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Abstract 

The meta-analysis described in Dunst et al. (2018) includes results for the relationships between 11 leadership 

practices and 7 organizational, teaming and workgroup, leader, and employee outcomes. This supplemental report 

includes (a) the study protocol, (b) the research reviews searched for leadership studies in addition to controlled 

vocabulary, keyword, and natural language searches of electronic databases, (c) results from the content analyses of 

64 leadership practices measures, (d) the categorization of the 138 outcome measures in the studies in the meta-

analysis, and (e) tables of results from different sets of analyses summarized in the Dunst et al. (2018) meta-analysis. 

Introduction 

The meta-analysis described in Dunst et al. (2018) evaluated the relationships between 11 types of 

leadership practices and 7 organizational, teaming and workgroup, leader, and employee outcomes. A main focus of 

analysis was whether the leadership practices were differentially related to the study outcomes. Studies were eligible 

for inclusion if the correlations between leadership subscale measures (rather than global measures of leadership) 

and outcomes of interest were reported. One hundred and twelve studies met the inclusion criteria and included 

39,433 participants. The studies were conducted in 31 countries in different kinds of programs, organizations, 

companies, and businesses. Random effects weighted average correlations between the independent and dependent 

measures were used as the sizes of effects for evaluating the relationships between the leadership practices and 

outcome measures. Results indicated that the 11 types of leadership practices were differentially related to the study 

outcomes even in the presence of considerable between study heterogeneity. Ninety-six percent of the practice-

outcome effect sizes were statistically significant where approximately half of the relationships were moderated by 

organizational types (for-profit, not-for-profit, education, healthcare, government, etc.) and, to a lesser degree, by 

the country where the studies were conducted. 

Supplemental Information 

This supplemental report includes information briefly described or summarized in the Dunst et al. (2018) 

meta-analysis. The report also includes additional information for understanding the method and approach to the 

research synthesis (protocol), sources of information about candidate studies, the subscale items and measures 

used to assess the 11 leadership practices, the outcome measures used in the studies in the meta-analysis, and 

tables of results summarized in the meta-analysis report (Dunst et al., 2018). 

This supplemental report includes detailed information only summarized in Dunst et al. (2018) for describing 

the methodology and follow-up analyses briefly described in the meta-analysis. The preparation of the material in this 

report was supported, in part, by funding from the U.S. Department of Education, Office of Special Education 

Programs (No. 325B120004) for the Early Childhood Personnel Center, University of Connecticut Health Center. The 

contents and opinions expressed, however, are those of the authors and do not necessarily reflect the policy or official 

position of either the Department or Office and no endorsement should be inferred or implied. 

Citation for the supplemental report: Dunst, C.J., & Hamby, D.W. (2018). Meta-analysis of the 

relationships between different leadership practices and organizational, teaming, leader and employee outcomes: 

Supplemental report. Available at www.puckett.org/LeadershipMeta-AnalysisSupplementalReport.pdf. 
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Meta-Analysis Protocol 

The study protocol is included in Appendix S-1. The protocol was modified and changed at different stages 

in the conduct of the meta-analysis based on information included (or not included) in the primary studies. The 

American Psychological Association reporting standards (Appelbaum et al., 2018) guided variable coding, methods 

of analysis, and presentation of results to the extent it was possible to include recommended information based on 

what was reported in primary studies. 

Sources of Candidate Studies 

As part of the literature searches for studies meeting inclusion criteria (see Appendix S-1), 41 research 

reviews were identified for the types of leadership constituting the focus of investigation. The reviews are listed in 

Appendix S-2. The 41 reviews included 1660 studies. All of the studies in the reviews were retrieved and examined 

to determine if they met the inclusion criteria for the meta-analysis. 

Leadership Practices Measures 

The primary sources of leadership practices measures were the subscales on leadership instruments. The 

secondary sources were investigator-adapted and investigator-developed measures of different kinds of leadership 

practices. It became clear early on in the conduct of the literature searches that subscale measures with the same 

construct name or label often did not include similar item content, and measures named or labeled differently 

sometimes included the same or similar item content. Further examination of the items on the different leadership 

subscale measures indicated that it was not appropriate to assume that the leadership measures as labeled by either 

scale developers or primary study investigators could be used to categorize the subscales for subsequent analysis. 

To be assumed subscale items on different measures were measuring particular types of leadership 

practices, it was necessary to conduct an extensive content analysis of all subscale items and to categorize the 

subscales for operationally defining different types of leadership practices (Babbie, 2009). The 23 measures 

employed in the studies meeting the inclusion criteria included 64 subscale, investigator-adapted, or investigator-

developed measures. The content analysis and categorization of subscales resulted in 11 operationally defined 

leadership practices. The 11 practices were organizational visioning, motivational communication, modeling 

desired behavior, encouraging employee input and feedback, soliciting creative employee solutions, shared 

decision making, relationship-building practices, confidence-building practices, coaching practices, performance 

expectations, and performance rewards. Table 1 shows the operational definitions of the practices based on the 

content analyses of each leadership practice. Appendix S-3 lists the 11 leadership practices and the subscale items 

for measuring each practice. 

Outcome Measures 

The studies meeting the inclusion criteria included 138 different outcome measures. Copies of all scales or 

measures were retrieved, and the items content analyzed and categorized into seven organizational, team and 

workgroup, leader, and four employee outcomes (belief appraisals, psychological health, job satisfaction, and job 

performance). Appendix S-4 lists the measures for each of the seven outcomes. As was the case with the leadership 

measures, the item analyses of the outcome measures found that same or similarly named measures often included 

different item content, and those with different names included similar item content. 

Follow-up Analyses 

The main results reported in the meta-analysis (Table 4 in Dunst et al., 2018) indicated that the leadership 

practices were differentially related to the three nonemployee (organizational engagement, team effectiveness, and 

leader entrustment) compared to employee (belief appraisals, psychological health, job satisfaction, and job 

performance) outcomes, where the sizes of effects were larger for the former (Tables 5 and 6 in Dunst et al., 2018). 

Post-hoc follow-up analyses for between outcome measure differences within each set of outcomes were run for each 

leadership practice to identify any differential relationships between the practices and study outcomes. 
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Table S-1 shows the results for the relationships between the 11 leadership practices and the three 

nonemployee outcomes. There were between outcome measure differences for 9 of the 11 leadership practices 

(QBetween results in Table S-1). Inspection of the sizes of effects in Table S-1 shows that the effect sizes for leader 

entrustment are larger than those for organizational engagement and team effectiveness for all but one leadership 

practice. Additional follow-up analyses found that there were significant differences between leader entrustment and 

the other two nonemployee outcomes for 9 of the 11 leadership practices confirming the observation that there were 

differential relationships between the leadership practices and study outcomes. The results are shown in Table S-2. 

The same between outcome measure comparisons for each leadership practice and the four employee 

outcomes generally showed no differential relationships and no discernible patterns in post-hoc follow-up 

analyses. The results are shown in Table S-3. There were between outcome measure differences for only 3 of the 

11 leadership practices. 

Moderator Analyses 

Meta-regression was used to evaluate the effects of continuously scored moderator variables on 

leadership-outcome measure relationships and QBetween was used to test for categorical moderator effects 

(Appelbaum et al., 2018). Table S-4 shows the meta-regression results for the effects of study sample size, year of 

publication, country democracy scores (The Economist, 2017), and type of organization (contrast coded) on the 

sizes of effect between each leadership practice and the outcome measures. Type of organization was the primary 

moderator variable associated with the size of the leadership practice-outcome measure relationships. The contrast 

coding was based on the pattern of results in Table S-5 for each type of organization where the aggregated mean 

effect sizes were used to contrast code organizations according to the following: government (-3), education (-2), 

healthcare (-1), mixed (0), for profit product (1), not-for-profit (2), and for profit service (3). 

The moderator effects for the economies of the countries (United Nations, 2018) where the studies were 

conducted are shown in Table S-6. The sizes of effects were moderated by the three leader-centered practices 

(organizational visioning, motivational communication, and modeling desired behavior) and confidence-building 

leadership practices. In all four analyses, the sizes of effects were largest for developing countries. 

Conclusion 

The methods and results in Dunst et al. (2018) and this supplemental report provide readers with 

information necessary to be able to understand the approach to the meta-analysis of leadership practices studies. The 

Appendices and Tables in the supplemental report, for example, include information for understanding how the 

leadership practices were identified and which results were used to draw conclusions in the meta-analysis paper. 
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Table 1. Key Characteristics of Each of the Leadership Practices 

Leadership Practice Key Characteristics 

Leaders clearly describe the vision of the organization; the values and beliefs that 

are the foundations for the vision; actively engage employees in discussions and 

activities promoting employee commitment to foundational beliefs, values, sense of 

purpose, and desired performance; and “depict a future that is credible, realistic, 

attractive, inspiring, and better than the status quo” (O'Connell, Hickerson, & 

Pillutla, 2010, p.105). 

Leaders talk positively about the organization and employees; how employee 

strengths and assets make important contributions to organizational goals and 

practices; and how “expression of positive and encouraging messages about the 

organization and [makes] statements that build [employee] motivation and 

confidence” (Rafferty & Griffin, 2004, p. 332). 

Leaders lead by example in a manner where modeling desired behavior serves as 

exemplars to clearly communicate what he or she expects from employees to 

“increase the levels of those behavior among followers” (Brown & White, 2009, p. 

126) where a leader’s behavior and actions are consistent with his or her belief 

appraisals (Emiliani, 2003). 

Leaders solicit employee input and feedback to improve organization practices and 

to encourage frequent and ongoing employee engagement as a means to strengthen 

leader-employee and employee-employee actions consistent with organizational 

visioning and goals (Lewis, 2014). 

Leaders seek creative, alternative, and innovative ways of improving organizational 

and employee practices that challenges deeply held beliefs and ways of achieving 

organizational goals (King Duvall, 1999). 

Shared Decision-Making Leaders engage employees in shared leadership characterized by collaboration and 

participatory decision-making with a focus on methods and strategies for 

achieving organizational goals. Shared decision-making is a particular type of 

confidence-building practice that influences employee and team commitment to 

organizational goals (Barnett & Weidenfeller, 2016). 

Leaders engage in behavior that is sensitive and responsive to employees’ values, 

needs, and individual differences in order to build trusting relationships and open 

communication between a leader and employees where “high-quality 

relationships are considered mature partnerships based on respect, trust, and 

mutual obligation for one another” (Uhl-Bien, 2003, p. 134). 

Leaders provide employees opportunities to participate in organizational processes 

that instill pride and build employee confidence where leader-provided confidence-

building experiences (Kanter & Fox, 2016) are one practice for strengthening 

employee beliefs and improving job performance (Axelrod, 2017). 

Coaching Practices Leaders provide employees supportive guidance and feedback on organizational 

and individual practices in ways that build on existing employee strengths and 
promote improvements in employee performance (Ely et al., 2010). 

Performance Expectations Leaders clearly articulate behavior expectations in terms of both organizational and 

individual employee practices and insist on high levels of performance in order to 

achieve organizational goals that clearly communicate high but reasonable 

performance expectations that “increases employees’ understanding and 

confidence in their work” (Moynihan, Wright, & Pandey, 2012, p. 319). 
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Table 1, continued. 

Leadership Practice Key Characteristics 

Performance Rewards Leaders provide positive feedback in response to collective and individual 

accomplishments where “contingent rewards provides rewards for [employee] 

effort and recognizes good performance” (Odumeru & Ifeanyi, 2013, p. 359). 
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Appendix S-1 

Protocol for a 

Meta-Analysis of the Relationships Between Different Leadership Practices  
and Organizational, Teaming, Leader and Employee Outcomes 

Meta-Analysis Investigators 

Authors: Carl J. Dunst, Ph.D., Mary Beth Bruder, Ph.D., Deborah W. Hamby, M.P.H., Robin Howse, Ph.D., and 

Helen Wilkie, M.A.T. 

Lead Investigator: Carl J. Dunst 

Meta-Analyst: Deborah W. Hamby 

Literature Searches: Helen Wilkie, Deborah W. Hamby and Carl J. Dunst 

Leadership Practices Coding: Carl J. Dunst, Robin Howse and Deborah W. Hamby 

Outcome Measure Coding: Carl J. Dunst, Deborah W. Hamby and Helen Wilkie 

Moderator Variable Coding: Carl J. Dunst and Deborah W. Hamby 

Support 

U.S. Department of Education, Office of Special Education Programs (No. 325B120004) for the Early 

Childhood Personnel Center, University of Connecticut Health Center (Mary Beth Bruder, Ph.D., Principal 

Investigator). 

Objectives 

The primary objectives of the meta-analysis were: 

1. Identify the relationships between operationally defined leadership practices and different study outcomes. 

2. Identify any differential relationships between the operationally defined leadership practices and different study 

outcomes. 

3. Identify the moderators of the relationships between the leadership practices and study outcomes. 

Background 

A cursory review of leadership studies where leadership measures include subscales of different kinds of 

leader styles, traits, characteristics, or practices, finds that the subscale measures are often intercorrelated. Many 

investigators of the primary studies assumed that because of these interrelationships, correlations with outcome 

measures would likely be the same. This led most investigators to compute total leadership scale scores and 

correlate these measures with outcomes of interest. This is problematic for a number of reasons. First, factor 

analysis studies of leadership measure scale items more often than not results in multiple factor solutions indicating 

that the scales are measuring sets of different leadership practices. Second, the assumption that highly correlated 

leadership subscale measures would be similarly correlated with the same study outcomes is not warranted because 

the nature of covariation between study measures could be either similar or different. Third, by combining subscale 

scores to obtain a global leadership measure and correlating that measure with study outcomes could mask any 

differential relationships between independent and dependent variables. 
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As part of the search for leadership studies, the majority of candidate studies used global leadership 

measures and only a few meta-analyses of leadership were identified that examined the relationships between 

leadership subscale measures and outcomes of interest (Dumdum, Lowe, & Avolio, 2002; Lowe, Kroeck, & 

Sivasubramaniam, 1996; Wang, Oh, Courtright, & Colbert, 2011). However, these three meta-analyses included a 

limited number of leadership subscale measures and only a few types of outcome measures. This was the basis for 

the meta-analysis described in this protocol where only leadership practices subscale measures, investigator-

adapted, or investigator-developed measures of specific kinds of practices were correlated with study outcomes in 

candidate studies. This permitted identification of which kinds of leadership practices were related to which kinds 

of outcomes as well as permitted identification of any differential relationships between the leadership measures 

and study outcomes. 

Types of Leadership Investigated 

The types of leadership investigated were those described by Avolio et al. (2009) as new-genre leadership. 

These included, but were not limited to, authentic leadership, shared leadership, transactional leadership, 

transformational leadership, distributed leadership, collective leadership, participatory leadership, and charismatic 

leadership. The main focus of investigation was the relationships between different dimension of each type of 

leadership and the outcomes of interest by investigators of primary studies. Measures of these types of leadership 

were subsequently content analyzed in order to identify operationally defined leadership practices as described 

below. 

