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ABSTRACT

The aim of the present study was to investigate possible predictors of emotional
intelligence and empathy, and what sort of contributions both emotional intelligence and
empathy make to job satisfaction and conflict management in the workplace. To investigate
possible predictors, the study was divided into two parts. In the survey part of the study, “Job
Satisfaction Scale”, “Empathic Tendency Scale”, “Big Five Personality Inventory” ,
“Attachment Scale” and “Emotional Intelligence Inventory” were presented to 120 (71
female, 49 male) employees from 3 different sectors (education, health and construction) in
Balikesir.

In this part of the study, correlational analyses were performed to examine which
variables link to emotional intelligence and empathy. Secondly, in the experimental part of the
study, 100 participants out of 120 were randomly assigned into two groups (experimental
group and control group). In this part, participants in the experimental group were presented a
part from the novel “Les Miserables” whereas participants in the control group were presented
a part from the novel “Dominique” and asked to read it. After that, participants from both
groups were given “empathic tendency scale”. In final phase, both groups were presented four
business cases and asked them to generate solutions to the presented problems.

In the survey part of the study, the results demonstrated that job satisfaction is
positively correlated with emotional intelligence and empathy. In addition, agreeableness and
secure attachment orientation are positively correlated with job satisfaction. Besides, the
results also indicated that empathic tendency and emotional intelligence are significantly
correlated with each other. Additionally, secure attachment orientation and emotional
intelligence are positively correlated with each other. More strikingly, regression analyses

indicated that empathy, per se, has an explanatory effect on participants’ job satisfaction.



According to the experimental part’s results, as a consequence of empathy
manipulation, experimental group had higher empathy scores than the control group.
Moreover, experimental group was significantly different than control group in terms of the
responses to empathy case 4. These findings suggest that experimental group was more
successful than control group at developing empathy and evaluating things from both parties’

perspectives.

Key Words: Emotional Intelligence, Empathy, Job Satisfaction, Conflict Management,

Attachment
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Bu calismada, duygusal zeka ve empatiyi yordayan faktorler ile bu iki kavramin is
memnuniyeti ve ¢atisma yonetimi lizerindeki iliskisi incelenmistir. Olas1 yordayicilar
incelemek amaciyla ¢aligsma iki kisma ayrilmistir. Anket kisminda, Balikesir’de farkli
sektorlerde (saglik, egitim, insaat) ¢alisan 120 katilimciya (71 kadin, 49 erkek) sirayla “Is
Memnuniyeti Olgegi”, “Empatik Egilim Olgegi”, “Bes Faktor Kisilik Envanteri”, “Baglanma
Olgegi” ve “Duygusal Zeka Envanteri” verilmistir. Calismanim bu kisminda, duygusal zeka ve
empatinin hangi faktorlerle iligkili oldugunu incelemek amaciyla korelasyon analizleri
yapilmistir.

Arastirmanin ikinci kisminda ise 120 katilimer arasindan seckisiz atama yontemiyle
secilen 100 kisi iki farkli gruba ayrilmistir (deney grubu ve kontrol grubu). Ardindan deney
grubundaki katilimcilara “Sefiller” romanindan bir pasaj okutularak empati manipiilasyonu
yapilmistir. Kontrol grubuna ise “Aska Veda” adli romandan nétr bir pasaj verilmistir. Bu
asamanin ardindan her iki gruptaki katilimcilara empatik egilim 6lgegi verilip cevaplamalari
istenmistir. Son asamada ise tiim katilimcilardan 4 farkli is vakasina verilen sorular
dogrultusunda ¢6ziim iiretmeleri istenmistir.

Arastirmanin anket kismindaki sonuglara gore, duygusal zeka ve empatik egilim is
memnuniyeti ile yiiksek pozitif korelasyon icerisindedir. Ek olarak, uyumluluk ve giivenli
baglanma stili i memnuniyeti ile yiiksek pozitif korelasyona sahiptir. Ayrica, duygusal zeka
ile empatik egilim arasinda yiiksek diizeyde pozitif korelasyon bulunmustur. Bununla birlikte,
giivenli baglanma stili ve duygusal zeka yiiksek diizeyde pozitif korelasyon igerisindedir.
Ayrica, regresyon analizleri sonucunda empatinin basl bagina katilimeilarin is memnuniyeti
tizerinde agiklayici bir etkiye sahip oldugunu sdyleyebiliriz.

Arastirmanin deney kismindaki sonuglara gore, yapilan empati manipiilasyonu

sonucunda deney grubu, empati puanlar1 bazinda kontrol grubundan daha yiiksek sonuglara



sahiptir. Ustelik deney grubunun, “empati vaka 4”e verdikleri tepkiler kontrol grubundan
anlaml1 diizeyde farklidir. Bu sonuglar gostermektedir ki, deney grubu empati kurma ve
olaylar iki tarafin perspektifinden degerlendirebilme konusunda kontol grubuna kiyasla daha

basarilidir.

Anahtar Kelimeler: Duygusal Zeka, Empati, Is Memnuniyeti, Catisma Y dnetimi, Baglanma
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CHAPTER 1

INTRODUCTION

1.1.EMOTIONS

In the psychological literature, the concept of emotion has been investigated by
numerous researchers. Some of them have claimed that emotions are just reactions, whereas
others have purported that emotions are the by product of cognitions (Ashkanasy, 2003).
However, since the 1980s, researchers have come to the conclusion that emotions arise in
consequence of the interplay between cognitive and non-cognitive neural systems
(Ashkanasy, 2003).

In this regard, emotion may be viewed as an integration of innate and adaptive
subsystems which have stemmed from the evolutionary needs of survival (Tooby &
Cosmides, 1990). In a nutshell, emotions are organized groups of responses that optimize
people’s coping skills with challenges and enable them to take advantage of the opportunities
that take place in the events which they encounter (Cote 2014).

To give an example, our primary emotions, such as anger, happiness, and
embarrassment help us to act according to the circumstances. For instance, anger helps us to
save ourselves from being exploitable by sending signals to the third party in case of injustice
(Gross, 1999). Additionally, the emotion of embarressment may constrain us from doing
something immoral by spreading fear that we can lose our reputation in others’ eyes.

After giving basic information about emotions, we can broach our main subject. In
recent years, the term of emotional intelligence became a major subject of interest in both

scientific domains, and in the lay public, especially after the publication of Goleman’s book
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(Goleman, 1995). Although this great deal of interest in this concept seems to have come to
light in last decades, scientists have been investigating the construct since the beginning of the
20th century.

Is “emotional intelligence” an oxymoronic concept? According to one practice,
emotions are considered as disordered stoppages of intellectual activity and it was believed
that they have to be controlled. In the first century B.C., Publilius Syrus has claimed “Rule
your feelings, lest your feelings rule you” (Salovey & Mayer, 1990, p.185).

Furthermore, in the past, emotions have been described as acute disturbances,
disorganized responses and loss of control by many scientists and researchers. In this context,
Woodworth claimed that an 1Q scale should consist of tests measuring the ability not to get
afraid or angry over things that evoke these emotions in young children (Salovey & Mayer,
1990).

A second approach examines emotion as an organizing response, because emotions
mainly focus on mental activities and ensuing actions. Therefore, Leeper has suggested that
emotions are principally motivating forces, rather than being haphazard or chaotic.
Additionally, modern theories view emotions as cognitive activities. For instance, artificial
intelligence researchers have considered the importance of attaching emotions to computers
with the intent of managing their processing (Salovey & Mayer, 1990).

As yet, it is viewed that emotions are organized responses and outputs of
physiological, cognitive, experiential and motivational systems. They practically evoke in
response to an event and may have either positive or negative meanings for an individual.

For instance, let’s suppose that you were offered a job that has many financial
benefits. However, you can’t be sure whether you should submit your resignation or not,

because you don’t have strictly positive feelings for your new job. What should you done in
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such a situation? Should feelings be ruled out or, should only logic be followed? Or should we
take both reason and emotion into account to make a decision?

At times like these, emotional intelligence plays a big role in individuals’ life, because
as it is seen, in our daily lives, problem solving and decision making processes require both
logic and intuition (Mayer & Salovey, 1997; Salovey & Mayer, 1990).

However, blending intelligence and emotions was unfamiliar when a theoretical model
was first introduced (Salovey & Mayer, 1997), and questions asked by researchers and
laypersons were similar. Namely, they both wondered whether emotional intelligence is an
innate mechanism or mental ability, or whether it can be developed, what kind of
contributions it makes to everyday life, and how it affects our relationships, decisions, mental
health, academic or workplace performances or whether it is related to other types of
intelligences. Before digging the concept of emotional intelligence through these questions,
emotional intelligence is investigated with its relation to other types of intelligences.

1.2.EMOTIONAL INTELLIGENCE AND ITS RELATIONSHIP TO OTHER

INTELLIGENCES

Although emotional intelligence has been viewed as a contradictory concept by some
researchers, the concept has received substantial attention from intelligence researchers in the

field.

1.2.1. Definition of Intelligence

Intelligence has been defined differently in different eras. However, the most cited and
broad definition belongs to Wechsler that is “intelligence is the aggregate or global capacity
of the individual to act purposefully, to think rationally, and to deal effectively with his
environment” (Salovey & Mayer, 1990, p.186). As it is seen, intelligence consists of a broad
set of abilities and different types of intelligence exist. One type of intelligence is social

intelligence.
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1.2.2. Social Intelligence

Social intelligence is simply described as the ability to understand and manage people
(Salovey & Mayer, 1990). Although the concept of social intelligence has a long history, E. L.
Thorndike has originally differentiated social intelligence from other kinds of intelligence.
Social intelligence has been defined as “the ability to understand men and women, boys and
girls and to act wisely in human relations” by Thorndike (Salovey & Mayer, 1990, p.187).
Social intelligence has been described as an ability for one to realize his or her and other
people’s inner states, behaviours, motivations and to exhibit behaviours in line with that
awareness.

1.2.3. Emotional Intelligence

Emotional intelligence has been seen as a subset of social intelligence and described as
“the ability to monitor one’s own and others’ feelings and emotions, to discriminate among
them and to use this information to guide one’s thinking and actions ” (Salovey & Mayer,
1990, p.189). According to this definition, mental processess consist of “appraising and
expressing emotions in the self and others, regulating emotion in the self and others and using
emotions in adaptive ways” (Salovey & Mayer, 1990, p.190).
1.3. ASPECTS OF EMOTIONAL INTELLIGENCE

In this section, three aspects of emotional intelligence, namely appraisal and
expression of emotion, regulation of emotion, and utilization of emotion, will be discussed

(see Figure 1).
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Figure 1. Outline of Emotional Intelligence (Mayer & Salovey, 1990)

EMOTIONAL INTELLIGENCE

APPRAISAL AND REGULATION UTILIZATION
EXPRESSION OF OF EMOTION OF EMOTION
EMOTION
SELF OYHER INSELF INOTHER FLEXIBLE CREAYTIVE REDIRECYED MOYIVATION

PLANNING THINKING ATTENTION

]

VERBAL NON- NON- EMPATHY
VEARBAL VERBAL
PERCEPTION

The processes which underpin emotional intelligence are activated when affect-related
information enters the perceptual system. These emotional data then determine several
expressions of emotion that are verbal and non-verbal.

1.3.1 Verbal

This expression type actualises through language, so that, learning about emotions
primarily relies upon speaking on them. For example, there is a neurological condition called
“alexithymia” and it is characterized by being unable to appraise emotions and verbally
express them.

1.3.2 Nonverbal
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Much emotional communication happens through nonverbal channels. Therefore, the
issue of nonverbal expression has long been investigated by researchers. For instance, the
scientific study of the facial expression of emotion has begun with Charles Darwin (Ekman,
2003). According to Darwin’s classic study of emotion, some emotions have universal facial
expressions.

In a nutshell, whether it is verbal or nonverbal, emitting and evaluating emotions is
part of El, because, as long as individuals comprehend emotions more quickly and
definitively, they become good at expressing these emotions to other people. Moreover, those
skills enable individuals to cope with and adapt to the social world more effectively.

1.3.3 Nonverbal perception of emotion

From an evolutionary perspective, it is essential for people to be capable of perceiving
emotions not only in themselves, but also in others around them (Salovey & Mayer, 1990).
Such abilities enable them to display more cooperative behaviours when it comes to
interpersonal relations. For instance, when we detect our new subordinate’s hardship at some
point at work, we may be inclined to offer him the help that he needs.

1.3.4 Empathy

The origins of empathy lurks in the philosophy of aesthetics. In the late 19th century,
German philosophers used the word “Einfiihlung”, later translated as empathy. One of the
earliest appearances of the word emerged in 1846. Philosopher Robert Vischer has used
“Einfiihlung” to discuss the pleasure we experience when we envisage a work of art (Howe,
2013).

The word “Einfiihlung” symbolized an attempt to describe our ability to get “inside” a
work of beauty by, for example, “echoing ourselves and feelings into a painting, a sculpture, a

piece of music, or even the beauty of nature itself” (Howe, 2013, p.6).
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This insight also captivated social scientists by directing attention to human
experience from the subject’s standpoint (Howe, 2013). In this vein, Edward Titchener, in
1909, used the term empathy as the English translation of Einfiihlung.

Empathy’s etymology comes from the Grek word “empatheia”, it describes entering
feelings from the outside, to be with one’s feelings, or suffering. Therefore, if we are to
understand people and their situation, then we have to begin to interpret and find meaning.
However, when it comes to human capacity to recognize other people’s minds, so many
different approaches come to light.

For instance, the conclusion all researchers and social scientists have come to is that
the skill which enables one to make sense of others’ behaviours and relate to the social world
effectively has incontrovertible importance in human life. In this regard, it can be clearly
suggested that empathy requires active mental effort and can be considered as a cognitive
challenge (Howe, 2013).

In general, the concept of empathy has two forms which are cognitive and affective
(Davis, 1983; Decety & Jackson, 2006). Cognitive empathy, as the name implies, requires
cognitive effort to understand and appreciate the other party’s thoughts, behaviours and
feelings. However, emotional empathy requires feeling what the other party is feeling as a
result of the certain situations. It is a particularly automatic response which is mostly derived
from having compassion for another person (Besel & Yuille, 2010).

When empathy is examined from developmental perspectives, it has been suggested
that realization of our own and other people’s feelings are highly correlated. For instance,
according to Hoffman’s perspective, empathy has two types of contributors (Hoffman, 2000).
One is “primary circular reactions” which means that an infant cries in response to other
infant’s crying. The second one is “classical empathic conditioning” that occurs when a

person views another’s emotional reaction by imagining herself/himself in the same situation.
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Consequently, one can figure out what kind of emotions a person experiences as a result of a
certain situation.

After giving all this theoretical background, the link between empathy and emotional
intelligence is described. Not surprisingly, empathy is treated as the major underlying
contributor to emotional intelligence (Mayer & Salovey, 1990). For example, in Mayer et. al
(1990)’s research, it has been found that the ability to recognize emotion in faces is better in
individuals who have higher level of empathy (Mayer, DiPaolo, & Salovey, 1990). In addition
to this, empathy can be viewed as a part of trait emotional intelligence and, it has been found
that emotional intelligence is positively associated with facial expression recognition (Austin,
2004; Petrides & Furnham, 2003).

Furthermore, from an organizational literature perspective, it has been claimed that
empathy is the most important feature of emotional intelligence which involves having a
fathomless comprehension of other party’s feelings, thoughts, needs and motives (Shirkani,
2014, p.5). Especially, empathy is related to effective leadership behavior in organizational
settings (Cooper & Sawaf, 1997; Shirkani, 2014).

To speak more concretely, in her review of leadership effectiveness, Shirkani (2014)
has observed that effective leaders are different such that they are better at understanding their
followers needs and approach them with a sensitive manner which basically distinguish them
from less impressive leaders.

Besides, the role of empathy in the workplace has been investigated by many
researchers and it has been found that empathy and organizational citizenship behaviour are
positively correlated with each other (Bettencourt, Gwinner, & Meuter, 2001; Borman,
Penner, Allen, & Motowidlo, 2001).

Apart from the organizational literature, in other empathy studies, it has been found

that prosocial behaviour has been increased through empathic growth (Johnson, 2012).
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Besides, another study has demonstrated that empathy induction increases the probability of
helping behaviour (Graziano et. al., 2007).
1.3.5 Regulation of Emotion

Much of the research in this domain concerns moods rather than emotions (Salovey &
Mayer, 1990). Although moods are longer lasting than emotions, they can be effectively
regulated by individuals who are emotionally intelligent.

1.3.6 Regulation of Emotion in the Self

The earliest evidence for the self-regulation of mood is based upon the fact that
memory encoding and recall is stronger for positive than negative mood states. To explain this
finding, Isen has claimed that people are usually more motivated to sustain pleasant moods,
but attempt to modulate the experience of unpleasant ones (Salovey & Mayer, 1990). These
procesess are labelled as “mood repair”. In brief, people tend to maximize positive
experiences and cap off negative ones.

Needless to say, people’s actions are more complex than this. For instance, people
watch movies, read fiction and listen to music even when these activities arouse sorrow.
Hence, aesthetic pleasure may involve special qualities of emotional perception and
awareness which are possibly related to the internal experience of emotional intelligence
(Salovey & Mayer, 1990).

1.3.7 Regulation of Emotion in Others

Emotional intelligence includes the ability to regulate and change the affective
reactions of others. For instance, an emotionally intelligent job candidate appreciates the
contribution of behavioural characteristics such as punctuality to create a good impression
(Salovey & Mayer, 1990).

In a nutshell, emotion regulation is essential for individuals to succeed at work and

life. For instance, when people have high level of El, they would more easily manage both
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others’ and their emotions to reach positive outcomes. However, less emotionally intelligent
individuals, even when they have a high level of 1Q, can be drown into an ocean of
uncontrolled impulses and unrestrainable passions (Goleman, 1999).

