The Association of Emotional Intelligence and Transformational Leadership to Job Satisfaction

of Social Work Leaders

Gary B. Bailey

North Carolina A&T State University

A dissertation submitted to the graduate faculty
in partial fulfillment of the requirements for the degree of
DOCTOR OF PHILOSOPHY
Department: Leadership Studies
Major: Leadership Studies
Major Professor: Dr. Steven Culver

Greensbhoro, North Carolina

2021



The Graduate College
North Carolina Agricultural and Technical State University
This is to certify that the Doctoral Dissertation of
Gary B. Bailey
has met the dissertation requirements of

North Carolina Agricultural and Technical State University

Greenshoro, North Carolina
2021

Approved by:

Dr. Steven Culver Dr. Karen Jackson
Major Professor Committee Member
Dr. Yarneccia D. Dyson Dr. Comfort O. Okpala
Committee Member Committee Member

Dr. Elon Kulii

Dr. Alisa Taliaferro _
Graduate Faculty Representative

Interim Department Chair

Dr. Clay Gloster
Dean, The Graduate School



© Copyright by

Gary B. Bailey

2021



Biographical Sketch

Gary B. Bailey, MA, MSW, ACSW, LCSW, CEAP, Clinical Director, has over 35 years
of experience working as a manager, college faculty, clinician, and the Chief Executive Officer
(CEO) Alamance Life Works EAP, PLLC. He is a North Carolina licensed clinical social worker
and is Certified by the Employee Assistance Professionals (EAPA) and the Academy of Certified
Social workers of the National Association of Social Workers (NASW). Mr. Bailey was accepted
as a Board member of the Society of Social Work Leaders in Health Care (SSWLHC) while
serving as a liaison to the society leadership institute.

Before Mr. Bailey became a professional clinical social worker, he supported himself
during his educational pursuits by writing music, recording, and performing as a musician with
his brothers in an R & B group he co-founded known as Brief Encounter. While performing with
Brief Encounter, his band performed with some well-known celebrities such as James Brown,
KC, and The Sunshine Band, Sister Sledge, and Tavares, to name a few. Brief Encounter music
is played globally, sampled by various groups, including recently by J-Cole. Brief Encounter
released a single on November 13, 2020, written and performed by Mr. Bailey and his brother,
Montie, along with Brief Encounter. Mr. Bailey expects to continue releasing music recorded
from the 80’s post-doctoral dissertation.

Other professional work by Mr. Bailey is as follows. He has worked as a clinical scientist
for the Clinical Center for Development and Learning at the University of North Carolina at
Chapel Hill, North Carolina. At UNC-Chapel Hill, he has also served as an adjunct instructor.
Additionally, he served on the faculty of Duke University Medical Center and Elon University as
an Assistant Professor. Finally, he has served on professional boards nationally in North Carolina

and locally at the community college and Hospice.



Dedication
| dedicate this paper to my wife, LaRosa Pinnix-Bailey, DDS. She is not only a
wonderful and beautiful woman,; she is the best dentist in the world. I would also like to thank
my mother, father, brothers, sisters, living, and those who have preceded me in the afterlife.
Finally, I would like to thank my daughter, Erica, my son Brian and my lovely grandson and

granddaughter, Kai and Kira, respectively, for putting up with me as a father and grandfather.



Vi

Acknowledgments

I would like to first give honor to the trinity of God, The Father, The Son, and The Holy
Spirit through Jesus Christ, my Savior. Secondly, | cannot thank Dr. Steven Culver for his time
and dedication as my dissertation committee chair. Finally, certainly not in order of importance
but to just express gratitude to my dissertation committee's remainder. Dr. Comfort Okpala for
her leadership as the previous Dean of the Leadership Studies department when | first enrolled in
2015. Thanks for giving me a chance to be a part of this great school. To Dr. Karen Jackson,
thank you for your instruction from the first research course to the statistics courses to teaching
some of my dissertation writing courses. To Dr. Yarneccia Dyson, thank you for agreeing to
serve on my committee as a social work researcher. I know that your time, as well as everyone’s
time to serve on a dissertation committee, is a mission of mercy. Thanks for having mercy on
me. Additionally, Dr. Elon Kulii, you may have been volunteered (told), but you give another
perspective that could not have been provided by anyone else but you, and | thank you.

Finally, to all the social work leaders who took the time to participate by completing the
questionnaire for this study, | sincerely thank you. | know how time is so scarce; being a clinical
social worker and taking the time to answer a questionnaire of any kind must be genuinely a

commitment to the profession. You make me so proud to call myself a social worker.



vii

Table of Contents

TS 0 T TN =TSSR iX
I ES 0 N 1= o] [P SRTR IX
Y o151 1 =T TSP RPTP TP 1
(O o Nl I =t = A o oL [0 T 1 o] o PSPPSR 2
1.1 Statement Of the ProbIEM.........ccci i 3

1.2 TheoretiCal FrameWOTK..........coiiiiiiieiiiie ettt sttt nee s 8

1.4 ReSEArCN QUESTIONS. .....cuviiciieiiie ettt ettt et e st e e be e sae e e be e sb e e e abeesreeenns 12

1.5 DEfiNItION OF TOIMS ..o ettt st eennee e 12

1.6 Delimitations and Limitations of the Study...........c.ccccoeviiiiiici 16

1.7 Significance OF The STUAY ........cooiiiiiiiee e 18

1.8 Organization Of the STUAY .........cccoiiiiiiece e e 19
CHAPTER 2 ReVview Of the LITEFratUre .........cooveiiiieiiece e 20
2.1 Historical Overview and Definitions of Emotional Intelligence............c..ccccovenrnee. 20

2.2 Social Work and Emotional INtelligence ..........ccoeiiiiiiiiiiee 26

2.3 Transformational Leadership..........ccooeiiiiiiii i 29

2.4 Social work and transformational leadership ... 30

2.5 Research Studies on Emotional Intelligence in Other Professions ............c.ccccueueee. 32

2.6 Transformational Leadership Research..........cccoooiiiiiiiiiiic 33

2.7 Job Satisfaction and SOCIAl WOIK ............cccoiiiiiiiiiese e 35

2.8 SoCIal WOIK Leadership ........cciiieieieiesie s 36

PR IS0 [ 11 4= 1 o RSP PR 41
CHAPTER 3 MethOOIOgY ........ccuiiiiiiieiieieiiesieiie ettt 43
3.1 Assumptions and Rationale for Quantitative Research.............cccccoveviviiciicinenen, 44

3.2 Explanatory Correlational DESIGN .........ccouiiiiiiiieiee e 44

.3 IMIBASUIES ...tttk ekt h ekttt e e s he e e bt e ke e e b e e nn e e e teeenne e 45
3.3.1 Emotional INtEHIgENCE ......ooviiiiiiice s 45

3.3.2 Transformational Leadership .........cccccvviiiiiii i 47

3.3.3 30D SALISTACION......coiiiiieiiee e e 47

3.4 STUAY PArTICIPANTS .....cviiiiiiiiiieiieieie ettt bbb 48

3.5 Data ColleCtioN PrOCRAUIES .........oiiiiiiieiieesie sttt 49

3.7 SUMIMIBTY .ttt b bt h e b e e bt b e bt b e e bt e bt et e 52

CHAPTER 4 RESUILS. ...ttt 53



CHAPTER 5 DISCUSSION ...ttt sttt b et se et e s et bt sbesbe s e 64
T8 A 1 011 oo [0 Tox £ o) o OSSPSR 64
5.2 OVErVIEW OF the STUAY ....c.coiiiiiie e 64
5.3 Summary of Research FINAINGS ..o e 65

5.4 Levels of Emotional Intelligence Transformational leadership and Job satisfaction
............................................................................................................................................... 65
Research QUESTION 1 (RQL): ..uioiiiieieeie ettt sre e sre et e e snaenas 65
5.5 Relationship between Emotional Intelligence, Transformation Leadership, and Job
SALISTACTION ...t bbbttt bbb 66
Research QUESTION 2 (RO2): .. .ioiiiieieeie ettt ettt sne e e 66
Research QUESTION 3 (RQ3): .. ui ittt sttt e e sree e 67
5.6 IMpPHCAtiIONS TOr PraCliCe...........cviiiiiiiiiiie e 68
5.6.1 Defining Leadership in social WorK.............c.ccoeviiiiiciccc e 68
5.6.2 Training for Emotionally Intelligent Transformational Leaders...........c........... 69
5.7 LImItations Of the STUAY .........ccoiiie e 70
5.8 Recommendations for Future ReSEarch ..o 71
R EIENICES ...ttt bbbt bbbt bRttt a bbb ne e 74
AAPPENAICES. ...ttt bbb bbbt b b bR Rttt e bbb ere s 104
AAPPENAIX A ettt b b bR Rttt e bbb ere s 104
Genos Emotional Intelligence Inventory — Short (self-assessment) ..........cccoccevvveveciieieenee. 104
Genos Emotional Intelligence INVeNtory — SROrt ..o 105
APPENAIX B .ottt et e e e te e e nreeae e e e nreenrens 106
Multifactor Leadership Questionnaire (MLQ) FOrm 6S ..........cocooiiiiininiiieiese e 106
N o] 01T 00 ) OSSPSR PSRRI 108
JOD SatiSTACTION SCAIE ......ovieeieceiee e 108

FAN o] 0T Lo [ I LRSS P ST 109



List of Figures
Figure 1 Herzberg’s Two-Factor Theory of Motivation.................coooiiiiiiiiiiiiiiiieenes. 8
List of Tables
Table 1 Research Questions, Variables, and Data ANalysiS.........ccccevviveiieriiiieseese e 46
Table 2 Demographics of gender, race, age, and practice eXperience. ........ccevereerereeseereennenns 56
LI 1] LI USSR T PP PR 58
Table 4: Crosstabs and Correlation of Emotional Intelligence (EI) and Transformational
Leadership (TL)and Job SatiSfaction (JS)........cccvcvueiiieiiiiieiieieecceese e 60

Table 5; Regression table of variables EI TL Gender and Practice Experience.............c.ccocvvuenne. 62



Abstract

The purpose of this explanatory correlational study was to examine how emotional
intelligence (EI) and transformational leadership (TL) were related to social work leaders' job
satisfaction in healthcare settings. The independent (predictor) variables are social work
leadership characteristics of emotional intelligence measured by the overall scores of the Genos
Model of Emotional Intelligence (GMEI) instrument, and transformational leadership, measured
by the MLQ-5-x short (Bass & Avolio, 2004; Palmer, Stough, Harmer, & Gignac, 2014). The
dependent (outcome) variable is job satisfaction measured by a short form of the Job Satisfaction
Survey (JSS) modified to a 16-item questionnaire (Koeske, Kirk, Randi, & Rauktis, 1994;
Spector, 1985). Study participants were drawn from social work leaders practicing in healthcare
settings who are members of the National Association of Social Workers (NASW) and the
Association of Social Work Boards (ASWB). As represented in the literature, there was a
significant positive correlation between variables emotional intelligence (EI) and
transformational leadership (TL), and job satisfaction (JS). The analysis shows that emotional
intelligence level and gender did not significantly predict job satisfaction (6 =.033, t (789) = .97,
p>.34 and 6 = .01, t (789) = .28, p > .78 ns respectively). However, transformational leadership,
and years of practice did significantly predict job satisfaction (6 = .313, t (789) = 9.06, p <.001,
and (6 =.089, t (789) = 2.62, p <.001 respectively).

Keywords: emotional intelligence, transformational leadership, job satisfaction, Genos

Model of Emotional Intelligence, and Job Satisfaction Survey.



CHAPTER 1

Introduction

As the demand for healthcare and mental health services has grown (approximately 20%
of the 2013 U.S. population), so requires social workers (The Department of Health and Human
Services (DHHS), 2018). According to the Department of Health and Human Services, 2018,
more than 1,203,923 behavioral and allied health professionals’ practice in the U.S. today (The
Department of Health and Human Services, 2018). Of these, the Occupational Employment
Statistics (OES) estimates that 609,711 are social workers, a low estimate since these statistics
exclude self-employed (The Department of Health and Human Services, 2018). According to
these estimates, clinical social workers are the most numerous mental health professions in this

report (Heisler, 2018).

Although there was a high estimate of 609,711 social workers reported between 2011 and
2015 (The Department of Health and Human Services, 2018), it is predicted that the supply of
social workers is projected to decrease by 2 percent between 2013 and 2025, with attrition
outpacing newly trained social workers (U.S. Department of Labor, Bureau of Labor Statistics
[USBLS], 2010). As one of the largest groups of professionals providing mental health services
in North America (Grohol, 2019; Heisler, 2018), social workers were ranked to be the highest in
burnout and the most likely to quit their profession (Collins, 2008; Lloyd, King, & Chenoweth,
2002). Retention has become an essential issue because stress and burnout, due in part to the
emotional nature of the work and various organizational constraints, continues to increase
(Coffey, Dugdill, & Tatersall, 2004; Coyle, Edwards, Hannigan, Fothergill, & Burnard, 2005;

Curtis, Moriarty, & Netten, 2010; Lloyd, King, & Chenoweth, 2002).



1.1 Statement of the Problem

The mental health workforce in the United States is barely keeping up with the growing
need for its services, according to the Department of Labor’s Bureau of Labor Statistics (BLS)
(Bureau of Labor Statistics, U.S. Department of Labor, 2017; Grohol, 2019). The demand for
mental health and substance abuse social workers is expected to increase by 14 percent by 2025
(The Department of Health and Human Services, 2018). According to a 2013 National Survey on
Drug Use and Health, 20 percent of the 2013 U.S. population reported having a behavioral health
disorder that did not receive treatment (The Department of Health and Human Services, 2018).
The BLS has estimated that more than 1,203,923 mental health professionals’ practice in the
U.S. today focuses on the treatment (and diagnosis) of mental health or substance abuse
concerns. Of the 1.203,923, the OES estimates 609,711 are mental health and substance abuse
social workers, excluding self-employed (Heisler, 2018, p. 9). Even with the social work
profession being the largest group of professionals in the mental health and substance abuse
field, the profession will not keep pace with the demand for services due to the projected attrition
rate (Heisler, 2018).

Social workers were identified in several studies as having the highest stress and burn out
and the lowest in retention among other health care professionals (Collin’s, 2008; Coyle,
Edwards, Hannigan, Fothergill, & Burnard, 2005; Curtis, Moriarty, & Netten, 2010; Evans et al.,
2006). Furthermore, these same studies estimated the expected working life of a social worker
compared to other health care professionals to be less: doctors 25 years, nurses 15 years,
pharmacists 28 years, and finally social workers between eight to 13 years (Curtis et al., 2010).
Thus, examining the relationship between characteristics of social worker leadership

characteristics along with critical social worker attributes like emotional intelligence (El) and job



satisfaction (Lawler, 2007; Mary, 2005; Rank & Hutchison, 2000), could potentially address the
2 percent attrition rate predicted by 2025 with attrition outpacing newly trained social workers
and the shorter working life of social workers mentioned previously (U.S. Department of Labor,
Bureau of Labor Statistics [USBLS], 2010).

Several research studies identify mediating or buffering factors (moderators) for stress
and burnout to include good coping skills, mastery, personal control, and emotional stability
(Carson & Kuipers, 1998; Coyle et al., 2005). Many of these studies also identified leadership
and emotional intelligence issues as mitigating factors for stress and burnout (Cullen, 2013;
Keenan, Sandovol, & Limone, 2018; Mary, 2005; Melita & Karriker, 2010; Morrison, 2007). For
example, Kinman and Grant (2011) explored the emotional and social competence of 240 social
work trainees. They discovered the importance of inter-and intraindividual emotional
competencies in promoting resilience and enhancing well-being. Focusing on leadership, Coffey,
Dugdill, and Tattersall (2004) measured social workers' job satisfaction in two social service
departments in northwest England and found that the way an organization was managed
contributed to low overall job dissatisfaction and mental well-being. Job satisfaction and
dissatisfaction will be discussed further under Hertzberg’s Two Factor Theory of Motivation,
later under the conceptual framework (Coffey, Dugdill, & Tatersall, 2004). Since front-line
social workers, particularly in mental health, tend to have lower job satisfaction levels, effective
leadership is particularly critical in this area (Collins, 2008; Geng et al. 2011 & Kinman and
Grant, 2011).

As studies in other fields have found, leadership is a complex construct with many
dimensions (Antonakis, Avolio, & Sivasubramaniam, 2003; Bass & Bass, 2008; Bolden, 2011).

In the social work field, there are a limited number of empirical studies on leadership, and most



of them only focus on conceptual aspects of leadership (Brilliant, 1986; Curry, Taylor, Chen, &
Bradley, 2012; Fisher, 2009; Holosko, 2009). For example, although topics have included
distributed, shared, inclusive and relational leadership, social work leadership is typically
associated with management and managerial roles (Bolden, 2011; Brilliant, 1986; Call, Owens,
& Vincent, 2013; Cullen, 2013). However, there is a scarcity of research focused on leadership
in the social work field, what is working and what is not, what approach to leadership is most
effective, and what characteristics of a leader contribute to increased job satisfaction of those
social work leaders (Brilliant, 1986; Call, Owens, & Vincent, 2013; Hafford-Letchfiled,
Lambley, Spoolander, & Cocker, 2014).

