet | Kesinlikle evet (5)

) 3) (4)
21. Is arkadaslar1 ve is grubunuz ile iyi anlasabiliyor musunuz?

Kesinlikle hayir (1) Biiyiik 6lgiide hayir | Kararsizim | Biyiik 6lgiide evet | Kesinlikle evet (5)

2) 3) 4)

22. Isinizi yaparken ihtiya¢ duydugunuzda, is arkadaslariniz size yardime1 oluyor mu?

Kesinlikle hayir (1)

Biiytik ol¢tide hayir
3]

Kararsizim

3)

Biiytik olgtide evet
(4)

Kesinlikle evet (5)

Sorular burada sona ermektedir. Arastirmamiza katildiginiz i¢in tesekkiirler
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Appendix D

The Job Satisfaction Scale developed by Sahin and Durak (1997) and used in the study
by Canbulat (2007) included in the present meta-analysis.

Is Doyumu Olcegi

Is Doyumu Unsuru

Is Unsurunun Doyum Saglama Diizeyi

Liitfen, isinizle ilgili belirtilen ifadenin Cok Epey Orta Biraz Hic¢
Sr |size saglamis oldugu doyumun tatmin | tatmin | diizeyde | tatmin | tatmin
NO |derecesini, ifadenin hizasindaki ilgili edici edici tatmin edici edici
kutucuga (X) isareti koyarak edici degil
isaretleyiniz
1| Yaptigim is karsilig1 aldigim iicret

Isimde bana saglanan yiikselme
imkanlar1

Is yerimdeki idari politikalar ve isleyis
bigimi

Is yerimdeki idari yapilasma (hiyerarsik
yapt)

Is yerimdeki hizmet i¢i egitim
programlari

Amirlerimin yo6neticilik stili

Is yerimde alinan kararlara katilim
payim

Is yeri arkadaslarimla iliskilerim

Birlikte ¢alistigim grubun biiytkligi

10

Is yerimin fiziksel kosullari

11

Is yerimdeki sorunlarin ¢dziimiinde
idarenin yaklagimi

12

Isimin kapsami

13

Is yerimde yiikselebilmem igin yapmam
gerekenlere iliskin bilgilerin agiklig

14

Is yerimdeki rollerin belirginlik diizeyi

15

Is yrimdeki performansimin
degerlendirilis bigimi

16

Is yerimdeki ikramiye ya da prim
olanaklar1

17

Is yerimde benden beklenenlerin
belirtilis bigimi

18

Idarenin personele kars1 tavr
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Sr
no

Is Doyumu Unsuru

Is Unsurunun Doyum Saglama Diizeyi

Liitfen, isinizle ilgili belirtilen ifadenin
size saglamis oldugu doyumun
derecesini, ifadenin hizasindaki ilgili
kutucuga (X) isareti koyarak
isaretleyiniz

Cok
tatmin
edici

Epey
tatmin
edici

Orta
diizeyde
tatmin
edici

Biraz
tatmin
edici

Hic¢
tatmin
edici
degil

19

Is yerimde, personeli dogrudan
ilgilendiren konularda kararlarin alinig
sekli

20

Yaptigim is iizerindeki kendi kontrol
diizeyim

21

Isimdeki cesitlilik miktari

22

Is yerimdeki insanlar aras: iletisim
sekli

23

Is yerimdeki ¢alisma saatlerim

24

Is yerimdeki giiriiltii diizeyi

25

Is yerimdeki diizen ve temizlik

26

Is yerimdeki teknolojik imkanlar

27

Isimi yaparken bana tanman 6zgiirliik
derecesi

28

Isimi yaparken bana verilen
sorumluluk miktar1

29

Is performansimla ilgili olarak bana
verilen bilgi

30

Yaptigim igin yeteneklerime
uygunlugu

31

Yaptigim igin egitimime uygunlugu

32

Yaptigim isin kisiligime uygunlugu
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Appendix E

The Hackman and Oldman Job Satisfaction Scale (1975) used in the study by Oztiirk
(2006) included in the present meta-analysis.

HACKMAN VE OLDHAM iS DOYUMU OLCEGI (ENVANTERI)

Cok Yetersiz

Yetersiz

Kararsizim

Yeterli

Cok Yeterli

1. Isinizin size sagladig1 giivenlik derecesi nedir?

2. Aldiginiz para ve destekler yeterli mi?

3. Isinizde kisisel gelisme ve yiikselme olanaklar1 var mi?

4. Isinizde beraber calistiginiz ve iliski i¢inde oldugunuz
kisilerden memnun musunuz?

5. Amirlerinizin size kars1 davraniglarini adil ve saygili buluyor
musunuz?

6. Isinizi yaparken, taktir edileceginiz duygusu i¢inde misiniz?

7. 1s yerinde birlikte calistigmiz arkadaslarinizla yakin iliski
icinde misiniz?

8. Ustlerinizden gordiigiiniiz destek ve yardimdan memnun
musunuz?

9. Yaptigiiz is karsihiginda aldiginiz para sizce adaletli mi?

10. Isinizi yaparken bagimsiz olarak kisisel istek ve
diisiincelerinizi uygulayabiliyor musunuz?

11. Geleceginize iligkin planlariniz agisindan is yerinizi
giivenceli buluyor musunuz?

12. Is yerinizdeki ilgililerle diisiincelerinizi paylasma olanag
oluyor mu?

13. Isinizde, basarimiz1 gdsterme ve yarisma firsat1 var mi?

14. Is yeri yonetiminin tutumundan memnun musunuz?
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