1.3.8 Utilizing Emotional Intelligence
Individuals vary in their ability to manage their own emotions to clear up problems.
Emotions and moods have a subtle, but undeniable influence on several strategies in problem
solving (Salovey & Mayer, 1990). For instance,
“In 1981, James Dozier discovered the power of emotional intelligence. It saved his
life. Dozier was a U.S. Army brigadier general who was kidnapped by the Red
Brigades, an ltalian terrorist group. He was held for two months before he was
rescued. During the first few days of his captivity, his captors were crazed with the
excitement surrounding the event. As Dozier saw them brandishing their guns and
becoming increasingly agitated and irrational, he realized his life was in danger. Then
he remembered something he had learned about emotion in an executive development
program at the Center for Creative Leadership in Greensboro, North Carolina.
Emotions are contagious, and a single person can influence the emotional tone of a
group by modeling. Dozier’s first task was to get his own emotions under control—no
easy feat under the circumstances. But with effort he managed to calm himself. Then
he tried to express his calmness in a clear and convincing way through his actions.
Soon he noticed that his captors seemed to be “catching” his calmness. They began to
calm down themselves and became more rational. When Dozier later looked back on
this episode, he was convinced that his ability to manage his own emotional reactions

and those of his captors literally saved his life” (Goleman, 1995 p.3).
Secondly, positive emotions may enhance memory organization and, hence, scattered
ideas may be seen more related and coherent. Therefore, we can use our positive feelings as

facilitator in intriguing cognitive tasks (Salovey & Mayer, 1990)
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1.3.9 Flexible Planning

One main aspect of personality is the mood swings where individuals differ in their
perception and attitude towards a predominant affect (Salovey & Mayer, 1990). Individuals
who experience strong mood swings are more likely to experience sharp changes in their
evaluation of these events. For example, when we are in a bad mood, we tend to think that the
probability of negative events’ occurrence is higher than positive events.

On the other hand, people in good mood will perceive positive events more likely to
occur whereas bad events have low probability to occur. Therefore, mood swings are helpful
for people to evaluate future plans from a wider perspective and enable people to be ready to
take advantage of upcoming opportunities.

1.3.10 Creative Thinking

Mood also assists problem solving by providing information usage and organization in
memory. More clearly, when we are in positive mood, it is much easier to categorize
problems as related or unrelated. Therefore, this categorization enables us to bring creative
solutions to problems. In a nutshell, people in positive mood more easily organize ideas and
use them to recall information (Salovey & Mayer, 1990).

1.3.11 Mood Redirected Attention

This principle suggests that when powerful emotions occur, attention is directed to
new problems. Hence, when people attend to their emotions, they might be directed away
from an ongoing problem to a new one which has greater importance (Salovey & Mayer,
1990).

For example, an employee who is going through divorce may be directed away from
work-related problems, and he might turn to his inner world by reevaluating his own

interpersonal relations through the lenses of marital situation. Therefore, affective processes
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help us to understand what is significant and what is trivial by reprioritizing the internal and
external demands, and dispense attention accordingly.
1.3.12 Motivating Emotions

Moods are also helpful for us to motivate ourselves at challenging tasks. For instance,
people may use positive moods to heighten their confidence in their capabilities and so,
persevere when they encounter obstacles and negative experiences (Salovey & Mayer, 1990).
In short, as it is seen, individuals who have positive attitudes toward life experience better
outcomes and greater rewards in life.

1.3.13 Emotional Intelligence: Ability or Trait?

In the emotional intelligence literature, there has been a huge debate on whether
emotional intelligence is considered as ability or trait. In this regard, two categories of model
have been developed that are “ability models” and “mixed models” (Mayer et. al., 1999).
According to Mayer and Salovey, emotional intelligence is an ability which differentiate
people in terms of their cognitive processing to the given affective stimulus.

Ability El is defined as “the ability to perceive and express emotion, assimilate
emotion in thought, understand and reason with emotion, and regulate emotion in the self and
others ” (Mayer & Salovey, 1997, p.10). This type of emotional intelligence has been
measured with objective performance tests and it is related to concepts of intelligence more
than personality traits (Brackett & Mayer, 2003; Lopes, Salovey, & Straus, 2003).

However, mixed models or trait EI (Bar-On, 1997; Goleman, 1995) focus on
emotional abilities by taking some other factors such as personality, self-control, motivation
or affective dispositions into account. Furthermore, mixed emotional intelligence models use
self-report measurement techniques, which are correlated with personality dimensions

(Dawda & Hart, 2000; Saklofske, Austin, & Miniski, 2003).
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As a result, ability emotional intelligence and trait emotional intelligence are different
from each other, but they attempt to measure emotional intelligence. However, it can be
suggested that the trait emotional intelligence is considered to be related to personality and
social skills, whereas the ability emotional intelligence is considered to be a cognitive ability
apart from individuals’ personality characteristics, social skills or perspective on life.

1.4 APPROACHES TO EMOTIONAL INTELLIGENCE IN THE SCIENTIFIC
LITERATURE
1.4.1 Theoretical Approaches to Emotional Intelligence

According to Salovey and Mayer’s original emotional intelligence model, emotional
intelligence consists of abilities which immingle cognition and emotion to advance thought.
However, over the years, different kinds of theoretical approaches have emerged to account
for the concept of emotional intelligence (Mayer, 2008).

As a beginning, three types of approaches emerge in the emotional intelligence
literature. For instance, the specific-ability approaches investigate individuals’ mental
capacities that are important to emotional intelligence. On the other hand, the integrative-
model approaches view emotional intelligence as an adaptable and common ability. Finally, a
third approach exists that is called a mixed model approach and, some researchers believe that
this approach is doomed to go extinct because it contains qualities that are purported to be
relevant with emotional intelligence, but in fact, the mixed model approach has controversial
qualities that may not form emotional intelligence (Mayer, 2008).

1.4.2 Specific-Ability Approaches to Emotional Intelligence

As it is mentioned in Mayer and Salovey’s first emotional intelligence model, emotion
perception and identification, utilization of emotional input in pondering, questioning about
emotions: emotional appraisal, labeling, and language, emotion management are core

concepts of this approach (Mayer, 2008).
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1.4.3 Integrative-Model Approaches to Emotional Intelligence

According to this approach, the concept of emotional intelligence is examined by
taking some specific abilities into account. More concretely, for example, in Izard’s
Emotional Knowledge Test (lzard et al. 2001), participants have been asked to link with an
emotion with a condition, for instance, “your dog goes missing”. Besides, they have been
asked to define emotions in faces, and this ensures an integrative measure of emotional
intelligence. In brief, this approach focusses on emotional perception and understanding.

The Four-Branch Model is another integrative approach of emotional intelligence
(Mayer & Salovey 1997, Salovey & Mayer 1990). The model consists of emotional abilities
from four areas which are rigoriously comprehending emotion, utilizing emotions to assist
idea, understanding and guiding emotion (Mayer & Salovey 1997, Mayer et al. 2003).

The first subsection which is “perception of emotion” represents the ability which is
needed to define and distinguish emotions both in the self and others. A core tenet of the
ability is being able to identify emotions accurately in both physical and cognitive states. In
other words, this ability enables people to differentiate between genuine and fake emotional
representations in other people.

The second subsection which is “utilization of emotion to help thinking” refers to
using emotions to expedite intellectual actions such as decision making or interpersonal
interaction. For instance, people are inclined to organize their thoughts easily when they are in
a positive mood than in a negative mood.

The third subsection, “comprehending and reviewing emotions” refers to
comprehending the meaning of emotions and an understanding of the roots of emotions. For
instance, interpreting that happiness can result from reaching a goal, or disparagement is
composed of anger and disgust represents an advanced level of understanding emotions

(Salovey, et. al, 2011).
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The fourth subsection, “reflecting regulation of emotions” enables us to manage, cope,
revitalize, or tune an affective response in ourselves and others. More clearly, it requires an
ability which enables people to monitor their own and others emotions, and tune emotions
according to the situation they are in (Salovey, et. al, 2011).

As a consequence, it is safe to say that none of these branches are seperate from one
another. There are strong connections among them, so when some skills develop in one
branch, it will also affect other branches positively. For example, when one is able to perceive
emotions, he or she will more likely be able to understand and regulate them.

1.4.4 Mixed-Model Approaches to Emotional Intelligence

The third approach to emotional intelligence is generally mentioned as a “Mixed
Model” approach because, the model consists of mixed characteristics. These approaches use
very broad definitions of emotional intelligence that principally include “noncognitive
capability, competency, or skill” (Bar-On 1997), and “emotionally and socially intelligent
behavior” (Bar-On 2004), and “dispositions from the personality domain” (Petrides &
Furnham 2003).

More clearly, most measures of mixed model evaluate one or more emotional
intelligence tenets, such as emotional perception, but then they focus on other scales, such as
happiness, stress management, self-esteem (Bar-On 1997); adjustment, social competence
(Boyatzis & Sala 2004, Petrides & Furnham 2001); innovative thinking, resilience, and
foresight versus reason (Tett, et. al., 2005).

In a nutshell, it can be evidently suggested that mixed model approach mainly focusses
on skills which can be acquired through practice such as stress tolerance or self-esteem, and

so, it seems that the concept of emotional intelligence and its elements come second.
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1.5 MEASUREMENT OF EMOTIONAL INTELLIGENCE

There are several measurement techniques in the literature that depend on the
approach the researchers adopt. For instance, if emotional intelligence is viewed as an ability
by the researcher, then performance- based measurement technique might be conducted.
However, if a researcher adopted trait emotional intelligence approach, then self-report
techniques could be used.

1.5.1 Performance-Based Measurement of Emotional Intelligence

This approach aims to determine to what extent respondents carry out tasks and solve
problems about emotions. Performance-based measurement is quite common in intelligence
research and, the most popular performance-based measure is the Mayer-Salovey-Caruso
Emotional Intelligence Test (Mayer, et. al., 2002).

The MSCEIT ability test measures all four branches by providing a total EI score. This
test consists of two scoring systems; one is based on expert researchers on emotions and,
another is based on the combined responses of a large sample drawn from the general
population (Mayer, et. al., 2001). MSCEIT has some sort of advatages that includes all four
branches from Mayer & Salovey’s (1997) model and evidence for its validity and reliability
from past studies (Coté & Miners 2006, Farh, et. al., 2012).

1.5.2 Self-Report Measurement of Emotional Intelligence

In this approach, respondents demonstrate their agreement with self-descriptive
statements about their abilities such as*“I know what other people are feeling just by looking at
them” (Schutte, et. al., 1998) or “I am quite capable of controlling my own emotions” (Law,
et. al., 2004). As the name implies, the self-report measure aims to investigate that how well
individuals estimate their own performance on problems about emotions and express it

through the questionnaires.
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However, in self report measures, the self-serving bias is more likely to occur because,
when it comes to abilities, people are inclined to develop favorable perceptions of their
intelligence (Dunning, et. al., 2004). In one investigation, approximately 80 people out of 100
have reported that they were among the 50% most emotionally intelligent people in the
population, and this gives us an idea that people generally overestimate their EI (Brackett, et.
al., 2006).

In addition, findings suggest that individuals with lower emotional intelligence
exaggerate their emotional intelligence, because they lack the insight which is necessary to
evaluate how accurately they solve problems about emotions (Sheldon, et. al., 2013).
Furthermore, evidence suggests that individuals may give fake responses on self-report
questionnaires even if they know their actual levels of El (Donovan, et. al., 2003). On the
contrary, in performance- based measures, participants who have low level of emotional
intelligence cannot increase their emotional intelligence scores by pretending to know the
correct solutions to the given problem (Day & Carroll, 2008).

Therefore, these findings throw doubt on the assumptions that are critical to the
validity of the self-report approach. Additionally, the limitations of this approach are
supported by meta analytic evidence that self-report measures of EI are more strongly
correlated with measures of personality traits, which also capture self-perceptions, than with
performance-based measures of EI (Joseph & Newman, 2010).

1.6 EMOTIONAL INTELLIGENCE AT WORK SETTINGS

Emotional intelligence is suggested to affect a full range of work place behaviors, such
as job commitment, teamwork, talent development, change management, and client
commitment (Zeidner, et. al., 2004). According to Cooper (1997), individuals who have

highly emotionally intelligent can be more successful in their careers while they’re building



30

stronger personal relationships, and they are able to have better health than people who have
low levels of El.

However, why is this so? First of all, it is safe to suggest that highly emotionally
intelligent individuals are better at communicating and this may give them opportunity to
express their ideas, goals, or intentions more freely and maybe clearly than those who are less
emotionally intelligent. Moreover, they might have a capacity to make other people feel better
fitted to the working environment (Goleman, 1998). Secondly, emotional intelligence might
be associated with the social skills that are needed for group action, for example, individuals
who are emotionally intelligent mostly have some sort of skills which help them to create
projects or ideas by using emotions (Mayer &Salovey, 1997).

Thirdly, EI may also be essential for organizational commitment, for instance, leaders
who have high levels of El particularly provide supportive and friendly organizational climate
to their subordinates and, needless to say, this mild working climate may affect individuals in
a positive way which also impacts on from groups to organization as a whole (Cherniss,
2001). Besides, EI also takes place in group development, because being a succesful team
requires cognizing each others’ capacity and frailty and, boosting other party’s strength if it is
probable (Bar-On, 1997).

Finally, EI is claimed to play a huge part in people’s ability to deal with challenges
(both external and internal), it can be evidently suggested that being able to deal with stressful
work conditions may give a good indication of one’s EI level (Bar-On, 1997).

According to a theory based model propounded by Jordan, Ashkanasy, and Hartel
(2002), EI can be considered as a mediator which accounts for employee’s affective and
behavioural reactions toward job insecurity. What the model implies is that employees who
are low in EI, are more likely inclined to drift into a state of negative emotions, in

consequence of job insecurity than their high El counterparts. Therefore, this may reduce their
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affective commitment to the job and, drive them to experience job-related negative affect as a
result of their insecurity. These two emotional responses would guide one to have
maladaptive coping mechanism, such as withdrawal from others.

On the other hand, highly emotionally intelligent employees are good at coping with
job insecurity and so they may regenerate effects of job insecurity on their emotional
commitment. In fact, emotionally intelligent individuals perceive such things as a challenge
rather than threat. As a matter of course, this may lead them to be more committed to the
work, and have positive problem-focused coping behaviors (Zeidner, et. al., 2004).

Apart from these findings, it has been investigated whether emotional intelligence
serves as a buffer between job stressors and stress reactions (Cote, 2014). According to the
results, the association between job loss and depressive symptoms was weaker in individuals
who have higher ability to implement a cognitive reappraisal strategy to regulate emotions
than individuals who have lower ability to use that strategy (Troy, et. al., 2010).

Emotional intelligence also helps individuals to detect others’ emotions accurately,
and it helps people to act accordingly during interpersonal interactions (Cote, 2014). For
instance, in one study, it has been found that customers with high ability to detect
disingenuousness gave lower service evaluations to agents who expressed fake emotions
(Groth, et. al., 2009).

In another study, Grant (2013) has hypothesized that employees should express their
concerns with more sensitivity, if they can choose appropriate strategies to regulate emotions
in challenging interpersonal encounters. As expected, the association between expressing and
supervisor-rated job performance has been found more positive among employees higher in
emotion regulation knowledge, in comparison to their relatively lower emotion regulation

ability counterparts (Grant, 2013).
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Another study has indicated that developmental job experiences and turnover
intentions was weaker among new managers with higher EI, who can better identify that they
are experiencing emotional reactions caused by these experiences so that, they can more
easily deal with these reactions (Dong, et. al., 2013). Consistent with this finding, negative
emotional reactions to developmental job experiences were associated with higher turnover
intentions among managers with lower El (Cote, 2014).

Besides, emotional intelligence may help individuals recognize incidental emotions
which are unrelated to the decisions they are making, and so, they can make proper decisions
via that awareness. For instance, in two studies, the impact of occasional anxiety on risk
taking has been investigated, and results have indicated that participants with higher ability to
analyze causation between events and emotions, had a weaker correlation in terms of
occasional anxiety and risk taking (Yip & Co6té 2013). This ability probably helps individuals
to identify their emotions so that they realize incidental anxiety was unrelated to the decisions
that they are making. Therefore, this appraisal process may reduce the effects of anxiety on
these decisions.

Recent studies have found that high level of trait emotional intelligence is associated
with lower levels of stress and higher levels of perceived job control, job satisfaction, and job
commitment (Petrides & Furnham, 2006 ; Platsidou, 2010 ; Singh & Woods, 2008 ). Another
research has suggested that high trait EI may play a huge role in entrepreneurial behavior
(Zampetakis, Beldekos, & Moustakis, 2009 ), and it protects individuals against burnout
(Platsidou, 2010 ; Singh & Woods, 2008 ), and predicts internal work locus of control
(Johnson, Batey, & Holdsworth, 2009 ).

Additionally, Lopes et al. (2006) have examined the work performance of 44 analysts

and administrative employees from a U.S. based insurance company. The results have
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demonstrated that “MSCEIT Total” of EI is positively correlated with many positive
workplace outcome, such as promotion, sociability, or company rank (Lopes, et. al., 2006).

A similar study has been carried out by Rosete & Ciarrochi (2005), they have
examined 41 executives from a large public service organization. Executives’ “MSCEIT
Total”, “Perception”, and “Understanding” scores were strongly correlated with rated
“cultivates productive working relationships” and rated “personal drive and integrity”, but this
kind of correlation has not been found with “achieves results” (Rosete & Ciarrochi, 2005,
p.393). Therefore, this makes one think that executives’ EI scores are correlated more with
how they achieved rather than what they achieved.