Given the dearth of research in the area of transformational leadership (TL) and the
emotional connection to followers (Antoniou & Cooper, 2005; Barbuto & Burbach, 2006;
Barling, Slater, & Kelloway, 2000), there may be value in examining the relationship between
characteristics related to social work leadership and critical social worker attributes like
emotional intelligence (EI) and job satisfaction (Lawler, 2007; Mary, 2005; Rank & Hutchison,
2000). Moreover, since the social work profession includes helping and change, one would
conjecture that emotionally intelligent (EI) transformational leaders (TL) would also have higher
job satisfaction and less stress and burnout (Bass & Avolio, 1994; Biggart et al., 2016). For
example, many studies relate EI and TL (Antoniou & Cooper, 2005; Barbuto & Burbach, 2006;
Barling, Slater, & Kelloway, 2000; Bass, 2002; Clark, 2010; Follesdal & Hagtvet, 2013).
Furthermore, some studies relate both EI and TL individually to job performance and satisfaction
(Al-Hamdan et al., 2017; Bar-On et al., 2005; Biggart et al., 2016; Cherniss & Goleman, 2001;
Cote, 2014; Kasapi & Mihiotis, 2014; Maulding, Peters, Roberts, Leonard, & Sparkman, 2012;

Medley & Larochelle, 1995). However, only a small number of conceptual studies implying a



relationship between EI, TL, and social work leaders' job satisfaction (Biggart, 2016; Brilliant,
1986; Call et al., 2013; Fisher, 2009).

Social work leadership has been distinguished from leadership in other professions
regarding the definition related to attributes and skills (Holosko, 2009; Rank & Hutchison,
2000). For example, Rank & Hutchison (2000) offered the following conceptual definition:
“Social work leadership is the communication of vision, guided by the NASW Code of Ethics, to
create proactive processes that empower individuals, families, groups, organizations, and
communities” (Rank & Hutchison, 2000, p. 499). Holosko (2009) notes another example of
social work professional uniqueness. He identifies five core attributes of social work leaders:
vision, influencing others to act, teamwork/collaboration, problem-solving capacity, and creating
positive change. Therefore, social workers as individuals can be viewed as leaders because of
both training and practice of this systemic approach in dealing with micro, macro, and mega
level planning where the client is the central focus (Brilliant, 1986; Call et al., 2013; Cullen,
2013). Finally, the combined core attributes guided by the NASW Code of Ethics distinguishes
social work leaders from other leaders.

Sullivan (2016) notes, from a macro level, “Leadership is defined broadly to include
influence processes involving the determination of the group’s or organization’s objectives,
motivating task behavior in pursuit of these objectives, and influencing group maintenance and
culture” (p. 52). Rank & Hutchison, as noted in Lawler (2007) defined skills that (when
combined) were exclusively the domain of social work leadership such as community
development skills; communication and interpersonal skills; political skills; risk-taking skills;
ethical reasoning skills and diversity skills (Lawler, 2007; Rank & Hutchison, 2000).

Extrapolating either of these individual skills could be an object of inquiry for an entire study.



However, given the scope of this study and time limitation, communication, and interpersonal
skills around emotions (as it relates to transformational leadership and job satisfaction directly
and indirectly) will be central to this study.

Social workers and social work leaders tend to deal with individual client emotions,
especially in the mental health field (Howe, 2008; Ingram, 2013; Kinman & Grant, 2011;
Morrison, 2007; Peters, 2017; Ruch, 2012). Furthermore, previous researchers have noted the
need for high EQ and TL to promote job satisfaction (Howe, 2008; Lloyd et al., 2002; Mizrahi &
Berger, 2005). Although several studies identified issues related to leadership and emotional
intelligence as mitigating factors for stress and burnout (Cullen, 2013; Keenan, Sandovol, &
Limone, 2018; Mary, 2005; Melita & Karriker, 2010; Morrison, 2007), there are few empirical
studies on leadership in social work. Moreover, even more specifically, social work leaders'
perceptions of their leadership attributes (Brilliant, 1986; Call, Owens, & Vincent, 2013;
Hafford-Letchfiled, Lambley, Spoolander, & Cocker, 2014). Moreover, despite leadership
research dominance in corporate sectors and health care, very little research has focused on
social work leaders (Gillis, 2001; Mizrahi & Berger, 2005). Social work leadership has primarily
been associated with managerial roles (Brilliant, 1986; Call, Owens, & Vincent, 2013; Holosko,
Winkel, Crandall, & Briggs, 2015). That type of focus has ignored the constructionist aspect of
leadership indicated by the importance of relationships and interactions between leaders and
followers (Geilinger, Haefliger, Krogh, & Rechsteiner, 2016; Keenan, Sandovol, & Limone,
2018; Ospina & Foldy, 2010; Uhl-Bien, 2006). The constructionist concept will be discussed

further because most research alludes to its merits with social workers.



1.2 Theoretical Framework

The theoretical framework is from a constructionist perspective, which includes examining
the relationship between social worker leadership practices and critical social worker attributes
like emotional intelligence (EI) with transformational leadership (TL). A constructionist
framework is defined for this paper as; “formulating conceptualizations of leadership as a form
of social influence that results in the reinforcement of or changes in thinking and actions”
(Keenan, Sandovol, & Limone, 2018, p. 3). Social worker leadership practices have been from a
constructionist framework utilizing terms that define interactive processes (Keenan, Sandovol, &
Limone, 2018; Uhl-Bien, 2006). The social constructivist espouses a perspective which “values
the individual, subjective, relational experience, and perspective in developing our understanding
of our world” (Ford & Lawler, 2007, p. 413). This study uses this concept to utilize social
worker leadership perceptions of their EI and TL related to job satisfaction. Thus, terms that
emerged in the literature to describe these interactions were relational, shared, distributed,
participatory leadership, and transformational leadership (Bolden, 2011; Lawler, 2007; Mizrahi
& Berger, 2005; Peters, 2017).

Apart from the latter leadership style of transformational leadership, neither of the former
leadership styles have been discovered by this writer to be empirically examined (Lawler &
Bilson, 2010). Rank and Hutchison (2000) state that the reason for many different terms for
social work leadership is the uniqueness of the social work profession that operates around
values and a code of ethics. Other writers question this difference and compare the social work
profession more akin to the transformational leadership model (Call et al., 2013; Collins, 2008;

Fisher, 2009; Gillis, 2001; (Hafford-Letchfiled, Lambley, Spoolander, & Cocker, 2014).



Given that much of social work deals with emotions (Howe, 2008; Ingram, 2013; Kinman &
Grant, 2011; Morrison, 2007; Peters, 2017; Ruch, 2012), it would be feasible to look at the
concept of emotional intelligence and its relationship to social work leadership. Some
background of emotional intelligence concepts, transformational leadership, and job satisfaction
might clarify its importance to the research at hand. Moreover, this paper will empirically test an
aspect of the constructionist model of social work leadership using the key elements of emotional
intelligence and transformational leadership (EI) (Bass & Bass, 2008; Mayer & Salovey, 1997,
(TL), (Bass & Bass, 2008). Finally, given that job satisfaction or dissatisfaction can be
influenced by motivational factors, Herzberg’s Two-Factor Theory of Motivation (HTFTM) will
be explored (Herzberg, Mauser, & Snyderman, 1959) as it relates to job satisfaction.

Herzberg’s Two-Factor Theory of Motivation states that people are influenced by motivators or
hygiene factors. Motivators can encourage employees to work harder and lead to job satisfaction.
However, hygiene factors will not encourage employees to work harder, but they will become
unmotivated if they are not present and cause job dissatisfaction. Some examples of what
happens intrinsically related to motivators around psychological growth are feelings of
achievement, advancement, and personal growth. Moreover, although factors such as working
conditions and coworker relations can reduce job dissatisfaction, neither working conditions nor
coworker relations do not necessarily lead to job satisfaction (Herzberg, Mauser, & Snyderman,

1959; Herzberg, 2003; Hur, 2018), as illustrated in the following:
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Figure 1. Herzberg’s Two-Factor Theory of Motivation

Job Improving Job
satisfaction motivator factors dissatisfaction
influenced by leads to job influenced by
motivator satisfaction. hygiene

Figure 1: (Herzberg, Mauser, & Snyderman, 1959)

1.3 Purpose of the Study

The purpose of this explanatory correlational study is to examine the associations
between characteristics of social work leadership that relate to emotional intelligence (El) and
transformational leadership (TL) and how they, in turn, relate to job satisfaction among social
workers in leadership roles in healthcare settings. The independent (predictor) variables are
levels of emotional intelligence and transformational leadership. The dependent (outcome)
variable is job satisfaction measured by a short form of the Job Satisfaction Survey (JSS)
modified to a 16-item questionnaire (Koeske, Kirk, Randi, & Rauktis, 1994). An example of a
Likert-type statement from the instrument is “Rate each of the aspects of your work according to
the degree of satisfaction or dissatisfaction. Respondents are asked to rate on a scale of 1 (very
dissatisfied) and 11 (very satisfied) for each aspect.

Social worker leaders’ emotional intelligence and transformational leadership will be
measured by the overall scores of the Genos Model of Emotional Intelligence (GMEI) instrument

and the 12-item from four-subscales of the MLQ-5x-short form, respectively. The 14-item GMEI
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uses seven subscales-- emotional self-awareness (ESA), emotional expression (EE), emotional
awareness of others (EAQO), emotional reasoning (ER), emotional self-management (ESM),
emotional management of others (EMO), emotional self-control (ESC)—to arrive at a total scale
score (Gignac, 2010). Each item on the inventory is scored on a 5-point Likert scale: 1=Almost
Never, 2=Seldom, 3=Sometimes, 4=Usually, 5=Almost Always. The Genos Total EI has been,
according to Avolio et al. (1995), found to correlate at .56 with transformational leadership as
measured by the Multi-factor Leadership Questionnaire (MLQ).

Sample participants were drawn from social workers actively practicing in healthcare
settings, which are either a member of the National Association of Social Workers (NASW) or
the Association of Social Work Boards (ASWB). Social work leaders in health care settings were
members of at least one of these organizations. However, no social work participants outside of
the professional associations of NASW or ASWB will be included in this study. These
participants were given an electronic survey to ascertain their emotional intelligence level,
perceptions of their transformational leadership, and their current job satisfaction.

In summary, despite the dominance of leadership research in corporate sectors and health
care, very little of this research has focused on social work leaders, particularly around emotional
intelligence and transformational leadership (Gillis, 2001; Mizrahi & Berger, 2005). Although
social work leadership research has primarily been associated with managerial roles (Brilliant,
1986; Call, Owens, & Vincent, 2013; Holosko, Winkel, Crandall, & Briggs, 2015), there is a
need for identification of concepts that quantify the constructionist aspect of leadership indicated
by the importance of emotional intelligence and transformational leaders (Geilinger, Haefliger,

Krogh, & Rechsteiner, 2016; Keenan, Sandovol, & Limone, 2018; Ospina & Foldy, 2010; Uhl-
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Bien, 2006). This research sought to link these concepts as they relate to job satisfaction. Thus,
the research questions that follow were used as an attempt to address the issues.
1.4 Research Questions
RQ1. What are the levels of emotional intelligence, transformational leadership, and
job satisfaction among a national sample of social worker leaders practicing in the
health care field?
RQ2. What is the relationship between emotional intelligence, transformational
leadership, and job satisfaction among a national sample of social work leaders
practicing in the health care field?
RQ3. How are emotional intelligence and transformational leadership associated with
job satisfaction among a national sample of social work leaders practicing in the
health care field?
1.5 Definition of Terms
Construct validity: The degree to which an assessment measures the characteristic
that it was intended to measure (Edmonds & Kennedy, 2017).
Constructionist: formulating conceptualizations of leadership as a form of social influence that
results in the reinforcement of or change in thinking and actions (Hafford-Letchfiled, Lambley,
Spoolander, & Cocker, 2014).
Distributed leadership emphasizes leaders' and followers' fluid nature as they engage in their
core work activities. It has three premises; leadership is an emergent property of a group or
network of interacting individuals. Second, there is an openness of boundaries, and finally,

varieties of expertise are distributed across many, not the few (Bolden, 2011).
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Emotional Awareness of others measures the relative frequency with which an individual
identifies others' emotions in the workplace. The emphasis is on the awareness of both verbal
and non-verbal expressions of emotions by others. Further, there is also an emphasis on
understanding the nature of the emotions that may motivate or affect others' behaviors at work
(Bar-On, 2006; Gignac, 2010; Goleman, 2006; Salovey & Mayer, 1990).

Emotional Expression: measures the relative frequency with which an individual appropriately
expresses their emotions at work. Appropriate, in this context, implies the right way, at the right
time, and to the right people (Bar-On, 2006; Gignac, 2010; Goleman, 2006; Salovey & Mayer,
1990).

Emotional intelligence is the ability to notice one’s own emotions and others to reflect and then
understand how to express emotions precisely to others (Bar-On, 2006; Gignac, 2010; Goleman,
2006; Salovey & Mayer, 1990). For this study, it was measured through the Genos Model of
Emotional Intelligence (GMEI) instrument.

Emotional Management of Others measures the relative frequency with which an individual
manages others' emotions at work successfully. (Bar-On, 2006; Gignac, 2010; Goleman, 2006;
Salovey & Mayer, 1990).

Emotional Reasoning: measures the relative frequency with which an individual incorporates
emotionally relevant information in the process of decision making or problem-solving at work
(Bar-On, 2006; Gignac, 2010; Goleman, 2006; Salovey & Mayer, 1990).

Emotional Self-Awareness: measures the relative frequency with which an individual consciously
identifies their emotions at work. It also represents the frequency with which an individual is
aware that their emotions may motivate or affect their thoughts and behaviors at work (Bar-On,

2006; Gignac, 2010; Goleman, 2006; Salovey & Mayer, 1990).
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Emotional Self-Control: measures the relative frequency with which some individual controls
their strong emotions appropriately in the workplace. A substantial focus is placed on the
demonstrable maintenance of focus or concentration on the task at hand in the face of emotional
adversity (Bar-On, 2006; Gignac, 2010; Goleman, 2006; Salovey & Mayer, 1990).

Emotional Self-Management: measures the relative frequency with which individuals manage
their own emotions at work successfully (Bar-On, 2006; Gignac, 2010; Goleman, 2006; Salovey
& Mayer, 1990).

Emotions: are brief, organized sets of responses (including physiological changes, expressive
behaviors, action tendencies, and subjective experiences) that optimize how individuals address
the challenges and exploit the opportunities that arise in their encounters (Boyatzis, Goleman, &
Rhee, 2000).

Health care social work: social workers in health care consist of medical and clinical social
workers who work within either a hospital, outpatient private, or public practice setting. Macro
social workers do not connect one-on-one with clients. Instead, they work toward policy change
and program implementation. However, both direct and clinical social workers engage with
clients firsthand. Clinical social workers must hold at least a master's degree in social work
(MSW), and they have the authority to diagnose and treat clients with mental illnesses and
substance abuse problems.

Individualized consideration: Focuses on understanding each follower's needs and works
continuously to get them to develop to their full potential (Bass & Riggio, 2006).

Idealized influence: consists of two components, attributed and behavioral, respectively. The

attributed is the leader's socialized charisma and whether they are perceived as confident and
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committed to high-order ideals. The behavioral component refers to leaders' actions based on
values, beliefs, or ideals (Bass & Riggio, 2006).

Inspirational motivation: Provides followers with a clear sense of purpose that is energizing, a
role model for ethical conduct that builds identification with the leader and his/her articulated
vision (Bass & Riggio, 2006).

Intellectual stimulation: Gets followers to question the tried and true ways of solving problems;
encourages them to question the methods they use to improve upon them (Bass & Riggio, 2006).
Job satisfaction is the degree to which a person reports satisfaction with intrinsic

and extrinsic features of the job (Ware, Cook, & Wall, 1979, p. 133). For this study, job
satisfaction is measured through participants’ responses to the JSS.

NASW Code of Ethics: Social workers use as guiding principles which outlines the mission and
values of the NASW organization, how social work professionals are supposed to approach
problems, the ethical principles based on the NASW’s core values, and the standards to which
the professional is held (Levy, 1985).

Relational leadership assumes that influence occurs everywhere and is not limited to roles or
positions (Uhl-Bien, 2006).

Shared leadership examines teamwork within organizations that seek to respond to the complex
nature of work within the business and other professions that require a high degree of
coordination and creativity (Lawler & Bilson, 2010).

Social Work: the international definition of social work emphasizes the role of individuals in
working with the principles of human rights and social justice (International Federation of Social

Workers (IFSW) and International Association of Schools of Social Work (IASSW), 2000).
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Social work leadership is a collection of organizational, relational, and individual behaviors that
affect positive change to address client and societal challenges through emotional competence
and the full acceptance, validation, and trust of all individuals as capable human beings. These
leaders also use visual communication, guided by the NASW Code of Ethics, to create proactive
processes that empower individuals, families, groups, organizations, and communities (Peters,
2017; Sullivan, 2016).
Transformational leadership: is composed of four dimensions: idealized influence (charismatic
role modeling), inspirational motivation (articulating an appealing vision), intellectual
stimulation (promoting creativity and innovation), and individualized consideration (coaching
and mentoring) (Bass & Riggio, 2006). For this study, transformational leadership is
operationalized through participants’ responses to a 12-item questionnaire from four-subscales of
the MLQ-5x-short form.

