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Abstract

Exposure to transformational leadership behaviours has been associated with a host of
positive cognitive, affective, and behavioural follower outcomes (Bass & Riggio, 2006). Moral
elevation is a positive uplifting emotion that is experienced after witnessing a person performing
exemplary moral behaviour and often leads to observers engaging in prosocial behaviours
(Haidt, 2000). Despite the increasing empirical support for the positive effects of moral
elevation, no previous research studies have measured exemplar behaviours that result in moral
elevation of observers in a leadership framework. The trust belief is created through a series of
judgements that lead a person to believe that the trustee’s actions will reflect their own best
interests (Dietz & Den Hartog, 2006). Previous research has found that transformational
leadership behaviours were associated with higher levels of trust, however, no previous studies
have measured the association between a person’s trust belief and the tendency to engage in
prosocial behaviour. The overall purpose of this thesis was to test the effects of transformational
leadership behaviours on observer levels of trust, moral elevation, and prosocial behaviours.
Seventy-five female undergraduate university students (Mean age = 20.55, Mean year = 2.93)
from the VVancouver, British Columbia, participated in this research. Prior to measuring
prosocial behaviour (i.e., charitable donations), participants were instructed to read an article
about an African leader and complete a questionnaire which measured perceived
transformational leadership (of the leader in the article), trust in the leader, and feelings of moral
elevation. Participants were randomly divided into two conditions, intervention
(transformational leadership behaviours) and control (corrective-avoidant leadership behaviours).
Results indicated that participants in the intervention condition rated the leader as displaying

greater levels of transformational leadership when compared to participants in the control



condition. In addition, participants in the intervention condition also reported higher levels of
trust in the leader, and moral elevation. No difference was found between participants in the two
experimental conditions in terms of their displays of prosocial behaviour. Overall, these results
highlight the ability of transformational leadership behaviours to instil higher levels of trust and

moral elevation in observers.



Preface

Ethics approval for this research was obtained from The University of British Columbia

Behavioural Research Ethics Board,; certificate number H11-01710 on August 10, 2011.



Table of Contents

A B ST R A CT et e et e h e bbbttt e et e e e e bea e 1
g N O PR v
TABLE OF CONTENTS L.ttt ettt e et e e e e s e e e Vv
LIST OF TABLES ...ttt e e e nre e e e VIlI
LIST OF FIGURES ...ttt e e e e et e e e s e e e nneeennes VI
ACKNOWLEDGEMENTS .. .ottt nnne s IX
DEDICATION . ittt ettt a bt e s et e s st e e e ssbe e e snb e e e nsbeeensbeeaseeeans X
CHAPTER ONE: INTRODUCTION ....coiiiiiiiii ittt nne s 1
(=TS Vo (=Y ] o1 o OSSR 1
The Full Range Leadership MOEL...........c.ooiiiiiieee s 12
Transformational Leadership and Uninvolved ODSEIVELS ... 16
Prosocial BENAVIOUIS (PB) ......cc.oiioiiiiiic ettt sttt sttt sttt s te et e te e sbeebaebesaeene et e 18
Organizational Citizenship BENAVIOUIS............cciiiiiiiiiiiiiie e 19
Transformational Leadership and Prosocial Behaviours.............ccceceiieiiiiiicic e 22

Y [T = L = 1= = £ o o ISP 24
Transformational Leadership and Moral EIeVation.............coeiiiiiiiiiiinieeeeee s 26
Moral Elevation and Prosocial BENAVIOUIS ..o 27

LI U T TP TP PO P TP OURPRPPRTOPRN 30
Transformational Leadership and TrUSE .........cooiiiiiiiiccce e e 32
Trust and ProsoCial BENAVIOUS...........coiiiiiiieieieese sttt 35
CHAPTER TWO: METHODS ...ttt 39
PAFTICIPANTS ...ttt b et bbbt b bbb b bt e bRttt a et e 39

g 0 Tol T 0 (B OSSR 39
Experimental ManipUIATIONS ..ottt see e 41
IVIBAISUIES. ...ttt ettt ettt sa et sh bt e s a ke e ekt eeh bt e ek b e e eb bt e e a b e e e sa b e e e abe e e bbe e anbe e e nbbeenneeas 41
o ee QAN = L] T OSSPSR 44
CHAPTER THREE: RESULTS ..ottt 49
PreliMINary ANAIYSIS .......oviiiiiii bbbttt bt 49
DESCIIPTIVE STATISTICS. ... cueiveeieitieieit ettt ettt b bbbttt sttt b e enes 49