Apart from real life examples, people’s work performance and emotional intelligence
have been investigated by carrying work environments into a laboratory setting. In this vein,
Day and Carroll (2004) have examined individuals by using a group decision-making task.
Nominately, participants’ job was to appoint employees’ order who must be dismissed during
an organizational decruitment.

The layoff ranking has first been finished personally and then participants came
together in a meeting to reach a mutual decision. Results have indicated that “MSCEIT
Perception” is positively correlated with individual performance on the layoff task. Besides,
participants who have high “MSCEIT Total” scores have also gotten high ratings from other
group members in terms of organizational citizenship (Day & Carroll, 2004).

1.7 PREDICTORS OF EMOTIONAL INTELLIGENCE
1.7.1 Emotional Intelligence and Personality

From 1980s to 2000s, personality psychology was occupied with Big Five traits in its

personality studies (Goldberg, 1993; Goldberg & Rosolack, 1994). Therefore, many people

have considered personality equal to the Big Five (Block, 1995).
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Personality factors and emotional intelligence have also been associated with each
other. Especially it has been found that emotional intelligence (as measured by the MSCEIT)
and the Big Five personality factors have a significant relationship (Matthews, Roberts &
Zeidner, 2004; Matthews et al., 2006).

More concretely, Mayer et al. (2004) have examined the relationship between the
MSCEIT and Big Five personality factors in more than five studies. Their studies help us to
figure out the characteristics of people with high levels of emotional intelligence. Significant
correlations have been found among individuals emotional intelligence scores and their
agreeableness, openness, and conscientiousness scores. However, negative associations have
been found among individuals EI, extraversion and neuroticism scores.

In another research, Warwick and Nettelbeck (2004) have found that only participants’
agreeableness scores had a significant relationship with the MSCEIT. Additionally, other
researchers have found that “the ability to manage one's emotions” and extraversion are
associated with each other (Lopes, Salovey & Straus, 2003).

On the other hand, in another study, it has been found that emotional intelligence
(assessed by the MEIS) is correlated with empathy, but has little association with neuroticism
and extraversion (Ciarrochi, et. al., 2000).In fact, the association between personality and
emotional intelligence is mostly based on the perspective that is taken by the researcher.

For instance, if the researcher defines emotional intelligence as an ability, then it is
expected that emotional intelligence and Big Five traits will have very little correlations with
each other. On the other hand, mixed-model self-report scales of emotional intelligence are
considered to be more relevant to personality with some variables such as motivation and
social skills (Brackett & Mayer, 2003).

For example, when Big Five model of personality is considered, trait emotional

intelligence is expected to have huge significant correlations with “extroversion” and
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“neuroticism”, but it has little significant positive correlations with “openness”,
“agreeableness”, and “conscientiousness” (Dawda & Hart, 2000; Petrides & Furnham, 2001;
Saklofske et al., 2003; Schutte et al., 1998).

To be more specific, in Lopes et al. (2004), it has been found that extroversion,
agreeableness and openness are positively associated with managing emotions. Furthermore,
with regard to the Big Five, it has been found that extroversion was positively correlated with
higher positive interaction with friends.

Apart from Big Five, emotional consistence and conscientiousness also have negative
correlations with conflict with friends. Besides, according to the results of the study, it has
been indicated that all the Big Five subscales (except for extroversion) were associated to
self-perceived conflict resolution skills, but only agreeableness has been found to significantly
associated to friends’ ratings of conflict resolution skills (Lopes, 2004).

1.7.2 Emotional Intelligence and Attachment

As it is mentioned before, emotionally intelligent people are more successful in
managing, understanding, utilizing their emotions. In this vein, they are more successful in
establishing good relationships, coping with challenges and pressures than individuals who
are less emotionally intelligent. In fact, abilities and skills that emotionally intelligent people
have are intensely correlated with daily social behaviour (Lopes, Salovey, & Straus, 2003).

It is safe to say that family, friends and environment are important parameters for
individuals to develop emotional intelligence. Especially, early childhood experiences are
inevitable in terms of developing emotional intelligence. More concretely, a person’s identity
begins shaping in line with the interactions and relationships that he/she has from the
beginning of his/her life.

According to Bowlby (1982), primary nursing experiences can be considered as

internal working models, because not only do they have a power to determine our future
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relationships direction, but also they give us particular elusive rules which shape our
interpersonal relationships, coping styles at the time of stressful situations. Therefore,
according to attachment theory, individuals begin to build up intrinsic priming models about
self and others in their very early years, and these models determine how one relates with
his/her environment (Hazan & Shaver, 1987; Shaver, Collins, & Clark, 1996).

For example, if individuals have caregivers who are consistent and available
emotionally, then they are likely to develop secure base attachment and, they can be better at
dealing with negative life events (e.g., seek support from a friend). On the other hand, if
individuals do not have caregivers who are emotionally available or consistent, this may lead
them to develop insecure attachment orientations and, eventually stressful life events can
easily depress or weaken them like a bloodsucking mite (e.g., withdraw from others) (David,
et. al., 2005). Bowlby (1980) has also suggested that people’s attachment orientation plays a
distinctive role on emotion regulation ability (Mikulincer, et. al., 1998). Therefore, it can be
claimed that individuals’ attachment style is related to emotional intelligence.

Primarily, attachment orientations consist of complicated interplays between emotion
and cognition which can introduce hypotheses on emotion facilitation and understanding. It is
also remarkable that emotion facilitation and understanding are highly related with each other
(Mayer, Salovey, & Caruso, 2000). In the literature, there are various studies demonstrating
that secure individuals deal with negative emotions better and easier in social situations when
they are compared with insecure people (Kobak, & Sceery, 1988), and they voice more
positive emotions in social situations while holding emotion regulation skills (Kobak, &
Sceery, 1988).

For instance, in one study which examines attachment orientation and emotional
decoding, and the research indicates that people who have secure attachment orientation are

relatively accurate in detecting facial expressions which form as a results of negative
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emotions, whereas people who have avoidant attachment orientation are not good at detecting
emotions (Magai, et. al., 1995). Furthermore, they have found that anxious/ambivalent
individuals are also inaccurate in detecting anger.

In addition, attachment orientations and emotional perception has also been
investigated by Feeney, Noller, & Callan (1994). They have found that anxious attachment
style was negatively correlated with the certainty in coding partners positive non verbal
behaviours.

Besides, Kafetsios (2000) has conducted both laboratory and naturalistic tasks to
measure emotional decoding accuracy of partner’s facial expression. According to the results,
it has been found that secure attachment and emotion decoding accuracy are positively
correlated with each other in terms of partner’s facial expressions.

In addition to emotion perception, it has been suggested that attachment orientations
are associated with some sort of discrepancies in terms of emotion regulation (Kobak &
Sceery, 1988; Mikulinceer & Florian, 2001). As such, adults who have insecure attachment
orientation are more likely to be psychologically less resilient, prone to depression and
anxiety than their secure counterparts. Besides, it has been reported that, as expected, they
experience more negative affect when it comes to relationships.

Moreover, insecure partners are inclined to experience more negative emotions but
also they tend to suppress their emotions more in comparison with secure partners (Feeney,
1995). And this emotion suppression process make them more vulnerable to psychological
distresses, and make negative emotions more difficult to manage. Studies also have
demonstrated that avoidant people focus less on affect and, they are less interested in events
which carry affective value ( Mikulincer & Orbach, 1995; Fraley, Garner & Shaver, 2000).
However, anxious people are able to focus negative emotions with ease (Collins, 1996; Fraley

& Shaver, 1997).
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In another study, Kafetsios (2002) has found that attachment orientation (secure base)
might be a strong predictor of emotional intelligence when gender and age are controlled. In
line with this claim, it has been found that individuals who are securely attached are more
emotionally intelligent when they are compared to avoidant and anxious individuals (Koohsar
& Bonab, 2011).

On the other hand, the avoidant attachment orientation has been associated with
becoming distanced from other people emotionally to protect self from distress as a result of
negative events (Hazan & Shaver, 1987; Mikulincer, Orbach, & lavnieli, 1998). The anxious-
ambivalent attachment orientation has been associated with emotional fugacity in
interpersonal communication (Simpson, 1990) and extreme arousal to the stressful condition
(Mikulincer et al., 1998).

Emotional intelligence has been associated with low probability to experience
depression, faster mood recovery after negative experiences, more emotional control and
empathy, low anxiety and neuroticism, adaptive emotional problem solving, and positively
connected with expressing feelings (Mayer et al., 2000).

In the light of the literature, secure attachment orientation is expected to be associated
positively with the recognition, utilization, and management of emotions. However, it is
suggested that avoidant and anxious attachment orientations would be negatively correlated
with emotional intelligence abilities (Kafetsios, 2004).

Additionally, according to the study of Kafetsios (2004), all subscales of emotional
intelligence (MSCEIT) have been found to be correlated with secure attachment orientation
and it has been found that securely attached individuals have high level of emotional
intelligence than insecure individuals in terms of perceiving, facilitating and managing

emotions (Gorunmez, 2006; Kafetsios, 2004).
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1.8 WORK-PLACE RELEVANT CONSEQUENCES OF EMOTIONAL
INTELLIGENCE AND EMPATHY
1.8.1 Emotional Intelligence and Job Satisfaction

The topic of job satisfaction has gained a great deal of importance in recent years. It
refers to how much a person likes his or her job, or it can be considered as an affective
attachment an individual has with his job. In fact, the construct of job satisfaction came into
existence with Herzberg’s (1968) two-factor theory which purported that job satisfaction is
based on intrinsic and extrinsic factors in the workplace. For instance, intrinsic job
satisfaction is an internal enthusiasm to carry out a certain task and, hence people perform
particular activities just because it gives them pleasure (Vallerand, 1997).

From this point of view, it can be claimed that emotionally intelligent individuals may
have higher job satisfaction (Meyer & Tett, 1993). However, external factors were defined as
external benefits which are provided to people by the organization. For example, money, good
grades or other rewards may increase people’s job satisfaction, but these factors are not
related to the job that people have (Vallerand, 1997).

Furthermore, there are several reasons why employees’ emotional intelligence may
affect their job satisfaction. Interpersonally, emotional awareness and emotion regulation
processes are positively correlated with emotional intelligence and it is expected that people
who have these skills will be able to manage stress and conflicts at work. Intrapersonally,
being able to use emotions and being aware of one’s own emotions can help people to
regulate stress and negative emotion; that’s why they can perform better at work (Kafetsios &
Zampetakis, 2008).

Several studies have indicated that high level of emotional intelligence is correlated
with competency in dealing with problems (Mikolajczak & Luminet, 2008). Besides, it is

associated with low level of negative affect and distress (Bastian et al., 2005).
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For example, in one study which examines food service workers and their managers’
(Sy et al., 2006) emotional intelligence and job satisfaction, there has been a positive
correlation between an ability based emotional intelligence scale and job satisfaction. Besides,
another study has found that there were positive correlations between job satisfaction
(emotional components) and emotional intelligence (measured both self and supervisor
reports) (Kafetsios, 2008).

Furthermore, according to Sy et al. (2006), emotionally intelligent employees have
higher level of job satisfaction, because, they are much better at evaluating and regulating
their emotions and this may positively affect their job satisfaction and morale.

The positive relationship between emotional intelligence and job satisfaction is also
emerged in a nursing sample (Giileryliiz et al., 2008). In this study, highly emotionally
intelligent nurses have claimed that they have high satisfaction with their jobs.

As a consequence, it can be suggested that employees who have high level of
emotional intelligence will more likely have higher job satisfaction. This may stem from
emotionally intelligent employees coping skills with stress. For instance, when an emotionally
intelligent employee confronts with stress, he is more likely be able to develop strategies to
deal with stress. However, another employee who has low emotional intelligence will not be
able to develop strategies to overcome stress. Besides, it can be claimed that emotionally
intelligent workers have a power to affect their colleagues morale and this may lead them to
have positive outcomes in their jobs.

1.8.3 Conflict Management and Emotional Intelligence

Conflict and disagreement are inevitable almost in all relationships. Conflict is defined
as ‘‘a state of disharmony between incompatible persons, ideas, or interests’” (Lee, et. al.,
2008). The effectiveness of employees, teams and entire organizations basically depends on

how they manage interpersonal conflict at workplace.
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For instance, managers spend approximately 20% of their time dealing with conflict,
and evidence suggests that conflict and conflict management at work have undeniable
influences on individuals, groups and organizations’ effectiveness, alongside with well being
(Carsten et. al., 2001). Although there are several forms of conflict, intrapersonal and
interpersonal conflicts will be discussed in this study.

As the name implies, interpersonal conflict refers to the conflict that is taken place
between people, whereas intrapersonal one describes conflict that occur within oneself.
Although interpersonal conflict is normal and common in the workplace, if such conflicts
cannot be managed well, it can cause loss of productivity and relationships problems
(Umashankar, 2014) .Therefore, conflict management strategies become essential for
organizations in order to achieve certain tasks and maintain a productive working
environment.

In fact, the origins of conflict management skills lie in childhood. Parents who are
prepared to explain, encourage perspective taking, and promote harmony help children to
develop constructive strategies to resolve relationship difficulties.

As might be expected, when these children become adults, they will tend to resolve
conflicts in a more constructive way and consider the conflict as “an opportunity to enhance
intimacy and communication because partners learn about each other’s goals and feelings and
because they may engage in collaborative strategies to try to resolve the conflict” (Howe,
2013, p.89).

Rahim and Bonoma (1979) have examined the styles of dealing interpersonal conflict
on the basis of two basic aspects which are interest for ourselves and others. The first aspect
accounts for the degree (high or low) in which an individual takes action to satisfy his or her

own interest. The second aspect accounts for the degree (high or low) in which an individual



42

takes action to satisfy the interest of other people. These two aspects result in five different
styles of dealing conflict.

Descriptions of these styles are:

1. Integrating (high concern for self and others) style involves openness, exchange of
information, and examination of differences to reach an effective solution acceptable to both
parties. It is associated with problem solving, which may lead to creative solutions.

2. Obliging (low concern for self and high concern for others) style is commonalities to
satisfy the concern of the other party.

3. Dominating (high concern for self and low concern for others) style has been identified
with win-lose orientation or with forcing behavior to win one's position.

4. Avoiding (low concern for self and others) style has been associated with withdrawal,
buck-passing, or sidestepping situations.

5. Compromising (intermediate in concern for self and others) style involves give-and-take
whereby both parties give up something to make a mutually acceptable decision (Rahim &
Psenicka, 2002, p.307).

Researchers claim that dealing with interpersonal conflict mostly depends on one’s
emotional intelligence level. More clearly, if a person is high on emotional intelligent, then he
or she is more likely to resolve conflicts in a more effective way. However, when a person has
low level of emotional intelligent, unfortunately, he/she would not be able to use adaptive,
effective methods to solve conflicts (Goleman, 1999; Mayer et al., 1997). To give an
example, Jordan and Troth (2002) have demonstrated that people with high emotional
intelligence mostly choose adaptive solutions when they experienced conflict.

When it comes to leadership, it can be claimed that if leaders have high level of
emotional intelligence, their followers will probably look for adaptive solutions in a conflicted

situation with their leader. On the other hand, leaders who have low level of emotional
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intelligence may lead their followers to seek less cooperative solutions (dominating and
avoiding) when they have conflict with their leader.

According to one research, it has been found that there is a significant relationship
between emotional intelligence and subordinates' conflict management styles (Yu, Sardessali,
Lu & Zhao, 2006). More concretely, people with high emotional intelligence adopt
collaborative style of conflict management and the compromising style of conflict
management (Lee, et. al., 2008).

Additionally, Davis’ (1996) organizational model suggests that having an empathic
tendency can affect conflict management in a positive way. For instance, if one understands
other party’s standpoint, then he/she may gain insight about his/her actions and, as a result of
this, conflicts can be resolved in a constuctive way without experiencing too much negativity.

Besides, sharing other party’s nuisance might elicit sympathy (Eisenberg et al., 1994),
that constrain us from exhibiting maladaptive impulses at the time of conflict. As a
consequence, it can be clearly claimed that empathy, either cognitive or affective, has a power
to induce perspective taking and this may help individuals to deal with conflicts more

effectively.
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1.9 AIM OF THE CURRENT STUDY

Therefore, after emotional intelligence literature and various studies are touched upon,
the purpose of this research is to find out the predictors’ of “EI” and what sort of role
emotional intelligence and empathy play on job satisfaction, conflict management in business
settings.

Therefore, the study is divided into two parts (survey and experimental). In the first
part (survey), it is expected that empathy and emotional intelligence will have positive
correlations with each other. Thereupon, it is hypothesized that job satisfaction will be
positively correlated with empathy and emotional intelligence.

Additionally, it is intended to figure out what distinguishes emotionally intelligent
employees from those who are not. For example, it is expected that employees with high level
of emotional intelligence may also have a secure attachment orientation and more satisfied
with their jobs. On the other hand, it is expected that employees who have low level of
emotional intelligence may have insecure attachment orientation and have low satisfaction in
their jobs.

It can be clearly claimed that participants’ attachment orientation would play a
predictive role on emotional intelligence. Therefore, it is hypothesized that secure attachment
orientation and emotional intelligence will have positive correlations with each other. Finally,
the relationship between personality traits (Big Five) and “EI” will also be searched to find
out what kind of associations exist between them. More clearly, it is been hypothesized that
conscientiousness, aggreableness and extraversion might have positive correlations with “EI”
and job satisfaction.