1.6 Delimitations and Limitations of the Study

Leedy & Ormrod (2016) states that even the best research will have specific weaknesses
or limitations. This study included social work leaders employed in health care organizations and
members of the National Association of Social Workers (NASW) or the Association of Social
Work Boards (ASWB) Southeastern State. The national organizations were canvased for social
work leaders who participated in the organizations. A two-stage sampling process was supposed
to be used. First, an initial questionnaire was sent via different organizations. Then a second
reminder was sent out to increase the participation rate. Although another inclusive sampling was
supposed to use paper copies to be distributed at conferences, the Covid 19 pandemic prohibited
live attendance at all conferences. Again, these efforts were made to be as inclusive as possible

for persons who may have access to computers or other electronic means. Thus, given the study's
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scope, it is crucial to note some social workers may have inadvertently been excluded from the
study.

This study may not have included social workers outside of the health and mental health
settings. For example, social workers within departments of social services, a large part of the
profession, and those social work leaders in academic and other educational settings may not
have been included in the study. Conversely, the parameters that draw inclusivity and exclusivity
boundaries would have led to some study limitations. The cross-sectional quantitative approach
to this study lends itself to providing data that is descriptive. Thus, this method allowed the
researcher to capture a snapshot of the participant population. On the other hand, the quantitative
method places limitations on the breadth of information it covers. For example, Creswell (2015)
states that “quantitative research limits the explanations rather than opening them up for
participant views” (Creswell, 2015, p. 141).

Another major limitation related to this specific study is generalizability. Generalizability
would be that, from the study results, we might make assumptions or conclude the general
population of social workers (Creswell, 2015). The proposal's limitations may have excluded
leaders who are not members within the stated organizations of NASW, SSWLLC, and ASWB.
In addition to the limitations of method and sampling, the researcher’s perspective provides some
limitations. For example, 1 am the owner of an employee assistance company and a licensed
clinical social worker.

Moreover, | have been in private practice, worked for hospital psychiatric facilities, and
public mental health on both a state and local level. Given that | have had many diverse experiences,
including teaching at the university level brings a diverse perspective of the social work profession.

However, even with a diverse background, my professional lens is shaped by these experiences.
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Although I have the diverse experiences mentioned previously, I did field test the combined
(GMEI), (MLQ-5-X short and the (JSS) and administered to a sample group to become familiar
with the instruments for capturing information for emotional intelligence, transformational
leadership, and job satisfaction variables. Moreover, some individual participants may have
possibly been excluded due to the nature of responding to an internet survey. In other words,
individuals who may not be computer savvy may not have participated in the research study.
Finally, an incentive, i.e., a one-year paid membership to one or more of the organizations, will
be given in a random drawing to participate in the questionnaire, introducing an incentivized bias
into the equation (Creswell, 2015).

1.7 Significance of the Study

This study has significance for scholarship and practice. Moreover, it will add practical
information to a body of knowledge concerning social work leadership, which has only been
conceptualized in most of the literature (Bolzan, 2007; Brilliant, 1986; Mary, 2005). Thus, a
study of this sort may facilitate a discussion about social work practice to include leadership
recommendations. Although the proposal is specific to the social work profession, implications
could lead to more effective leadership practices and, thus, more effective service delivery to
clients within the health field. This research study may also have broader ramifications for
curriculum development, including leadership studies and social work schools. However, since
participants who are members of the professional organizations will be the target populations,
there could be some policy implications for the organizations and identification of future

research on leadership.
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1.8 Organization of the Study

This study is comprised of five chapters. Chapter one introduces the research by
discussing the study's topic, the theoretical framework, the design components, and its
significance. Chapter two presents a literature review relevant to the study by discussing the
foundational theories that undergird emotional intelligence, transformational, and leadership
related to the social work profession. It comprises six significant strands. The first section
focuses on a historical overview and definitions of emotional intelligence, the second on
traditional models of emotional intelligence, the third on studies related to emotional
intelligence, the fourth on transformational leadership, the fifth on job satisfaction, and the sixth
on social work leadership. Chapter three explains the methodology design chosen to collect and
analyze the study data. Chapter four presents the results of the study. And finally, chapter five

discusses the results of the study and its implication for practice.
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CHAPTER 2
Review of the Literature

This literature review comprises six significant strands. The first section focuses on a
historical overview and definitions of emotional intelligence, the second on theoretical models of
emotional intelligence, the third on research studies related to emotional intelligence, the fourth
on transformational leadership, the fifth job satisfaction, and the sixth on social work leadership.
This literature review included empirical data-based research articles, books, book chapters, and
finally, research reports.

2.1 Historical Overview and Definitions of Emotional Intelligence
The conceptual beginning of emotional intelligence was embedded in Thorndike's ideas

around social intelligence in 1920 (Thorndike, 1920). However, Charles Darwin was noted to
have published the first known work in the broader area of “emotional-social intelligence as
early as 1872 (on the importance of emotional expression for survival and adaptation)” (Bar-On,
2006, p. 1). Credit for the actual term ‘emotional intelligence’ in psychology is often given to
Wayne Leon Payne in 1985, who published his doctoral thesis titled A Study of Emotion:
Developing Emotional Intelligence (Payne, 1985). There are three major conceptual models
currently of El as cited in Bar-On identified as (a) the Salovey-Mayer model (Mayer & Salovey,
1997), (b) the Goleman model (1998), and (c) the Bar-On model (1997b, 2000)”” (Bar-On, 2006,
p. 2). Each of these models will be described in detail to illustrate this developing concept.

Salovey and Mayer (1990) developed their emotional intelligence construct during the
late 1980s with what they referred to as their ability-model of emotional intelligence. The ability
model included four main aspects of emotional intelligence they believed would allow

individuals to navigate the social environment. The four abilities included perceiving and
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expressing emotions, assimilating emotion into thought, understanding and analyzing emotion,
and finally, reflective regulation of emotion (Salovey & Mayer, 1990).

Other models of emotional intelligence have evolved, including the highly publicized
Goleman (1995) competency-based model, Bar-On’s (2006) emotional-social intelligence model
(ESI). Finally, another model identified in the research was from Petrides, Perez-Gonzalez, &
Furnham (2007), referred to as a trait-based model. Both Goleman’s and Bar-On’s models
include parts of Salovey and Mayers’ ability-based model. However, they do have some
significant differences. Goleman (1995) and Bar-On (2006) view emotional intelligence as
behavior-based, whereas Salovey and Mayer model emotional intelligence is seen as an innate
ability. Petrides et al., (2007) trait emotional intelligence (trait EI or trait emotional self-efficacy)
refers to “a constellation of emotion-related self-perceptions and dispositions located at the lower
levels of personality hierarchies” (p. 26). This latter model is mentioned here only as it relates
more to individual personality characteristics. The concepts of personality characteristics are a
part of Bar-On’s (2006) ESI model and questionnaire used to compare EI to personality
characteristics. Although Bar-On’s (2006) model is highly recognized, it does not pertain to the
constructionist framework's dynamic processes. The constructionist framework is one in which
the social work conceptual model was developed, as mentioned previously.

Although there are several models of El and the fact that many researchers have studied
the existence of El, El is generally defined as the ability to understand, perceive, use and
manage emotions to facilitate decision-making, engage in successful social interactions, and
regulate emotional responses (Boyatzis, Goleman, & Rhee, 2000; Mayer, Caruso, & Salovey,
2016). The ability-model of emotional intelligence or the model developed by Salovey & Mayer

(1990) evolved from research on analytical or logical intelligence. Salovey and Mayer (1990)



22

suggest that emotional intelligence should be thought of as an array of various types of
intelligence. They put forward the idea that emotions or feelings cannot be separated from
thoughts or cognitive states. They further elaborated that thought processes are directly affected
by emotions and impact thinking and decisions (Salovey & Mayer, 1990).

Mayer et al. (2016) present the ability-model, one of the most widely accepted models of
its kind. It consists of four branches arranged hierarchically: (a) emotional perception (b)
emotion facilitation of thought accurately; (c) emotional understanding both of the emotions and
the meaning; and finally (d) emotion management of one's own and other's emotions (Mayer et
al., 2016). These four branches are explained individually in the following sequential manner.
Emotion perception is seen as the ability to accurately perceive emotional content in the external
world, including facial expressions, body language, tone of voice, or artistic expression of
emotion in paintings or pictures. Emotion facilitation of thought is the ability to use one's
emotions to aid in problem-solving. Emotion understanding is viewed as knowledge and
understanding of emotions and related individual distinctions. This includes the way that
emotions change over time, the causes and consequences of an individual emotional episode, in
addition to the way that emotions blend to form complex emotional experiences; and finally (d)
emotion regulation is the regulation of one's own and other's emotions. This final branch usually
involves regulating positive emotions, usually referred to as up-regulation, and regulating
negative emotions considered downregulation (Mayer et al., 2016).

The next EI model developed in 1995 is Goleman’s competency-based model. Goleman
specified five competency skills, albeit, from an academic perspective, that focused on
competencies more relevant to employment settings (Goleman, 1995). His model has been cited

and related to work for settings and leadership, according to Sadri (2012), in which he breaks
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down the competencies into personal and social domains. His EI model's first three competencies
relate to personal competence, two of which relate to social competence. Personal competencies
include self-awareness, self-regulation, and motivation. His social competencies include empathy
related to feelings, needs, and concerns of others and social skills (Sadri, 2012). The
competencies of knowing one’s emotions, managing emotions, motivating one, recognizing
emotions in others, and managing relationships are noted as being specific to work-based settings
(Goleman, 2006). Like other El theorists, Goleman contends that EI and IQ are not in opposition
to each other in terms of competencies (Goleman, 2006). Instead, he believes that these two
aspects of intelligence, although separate and independent, complement each other. He
acknowledges that there may be a slight correlation between the two but maintains they are, for
the most part, independent of each other.

An example within Goleman’s model is his assertion that when professionals who have
an 1Q of 110-120, which is held constant, emotional intelligence influences job success more
than 1Q (Goleman, 2006). However, comparing 1Q, which is supported by measurable tools, to
El where there is no standardized measurement, his assertion is not supported. Furthermore,
Mayer et al. (2016) question other theoretical models' predictive validity outside their ability
framework (Salovey & Mayer, 1990). Finally, as Palmer, Gignac, Ekerman, & Stough (2008)
write about Goleman’s assertion, his model includes a common EI language. Evidence of this
claim could not be found from the literature covered in this paper. Goleman (2006) revised his
model by condensing the five competencies into a model consisting of four areas: self-
awareness, self-management, social awareness, and relationship management. However, since
the basic El premises have not significantly changed, his model is described from the original

version.
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Bar-On’s (2006) emotional-social intelligence (ESI) model was developed from several
previous theories and constructs. Bar-On (2006) incorporates personality aspects within his
model: intrapersonal, interpersonal, stress management, adaptability, and general mood (Bar-On,
2006). The concepts mentioned in the literature were; “Darwin’s theory of effective adaptation,
Thorndike’s on social intelligence, Wechsler’s on intelligent behaviors that paralleled and
possibly evolved from Sifneos’ introduction of alexithymia and Appelbaum’s concept of
psychological mindedness and finally Lane & Schwartz concept of emotional awareness” (Bar-
On, 2006, p. 2).

Bar-On developed a questionnaire for assessing emotional-social intelligence called the
EQ-i. His theoretical basis for the questionnaire was developed to assess a “cross-section of
interrelated emotional and social competencies, skills and facilitators that determine how
effectively we understand and express ourselves, understand others and relate with them, and
cope with daily demands” (Bar-On, 2006, p. 3). Bar-On stresses personality aspects of;
intrapersonal, interpersonal, stress management, adaptability, and general mood (Bar-On, 2006).

In researching EI models and instruments used to assess it, the Genos (Palmer, Stough,
Hammer, & Gignac, 2009) model stood out as one that met the psychometric reliability and
validity for workplace settings. According to (Palmer et al., 2008), the model was conceptualized
with two main objectives: “to establish a standard definition and taxonomy model of EI and
construct an inventory specific for workplace applications. They wanted to use the instrument to
address employee learning and development. Thus, the Genos model includes extensive use of
each of the EI recognized models' key components to provide a psychometrically sound

inventory for workplace settings (Gignac, 2010; Palmer et al., 2009).
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Gignac (2010) notes three features of the Genos model identified as the taxonomy 7-
factor model. It is simple compared to some of the larger models; it has high workplace face
validity, and third as an instrument that measures typical rather than maximal performance. The
latter feature was expanded to distinguish it as not being a measure of EI but specifically used to
measure individual differences in “how often people demonstrate emotionally intelligent
workplace behaviors” (Gignac, 2010, p. 11). The Genos 7-factor model of emotional intelligence
(Palmer et al., 2009) includes the following dimensions: (a) emotional self-awareness, (b)
emotional expression, (c) emotional awareness of others, (d) emotional reasoning self-
management, (e) emotional self-management, (f) emotional management of others, and (g)
emotional self-control.

The remaining critic justifies the use of the Genos model for the proposed study at hand.
According to Waterhouse (2006), there are numerous competing EI constructs which
demonstrate that EI is poorly understood and makes generalization across studies challenging (p.
251). Moreover, Sadri (2012) points out that an accepted definition of El is too broad and not
stable. Additionally, both researchers agree that there are reliability and validity issues within the
instruments used in assessing El. Furthermore, Gignac (2010) is critical of Goleman’s (1995)
and Bar-On’s (2006) reliability scores for their instruments in their technical manuals. With the
lack of consistency, he believes that the subscale scores are not valid. However, conversely, he
does give credit to the Salovey and Mayer (1990) and the Genos models, which demonstrates an
allowance for combined subscales that renders significant internal reliability of their instruments
and subsequently leads to a more robust overall score of emotional intelligence.

Gignac (2010) proposes that emotional intelligence should be defined as “the ability to

adapt in a purposeful way, shape, and select environments using emotionally relevant processes”
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(p. 131). Moreover, he proposes that inventories describing emotional intelligence constructs be
designed to assess ‘typical performance’ rather than ‘maximal performance.” The Cronbach
classification (as cited in Gignac, 2010) initially classified psychometric tests into maximal
performance versus typical performance. Maximal performance describes one’s highest ability
at a given time. Intellectual intelligence and achievement tests are examples used to measure
maximal performance. However, personality inventories were thought to be measured as typical
performance and likely to measure how individuals perform in various situations. Thus,
emotionally intelligent behavior is proposed to be best conceptualized under typical performance
according to (Gignac 2010).

In summary, the three models previously discussed (Salovey and Mayer’s (1990);
Goleman’s (1995); and Bar-On’s (2006) do not apply to the workplace setting. Salovey and
Mayer’s (1990) ability-model applies more to academic settings while Goleman’s (1995)
competency-model and Bar-On’s (2006) trait-model appears not to be supported by empirical
data on the effect of emotional intelligence on work performance (Mayer, Caruso, & Salovey,
2016; Waterhouse, 2006). In contrast, the Genos model (Palmer et al., 2009) was explicitly
developed to be applied in workplace settings. Given that social work leaders' emotional
intelligence self-rated behaviors are vital constructs of this proposed study, it is a more viable
instrument for this study.

2.2 Social Work and Emotional Intelligence

In searching for scholarly articles on social work and emotional intelligence, there were a
limited number of research studies found on the subject (Biggart et al., 2016; Howe, 2008;
Ingram, 2013; Kinman & Grant, 2011; Morrison, 2007; Peters, 2017; Ruch, 2012). Several

studies were quantitative studies being the Biggart et al. (2016), (Coffey et al., 2004) and the



27

Kinman & Grant (2011) studies. The remaining studies were conceptual studies that used many
studies to conclude the relationship between emotional intelligence and social work variables.
These studies will be discussed individually and then summarized.

The Biggart et al. (2016) study was on the effect of emotional intelligence training on
burnout in child and family social work (Biggart et al., 2016). This study focused on training
n=164 child social workers in emotional intelligence using n=146 social workers exposed to the
training and n=18 not receiving the training and comparing the two groups. The results showed
no statistical effects of emotional intelligence on the psychological strain or emotional
exhaustion. The participants in the training did, however, report positive feedback on receiving
the training. The researchers concluded that participants were experiencing low levels of stress
before the training and were rated relatively high in trait emotional intelligence before the
training associated with low stress. This study is relevant for the research at hand, demonstrating
that although there was no significant change after the training period, participants reported
positive responses to the being allowed to spend the time in training and perceived their would-
be long-term benefits from the training. Coffey et al. (2004) explored stress, mental well-being,
constraints, and job satisfaction in social services in the next study.