Search Sources and Methods 

PsychInfo, ERIC, EBSCO, ProQuest Central, and PubMed were the primary sources for locating candidate 

studies. Research reviews of the types of leadership constituting the focus of investigation were also examined for 

candidate studies (Appendix S-2). Both of these sources were supplemented by Google Scholar searches and 

examination of the reference sections of all retrieved leadership studies and papers. The full texts of all candidate 

studies were retrieved to make decisions about including or excluding a leadership study. 

The primary sources were searched using controlled vocabulary, key word, and natural language terms. 

Controlled vocabulary terms were identified in the thesauri in each database. The controlled vocabulary terms were 

combined with each leadership type in separate Boolean searches. All search results in all search sources were 

sorted by relevance and the full texts of the research reports were examined until 40 consecutive studies included no 

relevant data. 

Inclusion Criteria 

Studies were included if the leadership investigators employed subscale measures or other measures of the 

types of leadership constituting the focus of investigation, and the correlations between different dimensions, 

domains, subdimensions, factors, etc. and one or more outcomes were reported. The leadership measures needed to 

have been completed by followers (frontline staff) on individuals in immediate leadership or management positions, 

or by managers of individuals in immediate supervisory or leadership roles. Studies were limited to those published 

in English and in journal articles. 

Data Coding Protocol 

The following variables were coded and entered into a database for subsequent analysis: 

1. Author(s) name(s) 

2. Title of article 

3. Journal name 
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4. Year of publication 

5. Number of study participants 

6. Participant gender 

7. Participant age 

8. Participants’ education levels 

9. Participants’ years of employment 

10. Participants’ length of employment (current position) 

11. Participant position or role 

12. Type of program, organization, business, etc. 

13. Location (country) where the study was conducted 

14. Name of leadership measure 

15. Names of the leadership subscales (dimensions, domains, etc.) 

16. Names and types of outcome measures 

17. Correlations between each leadership practice subscale measure and each study outcome 

An iterative process was used to code and categorize both the leadership and outcome measures based on content 

analyses of the items on each of the measures. The leadership subscales, dimensions, constructs, etc. measures and 

the study outcome measures that were identified through this iterative process were used in the final analyses of 

leadership practices-outcome measures relationships. The ways in which other variables were reported in primary 

studies were used to construct moderator variables. Studies were also coded according to post hoc identified 

moderator variables (The Economist, 2017; United Nations, 2018) based on the fact that the studies were conducted 

in 31 countries. 

Methods of Analysis 

MedCalc (Schoonjans, 2017) and Comprehensive Meta Analysis (Borenstein, Hedges, Higgins, & Rothstein, 

2018) were used to run diagnosis, compute the average weighted correlations between the leadership practices 

measures and study outcomes, compute the 95% confidence intervals for the average effect sizes, evaluate the 

heterogeneity (inconsistency) of the average effect sizes, compare between average effect size differences, and 

conduct moderator analyses. 
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UK: Elsevier Science. 

Eagly, A. H., & Karau, S. J. (1991). Gender and the emergence of leaders: A meta-analysis. Journal of 

Personality and Social Psychology, 60(5), 685-710. doi:10.1037/0022-3514.60.5.685 

Fausing, M. S., Joensson, T. S., Lewandowski, J., & Bligh, M. (2015). Antecedents of shared leadership: 

Empowering leadership and interdependence. Leadership & Organization Development Journal, 36(3), 

271-291. doi:10.1108/LODJ-06-2013-0075 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 9 LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 10 LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 11 



Appendix S-2, continued. 

Fuller, J. B., Patterson, C. E. P., Hester, K., & Stringer, D. Y. (1996). A quantitative review of research on 

charismatic leadership. Psychological Reports, 78, 271-287. doi:10.2466/pr0.1996.78.1.271 

Gardner, W. L., Cogliser, C. C., Davis, K. M., & Dickens, M. P. (2011). Authentic leadership: A review of the 

literature and research agenda. The Leadership Quarterly, 22, 1120-1145. 

doi:10.1016/j.leaqua.2011.09.007 

Gaugler, B. B., Rosenthal, D. B., Thornton, G. C., III, & Bentson, C. (1987). Meta-analysis of assessment center 

validity. Journal of Applied Psychology, 72(3), 493-511. doi:10.1037/0021-9010.72.3.493 

Gerstner, C. R., & Day, D. V. (1997). Meta-analytic review of leader-member exchange theory: Correlates and 
construct issues. Journal of Applied Psychology, 82(6), 827-844. doi:10.1037/0021-9010.82.6.827 

Hairon, S., & Goh, J. W. P. (2015). Pursuing the elusive construct of distributed leadership: Is the search over? 

Educational Management Administration & Leadership, 43(5), 693-718. 

doi:10.1177/1741143214535745 

Hallinger, P. (2014). Reviewing reviews of research in educational leadership: An empirical assessment. 

Educational Administration Quarterly, 50(4), 539-576. doi:10.1177/0013161X13506594 

Heikka, J., Waniganayake, M., & Hujala, E. (2012). Contextualizing distributed leadership within early childhood 

education: Current understandings, research evidence and future challenges. Educational Management 

Administration & Leadership, 41(1), 30-44. doi:10.1177/1741143212462700 

Hiller, N. J., A., D. L., Murase, T., & Doty, D. (2011). Searching for outcomes of leadership: A 25-year review. 
Journal of Management, 37(4), 1137-1177. doi:10.1177/0149206310393520 

Hoch, J. E., Bommer, W. H., Dulebohn, J. H., & Wu, D. (2018). Do ethical, authentic, and servant 

leadership explain variance above and beyond transformational leadership? A meta-analysis. 

Journal of Management, 44(2), 501-529. doi:10.1177/0149206316665461 

Ilies, R., Nahrgang, J. D., & Morgeson, F. P. (2007). Leader-member exchange and citizenship behaviors: A 

meta-analysis. Journal of Applied Psychology, 92(1), 269-277. doi:10.1037/0021-9010.92.1.269 

Judge, T. A., & Piccolo, R. F. (2004). Transformational and transactional leadership: A meta-analytic test of their 

relative validity. Journal of Applied Psychology, 89(5), 755-768. doi:10.1037/0021-9010.89.5.755 

Jung, D. I., Chow, C., & Wu, A. (2003). The role of transformational leadership in enhancing organizational 

innovation: Hypotheses and some preliminary findings. The Leadership Quarterly, 14, 525–
544. doi:10.1016/S1048-9843(03)00050-X 

Kezar, A. J., & Holcombe, E. M. (2017). Shared leadership in higher education: Important lessons from research 

and practice. Washington, DC: American Council on Education. 

Kuoppala, J., Lamminpää, A., Liira, J., & Vainio, H. (2008). Leadership, job well-being, and health effects: A 

systematic review and a meta-analysis. American College of Occupational and Environmental Medicine, 

50(8), 904-915. doi:10.1097/JOM.0b013e31817e918d 

Lord, R. G., Day, D. V., Zaccaro, S. J., Avolio, J., & Eagly, A. H. (2017). Leadership in applied psychology: 

Three waves of theory and research. Journal of Applied Psychology, 102(3), 434-451. 

doi:10.1037/apl0000089 

Lowe, K. B., Kroeck, K. G., & Sivasubramaniam, N. (1996). Effectiveness correlates of transformational and 

transactional leadership: A meta-analytic review of the MLQ literature. Leadership Quarterly, 7(3), 385-

426. doi:10.1016/S1048-9843(96)90027-2 



Appendix S-2, continued. 

Miller, K. I., & Monge, P. R. (1986). Participation, satisfaction, and productivity: A meta-analytic review. 

Academy of Management Journal, 29(4), 727-753. doi:10.2307/255942 

Nicolaides, V. C., LaPort, K. A., Chen, T. R., Tomassetti, A. J., Weis, E. J., Zaccaro, S. J., & Cortina, J. 

M. (2014). The shared leadership of teams: A meta-analysis of proximal, distal, and moderating 

relationships. The Leadership Quarterly, 25, 923-942. doi:10.1016/j.leaqua.2014.06.006 

Robinson, V. M. J. (2008). Forging the links between distributed leadership and educational outcomes. Journal of 

Educational Administration, 46(2), 241-256. doi:10.1108/09578230810863299 

Skakon, J., Nielsen, K., Borg, V., & Guzman, J. (2010). Are leaders’ well-being, behaviours and style associated 

with the affective well-being of their employees? A systematic review of three decades of research. 

Work & Stress, 24(2), 107-139. doi:10.1080/02678373.2010.495262 

Sun, J., Chen, X., & Zhang, S. (2017). A review of research evidence on the antecedents of transformational 

leadership. Education Sciences, 7(15). doi:10.3390/educsci70140015 

Tian, M., Risku, M., & Collin, K. (2016). A meta-analysis of distributed leadership from 2002 to 2013: Theory 

development, empirical evidence and future research focus. Educational Management Administration & 

Leadership, 44(1), 146-164. doi:10.1177/1741143214558576 

Wang, D., Waldman, D. A., & Zhang, Z. (2014). A meta-analysis of shared leadership and team 
effectiveness. Journal of Applied Psychology, 99(2), 181-198. doi:10.1037/a0034531 

Wang, G., Oh, I.-S., Courtright, S. H., & Colbert, A. E. (2011). Transformational leadership and performance 

across criteria and levels: A meta-analytic review of 25 years of research. Group & Organization 

Management, 36(2), 223-270. doi:10.1177/1059601111401017 

Yammarino, F. J., Dionne, S. D., Schriesheim, C. A., & Dansereau, F. (2008). Authentic leadership and positive 

organizational behavior: A meso, multi-level perspective. The Leadership Quarterly, 19(6), 693-707. 

doi:10.1016/j.leaqua.2008.09.004 

Yasir, M., Rasli, A., Qureshi, M. I., Ullah, A., & Khan, H. (2016). Authentic leadership development process. 

Abasyn Journal of Social Sciences, 17-30. 

Yıldız, S., Baştürk, F., & Boz, İ. T. (2014). The effect of leadership and innovativeness on business performance. 
Procedia-Social and Behavioral Sciences, 150(2014), 785-793. doi:10.1016/j.sbspro.2014.09.064 



Appendix S-3 

Leadership Practices Subscale Items 

Organizational Visioning 

Articulating a Vision (Podsakoff et al., 1990) Has a clear 

understanding of where we are going Paints an 

interesting picture of the future for our group Is always 

seeking new opportunities for the organization 

Inspires other with his/her plans for the future 

Is able to get others committed to his/her dreams 

Idealized Influence Behavior (Avolio & Bass, 2004) 

Talks about my most important values and beliefs 

Specifies the importance of having a strong sense of purpose 

Considers the moral and ethical consequences of decisions 

Emphasizes the importance of having a collective sense of mission 

Vision and Mobilizing (Podsakoff et al., 1990) 

Has a clear understanding of where we are going 

Paints an interesting picture of the future for our group 

Is always seeking new opportunities for the organization 

Inspires other with his/her plans for the future 

Is able to get others committed to his/her dreams 

Leads by doing, rather than simply telling 

Provides a good model for me to follow 

Leads by example 

Fosters collaboration among work groups 

Encourages employees to be team players 

Gets the group to work together for the same goal 

Develops a team attitude and spirit among employees 

Dramatizes Mission (Behling & McFillen, 1996) 

Presents the mission of the organization enthusiastically 

Makes the mission of the organization/unit seem important 

Does not announce the mission in an inspiring fashion (R) 

Identifying a Vision (House, 1998) 

Has a clear understanding of where we are going 

Has a clear sense of where he/she wants our unit to be in 5 years 

Has no idea where the organization if going (R) 

Inspiring a Shared Vision (Kouzes & Posner, 1988, 2017) 

Talks about future trends that will influence how our work gets done 

Paints the "big picture" of what we aspire to accomplish 

Describes a compelling image of what our future could be like 

Shows others how their long-term interests can be realized by enlisting a common vision 

Speaks with genuine conviction about the higher meaning and purpose of our work 

Appeals to others to share dream of the future 

Inspirational Motivation (Loganathan & Krishnan, 2010) 

Involves each member of group in striving toward the group’s common goal 

Shows others the bigger picture behind all actions 

Sets goals that enhance others’ desire to achieve them 

Utilizes every opportunity to talk about the vision of the organization  
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Appendix S-3, continued. 

Organizational Visioning, continued 

Inspirational Motivation, continued 

Is persistent in achieving the targets 

Has a fantastic sense of visualization 

Supportive Distributive (Hulpia & Devos, 2009) 

Premises a long term vision 

Debates the school vision 

Compliments teachers 

Helps teachers 

Explains his/her reason for criticism to teachers 

Is available after school to help teachers when assistance is needed 

Looks out for the personal welfare of teachers 

Encourages me to pursue my own goals for professional learning 

Encourages me to try new practices consistent with my own interests 

Provides organizational support for teacher interaction 

Visioning and Mobilizing (Turning Point National Program Office, 2012) 

Describes a personal vision for my community that offers a future achievable with the assets available 

Facilitates an effective process for exploring the diverse aspirations among community stakeholders 

Facilitates the development of a shared community vision that is influenced by the views of diverse 

stakeholders 

Communicates the shared vision broadly 

Creates a framework for action using systems thinking 

Facilitates stakeholder teaming to develop strategic issues and actions 

Creates the conditions for brainstorming the strategic issues and actions 

Builds an action plan with time lines and assigned responsibilities to enable the community vision to be 

achieved 

Facilitates achieving buy-in to the action plans and next steps 

Follows up on action plans to ensure completion 

Seeks innovative solutions for persistent problems encountered while mobilizing to achieve the vision 

Vision and Strategy (O’Brien, 1994) 

Discusses trends and forces that drive current and future changes in our field as a normal part of our 

work Has a vision of ourselves as an organization in which learning and purposeful change are 

expected Has a broad understanding of our organization's structure, processes, and systems and how 

they are interrelated 

Motivational Communication 

Inspirational Motivation (Avolio & Bass, 2004) 

Talks optimistically about the future 

Talks enthusiastically about what needs to be accomplished 

Articulates a compelling vision of the future 

Expresses confidence that goals will be achieved 

Charismatic Leadership (Bass, 1985; Avolio, Bass & Jung, 1996) 

Proud of him/her 

Goes beyond self-interest 

Has my respect 

Displays power and confidence 

Talks of values 

Models ethical standards 

Considers the moral/ethical 
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Appendix S-3, continued. 

Motivational Communication, continued 

Charismatic Leadership, continued. 