Apart from these, in the second part of the study, it is expected that high emotional
intelligence and empathy will instigate participants’ capacity of evaluating things bilaterally

and help them to deal with their conflicts more easily than participants who have low level of
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empathy and emotional intelligence. Therefore, we expect that experimental group will be

significantly different than control group on the basis of their responses to the cases.
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CHAPTER 2 - METHOD

2.1. PARTICIPANTS

One hundred and twenty workers (71 female, 49 male) from three different sectors
(education, health and construction) participated in the survey part of this study. The study
was conducted in Balikesir and participants were chosen from “Balikesir Devlet Hastanesi”,
“Balikesir Universitesi” and three building audit companies which are “Ikiz Yap1 Denetim”,
“Sistem Yap1 Denetim” and “Gtiglii Yap1 Denetim”. The mean age of participants was 34.
One hundred subjects were randomly assigned to the experimental part of the study. All
subjects were native speakers of Turkish.
2.2. MATERIALS

The data were collected by administering six forms respectively that are “demographic
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information form”, “job satisfaction scale”, “empathic tendency scale”, “big five personality
inventory”, “attachment scale”, and “emotional intelligence scale” in the survey part of the
study.

Demographical information questionaire was developed by the author and in addition
to general questions, job satisfaction and job change questions (“how much are you satisfied
with your job and working environment” and “how many times did you change your job”)
were added to examine its relation to emotional intelligence. These questions were responded
on a 7 point-Likert scale from 1 to 7.

The job satisfaction scale was developed by Paul E. Spector, in 1994. It aims to
measure participants’ attitudes towards their jobs, supervisors and working environment. This
inventory consists of 36 items and nine subscales such as “payment”, “promotion”,

“supervisor”, “benefits”, “rewards”, “conditions”, “relationship with coworkers”, “work’s

nature”, and “communication”. Standardization of job satisfaction scale for Turkish sample
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was made by Yelboga (2009). Besides, Cronbach alpha coefficient of the job satisfaction
scale’s range is between .63 and .88 for each subscale.

The empathic tendency scale was developed by Ustiin Dékmen, in 1988. It was used
to measure participants’ empathic tendency. This inventory consists of 20 items and the items
were responded on a 5-point-Likert scale from 1 to 5. Standardization of “Empathic Tendency
Scale” was made by Dokmen (1988). Its Cronbach alpha coefficient is .71.

Big Five Personality Inventory (Goldberg, 1994) was used to measure participants’
personality characteristics. This inventory consists of 44 items and five subscales that are
“openness”, “extroversion”, “agreeableness”, “neuroticism” and “consciousness”. Items were
responded on a 5-point-Likert scale from 1 to 5. Standardization of “Big Five Personality
Inventory” was made by Girgin (2007). Its cronbach alpha coefficient is .80.

Attachment Scale (Griffin, D. W., & Bartholomew, K., 1994) was used to measure
participants’ attachment orientations which are classified as secure, fearful, dismissing, and
preoccupied. The inventory consists of 30 items with 7 point Likert type measurement scale.
Standardization of attachment scale for Turkish sample was made by Siimer and Gilingor
(1999). Its cronbach alpha coefficient ranges from .54 to .78.

“The Emotional Intelligence Scale” was first introduced by Schutte (1998) and then
developed by Austin et. al., (in 2004). This version of the inventory consists of 41 items with
three subscales which are “optimism”, “evaluation of emotions” and “utilization of emotions”.
The scale was standardized by Tatar et. al., (2012). Cronbach alpha coefficient is .82.

In the second (experimental) part of the study, one of two different stories, which are
empathy inducing (a part from the novel Les Miserables) and neutral (a story which lacks

emotional content), empathic tendency scale (used in the survey part) and six business cases

(related to conflict management and trust in the work place) were presented (in this order).
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Business cases were prepared by the author and they practically aimed to measure
interpersonal decision making and conflict management in the workplace. In this sense,
participants’ responses were classified as “low empathy”, “moderate empathy” and “high
empathy” on the basis of four empathy cases.

In the cases, scoring rubric was predominantly based on whether participants are able
to approach and evaluate a given case by taking both parties perspectives into account. To be
more specific, participants who clearly don’t try to understand, and hold negative, accusatory
and judicial attitude toward other party were given “1 point” and they were included into “low
empathy” category.

On the other hand, participants who are willing to understand or help the one party,
but hold one sided approach and could not give a certain problem solving strategy, were given
“2 points” and they were included into “moderate empathy” category. Finally, when
participants approach to a given case by considering both parties’ perspectives and generate
solutions via that awareness or insight were given “3 points” and they were classified as
“highly empathic”. Cohen’s Kappa values: Empathy case 1: .802 , Empathy case 2: .828,
Empathy case 3: .760, Empathy case 4: .759

As a result, the rationale of the cases was not typically to measure “empathy”, the aim
was to figure out whether empathy manipulation does really contribute people’s perspective
taking skills in some way, or to what extent people’s interpersonal decision making processes
would be affected by that.

In conclusion, scoring was conducted both by researcher and other examiner to

increase reliability. When different scores emerged to the cases, we calculated the arithmetic

mean.
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2.3. PROCEDURE

In the survey part of the study, participants were asked to fill in questionnaires
respectively. This part, approximately, took 25 minutes. Henceforward, in the experimental
part of the study, 100 participants out of 120 were randomly assigned to one of the two
groups: experimental and control.

In experimental group, participants were presented a part from “Les Miserables” and
asked to read it. Then they were given “empathic tendency scale” to see whether the story
increased participants’ empathic tendencies or not. Finally, four business cases were presented
and participants were asked to generate solutions to the cases through given questions.

In control group, participants were presented a neutral story from Fromentin’s novel
(Dominique) and asked to read it. Then as it happened in the experimental group, they were
presented with the empathic tendency scale. After that, four business cases were presented

and they were asked to create solutions through given questions.
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CHAPTER 3 - RESULTS

The research sample consists of 120 (71 female, 49 male) participants who work in
three different fields (health, education, construction). 60% of the participants were college
graduate, 11.7% of them hold a master’s degree, 15.8% of them hold a PhD degree, and
12.5% of the participants have an associate degree. 10.8% of the participants work as an
assistant, 2.5% of them work as an assistant specialist, 25.8% of them work as a specialist,
8.3% of them work as an employer, and 52.5% of the participants chose “other” from the
position category as their position.

30% of the participants reported that their job experience is less than 5 years, 27.5% of
them have 5 to 10 years of experience, 29.2% of them have 10 to 20 years of experience, 13.3
of the participants have more than 20 years of experience. 26.7% of the participants have
never changed their job, 26,7% of them have changed their job for once, 29.2 of them have
changed their jobs two times, 12.5 of them have changed their jobs three times, 3.3% of them
have changed their jobs four times, and 1.7% of the participants changed their jobs five or
more than five times.

After mentioning frequency results, in this part, descriptive data results would take
place. First of all, the youngest participant of the study was 23 years old whereas the oldest
participant was 65. The average age of the participants is 34.01 (SD = 8.37). Hereupon, one-
way ANOVA was performed to compare sectors on the basis of their job satisfaction.
According to the results, the health sector had the lowest level of job satisfaction (M = 4.26,
SD = 1.08), the education sector intermediate (M = 4.63, SD = 1.15), and the construction

sector seems to have the highest level of job satisfaction (M = 4.90, SD = 1.46).



Table 1. Oneway Anova on job satisfaction (on the basis of sectors)

Descriptives

Job satisfaction
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95% Confidence Interval for Mean

N Mean Std. Deviation | Std. Error Lower Bound Upper Bound Minimum Maximum
Health 30 4,2667 1,08066 , 19730 3,8631 4,6702 2,00 6,00
education 30 4,6333 1,15917 ,21163 4,2005 5,0662 2,00 7,00
construction 60 4,9000 1,46946 ,18971 4,5204 5,2796 1,00 7,00
Total 120 4,6750 1,32311 , 12078 4,4358 4,9142 1,00 7,00

However, no significant difference among the sectors was found on the basis of their
job satisfaction levels, F(4, 115) = 2.30, p = 0.63. In addition, job satisfaction was evaluated
on the basis of the participant’s sex and the results indicated that male participants have
higher level of job satisfaction (M = 4.96, SD = 1.33) than their female colleguages (M =
4.48, SD = 1.28), F(1, 118) = 3.91, p = .050.

Besides, job satisfaction was also analysed on the basis of the participants’ job

experience. Participants who had 20 years or more job experience were on the first rank (M =

5.25, SD = 1.48), and participants who had 5 to 10 years of experience had the second highest

satisfaction (M = 4.79, SD = 1.29), participants who had 10 to 20 years of experience were in

the third rank (M = 4.66, SD = 1.10), and the lowest satisfaction belonged to the participants

who had 5 years or less experience (M = 4.33, SD = 1.41). However, there was no significant

difference among participants’ job satisfaction on the basis of their years of experience F(3,
116) = 1.93, p = .128.

According to the correlation analyses, job satisfaction was positively correlated with
aggreableness, r(120) = .361, p< .001, secure attachment orientation, r(120) = .215, p<.005,
empathy, r(120) = .532, p< .001, optimism, r(120) = .305, p<.001, and evaluation of
emotions, r(120) = .270, p< .001. On the other hand, it was negatively correlated with

neuroticism, r(120) = .-410, p< .001 and anxious attachment orientation, r(120) = .-316, p<
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.001. Additionally, one subscale of job satisfaction, “relationship with coworkers,” was
positively correlated with preoccupied attachment style, r(120) = .251, p< .001.

When the relationship of EI with the Big Five was examined, the results demonstrated
that “openness” was positively correlated with all subscales of EI, namely optimism, r(120) =
.350, p <.001, using emotions, r(120) = .397, p < .001, and utilizing emotions, r(120) = .3186,
p <.001. Besides, optimism had strong positive correlations with both extroversion and
aggreableness, r(120) = .551, p <.001, and r(120) =.344, p < .001, respectively. In addition
to these findings, “utilizing emotions” was positively correlated with extroversion and
aggreableness, r(120) = .301, p <.001, and r(120) =.223, p < .005, respectively.

Furthermore, the relationship between EI and attachment was also investigated.
According to the findings, all EI subscales and secure attachment orientation were positively
correlated with each other, r(120) = .404, p < .001 (with optimism), r(120) = .251, p <.001
(with using emotions), r(120) = .347, p < .001 (with utilizing emotions).

However, when it comes to insecure attachment pattern, the results were just the
opposite. Nominately, “optimism” and fearful attachment orientation had a negative
correlation, r(120) =-.359, p <.001, and “utilizing emotions” had negative correlations with
both fearful r(120) = .-286, p < .001 and dismissing attachment orientation, r(120) = .-233, p
<.001. Additionally, dismissing attachment orientation was negatively correlated with “using
emotions”, r(120) = .-224, p < .005.

On the basis of the empathy results, it was seen that participants’ empathy scores were
positively correlated with “extroversion”, r(120) = .524, p <.001, “aggreableness”, r(120) =
.631, p <.001, “conscientiousness”, r(120) = .252, p <.001, “openness”, r(120) =.296, p <
.001, and “‘secure attachment orientation”, r(120) = .459, p <.001. On the other hand,

empathy was negatively correlated with “neuroticism”, r(120) = .-409, p < .001, fearful
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attachment orientation, r(120) = .-451, p <.001, and dismissing attachment orientation, r(120)

= -291, p < .001.
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empafvaka | empativaka | empativaka | empatvaia | empa ivaka | extraversio | agreeablen | conscientic duygukullani enpathytota
total 1 2 3 4 n £ss usness [neuroticism| openness | secure | fearful |preoccupied  dismissing | iyimserfk m  |duygudeger H
enpaivakatotal  Pearson 1 780" 789" ,698” 70" 155 178 108 -,080 3097 266" -148 144 -093 183] 21T 3207 4267
Correlation
Sig. (2-tailed) 000 000 ,000 000 123 080 27 551 002 007 148 154 359 068 ,005) 001 000
N 100 100 100 100 100 100 100 100 100 100! 100 100 100 100 100| 100| 100 100
enpativakal  Pearson J60° 1 5047 383" A 152 143 023 - 158 2% 28 -100 283 113 41 180 236 5
Carrelation
Sig. (2-tailed) 000 000 000 ,000 132 158 82 118 018 028 3 019 262 161 072 018 000
N 100 100 100 100 100 100 100 100 100 100! 100 100 100 100 100 100 100 100
enpativaka2 Pearson 189" S 1 319 454" 058 209 108 - 074 282 480 - 042 023 -005 097] A2 206 3147
Correlation
Sig. (2-tailed) 000 000 ,000 000 581 037 283 485 004 143 681 818 964 335 ,087 ,040) 001
N 100 100 100 100 100 100 100 100 100, 100 100, 100 100 100 100 100 100 100
enpaivakad  Pearson 698" 383" 319 1 ar 156, 062 07 134 294" 78 - 102 0%4|  -050 189 2587 A9 226
Correlation
Sig. (2-tailed) 000 000 000 000 21 538 443 183 003 081 311 354 620 060 009 074 024
N 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100| 100, 100| 100,
enpaiivakad  Pearson 707 A4 4547 AT 1 M7 105 112 - 061 132 267 -19%8 092 -1 136 238 37 361"
Correlation
Sig. (2-tailed) 000 000 000 ,000 247 299 268 548 180 010 051 360 261 An 018 001 000
N 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100,
extraversion  Pearson 155 182 056 156 A7 1 337 23 -, 350" g 387 -283° M4 082 5517 146 3017 5247
Correlation
Sig. (2-tailed) 123 132 81 a2 247 000 015 ,000 000 ,000 004 831 574 000 10 001 000
N 100 100 100, 100 100 120 120 120 120 120, 120 120 120 120 120 120 120 @]
agreeableness  Pearson 176 43 209 082 105 3T 1 I B 2087 3827 -4157 089 193 34471 161 223 8317
Correlation
Sig. (2-tailed) 080 156 037 538 299) 000 000 ,000 002 000,000 3% 034 000 078 014 000
N 100 100 100 100 100 120 120 120 120 w2 @ 20 1] 10 120 120 120
conscientiousnes Pearson 108 023 108 078 112 23 3157 1 -198° 38 069 -034 078 -160 083 1089 202 252
s Correlation
Si. (2-tailed) 287 821 283 443 269 015 000 032 000 454 716 409 081 370 336 027 1006
N 100 100 100 100 100 120 120 120 120 120 120 120 120 120 120] 120 120] 120
neuroticism Fearson -060 -158 -074 134 -,081 - 350" -4 -,196' 1 -084) -267°| 291" 088 064 -258" A0 Q200 -409°
Correlation
Sig. (2-tailed) 551 116 465 183 549 000 000 032 487 008,001 33 487 005 214 829 000
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120 120
opanness Pearson 3097 ,236° 2827 2047 32 U4 216" 3327 -064 1 165 -104 194 -125 350" 37 318" 206"
Correlation
Sig. (2-tailed) 002 018 004 003 190 000 002 000 487 072 258 034 A4 000 000 000 001
N 100 100 100 100 100 120 120 120 120 120 120 120 120 120 120 120 120 120
secure Pearson 266" 25 148 75 25T 382 382" 069 28T 165 1| -678" 27 -348” 4047 2517 ur 459"
Carrelation
Sig. (2-tailed) 007, 025 143 081 010 000 000 454 ,005 0n2 000 002 ,000 000 008 ,000 000
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120 120
fearful Pearson - 146 -100 - 042 -102 -19  -263" -415" -034 291" -104) - 78" 1 162|827 -3587 - 160 - 2887 -4517
Carrelation
Sig. (2-tailed) 149 321 581 31 051 004 000 716 001 259 000 078 ,000 000 ,080 002 000
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120, 120
preoccupied  Pearson 44 233 023 034 092, 044 089 076 088 A9 2| 182 1| -3557 -075 190" 203 143
Correlation
Sig. (2-tailed) 154 018 818 354 360 837 33 409 339 034 002 078 ,000 416 038 028 120
N 100 100 100 100 100 120 120 20 120 120 1200 120 120 120 120 120 120 120
dismssing Pearsen -093 -3 -005 -050 =114 - 082 -193° - 160 064 -125) - 3487 5% - 355" 1 -020 - 2047 -283 -2917
Carrelation
Sig. (2-tailed) 359 262 564 520 261 574 034 081 487 174 000, 000 000 829 014 M 001
N 100 100 100! 100 100 120 120 120 120 120, 120 120 120 120 120 120 120] 120
iyimserlik Pearson 183 ki 097 189 136 551" 3447 083 - 266" 3507 447 3597 -075) 020 1 My A2 535"
Correlation
Sig. (2-tailed) 068 161 335 080 Am 000 000 31 005 000 ,000, 000 418 829 ,000 000 000
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120 120
duyquiulanm  Pearson T 180 12 258" 236 146 161 089 10 7 2517 -160 90| - 2247 M3 1 569" 385"
Correlation
Si. (2-tailed) 005 o 087 008 018 110 078 336 214 000 006 080 038 014 000 000 000,
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120 120
duygudeger Pearson 3207 236 208° 179 8 301" 228 202 020 387 T -2867 0¥ -283 M2 569" 1 499"
Correlation
Sig. (2-tailed) 001 018 040 074 001 001 014 027 828 000 ,000 002 028 o ,000] ,000 000
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120 120
enpathytotal!  Pearson 426" 315" 314 26 361" 524" 831" 2527 - 409" 296" 4597 4517 143 -201" 535" 365" 489" 1
Correlation
Sig. (2-tailed) 000 000 001 024 ,000 000 000 008 ,000 001 000, 000 20 001 000 000 ,000
N 100 100 100 100 100 120 120 120 120 120 1200 120 120 120 120 120 120) 120

*. Correlation is significant at the 0.01 level (2-talled).
*. Correlation is signficant at the 0.05 level (2-tailed).

Table 2. Correlation analyses on El, attachment, personality traits as independent variable
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To see the independent effects of empathy and emotional intelligence on job
satisfaction, a hierarchical multiple regression analysis was performed. In the first step, sex
and work experience were entered. In the second, attachment styles and Big Five personality
traits were entered. Finally, in the third step, the three subscales of Emotional Intelligence and
empathy total score were entered.