Coffey et al. (2004) researched two social services departments (SSD) in the United
Kingdom (SSD1: n = 2,271, SSD2: n= 1,500). This mixed-methods study evaluated both
qualitative and quantitative of salaried and hourly workers. For the quantitative measures, three
areas were assessed: organizational constraints, job satisfaction, and mental well-being. The
qualitative portion of the study addressed absenteeism using two self-report questions. The
participants were asked if they were away from work because of their sickness or injury or if

injuries were sustained at work, or if the absenteeism was related to working conditions. If the
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answer were yes, details were investigated through interviews by asking open questions about
the most difficult aspect of the participant’s job and what could be done to make the difficulty
less of a burden. The results were reported that there was no significant difference in the
departments. However, mental well-being was poorer than was previously reported in SSDs, and
salaried staff reported more stressors than weekly paid staff. This study implies a poor emotional
response to the SSD’s stressors in the UK is significant to the current research as a demonstration
of how the social work profession is within SSDs and implications of the high attrition rate
reported. Finally, another study looked at the resilience and emotional intelligence in trainee
social workers (Kinman & Grant, 2011).

The Kinman & Grant (2011) study examined several emotional and social competencies
(i.e., emotional intelligence, reflective ability, empathy, and social competence) as predictors of
resilience in 240 trainees. A significant positive relationship was found between resilience and
emotional intelligence (r = 0.61, p < 0.001), social competence (r = 0.46, p < 0.001) and
reflective ability (r =0.41, p < 0.001). Emotional and social competencies explained 47 percent
of the variance in resilience, which fully mediated the negative association between emotional
intelligence and psychological distress, highlighting the importance of inter- and intra-individual
emotional competencies in promoting resilience and enhancing well-being. Although this study
was specific to social work trainees, this study further supported evidence that having a high
degree of emotional intelligence among social workers may be a key protective quality in the
social work profession. Other social work researchers examined the concept of El as an
important factor in the social work field.

Morrison (2007) argued that “understanding and handling one’s own and others’

emotions is a critical aspect at every stage of the social work task: engagement, assessment,
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observation, decision making, planning and intervention” (p. 259). The Howe (2008) book
entitled, The Emotionally Intelligent Social Worker captured the concept of emotional
intelligence and why it is essential in social work. Howe (2008) states that “...social work and
social care are essentially relationship-based practices...{and}can only be conducted with skill
and compassion if the worker is emotionally intelligent” (Howe, 2008, p. 181).

To summarize the importance of these studies to social work, they have demonstrated
how important this is to the social work field. Furthermore, given this paper's focus on
leadership, numerous studies link El and transformational leadership TL (Barling, Slater, &
Kelloway, 2000; Bass, 2002; Clark, 2010; Follesdal & Hagtvet, 2013). Two studies were found
specific to social work and TL (Gillis, 2001; Tafvelin, Hyvonen, & Westerberg, 2014). However,
aspects of TL have been mentioned in several studies related to effective leadership or
similarities to the social work practice (Coffey, Dugdill, & Tatersall, 2004; Collins, 2008; Fisher,
2009; Lawler, 2007; Mary, 2005). This leads to the second construct, transformational
leadership.

2.3 Transformational Leadership

Transformational leadership was first noted in Downton (1973) literature but gained
notoriety in a classic work by political sociologist James MacGregor Burns in his 1978 book
entitled, Leadership (Bass & Avolio, 1994; Bass & Bass, 2008; Northouse, 2016). According to
Bass & Avolio, 1994, transformational leadership is when leaders motivate their followers to do
more than the followers originally intended and thought possible. The leader sets challenging
expectations and achieves higher standards of performance. Transformational leadership looks to

higher purposes (Bass & Riggio, 2006, p. 4).
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The concept of transformational leadership is composed of four dimensions: idealized
influence (charismatic role modeling), inspirational motivation (articulating an appealing vision),
intellectual stimulation (promoting creativity and innovation), and individualized consideration
(coaching and mentoring) (Bass & Bass, 2008). Idealized influence is based on two components,
the perception of what the leader attributes to the followers and the leader’s behaviors.
Inspirational motivation is the leader communicating high expectations of the followers and the
leader’s ability to motivate them to accomplish those expectations. Intellectual stimulation
includes the leader’s ability to stimulate followers to be creative and innovative and challenge
their own beliefs and values. Finally, individual consideration is the leader’s ability to provide a
supportive environment for the follower in which the leader can listen to the follower’s needs
(Bass & Avolio, 1994; Bass & Bass, 2008; Northouse, 2016).

2.4 Social work and transformational leadership

Social work leadership studies have developed more around being synonymous with
management theory (Bolzan, 2007; Brilliant, 1986). However, some special terms and
definitions specific to social work have emerged from the literature, such as “constructionist
conceptualizations of leadership and social influence processes” (Keenan, Sandovol, & Limone,
2018, p. 1). Within this framework, the constructionist is seen as “formulating conceptualizations
of leadership as a form of social influence those results in the reinforcement of or change in
thinking and actions” (Keenan et al., 2018, p. 3). Other terms used for social work leadership
were systemic leadership, distributed leadership, shared leadership, and relational leadership,
which will be discussed further (Keenan et al., 2018).

One study, Gillis (2001) involved social work perceptions of transformational and

transactional leadership in health care utilizing one hundred and eighty-seven social workers (n =



31

187) 89% women (n = 166), men (n=21), 11% men participants completed a Multifactor
Leadership Questionnaire (MLQ). The results indicated that all five transformational and
transactional factors were significantly correlated with leader outcomes of effectiveness,
satisfaction, and extra effort (Gillis, 2001). This empirical study illustrated that follower’s rate
social work leaders as having exhibited transformational leadership qualities within this limited
hospital setting. However, it did not address social work leaders' perceptions of their leadership
qualities or job satisfaction.

Other leadership research studies on health care were mainly qualitative studies. For
example, McAlearney (2006) performed an extensive qualitative study comprised of 35 expert
interviews and 55 organizational case studies and included 160 in-depth, semi-structured
interviews to explore this issue. Across interviews, several themes emerged around leadership
development challenges that were specific to healthcare organizations. Informants described how
the relative newness of leadership development practices in many healthcare organizations
contributes to an overall perception of haphazard practices throughout the industry. The
recommendations were that there should be more funding, research, and leadership development
training within health care settings (McAlearney, 2006).

Most of the studies found in the health care sector focused on nurses; one such study by
Sorenson et al. (2008) focused on job appreciation. This study was an ethnographic study of an
intensive care unit (ICU) in Sydney, Australia, comprising interviews with unit nursing managers
(4); focus groups (3) with less experienced, intermediate and experienced nurses (29 in total);
and interviews with senior nurse manager (1). The study concluded that nurses felt less
appreciated and not feeling enough skills in advocacy and leadership development. They

recommended that there should be more status as equal partners to other health professionals,
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which could be implied to be physicians (Sorenson et al., 2008). Of the research in the health
care sector, most (51.3%) have focused on the nursing profession with the remaining amounts
listed as other health workers (Vance & Larson, 2002). There remains a limited empirical basis
for asserting the effects of leadership in social work in the face of the assertion that social work
is practiced in the spirit of evidence-based practice to see its effects (Tafvelin et al., 2012).

2.5 Research Studies on Emotional Intelligence in Other Professions

Studies related to emotional intelligence and leadership will be summarized in this
section. The first such study was conducted in two large organizations in Shanghai, China, on a
sample of 323 participants, including both managers and subordinate employees. Emotional
intelligence was measured by using the Wong Emotional Intelligence Scale (WEIS), and
leadership style, using the Multifactor Leadership Questionnaire (MLQ-5x Short). The results
showed that managers’ transformational leadership style fully mediates the relationship between
managers’ emotional intelligence and employee job satisfaction. However, managers’
transformational leadership style has no mediating effect on the relationship between managers’
emotional intelligence and employee performance, organizational commitment, and job stress
(Lam & O’Higgins, 2012). This study's results contribute to current insights into leaders’
emotional intelligence, leadership style, and employee outcomes. This demonstrates the
importance of leaders’ emotional intelligence on job satisfaction, tied to a third mediating
variable, transformational leadership (Lam & O’Higgins, 2012).

In another study, researchers looked at the relationship between emotional Intelligence in
occupational therapists in mental health. Researchers mailed a survey containing cognitive style
measures and emotional competencies at work and demographic questions to 400 members of

the national occupational therapy association. Out of the mailings, 134 occupational therapists
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responded. The results were that a moderate relationship was found between intuitive cognitive
style and emotional intelligence. Experienced therapists scored higher on the use of emotional
competencies at work and reported a preference for an intuitive cognitive style than novices
(Chaffey, Unsworth, & Fossey, 2012). This study represents the first attempt to explore
occupational therapists' preferred cognitive style and self-reported emotional intelligence.
Findings suggest that exploring emotions through reflective practice could enhance clinical
reasoning (Chaffey et al., 2012).

In conclusion, these studies have demonstrated that emotional intelligence is vital to
social work and other professions related to health care. The research studies were selectively
condensed to demonstrate the importance of El in the health care field both within and outside
the social work profession. This, by far, is not reflective of the numerous studies in the field.
However, the next focus will be on a leader's relationship, specifically, transformational
leadership.

2.6 Transformational Leadership Research

Research has demonstrated the usefulness of transformational leadership in many
different organizations and countries and established a range of positive effects, such as
organizational effectiveness, performance, innovation, trust, and job satisfaction (Hafford-
Letchfiled, Lambley, Spoolander, & Cocker, 2014). At first, transformational leadership was
associated with top leaders in the private sector, but research evidence points in a different
direction. In a meta-analysis of transformational leadership and effectiveness, Harms and Crede
found, to their surprise, that transformational leadership was more common in the public sector

and among first-line managers, not the CEOs (Harms & Crede, 2010).
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In studies regarding the effectiveness of transformational leadership, one of the aspects of
emotional intelligence that is an essential component is self-awareness. Huy (2012) suggests that
“there is a short supply of empirical research on emotional capability, including qualitative field
research... and quantitative research” (Huy, 2012, p. 10). This study attempts to identify
attributes of emotional intelligence as it relates to sub-components of transformational
leadership. In a sample of 163 female managers, the Genos Total El has been found to correlate
at .56 with transformational leadership as measured by the Multifactor Leadership Questionnaire
(Bass & Avolio, 2004). The Emotional Management of Others (r=.51) was the largest Genos El
subscale and was overwhelmingly the element that predicted transformational leadership above
other subscale elements (Gignac, 2010).

Other studies relating emotional intelligence and transformational leadership are
summarized under Antoniou & Cooper, (2005) which include several studies such as a Barling,
Slater, & Kelloway, (2000) which found that our of (n = 187) managers rated their
transformational leadership using multivariate analyses of covariance showed that three aspects
of transformational leadership (i.e., idealized influence. inspirational motivation, and
individualized consideration) were rated according to the level of emotional intelligence. Clark,
(2010) found out of a sample of 67 UK project managers found that emotional intelligence
explained additional variance in the project manager competences and the transformational
leadership behaviors of idealized influence and individualized consideration. Moreover, Wang,
Tao, Bowers, Brown, & Zhang, (2017) found that transformational leadership and staff nurse
emotional intelligence were significant predictors of nurse intent to stay, accounting for 34.3% of
the variance in nurse intent to stay and that nurse emotional intelligence partially mediates the

relationship between transformational leadership and nurse intent to stay.
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Additionally, Harms & Crede, (2010) out of 62 independent samples indicated a validity
estimate of .59 when ratings of both emotional intelligence and leadership behaviors of
transformational leadership qualities. In a final study on EIl and TL, using the multifactor
leadership questionnaire in 110 senior level managers emotional intelligence correlated highly
with all components of transformational leadership, with the components of understanding of
emotions (external) and emotional management the best predictors of this type of leadership
style (Gardner & Stough, 2002). The next section is explicitly related to the evolution specific to
social work leadership.

2.7 Job Satisfaction and Social Work

As mentioned previously, research on social worker job satisfaction has yielded results to
show many qualities of the two variables of emotional intelligence and transformational
leadership. For example, Marmo & Berkman (2018) found that with 203 hospice social workers,
leadership perceptions were significant for intrinsic and extrinsic job satisfaction.
Furthermore, in a study involving 445 team members in 57 community mental health teams, job
satisfaction has also been significantly related to worker’s team and personal role clarity as well
as identification with the team and perceptions of the job and supervisor (Onyett et al., 1997).
The organizational structure typically related to leadership in organizations has been reported in
conceptual research studies to be important in job retention (Collins, 2008; Coyle et al., 2005;
Lloyd, King, & Chenoweth, 2002). Finally, three other empirical studies specifically related to
social workers emphasize the importance of how transformational leadership and emotional
intelligence are implied in the research.

In another study, Kim & Stoner (2008), in cross-sectional study design, randomly

selected 1,500 social workers from a total population (N=21,518) of state-registered social
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workers to look at job stress and burnout. The results suggested that leadership should create
decentralized and supportive job settings to prevent burnout and increase healthcare
organizations' retention. In a second mixed-methods study, Coffey et al. (2004) found that in
two United Kingdom social services organizations (N=3,771), job satisfaction was considerably
lower than had been previously reported, which confirms early statistical reporting of the high
turnover of social workers. In the final multi-method study design, Evans et al. (2006) with
n=237 mental health social workers reported high levels of stress and emotional exhaustion and
low levels of job satisfaction.

In conclusion, the statistical reports of social workers having the lowest working years
among the other health care professionals are illustrated in the research studies within this
section. This seems to be further evidence of the need for leadership support of emotionally
intelligent transformational leaders. These attributes are implied to be social work leaders'
valuable characteristics in creating supportive organizational environments for social worker
supervisees.

2.8 Social Work Leadership

The early history of social work focused on reforming social injustices, public policy
issues, and community development. Although there have been essential pioneers in social work
who were indeed leaders dating back to the civil war (e.g., Clara Barton), the profession of social
work is relatively young (Brilliant, 1986). The inspiration for social work around the globe has
drawn from the work of Jane Addams, who founded the Hull House in Chicago, Illinois, in 1889
(Brilliant, 1986; "Social work degree guide," n.d.). Other prominent pioneers whose work has
been reported are Jeannette Rankin, Edward Devine, and Harry Devine. The latter Devine was

reported to be a close advisor to President Franklin Roosevelt in crafting the New Deal and wrote
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the official charter of the American Association of the Social Workers (AASW), which
subsequently became the National Association of Social Workers (NASW). Devine became the
president of AASW in 1923 ("Social work degree guide,” n.d.).

Eleanor Brilliant first published the topic of leadership in social work in a 1986 article
entitled “Social Work Leadership: A Missing Ingredient.” In this article, Brilliant stated that “A
significant aspect of professional social workers' role involves leadership activities with small
groups and in the broader community...Despite its prevalence in the management and
organizational literature, leadership remains an elusive concept” (p. 325). Since that time, other
leadership articles have been more conceptual framework articles, arguing for the need for more
research and making attempts to decipher a distinction between administration, management, and
leadership (Brilliant, 1986; Call, Owens, & Vincent, 2013; Fisher, 2009).

In a literature search on the topic of leadership in social work, Holosko (2009) used a
content analysis of both empirical and conceptual articles (N=51) and listed five core leadership
attributes. These attributes were ranked in descending order and were listed as follows: “(a)
vision, (b) influencing others to act, (c) teamwork/collaboration, (d) problem-solving capacity,
and (e) creating positive change.” p. 454). The core attributes tend to align with the social
constructionist concept as a form of social influence that results in the reinforcement of or
change in thinking and actions (Hafford-Letchfiled, Lambley, Spoolander, & Cocker, 2014).
Finally, in a study by Rank and Hutchinson (2000), individuals (N=75) who held leadership
positions within the Council of Social Work Education and the National Association of Social
Workers were canvassed about leadership in social work. In their conclusion, the consensus was
that education and training in social work leadership fell short of both the demands for leadership

in the field and academia’s ability to teach and educate students about the concept of leadership
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adequately. In conclusion, earlier works support the need for leadership research in the social
work field. Thus, although experts consider opinions, there are substantial implications for
empirical research on leadership for the social work profession.

The literature on management in corporate settings used leadership and management as
interchangeable terms (Brilliant, 1986). Thus, social work followed suit with the same
orientation for training social work managers. Moreover, when managers in social work
convened to define social work leaders' competencies, an article emerged from this convention
entitled “Leadership and Management Competencies Defined by Practicing Social Work
Managers: An Overview of Standards Developed by the National Network for Social Work
Managers (Wimpfheimer, 2004). These social work managers defined what they did as expert
leader managers under two external and internal relations domains. Within these two domains, a
total of ten competencies were listed. Competencies for external relations were listed as follows:
“contemporary social and public policy issues, advocacy, public/community relations and
marketing, and governance...

Moreover, competencies for internal relations were as follows: planning, program
development and management, financial development, evaluation, human resource management,
and staff development” (Wimptheimer, 2004, p. 49). The social work manager's composition
within this research study included participants from academia, agency, and private practice. The
competency areas were defined as in-depth, included valuable information, and included a
certification credentialing process. However, this compilation of valuable information for
managers in social service agencies lacked the leadership theory foundational studies necessary

for empirical research. Moreover, it did not include a specific group of social worker leaders.
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This research study will endeavor to undertake. Specifically, it did not include social workers in
health care leadership.