Emphasizes the collective mission 

Talks optimistically 

Expresses confidence 

Talks enthusiastically 

Arouses awareness about important issues 

Inspirational Communication (House, 1998) 

Says things that make employees proud to be a part of this organization 

Says positive things about the work unit 

Encourages people to see changing environments as situations full of opportunities 

Management Practices (O’Brien, 1994) 

Inspires to follow management toward organizational vision 

Visibly leads and facilitates problem-solving efforts or special projects 

Speaks about the connections between continuous learning, continuous improvement, quality and program 
outcomes 

Modeling Desired Behavior 

Providing an Appropriate Model (Podsakoff et al., 1990) 

Leads by doing, rather than simply telling 

Provides a good model for me to follow 

Leads by example 

Modeling the Way (Kouzes & Posner, 1988, 2017) 

Follows through on promises and commitments he/she makes 

Sets a personal example of what he/she expects of others 

Makes certain that people adhere to the principles and standards that have been agreed upon 

Is clear about his/her philosophy of leadership 

Builds consensus around a common set of values for running the organization 

Ask for feedback on how his/her actions affect other people’s performance 

Internalized Moral Perspective (Avolio et al., 2007; Laschinger, Wong & Grau, 2013) 

Demonstrates beliefs that are consistent with actions 

Makes decisions base his/her core beliefs 

Asks you to take positions that support your core values 

Makes difficult decisions based on high standards of ethical conduct 

Problem Solving (Hiller et al., 2006) 

Decides on best course of action when problems arise 

Diagnoses problems quickly 

Uses our team's combined expertise to solve problems 

Finds solutions to problems affecting team performance 

Identifies problems before they arise 

Develops solutions to problems 

Solves problems as they arise 

Idealized Influence Attributed (Loganathan & Krishnan, 2010) 

Is hardworking and enthusiastic about work 

Is the epitome of confidence, whatever the situation 

Leads from the front 

Is charged with energy to do more 
Has the courage to make bold decisions and stick with them 

Works for the group’s common goal, even at cost of foregoing personal benefits 
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Appendix S-3, continued. 

Modeling Desired Behavior, continued 

Idealized Influence Behavior (Loganathan & Krishnan, 2010) 

Exhibits consistency in behavior when it comes to his/her set of core values 

Coordinates well with other leaders 

Leads by example, by practicing what he/she preaches 

Is clear in his/her thoughts and actions 

Lives up to his/her commitments, no matter what 

Influences each person not to be selfish, but to think about the comfort of others 

Internalized Moral Perspective (Neider & Schriecheim, 2011) 

Shows consistency between his/her beliefs and actions 

Uses his/her core beliefs to make decisions 

Resists pressure on him/her to do things contrary to his/her beliefs 

Is guided in her/her actions by internal moral standards 

Behavior Integrity (Simons et al., 2007) 

Is a match between my manager's words and actions 

Delivers on promises 

Practices what he/she preaches 

Does what he/she says he/she will do 

Conducts himself/herself by the same values he/she talks about 

Shows the same priorities that he/she describes 

Promises something, I can be certain that it will happen 

Says he/she is going to do something, he/she will 

Encouraging Employee Input and Feedback 

Self-Awareness (Avolio et al., 2007; Laschinger, Wong & Grau, 2013) 

Seeks feedback to improve interactions with others 

Accurately describes how others view his or her capabilities 

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

Shows he or she understand how specific actions impact others 

Self-Awareness (Neider & Schriecheim, 2011) 

Solicits feedback for improving his/her dealings with others 

Describes accurately the way that others view his/her abilities 

Shows that he/she understands his/her strengths and weaknesses 

Is clearly aware of the impact he/she has on others 

Communicative Transparency (Rogers, 1987) 

Asks for suggestions 

Acts on criticism 

Listens to complaints 

Follows up on peoples' opinions 

Suggests new ideas 

Listens to bad news 

Listens to new ideas 

Follows up on suggestions 

Asks for personal opinions 

Appendix S-3, continued. 

Soliciting Creative Solutions 

Intellectual Stimulation (Avolio & Bass, 2004) 

Re-examines critical assumptions to question whether they are appropriate 

Seeks differing perspectives when solving problems 



Gets others to look at problems from many different angles 

Suggests new ways of looking at how to complete assignments 

Balanced Processing (Avolio et al., 2007; Laschinger, Wong & Grau, 2013) 

Solicits views that challenge his or her deeply held positions 

Analyzes relevant data before coming to a decision 

Listens carefully to different points of view before coming to conclusions 

Intellectual Stimulation (Podsakoff et al., 1990) 

Challenges me to think about old problems in new ways 

Asks questions that prompt me to think 

Has stimulated me to rethink the way I do things 

Has ideas that have challenged me to reexamine some of my basic assumptions about my work 

Balanced Processing (Neider & Schriecheim, 2011) 
Asks for ideas that challenge his/her core beliefs 

Carefully listens to alternative perspectives before reaching a conclusion 

Objectively analyzes relevant data before making a decision 

Encourages others to voice opposing points of view 

Challenging the Process (Kouzes & Posner, 1988, 2017) 

Seeks out challenging opportunities that test his/her own skills and abilities 

Identifies measureable milestones that keep projects moving forward Takes 

initiative in anticipating and responding to change 

Actively searches for innovative ways to improve what we do 

Challenges people to try out new and innovative ways to do their work 

Asks "What can we learn?" when things don't go as expected 

Intellectual Stimulation (Loganathan & Krishnan, 2010) 
Encourages others to solve problems independently 

Makes others question assumptions they make, for even the simplest of things 

Promotes free and radical thinking 

Nurtures creativity by not imposing too many processes 

Makes others to come up with more and more ideas regarding any issue 

Encourages others to throw away conventional thinking 

Individual & Team Practices (O’Brien, 1994) 

Encourages individuals and teams to identify and solve problems in their work areas 

Minimizes blaming in conflict situations, so that people can openly and honestly discuss the issues and work 

toward solutions 

Encourages people in groups to analyze mistakes in order to learn how to do it better the next time 

Rewards and Recognition (O’Brien, 1994) 
Recognizes people for being courageous; that is, for experimenting and taking appropriate chances 

Does not punish people for making honest mistakes, for having tried something worthwhile and failed 

Recognizes people for solving program-related problems or successfully meeting challenges 



Appendix S-3, continued. 

Shared Decision Making 

Fostering Group Goals (Podsakoff et al., 1990) 

Fosters collaboration among work groups 

Encourages employees to be team players Gets 

the group to work together for the same goal 

Develops a team attitude and spirit among employees 

Planful Alignment (Mascall et al., 2008) 
Collectively plan who will provide leadership for each of our initiatives and how they will provide it 

Cooperative Leadership (Hulpia & Devos, 2009) 

There is a well functioning leadership team in my school 

The leadership team tries to act as well as possible 

The leadership team supports the goals we like to attain without school 

All members of the leadership team work in the same strain on the school's core objectives 

In our school the right man sits on the right place, taken the competencies into account 

Members of the management team divide their time properly 

Cooperative Leadership, (Hulpia & Devos, 2009), continued 

Members of the leadership team have clear goals 

Members of the leadership team know which tasks they have to perform 

The leadership team is willing to execute a good idea 

It is clear where members of the leadership team are authorized to 

Participative Decision Making (Hulpia & Devos, 2009) 

Leadership is delegated for activities critical for achieving school goals 

Leadership is broadly distributed among the staff 

We have an adequate involvement in decision-making 

There is an effective committee structure for decision-making 

Effective communication among staff is facilitated 

There is an appropriate level of autonomy in decision-making 

Team Empowerment (Pearce & Sims, 2002) 

My team leader (members) encourages (encourage) me to treat myself to something I enjoy when I do a task 

especially well 

My team leader (members) urges (urge) me to reward myself with something I like when I have successfully 

completed a major task 

My team leader (members) encourages (encourage) me to give myself a pat on the back when I meet a new 

challenge 

My team leader (members) encourages (encourage) me to work together with other individuals who are part of 

the team 

My team leader (members) urges (urge) me to work as a team with other individuals who are part of the team 

My team leader (members) advises (advise) me to coordinate my efforts with other individuals who are part of 

the team. 

My team leader (members) and I work together to decide what my performance goals should be 

My team leader (members) and I sit down together and reach agreement on my performance goals 

My team leader (members) works (work) with me to develop my performance goals 

My team leader (members) encourages (encourage) me to search for solutions to my problems without 

supervision 

My team leader (members) encourages (encourage) me to find solutions to my problems without his/her (their) 

direct input 

My team leader (members) advises (advise) me to solve problems when they pop up without always getting a 

s t a m p  o f  a p p r o v a l   
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Appendix S-3, continued. 

Shared Decision Making, continued 

Team Empowerment, continued. 

My team leader (members) urges (urge) me to assume responsibilities on my own 

My team leader (members) advises (advise) me to look for the opportunities contained in the problems I face 

My team leader (members) encourages (encourage) me to view unsuccessful performance as a chance to learn 

My team leader (members) urges (urge) me to think of problems as opportunities rather than obstacles 

My team leader (members) encourages (encourage) me to develop myself 

My team leader (members) encourages (encourage) me to develop my skills and abilities 

My team leader (members) encourages (encourage) me to seek out opportunities to learn 

My team leader (members) encourages (encourage) me to seek out educational opportunities 

My team leader (members) encourages (encourage) me to learn by extending myself 

My team leader (members) encourages (encourage) me to learn new things 

Shared Leadership ( Bass & Avolio, 1990, 1994) (Representative items only) 

Instill pride in being associated with each other 

Emphasize the importance of having a collective sense of mission 

Seeks a broad range of perspectives when solving problems 

Set high standards 

Spend time teaching and coaching each other 

Focus on developing each other’s strengths 

Sharing Power and Influence (Turning Point National Program Office, 2012) 

Uses personal power responsibly 

Shares power as a means for increasing power 

Shares power with others whenever possible 

Offers people an active role in decision making about matters that affect them 

Relies significantly on peer problem-solving when exercising leadership 

Promotes self-confidence in others 

Creates processes that ensure stakeholders an equal say in decision making 

Encourages others to act together to change circumstances that affect them 

Expresses confidence in the capabilities of others 

Uses influence to produce results whenever possible 

I s  o p e n  t o  b e i n g  i n f l u e n c e d  b y  o t h e r s   

Relationship-Building Practices 

Relational Transparency (Avolio et al., 2007; Laschinger, Wong & Grau, 2013) 

Says exactly what he or she means 

Admits mistakes when they are made 

Encourages everyone to speak their mind 

Tells you the hard truth 

Displays emotions exactly in line with feelings 

Providing Individualized Support (Podsakoff et al., 1990) 

Acts without considering my feelings (R) 

Shows respect for my personal feelings 

Behaves in a manner thoughtful of my personal needs 
Treats me without considering my personal feelings (R) 

Displays Empathy (Behling & McFillen, 1996) 

Tries to understand followers' values 

Fits her/her goals to followers' values 

Appeals to the values of the followers in communicating his/her goals 

Appendix S-3, continued. 

Relationship-Building Practices, continued 



Supportive Leadership (House, 1998) 

Considers my personal feelings before acting 

Behaves in a manner which is thoughtful of my personal needs 

Sees that the interests of employees are given due consideration 

Relational Transparency (Neider & Schriecheim, 2011) 

Clearly states what he/she means 

Admits mistakes when they occur 

Openly shares information with others 

Expresses his/her ideas and thoughts clearly to others 

Individualized Consideration (Loganathan & Krishnan, 2010) 

Recognizes the fact that different people need to be treated differently 

Recognizes competence in others and encourages them to build on the same 

Brings the best out of every individual 

Is sensitive to others’ personal needs 

Encourages others to discuss personal issues with him/her 

Ensures that others get all possible support so that they can pursue other interests of life 

Building Trust (Turning Point National Program Office, 2012) 

Builds communication processes that make it safe for people to say what is on their minds 

Refuses to engage in “rigged” process 

Protects the group from those who would wield personal power over the collaborative process 
Creates credible processes for collaborating 

Ensures that processes for exercising collaborative leadership are open to all stakeholders 

Ensures that processes for collaborative leadership are transparent to all stakeholders 

Approaches collaboration by relying heavily on building trust among stakeholders 

“Walks the talk”, i.e., does what he/she says he/she will do 
Demonstrate to peers that believes that trust is the foundation for successful collaboration  

Confidence-Building Practices 

Idealized Influence (Avolio & Bass, 2004) 

Instills pride in others for being associated with me 

Goes beyond self-interest for the good of the group 

Acts in ways that build others' respect for me 

Displays a sense of power and confidence 

Talks about my most important values and beliefs 

Specifies the importance of having a strong sense of purpose 

Considers the moral and ethical consequences of decisions 

Emphasizes the importance of having a collective sense of mission 

Idealized Influence Attributed (Avolio & Bass, 2004) 

Instills pride in others for being associated with me 

Goes beyond self-interest for the good of the group 

Acts in ways that build others' respect for me 

Displays a sense of power and confidence 

Provides Opportunities for Success (Behling & McFillen, 1996) 

Helps followers set attainable goals 

Gives followers opportunities to accomplish things on their own 

Creates opportunities for followers to experience success 



Appendix S-3, continued. 

Confidence-Building Practices, continued 

Enabling Others to Act (Kouzes & Posner, 1988, 2017) 

Treats people with dignity and respect 

Develops cooperative relationships among the people he/she works with 

Actively listens to diverse points of view 

Gives people a great deal of freedom and choice in deciding how to do their work 

Involves people in the decisions that directly impact their job performance 

Ensures that people grow in their jobs by learning new skills and developing themselves 

Coaching Practices 

Individual Consideration (Avolio & Bass, 2004) 

Spends time teaching and coaching 

Treats others as individuals rather than just as a member of the group 

Considers each individual as having different needs, abilities and aspirations from others 

Helps others to develop their strengths 

Development and Mentoring (Hiller et al., 2006) 

Exchanging career-related advice among our team 

Helping to develop each other's skills 

Learning skills from all other team members 

Being positive role models to new members of the team 

Instructing poor performers on how to improve 

Helping out when a team member is learning a new skill 

Support and Consideration (Hiller et al., 2006) 

Providing support to team members who need help 

Showing patience toward other team members 

Encouraging other team members when they're upset 

Listening to complaints and problems of team members 

Fostering a cohesive team atmosphere 

Treating each other with courtesy 

Developing People (Turning Point National Program Office, 2012) 
Takes seriously responsibilities for coaching and mentoring others 

Invests adequate amounts of time doing people development 

Defines role when serving as coach 

Committed to developing people from diverse segments of the population 

Creates opportunities for people to assess their leadership skills 

Helps people take advantage of opportunities to learn new skills 

Looks for ways to help others become more successful at their jobs 

Helps people to take advantage of opportunities for new experiences 

Establishes expectations for the people he/she mentors 

Asks the people he/she mentors to define their expectations 

Creates a mutually agreed-upon coaching plan, including criteria for success 

Supervisory Practices (O’Brien, 1994) 

Help their people integrate what they have learned in development or training programs by discussing early 

childhood/family support practices 

E n c o u r a g e s  p e o p l e  t o  c o n t r i b u t e  i d e a s  f o r  i m p r o v e m e n t s  t h r o u g h  
i n d i v i d u a l  c o n v e r s a t i o n s  a n d / o r  g r o u p  m e e t i n g s   

Performance Expectations 

High Performance Expectations (Podsakoff et al., 1990) 

Shows us that he/she expects a lot from us 

Insists on only the best performance 

Will not settle for second best 
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Appendix S-3, continued. 