As reported in the previous analyses, sex and work experience were not correlated
with job satisfaction. In the second step, job satisfaction had a negative correlation with
neuroticism (# = -.259, p = .009) and with fearful attachment orientation ( = -.278, p = .036).
Finally, in the third step, only empathy total score was significantly correlated with job
satisfaction (5 = .398, p =.006). Thus, it was empathy and not emotional intelligence that had
an independent effect on job satisfaction. Furthermore, empathy was the variable that had the

highest correlation with job satisfaction among all the other predictor variables.
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3.2STUDY 2

A t-test was performed to see whether there is a significant difference between
experimental and control groups on the basis of their responses to the cases. It was found that
the experimental group (M = 1.97, SD = 0.63) was significantly different than the control
group (M =1.75, SD = 0.60) only in their responses to case 4 (empathy), t (98) =1.78, p =
.039. Specifically, experimental group had higher empathy scores than the control group.

Table 3. T-test results on groups’ empathy scores

grup Std. Std. Error
Mean Deviation Mean
empativakal deney 50 2,3900 ,60853 ,08606
kontrol 50 2,4000 ,55328 ,07825
empativaka2 deney 50 2,1500 ,68698 ,09715
kontrol 50 1,9700 ,57508 ,08133
empativaka3 deney 50 2,1400 ,50548 ,07149
kontrol 50 2,0100 ,51991 ,07353
empativaka4 deney 50 1,9700 ,62605 ,08854
kontrol 50 1,7500 ,60819 ,08601
empativakatotal deney 50 8,6500 1,87151 ,26467
kontrol 50 8,1300 1,66540 ,23552

Moreover, the total score of the four empathy cases has been found to be positively
correlated with participants’ secure attachment scores r(120) = .266, p< .001, openness,
r(120) =.309, p< .001, using emotions, r(120) = .277, p< .001, evaluation of emotions, r(120)

=.320, p< .001, and empathy scores, r(120) = .426, p< .001.
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Model
Unstandardized Standardized 95,0% Confidence
Coefficients Coefficients Interval for B Correlations
Lower Upper Zero-
B Std. Error Beta t Sig. Bound Bound order Partial Part
1 (Constant) 125,598 7,770 16,164 ,000 110,209 140,987
Sex 5,400 4,676 ,108 1,155 ,251 -3,861 14,661 ,103 ,106 ,106
Experience -,614 2,234 -,026 -,275 ,784 -5,039 3,811 -,004 -,025 -,025
2 (Constant) 116,869 37,421 3,123 ,002 42,693 191,044
Sex 4,494 4,295 ,090 1,046 ,298 -4,019 13,006 ,103 ,100 ,085
Experience -2,911 2,144 -,122 -1,358 177 -7,160 1,338 -,004 -,130 -,110
Extraversion ,896 ,512 ,180 1,749 ,083 -,119 1,911 ,313 ,166 ,142
Agreeableness 574 ,598 ,102 ,961 ,339 -,610 1,759 ,361 ,092 ,078
conscientiousness ,543 ,508 ,103 1,068 ,288 -,464 1,550 ,219 ,102 ,087
Neuroticism -1,200 ,450 -,259 -2,666 ,009 -2,093 -,308 -,410 -,248 -,217
Openness ,031 ,516 ,006 ,061 ,952 -,991 1,053 ,176 ,006 ,005
Secure -3,869 3,173 -,146 -1,219 ,225 -10,159 2,420 ,215 -,117 -,099
Fearful -6,901 3,253 -,278 -2,121 ,036 -13,348 -,453 -,316 -,200 -172
Preoccupied 2,633 2,710 ,089 ,972 ,333 -2,738 8,003 ,070 ,093 ,079
Dismissing 2,697 3,475 ,081 776 ,439 -4,192 | 9,586 -,106 ,074 ,063
3 (Constant) 64,382 39,831 1,616 ,109 -14,614 143,378
Sex 7,258 4,184 ,146 1,735 ,086 -1,039 15,555 ,103 ,169 ,133
Experience -2,265 2,099 -,095 -1,079 ,283 -6,429 1,899 -,004 -,106 -,083
Extraversion ,184 ,548 ,037 ,336 737 -,902 1,270 ,313 ,033 ,026
Agreeableness -,326 ,637 -,058 -,512 ,610 -1,590 ,938 ,361 -,050 -,039
conscientiousness ,503 ,488 ,095 1,030 ,305 -,465 1,471 ,219 ,101 ,079
Neuroticism -1,040 ,448 -,225 -2,323 ,022 -1,927 -,152 -,410 -,223 -,179
Openness -,173 ,530 -,032 -,327 744 -1,224 877 ,176 -,032 -,025
Secure -5,447 3,079 -,206 -1,769 ,080 -11,552 ,659 ,215 -172 -,136
Fearful -5,855 3,169 -,236 -1,848 ,068 -12,139 ,430 -,316 -,179 -,142
Preoccupied 1,950 2,696 ,066 ,723 AT1 -3,397 7,297 ,070 ,071 ,056
Dismissing 4,610 3,465 ,139 1,331 ,186 -2,261 11,482 -,106 ,130 ,102
empathytotall 1,153 ,415 ,398 2,780 ,006 ,331 1,975 ,532 ,264 214
Optimism -,296 1,150 -,048 -,257 ,798 -2,577 1,985 ,305 -,025 -,020
utilization of -,559 1,175 -,078 -, 475 ,635 -2,890 1,772 ,139 -,047 -,037
emotion
appraisal of -,062 ,931 -,014 -,066 ,947 -1,908 1,785 ,270 -,007 -,005
emotion
Eltotal ,364 ,674 ,223 ,540 ,590 -,972 1,700 ,339 ,053 ,042

a. Dependent Variable: jsstotal

Table 4. Hierarchical Regression Analysis on Job Satisfaction
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CHAPTER 4 - DISCUSSION

In the present study, we investigated possible predictors of emotional intelligence and
what sort of contributions emotional intelligence makes on job satisfaction and conflict
management styles in the work place. To investigate these associations, the study was divided
into two parts: survey and experimental.

In the survey part, “EI” was examined on the basis of job satisfaction, attachment
orientations, personality traits, and empathic tendency. It was expected that participants who
have high level of job satisfaction will also have high level of EI. The results demonstrated
that participants who have high “EI”” scores also had high level of job satisfaction. For
instance, positive correlations were found between job satisfaction and “EI”’s two subscales,
which are “optimism” and “utilizing emotions”.

In plain words, it can be suggested that having an optimistic attitude about things can
make one more positive and satisfied in any field of life. Therefore, it is safe to say that
participants who are more optimistic and capable of evaluating their emotions, can also
interpret events from a realistic and generally positive perspective. This may make them to be
more satisfied with their jobs than their pessimistic counterparts. They can find meaning in
challenges and hold cognitive distortions at bay which pessimistic people cannot.

Apart from our finding, Kafetsios and Zampetakis (2008) have also tried to account
for job satisfaction in terms of interpersonal and intrapersonal levels. They have claimed that
at an interpersonal level, emotional awareness and emotion regulation processes are positively
correlated with emotional intelligence and it is expected that people who have these skills will
be able to manage stress and conflicts at work. However, at an intrapersonal level, being able
to use emotions and to be able to have awareness of one’s own emotions, can help people to
regulate stress and negative emotion; that’s why they can perform better at work (Kafetsios &

Zampetakis, 2008).
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In addition, in one study which examined food service workers and their managers’
emotional intelligence and job satisfaction, there has been a positive correlation between an
ability based emotional intelligence scale and job satisfaction (Sy et al., 2006). Besides,
another study has found that there were positive correlations between job satisfaction’s
emotional components and emotional intelligence (measured both self and supervisor reports)
(Kafetsios, 2008).

The positive relationship between emotional intelligence and job satisfaction also
emerged in a nursing sample (Giileryliz et al., 2008). In this study, highly emotionally
intelligent nurses have reported that they have high satisfaction with their jobs.

As a consequence, in line with our findings and literature, it can clearly be suggested
that employees who have high level of emotional intelligence will more likely have higher job
satisfaction. This may stem from emotionally intelligent employees coping skills with stress.
For instance, when an emotionally intelligent employee confronts with stress, he is more
likely be able to develop strategies to deal with stress.

Apart from emotional intelligence, it was initially expected that job satisfaction will be
positively correlated with participants’ aggreableness scores whereas negatively correlated
with neuroticism scores. The results indicated that aggreableness, extraversion and
conscientiousness were positively correlated with job satisfaction. However, the more
participants were high on neuroticism, the less satisfaction they had in their jobs.

In fact, in the most general sense, “neuroticism” is expected to be negatively related
with any kind of psychological construct which carries positive meaning. Therefore, it can be
suggested that emotional imbalance can lead people to experience wide range of negative
emotions on a continous basis.

For instance, let’s imagine that an employee goes to work early in the morning, works

evenly until lunch time, but when he enters into dining hall, he recognizes that his girlfriend is
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having a friendly lunch with her seemingly handsome coworker. Not to be perceieved as a
“jealous” person, he tries to suppress his negative emotions from both his girlfriend and her
coworker. After lunch, he goes back to his office with his mind full of jealousy and conflict.
During the day, negative affect would not leave him in peace and focussing on work becomes
difficult, and eventually his satisfaction (which he used to have) may begin to fade away.

A notable study has been done by Levin and Stokes (1989) to investigate job
satisfaction and negative affectivity. Their study has consisted of both laboratory and field
researches. According to the results, negative affectivity has a predictive value on
participants’ job satisfaction and the two had significant negative associations (Levin &
Stokes, 1989). If we adapt this finding to our own study, it is safe to say that neuroticism is a
factor which decreases one’s satisfaction in one’s job.

In addition, we expected that participants who have high level of empathic tendency,
will also have high level of job satisfaction, because having empathic tendency enables one to
understand the other party’s perspective and in line with this, one can evaluate things more
objectively.

To give an example, under favour of empathic tendency, one can find solutions to
one’s work related problems without experiencing too much unresolved conflict with his/her
supervisor. Hence, we performed hierarchical regression analyses to see the independent
effects of emotional intelligence and empathy on job satisfaction. The results indicated that
only empathy had an independent effect on job satisfaction, but not emotional intelligence. It
is an interesting finding and it couldn’t be accommodated with the literature.

Additionally, Davis’ (1996) organizational model suggests that having an empathic
tendency can affect conflict management in a positive way. For instance, if one understands
other party’s standpoint, then he/she may gain insight about his/her actions and, as a result of

this, conflicts can be resolved in a constuctive way without experiencing too much negativity.
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Job satisfaction and attachment orientation were also examined and it was expected
that secure attachment orientation would be a protector and participants who have secure
attachment orientation will have high level of job satisfaction. The results confirmed that
prediction. It was found that job satisfaction and secure attachment orientation are positively
correlated with each other. Apart from this finding, the results indicated that job satisfaction
and fearful attachment orientation are negatively correlated with each other at a significant
level.

Initial result might be explained by taking some elements which form secure
attachment orientation into account. For instance, secure individuals are more open (in
relationships), socially competent, optimistic, and psychologically resilient than insecure
individuals. Therefore, these factors help them to cope more easily with business life’s
demands and challenges. More clearly, any problem which is perceieved as a threat and, can
demotivate insecure employee, might be perceived as a challenge by secure employee. As a
result, attachment orientation goes both ways, in this study, secure attachment orientation was
a protective factor and helped participants to be satisfied with their jobs.

In line with this claim, in Kobak & Sceery’s study (1998), it has been found that
secure individuals deal with negative emotions better and easier in social situations when they
are compared with insecure people and they voice more positive emotions in social situations
while holding emotion regulation skills (Kobak, & Sceery, 1988).

On the other hand, participants who have fearful attachment orientation are found to
be less satisfied with their jobs. This might be explained by number of things, for instance,
neuroticism and fearful attachment orientation go hand in hand. As it was explained before,
neuroticism is a factor which leads individuals to suffer from emotional imbalance, negative

thinking and cognitive distortions.
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Therefore, participants who carry these features can easily experience mood swings
and low satisfaction in the job. In one study, results have indicated that individuals who have
insecure attachment orientation are more likely to be psychologically less resilient, prone to
depression and anxiety than their secure counterparts. Besides, it has been reported that, as
expected, they experience more negative affect when it comes to relationships (Feeney, 1995).

However, one interesting finding reveals that preoccupied attachment orientation and
job satisfaction’s “coworkers” subscale (which measures, ¢.g. how good someone at getting
along with others) are positively correlated with each other. It may stem from preoccupied
people’s extreme longing for being emotionally close with others.

As it is known, preoccupied attachment pattern represents characteristics which are
constantly seeking intimacy, approval or responsiveness. This pattern may lead individuals to
get along with other workers in the work place, because, even if there is a real problem,
preoccupied individuals probably will be inclined to underestimate the problem not to lose
other party’s attention, or intimacy. This finding is viewed as a novel contribution, because, in
the literature, no such finding was found.

Apart from correlational analyses, job satisfaction was also evaluated on the basis of
sectors. The results indicated that participants who are working in health sector had the lowest
level of job satisfaction than participants who work in education and construction sectors.
This finding initially might be explained by considering participants working environment, as
it is seen, hospitals are places where individuals (even if they are not a patient) can experience
wide range of negative emotions such as fear, anxiety, or distress. In the simplest term,
hospital workers most likely experience these emotions on a continuous basis and this may

reduce their job satisfaction.
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On the other hand, participants in the health sector mostly consist of nurses which
means that they may not have full control over their work. This may accompany uncertainty
and having less control over the job may lead one to have less satisfaction.

On the other hand, we expected that empathic tendency and “EI” will be positively
correlated with each other. The results confirmed that prediction. Participants who have high
level of empathic tendency also had high level of “EI”. This result was also not surprising,
beacuse, emotional intelligence has one core element which is “empathy”. Obviously, if there
IS no empathy, then we cannot mention emotional intelligence’s existence.

For example, in Mayer et. al (1990)’s research, it has been found that the ability to
recognize emotion in faces is better in individuals who have higher level of empathy (Mayer,
DiPaolo, & Salovey, 1990). In addition to this, empathy can be viewed as a part of trait
emotional intelligence and it has been found that emotional intelligence is positively
associated with facial expression recognition (Austin, 2004; Petrides & Furnham, 2003).

Besides, from an organizational literature perspective, it has been claimed that
empathy is the most important feature of emotional intelligence which involves having a
fathomless comprehension of other party’s feelings, thoughts, needs and motives (Shirkani,
2014, p.5).

To speak more concretely, in her review of leadership effectiveness, Shirkani (2014)
has observed that effective leaders are different such that they are better at understanding their
followers needs and approach them with a sensitive manner which basically distinguish them
from less impressive leaders.

When it comes to attachment orientation and “EI”, we expected that secure
attachment would be a predictor for emotional intelligence. The results indicated that all three
subscales (optimism, evaluation of emotion, utilization of emotion) of “EI” were positively

correlated with secure attachment orientation, and the correlation was significant.
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The relationship between “EI”” and secure attachment have their origins in early
childhood, in such a way that parents who helped their children to understand and recognize
their internal states also would make them understand other people’s emotions and actions.
Besides, people who have secure attachment orientation are more likely to be resilient and
cope much better with conflicts and stressful conditions.

For instance, Kafetsios (2002) has found that attachment orientation (secure base)
might be a strong predictor of emotional intelligence when gender and age are controlled. In
line with this claim, Kafetsios & Yeadou (2003) have found that individuals who are securely
attached are more emotionally intelligent when they are compared to avoidant and anxious
individuals (Koohsar & Bonab, 2011).

According to the results of our study, participants in the experimental group only
significantly different than control group, on the basis of conflict management case 4. This
may stem from the case’s level of difficulty, for instance, conflict management cases were
intended to be cascaded. More concretely, case 1 was relatively easier than case 2 and, with
this logic, case 4 might be accepted as the hardest one.

Therefore, it can be suggested that empathy manipulation had a distinctive value on
participants only in difficult cases. Sharing other party’s nuisance might elicit sympathy
(Eisenberg et al., 1994), that prevents us from exhibiting maladaptive impulses at the time of
conflict. As a consequence, it can be clearly claimed that empathy, either cognitive or
affective, has a power to induce perspective taking and this may help individuals to deal with
conflicts more effectively.

In organizational psychology literature, although a number of studies have examined
“EI” in terms of its effects on job performance, leadership, organizational behaviour or
institutional success, the present study primarily aimed to investigate “EI”s predictors and

what sort of work-place relevant consequences “EI” and “empathy” have. Additionally, how
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empathy affects individuals’ interpersonal decision making processes and conflict
management styles in business settings was also examined.
4.1 LIMITATIONS

This study has some limitations. First of all, all inventories we used were based on
self-report measures. Therefore, it is not known for sure whether same results would be
obtained when direct measurement technique was used. Besides, when it comes to emotional
intelligence, in this study, trait model of emotional intelligence was adopted and in line with
this, we used self-report measure. Therefore, it is again not known if we would get same
results when Mayer and Salovey’s ability based test was used.

Besides, in the second part of the study, business cases were prepared by the
researcher. Although each case was intended to measure a certain contruct, we cannot claim
confidently that cases are flawless or valid and can be used in other researches. In addition,
the effectiveness of empathy manipulation is not known, because, we cannot be sure whether
participants read the stories fully or not and it is related to participants’ perception and
subjective experiences.

Moreover, we used empathic tendency scale twice to see whether our manipulation has
an effect on participants’ empathy levels or not, and, this may reduce the items’ impact. This
means that participants may be inclined to tick up same points as they did in the first phase.
Accordingly, there was no significant difference between participants empathy scores in
phase 1 and phase 2.

