~ A Service of
’. b Leibniz-Informationszentrum

.j B I l I Wirtschaft
) o o o Leibniz Information Centre
Make Your PUbllCCltlonS VZSlble. h for Economics ' '

Soleimani, Ali Gholipour; Einolahzadeh, Hannaneh

Article

The mediating effect of leader-member exchange in
relationship with emotional intelligence, job satisfaction,
and turnover intention

Cogent Business & Management

Provided in Cooperation with:
Taylor & Francis Group

Suggested Citation: Soleimani, Ali Gholipour; Einolahzadeh, Hannaneh (2017) : The mediating effect
of leader-member exchange in relationship with emotional intelligence, job satisfaction, and
turnover intention, Cogent Business & Management, ISSN 2331-1975, Taylor & Francis, Abingdon,
Vol. 4,

https://doi.org/10.1080/23311975.2017.1419795

This Version is available at:
https://hdl.handle.net/10419/206035

Standard-Nutzungsbedingungen: Terms of use:

Die Dokumente auf EconStor durfen zu eigenen wissenschaftlichen Documents in EconStor may be saved and copied for your personal
Zwecken und zum Privatgebrauch gespeichert und kopiert werden. and scholarly purposes.

Sie durfen die Dokumente nicht fiir 6ffentliche oder kommerzielle You are not to copy documents for public or commercial purposes, to
Zwecke vervielféltigen, 6ffentlich ausstellen, 6ffentlich zugénglich exhibit the documents publicly, to make them publicly available on the
machen, vertreiben oder anderweitig nutzen. internet, or to distribute or otherwise use the documents in public.
Sofern die Verfasser die Dokumente unter Open-Content-Lizenzen If the documents have been made available under an Open Content
(insbesondere CC-Lizenzen) zur Verfiigung gestellt haben sollten, Licence (especially Creative Commons Licences), you may exercise
gelten abweichend von diesen Nutzungsbedingungen die in der dort further usage rights as specified in the indicated licence.

genannten Lizenz gewahrten Nutzungsrechte.

-. https://creativecommons.org/licenses/by/4.0/
Mitglied der
WWW.ECOMSTOR.EU K@M 3
. J . Leibniz-Gemeinschaft


https://www.econstor.eu/
https://www.zbw.eu/
http://www.zbw.eu/
https://doi.org/10.1080/23311975.2017.1419795%0A
https://hdl.handle.net/10419/206035
https://creativecommons.org/licenses/by/4.0/
https://www.econstor.eu/
https://www.leibniz-gemeinschaft.de/

<k cogent
business &
mManagement

MANAGEMENT | RESEARCH ARTICLE

The mediating effect of leader-member
exchange in relationship with emotional
intelligence, job satisfaction, and turnover
intention

Ali Gholipour Soleimani and Hannaneh Einolahzadeh

Cogent Business & Management (2017), 4: 1419795

cogent--0a 8 @ @

CrossMark

Page 1 of 14


http://creativecommons.org/licenses/by/4.0/
http://crossmark.crossref.org/dialog/?doi=10.1080/23311975.2017.1419795&domain=pdf&date_stamp=2017-12-22

Gholipour Soleimani & Einolahzadeh, Cogent Business & Management (2017), 4: 1419795
https://doi.org/10.1080/23311975.2017.1419795

CrossMark

Received: 15 May 2017
Accepted: 18 December 2017
First Published: 22 December 2017

*Corresponding author: Ali Gholipour
Soleimani, Faculty of Accounting
&Management, Rasht Branch, Islamic
Azad University, Rasht, Iran

E-mail: Gholipourbahman@yahoo.com
Reviewing editor:

Len Tiu Wright, University of
Huddersfield, UK

Additional information is available at
the end of the article

cogent--0a

<k cogent

business &
mManagement

MANAGEMENT | RESEARCH ARTICLE

The mediating effect of leader-member exchange
in relationship with emotional intelligence, job
satisfaction, and turnover intention

Ali Gholipour Soleimani'* and Hannaneh Einolahzadeh!

Abstract: The purpose of this research is to study the mediating effect of leader-
member exchange quality variable in the relationship between emotional intel-
ligence and turnover intention and job satisfaction of employees. In terms of
methodology, this is a survey correlational research. Statistical population included
the staff of Sayeh Sabz Oloum Company in Tehran-Iran that all members of the
population were studied. Research data were collected through questionnaires.
Reliability was accepted by Cronbach’s alfa coefficient and validity was accepted

by confirmatory factor analysis. Data analysis and research hypothesis testing was
performed through structural equation modeling and hierarchical multiple regres-
sion. Two softwares (SPSS and LISREL), also were used for statistical processing. The
results showed the mediating effect of leader-member exchange in quality vari-
able did not have any effect on relationship between emotional intelligence and job
satisfaction and turnover intention. Emotional intelligence skills had positive rela-
tionship with job satisfaction, but had negative relationship with turnover intention.
In other words, emotional intelligence improves staff’s attitude toward decreasing
turnover and increasing job satisfaction. Job satisfaction also causes reduction in

turnover.
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1. Introduction

Although psychologists have studied various aspects of emotional intelligence in organizations
without using emotional intelligence term itself, emotional intelligence is a relatively new concept
that is being used in management literature in the late 1990s. The importance of emotional intelli-
gence in leadership researches has been acknowledged over and over. Over the last six decades,
researchers have used emotional intelligence’s constructs to explain the relationship between posi-
tive moods and charismatic leadership, emotional management and transformational leadership,
expressing emotions and leader-member exchange, as well as leader’s emotional displays and fol-
lowership behaviors (Jordan & Troth, 2011).

The importance of emotional intelligence arises from the fact that it is not only an objective and
abstract ability, but it also includes social abilities (Duckett & Macfarlane, 2003). According to its
nature, emotional intelligence is a combination of different abilities that assists a person in interper-
sonal interactions. Emotional intelligence is the pivot of leadership since it affects leader-follower
relationships (Humphrey, 2002).