Performance Expectations, continued 

Shared Leadership (Pearce & Sims, 2002) 

My team leader (members) expect(s) me to perform at my highest level 

My team leader (members) encourage(s) me to go above and beyond what is normally expected of one (e.g., 

extra effort) 

My team leader (members) expect (s) me to give 100% all of the time 

My team leader (members) isn't (aren't) afraid to "buck the system" if he/she (they) think it is necessary 

My team leader (members) is (are) non-traditional type(s) that “shakes up the system” when necessary 

My team leader (members) isn’t (aren’t) afraid to “break the mold” to find different ways of doing things 

My team leader (members) provides (provide) a clear vision of who and what our team is 

My team leader (members) provides (provide) a clear vision of where our team is going 

Because of my team leader (members), I have a clear vision of our team’s purpose 

My team leader (members) is (are) driven by higher purposes or ideals 

My team leader (members) has (have) a strong personal dedication to higher purposes or ideals 

My team leader (members) strives (strive) towards higher purposes or ideals 

My team leader (members) shows (show) enthusiasm for my efforts 

My team leader (members) approaches (approach) a new project or task in an enthusiastic way 

My team leader (members) stresses (stress) the importance of our team to the larger organization 

My team leader (members) emphasizes (emphasize) the value of questioning team members 

My team leader (members) encourages (encourage) me to rethink ideas which had never been questioned 

before 

My team leader (members) questions (question) the traditional way of doing things 

My team leader (members) seeks (seek) a broad range of perspectives when solving problems 

M y  t e a m l e a d e r  ( me mb e r s )  l o o k s  ( l o o k )  a t  p r o b l e ms  f r o m ma n y  d i f f e r e n t  a n g l e s   

Performance Rewards 

Contingent Reward (Avolio & Bass, 2004) 

Provide others with assistance in exchange for their efforts 

Discuss in specific terms who is responsible for achieving performance targets 

Make clear what one can expect to receive when performance goals are achieved 

Express satisfaction when others meet expectations 

Contingent Reward (Podsakoff et al., 1990) 

Always gives me positive feedback when I perform well 

Gives me special recognition when my work is very good 

Commends me when I do a better than average job 

Personally compliments me when I do outstanding work 

Frequently does not acknowledge my good performance (R) 

Personal Recognition (Podsakoff et al., 1990) 

Commends me when I do a better than average job 

Acknowledges improvement in my quality of work 

Personally compliments me when I do outstanding work 

Assures Followers of Competence (Behling & McFillen, 1996) 

Tells followers that he/she believes in them 

Compliments followers who do good jobs 

Praises followers for good performance 

Encouraging the Heart (Kouzes & Posner, 1988, 2017) 

Gets personally involved in recognizing people and celebrating accomplishments 

Praises people for a job well done 

Makes sure people are creatively recognized for their contributions to the success of our projects 

Makes it a point to let people know about his/her confidence in their abilities 

Publicly recognizes people who exemplify commitment to shared values 

T e l l s  s t o r i e s  o f  e n c o u r a g e m e n t  a b o u t  t h e  g o o d  w o r k  o f  o t h e r s   
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Appendix S-4 

Categorization of the Leadership Study Outcome Measures 

Outcome Measures Scales Sources 

Organizational Engagement 

Organizational 
Citizenship 

Organizational Citizenship Behavior Organ (1988, 1990) 

Extra-Role Performance Scale Podsakoff & MacKenzie (1994) 

Organizational Citizenship Behavior Smith et al. (1983) 

Organizational Citizenship Behavior Williams & Anderson (1991) 

Organizational Climate Questionnaire Koys & Decotiis (1991) 

Learning Organization Marquadt (1996) 

Quality Climate (Investigator Developed) Berson & Linton (2005) 

Interpersonal Helping Behavior Moorman & Blakely (1995)  

Belief in Higher Work Purpose (Investigator Sparks & Schienk (2001) 

Developed) 

Coworker Relationships Graen & Uhi-Bien (1995) 

(Adapted) 

Employee Organizational Citizenship Podsakoff et al. (1990) 

Innovative Behavior Measure Scott & Bruce (1994) 

Job Content Questionnaire Karasek (1985) 

Organizational Change Outcomes Jordan et al. (2015) 

(Investigator Developed) 

SERVQUAL Parasuraman et al. (1988) 

Organizational Citizenship Behavior Somech & Drach-Zahavy (2000) 

Academic Optimism Scale (Investigator Mascall et al. (2008) 

Developed) 

Organizational Organizational Commitment Scale Allen & Meyer (1990), Meyer et 
Commitment al. (1993) 

Organizational Commitment Questionnaire Mowday et al. (1979) 

Organizational Commitment Questionnaire Porter et al. (1974) 

Innovation Success (Investigator Developed) Matzler et al. (2015) 

Commitment to Athletic Department Doherty & Danylchuk (1996) 

(Investigator Developed) 
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Appendix S-4, continued. 

Outcome Measures Scales Sources 

Organizational Commitment, Organizational Identification Scale Smidts et al. (2001) 
continued 

Followership Style Scale Kelley (1992) 

Organizational Identification Questionnaire Behery (2016) 

(Investigator Developed) 

SERVQUAL Parasuraman et al. (1988) 

Unit Cohesion (Adapted) Podsakoff & MacKenzie (1994) 

Academic Optimism Scale (Investigator Mascall et al. (2008) 

Developed) 

Team Effectiveness 

Team Functioning Perceived Unit Effectiveness Scale Shortell & Rousseau (1989), 
Shortell et al. (1991) 

Work Team Effectiveness (Investigator 

Developed) 

Subordinate Group Effectiveness (Investigator 

Developed) 

Committee Effectiveness (Investigator 

Developed) 

Hiller et al. (2006) 

Wofford et al. (1998) 

Spangler & Braiotto (1990) 

 

Extra-Role Behavior Scale Somech & Drach-Zahavy (2000) 

Harris-Fombrun Corporate Reputation Fombrun et al. (2000) 

Quotient 

Interpersonal Collaboration Scale Laschinger & Smith (2013) 

Organizational Change Outcomes Jordan et al. (2015) 

(Investigator Developed) 

SERVQUAL Parasuraman et al. (1988) 

Team Trust Scale Walumbwa et al (2011) 

Work Unit Effectiveness (MLQ) Avolio & Bass (2004) 

Team Effectiveness (Investigator Developed) Pearce & Sims (2002) 

 

Team Performance Work Group Performance Criterion 
(Investigator Developed) 

Project Group Performance Scale 

(Investigator Developed) 

Consolidated-Unit-Performance Measure 

(Investigator Developed) 

Hater & Bass (1988) 

Keller (2006) 

Howell & Avolio (1993) 
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Appendix S-4, continued. 
Outcome Measures Scales Sources 

Team Performance, Team Coordination Scale DeChurch & Haas (2008) 
continued 

Team Performance Scale (Investigator 

Developed) 

Team Project Evaluation (Investigator 

Developed) 

Collective Efficacy Conditions of Work Effectiveness 

Questionnaire II 

Collective Efficacy Scale Salanoya et al. (2003) 

Group Performance Scale Conger et al. (2000) 

Shared Mental Model Scale Fransen et al. (2011) 

Academic Optimism Scale (Investigator Mascall et al. (2008) 

Developed) 

Group Potency Scale Guzzo et al. (1993) 

Leader Entrustment 

Satisfaction with Leader MLQ Satisfaction with Leadership Subscale Avolio & Bass (2004) 

Minnesota Satisfaction Questionnaire Weiss et al. (1967) 

Job Diagnostic Survey Hackman & Oldham (1975) 

Performance Appraisal Satisfaction Waldman et al. (1987) 
(Investigator Developed) 

Leader-Member Exchange LMX7 Graen & Uhi-Bien (1995) 

Satisfaction rating (Investigator Developed) Hater & Bass (1988) 

Job Satisfaction Neuberger & Allerbeck (1978) 

Job Descriptive Index Smith et al. (1985) 

Job Satisfaction (Investigator Developed) Rothfelder et al. (2013) 

Firm Success Pongpearchan & Muni (2012) 

Job Content Questionnaire Karasek (1985) 

Organization performance (Investigator Samad (2012) 

Developed) 

Student Communication Satisfaction Scale Goodboy et al. (2009) 
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Appendix S-4, continued. 
Outcome Measures Scales Sources 

Leader Motivation MLQ Extra Effort Subscale Avolio & Bass (2004) 

Group Interaction Gartwright & Zander (1960) 

Leader Effectiveness MLQ Effectiveness Subscale Avolio & Bass (2004) 

Pastoral Leadership Effectiveness Survey Carter (2009) 

(Investigator Developed) 

Group Interaction Gartwright & Zander (1960) 

Leader Effectiveness Hinkin & Tracey (1994) 

Ministerial Effectiveness Inventory Majovski (1982) 

Trust in Leadership McAllister (1995) 

Trust in Leader Trust in and Loyalty to Leader Podsakoff et al. (1990) 

Global Trust (Investigator Developed) Gillespie & Mann (2004) 

Conditions of Trust Inventory Butler (1991) 

Trust in Leader Podsakoff et al. (1990) 

Follower Belief Scale Behling & McFillen (1996) 

Interpersonal Trust Scale McKnight et al. (2002) 

Trust in Leader Questionnaire Kopp & Schuler (2003) 

Trust in Management Scale Mayer & Gavin (2005) 

Trust Scale Schoorman & Ballinger (2006) 

Source Credibility Scale McCroskey & Teven (1999) 

Academic Optimism Scale Mascall et al. (2008) 

Employee Belief Appraisals 

Personal Self-Efficacy Psychological Capital Questionnaire Luthans et al. (2007) 

Maslach Burnout Inventory Maslach & Jackson (1981) 

Psychological Empowerment Scale Spreitzer (1995) 

Workplace Innovation Scale McMurray & Dorai (2003) 

Role Breadth Self-Efficacy Scale (A) Parker (1998) 

Follower Belief Scale Behling & McFillen (1996) 

Efficacy Beliefs Scale Tcshannen-Moran & Woolfolk 

(2002) 

Academic Optimism Scale  Mascall e t al.  (2008)  
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Appendix S-4, continued. 

Outcome Measures Scales Sources 

Personal Commitment Utrecht Work Engagement Scale Schaufeli et al. (2006) 

Psychological Empowerment Scale Spreitzer (1995) 

Creative Behavior Measure George & Zhou (2001) 

Followership Style Questionnaire Kelley (1992) 

Learning Orientation Scale Sujan et al. (1994) 

Scale of Engagement May et al. (2004) 

Personal Motivation Goal Orientation Instrument VandeWalle (1997) 

Personal Responsibility Index Dunst et al. (2011) 

Intrinsic Motivation Scale Anderson & Oliver (1987) 

Effort to Distributorship Work (Investigator Sparks & Schienk (2001) 

Developed) 

Follower Belief Scale Behling & McFillen (1996) 

Class Participation Scale Fassinger (1995) 

Revised Cognitive Learning Indicators Scale Frymier & Houser (1999) 

Student Motivation Scale Richmond (1990) 

Employee Psychological Health 

Job Stress Nursing Stress Scale Gray-Toft & Anderson (1981) 

Perceived Strain Scale Felfe & Liepmann (2006) 

Recovery-Stress Work Questionnaire Jiménez & Kallus (2005) 

Abusive Supervisor Tepper (2000) 

Job Stress and Burnout Dubisnsky et al. (2004), Dhaliwal 

(2008) 

Negative Acts Questionnaire Einarsen & Hoel (2001) 

Negative Acts Questionnaire Warszewska-Makuch (2007) 

Positive Well-Being Modified Trait Meta Mood Scale Salovey et al. (1995) 

Positive and Negative Affect Scale Watson et al (1988) 

Excitement and Inspiration Scale (Investigator Kastenmüller et al. (2014) 

Developed) 
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Appendix S-4, continued. 
Outcome Measures Scales Sources 

Positive Well-Being, Recovery-Stress Work Questionnaire Jiménez & Kallus (2005) 

continued 

Overall Wellbeing Scale (Investigator Zineldin & Hytter (2012)  

Developed) 

Positive Motions Scale Fiebig & Kramer (1998) 

Affective Learning Scale McCroskey et al. (1985) 

Negative Well-Being Positive and Negative Affect Scale Watson et al (1988) 

Negative Motions Scale Fiebig & Kramer (1998) 

General Well-Being Recovery-Stress Work Questionnaire Jiménez & Kallus (2005) 

Life Satisfaction Scale Pavot & Diener (1993) 

Spiritual Well-Being Scale Ellison (1983) 

Job-Related Affective Well-Being Scale Van Katwyk et al. (2000) 

Poor Mental Health General Health Questionnaire (Polish Makowska & Merecz (2001) 

Version) 

Employee Job Satisfaction 

Job Satisfaction Minnesota Satisfaction Questionnaire Weiss et al. (1967) 

Employee Satisfaction (Company Created) Berson & Linton (2005) 

Index of Job Satisfaction Brayfield & Rothe (1951) 

Job Descriptive Index Smith et al. (1985) 

Job-In-General Scale Smith et al. (1989) 

Job Satisfaction Measure Cammann et al. (1983) 

Global Job Satisfaction Survey Quinn & Shepard (1974) 

Index of Work Satisfaction Stamps (1997) 

Overall Job Satisfaction Shortell & Rousseau (1989) 

Job Enthusiasm Scale Dewitte & De Cuyper (2003) 

Overall Job Satisfaction Warr et al. (1979) 

Employee Burnout Maslach Burnout Inventory Maslach & Jackson (1981) 

Job Stress and Burnout Dubisnsky et al. (2004), Dhaliwal 

(2008) 

Absenteeism (Investigator Developed) Zhu et al. (2005) 

Recovery-Stress Work Questionnaire Jiménez & Kallus (2005) 



Appendix S-4, continued. 
Outcome Measures Scales Sources 

Role Conflict/Ambiguity Role Clarity/Ambiguity/Conflict Scale Rizzo et al. (1970) 

Areas of Worklife Scale Leiter & Maslach (2002) 

Intent to Leave Intent to Leave Job or Profession Scale Bycio et al (1995) 

Job Insecurity Hellgren et al. (1999) 

Turnover Intentions (Investigator Developed) Rafferty & Griffin (2004) 

Intent to Leave Scale Walsh et al. (1985) 

Turnover Intentions Scale DeConinck & Stilwell (2004) 

Turnover Intentions Scale Kelloway et al (1999) 

Employee Job Performance 

Employer Rated Individual Manager Performance Hater & Bass (1988) 

Performance (Investigator Developed) 

In-Role Employee Performance Williams (1989) 

Job Performance (Investigator Developed) Moss & Ritossa (2007) 

Job Performance Scale MacKenzie et al. (1991) 

Job Performance and Organizational Williams & Anderson (1991) 

Citizenship Behavior 

Employee Job Performance (Investigator Whittington et al. (2004) 

Developed) 

Job Performance Measure Mott (1972) 

Job Performance Measure (Investigator 

Developed) 

Managerial Performance Appraisal System 

(Investigator Developed) 

Cadet Academic Performance (Investigator 

Developed) 

Performance of Bank Branch Office 

(Investigator Developed) 

 

Employee Rated 
Performance 

General Performance Scale Roe et al. (2000) 

Goal Orientation Instrument VandeWalle (1997) 

Job-Related Learning Scale Loon & Casimir (2008) 

Productivity Scale McNeese-Smith (1995) 

Working Hard Scale Sujan et al. (1994) 
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Table S-1 

Random Effects Results Between the 11 Leadership Practices and the Three NonEmployee Outcome 
 

Measures       

Leadership Practices/Outcomes k 

Weighted 

N Average r 95% CI Z p-value 

Organizational Visioning (QB = 7.13, df = 1, p = .008)     

Leader Entrustment 12 6006 .69 .54, .80 6.72 .000 

Organizational Engagement 17 10,860 .41 .26, .54 4.96 .000 

Team Effectivenessa 0 - - - - - 

Motivational Communication (QB = 24.80, df = 2, p = .000)     

Leader Entrustment 31 9638 .66 .59, .72 13.64 .000 

Organizational Engagement 18 8590 .41 .24, .55 4.48 .000 

Team Effectiveness 10 1867 .37 .26, .47 6.31 .000 

Modeling Desired Behavior (QB = 21.68, df = 2, p = 

Leader Entrustment 12 

.000) 

5334 .55 .48, .62 11.91 .000 

Team Effectiveness 8 2096 .37 .22, .51 4.68 .000 

Organizational Engagement 15 6893 .32 .26, .38 10.21 .000 

Encouraging Employee Input and Feedback (QB = 15.42, df = 2, p = .000) 
   

Leader Entrustment 8 2548 .54 .47, .60 7.60 .000 

Team Effectiveness 7 2051 .43 .32, .53 7.07 .000 

Organizational Engagement 7 2221 .33 .25, .41 7.60 .000 

Soliciting Creative Employee Solutions (QB = 65.79, df = 2, p = .000) 

Leader Entrustment 44 15,701 .61 .56, .65 18.24 .000 

Team Effectiveness 17 3918 .38 .29, .46 7.14 .000 

Organizational Engagement 36 17,326 .32 .27, .36 12.82 .000 

Shared Decision Making (QB = 6.56, df = 2, p = .038)     

Leader Entrustment 4 3692 .57 .45, .67 7.83 .000 

Organizational Engagement 7 6030 .38 .22, .52 4.45 .000 

Team Effectiveness 4 1833 .31 .08, .52 2.63 .009 
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Table S-1, continued. 