In addition to all these, just because our participants are working people, we let them
complete study’s materials whenever and wherever they wished. Therefore, we do not know
in which conditions the inventories were filled out, or whether a time gap exists between the

survey part or experimental part. Maybe some participants have completed the study in one
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go, but others had a break. These are the things we would not know and may have seen as
limitation.
4.2 FUTURE STUDIES

In the future studies, instead of self-report measures, ability based measurement
technique (e.g. MSCEIT) can be used to see the difference. In terms of business cases, rather
than just imagination, cases which are standardized and have objective measurement methods
might be preferred to rule out validity and reliability issues.

When it comes to empathy manipulation, rather than a story, an empathy inducing
video can be used to enhance the manipulation’s effect. Since, watching and listening are
more powerful than just reading. Besides, to see the effect of empathy manipulation, instead
of using trait empathy scale (e.g. “I have a lot of friends”), a state empathy scale (e.g. “when i
see someone upset, I tend to help her”) can be used. Since, someone’s number of friends
probably won’t change after he’s gone through empathy manipulation.

As a result, in this study, our findings were compatible with other studies in the
literature and so, we can say that the results were replicated. Starting from this study, in the
future, if employee engagement and conflict management are concerns for companies,
empathy training programmes can be put into practice in different ways (e.g. analysing
screenplays, movies, or literary texts). Then, small role playing exercises can be performed to
improve one’s perspective taking ability. Scenarios can be based on real business setting
problems and employers and employees can change side as per the scenario. Hence,
employers can get an authentic idea about what employees are going through and, employees

can begin to see things from employers’ perspective.
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APPENDICES
Appendix A
Sayin Katilimei,

Bu arastirma, kisilerin sosyal yasam ve yakin iliskilerdeki tutum ve davraniglarini
incelemek amaciyla Renginur Ocak tarafindan yiiksek lisans tezi kapsaminda yapilmakta
olup, Dr. Hasan Bahgekapili danismanliginda yiirtitiilmektedir. Sizden istenilen, ekte verilen
sorulart sirasiyla cevaplamanizdir. Arastirmaya katilim tamamen goniilliiliik esasina
dayanmaktadir. Arastirma kapsaminda sizden kisisel bilgiler istenmeyecek ve verdiginiz
cevaplar arastirmay1 yapan kisiler tarafindan tamamen gizli tutulacaktir. Cevap vermek
istemediginiz sorular1 bos birakabilirsiniz. Ancak, sorularin bos birakilmasi durumunda alinan
verilerin kullanilmas: miimkiin olmayacaktir. Bu nedenle, elinizden geldigince tiim sorulara
cevap vermeye ¢alismanizi dnemle rica ederiz. Calisma sonucunda bireysel bir degerlendirme
yapilmayacak, verilen cevaplar bir biitiin i¢inde ele alinip degerlendirilecektir. Verilen
ifadelere ait dogru veya yanlis cevaplar yoktur. Bu ¢caligmada 6nemli olan, sizin samimi ve
gercek diislince, davranis ve duygularinizi anlamaktir.

Degerli katilimcilara katkilarindan 6tiirii tesekkiir ederiz. Calisma hakkinda daha fazla

bilgi almak istiyorsaniz veya sorulariniz igin arastirmaciyla (rescorla89@gmail.com) iletisime

gegebilirsiniz.

Arastirmaci
Renginur Ocak

Danisman Ogretim Uyesi
Dr. Hasan Bahgekapili
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Appendix B
1. Yas:
2. Cinsiyet: Kadin____ Erkek _
3. Medeni Durum: Bekar ___ Nisanli ____ Evii Bosanmis _
4, Egitim durumunuz (mezun olunan son okul): Lise _ Lisans_ Yiiksek Lisans _
Doktora _
5. Calistiginiz sektor: Saglik_ Egitim_ Insaat_ Hizmet.  Turizm_  Diger_

6. Mesleginiz:
7. Hangi pozisyonda ¢aligmaktasiniz?
Asistan _ Uzman Yardimcisi Uzman_ Yonetici_ Diger.
8. Kag yildir is hayatindasiniz?
5 yildan az_ 5-10 y1l arasi1_ 10-20 y1l arasi_ 20 y1ldan fazla_
9. Su ana kadar kag is degisikligi yaptiniz?
0 1 2 3 4 5 ve daha fazla_

10. Calisma ortaminizdan ve mesleginizden ne kadar memnunsunuz?

— y JE— c N 4 --5- S —— 7

Hi¢ memnun Kararsizim Cok memnunum
degilim
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Appendix C)

Sayin katilimci, asagida verilen ifadelere katilma durumunuza gore; (1) hi¢ katilmiyorum, (2)
katilmiyorum, (3) kismen katilmiyorum, (4) kismen katiliryorum, (5) katiliyorum, (6)

tamamen katiliyorum secenekleri arasindan segerek isaretleyiniz.

1  Yaptigim is karsiliginda adil bir iicret aldigim diistiniiyorum. 1 2 3 45
2 Isimde yiikselme sansim cok diisiiktiir. 1 2 3 45
3 Yoneticim yaptig iste oldukga yeterlidir. 1 2 3 45
4  Isimin karsihginda bana saglanan hak ve 6deneklerden memnun degilim. 1 2 3 45
5 Isimi iyi yaptigim zaman takdir edilmekteyim. 1 2 3 45
6  Isyerimdeki kurallar isi hakkiyla yapmamui zorlastirmaktadir. 1 2 3 45
7  Birlikte ¢alistigim insanlar1 seviyorum. 1 2 3 45
8  Bazen yaptigim isin ¢ok anlamsiz oldugunu hissediyorum. 1 2 3 45
9 Isyerimdeki iletisimin iyi oldugunu diisiiniiyorum. 1 2 3 45
10 isyerimde iicret artiglar1 az oluyor. 1 2 3 45
11 Isini iyi yapana adil bir sekilde yiikselme sans1 veriliyor. 1 2 3 45
12 Yoneticim bana karsi adil degildir. 1 2 3 45

13 Isyerimde verilen hak ve 6denekler diger pek ¢ok isletmeden daha iyidir. 1 2 3 45
14 Yaptigim isten hosnut olmadigim diisiiniiyorum. 1 2 3 45

15 lyi bir is yapmak i¢in harcadigim cabalar nadiren formalite isler tarafindan 1 2 3 4 5
engellenir.
16 Birlikte calistigim insanlarin yetersiz olmasindan dolayi isimde daha ¢ok 1 2 3 45

calismak zorundayim.

17 Isyerimde yaptigim islerden hoslantyorum. 1 2 3 45
18 Bu igyerinin hedefleri bana agik ve belirgin gelmiyor. 1 2 3 45
19 Bana verdikleri iicreti diisiindiigiimde takdir gérmedigimi hissediyorum. 1 2 3 45

20 Buigyerindeki insanlar diger isyerlerindeki kadar hizli yiikselmektedirler. 1 2 3 45



21

22

23

24

25

26

27

28

29

30

31

32

33

34

35

36

Yoneticim, ¢alisanlarinin hislerine ¢ok az ilgi gosterir.

Isyerinde aldigimiz hak ve ddenekler adildir.

Bu isyerinde c¢alisanlar ¢ok az ddiillendiriyorlar.

Isyerinde yapmam gereken ¢ok is var.

Is arkadaslarimdan hoslanryorum.

Cogu zaman bu isyerinde neler oldugunu bilmedigimi hissediyorum.
Yaptigim isten gurur duyuyorum.

Ucretimdeki artislardan memnunum.

Isyerinde almamiz gerekip de almadigimz ek 6denekler ve haklar var.

Y Oneticimi Seviyorum.

Bu isyerinde ¢ok fazla yazisma ve benzeri islerle ugrasmak zorundayim.

Cabalarimin gerektigi kadar ddiillendirildigini sanmiyorum.
Yiikselmek i¢in yeterli sansa sahip oldugumu diisiiniiyorum.
Isyerimde ¢ok fazla cekisme ve kavga var.

Isimden hoslaniyorum.

Yapmam gereken isler yeterince agik ve net degildir.
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Asagida 20 climle bulunmaktadir. Bir climledeki ifadeyi kendinize Tamamen Uygun
bulacaginiz1 diisiiniirseniz 5’e, Olduk¢a Uygun bulacaginizi diisiiniirseniz 4’e, Olduk¢a
Aykir bulacaginizi diisiiniirseniz 2’ye, Tamamen Aykiri bulacaginizi diisliniirseniz 1’e,

eger bir climleye iliskin olarak Kararsizlik belirtecekseniz 3’e ¢arp1 koyunuz.

1.Cok sayida dostum var.............cooeeiiiiiiiiiiiiii e, M @)B)@) )
2. Film seyrederken bazen gbzlerim yasarir..................cccceeeeeeeeen(1) (2) (3) (4) (5)
3. Siklikla kendimi yalniz hissederim..........cccccoccevviereevienienreiiennnnns (D 2)?3) @) (B)
4. Bana dertlerini anlatanlar yanimdan ferahlamig ayrilirlar............... (1) 2)(3) @) (5)
5. Bagkalarmin problemleri beni kendi problemlerim kadar ilgilendirir.(1) (2) (3) (4) (5)
6. Duygularimi bagkalarina iletmekte giigliik ¢ekerim................... (1) 2)(3) 4) (5)
7. Insanlarm film seyrederken aglamalari tuhafima gider............... (1) 2)(3) @) (B)
8. Birisiyle tartigirken bazen, dikkatim onun sdylediklerinden ¢ok

verecegim cevap tzerine yogunlasir. ..........oovviiiiiiiinnnennnnnnn. (H2)B)@)®B)

9. Cevrede cok sevilen bir insanim................cooeviiiiiiiiiiiininin. IIOIGIS)
10. Televizyondaki filmler mutlu sona ulasinca rahatlarim............... (1) 2)(3) (4) (5)
11. Diisiincelerimi baskalarina iletmekte giicliik ¢cektigim olur...........(1) (2) (3) (4) (5)
12. Insanlarm ¢ogu bencildir................c.cooiiiiiiiiii, (1) (2) (3) (4) (5)
13. Sinirli bir iNSanIM.........ooiiii i e, (M 2)B)@) (5
14. Genellikle insanlara glivenirim..................oooiiiiiiiiiiininn.. (D 2)(3) @) (5)
15. Insanlar beni tam olarak anlayamiyorlar.............................. (M 2)B)@) B
16. Girigken bir inSanim.............ovviiiiiiiiii i M@2)B)@) O
17. Bir yakinima derdimi anlatmak beni rahatlatir....................... M2)B)@) )
18. Genellikle hayatimdan memnunum.......................cooeeeennnen. (MH2)B) @) ®)
19. Yakinlarim bana sik sik derdini anlatirlar.............................. M @)B)A) ()

20. Genellikle keyfim yerindedir...........c.ovveveveceeeereeecenn(1) 2) (3) (4) (5)
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Appendix E)

Asagida sizi kismen tanimlayan (ya da pek tanimlayamayan) bir takim 6zellikler
sunulmaktadir. Ornegin, baskalar1 ile zaman gegirmekten hoslanan birisi oldugunuzu
diistinliyor musunuz? Liitfen asagida verilen 6zelliklerin sizi ne oranda yansittigini ya da

yansitmadigini belirtmek i¢in sizi en iyi tanimlayan rakami her bir 6zelligin yanina yaziniz.

1 = Hig¢ katilmiyorum

2 = Biraz katilmiyorum

3 = Ne katiliyorum ne de katilmiyorum (kararsizim)
4 = Biraz katiltyorum

5 = Tamamen katiliyorum

Kendimi ........ biri olarak goriiyorum

1. Konuskan _ 23.Tembel olma egiliminde

2. Baskalarinda hata arayan 24, Duygusal olarak dengeli, kolayca keyfi
kagmayan

__ 3. Isini tam yapan _ 25.Kesfeden, icat eden

4. Bunalimli, melankolik __ 26. Atilgan bir kisilige sahip

__ 5. Orijinal, yeni goriisler ortaya koyan __ 27.Soguk ve mesafeli olabilen

__ 6. Ketum/agz sik1 __ 28.Gorevi tamamlanincaya kadar sebat
edebilen

__ 7. Yardimsever ve ¢ikarci olmayan ___29. Dakikasi1 dakikasina uymayan

8. Biraz umursamaz _30. Sanata ve estetik degerlere nem veren

__ 9. Rahat, stresle kolay bas eden __ 31. Bazen utangag, ¢ekingen olan

_10. Cok degisik konular1 merak eden __32. Hemen hemen herkese karsi diistinceli
ve nazik olan

_11.Enerjidolu ___ 33.Isleri verimli yapan

_12. Bagkalaniyla siirekli didisen ___ 34. Gergin ortamlarda sakin kalabilen

13. Giivenilir bir ¢alisan 35. Rutin ve tekdiize isleri yapmayi tercih



87

14.
15.
16.
17.

18

19.
20.
21.
22.

Gergin olabilen
Derin ve incelikli diigsiinen
Cosku ve sevk yaratabilen

Affedici bir yapiya sahip

. Daginik olma egiliminde

Cok endiselenen
Hayal giicii yiiksek
Sessiz bir yapida

Genellikle bagkalarina giivenen

eden
36. Sosyal, girisken
37. Bazen bagkalarina kaba davranabilen
38. Planlar yapan ve bunlar1 uygulayan
39. Kolayca gerilebilen
40. Diislinmeyi seven, fikirler
gelistirebilen
41. Sanata ilgisi ¢ok az olan
42. Bagskalariyla isbirligi yapmay1 seven
43. Kolaylikla dikkati dagilan
44, Sanat, miizik ve edebiyat bakimindan

kultirli

Liitfen kontrol ediniz: Biitiin ifadelerin 6niine bir rakam yazdiniz mi?
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Appendix F)

Asagida yakin duygusal iliskilerinizde kendinizi nasil hissettiginize iligkin gesitli ifadeler yer
almaktadir. Yakin duygusal iliskilerden kastedilen arkadaslik, dostluk, romantik iliskiler ve
benzerleridir. Liitfen her bir ifadeyi bu tiir iligkilerinizi diisiinerek okuyun ve her bir ifadenin
sizi ne Ol¢iide tanimladigini asagidaki 7 aralikli 6lgek iizerinde degerlendiriniz.

1--m-mmmmmmee- 2 --3- et 5-memee- 6--------------- 7
Beni hig Beni kismen Tamamiyla
tanimlamiyor tanimliyor beni tanimliyor

Bagkalarina kolaylikla giivenemem.

Kendimi bagimsiz hissetmem benim i¢in ¢ok dnemli.
Bagkalartyla kolaylikla duygusal yakinlik kurarim.

Bir bagka kisiyle tam anlamiyla kaynasip biitiinlesmek isterim.
Baskalariyla ¢ok yakinlasirsam incitilecegimden korkuyorum.

Bagkalariyla yakin duygusal iliskilerim olmadig: siirece oldukca rahatim.

N o o s~ wDdh P

Ihtiyacim oldugunda yardima kosacaklar1 konusunda baskalarina her zaman

giivenebilecegimden emin degilim.

8. Baskalariyla tam anlamiyla duygusal yakinlik kurmak istiyorum.

9. Yalnmiz kalmaktan korkarim.

10. Bagkalarina rahatlikla giivenip baglanabilirim.

11. Cogu zaman, romantik iliskide oldugum insanlarin beni gercekten sevmedigi konusunda
endiselenirim.

12. Bagkalarina tamamiyla giivenmekte zorlanirim.

13. Baskalarinin bana ¢ok yakinlagsmasi beni endiselendirir.

14. Duygusal yonden yakin iligkilerim olsun isterim.

15. Bagkalariin bana dayanip bel baglamasi konusunda olduk¢a rahatimdir.

16. Bagkalarinin bana, benim onlara verdigim deger kadar deger vermediginde kaygilanirim.

17. ihtiyaciniz oldugunda hi¢ kimseyi yaninizda bulamazsiniz.

18. Bagkalartyla tam olarak kaynasip biitiinlesme arzum bazen onlar1 {irkiitiip benden
uzaklastiriyor.

19. Kendi kendime yettigimi hissetmem benim i¢in ¢gok dnemli.

20. Birisi bana ¢ok yakinlastiginda rahatsizlik duyarim.



21.
22.
23.
24.
25.

26.
27.
28.
29.

30.

Romantik iliskide oldugum insanlarin benimle kalmak istemeyeceklerinden korkarim.

Baskalarinin bana baglanmamalarini tercih ederim.

Terk edilmekten korkarim.

Bagkalariyla yakin olmak beni rahatsiz eder.

Bagkalarinin bana, benim istedigim kadar yakinlagmakta goniilsiiz olduklarini
diisiiniiyorum.

Baskalarina baglanmamayi tercih ederim.

Ihtiyacim oldugunda insanlar1 yanimda bulacagimi biliyorum.

Bagkalar1 beni kabul etmeyecek diye korkarim.

Romantik iligkide oldugum insanlar, genellikle onlarla, benim kendimi rahat
hissettigimden daha yakin olmamu isterler.

Bagkalariyla yakinlasmay1 nispeten kolay bulurum.
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Appendix G)

Asagida gesitli durumlara iliskin ifadeler bulunmaktadir. Liitfen her bir ifadenin sizi ne 6l¢lide
tanimladigini ya da her bir ifadeye ne dl¢iide katildiginizi agsagida verilen 6lgekteki rakamlari
kullanarak degerlendiriniz ve uygun olan numaray1 (0-4 arasinda) ilgili maddenin sagindaki

bosluga yaziniz.