While researchers have studied the strong impact of emotional intelligence on the satisfaction of
staff’s job (Ealias & George, 2012), reduction of staff’s job desertion (Jeswani & Dave, 2012), leader-
ship specialties (Caruso, Mayor, & Salovey, 2002), and its role on self-managing teams (Wolff,
Pescosolido, & Druskat, 2002) but the main goal of this article is to review and answer the following
questions:

* Does the quality of the leader-member exchange as a mediator affect (1) the relationship be-
tween emotional intelligence and staff’s resigning intention? (2) the relationship between emo-
tional intelligence and staff’s job satisfaction?

« Is there any relationship between emotional intelligence and staff’s attitude toward job satis-
faction or resignation?

2. Emotional intelligence

The suggested model of emotional intelligence (Mayor & Salovey, 1997) includes four connected
emotional skills which are: perception, absorption, recognition and management of self and other’s
emotions. There is an important debate on the validity of emotional intelligence structures and spe-
cially its relationship with the leadership (Antonakis, 2004; Antonakis, Ashkanasy, & Dasborough,
2009).

Briefly, Antonakis claims that emotional intelligence is not necessary to a proper leadership and
proper leaders can cope with emotional needs of leadership role by simple manuscripts.

Against the denial of the emotional intelligence by Antonakis (2003), another group, responding
to his ideq, considered communicational aspects of leadership as instances of emotions. Ashkanasy
and Daus emphasize on emotional intelligence as a structure which is the relationship between
emotions and recognitions.

Therefore, they know emotional intelligence as an ability that should be measured by traditional
intelligence tests. This point of view is in opposition to researchers who agree with Mayor and Salovey
(Ashkanasy & Daus, 2005). Some researchers define emotional intelligence as a kind of personality
variety. In this group’s model, emotional intelligence is considered as a compound model, but most
researchers have consolidate on Mayor and Salovey model as foundation of university research at
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the moment (Cherniss, 2010). Practical ability of emotional intelligence of staff has been shown in
researches related to the use of emotional intelligence in work place.

Jordan, Dasborough, Daus, and Ashkanasy (2010) mentioned that effective staff needs to be
aware of their own and other staff’s emotions at workplace. They presented a four-dimensional defi-
nition of emotional intelligence in other research which extensively was affected by Mayor and
Salovey’s studies. In this model, the four structures which are presented for testing the emotional
intelligence are: the perception, assimilation, understanding, and management of own and others’
emotions. Mentioned variables are measured by following indicators: (1) description of emotions
and feelings of a member to other members of organization. (2) Expressing feelings that are pleas-
ant for a person to colleagues. (3) Respecting the opinion of other colleagues even if they are not
right. (4) Overcoming anger and emotions when having an opposite opinion with colleagues. (5)
Understanding and identification the feelings of other colleagues. (6) Guessing real feelings and
emotions of colleagues from their gestures while talking. (7) Positive effects of enthusiasm and feel-
ings of a person on other colleagues. (8) Encouraging colleagues when they are frustrated (Jordan &
Lawrence, 2009).

3. Emotional intelligence and employee’s attitude

Mayor and Salovey’s (1997) discoveries show that emotional intelligence abilities help people in
recognition, perception, and management of self-emotions and emotions of other people and it
plays key role in improving their relationships in workplace. Based on Jordan and Troth research
(2004), emotional intelligence is considered as a basic principle in leadership in order to promote
relationship at workplace. There is some evidence that indicates emotional intelligence effects on
staff perspective.

For instance, Carmeli has found the fact that there is a connection between emotional intelligence
and how the senior managers manage it in public. Managers who have higher emotional intelligence
were not only able to manage stress but also they could solve the problems which might cause
stress. Some researchers believe that although the lack of job security can increase staff’s job deser-
tion, their job desertion amount can be decreased by managing the lack of job security tensions
(Carmeli, 2003; Wong & Law, 2002).

Another study reports staff’'s emotional intelligence skills and their desire to establish high-quality
relations in workplace.

Employees, who have high rated emotional intelligence, are able to establish and maintain rela-
tions in a higher quality (Lopes, Salovey, & Straus, 2003). The concept of employee’s outlook has
been measured by two variables which are job satisfaction and desertion intentions in this
research.

4. Job satisfaction

Job satisfaction is a state of complacency and positive sense which is caused by an individual as-
sessment of his job and experiences. Job satisfaction includes emotions and attitudes of a person
toward his job (Robbins, 2016). Job satisfaction, along with efficiency quality and turnover, is one of
the key dependent variables that is considered and measured in organizational psychology re-
searches (Roudposhti, Mahmoodzadeh, & Mahmoodzadeh, 2011). The variable had been measured
with following indicators in this research:

(1) Satisfaction of job security rate.

(2) Salary and fringe benefits satisfaction.

(3) Personal growth and development satisfaction.
(4) Feeling to be valuable in job affairs.

(5) Overall job satisfaction (Appiah, 2008).
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5. Turnover intention

Turnover Intention is decision of an employee to leave the organization and find alternative job.
Staff job desertion is considered as an important anxiety for corporate managers and it is considered
as a negative event in lower levels of organization. When good staff leaves organization, organiza-
tion should replace others and it should shoulder replacement and pedagogical costs, losing produc-
tions and disaffiliation with staff (Sexton, McMurtrey, Michalopoulos, & Smith, 2005). Job desertion
intention variable is measured by following characters:

(1) Thought of leaving the job; (2) Finding job in New Year; (3) Leaving corporation in case of finding
other job; (4) Quick job desertion (Lutchman, 2008).

6. Leader-member exchange

Leader-member theory or leader-member relationship mostly deals with developing dynamic rela-
tions among managers and their staff. The mentioned pattern is completely different from other
theories of individual characteristics and behaviors of leader in the case of its emphasis on relations
between managers and inferiors.