These previously stated competencies are pertinent as they provide common operational
competencies that can then be taught as managers' skill sets. However, they only speak to
management and administration, which mainly provides a level of skills for solving problems
and keeping organizations functioning. Brilliant (1986) stated in her seminal article regarding the
missing ingredient in social work leadership, “leaders have unique qualities such as being
creative, take risks, and promote innovation and organizational growth (Brilliant, 1986, p. 326).
This distinction between managers and leaders are concepts that have been previously presented
under aspects of both emotional intelligence and transformational leadership. Distributed
leadership models appear to be those described most by scholars aiming to advance leadership in
social work and social care (Aidyn L. lachini, Timothy P. Cross & Darcy A. Freedman, 2015).

Despite the few empirically based studies on emotional intelligence and transformational
leadership with social workers, there have been attempts to address the topic of leadership in
other professional settings about both EI and TL. For example, in an article addressing leadership
in social work, Yliruka and Karvinen-Niinikoski (2013) discussed enhancing social work
productivity. They speak to transformative processes involving not only dialog between the
leaders and social workers, but they also encourage communication among the social workers
within organizations and a reflective mirroring process as individuals. Although only one of the
empirical journals was mentioned in this journal article, there were practical implications of
transformational leadership and emotional intelligence and relevant implications for this research

study.
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A significant positive relationship was found between all subscales of EI and job
performance in a descriptive cross-sectional study correlating emotional intelligence and job
performance with registered nurses in six Jordanian hospitals. EI was measured using the Genos
instrument used in this proposed research study (Palmer et al., 2009). Clinical performance was
measured using a self-report. The findings of the positive relationships ranged from r=.250, p =
.000 to r =.193, p =.007. A regression analysis indicated working in medical-surgical wards,
recognizing, and expressing emotions scores (5 = 0.186, p =.048), and controlling emotions (5 =
0.255, p =.027) explained 19.1% of variance in nurses’ job performance (Al-Hamdan et al.,
2017). The study findings confirm the correlation between El ability and clinical performance,
further providing evidence for the relevance of the Genos instrument used for this study as it
relates to EI in the health care settings.

A final study reviewed was from a corporate setting; Clark (2010) establishes a
relationship between El and TL. Clark (2010) sampled 67 United Kingdom (UK) project,
managers. He found that emotional intelligence ability measures and empathy explained
additional variance in the project manager competencies of teamwork, attentiveness, managing
conflict, and the transformational leadership behaviors of idealized influence and individualized
consideration after controlling cognitive ability and personality. Total EI was significantly
correlated with all four of its constituent branches: perceiving emotions (r = 0.82, p < 0.01),
using emotions to facilitate thinking (r = 0.81, p< 0.01), understanding emotions (r = 0.52, p<
0.01), and managing emotions (r = 0.59, p < 0.01). Using emotions to facilitate thinking was the
only El ability found to have any significant correlations with transformational leadership, and
this was concerning the two dimensions of idealized influence (r = 0.26, p < 0.05) and

individualized consideration (r = 0.27, p< 0.05). Although the Clark (2010) study was within the
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corporate setting and examined the four dimensions of TL, it was relevant to this study to
demonstrate a significant relationship between two of the variables of EI and TL used within the
present study. Even though the proposed study will use a total TL score, it would be interesting
to see if this study yielded similar subscale correlations. Thus, a study of EIl and TL of social
work leaders demonstrates whether the two components of TL idealized influence and
individualized consideration or other attributes relate to TL's social work leadership components.

The number of studies using transformational leadership theory in social work settings
increases; however, these studies are still scarce and rarely related to clearly defined leadership
theories. Most of the studies that originate from the United States and Canada explored the
influence of transformational leadership in social work concerning job satisfaction and
satisfaction with the leader and found positive relationships as reported in the book Inclusive
Leadership in Social Work and Social Care (Hafford-Letchfiled, Lambley, Spoolander, &
Cocker, 2014). A few studies have been conducted in Danish elderly care and supported “the
usefulness of transformational leadership about employee well-being (Nielsen and Munir, 2009;
Nielsen et al., 2008)” from (Tafvelin, Hyvonen, & Westerberg, 2014, pp. 4-5).

Examining the relationship between emotional intelligence, transformational leadership,
and job satisfaction with social workers provides valuable insight into social work leaders for the
growing profession of social work. The leaders included social workers in social, professional
associations that included members of the National Association of Social Workers (NASW) or
the Association of Social Work Boards (ASWB).

2.9 Summary

This section presented a theoretical and philosophical perspective on emotional

intelligence, transformational leadership, and social work leadership. A literature review
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established a foundational relationship between emotional intelligence and the constructs of
transformational leadership and the emerging understanding of a need for social work leadership
research. The three traditional emotional intelligence models recognized in the literature as
Salovey and Mayer, Goleman, and Bar-On were examined. Each model was described in detail,
outlining key components and underlying assumptions. A comparison revealed similarities and
differences among the models. Genos, an emerging model of emotional intelligence, was also
examined and compared to the accepted models. This literature review exposed gaps between the
traditional models of emotional intelligence and transformational leadership related to job
satisfaction among social work leaders. Thus, the study of emotional intelligence, defined as
being aware of one’s feelings and others (Goleman, 2012), and transformational leadership, can
be crucial in leadership studies in training social worker leaders. Moreover, linking El and TL in
promoting job satisfaction would hopefully decrease stress and burnout. Such a study should

significantly add to a body of knowledge to enhance the field of leadership studies.
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CHAPTER 3
Methodology

This chapter describes the research methodology utilized in this study. Furthermore, the
chapter discusses the study's design, assumptions, and rationale for the study based on the
literature review and research questions. The chapter also describes the study participant
selection, instruments utilized, sampling technique, data collection, and data analysis procedures.
Finally, this chapter concludes with an overall summary of the findings, along with ethical
considerations.

The purpose of this explanatory correlational study was to examine the associations
between emotional intelligence (EI), transformational leadership (TL), and the relationship to job
satisfaction among social workers fulfilling leadership roles in healthcare settings. The
independent (predictor) variables were social work leadership characteristics of emotional
intelligence and transformational leadership. The dependent (outcome) variable was job
satisfaction among social workers. This research was designed to answer the following research
questions:

RQ1. What are the levels of emotional intelligence, transformational
leadership, and job satisfaction among a national sample of social worker leaders
practicing in the health care field?

RQ2. What is the relationship between emotional intelligence,
transformational leadership, and job satisfaction among a national sample of social

work leaders practicing in the health care field?
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RQ3. How are emotional intelligence and transformational leadership associated
with job satisfaction among a national sample of social work leaders practicing in the
health care field?

3.1 Assumptions and Rationale for Quantitative Research

The researcher conducted a quantitative approach based on primary data from a
questionnaire designed to measure emotional intelligence (EI), transformational leadership (TL),
and job satisfaction (JS). According to Ary, Jacobs, Sorensen, & Walker (2014), quantitative
research assumes a positivist worldview with the belief “that through objective procedures
researchers can discover [general] principles and apply them to understand human behavior” (p.
25). Creswell (2015) notes that postpositivist has represented traditional research, with
assumptions better represented by quantitative research than qualitative research. Creswell
(2014) has further noted that “rational considerations shape knowledge...Furthermore being
objective is an essential aspect of competent inquiry” (p. 7-8).

3.2 Explanatory Correlational Design

Correlational studies are a form of descriptive research and are described as designs
which explain or demonstrate that a relationship exists among two or more variables (Creswell,
2014; Edmonds & Kennedy, 2017; Leedy & Ormrod, 2016; O’Leary, 2014). This study will
employ an explanatory correlational design to examine the associations between (1) emotional
intelligence (EI), (2) transformational leadership (TL), and their relationship to (3) job
satisfaction among social workers fulfilling leadership roles in healthcare settings. The
independent (predictor) variables are levels of emotional intelligence and transformational

leadership. The dependent (outcome) variable is job satisfaction.
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3.3 Measures

3.3.1 Emotional Intelligence

Social worker leaders’ emotional intelligence was measured by the total score of the self-
report Genos Model of Emotional Intelligence (GMEI) instrument (Gignac, 2010) (Palmer et al.,
2014). The 14-item GMEI is a 14-item questionnaire which uses seven subscales-- emotional
self-awareness (ESA), emotional expression (EE), emotional awareness of others (EAO),
emotional reasoning (ER), emotional self-management (ESM), emotional management of others
(EMO), emotional self-control (ESC)-to arrive at a total scale score (Gignac, 2010), Each item
on the inventory is scored on a 5-point Likert scale: 1=Almost Never, 2=Seldom, 3=Sometimes,
4=Usually, 5=Almost Always. Gignac (2010) reports, "internal consistency reliabilities
associated with the total scale scores from the GMEI were approximately .95, and the subscale
score reliabilities were approximately .80." (p. 309).

According to Palmer et al. (2009), Genos Total El scale scores were associated with very
high levels of internal consistency reliability (i.e., >.90). Also, they reported mean subscale
reliabilities were all above .70, ranging from .71 to .85. From a test-retest perspective, “the
Genos EI Inventory scores also exhibited respectable levels of reliability (or stability), with total
scale correlations of .83 and .72 at 2-month and 8-month intervals, respectively” (Gignac, 2010,
p. 47). Within the context of Genos EI, emotional intelligence has been operationalized as
consistent with seven dimensions of behavior related to identifying, using, and managing
emotions.

All the Genos EI items have a workplace context and are relevant to identifying, using, or
managing emotions. For most, then, the Genos EI inventory is associated with high face validity.

The Genos El inventory also has been demonstrated to have content validity. The Genos El
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normative sample (N=4775) (Gignac, 2010) reported that the Genos EI seven-factor model was
statistically significant and practically better fitting than all other competing models. Moreover,
the Genos EI inventory was reported to be associated with both concurrent validity and
predictive validity (Gignac, 2010, p. 55).

Furthermore, according to Gignac (2010), “the scores of the Genos EI inventory can be
justifiably said to be associated with an appreciable amount of validity... evidence of factorial
validity, concurrent validity, predictive validity, discriminant validity, as well as evidence of
incremental predictive validity, was reported in a detailed and comprehensive manner.
Consequently, researchers and practitioners should be confident that the Genos EI inventory
produces scores that are both reliable and valid indicators of adult emotional intelligence in the
workplace” (p. 61). (see Table 1 for detail on research questions, variables, and corresponding
data analysis.)

Table 1 Research Questions, Variables, and Data Analysis

Research Questions, Variables, and Data Analysis

Research  Variables Data-scale Data Analysis
Questions Measurement
RQ1 IV: Emotional Intelligence IV: Continuous Descriptive

IV: Transformational Leadership DV: Continuous  Pearson Correlation
DV: Job Satisfaction

RQ2 IV: Emotional Intelligence IV: Continuous Pearson Correlation
IV: Transformational Leadership  IV: Continuous Crosstabulation
DV: Job Satisfaction DV: Continuous

RQ3 IV: Emotional Intelligence IV: Continuous Linear Regression

IV: Transformational Leadership DV: Continuous
DV: Job Satisfaction

Note. IV = independent variable; DV = dependent variable.
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3.3.2 Transformational Leadership

Social worker leaders’ transformational leadership was measured by the total score of the
self-report 12-item of the Multifactor Leadership Questionnaire (MLQ) Form 6S (Bass &
Avolio, 2004). Respondents are asked for each item to use a five-point Likert scale ranging from
(1) Never to (5) Always. Previous research has demonstrated the reliability and validity of the
total scales and subscales, ranging from 0.74 to 0.94 (Bass & Avolio, 2004). Cronbach’s alpha
coefficient of reliability in previous studies for the total scale has ranged from 0.84 to 0.93 (Bass
& Avolio, 2004; Clark, 2010; Fatima, Imran, & Zaheer, 2010; Lopez-Zafra, Garcia-Retamero, &
Augusto Landa, 2008

3.3.3 Job Satisfaction

The 16-item short form of the Job Satisfaction Survey (JSS) questionnaire (Koeske, Kirk,
Randi, & Rauktis, 1994; Spector, 1985). An example of a Likert-type statement from the
instrument is “Rate each of the aspects of your work according to the degree of satisfaction or
dissatisfaction.” Respondents are asked to rate their responses on a scale of 1 (very dissatisfied)
to 5 (very satisfied) for each aspect. Although the original scale was rated on an eleven-point
scale, the author suggested to this writer that a 5-point scale could be used as well (Koeske, Kirk,
Randi, & Rauktis, 1994); the scale was developed and validated in a series of studies from 1980
to 1991 involving over 600 helping professionals. Across administrations, “the full job
Satisfaction Scale (JSS) alpha reliabilities ranged between .83 and .91, and reliabilities of the
intrinsic and organizational satisfaction subscales ranged from .85 to .90 and .78 to .90” (Koeske
etal., 1994, p. 2).

Although the (GMEI), the MLQ-5X, and the (JJS) had been previously individually been

scrutinized and examined, these were field-tested with a sample of participants based on this
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researcher’s professional membership references, knowledge base, and commitment to the
National Association of Social Workers (NASW), or the Association of Social Work Boards
(ASWB). The field test results revealed some editing changes in the termination of the
questionnaire, which allowed persons who were not participating in the drawing for a free
membership to exit. Each of the questionnaires had a protocol developed to complement IRB
processes in major universities but needed a separate NASW IRB approval (see appendix F).

3.4 Study Participants

Participants were drawn from social workers practicing in healthcare settings who were
either a member of the National Association of Social Workers (NASW) or the Association of
Social Work Boards (ASWB). Social work leaders in health care settings were the target
members of at least one of these organizations. However, social work participants outside of the
professional associations of NASW or ASWB were also intended to be included. Other
individuals were to be captured by their attendance at live national conferences to allow for an
inclusive process. The procedure for more inclusion was to give potential participants either
paper copies of the questionnaire or instruction for an electronic version of the survey. However,
due to the Covid-19 pandemic, all conferences were reconfigured for virtual, and thus, this
researcher was unable to accomplish this portion of the sampling.

From the ASWB southeastern state address list, 8428 emails were sent. This list was
obtained from the ASWB Southeastern regional state licensure group for ($125) paid for by the
researcher. Ten emails failed out of those emails, and 882 surveys were started, but only 692
were completed. Six hundred sixty-three emails bounced from the original list bringing the net
number sent to 7,765. The NASW email list was solicited and obtained through its Institutional

Review Board IRB for $1,000 paid by the researcher for a random sample of 2,500 emails sent
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by NASW. (It is noted that as a part of the NASW, IRB process, a disclaimer statement was
attached to the email notification stating that “it is not endorsed by NASW” included as a part of
a suppression waiver form (See Appendix D). Of the n = 2,500, n = 746 participants opened the
link, and there were 136 clicks, which were assumed to be respondents to the survey for a 3 %
click rate. Adding the n = 7,765 from ASWB and the n = 2,500 brings the total emails reached at
n = 10,265. With n =1,040 s responses returned, there is a 10% return rate. Of these 1,040, 812
completed the survey and were included in the analyses. Individuals on these lists were given an
electronic survey, as indicated as a part of Appendix D, to ascertain their level of emotional
intelligence, current job satisfaction, and perceptions of their transformational leadership.

A suggested incentive to complete the questionnaire was also offered. The suggested
incentive included one annual membership from each professional organization that would be
randomly drawn from those who indicated that they desired to be included in the offering to
participate and complete the questionnaire for the study. Since there are potential duplicates from
across the various organizations, it was difficult to determine which organization was
represented other than those who desired to participate in the random drawing offered as an
incentive. The demographics of the participants are reported in Chapter 4.

3.5 Data Collection Procedures

Before any study steps were taken, | sought and received approval from the North
Carolina Agricultural and Technical University Institutional Review Board. After approval,
guestionnaires were sent via email to social workers on the lists and actively practicing in
healthcare settings who are members of the National Association of Social Workers (NASW)

and the Association of Social Work Boards (ASWB) in the Southeast region of the United States.
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The questionnaire consisted of four sections. Appendix D gathered information on
respondents' demographics characteristics such as gender, age, and level education and practice
level, etc. Appendices A, B, and C consist of emotional intelligence measures, transformational
leadership, and job satisfaction, respectively. (Sample survey Appendix D). Samples are as
follows: Emotional Intelligence Questionnaire (Appendix A), Transformational Leadership Style
Questionnaire (Appendix B), and Job Satisfaction Scale Questionnaire (Appendix C). An initial
email (Appendix E) was sent to recruit members, and then a second follow-up emails sent after
two to three weeks. The questionnaires were using Qualtrics, an internet-based data collection
program that was accessed through a link in the e-mail invitation sent to potential respondents
study questionnaire consisting of the combined questions selected from the MLQ-5X to measure
transformational leadership, the GMEI to measure emotional intelligence, and finally the Job
Satisfaction Survey (JSS) (See appendices D and E for draft questionnaire instrument and
permissions to use each of the instruments in this research study).

3.6 Data Analysis Procedures

The data were analyzed using the Statistical Package Social Sciences (SPSS) Version 27
software package for Windows. Descriptive statistics were used to illustrate demographics for
determining the relationship between emotional intelligence and transformational leadership
related to job satisfaction. The research questions and respective data analysis procedures are
explained as follows:

RQ1. What are the levels of emotional intelligence, transformational
leadership, and job satisfaction among a national sample of social worker leaders

practicing in the health care field?
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Descriptive statistics of each variable are presented for a clear picture of
each of these variables' levels.