      

Leadership Practices/Outcomes k N 

Weighted 

Average r 95% CI Z p-value 

Relationship-Building Practices (QB = 20.05, df = 2, p = .000)     

Leader Entrustment 15 6977 .58 .48, .68 8.65 .000 

Team Effectiveness 7 2051 .42 .29, .53 5.88 .000 

Organizational Engagement 17 8866 .30 .24, .35 9.97 .000 

Confidence-Building Practices (QB = 2.36, df = 1, p = .125)     

Leader Entrustment 19 4759 .64 .54, .72 9.86 .000 

Team Effectivenessa 1 130 .63 - - - 

Organizational Engagement 12 3737 .48 .26, .65 3.96 .000 

Coaching Practices (QB = 38.77, df = 2, p = .000) 
     

Leader Entrustment 31 9638 .66 .58, .72 12.80 .000 

Organizational Engagement 19 8306 .35 .29, .41 10.02 .000 

Team Effectiveness 10 1794 .35 .26, .43 7.75 .000 

Performance Expectations (QB = 3.03, df = 1, p = .082) 
    

Leader Entrustment 6 4253 .37 .27, .47 6.31 .000 

Team Effectivenessa 2 152 .37 -.02, .67 - - 

Organizational Engagement 8 5477 .25 .17, .33 5.87 .000 

Performance Rewards (QB = 40.90, df = 2, p = .000) 
     

Leader Entrustment 25 8886 .56 .50, .62 14.28 .000 

Team Effectiveness 8 1619 .28 .06, .47 2.52 .012 

Organizational Engagement 20 10,231 .29 .23, .34 10.11 .000  

a Not included in the between outcome measure comparisons. 
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Table S-2 

Average Weighted Correlations for Leader Entrustment vs. Organizational Engagement + Team Effectiveness Non 
 

Employee Outcome Measures        

Leadership Practices 

Organizational  

Engagement + Team  

Effectiveness Leader Entrustment 

QBetween df p-value Average r 95% CI Average r 95% CI 

Organizational Visioning .41 .26, .54 .69 .54, .80 7.13 1 .008 

Motivational Communication .40 .28, .51 .66 .59, .72 15.32 1 .000 

Modeling Desired Behavior .34 .28, .40 .55 .48, .62 18.21 1 .000 

Encouraging Employee .38 .31, .45 .54 .47, .60 9.73 1 .002 
Input/Feedback        

Soliciting Creative Solutions .34 .29, .37 .61 .56, .65 62.09 1 .000 

Shared Decision Making .36 .23, .47 .57 .45, .67 6.10 1 .014 

Relationship-Building Practices .34 .28, .39 .58 .48, .68 14.84 1 .000 

Confidence-Building Practices .49 .29, .65 .64 .54, .72 2.21 1 .137 

Coaching Practices .35 .30, .40 .66 .58, .72 38.11 1 .000 

Performance Expectations .27 .19, .35 .37 .26. .47 2.36 1 .125 

Performance Rewards .28 .23, .34 .56 .50, 62 41.26 1 .000 



Table S-3 

Random Effects Results Between the 11 Leadership Practices and the Four Employee Outcome Measures 
 

Leadership Practices/Outcomes k N 

Weighted 
Average r 95% CI Z p-value 

Organizational Visioning (QB = 6.18, df = 3, p = .103)     

Job Satisfaction 12 6636 .45 .21, .63 3.57 .000 

Psychological Health 7 1104 .32 .20, .43 4.89 .000 

Job Performance 6 2771 .25 .17, .33 5.75 .000 

Belief Appraisals 10 4435 .20 .13, .27 5.71 .000 

Motivational Communication (QB = 2.15, df = 3, p = .541)     

Job Satisfaction 19 10,167 .35 .21, .47 4.70 .000 

Psychological Health 12 3308 .33 .18, .46 4.14 .000 

Belief Appraisals 8 3833 .26 .17, .35 5.30 .000 

Job Performance 7 1752 .25 .18, .32 6.77 .000 

Modeling Desired Behavior (QB = 4.54, df = 3, p = .208)     

Psychological Health 5 1410 .37 .22, .50 4.58 .000 

Job Satisfaction 9 3709 .29 .22, .36 7.84 .000 

Belief Appraisals 13 4796 .29 .20, .37 6.36 .000 

Job Performance 7 3502 .20 .11, .29 4.19 .000 

Encouraging Employee Input and Feedback (QB = 6.13, df = 3, p = .105) 
   

Psychological Health 3 1264 .33 .14, .49 3.44 .000 

Belief Appraisals 9 3067 .32 .24, .40 7.11 .000 

Job Satisfaction 5 1702 .22 .16, .27 7.11 .000 

Job Performance 4 1573 .15 -.03, .31 1.64 .102 

Soliciting Creative Employee Solutions (QB = 4.90, df = 3, p = .180)    

Job Satisfaction 31 16,425 .32 .22, .40 6.45 .000 

Psychological Health 16 4506 .31 .23, .39 6.92 .000 

Belief Appraisals 18 6962 .30 .23, .36 8.33 .000 

Job Performance 13 4813 .21 .14, .28 5.87 .000  
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Table S-3, continued. 

     

Leadership Practices/Outcomes k N 

Weighted  
Average r 95% CI Z p-value 

Shared Decision Making (QB = 15.45, df = 2, p = .000) 
    

Psychological Healtha 1 43 .64 - - - 

Job Satisfaction 5 2095 .33 .29, .37 15.77 .000 

Belief Appraisals 3 1879 .26 .04, .45 2.29 .022 

Job Performance 3 1887 .22 .17, .26 9.57 .000 

Relationship-Building Practices (QB = 3.55, df = 3, p = .314) 
    

Psychological Health 5 1410 .36 .22, .48 4.87 .000 

Belief Appraisals 14 5270 .30 .20, .39 5.56 .000 

Job Satisfaction 10 5372 .24 .19, .29 9.41 .000 

Job Performance 4 2661 .20 .04, .35 2.39 .017 

Confidence-Building Practices (QB = 21.53, df = 3, p = .000) 
    

Job Satisfaction 10 3856 .36 .06, .61 2.36 .018 

Psychological Health 10 3095 .31 .24, .37 8.63 .000 

Job Performance 4 1454 .24 .13, .35 4.33 .000 

Belief Appraisals 3 1068 .10 .03, .16 2.95 .003 

Coaching Practices (QB = 6.09, df = 3, p = .107) 
    

Psychological Health 12 3308 .38 .28, .46 7.27 .000 

Job Satisfaction 20 10,055 .36 .22, .48 4.76 .000 

Job Performance 7 1752 .26 .17, .34 5.69 .000 

Belief Appraisals 7 2151 .21 .07, .34 2.89 .004 

Performance Expectations (QB = 7.74, df = 2, p = .021) 
    

Job Satisfaction 6 3430 .27 .13, .40 3.75 .000 

Belief Appraisals 3 1626 .27 -.01, .51 1.93 .054 

Psychological Healtha 1 43 .32 - - - 

Job Performance 3 1887 .08 .04, .13 3.67 .000 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 33 



Table S-3, continued. 

Weighted 
Leadership Practices/Outcomes k N Average r 95% CI Z p-value 

Performance Rewards (QB = 4.61, df = 3, p = .203) 
 

Psychological Health 9 2378 .23 .15, .30 6.06 .000 

Job Satisfaction 19 11,667 .21 .08, .33 3.26 .000 

Job Performance 7 1349 .15 .05, .24 2.94 .003 

Belief Appraisals 7 3365 .12 .05, .19 3.39 .000 
 

a Not included in the between outcome measure comparisons. 
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Table S-4 

Random Effects Meta-Regression Results for the Moderator Influences of Study Sample Size, Year of 

Publication, Country Democracy Index, and Type of Organization on the Relationships Between the 

Leadership Practices and Study Outcomes 

Regression 
Leadership Practices/Moderators Coefficient 95% CI Q df p-value 

Organizational Visioning      

Sample Size .0000 -.0002, .0002 .03 1 .859 

Year of Publication -.0085 -.0241, .0070 1.16 1 .282 

Democracy Index -.0637 -.1256, -.0017 4.06 1 .044 

Type of Organizationa .1000 .0549, .1451 18.91 1 .000 

Motivational Communication 

Sample Size -.0001 -.0003, .0001 1.35 1 .245 

Year of Publication -.0050 -.0138, .0038 1.24 1 .266 

Democracy Index -.0331 -.0722, .0061 2.74 1 .098 

Type of Organization .0438 .0110, .0766 6.86 1 .009 

Modeling Desired Behavior 

Sample Size -.0001 -.0002, .0000 1.56 1 .212 

Year of Publication -.0018 -.0097, .0062 .19 1 .660 

Democracy Index .0255 -.0064, .0574 2.45 1 .117 

Type of Organization .0367 .0070, .0663 5.88 1 .015 

Encouraging Employee Input and Feedback      

Sample Size -.0003 -.0006, .0000 3.40 1 .065 

Year of Publication .0071 -.0160, .0302 .36 1 .549 

Democracy Index .0126 .-.0261, .0514 .41 1 .522 

Type of Organization .0341 .0010, .0671 4.09 1 .043 

Soliciting Creative Employee Solutions 

Sample Size -.0001 -.0002, .0000 3.85 1 .050 

Year of Publication -.0026 -.0077, .0025 1.01 1 .316 

Democracy Index -.0058 -.0309, .0193 .20 1 .651 

Type of Organization .0206 -.0011, .0424 3.45 1 .063 
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Table S-4, continued. 

     

Leadership Practices/Moderators 

Regression  
Coefficient 95% CI Q df p-value 

Shared Decision Making      

Sample Size -.0001 -.0002, .0000 2.14 1 .144 

Year of Publication -.0005 -.0144, .0134 .01 1 .941 

Democracy Index .0140 -.0515, .0794 .17 1 .676 

Type of Organization .0444 -.0025, .0913 3.44 1 .064 

Relationship-Building Practices 

Sample Size -.0001 -.0002, .0001 .91 1 .341 

Year of Publication -.0037 -.0124, .0050 .69 1 .407 

Democracy Index .0108 -.0326, .0541 .24 1 .626 

Type of Organization .0434 .0074, .0794 5.57 1 .018 

Confidence-Building Practices      

Sample Size .0001 -.0004, .0007 .20 1 .653 

Year of Publication .0010 -.0186, .0207 .01 1 .917 

Democracy Index -.0660 -.1222, -.0098 5.29 1 .021 

Type of Organization .0605 .0081, .1130 5.12 1 .024 

Coaching Practices 

Sample Size -.0001 -.0003, .0001 .68 1 .409 

Year of Publication -.0024 -.0104, .0055 .36 1 .551 

Democracy Index .0023 -.0345, .0391 .01 1 .904 

Type of Organization .0265 -.0058, .0587 2.59 1 .108 

Performance Expectations 

Sample Size -.0001 -.0002, .0001 .91 1 .340 

Year of Publication -.0015 -.0093, .0064 .13 1 .715 

Democracy Index -.0110 -.0520, .0300 .28 1 .598 

Type of Organization .0493 .0110, .0877 6.35 1 .012 
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Table S-4, continued. 

     

 Regression     
Leadership Practices/Moderators Coefficient 95% CI Q df p-value 

Performance Rewards      

Sample Size -.0001 -.0002, .0001 .58 1 .446 

Year of Publication -.0059 -.0130, .0012 2.62 1 .105 

Democracy Index .0239 -.0127, .0606 1.64 1 .201 

Type of Organization .0073 -.0226, .0371 .23 1 .632 
 

aType of organization was coded: -3 (government), -2 (education), -1 (healthcare), 0 (mixed), 1 (for 

profit - product focused), 2 (not-for-profit), and 3 (for profit - service focused) based on the pattern of 

results in Table S-5. 
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Table S-5 

Random Effects Results for the Moderator Influences of Type of Organization on the Relationship Between 

the Leadership Practices and Study Outcomes 
 

Leadership Practices/Moderator 

Weighted 
k Average r 95% CI Z p-value 

Organizational Visioning (QB = 41.52, df = 6, p = .000)     

For-Profit (Service) 8 .73 .49, .87 4.61 .000 

For-Profit (Product) 23 .47 .35, .58 6.73 .000 

Not-For-Profit 4 .45 .28, .60 4.69 .000 

Healthcare 6 .41 .21, .57 3.85 .000 

Mixed 6 .32 .18, .45 4.40 .000 

Education 7 .28 .21, .34 8.23 .000 

Government 10 .19 .14, .23 8.60 .000 

Motivational Communication (QB = 20.41, df = 5, p = .001) 
    

For-Profit (Service) 19 .63 .47, .76 6.22 .000 

Education 17 .55 .46, .63 10.12 .000 

For-Profit (Product) 17 .41 .23, .57 4.20 .000 

Mixed 12 .40 .30, .48 7.52 .000 

Healthcare 20 .36 .23, .47 5.21 .000 

Government 19 .34 .26, .41 8.12 .000 

Not-For-Profita 1 .33 - - - 

Modeling Desired Behavior (QB = 51.36, df = 6, p = .000)     

Not-For-Profit 4 .48 .39, .56 9.56 .000 

Mixed 9 .43 .33, .52 7.56 .000 

For-Profit (Service) 7 .37 .23, .49 5.06 .000 

For-Profit (Product) 26 .37 .30, .44 9.27 .000 

Healthcare 14 .35 .26, .43 7.72 .000 

Government 5 .17 .10, .23 5.10 .000 

Education 4 .16 .05, .26 2.76 .006 
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Table S-5, continued. 