Since the pattern doesn’t match such a theory, that is, the leadership style, that is determined on
behaviors of leaders, has huge differences from previous patterns. In other words, it was assumed
that behaviors of a leader is the same to other staff in previous patterns, but leader-member ex-
change pattern is based on the assumption that leaders have unique relationship with every inferior
and they behave each employee in specific way. Behavioral scientists call such a relation as “vertical
Dyad”. Based on findings, development of vertical Dyad is the format of processes that occur natu-
rally. This type of relation also arises due to leaders’ efforts in delegating business role to members.
From expected results of mentioned process, two types of leader-member exchanging relations
could be pointed. First type is called “In-group exchange”. In this type of relations, leaders and
members develop a partnership emerging through interpenetration, mutual trust, honor and mutual
sentiment toward fate. Second type of relations is called “out-group exchange”. In this type of rela-
tions leaders are considered as supervisors who have failed in creating mutual trust, honor or com-
mon fate (Krintner & Kiniki, 2008). In-group members can go beyond official duties and job
descriptions while out-group members usually are weary and unwilling of working beyond their du-
ties. Leaders represent more responsibilities, opportunities, occasions and protection in quid pro quo
in —group members’ efforts and devotion (Flemming, 2009).

Anyway, Afzalur Rahim et al. (2002) believe that both in-group and out group members should
negotiate with leader by taking initiative in order to achieve aims of group and going beyond as-
signed duties. Although it’s obvious that in-group members are more desirable than out-group
members, in-group members or inferiors should steadily urge to accept different and new job re-
sponsibilities, otherwise, they will be changed to a part of out-group members.

Conceptually, leader-member exchange can be used to analyze management policies that show
how members create leadership networks throughout organization to help them in performing their
duties effectively. Leader-member exchange theory also is applied in various organizational struc-
tures such as traditional, educational and governmental institutes. Leader-member exchange the-
ory has strength and weaknesses. First, it represents a full analyze from power foundation. Second,
there are various researches that show how leader-member exchange theory can be connected to
positive organizational consequences. On the other side, it is clear that leader-member exchange
can create unnecessary prejudices among inferiors and members and can be an obstacle for values
of justice. Such perceptions of justice can lead to discrimination among people or genders, age, and
different cultures. Another weakness can be main thoughts of leader-member theory has not devel-
oped properly and it does not explain properly that how a high-quality relationship between leader
and members can be established. In addition, although, there are deep researches about leader-
member exchange, mentioned researches have not led to clear conceptions and defaults about
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theory (Saks, 2006). Leader-member exchange has been measured by following characteristics in
this research:

(1) Understanding staff problems and needs by manager.
(2) Identifying staff abilities and potentials by manager.
(3) Trust and confidence to manager.

(4) Effective business relations with manager.

(5) Assisting the manager in performing duties (Kim, O’Neill, & Cho, 2010).

7. Review of literature

According to the evidences emotional intelligence is effective on staff prospective in workplace
(Wong & Law, 2002). Based on Kakaie research, factors such as lack of appreciation, lack of oppor-
tunity of promotion, multiple administration, dissociative disorder, employee features below the
needed level and employee features upper the needed level can lead to staff desertion (Kakaei,
2011). Jordan et al. show that while job in securing can increase staff job desertion, emotional intel-
ligence helps staff to manage negative tensions of feeling job insecurity. In addition, Staff who have
high emotional intelligence, are able to create relationship in higher quality (Lopes et al., 2003).
Jeswan and Dave proved that emotional intelligence is effective on deduction of staff desertion by
studying effects of emotional intelligence foregrounds (Interpersonal relationship, intrapersonal re-
lationships, compatibility, stress management, general feeling) on staff desertion intention (Jeswani
& Dave, 2012).

This research focuses on staff emotional intelligence skills and their desire to establish high-qual-
ity relationship in workplace (H1).

Scientific evidence has shown effect of emotional intelligence on staff job experiences, thus, rep-
resents a positive relationship between emotional intelligence and higher rated job satisfaction.
Wong and Law’s proved that emotional intelligence promote staff job satisfaction. Sy, Tram, and
O’Hara (2006) also have highlighted the relationship between job satisfaction and emotional intel-
ligence. In their opinion, managers with high emotional intelligence can manage tensions, may lead
to deduction of job satisfaction better. In other researches that focus on staff emotional intelligence,
it’s shown that higher levels of emotional intelligence lead to higher quality relationships and being
environmental support can cause to job satisfaction (Lopes et al., 2003). (H2) Barbuto and
Bugenhagen (2009), in their research, discovered that there is an important and semantic relation-
ship between leader emotional intelligence and leader-member exchange quality. Jordan and troth
proved that staff emotional intelligence has a positive relationship with leader-member exchange
quality and job satisfaction and has a negative relationship with job desertion intention (Jordan &
Troth, 2011).

While leaders’ emotional intelligence is important, we claim that emotional intelligence of mem-
bers also is effective and important in their relationship with managers (H3).

Maslyn and Fedor (1998), have shown that there is negative correlation between leader-member
exchange and staff desertion intention. Members, who have high-quality relations with leaders may
show less desire to leave the organization. Schyns and Wolfarm (2008) research also shows that mem-
ber’s perceptions of leader-member exchange effects on staff outlook. According to Schyns, Torka, and
Gossling (2007), negative correlation is between leader-member relationship and staff desertion inten-
tion and positive correlation is between leader-member relationship and readiness to exchange (H&).

According to Schyns and Wolfarm (2008) studies, there is relationship between staff outlook of
leader-member exchange and staff perception. They found relationship between assessed quality
of staff from leader-member exchange and job satisfaction. If job satisfaction is an effective reac-
tion, thus, it would be increased based on experiences due to positive tensions. Therefore, so called,
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Figure 1. Research conceptual
model.

Source: Jordan and Troth
(2011).

high-quality relationships will cause to appear positive tensions and cause to happen job satisfac-
tion in higher levels (Weiss, 2002) (H5).