0 = Kesinlikle katilmiyorum
1 = Katilmiyorum
2 = Fikrim Yok
3 = Katiliyorum

4 = Kesinlikle katiliyorum

1. Kisisel sorunlarimi bagkalari ile ne zaman paylagsacagimi bilirim.

2. Bir sorunla karsilastigim zaman benzer durumlari hatirlar ve tistesinden gelebilirim.
3. Genellikle yeni bir sey denerken basarisiz olacagimi diigtintiriim.

4. Bir sorunu ¢ozmeye ¢alisirken ruh halimden etkilenmem.

5. Diger insanlar bana kolaylikla giivenirler.

6. Diger insanlarin beden dili, yiiz ifadesi gibi sdzel olmayan mesajlarini anlamakta
zorlanirim.

7. Yasamimdaki bazi 6nemli olaylar neyin 6nemli neyin 6nemsiz oldugunu yeniden
degerlendirmeme yol agt1.

8. Bazen konustugum kimsenin ciddi mi oldugunu yoksa saka m1 yaptigini anlayamam.
9. Ruh halim degistiginde yeni olasiliklar1 goriiriim.

10. Duygularimin yasam kalitem {izerinde etkisi yoktur.

11. Hissettigim duygularin farkinda olurum.



12. Genellikle iyi seyler olmasini beklemem.
13. Bir sorunu ¢dzmeye ¢alisirken miimkiin oldugunca duygusalliktan kagimirim.
14. Duygularimi gizli tutmay1 tercih ederim.
0 = Kesinlikle katilmiyorum
1 = Katilmtyorum
2 = Fikrim Yok
3 = Katiliyorum
4 = Kesinlikle katiltyorum
15. Giizel duygular hissettigimde bunu nasil sonlandiracagimi bilirim.
16. Bagkalariin hoslanabilecegi etkinlikler diizenleyebilirim.
17. Sosyal yasamda neler olup bittigini siklikla yanlis anlarim.
18. Beni mutlu edecek ugrasilar bulmaya ¢aligirim.
19. Baskalarma gonderdigim beden dili, yiiz ifadesi gibi sozsiiz mesajlarin farkindayimdir.
20. Baskalar1 lizerinde biraktigim etkiyle pek ilgilenmem.
21. Ruh halim iyiyken sorunlarin iistesinden gelmek benim i¢in daha kolaydir.
22. Insanlarin yiiz ifadelerini bazen dogru anlayamam.
23. Yeni fikirler iiretmem gerektiginde duygularim igimi kolaylastirmaz.
24. Genellikle duygularimin nigin degistigini bilmem.
25. Ruh halimin iyi olmasi yeni fikirler iiretmeme yardimei olmaz.
26. Genellikle duygularimi kontrol etmekte zorlanirim.
27. Hissettigim duygularin farkindayimdir.
28. Insanlar bana, benimle konusmanin zor oldugunu soylerler.
29. Ustlendigim goérevlerden iyi sonuglar alacagimi hayal ederek kendimi giidiilerim.
30. Iyi bir seyler yaptiklarinda insanlara iltifat ederim.

31. Diger insanlarin gonderdigi s6zel olmayan mesajlarin farkina varirim.
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32. Bir kisi bana hayatindaki 6nemli bir olaydan bahsettiginde ben de aynisin1 yasamis gibi
olurum.
33. Duygularimda ne zaman bir degisiklik olsa aklima yeni fikirler gelir.
0 = Kesinlikle katilmiyorum
1 = Katilmtyorum
2 = Fikrim Yok
3 = Katiliyorum

4 = Kesinlikle katilryorum
34. Sorunlari ¢6ziis bicimim {izerinde duygularimin etkisi yoktur.
35. Bir zorlukla karsilagtigim zaman umutsuzluga kapilirim ¢iinkii basarisiz olacagima
inanirim.
36. Diger insanlarin kendilerini nasil hissettiklerini sadece onlara bakarak anlayabilirim.
37. Insanlar iizgiinken onlara yardim ederek daha iyi hissetmelerini saglarim.
38. Iyimser olmak sorunlar ile bas etmeye devam edebilmem igin bana yardimci oluyor.
39. Kisinin ses tonundan kendini nasil hissettigini anlamakta zorlanirim.
40. Insanlarm kendilerini neden iyi ya da kétii hissettiklerini anlamak benim i¢in zordur.

41. Yakin arkadasliklar kurmakta zorlanirim.
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Appendix H)

Y1l 1815... Ekim ay1... Glinesin batmasina bir saat kala, yaya seyahat eden bir adam, Diny’ye
giriyordu. O sirada kent halki siipheli gozlerle yeni gelen adami izlemekteydi. Diny’de bu
adamdan daha sefil goriiniislii birini gérmek neredeyse imkansizdi. Asinmis ve solmus mavi
pantolonunun dizleri delinmis, ¢iplak ayaklarina ¢ivili kunduralar giymisti. Yaya yolculuktan
dolay1 her tarafi ter icinde kalmist1. Uzerini kaplayan kir ve toz, berbat kiligin1 daha da acikli
bir hale getiriyordu. Biitiin giin yiirimiis ¢ok yorulmustu. Biraz olsun dinlenebilmek i¢in
kentin en gézde hani olan "Kolba Hag1'"na girdi. Zemin katindaki firlar giiriil giiriil yaniyor,
tencerelerde tatli su baliklar pisiyor, mangallarda patatesler kizartyordu. Kapinin agildigini
duyan hanci gézlerini yabanciya dikerek sordu:

--Bayim ne istersiniz?

--Yemek ve yatak, dedi yolcu.

--Bundan kolay1 m1 var? Tabii parasini verdikten sonra, dedi hanci.

--Param var. Yemek hemen hazirlanir mi1?

--Biraz sonra.

Adam 1si1yordu. Hanci cebinden bir kursun kalem ¢ikardi, pencere 6niindeki gazetenin
ucundan bir parca kopararak kagida bir seyler karaladi. Yardimcisini ¢agirip kagidi ona verdi
ve bir seyler mirildandi. Yardimer kosarak geri dondii ve kagidi hanciya uzatti. Hanci kagidi
okuduktan sonra adama yaklagarak:

--Bayim sizi kabul edemeyecegim, dedi.

Adam birden yerinden firladi.

--Ne o yoksa parasin1 6demeyecegimden mi korkuyorsunuz, dedi.

--Hay1ir mesele o degil. Siz Jean Valjean’siniz. Hemen defolun buradan! Hemen!

Adam basimi egdi, yere biraktig1 heybesini aldi1 ve handan ¢ikip gitti. Sagina soluna
bakmadan gelisigiizel yiiriimeye basladi. Utanmus, ezilmisti. Oylesine kederliydi ki,
yorgunlugunu bile unutmustu. Fakat, birden a¢ligin1 duyumsadi. Gece yaklasiyordu, kendine
yatacak bir yer bulabilmek i¢in etrafina bakindi. Sokagin sonunda bir 151k goriir gibi oldu.
Burasi eski bir meyhaneydi. Bir gaz lambasi salonu aydinlatiyor, ocakta kiitiikler yaniyordu.
Yolcu igeri girmeye cesaret edemedi dnce, kapida dikildi. Adami fark eden hanct sordu:

--Kimsiniz?
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--Geceyi gecirmek isteyen bir yolcu.

--Buyurun. Burada yenilir de yatilir da.

Yolcu ates basina oturdu. Kasketinin altindan goriinen yiiziinde ilk defa mutluluk ifadesi
belirdi.

Ne var ki meyhane miisterilerinden biri adam hakkindaki sdylentileri duymustu, birden
hanciya g6z kirpti. Bir siire fisildastilar. Meyhaneci ocak oniinde dinlenmekte olan adama
yaklasti:

--Buradan gitmelisin, dedi.

--Demek siz de 6grendiniz, dedi yolcu. Peki ben nereye gidecegim?

-- Cehenneme kadar yolun var!

Adam heybesini alarak yine yollara diistii. Gece daha da bastirmig, Alp Daglari’nin buz gibi
rlizgar1 iyiden iyiye kendini hissettirmisti. Katedralin 6nilinden gecgerken bir matbaa gordii ve
ontindeki tas siraya y1gildi. O sirada kiliseden ¢ikan ihtiyar bir kadin yabanciyla goz goze
geldi. Burada ne yapiyorsunuz dostum? diye sordu.

--Goriliyorsunuz ya yatiyorum, diye cevapladi yabanci.

--Nasil olur bu tas tizerinde mi?

--Ne ¢ikar! Tam 19 yil tahta bir silte lizerinde yattim ben.

--Burada yatamazsiniz. Geceler ¢ok soguk olur. Kim bilir belki de agsiniz!

Kadincagiz elini adamin omzuna koydu ve tek katli harap bir evi gdsterdi. Su kapiyr ¢aldiniz
mi? diye sordu.

--Hayir, dedi adam.

--Oyleyse bir de oray1 deneyin.

O aksam Diny papazi, kentteki gezintisinden sonra ge¢ vakte kadar ¢aligmisti. Saat 8’e gelmis
olmasina ragmen ¢alismaya devam ediyordu ki, kiz kardesinin kendisini bekledigini
diisiinerek yemek odasina gitti. Matmazel Baptistin agabeyine titrek bir sesle:

--Duydunuz mu? Tehlikeli bir adam kentte basibos dolagmaktaymais, dedi.

--Evet, duydum. Ama bizi bir tehlikenin bekledigini sanmam.

--Ahh daglik bir kasabada yasamak ve geceleyin sokaklarda fener bile bulunmamasi ne
korkung! Gece yaris1 bir yabancinin evimize girebilecegini diislindiikge tiiylerim iirperiyor,
dedi Matmazel Baptistin.

Tam yemege oturacaklar1 sirada kap1 vuruldu. Gelen Jean Valjean’d1. Papaz perisan haldeki
bu adama sakin sakin bakiyordu. Ona ne istedigini soracakti ki, adam papazin s6ze

baslamasina izin vermeden sunlari sdyledi:
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Benim adim Jean Valjean, kiirek mahkumuyum. 19 yilimi cezaevinde gecirdim. 4 giin 6nce
serbest birakildim. O giinden beri yliriiyorum. Bugiin de aksama kadar yiiriidiim. A¢liktan

Olmek tlizereyim. Higbir han beni kabul etmedi, her yerden kovuldum.

Kasaba meydaninda tas bir siranin {izerine biiziildiigtimde, iyi kalpli bir hanim, bana bu
kapiy1 galmami sdyledi. Burasi neresi? Bir han m1? Istediginiz paray: veririm, yeter ki
kalmama izin verin. Cok yorgun ve agim.

Papaz:

--Sofraya bir tabak daha koyun, misafir odasina temiz carsaflar serin, dedi kardesine. Ve
adama dondii:

--Oturun mosyo. Ismin. Birazdan yemek yeriz.

--Sahi mi? Beni kovmuyor musunuz? Benim gibi bir kiirek mahkumuna M6sy6 dediniz...
Hanc1 misiniz?

--Hay1r evladim, ben burada oturan bir din adamiyim.

--1yi kalpli papaz... Demek benden para da almayacaksiniz?

--Hayir dostum. Sizden para alacak degilim. Buras1 herkesin evi. Bana minnettar kalmayin,
dedi papaz.

Ve devam etti. Cok mu ac1 ¢ektiniz dostum?

--Ne demezsiniz! Ayaklarimda zincir, geceleri bir tahta {izerinde uyurdum. Sicak, soguk
durmadan ¢aligmak... Bir hi¢ igin kirbaglanir, yemegim verilmezdi. Hastalanip yataga
distiiglimde bile ayaklarimdan zinciri ¢ikartmazlardi. Kopekler bile benden daha talihlidir.
--Haklisin yavrum, dedi papaz. Siz bir keder yuvasindan geliyorsunuz. Ne var ki bu 1stirap
yuvasindan kalbinizde merhametle ¢ikar, insanlar1 bagislar ve sevmeye devam ederseniz,

hepimizden {istiinsiiniiz.

Bu arada Matmazel Baptistin yemegi getirmisti. Hep beraber masaya gegtiler. Yemek
bittiginde papaz, masa tizerindeki glimiis samdanlardan birini kendi eline aldi, digerini konuga
uzatarak:

--Sizi odaniza gotiireyim, dedi.

Adam onun pesinden gitti. Odaya girdiklerinde Matmazel Baptistin giimiis takimlar1
kardesinin yataginin yanindaki dolaba yerlestiriyordu. Her gece yatmadan dnce bunu yapardi.
Papaz, konugunu beyaz carsaflarla donatilmis yatagin basina gotiirdii:

-- Haydi dostum, dedi. Rahat uyuyun, yarin gitmeden once, ineklerimizin siitiinden bir

bardak igersiniz.
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Adam:

--Tesekkiir ederim, dedi.

Bu sakin sozleri heniiz sdylemisti ki, birden ruhunda firtinalar koptu, anlasilmayacak bir
bunalim i¢indeydi.

Jean Valjean yoksul bir ailede diinyaya gelmisti. Cocuklugunda okuma-yazma
ogrenememisti. Cok kiiclik yasta anne ve babasini kaybetmis, kendisini ablas1 biiylitmiistii.
Ablas1 dul bir kadindi. 7 ¢ocugu vardi. Evi ge¢indirme gorevi Jean’in omuzlarindaydi.
Aksam olunca bitkin bir halde eve doner, tek s6z sdylemeden ¢orbasini igerdi. Tarlalarda
calisir, bahgeleri capalar verilen islerin higbirini geri ¢evirmezdi. Ablasi da ¢alisiyordu ama
yoksulluk bu sefilleri bir sarmasik gibi sarmis agir agir bogmaktaydi. Bir yil, kis ¢ok ¢etin
gecti. Jean issiz kaldi. Ailenin yiyecek hicbir seyi kalmamisti ve bir gece, kasabanin firincist,
tam yatmaya hazirlaniyordu ki camekanindan miithis bir giirtiltii duydu. Kirik camlarin

arasindan, bir kolun ekmeklerden birini kaptigini gordii. Ekmek hirsizi Jean Valjean’d1.

Mahkumiyetinin 4. yilinda kagmak istedi ve yakalandi. Boylece cezasina 3 yillik bir ekleme
yapildi. Yillar i¢inde bir ¢ok kez kagma girisiminde bulundu ve cezasi tam 19 yila ¢ikti. Ne
var ki cezaevine mutsuz ve pisman giren Jean Valjean, hicbir seye aldirmayan tas yiirekli bir

adam olarak ¢ikmist1 hapisten. Gegen yillar ruhunu da kurutmustu sanki.

Katedralin saati 3’1 vururken Jean Valjean uyandi. Karanlikta ¢evresine bakindi, sonra
yeniden uyumak icin gozlerini yumdu. Fakat, o esnada fikirleri tamamen daginikti, adeta
kafas1 karismisti. Akl glimiis takimlarda kalmisti. Bir siire dalgin dalgin durduktan sonra,
nihayet papazin odasina siiziildii. Urpererek bekledi, etrafi dinledi. Giimiisliikleri heybesine

koyarak pencereden bahgeye atladi. Cok stikiir ki kimse uyanmamasti.

Ertesi sabah papaz, Jean Valjean’in oturdugu sandalyede kahvaltisini ediyordu. Birden kap1
vuruldu. Kapida ii¢ jandarmayla birlikte Jean Valjean belirdi. Bu arada papaz, hemen
yerinden firlamis, onlara yaklagsmisti. Gozlerini Jean Valjean'a dikerek:

--Siz misiniz dostum, dedi. Geri doneceginizi biliyordum, size su giimiis samdanlar1 da
vermistim. Onlar1 gétiirmeyi unutmussunuz. Bunlardan iki yiiz frank kazanabilirdiniz.

Jean Valjean gozlerini hayretle acarak, saskin saskin papaza bakti. Yiiziinde hig bir dilin ifade
edemeyecegi bir anlam belirmisti.

Jandarma ¢avusu:

--Demek adamin soyledikleri yalan degildi, dedi.
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Rahip giilimseyerek:

--O da size bunlar1 kendisine benim verdigimi soyledi degil mi? Siz de ona inanmadan,
buraya getirdiniz. Bir yanlislik olmus.

Jandarmalar, Jean Valjean'in yakasini biraktilar. Adam, sanki uykusunda konugur gibi, boguk
bir sesle sOylendi:

--Beni serbest mi birakiyorsunuz?

Papaz giilimseyerek:

--Dostum, dedi. Gitmeden once su giimiis samdanlarinizi da alin, onlar da sizin. S6mineye
yaklasti, orada duran agir samdanlari kaparak, Jean Valjean'a uzatti.

Jean Valjean bagtan asagi titriyordu, robot gibi samdanlari aldi, yiiziinde saskin bir ifade
belirmisti.

Papaz yumusak sesiyle:

--Haydi artik gidebilirsiniz, dedi. Hem dostum, bir daha geldiginizde bahgeden

ge¢menizin geregi yok, sokaga acilan kapidan girebilirsiniz. Kapim gece giindiiz agiktir.
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Appendix I)

Ekim’in ilk giinlerindeydik. Bagbozumu sona ermek iizereydi. Kala kala iki li¢ bagbozumcu
toplulugu kalmisti. Kirlar yar1 yariya eski sessizligine biirlinmiistii. Calismalarin bitimini
kutlamak tizere son {liziimlerin toplandig1 bagda biiylik bir senlik hazirlig1 yapilmaktaydi.
Aksam oluyordu. Kirlarda gegen giiniin gecesi 0ylesine giizel, dylesine durgundu ki daha
yazin ortasindasiniz sanirdiniz.

O gece Villeneuve kasabasinda goz kamastirici bir ay aydinligi vardi. Ay 15181 beyaz evleri
giin ortasindaymis gibi aydinlatmisti. Kasabanin ortasindan diimdiiz giden yolda kimsecikler
yoktu. Kapilarin 6niinden gecerken, kapali kepenklerin ardinda yemek yiyen ailelerin sesleri
giicliikle isitiliyordu. Orada burada daha yatmamis olanlarin evlerinden, kilitlerin
araliklarindan dar bir 151k dili uzaniyor, gecenin soguk beyazliginda adeta kizil bir ¢izgi gibi
fiskirtyordu.