     

Leadership Practices/Moderator k 

Weighted 
Average r 95% CI Z p-value 

Encouraging Employee Input and Feedback (QB = 7.15, df = 4, p = 

Not-For-Profit 1 .51 

.128) 

- - - 

Mixed 9 .43 .32, .53 7.17 .000 

For-Profit (Product) 10 .39 .30, .48 7.83 .000 

For-Profit (Service) 6 .36 .25, .46 6.20 .000 

Healthcare 11 .34 .22, .45 5.42 .000 

Education 4 .25 .14,.35 4.54 .000 

Governmenta 2 .10 - - - 

Soliciting Creative Employee Solutions (QB = 7.15, df = 6, p = .307) 
   

For-Profit (Service) 30 .48 .36, .59 6.77 .000 

Not-For-Profit 5 .45 .37, .52 10.38 .000 

Mixed 19 .42 .34, .49 9.89 .000 

Education 23 .40 .31, .48 8.19 .000 

For-Profit (Product) 47 .37 .31, .43 11.15 .000 

Government 17 .36 .26, .45 6.56 .000 

Healthcare 34 .35 .27, .42 8.07 .000 

Shared Decision Making (QB = 10.22, df = 2, p = .006) 
    

Not-For-Profit 3 .59 .46, .70 7.45 .000 

For-Profit (Service) a 1 .46 - - - 

For-Profit (Product) 11 .39 .28, .49 6.50 .000 

Government 2 .34 - - - 

Education 10 .30 .16, .43 4.03 .000 

Healthcarea 0 - - - - 

Mixeda 0 - - - - 
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Table S-5, continued. 

     

Leadership Practices/Moderator k 

Weighted  
Average r 95% CI Z p-value 

Relationship-Building Practices (QB = 55.92, df = 6, p = .000)    

For-Profit (Service) 10  .43 .27, .56 4.99 .000 

Not-For-Profit 4  .41 .32, .50 8.09 .000 

Mixed 13  .41 .32, .50 7.90 .000 

For-Profit (Product) 26 
 

.39 .29, .48 7.01 .000 

Healthcare 11 
 

.31 .21, .41 5.82 .000 

Education 5  .23 .13, .31 4.71 .000 

Government 3  .18 .15, .21 11.89 .000 

Confidence-Building Practices (QB = 8.14, df = 5, p = .149)     

For-Profit (Service) 8 
 

.72 .53, .84 5.61 .000 

Education 7  .45 .26, .60 4.33 .000 

For-Profit (Product) 10 
 

.42 .17, .62 3.17 .002 

Mixed 13  .41 .27, .53 5.46 .000 

Healthcare 10  .41 .25, .55 4.81 .000 

Government 10  .39 .22, .54 4.22 .000 

Not-For-Profita 1  
.31 - - - 

Coaching Practices (QB = 6.07, df = 5, p = .300) 
     

For-Profit (Service) 20  .56 .39, .70 5.43 .000 

Education 18  .49 .38, .59 7.82 .000 

Not-For-Profita 1  
.45 - - - 

Mixed 12  .44 .30, .56 5.81 .000 

For-Profit (Product) 20  .40 .29, .50 6.64 .000 

Government 15  .40 .29, .50 6.66 .000 

Healthcare 20 
 

.35 .24, .46 5.58 .000 
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Table S-5, continued. 

     

Leadership Practices/Moderator k 

Weighted 
Average r 95% CI Z p-value 

Performance Expectations (QB = 2.99, df = 2, p = .224)     

For-Profit (Service) 4 .39 .24, .52 4.95 .000 

Not-For-Profit 3 .37 .21, .52 4.30 .000 

For-Profit (Product) 18 .27 .20, .34 7.43 .000 

Educationa 2 .15 - - - 

Governmenta 2 .13 - - - 

Healthcarea 0 - - - - 

Mixeda 0 - - - - 

Performance Rewards (QB = 8.15, df = 6, p = .228) 
    

Not-For-Profit 4 .42 .31, .52 6.95 .000 

For-Profit (Product) 21 .41 .30, .51 6.65 .000 

Mixed 8 .35 .20, .48 4.39 .000 

Education 12 .34 .26, .41 8.06 .000 

Government 14 .31 .20, .40 5.65 .000 

Healthcare 21 .26 .17, .34 5.67 .000 

For-Profit (Service) 15 .26 -.05, .52 1.66 .096 
 

a Not included in the between outcome measure comparisons. 
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Table S-6 

Random Effects Results for the Moderator Influences of Countries Organized by the United Nations Categorization of 

Economies on the Relationship Between the Leadership Practices and Study Outcomes 
 

Leadership Practices/Moderator k 

Weighted 
Average r 95% CI Z p-value 

Organizational Visioning (QB = 16.33, df = 2, p = .000)     

Developing 13 .62 .37, .78 4.33 .000 

Highly Developed 31 .44 .34, .54 7.39 .000 

Developed 20 .25 .19, .30 8.43 .000 

Motivational Communication (QB = 9.83, df = 2, p = .007) 
    

Developing 28 .54 .41, .65 7.00 .000 

Highly Developed 52 .46 .39, .53 10.74 .000 

Developed 25 .32 .23, .41 6.66 .000 

Modeling Desired Behavior (QB = 6.78, df = 2, p = .034)     

Developing 18 .28 .22, .34 8.60 .000 

Highly Developed 40 .37 .31, .43 11.02 .000 

Developed 11 .41 .32, .50 7.73 .000 

Encouraging Employee Input and Feedback (QB = 3.17, df = 2, p = .205) 
    

Developing 12 .31 .24, .37 8.61 .000 

Highly Developed 24 .36 .29, .44 8.59 .000 

Developed 7 .43 .30, .54 6.20 .000 

Soliciting Creative Employee Solutions (QB = 2.34, df = 2, p = .311)     

Developing 51 .42 .34, .48 9.89 .000 

Highly Developed 92 .40 .36, .44 16.16 .000 

Developed 32 .34 .26, .42 7.72 .000 

Shared Decision Making (QB = 1.05, df = 2, p = .592) 
    

Developing 3 .37 .23, .49 5.04 .000 

Highly Developed 17 .35 .26, .43 7.33 .000 

Developed 7 .45 .26, .59 4.53 .000 
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Table S-6, continued. 

     

Leadership Practices/Moderator k 

Weighted  
Average r 95% CI Z p-value 

Relationship-Building Practices (QB = 1.86, df = 2, p = .395)     

Developing 17 .32 .25, .39 8.34 .000 

Highly Developed 37 .40 .31, .48 8.63 .000 

Developed 18 .35 .27, .42 8.46 .000 

Confidence-Building Practices (QB = 9.26, df = 2, p = .010)     

Developing 19 .59 .43, .71 6.26 .000 

Highly Developed 23 .47 .36, .56 7.61 .000 

Developed 17 .29 .16, .42 4.19 .000 

Coaching Practices (QB = 2.51, df = 2, p = .286) 
     

Developing 34 .46 .36, .56 7.56 .000 

Highly Developed 52 .46 .40, .52 11.90 .000 

Developed 20 .36 ..23, .48 5.12 .000 

Performance Expectations (QB = 3.42, df = 2, p = .181) 
    

Developing 3 .34 .29, .3
9 

12.39 .000 

Highly Developed 21 .26 .19, .33 7.09 .000 

Developed 5 .29 .21, .36 7.26 .000 

Performance Rewards (QB = 1.85, df = 2, p = .397) 
     

Developing 13 .23 .07, .38 2.73 .006 

Highly Developed 51 .35 .28, .4
1 

9.13 .000 

Developed 31 .34 .25, .42 7.35 .000 



References 

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and normative 

commitment to the organization. Journal of Occupational Psychology, 63, 1-18. doi:10.1111/j.2044-

8325.1990.tb00506.x 

Anderson, E., & Oliver, R. L. (1987). Perspectives on behavior-based versus outcome-based salesforce 

control systems. Journal of Marketing, 51, 76-88. doi:10.2307/1251249 

Appelbaum, M., Cooper, H., Kline, R. B., Mayo-Wilson, E., Nezu, A. M., & Rao, S. M. (2018). Journal article 

reporting standards for quantitative research in psychology: The APA publications and communications 

board task force report. American Psychologist, 73(1), 3-25. doi:10.1037/amp0000191 

Avolio, B. J., & Bass, B. M. (2004). Multifactor Leadership Questionnaire: Manual and sample set (3rd ed.). Menlo 

Park, CA: Mind Garden. 

Avolio, B. J., Bass, B. M., & Jung, D. (1996). Construct validation of the multifactor leadership questionnaire 

MLQ-Form 5X. Binghamton, NY: State University of New York, Center for Leadership Studies. 

Avolio, B. J., Gardner, W. L., & Walumbwa, F. O. (2007). Authentic Leadership Questionnaire. Retrieved from 

http://www.mindgarden.com 

Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current theories, research, and future 

directions. Annual Review of Psychology, 60, 421-449. doi:10.1146/annurev.psych.60.110707.163621 

Axelrod, R. H. (2017). Leadership and self-confidence. In J. Marques & S. Dhiman (Eds.), Leadership today. Cham, 
Switzerland: Springer. 

Babbie, E. R. (2009). The practice of social research (12th ed.). Belmont, CA: Wadsworth. 

Barnett, R. C., & Weidenfeller, N. K. (2016). Shared leadership and team performance. Advances in Developing 

Human Resources, 18(3), 334-351. doi:10.1177/1523422316645885 

Bass, B. M. (1985). Leadership and performance beyond expectations. New York: Free Press. 

Bass, B. M., & Avolio, B. J. (1990). Transformational Leadership Questionnaire. Palo Alto, CA: 

Consulting Psychologist Press. 

Bass, B. M., & Avolio, B. J. (1994). Improving organizational effectiveness through transformational 

leadership. Thousand Oaks, CA: Sage. 

Behery, M. (2016). A new look at transformational leadership and organizational identification: A mediation effect 

of followership style in a non-western context. The Journal of Applied Management and 

Entrepreneurship, 21(2), 70-94. doi:10.9774/GLEAF.3709.2016.ap.00006 

Behling, O., & McFillen, J. M. (1996). A syncretical model of charismatic/transformational leadership. Group 

& Organization Management, 21, 163-191. doi:10.1177/1059601196212004 

Berson, Y., & Linton, J. D. (2005). An examination of the relationships between leadership style, quality, and 

employee satisfaction in R&D versus administrative environments. R&D Management, 35(1), 51-

60. doi:10.1111/j.1467-9310.2005.00371.x 

Borenstein, M., Hedges, L., Higgins, J., & Rothstein, H. (2018). Comprehensive meta analysis (Version 

3.0). Englewood, NJ: Biostat. 

Brayfield, A. H., & Rothe, H. F. (1951). An index of job satisfaction. Journal of Applied Psychology, 35(5), 307-

311. doi:10.1037/h0055617 

Brown, J. A. E., & White, B. J. (2009). Modeling desired behaviors: Do leaders need new technology? 

Leadership & Organization Development Journal, 30(2), 126-138. doi:10.1108/01437730910935738 

Butler, J. K., Jr. (1991). Toward understanding and measuring trust: Evolution of a conditions of trust 
inventory. Journal of Management, 17, 643-663. doi:10.1177/014920639101700307 

Bycio, P., Hackett, R. D., & Allen, J. S. (1995). Further assessments of Bass's (1985) conceptualization of 

transactional and transformational leadership. Journal of Applied Psychology, 80(4), 468-478. 

doi:10.1037/0021-9010.80.4.468 

Cammann, C., Fichman, M., Jenkins, D., & Klesh, J. (1983). Assessing the attitudes and perceptions of organization 

members. In S. E. Seashore, E. E. Lawler, P. Mirvis, & C. Cammann (Eds.), Assessing organizational 

change (pp. 71-138). New York: Wiley. 

Carter, J. C. (2009). Transformational leadership and pastoral leader effectiveness. Pastoral Psychology, 58, 

261271. doi:10.1007/s11089-088-0182-6 

Conger, J. A., Kanungo, R. N., & Menon, S. T. (2000). Charismatic leadership and follower effects. Journal of 

Organizational Behavior, 21(7), 747-767. Retrieved from http://www.jstor.org/stable/3100311  

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 44 

http://www.mindgarden.com/
http://www.jstor.org/stable/3100311


DeChurch, L. A., & Haas, C. D. (2008). Examining team planning through an episodic lens: Effects of deliberate, 

contingency, and reactive planning on team effectiveness. Small Group Research, 39, 542-568. 

doi:10.1177/1046496408320048 

DeConinck, J., & Stilwell, D. (2004). Incorporating organizational justice, role states, pay satisfaction and 

supervisor satisfaction in a model of turnover intentions. Journal of Business Research, 57(3), 225-231. 

doi:10.1016/S0148-2963(02)00289-8 

Dewitte, H., & De Cuyper, N. (2003). Towards a positive engagement of the Flemish employee. In W. Herremans 

(Ed.), The Flemish Labour Market: Report Flemish Labour Market Today. Leuven, Belgium: Leuven 

University Press. 

Dhaliwal, S. H. (2008). Managing customer-contact service employees by implementing transformational 

leadership. (Doctorate Dissertation), Capella University, Minneapolis, MN. 

Doherty, A. J., & Danylchuk, K. E. (1996). Transformational and transactional leadership in interuniversity athletics 

management. Journal of Sports Management, 10, 292-309. doi:10.1123/jsm.10.3.292 

Dubinsky, A. J., Nataraajan, R., & Huang, W. Y. (2004). The influence of moral philosophy on retail salespeople's 

ethical perceptions. The Journal of Consumer Affairs, 38(2), 297-319. doi:10.1111/j.1745-

6606.2004.tb00870.x 

Dumdum, U. R., Lowe, K. B., & Avolio, B. J. (2002). A meta-analysis of transformational and transactional 

leadership correlates of effectiveness and satisfaction: An update and extension. In B. J. Avolio & F. J. 

Yammarino (Eds.), Transformational and charismatic leadership: The road ahead (pp. 35-66). Oxford, 

UK: Elsevier Science. 

Dunst, C. J., Bruder, M. B., Hamby, D. W., Howse, R., & Wilkie, H. (2018). Meta-analysis of the relationships 

between different leadership practices and organization, leader and employee outcomes. Manuscript under 

review. 

Dunst, C. J., & Hamby, D. W. (2018). Meta-analysis of the relationships between different leadership practices and 

organizational, teaming, leader and employee outcomes: Supplemental report. Available at 

www.puckett.org/LeadershipMeta-AnalysisSupplementalReport.pdf 

Dunst, C. J., Watson, A., Roper, N., & Batman, D. (2011). Factors associated with employee appraisals of adherence 

to learning organization principles and practices. E-Journal of Organizational Learning and Leadership, 

9(2), 81-93. 

Einarsen, S., & Hoel, H. (2001, May). The Negative Acts Questionnaire: Development, validation and revision of a 

measure of bullying at work. Paper presented at the 10th European Congress on Work and Organizational 

Psychology, Prague, Czech Republic. 