Managers, consistently, concentrate on job satisfaction. First, we can observe a direct relationship
between member job satisfaction rate and productivity. Second, it seems that member’s job satis-
faction has reserved relation with job desertion rate. At last, it can be reasoned that managers feel
to be responsible toward staff satisfaction (Robbins, 2016). Khilji and Wang show that satisfaction of
human resources has negative relation with optional job desertion intention. It means that increas-
ing job satisfaction will cause to deduction of job desertion (Khilji & Wang, 2007) (H6).

According to evidences, there is relation between emotional intelligence and having high-quality
relationship with others (Lopes et al., 2003). Based on mentioned theory, members with high emo-
tional intelligence can effect on quality of their interaction with their managers.

Specially, members, who manage their relations actively and are aware of their own tensions, can
manage tensions during their interactions with their managers and cause to appear high-quality
leader-member exchange. Having more qualified relations plays an important role in staff working
and it affects on staff outlook of job desertion and job satisfaction (Mitchell, Holtom, Lee, Sablynski,
& Erez, 2001) (H7, H8).

8. Model and research hypothesis
In Figure 1, conceptual model of research, expected relations between variables, and other research
theories have been represented.

H1: There is relationship between staff emotional intelligence and turnover intentions.

H2: There is relationship between staff emotional intelligence and job satisfaction.

H3: There is relationship between staff emotional intelligence and leader-member exchange
quality

Hé4: There is relationship between leader-member exchange quality and turnover intentions.

H5: There is relationship between leader-member exchange quality and job satisfaction.

H6: There is relationship between job satisfaction and turnover.

H7: leader-member exchange quality acts as mediator between emotional intelligence and
job satisfaction.

H8: leader-member exchange quality acts as mediator between emotional intelligence and
turnover intentions.

Job
Satisfaction

Leader-member
Exchange

Emotional

Intelligence

Turnover
Intentions
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9. Research methodology

This research is applied in terms of target and correlation survey in terms of data collection. For data
collection, five-point Likert scale questionnaire is used. Research statistical population includes 280
staff of Sayeh Sabz Oloum Company (Tehran) which all of them have been studied. The main activity
area of this company is to present technical consulting in setting print systems up, sales services,
equipment, security documents and different types of labels printing. From all distributed question-
naires, 246 questionnaires were collected that 11 questionnaires set aside due to incompleteness,
and 235 questionnaires were analyzed. After checking descriptive statistics, demographic character-
istics of respondents is shown in Table 1.

10. Research reliability

Table 2 shows number of questions related to research variables and reliability coefficient. The ques-
tionnaire contains 22 questions and since obtained confidence coefficient is more than 7% by
Cronbach’s Alpha method for all questions, therefore, all questions are reliable. In tentative implan-
tation stage of questionnaire by 30 people sample, Cronbach’s alpha coefficient for all questions of
questionnaire had been determined “0.873” and total questionnaires in last stage of Cronbach’s al-
pha coefficient had been determined “0.828” which indicates high reliability of questions.

11. Data analysis

For studying that whether data is normal or not, Kolmogorov-Smirnov test was used. The results
showed that significant level for all variables is above 0.05. So it can be concluded that all research
variables have normal distribution. We also used structural equation model to test hypothesis 1 to
6, hierarchical regression model to test hypothesis 7, 8 and LISREL and SPSS for data processing.

12. Validity and confirmatory factor analysis

General framework of questionnaire has been designed based on standard questionnaires, there-
fore, it possesses sufficient validity in high amount, but we got profited by professors’ views to
ensure more about validity of questionnaire and necessary reforms were applied. We also used con-
firmatory factor analysis model for studying explanatory assessment of each variable by related
questions (validity) which represents confirmation of research tools validity. Table 3 expresses re-
sults of factor analysis model.

Table 1. Demographic characteristics of respondents

Education Records of service Age Gender
77 Diploma 28 Lessthan | 118 | Less than 161 Male
Associate 1 year 30 years
Degree
123 Bachelor 115 1-3 68 30-39 e Female
35 Masters’ 66 3-5 32 40-49
gggigUpper 26 Above 5 years 17 Above 50
235 Total 235 Total 235 Total 235 Total

Table 2. Variables reliability of questions and coefficients

Variables Questions Number of Cronbach’s Alpha | Cronbach’s Alpha
questions (In-test stage) (last stage)

Emotional Intelligence 1-8 8 0.888 0.903
Leader-member 9-13 5 0.0810 0.888
Exchange

Job Satisfaction 14-18 5 0.766 0.908
Turnover Intention 19-22 4 0.789 0.851

Whole Questionnaire 1-22 22 0.873 0.828

Page 8 of 14



Gholipour Soleimani & Einolahzadeh, Cogent Business & Management (2017), 4: 1419795 *-: Cogent oo b us | ness & mana g eme nt
https://doi.org/10.1080/23311975.2017.1419795

Table 3. Factor loadings and questions significance figures (confirmatory factor analysis)

Emotional Intelligence Standardized Explained variance | Significant (t - value)
coefficients (factor
loadings)

1. Describing my emotions and feelings to colleagues 0.76 0.58 13.25

2. Expressing pleasant emotions to other colleagues easily 0.71 0.50 12.09

3. Respecting the ideas of other colleagues even if it’s not true 0.76 0.58 13.49

4. Overcoming emotions and anger while disagreement with other 0.81 0.66 14.60

colleagues

5. Understanding feelings of other colleagues 0.75 0.56 13.12

6. Guessing real feelings and emotions of colleagues from their 0.69 0.48 11.7

behaviors

7. Impact of my emotions and desires on other colleagues 0.67 0.45 11.2

8. Encouraging and elevating hopeless colleagues 0.69 0.48 11.71

Leader-member exchange Standardized coefficients Explained variance Significant efforts
(factor loading) (t - value)