Saat 9’a dogru Akgakavaklar ¢iftliginin yolunu tuttuk. Uziim baglarmdan gecerek ¢iftlige
ulastik. Bu sirada ¢iftligin avlusundan ellerinde samdanlarla hizmet¢i kizlar geciyor,
mutfaktan yemek odasina gidip geliyorlardi. Kahyalar toplanan iiztimleri sikiyorlardi. Bay
Dominique’i orada bulduk. Sarap yapimevi dedikleri o, kalaslarla, direklerle, ¢ikriklarla,
donen carklarla dolu acayip laboratuvarda.

Koca koca makinelerle, kalas ¢atmalarla tiklim tiklim bu genis yeri oraya buraya serpistirilmis
iki ii¢ lamba aydinlatiyordu. O sirada kiispeleri kesmekteydiler. Makinelerde ezilen liziimler
yeniden bir araya toplaniyor, diizgilin bir tabaka haline getiriliyordu. Sira artik pek ciliz
damliyor, suyu tiikenmis ¢esme gibi bir ses ¢ikaran tas yalaklara dokiilityordu. Yangin
hortumlarma benzer uzun bir mesin boru da onu haznelere alip bir mahzenin derinliklerine
iletiyordu. Orada ezilmis tiziimlerin sekerli tadi sarap kokusuna doniisiiyordu. Mahzenin
cevresi pek sicakti.

Ne varsa hepsi taze saraba bulanmisti. Duvarlardan 1slak 1slak {iziim kokusu yayiliyordu.
Insanin basina vuran buhardan lambalarin gevresini sis sarmisti. Bay Dominique bagcilarin
arasindaydi. Bir cenderenin tahta destekleri tizerine ¢ikmist1 ve elinde lambayla onlara 151k
tutuyordu. Isleri bittikten sonra bize uzun uzun sarap yapimevini gezdirdi. Gezintimiz
boyunca bagbozumundan ve kirlik yerlerden konustuk. Bagcilar yemege gidecekleri sirada
biz de ¢iktik.

Vakit gec olmustu ve kasabaya donmekten baska yapacak bir sey kalmamisti. Bay Dominique
bizi bir bahg¢enin donemecli yolundan gecirdi. Bahgenin sinirlar1 korunun agaglariyla belli

belirsiz kaynasiyordu. Parmaklikli kapida ayrildik.
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Birkag giin sonra Bay Domnique’ten mektup aldik. Ciftlikte davet vereceklermis, bizi de
aralarinda goriirlerse mutlu olurlarmas.

Bu ikinci goriismemizde kendimi Bay Dominique ve ailesinin yaninda o kadar rahat hissettim
ki anlatamam. Cok gegmeden evin hizmetgisi ve kahyas1 da beni tanir oldular.

Akgakavak ciftligi Bay Dominique i¢in iyi bir gelir kaynagirydi. Dominique gelirinin biiyiik
bir kismin1 oradan ¢ikariyordu, bu topraklar onu zengin ediyordu. Ciftligi karisiyla beraber
isletiyordu. Soyledigine gore karis1 yonetim iglerine pek yatkinmig, fakat bu 6zellik
kendisinde hi¢ yokmus. Tarim isletmeciligi gibi boylesine karmasik bir iste ikinci derecede
yardimc1 olarak da yasl bir adam bulunmaktaydi. Bu adamin kahyalarin iistlinde bir yeri
vard1. Kisacas1 evin beyiyle hanimindan sonra, Ak¢akavaklar Ciftligi’nin en basta gelen, s6zii
en ¢ok dinlenilen adamiydi.

Geri kalanlar ciftligin cesitli koselerine dagilmislardi. Cogu zaman ortalik bombos goriiniirdii,
kiimeslerin bulundugu avludan, biiylik bah¢eden bagka her yer. Avluda siirii siirii tavuk biitiin
giin kaynasip dururdu; bahgede ¢iftligin ¢ocuklar1 kucak kucak ot toplardi. Giizel, giinesli
giinlerde Bay Dominique ile ¢ocuklar1 yaprak sardirilmis kafesin gélgesinde otururlardi. Kimi
giinler bu evde insan yasadigin1 belirtecek tek bir ses bile duyulmazdi. Oysa ev bakimi ve
ciftlik is1 gibi tlirlii ugras i¢inde bunca insan vardi.

Bay Dominique ve ailesi {izerine bir iki s6z etmek istiyorum. ilk olarak bagda iiziim kiitiikleri
arasinda gordiigiim o dort kisi: Clemence dedikleri kumral kiigiik bir kiz, yar1 derebeylik
cagindan kalma adin1 artik giigliiliikten ¢ok, incelikle tagiyacagini daha simdiden gosteren,
cabuk boy atmis, ince, uzun sarigin bir oglan ¢ocuk, Jean. Annelerine gelince, hem bir kadin,
hem bir anneydi, bu iki sozciigiin en yliksek anlaminda: Ne anag bir kadin, ne bir geng kiz.
30’larmin ortasinda agirbagli, zarif bir kadindi. Uguk tenli bir yilizde, yosun yesili bir ¢ift goz,
alabildigine tatlilik ve sonsuz bir gorgii goze ¢arpiyordu onda. Bay Dominique ise kirklarinin
basinda geng goriiniislii bir adamdi; uzun boylu, kumral, yesil gozlii, biraz gevsek tavirli.
Rahat yiiziinde, 6l¢iilii konugsmasinda, saygili durusunda agirbash bir zariflik de yok degildi.
Varlikl1 bir kisi oldugu belli oluyordu.

Bay Dominique ve ailesi iki, {i¢ kusaktan beri bucagin belediye bagkan1 olmuslarsa da
belediye dairesi Akcakavaklar’da degildi. Defterler Villeneuve’deydi. Orada bir kdy evi hem
ilkokul olarak kullaniliyordu hem de bucak merkezi. Dominique oraya belediye meclisi
toplantisina baskanlik etmek iizere ayda iki giin giderdi.

Bu gibi giinlerde evden ¢ikarken salin1 cebine koyar, téren odasina girerken kusanirdi. Ufak
bir sdylev vermek gibi yasal kurallar1 yerine getirirdi. S6ylevleri de iyi bir etki yaratirdi.

Kasabanin genel yasayisinda Dominique’in {izerine aldig1 pay asag1 yukari soyleydi: Biitiin
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biiyiikk merkezlerden uzakta kalmis, kaburgalarini kemiren, her yil birkag parmak topragini
yutan denizin kiyisina sikismis, batakliklarla ¢evrili bucagi yonetmek, yollara, kurakliklara
bakmak; davalari, anlagsmazliklar1 6nlemek, tarimda iyi 6rnek olmak.

Kalkar kalmaz ¢alismaya baslar, bucagin islerini basindan attiktan sonra sabanlar1 gézden
gegirir, kuru otlar1 kaldirir, islerini bitirince atina biner yollara diiserdi. Saat 12°de
Akgakavak’in ¢an1 6gle yemegini haber verirdi. Giiniin tiim aileyi bir araya toplayan saatiydi

bu. Dominique’in iki kii¢lik cocugu okul ¢agina gelmis, okuma yazma 6greniyorlardi.

Ogleden sonraki vaktimizin biiyiik boliimiinii {iziim baglarinda gegirirdik. Aksam yemegi
biiyiik odada bizi yine bir araya getirirdi. Oda eski ¢aglardan kalma esyalarla dosenmisti.
Yiiksek bir yer saati ¢in ¢in isleyisiyle zamanin gegisini belirtirdi. Calisi iist kattan bile
duyulurdu. Saat 9’a dogru ¢ocuklar yatmaya giderdi. Kollar1 uykudan sarkmis, gozleri kapali
olarak anneleri alip gétiiriiyordu onlari.

Saat 10’a dogru ayrilirdik. Ben Villeneuve’e donerdim. Daha sonralar1 yagmurlar baslayip da
geceler daha karanlik, yollar asilmasi daha gii¢ olunca beni salmazlardi.

Ciftligin ikinci katinda bir odam vardi. Genglik yillarinda bu oda Dominique’inmis.
Pencerelerinden biitiin ova, biitiin Villeneuve kasabasi goriiniirdii, ta denize kadar. Uykuya
dalarken, riizgarin ugultusunu, aga¢ dallarinin higirtisin1 duyardim. Ertesi giin her sey yine bir
giin onceki gibi yeniden baslardi.

Evde karsilagilan aksakliklar ancak aligkanliklarin uyumunu bozan mevsim aksakliklar
oluyordu. Hava giizel diye bir seye hazirlanmisken ansizin yagmur yagmasi gibi. Boyle
giinlerde Bay Dominique ¢alisma odasina ¢ikardi. Odasinda iki biiyiik kitaplik ve y1gin y1gin
kagitlar arasinda etiketli bir iki mukavva kutu vardi. Toz i¢indeki ufak bir dolapta da yalnizca
okul kitaplari, incelemelerinde yararlandig kitaplar ve 6diil olarak aldig: kitaplar duruyordu.
Bunlara bir de miirekkep lekesi, ¢caki ¢entikleri iginde bir yaz1 masasini ve yarim yiizyil
oncesinden kalma bir diinya haritasini da ekleyin. Haritanin iizerine diinyanin her
boliimiinden gecen hayali gezi yollar ¢izilmisti.

Bir giin kitapliginin karanlik bir kdsesinde duran bir kitap paketini aldi. Beni eski bir
iskemleye oturttu ve kitaplardan birini agt1. Higbir sey sdylemeden baslad1 algak sesle
okumaya. Kir yasami {lizerine yazilmis siirlerdi okuduklari. Siirler ustaca yazilmais, islenis
bicimi kusursuzdu. Daha dogrusu bende biraktig1 izlenim buydu. Yazarimin adini
bilmiyordum. Diisiindiiklerimi Bay Dominique’e sdyledim.

Hafif bir tebessiimle: “Bunlar benim siirlerim” dedi.

Sasirmistim. “Artik yazmiyor musunuz” diye sordum.
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“Hayir, o is bitti artik! Kald1 ki, artik siir yazmaya ayiracak vaktim yok diyebilirim”.

Ug giin sonra Akcakavak ciftliginden ayrildim. Sabahin ¢ok erken bir saatiydi. Biitiin ev
ayaktaydi. Hizmetciler, kahyalar ¢evremi sarmisti. Paris’e gidecek araba, atlar1 kosulmus yola
cikmaya hazir bekliyordu. Bay Dominique ve ailesiyle vedalagtiktan sonra arabaya gegtim.
Giines doguyordu. Kirlarin ortalarina daldik. Cayirlardan ¢aya dogru kazlar iniyor, arabanin
oniinden ¢ilgincasina kagisiyorlardi. Uzaktan, nehir kiyisinda, kenevir tarlalar1 arasina gomiilii
ufak ufak ciftlikleri atesli sisler sarmisti.

Araba bir kopriiye geldi. Atlar ufak adimlarla gectiler. Sonra iki yan1 agag¢likli bir yola girdik.
Aksam oluyordu. Atlarin ayaklar1 yerde daha sert bir ses ¢ikarmaya baslar baglamaz sehre
giriyor oldugumuzu anladim.

Arabac1 biiyiik bir evin 6niinde durdu. Kentin en kalabalik mahallesindeydi bu ev. Genis bir
bahgesi ve yosun tutmus yiiksek duvarlari vardi. Beni D’orsel adinda geng bir adam karsiladi.
Soylentilere gore ailesinde kalan bu evde tek basina yasiyormus. Pek gorgiilii, insan1 sariveren
halleri vardi. Giyinigine biiylik 6zen gosterdigi her halinden belliydi. Tanisma faslindan sonra
bana kendinden bahsetti. Dogma biiylime Parisliymis. Atlari pek seviyormus. Kir gezintilerine
bayilirmis. Fakat, mevsim kisti. Yagmur haftalarca durmuyordu. Kar yagiyor, sonra birden
hava yumusuyor, kar1 alip gétiiriiyordu. Cok sonra bir sabah pencereler agiliyor, evden eve
seslenisler duyuluyordu. Kuslar 6tiisiiyor, giines 1s1ldiyordu. Biiyiik bahcedeki is rengi

karaagaclarda tomurcuklar figkirtyordu. Bundan anlardim ki mevsim degisiyordu.



102

Appendix J)
Asagida gesitli durumlarla ilgili 6 vaka bulunmaktadir. Vakalarla ilgili dogru ya da yanlis

cevap bulunmamaktadir. Liitfen verilen sorular dogrultusunda yanitlamaya calisiniz.

1) Ayse Hanim 4 yildir sirketinizde ¢alismaktadir. Bu siire zarfinda diizenli ve titiz bir
calisan olmustur. Fakat, son 1 yildir ise ge¢ kalmakta ya da baz1 giinler hig
gelmemektedir. Yiiriitiilen projedeki sorumluluklarini zamaninda yerine
getirememektedir ve ig performansi da oldukea diisiiktiir. Bunun iizerine ekip
arkadaslar1 Ayse Hanim’1n ig yiikiinii paylasirlar. Fakat, son zamanlarda onlardan da

sikayet gelmektedir.

Yoneticisi olarak Ayse Hanim’in 6zel yasaminda bazi sorunlar yasadigini 6grendiniz.

Ayse Hanim esinden bosanmak iizeredir ve oglunun ilag bagimliligiyla bogusmaktadir.

Boyle bir durumda, yonetici olarak Ayse Hanim’a yaklasiminiz nasil olur?
Yasanan problemi ¢ozmek ve projenin sorunsuz yiiriimesini saglamak i¢in nasil bir yol

izlersiniz?
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2) Mehmet Bey 10 yildir biiyiik 6lgekli bir firmanin finans departmaninda ¢alismaktadir.
1 y1l 6nce satig departmaninda yeni bir goreve atanmistir.Yetenekli ve zeki bir kisi
olmasina ragmen yeni departmanindaki ilk yil1 bekledigi gibi gegmemistir.
Pozisyonuna uyum saglamakta zorlanmaktadir. Ekibindeki ¢alisanlar da Mehmet
Bey’in yoneticilik tarzindan memnun degillerdir ve durumu Mehmet Bey’in miidiiriine
iletirler. Mehmet Bey’in miidiirii de Mehmet Bey’e iletisim becerilerini gelistirmek

i¢in bir egitim 6nerir. Mehmet Bey miidiiriiniin 6nerisini agresif bir sekilde kabul eder.

Bu durumda, sizce Mehmet Bey neden sikint1 yasamaktadir? Mehmet Bey’in egitim Onerisine
verdigi tepki sizce neden kaynaklaniyor?

Mehmet Bey’in midiiriiniin tutumunu nasil degerlendirirsiniz?

Siz Mehmet Bey’in miidiiriiniin yerinde olsaydiniz, bu tip olumsuzluklarin yagsanmamasi i¢in

neler yapardiniz?
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3) Deniz Hanim biiyiik bir teknoloji firmasinda uzman pozisyonunda ¢alismaktadir. Bilgi
birikimi ve tecriibesiyle sirketine deger katan bir ¢alisandir. Fakat, yeni yoneticisiyle
son zamanlarda siklikla ¢atisma yasamaktadir. Deniz Hanim, yiiriitiilen proje
konusunda yoneticisinden farkli fikirlere sahiptir. Yapilan toplantilarda neredeyse
sundugu her farkli 6neriye olumsuz yanit almaktadir ve engellendigini hissetmektedir.
Y Oneticisine gore belirlenen ¢ergevenin digina kesinlikle ¢ikilmamasi gerekir. Deniz
Hanim, birkag¢ ay sonra projeye bu sekilde devam edemeyecegini hissederek istifasini

VErir.

Bu durumda, Deniz Hanim’1n tepkisini ve tutumunu nasil degerlendirirsiniz?
Siz Deniz Hanim’1n yerinde olsaydiniz nasil hisseder ve nasil bir tutum sergilerdiniz?

Deniz Hanim’1n yéneticisinin tutumunu nasil degerlendirirsiniz?
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4) Tamer Bey 20 yildir bir ilag¢ firmasinda miidiir olarak ¢alismaktadir. Kendini tamamen
isine ve sirkete adamis donanimli biridir. Fakat, calisanlar1 tarafindan kati, dominant
ve kuralci biri olarak bilinmektedir. Emekliligine birkag yil kalmistir ve
departmanindaki istifa oran1 da son zamanlarda oldukg¢a yiikselmistir. Yapilan yonetici
degerlendirme anketine gore ¢alisanlar Tamer Bey’i toplantilarda kaba biri olarak
gormekte ve farkli fikirleri dikkate almadigindan yakinmaktadirlar. Tamer Bey bir giin
insan kaynaklar1 departmanina gider ve sert bir sekilde ise aldiklari kisilerin sirket i¢in
uygun olmadigini sdyler. Tamer Bey’e gore calisanlar onu dinlememekte olup, is

etiginden de yoksundurlar.

Farz edin ki, Tamer Bey’in ¢alistig1 sirkete danisman olarak atandiniz. Sizden Tamer Bey’in
departmanindaki ¢alisanlarla yasadigi ¢atismalara ¢dziim Onerileri sunmaniz ve iki tarafin da

iletisim becerilerini gelistirmeniz bekleniyor.

Ik olarak Tamer Bey’e kars1 tutumunuz nasil olur? Sizce Tamer Bey ve ¢alisanlarmin temel

sorunu nereden kaynaklaniyor ve nasil ¢oziimlenebilir?

Insan kaynaklar1 departmaninda ise alim yapan bir calisan olsaydiniz, Tamer Bey’in sikayeti

karsisinda ne hisseder ve nasil bir tutum sergilerdiniz?