Ellison, C. W. (1983). Spiritual well-being: Conceptionalization and measurement. Journal of Psychology and 
Theology, 11(4), 330-340. doi:10.1177/009164718301100406 

Ely, K., Boyce, L. A., Nelson, J. K., Zaccaro, S. J., Hernez-Broome, G., & Whyman, W. (2010). Evaluating 

leadership coaching: A review and integrated framework. Leadership Quarterly, 21(4), 585-599. 

doi:10.1016/j.leaqua.2010.06.003 

Emiliani, M. L. (2003). Linking leaders’ beliefs to their behaviors and competencies. Management Decision, 41 (9), 

893-910. doi:10.1108/00251740310497430 

Fassinger, P. A. (1995). Understanding classroom interaction: Students' and professors' contributions to students' 

silence. Journal of Higher Education, 66, 82-96. doi:10.1080/00221546.1995.11774758 

Fausing, M. S., Joensson, T. S., Lewandowski, J., & Bligh, M. (2015). Antecedents of shared leadership: 

Empowering leadership and interdependence. Leadership & Organization Development Journal, 36(3), 

271-291. doi:10.1108/LODJ-06-2013-0075 

Felfe, J., & Liepmann, D. (2006). Skalendokumentation zum Instrument zur Mitarbeiterbefragung [Documentation 

of instruments for employee surveys]. Unpublished Technical Report. Berlin and Halle, Germany: Free 

University of Berlin and Martin Luther University of Halle-Wittenberg. 

Fiebig, G. V., & Kramer, M. W. (1998). A framework for the study of emotions in organizational contexts. 

Management Communication Quarterly, 11, 536-572. doi:10.1177/0893318998114002 

Fombrun, C. J., Gardberg, N. A., & Sever, J. M. (2000). The reputation quotient: A multi-stakeholder measure of 

corporate reputation. The Journal of Brand Management, 7(4), 241-255. doi:10.1057/bm.2000.10 

Fransen, J., Kirschner, P. A., & Erkens, G. (2011). Mediating team effectiveness in the context of collaborative 

learning: The importance of team task awareness. Computers in Human Behavior, 27, 1103-1113. 

doi:10.1016/j.chb.2010.05.017 

Frymier, A. B., & Houser, M. L. (1999). The revised learning indicators scale. Communication Studies, 50(1), 1-12. 

doi:10.1080/10510979909388466 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 45 

http://www.puckett.org/LeadershipMeta-AnalysisSupplementalReport.pdf


Gartwright, D., & Zander, A. (1960). Group dynamics: Research and theory. Evanston, IL: Row Peterson and 

Company. 

George, J. M., & Zhou, J. (2001). When openness to experience and conscientiousness are related to creative 

behavior: An interactional approach. Journal of Applied Psychology, 86(3), 513-524. doi:10.1037//0021-

9010.86.3.513 

Geyer, A. L. J., & Steyrer, J. M. (1998). Transformational leadership and objective performance in banks. Applied 

Psychology: An International Review, 47(3), 397-420. doi:10.1080/026999498377917 

Gillespie, N. A., & Mann, L. (2004). Transformational leadership and shared values: The building blocks of trust. 

Journal of Managerial Psychology, 19(6), 588-607. doi:10.1108/02683940410551507 

Goodboy, A. K., Martin, M. M., & Bolkan, S. (2009). The development and validation of student communication 

satisfaction scale. Communication Education, 58(3), 372-396. doi:10.1080/03634520902755441 

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development of leader-member 

exchange (LMX) theory of leadership over 25 years: Applying a multi-level multi-domain perspective. 

Leadership Quarterly, 6(2), 219-247. doi:10.1016/1048-9843(95)90036-5 

Gray-Toft, P., & Anderson, J. G. (1981). The nursing stress scale: Development of an instrument. Journal of 

Behavioral Assessment, 3(1), 11-23. doi:10.1007/BF01321348 

Guzzo, R. A., Yost, P. R., Campbell, R. J., & Shea, G. P. (1993). Potency in groups: Articulating a construct. British 

journal of Social Psychology, 3, 87-106. doi:10.1111/j.2044-8309.1993.tb00987.x 

Hackman, J. R., & Oldham, G. R. (1975). Development of the job diagnostic survey. Journal of Applied Psychology, 
60, 159-170. doi:10.1037/h0076546 

Hater, J. J., & Bass, B. M. (1988). Superiors' evaluations and subordinates' perceptions of transformational and 
transactional leadership. Journal of Applied Psychology, 73(4), 695-702. doi:10.1037/0021-9010.73.4.695 

Hellgren, J. M., Isaksson, S., & Isaksson, K. (1999). A two-dimensional approach to job insecurity: Consequences 

for employee attitudes and well-being. European Journal of Work and Organizational Psychology, 8, 179-

195. doi:10.1080/135943299398311 

Hiller, N. J., Day, D. V., & Vance, R. J. (2006). Collective enactment of leadership roles and team effectiveness: 

A field study. The Leadership Quarterly, 17, 387-397. doi:10.1016/j.leaqua.2006.04.004 

Hinkin, T. R., & Tracey, J. B. (1994). Transformational leadership in the hospital industry. Hospital 

Research Journal, 18, 49-63. doi:10.1177/109634809401800105 

House, R. J. (1998). Appendix: Measures and assessments for the charismatic leadership approach: Scales, latent 

constructs, loadings, Cronbach alphas, interclass correlations. In F. Dansereau & F. J. Yammarino 

(Eds.), Leadership: The multiple-level approaches: Contemporary and alternative (Vol. 24, Part B, pp. 

23-30). London: JAI Press. 

Howell, J. M., & Avolio, B. J. (1993). Transformational leadership, transactional leadership, locus of control, and 

support for innovation: Key predictors of consolidated-business-unit performance. Journal of Applied 

Psychology, 78(6), 891-902. doi:10.1037/0021-9010.78.6.891 

Hulpia, H., & Devos, G. (2009). Exploring the link between distributed leadership and job satisfaction of school 

leaders. Educational Studies, 35(2), 153-171. doi:10.1080/03055690802648739 

Jiménez, P., & Kallus, W. (2005). Stress and recovery of social care professionals: Development of a screening 

version of the recovery-stress-questionnaire for work. In C. Korunka & P. Hoffmann (Eds.), Change and 

quality in human service work (pp. 311-323). Munich, Germany: Hampp. 

Jordan, P. J., Werner, A., & Venter, D. (2015). Achieving excellence in private intensive care units: The effect of 

transformational leadership and organizational culture on organizational change outcomes. SA Journal of 

Human Resource Management/SA Tydskrif vir Menslikehulpbronbestuur, 3(1). 

doi:10.4102/sajhrm.v13i1.707 

Kanter, R. M., & Fox, D. P. (2016). Understanding confidence: Its roots and role in performance. In F. S. 

(Ed.), Critical mindfulness (pp. 55-67). Cham, Switzerland: Springer. 

Karasek, R. A. (1985). Job content instrument: Questionnaire and user's guide. Los Angeles: University of 
Southern California. 

Kastenmüller, A., Greitemeyer, T., Zehl, S., Tattersall, A. J., George, H., Frey, D., & Fischer, P. (2014). The 

influence of transformational and transactional leadership on selective information search, evaluation, 

and conveying. Social Psychology, 45(5), 357-370. doi:10.1027/1864-9335/a000177 

Keller, R. T. (2006). Transformational leadership, initiating structure, and substitutes for leadership: A longitudinal 

study of research and development project team performance. Journal of Applied Psychology, 91(1), 202-

210. doi:10.1037/0021-9010.91.1.202 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 46 



Kelley, R. E. (1992). The power of followship: How to create leaders people want to follow and followers who lead 

themselves. New York: Doubleday. 

Kelloway, E. K., Gottlieb, B. H., & Barham, L. (1999). The source, nature, and direction of work and family 

conflict: A longitudinal investigation. Journal of Occupational Health Psychology, 4, 337-346. 

doi:10.1037/1076-8998.4.4.337 

King Duvall, C. (1999). Developing individual freedom to act: Empowerment in the knowledge organization. 

Participation & Empowerment, 7(8), 204-209. doi:10.1108/14634449910303603 

Kopp, T., & Schuler, H. (2003). Vertrauen gegenüber Vorgesetzten und Akzeptanz von Entgeltsystemen. 

Zeitchrift für Personal-psychologie, 2(4), 182-192. doi:10.1026//1617-6391.2.4.182 

Kouzes, J., & Posner, B. (1988). The leadership challenge. San Francisco: Jossey-Bass. 

Kouzes, J. M., & Posner, B. Z. (2017). LPI: Leadership practices inventory: Individual feedback report: Samples. 

Retrieved from http://www.leadershipchallenge.com/professionals-section-lpi-sample-report.aspx 

Koys, D. J., & DeCotiis, T. A. (1991). Inductive measures of psychological climate. Human Relations, 44(3), 265- 

285. doi:10.1177/001872679104400304 

Laschinger, H. K. S., Finegan, J., Shamian, J., & Wilk, P. (2001). Impact of structural and psychological 

empowerment on job strain in nursing work settings. Journal of Nursing Administration, 31, 260-272. 

doi:10.1097/00005110-200105000-00006 

Laschinger, H. K. S., & Smith, L. M. (2013). The influence of authentic leadership and empowerment on new-

graduate nurses' perceptions of interprofessional collaboration. Journal of Nursing Administration, 

43(1), 24-29. doi:10.1097/NNA.0b013e3182786064 

Laschinger, H. K. S., Wong, C. A., & Grau, A. L. (2013). Authentic leadership, empowerment and burnout: A 

comparison in new graduates and experienced nurses. Journal of Nursing Management, 21, 541-552. 

doi:10.1111/j.1365-2834.2012.01375.x 

Leiter, M. P., & Maslach, C. (2002). Areas of worklife scale manual. Wolfville, Nova Scotia: Centre for 

Organizational Research and Development, Acadia University. 

Lewis, L. (2014). Change management. In V. D. Miller & M. E. Gordon (Eds.), Meeting the challenge of human 

resource management: A communication perspective (pp. 134-144). New York: Routledge. 

Loganathan, N., & Krishnan, V. R. (2010). Leader's femininity and transformational leadership: Mediating role of 

leader's emotional intelligence. Great Lakes Herald, 4(2), 53-72. 

Loon, M., & Casimir, G. (2008). Job-demand for learning and job-related learning: The moderating effect of need 

for achievement. Journal of Managerial Psychology, 23(1), 89-102. doi:10.1108/02683940810849684 

Lowe, K. B., Kroeck, K. G., & Sivasubramaniam, N. (1996). Effectiveness correlates of transformational and 

transactional leadership: A meta-analytic review of the MLQ literature. Leadership Quarterly, 7(3), 385-

426. doi:10.1016/S1048-9843(96)90027-2 

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive psychological capital: Measurement and 

relationship with performance and satisfaction. Personnel Psychology, 60, 541-572. doi:10.1111/j.1744-

6570.2007.00083.x 

MacKenzie, S. B., Podsakoff, P. M., & Fetter, R. (1991). Organizational citizenship behavior and objective 

productivity as determinants of managerial evaluations of salespersons' performance. Organizational 

Behavior and Human Decision Processes, 50, 1-28. doi:10.1016/0749-5978(91)90037-T 

Majovski, L. F. (1982). The role of psychological assessment in ministerial selection (Doctoral Dissertation). 

Retrieved from ProQuest Dissertations and Theses database. (UMI No. 8223416). 

Makowska, Z., & Merecz, D. (2001). Polish adaption of David Goldberg's General Health Questionnaire: GHQ-12 

and GHQ-28, part II. In Z. Makowska & D. Merecz (Eds.), Assessment of mental health on the basis of 

David Goldberg's questionnaire studies: A user's guide to the General Health Questionnaire (GHQ-12 and 

GHQ-28) (pp. 193-264). Łódź, Poland: IMP. 

Marquardt, M. J. (1996). Building the learning organization: A systems approach to quantum improvement 

and global success. New York: McGraw-Hill. 

Mascall, B., Leithwood, K., Straus, T., & Sacks, R. (2008). The relationship between distributed leadership and 

teachers’ academic optimism. Journal of Educational Administration, 46(2), 214-228. 

doi:10.1108/09578230810863271 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Occupational 

Behavior, 2, 99-113. doi:10.1002/job.4030020205 

Matzler, K., Bauer, F. A., & Mooradian, T. A. (2015). Self-esteem and transformational leadership. Journal of 

Managerial Psychology, 30 (7), 815-831. doi:10.1108/JMP-01-2013-0030 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 47 

http://www.leadershipchallenge.com/professionals-section-lpi-sample-report.aspx


May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of meaningfulness, safety and 

availability and the engagement of the human spirit at work. Journal of Occupational and Organizational 

Psychology, 77, 11-37. doi:10.1348/096317904322915892 

Mayer, R. C., & Gavin, M. B. (2005). Trust in management and performance: Who minds the shop while 

the employees watch the boss? Academy of Management Journal, 48(5), 874-888. 

doi:10.5465/amj.2005.18803928 

McAllister, D. J. (1995). Affect- and cognition-based trust as foundations for interpersonal cooperation in 

organizations. Academy of Management Journal, 38, 24-59. 

McCroskey, J. C., Richmond, V. P., Plax, T. G., & Kearney, P. (1985). Power in the classroom v: Behavior 

alteration techniques, communication training and learning. Communication Education, 34, 214-226. 

doi:10.1080/03634528509378609 

McCroskey, J. C., & Teven, J. J. (1999). Goodwill: A reexamination of the construct and its 

measurement. Communication Monographs, 66, 90-103. doi:10.1080/03637759909376464 

McKnight, D. H., Choudhury, V., & Kacmar, C. (2002). Developing and validating trust measures for e-commerce: 

An integrative typology. Information Systems Research, 13(3), 334-361. doi:10.1287/isre.13.3.334.81 

McMurray, A. J., & Dorai, R. (2003). Workplace Innovation Scale: A new method for measuring innovation in the 

workplace. Paper presented at the Fifth European Conference on Organizational Knowledge, Learning. 

and Capabilities, Barcelona, Spain. 

McNeese-Smith, D. K. (1995). Job satisfaction, productivity, and organizational commitment: The result of 
leadership. Journal of Nursing Administration, 25(9), 17-26. doi:10.1097/00005110-199509000-00006 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and occupations: Extension and test 

of a three-component conceptualization. Journal of Applied Psychology, 78(4), 538-551. 

doi:10.1037/0021-9010.78.4.538 

Moorman, R. H., & Blakely, G. L. (1995). Individualism-collectivism as an individual difference predictor of 

organizational citizenship behavior. Journal of Organizational Behavior, 16, 127-142. 

doi:10.1002/job.4030160204 

Moss, S. A., & Ritossa, D. A. (2007). The impact of goal orientation on the association between leadership style 

and follower performance, creativity and work attitudes. Leadership, 3(4), 133-456. 

doi:10.1177/1742715007082966 
Mott, P. E. (1972). The characteristics of effective organizations. New York: Harper & Row. 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). Journal of Vocational Behavior, 14, 224-247. 

doi:10.1016/0001-8791(79)90072-1 

Moynihan, D. P., Wright, B. E., & Pandey, S. K. (2012). Working within constraints: Can transformational leaders 

alter the experience of red tape? International Public Management Journal, 15(3), 315-336. 

doi:10.1080/10967494.2012.725318 

Neider, L. L., & Schriesheim, C. A. (2011). The Authentic Leadership Inventory (ALI): Development and 

empirical tests. The Leadership Quarterly, 22 1146–1164. doi:10.1016/j.leaqua.2011.09.008 

Neuberger, O., & Allerbeck, M. (1978). Messung und Analyse von Arbeitszufriedenheit [Measurement and analysis 
of job satisfaction]. Bern, Switzerland: Huber. 