9. Understanding my needs and business issues by manager 0.74 0.55 12.77

10. Identifying my talents and abilities by manager 0.80 0.64 14.37

11.Trust and confidence to manager 0.81 0.66 14.67

12.Having effective working relationship with manager 0.79 0.62 14.05

13. Assisting manager in performing duties 0.78 0.61 13.78

Job satisfaction Standardized coefficients Explained variance Significant efforts
(factor loading) b(t - value)

14. Job Security satisfaction 0.79 0.62 14.17

15. Satisfaction of the salaries and benefits 0.82 0.67 14.07

16. Feeling individual promotion and growth 0.89 0.79 17.31

17. Feeling valuable by performing duties 0.78 0.61 13.84

18. Total job satisfaction 0.79 0.62 14.24

Turnover intentions Standardized coefficients Explained variance Significant (t - value)
(factor loading)

19. 1 think about my job desertion 0.93 0.86 18.83

20. Searching for a new job, next year 0.92 0.85 18.28

21. Possiblity of job desertion in case of finding new job 0.90 0.81 17.67

22. Possiblity of keeping on the cooperation 0.90 0.81 17.61

In Figure 3, standardized coefficient (Factor loadings), explained variance, and significant effects
of each variable and related question have been mentioned. The significant effects of all questions
are more than 1.96, therefore, it can be concluded that all questions of questionnaires have enough
validity for evaluating related variables. According to explained variance of each factor, we can find
out the relative importance of observed factors as a measurement index.

13. Hypothesis test

All research hypotheses were tested in error alpha level (0.5) and level of significance (0.95).
Regarding acceptable error rate (0.5), table (t) is placed in range of (-1.96 to +1.96). In other word, if
computational (t), that is determined by structural equations and LISREL software, is out of men-
tioned range (-1.96 to +1.96), hypothesis of HO will be rejected and hypothesis of H1 will be con-
firmed. As we can find out from Figure (2), computational (t) coefficients for hypothesis 1-6, is out of
(-1.96 to +1.96) range. Therefore, we can conclude that the first six hypotheses are confirmed.
Figure 3 shows research model in standardized coefficients form. The results of mentioned model
are compatible with significant state.
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Based on Table 4, emotional intelligence has the highest total effect of 0.72 on leader-member
among all variables. On the other side, the highest indirect effect of emotional intelligence variable
on job satisfaction variable has the effect coefficient of 0.38. In Table 5, the summary of research
hypothesis test is presented to show results better.

14. Mediating variables
To study mediating effect of “leader-member exchange quality” among staff emotional intelligence,
job satisfaction, and turnover intention variable (H7, H8), first, the regression between “emotional
intelligence and turnover intention” was calculated without mediating interference and their

Table 4. Calculating direct, indirect and total effects of dependent and independent variables

Independent variable | Dependent variable Direct effect | Indirect effect | Total effect
(from) (to)
Emotional intelligence Leader-member exchange 0.72 - 0.72
Job satisfaction 0.33 0.38 0.71
Turnover intention 0.28 0.29 0.57
Leader-member exchange | Job satisfaction 0.54 - 0.54
Turnover intention -0.18 -0.12 -0.30
Job satisfaction Turnover intention -0.22 - -0.22
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Table 5. Results of standardized coefficients and significant numbers

From To Standardized Significant Approval or

coefficient numbers (t rejection
-value)

H1: Emotional Turnover intention -0.28 -3.51 Approved

intelligence

H2: Emotional Job satisfaction 0.33 5.82 Approved

intelligence

H3: Emotional Leader-member 0.72 15.88 Approved

intelligence exchange quality

H4: Leader-member | Turnover intention -0.18 -2.04 Approved

exchange

H5: Leader-member | Job satisfaction 0.54 9.64 Approved

exchange

H6: Job satisfaction | Turnover intention -0.22 -2.59 Approved

Table 6. Regression model for studying leader-member exchange quality mediator variables’ role on relationship between

emotional intelligence and job satisfaction

Factor

Before mediating variable entrance
(leader-member exchange)

After mediating variable entrance
(leader-member exchange)

Standardized | Gained (t) | Significance | Result | Standardized | Gained (t) | Significance | Result
coefficient 8 level coefficient B level
Emotional intelligence and 0.714 15.578 0.00 Approved 0.326 5.806 0.00 Approved
job satisfaction relationship
Job satisfaction and - - - 0.539 9.616 0.00 Approved
leader-member exchange
relationship

Table 7. Regression model for studying leader-member exchange quality mediator variables’ role on relationship between

emotional intelligence and turnover intention

Factor Before mediating variable entrance After mediating variable entrance (leader-member
(leader-member exchange) exchange)
Standardized | Gained (t) | Significance | Result | Standardized | Gained (t) | Significance | Result
Coefficient B Level Coefficient B Level
Emotional Intelligence -0.569 -10.551 0.00 Approved -0.352 -4.666 0.00 Approved
and Turnover intention
Relationship
Turnover intention and - - - -0.301 -3.987 0.00 Approved
Leader-member
exchange relationship

relationship was analyzed. Then, mediating variable was entered the model and regression was
calculated again, in order to know whether results were changed by entrance of mediating variable
or not. The summary of obtained analyze is shown in Tables 6 and 7.

The results of estimating hierarchical regression are shown in Table 6. Standardized coefficient ()
in the relationship between emotional intelligence and job satisfaction, before entrance of mediator
variable, was 0.714. After entrance of leader-member exchange variable to the model, the figure
decreased to 0.326. Therefore, it can be concluded that H7 is rejected because of decreasing effect
coefficient of emotional intelligence on job satisfaction after entrance of mediator variable.
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In Table (7), the results of estimating hierarchical regression show that the effect of standardized
coefficient (p) in the relationship between emotional intelligence and turnover intention, before en-
trance of mediator variable, was —0.569. But after entrance of leader-member exchange variable to
the model, the figure increased to —0.352. So, it can be concluded that H8 is also rejected because
there isn’t any improvement in the relationship after entrance of mediator variable.