RQ2. What is the relationship between emotional intelligence,
transformational leadership, and job satisfaction among a national sample of social
work leaders practicing in the health care field?

The Pearson product-moment correlation coefficient (Pearson r) was used to
test the relationship between the variables indicated in the question. Also, crosstabs
were used to show an overall correlation and how one variable's levels vary across
levels of the other variable. The overall correlations were cited, and then tables will
show crosstabs with categories of a low, medium, and high ET, TL, and JS,
respectively.

RQ3. How are emotional intelligence and transformational leadership associated
with job satisfaction among a national sample of social work leaders practicing in the
health care field?

A multiple regression analysis was used to exam emotional intelligence,
transformational leadership, practice levels as years, and gender as independent

variables to examine their relative effects on the dependent variable, job satisfaction.

According to Creswell (2015), “multiple variable analysis (partial correlations and
multiple regression)” (p. 343) would seem to be appropriate statistical analysis techniques to use

for this type of study. (see Tablel, for research questions, variables, and data analysis).
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3.7 Summary

This chapter outlined the method used to perform the study. In this chapter, research
questions were shown and discussed along the lines of the design of the study and data analysis.
The type of sampling and data collection procedures were presented for the participants in the
study. Also, the reliability and validity of each instrument used in the questionnaire were

discussed. Finally, data analysis procedures were explained.
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CHAPTER 4
Results

4.1 Introduction

The purpose of this explanatory correlational study was to examine the associations
between emotional intelligence (EI), transformational leadership (TL), and the relationship to job
satisfaction among social workers fulfilling leadership roles in healthcare settings. The
independent (predictor) variables were social work leadership characteristics of emotional
intelligence and transformational leadership. The dependent (outcome) variable was job
satisfaction among social workers.

The first section provides a summary of the research design and methodology utilized in
the study. The second section presents the demographic data and descriptive statistics of the
participants in the study. The third section delineates the quantitative results of the statistical
procedures utilized to answer each research question. Finally, a summary of the data analysis is
provided.

This research was designed to answer the following research questions:

RQ1. What are the levels of emotional intelligence, transformational
leadership, and job satisfaction among a national sample of social worker leaders
practicing in the health care field?

In answering this question, I provide the descriptive statistics of each
variable to present a clear picture of each of these variables' levels.

RQ2. What is the relationship between emotional intelligence,
transformational leadership, and job satisfaction among a national sample of social

work leaders practicing in the health care field?
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In answering this question, | performed the Pearson product-moment
correlation coefficient (Pearson r) to test the relationship between the question's
variables. Also, crosstabs were used to show an overall correlation and how levels of
one variable vary across levels of the other variable. The overall correlations were
cited, and then tables will show crosstabs with categories of a low, medium, and high
ET, TL, and JS, respectively.

RQ3. How are emotional intelligence and transformational leadership associated
with job satisfaction among a national sample of social work leaders practicing in the
health care field?

To answer this question, I utilized a multiple regression analysis using
emotional intelligence, transformational leadership, practice levels as years, and gender
as independent variables to examine their relative effects on the dependent variable, job
satisfaction.

After approval from the IRB at NC A&T, administrative personnel were contacted in the
associations to ascertain the protocols for soliciting participants for the study. Questionnaires
were then sent via email to social workers practicing in healthcare settings who were members of
the National Association of Social Workers (NASW) and the Association of Social Work Boards
(ASWB) in the Southeast region of the United States. Included in this email solicitation was
information about the study (Appendix E) and a link to the survey. A follow-up email was sent
after two to three weeks to these individuals, thanking them if they had completed the survey and
asking them to please complete the survey if they had not. The link for the survey was again
included. Survey data were collected using Qualtrics, an internet-based survey, and data

collection program. The study questionnaire consisted of combined questions selected from the
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MLQ-5X to measure transformational leadership, the GMEI to measure emotional intelligence,
and the Job Satisfaction Survey (JSS) (See appendices D and E for the questionnaire instrument
and permissions to use each of the instruments in this research study).

4.2 Sample

Participants were drawn from social workers practicing in healthcare settings who were
either a member of the National Association of Social Workers (NASW) or the Association of
Social Work Boards (ASWB). The participants from the ASWB southeastern state address list
were (n=8428) emails sent. Out of those emails sent, ten emails failed, 882 surveys were started,
but only 692 were completed. 663 emails bounced from the original list bringing the net number
sent being (n=7,765). This was obtained from the ASWB Southeastern regional state licensure
group. The NASW email list was solicited and obtained through its Institutional Review Board
IRB and was sent by NASW. NASW then drew a random sample of (n= 2,500) emails of which
a Qualtrics link was sent. Of the (n = 2,500), (n = 746) participants opened the link, and there
were 136 clicks that were assumed to be respondents to the survey for a 3 % click rate. Adding
the (n = 7,765) from ASWB and the (n = 2,500) brought the total emails reached at (n = 10,265).

1,040 Qualtrics respondents returned the survey in Qualtrics with (n=812) completed
surveys. This resulted in a 10% return rate from the original (n = 10,265). The demographics of
those respondents are included in Table 2, representing race, age, gender identification, and

practice experience of respondents.



Table 2 Demographics of gender, race, age, and practice experience.

Demographics including race, gender, age, and practice experience in years

Variable N %
Race
Do not wish to report 18 2.1%
Multi-Race 26 2.9%
Native Hawaiian or Pacific Islander 1 .001%
Asian 7 .8%
American Indian or Alaska Native 14 1.7%
Black or African American 157 18%
White 616 70.6%
Hispanic, Latino, or Spanish origin 34 3.9%
Age range
24 and younger 5 0.6%
25-29 74 9.1%
30-34 100 12.3%
35-39 122 14.9%
40-44 113 13.9%
45-49 91 11.2%
50-54 87 10.6%
55-59 57 7.0%
60-64 69 8.5%
65 and older 97 11.9%
Gender
Male 126 126 1559%0
Female 685 84.0%
Gender Fluid 4 0.5%

Practice experience as a social worker in years

0- 5 years 154 19.2%
6-10 years 151 18.8%
>10 years 497 62.0%

Note: Table 2 totals vary because of missing responses.
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Under race, there were 21 (2.1%) did not wish to report, multi-race 26 (2.9%), Native
Hawaiian or Pacific Islander 1 (.001%), Asian 7 (.8%), American Indian or Alaska Native, 14
(1.7%), Black or African American, 157 (18%), White 616 (70.6%), and Hispanic, Latino, or
Spanish origin 34 (3.9%). Age range was represented as 24 and under, 5 (0.6%), ages 25-29/ 74/
(9.1%), ages 30-34/ 100 (12.3%), ages 35-39/ 122 (14.9%), ages 40-44/ 113 (13.9%), ages 50-
54/ 87 (10.6%), ages 55-59/ 57 (7.0%), ages 60-64/ 69 (8.5%), ages 65 and older, 97 (11.9%).
Gender identification was reported as Males, 126 (15.5%), Females 685 (84.0%) and Gender
Fluid 4 (0.5%). Finally, represented under practice years was reported as 0- 5 years, 154
(19.2%), 6-10 years, 151 (18.8%), >10 years, 497 (62.0%).

4.3 Data Analysis Procedures

This section will address each of the research questions with the respective test and data
analysis. The study's data were collected, compiled, and analyzed using the Statistical Package
Social Sciences (SPSS) Version 27 software package. Several descriptive statistics were used for
illustrating the demographic characteristics of the participants. The Pearson correlation (Pearson
r) and cross-tabulations were used for determining the relationship between emotional
intelligence and transformational leadership as they related to job satisfaction. Finally, a multiple
regression analysis using emotional intelligence, transformational leadership, practice levels as
years and gender as independent variables to examine their relative effects on the dependent
variable, job satisfaction with each analysis procedures performed as follows:

4.3.1 Research Question 1 (RQ1):

What are the levels of emotional intelligence, transformational leadership, and job

satisfaction among a national sample of social worker leaders practicing in the health care field?
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To answer this question, descriptive statistics and frequency tables characterize

respondents’ levels of each variable, as shown in Table 3. Table 3 also illustrates low, medium,

and high levels of EI, TL, and JS. Levels were determined by distributions in three categories:

lower 33%, middle 66% to the upper level of 100% of the scores.

Table 3

Descriptive Statistics of Emotional Intelligence (EI) Transformational Leadership (TL)

and Job Satisfaction (JS) (N = 1040)

Variable n % Mean SD Total N
El 871 44.66 3.65 871
El Grouping Levels

Low EI (11 -43) 298  23.7%

Med EI (44 — 46) 346  33.3%

High EI (47 — 60) 227  21.8%

Missing 169 16.3%
Total 1040  100%
TL 842 48.01 6.60 842
TL Grouping Levels

Low TL (18 — 45) 279 26.8%

Med TL (46 —51) 294  28.3%

High TL (52 — 60) 269  25.9%

Missing 198 19%
Total 1040  100%
JS 813 813
JS Grouping Levels 73.24 13.54

Low TL (18 —45) 287  25.8%

Med TL (46 —51) 268  27.6%

High TL (52 — 60) 258  24.8%

Missing 227 21.8%
Total 1040  100%

Note: Table 3 totals vary because of missing responses
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Table 3 presents differences in the number of participants who completed the survey
questions across all levels of emotional intelligence (n = 871), transformational leadership (n =
842) and job satisfaction (n = 813). The total (N = 1040) participants had different completion
numbers, which needed to be equalized across all variables.

This is represented in Research Question 2 below.

4.3.2 Research Question 2 (RQ2):

What is the relationship between emotional intelligence, transformational leadership, and
job satisfaction among a national sample of social work leaders practicing in the health care
field?

To answer research question 2, the researcher performed a Pearson correlation (Pearson
r) to test the relationship between emotional intelligence, transformational leadership, and job
satisfaction. The results indicated there was a significant positive correlation between variables
emotional intelligence (EI) and transformational leadership (TL) and job satisfaction (JS) (r =
.204, p <.001, r=.105, p< 003 and r = .334, p <,001) respectively. Also, cross-tabulations
show an overall correlation and how levels of one variable vary across levels of the other
variable. The overall correlations were cited. Table 4 illustrates crosstabs with categories of a
low, medium, and high for EI, TL, and JS (see Table 4, for case processing of emotional
intelligence, transformational leadership, and job satisfaction). Cases that were incomplete across

all variables were excluded from the correlation analysis for a consistent number of participants.
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Table 4: Crosstabs and Correlation of Emotional Intelligence (EI) and Transformational

Leadership (TL)and Job Satisfaction (JS)

Crosstabs and Correlation of Emotional Intelligence (EI) and Transformational Leadership (TL)and Job
Satisfaction (JS)

Variable JS Low (%) JS Med. (%) JS High (%) N X2
El Low 115 (40.2%) 89 (33.2.1%) 73 (28.3%) 277
El Med 108 (33.2%) 109 (33.5%) 108 (33.2%) 325
El High 63 (30.0%) 70 (33.3%) 77 (36.7%) 210

Total 286 268 258 812 9.57*

TL Low 130 (50.2%) 91(35.1%) 38 (14.7%) 259
TL Med 100 (34.7%) 110 (38.2%) 78 (27.1%) 288
TL High 56 (21.1%) 67 (25.3%) 142 (53.6%) 265
Total 286 268 258 812  104.44

Correlations

El TL JS
El Levels Pearson Correlation .204™ .105™
Sig. (2-tailed) 000 003
N 812
TL Levels Pearson Correlation .334™
Sig. (2-tailed) .000
N
JS Levels Pearson Correlation
Sig. (2-tailed)
N

**_Correlation is significant at the 0.01 level (2-tailed). EI = Emotional Intelligence,

TL = Transformational Leadership and JS = Job Satisfaction
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4.3.3 Research Question 3 (RQ3):

How are emotional intelligence and transformational leadership associated with job
satisfaction among a national sample of social work leaders practicing in the health care field?

A multiple regression was conducted to see if emotional intelligence, transformational
leadership, practice experience level and gender predicted job satisfaction. Results are presented
in Table 5. Using the enter method it was found that emotional intelligence, transformational
leadership, practice experience level and gender explain a significant amount of the variance in
the job satisfaction. (F (4, 789) = 33.756, p < .000, with an R? of .146, R?adjusted = .142). The
analysis shows that emotional intelligence level and gender did not significantly predict job
satisfaction (8 =.033,t(789) = .97, p > .34 and 6 = .01, t (789) = .28, p > .78 ns respectively).
However, transformational leadership, and years of practice did significantly predict job
satisfaction (6 =.313, t (789) = 9.06, p <.001, and (6 =.089, t (789) = 2.62, p <.001
respectively).

Participants predicted job satisfaction (JS) is equal to 30.598 + .731 Transformational
leadership (TL) +.098 Emotional intelligence (EI) + 1.290 (Practice experience) + .067
(Gender), where TL levels are coded as Low TL =1, Medium TL= 2 and High TL = 3, El Levels
are coded as Low TL =1, Medium TL= 2, Practice experience years are codedas 1 =0-5
years, 2 = 6 — 10 years and 3 = > 10 years and Gender is coded as 1 = Male, 2 = Female and 3 =
Gender fluid. Job satisfaction increased .731 for each increase in levels of TL and 1.290 years of
practice experience. Both transformational leadership and practice years were significant
predictors of job satisfaction. However, there was no significant difference in the relationship

between emotional intelligence levels, gender difference and job satisfaction.
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Table 5; Regression table of variables EI TL Gender and Practice Experience

Model df SS MS F P
Regression 4 20111.55 5027.89 33.76 .000P
Residual 789 117520.95 148.95
Total 793 137632.50

B SE S t p
Emotional Intelligence .035 .036 .033 97 .34
Transformational Leadership 317 .035 313 9.06 .01
Gender 021 074 .009 .28 .78
Practice Experience .092 .035 .089 2.62 .01

Predictors: (Constant), Transformational Leadership, Gender, Practice experience as a social
worker in years, Emotional Intelligence

Tests to see if the data met the assumption of collinearity indicated that multicollinearity
was not a concern (Gender identification, Tolerance = 1.00, VIF = 1.00; Practice experience
years, Tolerance = .97, VIF = 1.03; Emotional Intelligence scores, Tolerance = .95, VIF = 1.06;
Transformational Leadership, Tolerance = .92, VIF = 1.09 An analysis of standard residuals was
carried out, which showed that the data contained no outliers (Std. Residual Min = -3.26, Std.
Residual Max = 2..47). The histogram of standardized residuals indicated that the data contained
approximately normally distributed errors, as did the normal P-P plot of standardized residuals,
which showed points that were not completely on the line but close. The scatterplot of
standardized residuals showed that the data met the assumptions of homogeneity of variance and
linearity. The data also met the assumption of non-zero variances (Gender Variance = .138;
Emotional Intelligence, Variance = .594; Transformational Leadership, Variance = .646; Job

Satisfaction, Variance = .670; Practice experience, Variance = .628).
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4.4 Summary

The data analysis results revealed that the demographic information was representative of
the population for the social work profession. Under race, the White race was the larger number
represented by the racial group. Age representation had the largest group in the middle ages of
30-44. The social work profession continues to be represented mostly by persons who identified
as females at 84.0%. Moreover, those with ten years or more represented 62.0%) of the
respondents.

As represented in the literature, there was a significant positive correlation between
variables emotional intelligence (EI) and transformational leadership (TL) and job satisfaction
(JS). However, when regression analysis was performed, gender and emotional intelligence did

not have as strong effect as transformational leadership and practice experience.
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CHAPTER 5
Discussion

5.1 Introduction

This chapter presents a summary and discussion of the research study on the association
of emotional intelligence and transformational leadership to social work leaders' job satisfaction
in health care. As studies in other fields have found, leadership is a complex construct with many
dimensions (Antonakis, Avolio, & Sivasubramaniam, 2003; Bass & Bass, 2008; Bolden, 2011).
Moreover, from a constructionist framework, which was defined for this paper as “formulating
conceptualizations of leadership as a form of social influence that results in the reinforcement of
or change in thinking and actions” (Keenan, Sandovol, & Limone, 2018, p. 3). This social
influence as leaders and the dimensions of how this is related to this study's importance will be
discussed here.

This chapter begins with an overview of the study, along with research findings from it.
Moreover, these findings from each research question are presented concerning other research
studies discussed in this study's literature review section. Also, implications for policy and
practice will be offered for examination and what this researcher acknowledges as the study's
limitations. Finally, recommendations are made for future research methodology and content.

5.2 Overview of the Study

The current explanatory correlational study examined the associations between emotional
intelligence (EI), transformational leadership (TL), and the relationship to job satisfaction among
social workers fulfilling leadership roles in healthcare settings. Study participants were drawn
from social work leaders practicing in healthcare settings who are members of the National

Association of Social Workers (NASW) and the Association of Social Work Boards (ASWB).
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5.3 Summary of Research Findings

As represented in the literature, there was a significant positive correlation between
variables emotional intelligence (El) and transformational leadership (TL) and job satisfaction
(JS). However, when regression analysis was performed, gender and emotional intelligence did
not have strong effects as transformational leadership and practice experience.