O'Brien, M. J. (1994). Learning organization practices profile: Guide to administration and implementation. San 

Francisco, CA: Pfeiffer. 

O'Connell, D., Hickerson, K., & Pillutla, A. (2010). Organizational visioning: An integrative review. Group & 

Organization Management, 36(1), 103–125. doi:10.1177/1059601110390999 

Odumeru, J. A., & Ifeanyi, G. O. (2013). Transformational vs. transactional leadership theories: Evidence in 

literature. International Review of Management and Business Research, 2(2), 355-361. 

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome. Lexington, MA: Lexington 

Books. 

Organ, D. W. (1990). The motivational basis of organizational citizenship behavior. In B. M. Staw & L. L. 

Cummings (Eds.), Research in Organizational Behavior. (Vol. 12). Greenwich, CT: JAI Press. 

Parasuraman, A., Zeithaml, V. A., & Berry, L. L. (1988). SERVQUAL: A multiple-item scale for measuring 

consumer perceptions of service quality. Journal of Retailing, 64, 12-40. 

Parker, S. K. (1998). Enhancing role breadth self-efficacy: The roles of job enrichment and other organizational 

interventions. Journal of Applied Psychology, 83(6), 835-852. doi:10.1037/0021-9010.83.6.835 

Pavot, W., & Diener, E. (1993). Review of the satisfaction with life scale. Psychological Assessment, 5(2), 164-

172. doi:10.1037/1040-3590.5.2.164 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 48 



Pearce, C. L., & Sims, H. P., Jr. (2002). Vertical versus shared leadership as predictors of the effectiveness of 

change management teams: An examination of aversive, directive, transactional, transformational, 

and empowering leader behaviors. Group Dynamics: Theory, Research, and Practice, 6(2), 172-197. 

doi:10.1037//1089-2699.6.2.172 

Podsakoff, P. M., MacKenzie, S. B., & Bommer, W. H. (1996). Transformational leader behaviors and substitutes 

for leadership as determinants of employee satisfaction, commitment, trust, and organizational citizenship 

behaviors. Journal of Management, 22(2), 259-298. doi:10.1177/014920639602200204 

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational leader behaviors and 

their effects on followers' trust in leader, satisfaction, and organizational citizenship behaviors. Leadership 

Quarterly, 1(2), 107-142. doi:10.1016/1048-9843(90)90009-7 

Podsakoff, P. M., & MacKenzie, S. B. (1994). Organizational citizenship behaviors and sales unit effectiveness. 

Journal of Marketing Research, 31, 351-363. doi:10.2307/3152222 

Pongpearchan, P., & Mumi, A. (2012). Entrepreneur leadership competency and firm success of a spa business in 

Thailand. Journal of International Business and Economics, 12(5), 72-83. 

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational commitment, job satisfaction, 

and turnover among psychiatric technicians. Journal of Applied Psychology, 59(5), 603-609. 

doi:10.1037/h0037335 

Quinn, R. P., & Shepard, L. G. (1974). The 1972-1973 Quality of employment survey. Ann Arbor, MI: University 

of Michigan, Institute for Social Research. 

Rafferty, A. E., & Griffin, M. A. (2004). Dimensions of transformational leadership: Conceptual and 

empirical extensions. Leadership Quarterly, 15, 329–354. doi:10.1016/j.leaqua.2004.02.009 

Richmond, V. P. (1990). Communication in the classroom: Power and motivation. Communication Education, 39, 
181-195. doi:10.1080/03634529009378801 

Rizzo, J. R., House, R. J., & Lirtzman, S. I. (1970). Role conflict and ambiguity in complex 

organizations. Administrative Science Quarterly, 15(2), 150-163. doi:10.2307/2391486 

Roe, R. A., Zinovieva, I. L., Dienes, E., & Ten Horn, L. A. (2000). A comparison of work motivation in Bulgaria, 

Hungary and the Netherlands: Test of a model Applied Psychology: An International Review, 49(4), 658-

687. doi:10.1111/1464-0597.00039 

Rogers, D. P. (1987). The development of a measure of perceived communication transparency Journal of Business 

Communication, 24, 53-61. doi:10.1177/002194368702400404 

Rothfelder, K., Ottenbacher, M. C., & Harrington, R. J. (2013). The impact of transformational, transactional and 

non-leadership styles on employee job satisfaction in the German hospitality industry. Tourism and 

Hospitality Research, 12(4), 201-214. doi:10.1177/1467358413493636 

Salanoya, M., Llorens, S., Cifre, E., Mastinez, I. M., & Schaufeli, W. B. (2003). Perceived collective efficacy, 

subjective well-being and task performance among electronic work groups: An experimental study. Small 

Group Research, 344, 43-73. doi:10.1177/1046496402239577 

Salovey, P., Mayer, J. D., Goldman, S. L., Turvey, C., & Palfai, T. P. (1995). Emotional attention, clarity, and 

repair: Exploring emotional intelligence using the Trait Meta-Mood Scale. In J. W. Pennebaker (Ed.), 

Emotion, disclosure, and health (pp. 125-154). Washington, DC: American Psychological Association. 

Samad, S. (2012). The influence of innovation and transformational leadership on organizational performance. 

Procedia - Social and Behavioral Sciences, 57, 486-493. doi:10.1016/j.sbspro.2012.09.1215 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). Job demands, job resources, and their relationship with 

burnout and engagement: A multi-sample study. Journal of Organizational Behavior, 25(3), 293-315. 

doi:10.1002/job.248 

Schoonjans, F. (2017). MedCalc manual: Easy-to-use statistical software. Ostend, Belgium: MedCalc Software. 

Schoorman, F. D., & Ballinger, G. A. (2006). Leadership, trust and client service in veterinary hospitals 

(Unpublished working paper). Purdue University. West Lafayette, IN. 

Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior: A path model of individual innovation in 

the workplace. Academy of Management Journal, 37(3), 580-607. doi:10.2307/256701 

Shortell, S. M., & Rousseau, D. M. (1989). ICU nurse-physician questionnaire (short version). Excerpted from The 

organization and management of intensive care units. Unpublished manuscript. Evanston, IL: 

Northwestern University, J. I. Kellogg Graduate School of Management and Center for Health Services 

and Policy Research. 

Shortell, S. M., Rousseau, D. M., Gillies, R. R., Devers, K. J., & Simons, T. L. (1991). Organizational assessment 

in intensive care units (ICUs): Construct development, reliability, and validity of the ICU nurse-physician 

questionnaire. Medical Care, 29, 709-726. doi:10.1097/00005650-199108000-00004 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 49 



Simons, T., Friedman, R., Liu, L. A., & McLean Parks, J. (2007). Racial differences in sensitivity to behavioral 

integrity: Attitudinal consequences, in-group effects, and "trickle down" among black and non-black 

employees. Journal of Applied Psychology, 92, 650-665. doi:10.1037/0021-9010.92.3.650 

Sivasubramaniam, N., Murry, W. D., Avolio, B. J., & Jung, D. I. (2002). A longitudinal model of the effects of team 

leadership and group potency on group performance. Group & Organization Management, 27(1), 66-96. 

doi:10.1177/1059601102027001005 

Smidts, A., Pruyn, A. T. H., & van Riel, C. B. M. (2001). The impact of employee communication and perceived 

external prestige on organizational identification. Academy of Management Journal, 44(5), 1051-1062. 

Smith, C. A., Organ, D. W., & Near, J. P. (1983). Organizational citizenship behavior: Its nature and antecedents. 

Journal of Applied Psychology, 68, 653-663. doi:10.1037/0021-9010.68.4.653 

Smith, P., Ironson, G. H., Brannick, M. T., Gibson, W., & Paul, K. (1989). Construction of a job in general scale: A 

comparison of global, composite and specific measures. Journal of Applied Psychology, 74(2), 1-8. 

Smith, P., Kendall, L., & Hulin, C. (1985). The measurement of satisfaction in work and retirement. Bowling Green 

State University, Bowling Green, OH. 

Somech, A., & Drach-Zahavy, A. (2000). Understanding extra-role behavior in schools: The relationships between 

job satisfaction, sense of efficacy, and teachers' extra-role behavior. Teaching and Teacher Education, 16, 

649-659. doi:10.1016/S0742-051X(00)00012-3 

Spangler, W. D., & Braiotta, L., Jr. (1990). Leadership and corporate audit committee effectiveness. Group and 

Organization Studies, 15(2), 134-157. doi:10.1177/105960119001500202 

Sparks, J. R., & Schenk, J. A. (2001). Explaining the effects of transformational leadership: An investigation of the 

effects of higher-order motives in multilevel marketing organizations. Journal of Organizational Behavior, 

22, 849-829. doi:10.1002/job.116 

Spreitzer, G. M. (1995). Psychological empowerment in the workplace: Dimensions, measurement, and validation. 

Academy of Management Journal, 38, 1442-1465. 

Stamps, P. I. (1997). Nurses and work satisfaction: An index for measurement (2nd ed.). Chicago: Health 

Administration Press. 

Sujan, H., Weitz, B. A., & Kumar, N. (1994). Learning orientation, working smart, and effective selling. Journal of 

Marketing, 58, 39-52. doi:10.2307/1252309 

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of Management Journal, 43, 178-190. 

The Economist. (2017). Democracy index. 2017: Free speech under attack. Author: Intelligence Unit. Retrieved 

from www.eiu.com 

Tschannen-Moran, M., & Woolfolk, A. (2002). The influence of resources and support on teachers' efficacy beliefs. 

Paper presented at the Annual Meeting of The American Educational Research Association, New Orleans, 

LA. 

Turning Point National Program Office. (2012). Collaborative Leadership Self-Assessment Questionnaires: How to 

use these Collaborative Leadership Self-Assessments. Seattle, WA: University of Washington, School of 

Public Health and Community Medicine. 

Uhl-Bien, M. (2003). Relationship development as a key ingredient for leadership development. In S. E. Murphy & 

R. E. Riggio (Eds.), The future of leadership development (pp. 129-148). Mahwah, NJ: Lawrence Erlbaum. 

United Nations. (2018). World economic situation prospectus. New York: Author. 

van Katwyk, P. T., Fox, S., Spector, P. E., & Kelloway, E. K. (2000). Using the job-related affective well-being 

scale (JAWS) to investigate affective responses to work stressors. Journal of Occupational Health 

Psychology, 5(2), 219-230. doi:10.1037//1076-8998.5.2.219 

VandeWalle, D. (1997). Development and validation of a work domain goal orientation instrument. Educational and 

Psychological Measurement, 57(6), 995-1015. doi:10.1177/0013164497057006009 

Vogelgesang, G. R., Leroy, H., & Avolio, B. J. (2013). The mediating effects of leader integrity with transparency in 

communication and work engagement/performance. The Leadership Quarterly, 24, 405-413. 

doi:10.1016/j.leaqua.2013.01.004 

Waldman, D. A., Bass, B. M., & Einstein, W. O. (1987). Leadership and outcomes of performance appraisal 

processes. Journal of Occupational Psychology, 60, 177-186. doi:10.1111/j.2044-8325.1987.tb00251.x 

Walsh, J. P., Ashford, S. J., & Hill, T. E. (1985). Feedback obstruction: The influence of the information 

environment on employee turnover intentions. Human Relations, 38(1), 23-46. 

doi:10.1177/001872678503800102 

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008). Authentic leadership: 

Development and validation of a theory-based measure. Journal of Management, 34(1), 89-126. 

doi:10.1177/0149206307308913 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 50 

http://www.eiu.com/


Walumbwa, F. O., Luthans, F., Avey, J. B., & Oke, A. (2011). Authentically leading groups: The mediating role of 

collective psychological capital and trust. Journal of Organizational Behavior, 32, 4-24. (Retraction 

published 2014, Journal of Organizational Behavior, 2035, p. 2746). doi:10.1002/job.653 

Wang, G., Oh, I.-S., Courtright, S. H., & Colbert, A. E. (2011). Transformational leadership and performance across 

criteria and levels: A meta-analytic review of 25 years of research. Group & Organization Management, 

36(2), 223-270. doi:10.1177/1059601111401017 

Warr, P., J., C., & Wall, T. (1979). Scales for the measurement of some work attitudes and aspects of psychological 

well-being. Journal of Occupational Psychology, 52, 129-148. 

Warszewska-Maluch, M. (2007). Polish adaption of the Negative Acts Questionnaire for measuring mobbing at 

work. Bezpiezeństwo Pr - Nauka Prakt, 12, 16-19. In Polish, with an abstract in English. 

Watson, D., Clark, L. A., & Tellegen, A. (1988). Development and validation of brief measures of positive and 

negative affect: The PANAS scales. Journal of Personality and Social Psychology, 54, 1063-1070. 

doi:10.1037/0022-3514.54.6.1063 

Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the Minnesota Satisfaction 

Questionnaire (Minnesota Studies in Vocational Rehabilitation: XXII). Minneapolis, MN: University of 

Minnesota, Industrial Relations Center Work Adjustment Project. 

Whittington, J. L., Goodwin, V. L., & Murray, B. (2004). Transformational leadership, goal difficulty, and job 

design: Independent and interactive effects on employee outcomes. The Leadership Quarterly, 15, 593– 

606. doi:10.1016/j.leaqua.2004.07.001 

Williams, L. J. (1989). Affective and non-affective components of job satisfaction and organizational commitment as 

determinants as organizational citizenship and in-role behaviors. Unpublished doctoral dissertation. 

Indiana University, Bloomington, IN. 

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational commitment as predictors of 

organizational citizenship and in-role behaviors. Journal of Management, 17(3), 601-617. 

doi:10.1177/014920639101700305 

Wofford, J. C., Goodwin, V. L., & Whittington, J. L. (1998). A field study of a cognitive approach to understanding 

transformational and transactional leadership. Leadership Quarterly, 9(1), 55-84. doi:10.1016/S1048-

9843(98)90042-X 

Zhu, W., Chew, I. K. H., & Spangler, W. D. (2005). CEO transformational leadership and organizational outcomes: The 

mediating role of human--capital-enhancing human resource management. Leadership Quarterly, 16, 39-52. 

doi:10.1016/j.leaqua.2004.06.001 

Zineldin, M., & Hytter, A. (2012). Leaders' negative emotions and leadership styles influencing subordinates' well-

being. The International Journal of Human Resource Management, 23(4), 748-758. 

doi:10.1080/09585192.2011.606114 

 

LEADERSHIP META-ANALYSIS SUPPLEMENTAL REPORT 51 



 

 