15. Conclusions
Based on results of research hypothesis test, we can mention following results and comparison of
them with similar researches:

« According to the results of first to third research hypothesis test, it seems that if staff emotional
intelligence improves, turnover intention will be decreased, job satisfaction will be increased and
leader-member exchange quality will be improved. Regarding emotional intelligence descrip-
tion and its components in research questionnaire, we can declare that if members’ skills in
identifying, recognizing, understanding and managing their own tensions and others increase,
(that is because of job type, workplace and relationship between manager and colleagues), their
attitude toward job desertion and job satisfaction may be improved. So they may establish rela-
tionships with their managers in higher quality. Therefore, sharing emotions with other organi-
zation members, sharing pleasant emotions with others, respecting the ideas of other colleagues,
overcoming negative emotions and anger, understanding and finding out emotions and feelings
of others, encouraging and giving spirit to disappointed colleagues and totally having positive
energy can help to increase emotional intelligence ability. Mentioned finding is favorable with
research result of Jeswani and Dave (2012), Jordan and Troth (2011), Ealias and George (2012),
and Barbuto and Bugenhagen (2009).

Based on results of hypothesis 4 and 5 tests, it seems that if quality of leader-member exchange
increase, not only job desertion intention will decrease but also amount of job satisfaction will
increase. Therefore, according to leader-member variable structures, if staff feel that their man-
agers understand their problems and issues, recognize their abilities and talents, trust their man-
agers and have effective business relationships with their managers, they will help their managers,
so the quality of relationship between manager and staff will be increased. It also seems that
leader-member exchange quality may increase in case of being job satisfaction among staff.

Result of this research is consistent and in line with research result of Jordan and Troth (2011).

 Regarding hypothesis 6 test, it seems that job satisfaction can decrease staff job desertion in-
tention. Therefore, according to job satisfaction structures, staff will have positive attitude to-
ward their job, if they have job security feeling, satisfaction about salaries and wages, they feel
individual promotion and development, and they have the feeling of being valuable. The result
of this research is consistent and in line with research result of Jordan and Troth (2011), McNabb
(2009) and Khilji and Wang (2007).

Based on the hypothesis 7 and 8, the mediating role of the leader-member exchange is not
confirmed in the present study, and this finding is not consistent with the research of Jordan and
Troth (2011). It seems that the cause of inconsistency is the difference between the statistical
population of the present research and the mentioned research.

15.1. Managerial implications

The findings of this study can help to increase managerial skills and organizational progress. The
results of this research indicate that the managers and their employees should improve their level
of emotional intelligence and their ability to reduce the intention to leave work. Thus, it reduces the
probable costs of personnel relocation and increases the organization efficiency, which can increase
employees’ job satisfaction. So it makes employees work more motivationally.
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Also, the findings of this research show that managers should improve the quality of their relation-
ship with their employees, as they can increase job satisfaction by reducing the intention to leave
work. The use of this action for organizations is reducing stress, increasing the morale and confi-

dence, and reducing costs of leaving work.

Acknowledgments
The authors would like to thank the editor and reviewers for
their supportive comments and suggestions.

Funding
The authors received no direct funding for this research.

Author details

Ali Gholipour Soleimanit

E-mail: Gholipourbahman@yahoo.com

Hannaneh Einolahzadeh!

E-mail: Hana.ez65@gmail.com

ORCID ID: http://orcid.org/0000-0003-0006-7734

! Faculty of Accounting &Management, Rasht Branch, Islamic
Azad University, Rasht, Iran.

Citation information

Cite this article as: The mediating effect of leader-member
exchange in relationship with emotional intelligence,

job satisfaction, and turnover intention, Ali Gholipour
Soleimani & Hannaneh Einolahzadeh, Cogent Business &
Management (2017), 4: 1419795.

Cover image
Source: http://themindunleashed.com/2015/03/18-signs-
of-high-emotional-intelligence.html.

References

Afzalur Rahim, M., Psenicka, C., Polychroniou, P., Zhao, J. H., Yu,
C.S., Anita Chan, K. A,, ... van Wyk, R. V. (2002). A model of
emotional intelligence and conflict management
strategies: A study in seven countries. The International
Journal of Organizational Analysis, 10(4), 302-326.
https://doi.org/10.1108/eb028955

Antonakis, J. (2004). On why emotional intelligence will not
predict leadership effectiveness beyond IQ or the big five:
An extension and rejoinder. Organizational Analysis, 12,
171-182.
https://doi.org/10.1108/eb028991

Antonakis, J., Ashkanasy, N. M., & Dasborough, M. (2009). Does
leadership need emotional intelligence? The Leadership
Quarterly, 20, 247-261.
https://doi.org/10.1016/j.leaqua.2009.01.006

Appiah, S. A. (2008). Organizational Climate and Turnover in the
Health Sector. The Case of the Korle-Bu Teaching Hospital
in Ghana (A thesis presented to the University of Waterloo
in fulfillment of the thesis requirement for the degree of
Master of Arts in Psychology).

Ashkanasy, N. M. (2003). Emotions in organizations: A
multilevel perspective. In F. J. Dansereau & F. J.
Yammarino (Eds.), Research in multi-level issues, Volume
2: Multi-level issues in organizational behavior and strategy
(Vol. 2, pp. 9-54). Oxford: Elsevier/JAI Press.
https://doi.org/10.1016/51475-9144(03)02002-2

Ashkanasy, N. M., & Daus, C. S. (2005). Rumors of the death of
emotional intelligence in organizational behavior are
vastly exaggerated. Journal of Organizational Behavior, 26,
441-452. https://doi.org/10.1002/(ISSN)1099-1379

Barbuto, J. E., & Bugenhagen, M. J. (2009). The emotional
intelligence of leaders as antecedent to leader-member
exchanges: A field study. Journal of Leadership Education,
8(2), 135-146. https://doi.org/10.12806/V8/I12/RF2

Carmeli, A. (2003). The relationship between emotional
intelligence and work attitudes, behavior and outcomes:

An examination among senior managers. Journal of
Managerial Psychology., 18, 788-813.
https://doi.org/10.1108/02683940310511881

Caruso, D. R., Mayor, J. D., & Salovey, P. (2002). Emotional
intelligence and emotional leadership. In R. E. Riggio, S.
E. Murphy, & F. J. Pirozzolo (Eds.), Multiple Intelligences
and Leadership (pp. 55-74). Mahwah, NJ: Lawrence
Erlbaum Associates.