The data were analyzed using the Statistical Package Social Sciences (SPSS) Version 27
software package for Windows. Results were analyzed utilizing several analyses, including
descriptive statistics, a Pearson product-moment correlation coefficient (Pearson r) to test the
relationship between the variables crosstabs used to show overall correlation, and how levels of
one variable vary across levels of the other variable. Finally, multiple regression analysis was
used to examine the independent variables' levels to examine their relative effects on the dependent
variable, job satisfaction.

5.4 Levels of Emotional Intelligence Transformational leadership and Job
satisfaction

Research Question 1 (RQ1):

What are the levels of emotional intelligence, transformational leadership, and job
satisfaction among a national sample of social worker leaders practicing in the health care field?

For this study's purpose, the El total score was divided into low, medium, and high
compared to JS low, medium, and high scores. There was a significant relationship in the
scores, r =.105, p < 003. However, as indicated earlier, compared to other variables in this
study, i.e., TL and practice experience, El did not have a strong relationship as the former two

variables. This study's findings support other studies referred to in the literature. For example, a
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research review concerning occupational therapists revealed that experienced therapists scored
higher on the use of emotional competencies at work (Chaffey, Unsworth, & Fossey, 2012).

Moreover, there were other research studies from which EIl was conceptualized to impact
job satisfaction of social workers (Biggart et al., 2016; Collins, 2008; Fatima, Imran, & Zaheer,
2010; Howe, 2008; (Marmo & Berkman, 2018; Morrison, 2007). Studies relative to other
professional groups had similar positive correlations (Anari, 2012; Guleryuz, Guney, Aydin, &
Asan, 2008; Opengart, 2005; Tagoe & Quarshie, 2016; Thiruchelvi & Supriya, 2009).

Moreover, as indicated in the literature review, overall, there were a limited number of research
studies found on the subject (Biggart et al., 2016; Howe, 2008; Ingram, 2013; Kinman & Grant,
2011; Morrison, 2007; Peters, 2017; Ruch, 2012). Several studies were quantitative studies being
the Biggart et al. (2016), (Coffey et al., 2004) and the Kinman & Grant (2011) studies.

Finally, Herzberg’s Two-Factor Theory of Motivation was embedded within the job
satisfaction part of the questionnaire. What happens intrinsically related to motivators around
psychological growth are feelings of achievement, advancement, and personal growth and are
key consideration of both emotional intelligence and transformational leaders. The relationship
between emotional intelligence, transformational leadership, and job satisfaction will be explored
next.

5.5 Relationship between Emotional Intelligence, Transformation Leadership, and
Job Satisfaction

Research Question 2 (RQ2):

What is the relationship between emotional intelligence, transformational leadership, and
job satisfaction among a national sample of social work leaders practicing in the health care

field?
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The results indicated there was a significant positive correlation between variables
emotional intelligence (EI) and transformational leadership (TL) and job satisfaction (JS) (r =
204, p <.001, r=.105, p< 003 and r =.334, p <,001) respectively. This study's results also
support earlier research study findings (Ding, Li, Zang, Sheng, & Wang, 2017; Marmo &
Berkman, 2018; Mary, 2005; Medley & Larochelle, 1995; Tafvelin, Hyvonen, & Westerberg,
2014; Tesfaw, 2014).

In addition, performing a regression ANOVA, transformational leadership (TL), and
years of practice also was shown to significantly predict job satisfaction (6 = .313, t (789) = 9.06,
p <.001, and (6 =.089, t (789) = 2.62, p < .001 respectively). These results are critical in the
importance of developing TL attributes for social workers in their evolution as health care
leaders.

Research Question 3 (RQ3):

How are emotional intelligence and transformational leadership associated with job
satisfaction among a national sample of social work leaders practicing in the health care field?

After performing a regression ANOVA, the results indicated that transformational
leadership (TL), and years of practice also was shown to significantly predict job satisfaction (6
=.313,t(789) =9.06, p <.001, and (6 = .089, t (789) = 2.62, p < .001 respectively). These
results are critical in the importance of developing TL attributes for social workers in their
evolution as health care leaders that emotional intelligence, transformational leadership, practice
experience level and gender explain a significant amount of the variance in the job satisfaction.
(F (4, 789) = 33.756, p < .000, with an R? of .146, R?adjusted = .142). The analysis shows that
emotional intelligence level and gender did not significantly predict job satisfaction (6 =.033, t

(789) = .97, p> .34 and 6 = .01, t (789) = .28, p > .78 ns respectively). However,
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transformational leadership, and years of practice did significantly predict job satisfaction (6 =
313, t1(789) =9.06, p <.001, and (8 =.089, t (789) = 2.62, p < .001 respectively).

5.6 Implications for Practice

5.6.1 Defining Leadership in social work

Leadership in social work, as viewed from a constructionist framework includes
“conceptualizations of leadership as a form of social influence that results in the reinforcement of
or changes in thinking and actions” (Keenan, Sandovol, & Limone, 2018, p. 3). The argument
around whether social work leadership should be from an individual versus an organization
perspective is a moot point. For the most part, training in social work has been from a systems
perspective and thus does not isolate the individual from the contextual system. For this study's
purposes, leadership is acknowledged as being all-inclusive but is seen from the perspective of
the individual leader attributes.

Measuring the effectiveness of leadership in social work is not about the number of
followers. Particularly in the context of systems thinking that is the underpinning of social work
theory and practice, leadership is more “a collection of organizational, relational, and individual
behaviors that affect positive change to address client and societal challenges through emotional
competence and the full acceptance, validation, and trust of all individuals as capable human
beings” (Peters, 2017, p. 40). These leaders also use the communication of vision, guided by the
NASW Code of Ethics, to create proactive processes that empower individuals, families, groups,
organizations, and communities and (Peters, 2017; Sullivan, 2016). This definition is unique to
the social work profession from the code of ethics perspective. However, social work leadership
education and training would benefit from incorporating leadership theories into its curriculum.

In contrast, leadership education and training may benefit from further empirical research around
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social work leadership conceptualizations. This may include the concepts of shared, relational,
and distributive leadership practices.

5.6.2 Training for Emotionally Intelligent Transformational Leaders

There have been many research studies linking both emotional intelligence and
transformational leadership (e.g., Antoniou & Cooper, 2005; Barling, Slater, & Kelloway, 2000;
Clark, 2010; Follesdal & Hagtvet, 2013; Gardner & Stough, 2002; Harms & Crede, 2010; Wang
et al., 2017). Some of these studies relating to EI and TL are summarized under Antoniou &
Cooper's (2005) article entitled “Emotional intelligence and transformational leadership.” One
such study was by Barling, Slater, & Kelloway (2000), which found that out of (n = 187),
managers rated their transformational leadership using multivariate covariance analyses. The
results indicated that three aspects of transformational leadership (i.e., idealized influence.
inspirational motivation and individualized consideration) were rated according to the level of
emotional intelligence. Clark (2010) found out of a sample of 67 UK project managers found that
emotional intelligence explained additional variance in the project manager competencies and
the transformational leadership behaviors of idealized influence and individualized
consideration. Moreover, Wang, Tao, Bowers, Brown, & Zhang (2017) found that
transformational leadership and staff nurse emotional intelligence were significant predictors of
nurse intent to stay, accounting for 34.3% of the variance in nurse intent to stay. Additionally,
the nurse's emotional intelligence partially mediates the relationship between transformational
leadership and nurse intent to stay.

Furthermore, Harms & Crede (2010) found that out of 62 independent samples, they
found validity estimates of .59, rating both emotional intelligence and leadership behaviors

related to transformational leadership qualities. In a final study on El and TL, Gardner & Stough,
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(2002) used the multifactor leadership questionnaire to study 110 senior-level managers’
emotional intelligence. They found that EI correlated positively with all transformational
leadership components, with the components of understanding emotions (external) and
emotional management, the best predictors of this type of leadership style Although a
relationship between El and TL was not the focus of this study, there was a positive correlation
found in this study, which is also supported by the literature (r =.204, p <.001). This appears to
indicate that training leaders to increase their EI score may help improve their TL skills.
Integrating such a model may prove useful for social work leadership training.

5.7 Limitations of the Study

Whereas this study addressed the three research questions, there are certain limitations to
the study that are recognized and addressed here. The first limitation is that the study involved a
self-report questionnaire that engaged a sample of volunteers. Without the support of the
organizations involved, it was difficult to involve a larger sample. Thus, any generalization to the
larger population of social work leaders in health care should be limited. The low overall
response rate does not rule out potential biases related to the population of social workers. A
second limitation involves an unintended exclusion of possibly some social work leaders that
would have been included in the study. The Covid 19 pandemic eliminated live conferences at
which the researcher was going to solicit potential participants. Without these personal
solicitations, fewer social workers likely were participants in the study.

The Covid pandemic may have altered responses to questions as well, thus affecting the
validity of responses. Furthermore, these responses depended on a questionnaire that differed in

some slight respects from previous data collection tools in the literature.



71

Finally, this researcher surmises that the low effect level mentioned in research question
one may be due to the slightly different questionnaire. For example, the slightly condensed
questionnaire took into consideration the participants who volunteered outside their work
schedules. How the results of this study could be further enhanced in future research is covered
next.

5.8 Recommendations for Future Research

Social work leadership education and training are likely to benefit from incorporating
leadership theories into its curriculum. Holosko, Winkel, Crandall, & Briggs (2015) reviewed
social work academic programs' mission statements and referred to this. This implication was
also addressed in several other social work studies (Al-Hamdan, Oweidat, Al-Faouri, & Codier,
2017; Biggart, 2016; Call, Owens, & Vincent, 2013; Levey, Hill, & Greene, 2002). In contrast,
leadership education and training may benefit from further empirical research around social work
leadership conceptualizations, including the concepts of shared, relational, and distributive
leadership practices (Call et al., 2013; Chan, 2019; Holosko, 2009). The writers, as well as other
social work researchers, reference the constructionist conceptualization (social work leadership
construction) not being captured by traditional leadership theories (Fisher, 2009; (Ford &
Lawler, 2007; Peters, 2017).

Also, the organizations could offer research grants through the social work organization
as incentives for facilitating their members to participate in future studies may have increased the
sample size. Furthermore, research into African American social work leaders as well as having
more information about the type of organization/job would be an important variable to include in
future studies. Other research recommendations would be to utilize the longer EI form in the

questionnaire to see if this would have a stronger relationship effect on job satisfaction.as scores
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in larger study samples had stronger effect sizes and reliability and validity scores (Gignac,
2010).

Finally, other research methods, i.e., a mixed-methods or Q Methodology (Q) format,
may allow for a deeper understanding of the role of emotional intelligence and transformational
leadership on job satisfaction in both leaders and followers. For example, in a mixed
methodology format, both leaders and followers or subordinates could be asked follow-up
questions and elaborate on their specific contextual circumstances. Another example of a Q
Methodology approach would be to allow social leaders to develop questions based on their
experiences in various health care settings. Those questions could then be statistically weighted
on the importance of each question (Pruslow & Red Owl, 2012).

5.9 Summary

The chapter began with a brief overview of the research study. A summary of the
research findings and results were discussed. These results lead to several discoveries. First,
emotional intelligence (EI) was significantly correlated with job satisfaction as suspected. This
was further supported by the scores from the low, medium, and high groups. The study suggested
that the higher the emotional intelligence level, the higher the job satisfaction level, and in
contrast, the lower the El level, the lower the job satisfaction level. What this means is that we
need to look at studies that enhance and teach developing skills in emotional intelligence and
transformational leadership. One concept study suggests this (Schutte, Malouff, & Thorsteinsson,
20130). One program at UNC-Chapel Hill School of Gilling’s School of Global Public Health
offers an institute specifically to train health care workers in developing EIl (Fernandez, Peterson,
Holmstrom, & Connolly, 2010). Integrating such a model may prove useful for social work

leadership training.
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In conclusion, ss Herzberg’s two factor theory looks at both job satisfaction and
dissatisfaction, social work leaders must also address both sides of these needs of followers.
Social workers in health care, as suggested in some studies (Biggart, 2016; Caruso, 2008;
Morrison, 2007), deal primarily in emotions. Whereas these emotions both in the social worker
and the followers relate indirectly to job satisfaction (Fatima, Imran, & Zaheer, 2010), social
workers need to continue to examine and re-examine their own emotional intelligence if we are
to address the attrition rate expected to increase in 2025. One good source to begin addressing
one’s own emotional intelligence is the book by Bradbury & Greaves, (2009) “Emotional
Intelligence 2.0.” Finally, social work leadership training should be incorporated into social work

education and promoted in research postgraduate school.
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Appendices
Appendix A
Genos Emotional Intelligence Inventory — Short (self-assessment)
Instructions

The Genos EI Inventory (Short) has been designed to measure how often you
believe you demonstrate emotionally intelligent behaviors at work. There are no
right or wrong answers. However, it is essential that your responses truly reflect
your beliefs regarding how often you demonstrate the behavior in question. You
should not answer in a way that you think sounds good or acceptable. In general,
try not to spend too long thinking about responses. Most often the first answer that
occurs to you is the most accurate. However, do not rush your responses or respond

without giving due consideration to each statement. Below is an example:

Q. I display appropriate emotional responses in difficult situations.

You are required to indicate on the response scale how often you believe you
demonstrate the behavior in question. There are five possible responses to each
statement (shown below). You are required to circle the number that corresponds

to your answer where...

1 = Almost Never
2 = Seldom

3 = Sometimes

4 = Usually

5 = Almost Always

When considering a response, it is important not to think of the way you behaved in
any one situation, rather your responses should be based on your typical behavior.
Also, some of the questions may not give all the information you would like to
receive. If this is the case, please choose a response that seems most likely. There is

no time limit; however, it should take between 2-5 minutes to complete.
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Genos Emotional Intelligence Inventory — Short

Below are a series of 14 statements. Please circle the number corresponding to the
statement that is most indicative of the way you typically think, feel and act at

work.
2
2 :
= IS = >
S| 2| 2g|¢S
E © o n
. ) . < 0 97)] -]
1. | appropriately communicate decisions to stakeholders. 1 2 3
4 5
2. | fail to recognize how my feelings drive my behavior at work 1 2 3
4 5
3. When upset at work, | still think clearly. 1 2 3
4 5
4. | fail to handle stressful situations at work effectively. 1] 2 3
4 5
5. I understand the things that make people feel optimistic at work. 1 2 3
4 5
6. | fail to keep calm in difficult situations at work. 1] 2 3
4 5
7. | am effective in helping others feel positive at work. 1 2 3
4
8. | find it difficult to identify the things that motivate people at work. 1 2 3
4 5
9. | consider the way others may react to decisions when communicating them. 1 2 3
4 5
10. | have trouble finding the right words to express how | feel at work. 1 2 3
4 5

11. When 1 get frustrated with something at work, | discuss my frustration

appropriately.

12. 1 don’t know what to do or say when colleagues get upset at work. 1 2 3 4
13. I am aware of my mood state at work. 1 2 3 4

14. | effectively deal with things that annoy me at work. 1 2 3 4

Almost Always




Scoring

The following items are negatively keyed and therefore must be reverse
coded: 2, 4, 6, 8, 10, and 12.

Psychometrically, the only defensible score that can be calculated from the Genos
El Short-Form is a total score. Therefore, after reverse coding, sum the items from 1
to 14.

Appendix B:
Multifactor Leadership Questionnaire (MLQ) Form 6S
INSTRUCTIONS: This questionnaire provides a description of your leadership style.
Twenty-one descriptive statements are listed below. Judge how frequently each statement
fits you. The word others may mean your followers, clients, or group members.
KEY

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

1. I make others feel good to be around Me......c.coueeernerneeeeseesenns 01234
2.1 express with a few simple words what we could and should do........ccccconueene. 01234
3.1 enable others to think about old problems in new ways.......ccooseenreereeererreenees 01234
4.1 help others develop themSEIVES.......nnn s 01234
5. Others have complete faith in Me.......ooni 01234
6.1 provide appealing images about what we can do......coeneneereneenneeneesneesneene. 01234
7.1 provide others with new ways of looking at puzzling things. ....c.ccnrenrreennes 01234
8. Ilet others know how I think they are doing. ... 01234
9. Others are proud to be associated With Me. ... 01234
10. I help others find meaning in their WOrK. ... 01234
11. I get others to rethink ideas that they had never questioned before................. 01234

12. 1 give personal attention to others who seem rejected.......ccouuneneeneenreereeseeneenns 01234



SCORING

The MLQ-6S measures your leadership on seven factors related to transformational
leadership. Your score for each factor is determined by summing three specified items on
the questionnaire. For example, to determine your score for factor 1, Idealized influence,
sum your responses for items 1, 8, and 15. Complete this procedure for all seven factors.
TOTAL

Idealized influence (items 1, 8, and 15) Factor 1
Inspirational motivation (items 2, 9, and 16) Factor 2
Intellectual stimulation (items 3, 10, and 17) Factor 3
Individual consideration (items 4, 11, and 18) Factor 4

Score range: HIGH =912, MODERATE =58, LOW =04

Multifactor Leadership Questionnaire (MLQ) Form 6S
SCORING INTERPRETATION

Factor 1 — IDEALIZED INFLUENCE indicates whether you hold subordinates’ trust,
maintain their faith and respect, show dedication to them, appeal to their hopes and dreams,
and act as their role model.