Cherniss, C. (2010). Emotional intelligence: Towards the
clarification of a concept. Industrial and Organizational
Psychology, 3, 110-126.
https://doi.org/10.1111/j.1754-9434.2010.01231.x

Duckett, H., & Macfarlane, E. (2003). Emotional intelligence
and transformational leadership in retailing. Leadership &
Organization Development Journal, 24(6), 309-317.
https://doi.org/10.1108/01437730310494284

Ealias, A., & George, J. (2012). Emotional Intelligence and Job
Satisfaction: A Correlational study. Research Journal of
Commerce and Behavioral Science, 1(11), 37-42.

Flemming, P. L. (2009). A study of the relationship between
transformational leadership traits and organizational
culture types in improving performance in public sector
organizations: Caribbean perspective (A Dissertation
Presented in Partial Fulfillment Of the Requirements for
the Degree Doctor of Philosophy). Capella University.

Humphrey, R. H. (2002). The many faces of emotional
leadership. The Leadership Quarterly, 13(5), 493-504.
https://doi.org/10.1016/51048-9843(02)00140-6

Jeswani, S., & Dave, S. (2012). Emotional intelligence as an
antecedent of turnover intention: An empirical analysis
on faculty members. International Journal of
Management, 3(10), 387-400.

Jordan, P. J., & Lawrence, S. A. (2009). Emotional intelligence in
teams: Development and initial validation of the
workgroup emotional intelligence profile—Short version
(WEIP-S). Journal of Management and Organization, 15(4),
452-4609.
https://doi.org/10.1017/51833367200002546

Jordan, P. J., & Troth, A. C. (2004). Managing emotions during
team problem solving: EI and conflict resolution. Human
Performance, 17, 195-218.
https://doi.org/10.1207/s15327043hup1702_4

Jordan, P. J., & Troth, A. (2011). Emotional intelligence and
leader member exchange. Leadership & Organization
Development Journal, 32(3), 260-280.
https://doi.org/10.1108/01437731111123915

Jordan, P. J., Dasborough, M. T,, Daus, C. S., & Ashkanasy, N. M.
(2010). A call to context: Comments on emotional
intelligence and emotional social competencies.
Industrial and Organizational Psychology: Perspectives on
Science and Practice, 3, 1-4.

Kakaei, H. (2011). Check Mvsrbrgsdtrk of Kermanshah gas firm
staff (Master’s thesis). Help Isfahan University.

Khilji, S. E., & Wang, X. (2007). New evidence in an old debate:
Investigating the relationship between HR satisfaction
and turnover. International Business Review, 16(3), 377-
395. https://doi.org/10.1016/j.ibusrev.2006.12.005

Kim, S., O’Neill, J. W., & Cho, H. M. (2010). When does an
employee not help coworkers? The effect of leader-
member exchange on employee envy and organizational
citizenship behavior. International Journal of Hospitality
Management, 29(3), 530-537.

Krintner, R., & Kiniki, A. (2008). Organizational behavior
management. (A. A. Farhangi & H. Safarzadeh, Trans.).
Tehran: Publishing Payam Pouya.

Page 13 of 14


mailto:Gholipourbahman@yahoo.com
mailto:Hana.ez65@gmail.com
http://orcid.org/0000-0003-0006-7734
http://themindunleashed.com/2015/03/18-signs-of-high-emotional-intelligence.html
http://themindunleashed.com/2015/03/18-signs-of-high-emotional-intelligence.html
https://doi.org/10.1108/eb028955
https://doi.org/10.1108/eb028955
https://doi.org/10.1108/eb028991
https://doi.org/10.1108/eb028991
https://doi.org/10.1016/j.leaqua.2009.01.006
https://doi.org/10.1016/j.leaqua.2009.01.006
https://doi.org/10.1016/S1475-9144(03)02002-2
https://doi.org/10.1016/S1475-9144(03)02002-2
https://doi.org/10.1002/(ISSN)1099-1379
https://doi.org/10.12806/V8/I2/RF2
https://doi.org/10.1108/02683940310511881
https://doi.org/10.1108/02683940310511881
https://doi.org/10.1111/j.1754-9434.2010.01231.x
https://doi.org/10.1111/j.1754-9434.2010.01231.x
https://doi.org/10.1108/01437730310494284
https://doi.org/10.1108/01437730310494284
https://doi.org/10.1016/S1048-9843(02)00140-6
https://doi.org/10.1016/S1048-9843(02)00140-6
https://doi.org/10.1017/S1833367200002546
https://doi.org/10.1017/S1833367200002546
https://doi.org/10.1207/s15327043hup1702_4
https://doi.org/10.1207/s15327043hup1702_4
https://doi.org/10.1108/01437731111123915
https://doi.org/10.1108/01437731111123915
https://doi.org/10.1016/j.ibusrev.2006.12.005

Gholipour Soleimani & Einolahzadeh, Cogent Business & Management (2017),
https://doi.org/10.1080/23311975.2017.1419795

« 1419795 &= cogent «-business & management

cogent--0a

®

Lopes, P.N,, Salovey, P., & Straus, R. (2003). Emotional
intelligence, personality and the Perceived quality of
social relationships. Personality and Individual Differences,
35(3), 641-658.
https://doi.org/10.1016/5S0191-8869(02)00242-8

Lutchman, C. (2008). Leadership impact on turnover among
power engineers in the oil sands of Alberta (A dissertation
presented in partial fulfillment of the requirements for the
Degree of Doctor of Business Administration). University
of Phoenix.

Maslyn, J. M., & Fedor, D. B. (1998). Perceptions of politics: Does
measuring different foci matter? Journal of Applied
Psychology., 84(4), 645-653.
https://doi.org/10.1037/0021-9010.83.4.645

Mayor, J. D., & Salovey, P. (1997). What is emotional
intelligence? In P. Salovey & D. J. Sluyter (Eds.), Emotional
Development and Emotional Intelligence: Educational
Implications (pp. 3-31). New York, NY: Basic Books.

McNabb, N. S. (2009). The daily floggings will continue until
morale improves: An examination of the relationships
among organizational justice, job satisfaction,
organizational commitment and intention to turnover. A
dissertation submitted to the Graduate Faculty in partial
fulfillment of the requirements of the degree of Doctor of
Philosophy.

Mitchell, T. R., Holtom, B. C,, Lee, T. W., Sablynski, C. J., & Erez, M.
(2001). Why people stay: Using job embeddedness to
predict voluntary turnover. Academy of Management
Journal, 44(6), 1102-1121.
https://doi.org/10.2307/3069391

Robbins, S. (2016). Essentials of organizational behavior
(prentice hall international Inc., translated into Persian by
A. Parsaian (ph.D.) and S.M. A'arabi (ph.D)). Tehran:
Cultural Research Bureau.

Roudposhti, G, Mahmoodzadeh, F., & Mahmoodzadeh, N.
(2011). Human recourse development. Tehran: Publishing
Industrial Management Institute.

Saks, A. M. (2006). Antecedents and consequences of
employee engagement. Journal of Managerial Psychology,
21,600-619.
https://doi.org/10.1108/02683940610690169

Schyns, B., Torka, N., & G&ssling, T. (2007). Turnover intention
and preparedness for change: Exploring leader-member
exchange and occupational self-efficacy as antecedents
of two employability predictors. Career Development
International, 12(7), 660-679.
https://doi.org/10.1108/13620430710834413

Schyns, B., & Wolfram, H.-J. (2008). The relationship between
leader-member exchange and outcomes as rated by
leaders and followers. Leadership & Organization
Development Journal, 29(7), 631-646.
doi:10.1108/01437730810906362.

Sexton, R. S., McMurtrey, S., Michalopoulos, J. 0., & Smith, A. M.
(2005). Employee employee turnover: A neural network
solution. Computers & Operations Research, 32, 2635-
2651. https://doi.org/10.1016/j.cor.2004.06.022

Sy, T, Tram, S., & O’Hara, L. M. (2006). Relation of employee and
manager emotional intelligence to job satisfaction and
performance. Journal of Vocational Behavior, 68, 461-473.
https://doi.org/10.1016/j.jvb.2005.10.003

Weiss, H. M. (2002). deconstructing job satisfaction: Separating
evaluations, beliefs, and affective experiences. Human
Resource Management Review, 12(2), 173-194.
https://doi.org/10.1016/51053-4822(02)00045-1

Wolff, S. B., Pescosolido, A. T., & Druskat, V. U. (2002). Emotional
intelligence as the basis of leadership emergence in self-
managing teams. The Leadership Quarterly, 13(5), 505-
522. https://doi.org/10.1016/S1048-9843(02)00141-8

Wong, C.S., & Law, K. S. (2002). The effect of leader and
follower emotional intelligence on performance and
attitude: An exploratory study. The Leadership Quarterly,
13(3), 243-274.
https://doi.org/10.1016/5S1048-9843(02)00099-1

© 2018 The Author(s). This open access article is distributed under a Creative Commons Attribution (CC-BY) 4.0 license.

You are free to:

Share — copy and redistribute the material in any medium or format
Adapt — remix, transform, and build upon the material for any purpose, even commercially.
The licensor cannot revoke these freedoms as long as you follow the license terms.

Under the following terms:

Attribution — You must give appropriate credit, provide a link to the license, and indicate if changes were made.
You may do so in any reasonable manner, but not in any way that suggests the licensor endorses you or your use.

No additional restrictions

You may not apply legal terms or technological measures that legally restrict others from doing anything the license permits.

Page 14 of 14


https://doi.org/10.1016/S0191-8869(02)00242-8
https://doi.org/10.1016/S0191-8869(02)00242-8
https://doi.org/10.1037/0021-9010.83.4.645
https://doi.org/10.1037/0021-9010.83.4.645
https://doi.org/10.2307/3069391
https://doi.org/10.2307/3069391
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1108/02683940610690169
https://doi.org/10.1108/13620430710834413
https://doi.org/10.1108/13620430710834413
https://doi.org/10.1108/01437730810906362
https://doi.org/10.1016/j.cor.2004.06.022
https://doi.org/10.1016/j.jvb.2005.10.003
https://doi.org/10.1016/j.jvb.2005.10.003
https://doi.org/10.1016/S1053-4822(02)00045-1
https://doi.org/10.1016/S1053-4822(02)00045-1
https://doi.org/10.1016/S1048-9843(02)00141-8
https://doi.org/10.1016/S1048-9843(02)00099-1
https://doi.org/10.1016/S1048-9843(02)00099-1

	Abstract: 
	1.  Introduction
	2.  Emotional intelligence
	3.  Emotional intelligence and employee’s attitude
	4.  Job satisfaction
	5.  Turnover intention
	6.  Leader–member exchange
	7.  Review of literature
	8.  Model and research hypothesis
	9.  Research methodology
	10.  Research reliability
	11.  Data analysis
	12.  Validity and confirmatory factor analysis
	13.  Hypothesis test
	14.  Mediating variables
	15.  Conclusions
	15.1.  Managerial implications

	Acknowledgments
	References