Factor 2 — INSPIRATIONAL MOTIVATION measures the degree to which you provide a
vision, use appropriate symbols and images to help others focus on their work, and try to
make others feel their work is significant.

Factor 3 — INTELLECTUAL STIMULATION shows the degree to which you encourage others
to be creative in looking at old problems in new ways, create an environment that is

tolerant of seemingly extreme positions, and nurture people to question their own values
and beliefs of those of the organization.

Factor 4 — INDIVIDUALIZED CONSIDERATION indicates the degree to which you show
interest in others’ well-being, assign projects individually, and pay attention to those who
seem less involved in the group.



Appendix C:
Job Satisfaction Scale

Instructions: Please rate each of the aspects of your work listed below according to the
degree of satisfaction or dissatisfaction it provides you. Circle a number between 1 (Very
Dissatisfied) and 11 (Very Satisfied) for each aspect.

Very Very
Dissatisfied Satisfied
(-) (+)

1. Working with your subordinates............ 1 2 3 4 5 6 7 8 9 10 11

2. The amount of authority you have been

givento doyourjob.......ccceceeeeveeeeeee.. 1.2 3 4 5 6 7 8 9 10 11
3. Interpersonal relations with fellow

WOFKELS vttt e 1 2 3 45 6 7 8 9 10 11
4. Your salary and benefits .....cccccverennnnee. 1 2 3 4 5 6 7 8 9 10 11
5. Opportunities for promotion ............... 1 2 3 4 5 6 7 8 9 10 11

6. The challenge your job providesyou.. 1 2 3 4 5 6 7 8 9 10 11

7. The quality of supervisionyoureceive 1 2 3 4 5 6 7 8 9 10 11

8. Chances for acquiring new skills ............ 1 2 3 4 5 6 7 8 9 10 11
9. Amount of client contact............... 1 2 3 4 5 6 7 8 9 10 11
10. Opportunities for helping people...... 1 2 3 4 5 6 7 8 9 10 11
11. Amount of funding for programs....... 1 2 3 4 5 6 7 8 9 10 11

12. Clarity of guidelines for doingyourjob 1 2 3 4 5 6 7 8 9 10 11
13. Opportunity for involvement in

decision making ......ccoeeveveveveececeinrinen 1 2 3 4 5 6 7 8 9 10 1
14. The recognition given your work by

YOUT SUPEIVISON ..o e enes 1 2 3 4 5 6 7 8 9 10 11
15. Your feeling of success as a social

16. Field of specialization you are in ......... 1 2 3 4 5 6 7 8 9 10 11



Appendix D:
Association of Emotional Intelligence and Transformational Leadership to Job Satisfaction

of SOWL in Health Care

Q1
Welcome to the research study!

Study Title: Association of Emotional Intelligence and Transformational Leadership to Job
Satisfaction of Social Work Leaders in Health Care

Principal Investigator: Gary Bailey — Ph.D. candidate in Leadership Studies
Faculty Advisor: Dr. Steven Culver— Leadership Studies

Dear Respondent, | am inviting you to participate in a research study about the Association of
Emotional Intelligence and Transformational Leadership to Job Satisfaction of Social Work
Leaders in Health Care. You are being asked to participate because you are a Social Work
Leader in Health Care which incorporates both mental and physical health. The procedure
involves completing a survey that will take approximately 15 minutes. The survey questions will
be about emotional intelligence and transformational leadership characteristics and your current
levels of job satisfaction. Through your participation I hope to understand if emotional
intelligence and transformational leadership characteristics contribute to overall job satisfaction
in the field of social work. You must be at least 18 years old to participate.

To protect your confidentiality, the survey will not contain information that will personally
identify you, and you will not be asked for your name. All information collected in this study
will be kept completely confidential to the extent permitted by law.  Your email address will be
requested so that we can place you in a drawing to receive a one-year annual membership to the
organization you identify with in taking this survey. However, it will be stored separately from
any data collected in the study. At the end of the survey you will be directed to a separate
location so that your email address is not directly tied to your survey answers.  This project
has been approved by the Institutional Review Board (IRB) at North Carolina A&T State
University.  Your participation is voluntary and there is no penalty if you do not participate.
You may stop the survey at any time or skip any questions you do not wish to answer.

If you have any questions about completing the questionnaire or about being in this study, you
may contact me at gbbailey@aggies.ncat.edu. You may also contact my research chair at
smculver@ncat.edu. If you have any study-related concerns or any questions about your rights as



a research study participant, you may contact the Office of Research Compliance and Ethics at
North Carolina A&T State University at (336) 285-3183 or email rescomp@ncat.edu.

By completing this survey, you are indicating that you at least 18 years old, have read this
document, have had any questions answered, and voluntarily agree to take part in this research
study. You may print a copy of this consent agreement for your records.

Please note that this survey will be best displayed on a laptop or desktop computer. Some
features may be less compatible for use on a mobile device.

Sincerely,

Gary B. Bailey, MA, MSW, LCSW, ACSW, CEAP
PhD Candidate in Leadership Studies
North Carolina A&T State University

| consent, begin the study

I do not consent, | do not wish to participate

Q2 1 am currently employed or self-employed as a medical and/or licensed clinical social worker
in a health care setting.

Yes

No

Q3 Is your current social work position a second career for you?
No, it is my first career

Yes, it is a second career



Q4 Employment sector for your primary position?
Self-employed
For-profit
Non-profit (other than government)

Government

Q5 What is your post-graduate level of experience and expertise as a social work?
0- 5 years
6-10 years

> -10 years

Q6 Which ONE option best matches the PRACTICE AREA where you spend most time in this
position?

Clinical Social Work, inpatient

Clinical Social Work, outpatient/ambulatory
Clinical Social Work, long term care
Community Social Work

Social Work mental or behavioral health
Social Work, business, private practice

Social Work medical



Q7 What is your position's responsibility level?
Employee
Executive
Director or Manager
Supervisor or Coordinator
Owner/Partner

Other

Q8 In this position, how many employees do you directly or indirectly supervise?

0

1-2

3-4

5-9

10-24

25-49

50-99

100 or more



QO Is your current position?
Full time
Part time

PRN (as needed)

Q10 What is your gender?
Male

Female

Q11 What is your age?
24 and younger
25-29
30-34
35-39
40-44
45-49
50-54
55-59
60-64

65 and older



Q12 Are you of Hispanic, Latino, or Spanish origin?
Yes

No

Q13 What is your race? (select all that apply)

White

Black or African American

American Indian or Alaska Native

Asian

Native Hawaiian or Pacific Islander

Mixed race

Q14 What degrees have you earned that is SOCIAL WORK related? (select all that apply)

Doctorate

Masters

Bachelors



Q15 What degrees have you earned that are in other areas, NOT social work-specific? (select all
that apply)

Doctorate

Masters

Bachelors



Q16 Other than the social work credential, what medical or behavioral health-related credentials
or degrees do you currently hold? Check all that apply.

Advanced Practice Certification in Clinical Social Work

Licensed Clinical Social Worker

EMDR — Eye Movement De-Sensitization Reprocessing

CBT - Cognitive Behavioral Therapist

LCAS — Licensed Clinical Additions Specialist

CEAP - Certified Employee Assistance Professional

CSSW - Certified School Social Worker

CBSW - Certified Bachelor of Social Work

CSWHC - Certified Social Worker in Health Care

ACSW — Academy of Certified Social Workers

MFT — Marriage and Family Therapist

DAPA — Diplomat Academy Psychotherapy Association

Advanced Social Worker — Gerontology

Clinical Alcohol, Tobacco & Other Drugs



MA - Psychology

MBA — master’s in business administration

AHPSW - Advanced Hospice and Palliative Social Worker

CASW - Certified Advanced Social Work Case Manage

None

Q17 Genos Emotional Intelligence Inventory — Short (self-assessment)

The Genos EI Inventory (Short) has been designed to measure how often you
believe you demonstrate emotionally intelligent behaviors at work. There are
no right or wrong answers. However, it is essential that your responses truly
reflect your beliefs regarding how often you demonstrate the behavior in
guestion. You should not answer in a way that you think sounds good or
acceptable. In general, try not to spend too long thinking about responses.
Most often the first answer that occurs to you is the most accurate. However,
do not rush your responses or respond without giving due consideration to
each statement. Below is an example.

Q. I display appropriate emotional responses in difficult situations.

You are required to indicate on the response scale how often you believe you
demonstrate the behavior in question. There are five possible responses to
each statement (shown below). You are required to circle the number that

corresponds to your answer where...

1 = Almost Never

2 = Seldom
3 = Sometimes
4 = Usually

5 = Almost Always



When considering a response, it is important not to think of the way you
behaved in any one situation, rather your responses should be based on your
typical behavior. Also, some of the questions may not give all the information
you would like to receive. If this is the case, please choose a response that seems

most likely. There is no time limit; however, it should take between 2-5 minutes
to complete.



| see myself as
Someone Who:

| appropriately
communicate
decisions to
stakeholders.

| fail to
recognize how
my feelings
drive my
behavior at
work

When upset at
work, 1 still
think clearly

| fail to handle
stressful
situations at
work
effectively.

| understand
the things that
make people
feel optimistic
at work

| fail to keep
calm in
difficult
situations at
work.

| am effective
in helping
others feel
positive at
work.

Almost Never

Seldom

Sometimes

Usually

Almost
Always



| consider the
way others
may react to
decisions when
communicating
them

| have trouble
finding the
right words to
express how |
feel at work.

When | get
frustrated with
something at
work, | discuss
my frustration
appropriately.

| don’t know
what to do or
say when
colleagues get
upset at work

| am aware of
my mood state
at work.

| effectively
deal with
things that
annoy me at
work.



Q5

Transformational Leadership
Section C: Multifactor Leadership Questionnaire (MLQ) Form 6S

INSTRUCTIONS: This questionnaire provides a description of your leadership style.
Twenty-one descriptive statements are listed below. Judge how frequently each
statement

fits you. The word others may mean your followers, clients, or group members.
KEY

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



Please select the
rating for each
question that
comes closestto  Notatall
reflecting your
opinion about:

Onceina
while

I make others
feel good to be
around me

[ express with a
few simple
words what we
could and
should do

I enable others
to think about
old problems in
new ways

[ help others
develop
themselves

[ help others
develop
themselves

[ provide
appealing
images about
what we can do

[ provide others
with new ways
of looking at
puzzling things.

I let others
know how I
think they are
doing.

Sometimes

Fairly
often

Frequently,
if not
always



Others are
proud to be
associated with
me.

[ help others
find meaning in
their work.

[ get others to
rethink ideas
that they had
never
questioned
before.

[ give personal
attention to
others who

seem rejected.



Please select the
rating for each
question that
comes closest to
reflecting your
opinion about:

Very

Dissatisfied  D'ssatisfied

Working with
your
subordinates

The amount of
authority you
have been given
to do your job.

Interpersonal
relations with
fellow workers.

Your salary and
benefits.

Opportunities
for promotion.

The challenge
your job offers
you.

The quality of
supervision you
receive.

Chances for
acquiring new
skills.

Amount of
client contact.

Opportunities
for helping
people tween.

Amount of
funding for
programs.

Somewhat
Dissatisfied

Somewhat
Satisfied

Satisfied

Very
Satisfied



Clarity of
guidelines for
doing your job.

Opportunities
for involvement
in decision
making.

Recognition
given your work
by your
supervisor.

Your feeling of
success as a
social worker.

Field of
specialization
you are in.



Appendix E: Permissions

Genos Feb 27, 2018, 7:57 PM
Support <support@genosinternational.com>

to me

Hi Gary,

I can confirm that Genos makes available its workplace based emotional intelligence
questionnaires free of charge for the purposes of research. These are downloadable from.

Kind regards,
Joshua Delaware
Manager - Online Marketing, Events

+61 7 3040 5865
WWW.genosinternational.com/

For Students and Researchers
Genos makes available its workplace based emotional intelligence questionnaires free of charge
for the purposes of research. Individuals and organizations are strictly forbidden from using these
questionnaires for any type of commercial purpose.
There are three versions of Genos El questionnaires:

e Genos EI Short Inventory (14 items)

e Genos EI Concise Inventory (31 items)

e Genos EI Full Inventory (70 items)
Each version exists in both self-report and rater-report format. The short version of Genos El
yields only a total score. The concise and full versions yield seven subscale scores and one total

El score. The concise version is recommended for research scenarios where a total El score is of


http://www.genosinternational.com/

principal interest and there are some exploratory type hypotheses related to one or more of the
individual seven dimensions. If there are primary hypotheses relevant to one or more of the
seven dimensions, then the full version is recommended.

The basic psychometric properties, as well as the normative sample means and standard
deviations, associated with the three versions of the Genos EI inventory can be found in Palmer,
Stough, Harmer and Gignac (2009), as well as Gignac (2010). Genos does not make available the
normative sample percentile scores. For research purposes, raw scores should be sufficient.

The questionnaires in PDF can be downloaded below.

Click here to download the Genos EIl Short Inventory (Self)
Click here to download the Genos El Short Inventory (Rater)
Click here to download the Genos EI Concise Inventory (Self)
Click here to download the Genos EI Concise Inventory (Rater)
Click here to download the Genos EI Full Inventory (Self)
o Click here to download the Genos El Full Inventory (Rater)
Psychometric information on all three Genos EI versions can be read in Palmer, Stough, Harmer,
& Gignac (2009):
o Click here to download the Palmer et al. book chapter



https://www.genosinternational.com/download/1665/
https://www.genosinternational.com/download/1668/
https://www.genosinternational.com/download/1671/
https://www.genosinternational.com/download/1674/
https://www.genosinternational.com/download/1677/
https://www.genosinternational.com/download/1680/
https://www.genosinternational.com/download/1662/

Foruse by Gary Bailey only. Received from Mind Garden, Inc. on September 28, 2017




3/28/2020 North Carolina A&T State University Mail - JSS

°
M I I Gary Bailey <gbbailey@aggies.ncat.edu>
NC A&T
JSS
5 messages
Koeske, Gary F <gkoeske@pitt.edu> Wed, Mar 11, 2020 at 5:32 PM

To: "gbbailey@aggies.ncat.edu" <gbbailey@aggies.ncat.edu>

Gary,

My scale was not derived from any other scale, although there were some much longer scales available
when | put together this little scale for my research. | have never felt people needed "permission" to use it,
but you should cite the scale source in any formal or published work.

My original metric was a -5 to 0 to +5 scale, but my student, Mary Beth, for her study used a 7 or 9 point
metric with the end labels being "very dissatisfied" and "very satisfied". It seemed to work just as well as
my beloved -5 to +5 metric. So, over the years | have told requesters to use whichever they like. In terms of
items, the old article provides one set and has the advantage of providing the factor structure. But | have
always suggested to people to add "experimental" items that are geared to their purpose and respondent
group. You could score for subsets based on my early findings or factor analyze to see what unfolds in your
sample.

Good luck with your project.

Now | will see if | can still find the scale somewhere in an old folder. But if | don't you really have all the
information you need between this email and the published article. There was at least one social research
methods text that had the scale in an appendix, but | can't remember the author. Sorry.

Oh, | see the one | found uses a still different scale format, 1-11, to avoid the hassle of negative values. It
worked too.

Gary

@ Job Satisfaction Scale.docx
18K

Gary Bailey <gbbailey@aggies.ncat.edu> Wed, Mar 11, 2020 at 5:47 PM
To: "Koeske, Gary F" <gkoeske@pitt.edu>

This is great, thank you so much!
[Quoted text hidden]

Gary B.Bailey, MA, MSW, LCSW, LEAP, ACSW, CEAP, DAPA
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Dear Clinical Social Worker,

| am inviting you to participate in a research study about the Association of Emotional
Intelligence and Transformational Leadership to Job Satisfaction of Social Work Leaders in
Health Care. You are being asked to participate because you are a Social Work Leader in
Health Care which incorporates both mental and physical health. The procedure involves
completing a survey that will take approximately 10 minutes.

The survey questions will be about emotional intelligence and transformational leadership
characteristics and your current levels of job satisfaction. Through your participation | hope to
understand if emotional intelligence and transformational leadership characteristics contribute to
overall job satisfaction in the field of social work. You must be at least 18 years old to
participate. To protect your confidentiality, the survey will not contain information that will
personally identify you, and you will not be ask for your name. All information collected in this
study will be kept completely confidential to the extent permitted by law.

Your email address will be requested so that we can place you in a drawing to receive a one-
year annual membership to the organization you identify with in taking this survey. However, it
will be stored separately from any data collected in the study. At the end of the survey you will
be directed to a separate location so that your email address is not directly tied to your survey
answers. This project has been approved by the Institutional Review Board (IRB) at North
Carolina A&T State University. However, it is not endorsed by NASW. Your participation is
voluntary and there is no penalty if you do not participate. You may stop the survey at any time
or skip any questions you do not wish to answer.

Sincerely,

Gary B. Bailey, MA, MSW, LCSW, ACSW, CEAP
PhD Candidate

Follow this link to the Survey:
Take the Survey

Or copy and paste the URL below into your internet browser:
https://ncat.az1.qualtrics.com/jfe/preview/SV_5SyFKVKhTwgBdr2B?Q CHL=preview

Follow the link to opt out of future emails:
Click here to unsubscribe