Y T I g 1LY 2SSOSR 54
Moral Elevation as a Mediator of the Relationship between Transformational Leadership and

ProSOCIAl BENAVIOUT .......coviiiiiiiiiiitiite ettt ettt b e 55
Trust as a Mediator of the Relationship between Transformational Leadership and Prosocial
2 7= 0T V7T PSSR 58
CHAPTER FOUR: DISCUSSION ...ttt 60
Transformational LeaderShip ......c.oieiiiiiiiccce et st te e reene 61
Transformational Leadership and Moral Elevation ............c.ccccocveviiiiiii i 62
Moral Elevation and Prosocial BERAVIOUT ............c.ooiiiiiiiiiie e 63
Transformational Leadership and THUSL.........cccoovioiiiiiie e 66
Trust and ProsoCial BENAVIOUL ..........cccuiiiiieiiiiie ettt sre e aesne e steeneeneeenes 67
Transformational Leadership and Prosocial BENaviour.............cccceiiiiiiiiiicic e 68
Strengths and LIMITATIONS. .......cccviiiiiiieie et s be et e seesteeseesbesteebesre s 69
STUAY STFENGNS ...ttt ettt e 69
Study Limitations and FULUre DIrECLIONS ........ccoviieiiiiicie ettt s st 69
PractiCal IMPIICATIONS. ........oiiiiiiiici bbb 72
L0700 0] 11 ] o] o OSSR 72
REFERENGCES. ...ttt e st e e sr e e s nab e e e nbbe e e nne s 74
APPENDICES ... ..ottt e ettt e e s r e e s e e e anb e e e nnae e e nnreeans 93
Appendix A: Descriptive Statistics for PartiCipants ...........c.covivieveiieie e 93
Appendix B: Participant INfOrmation LETIEr ..o 95
Appendix C: Participant CONSENT FOMMN .......c.oiiiiiiiiiieie e 96
Appendix D: The Canadian Red Cross INfOrmation ............cccoveiiiiiiiie e 97
Appendix E: Debriefing FOMM. ...t 98
Appendix F: Participant QUESTIONNAITE ..........cccviiiiiiie ittt sttt sbe e e 99

Vi



List of Tables

Table 1: Summary of descriptive statistics for all study variables ...........cccccoovvieiiiiiiiinenn, 51
Table 2: SUMMAry OF dONGEING.........oiiiiiiiie s 52

Table 3: Summary of intercorrelations for scores of all continuous study variables for control
(010 ] 010 14 0] o USROS 53

Table 4: Summary of intercorrelations for scores of all continuous study variables for
transformational leadership CONAITION ...........ccovveiiiiie i 53

Table 5: Moral elevation as a mediator of the relationship between transformational leadership
and prosocial DENAVIOUN ..o 57

Table 6: Trust as a mediator of the relationship between transformational leadership and
ProSOCIAl DENAVIOUL .......c.eiiiiiii it 59

vii



List of Figures

Figure 1: Fielder’s contingency model of leadership effectiveness ...........cccoceveierenciiennninnnns 4
Figure 2: Multidimensional Model of Leadership ... 10
Figure 3: The Full Range Leadership Model ..........ccooviiiieiiiie e 13
Figure 4: Excerpt from the integrated multi-level framework for understanding sources of trust
TN 1210 L= 6] T oSSR OSSR 33
Figure 5: Proposed model linking transformational leadership to trust, moral elevation, and
ProSOCIAl DENAVIOUL.......c.eiiiiiiiiiieeee bbb 38
Figure 6: Baron and Kenny’s (1986) causal steps approach ...........c.ccocevvvriiiniiiencnenc e 46
Figure 7: Path diagram of mediation MOdels ............ccooiiiiiiii 48

Figure 8: Moral elevation as a mediator of the relationship between transformational leadership
and prosocial DENAVIOUL .........ccccoviiiiiice e 57

Figure 9: Trust as a mediator of the relationship between transformational leadership and
ProSOCIAl DENAVIOUL ......c.viiiiiiecc et sbe et e e e sreenee s 59

viii



Acknowledgements

First, I would like to extend a sincere thank you to my supervisor, Dr. Mark Beauchamp
for his unwavering support, guidance, and endless enthusiasm for the pursuit of higher
knowledge. | would also like to recognize the members of the thesis committee, Dr. Peter
Crocker and Dr. Nicola Hodges, for their helpful suggestions and insight as | navigated through

this project.

| would also like to thank the members of the Psychology of Exercise, Health, and
Physical Activity Laboratory who helped guide and support me through the successes and the
challenges both inside and outside of the office: Jessica Bourne, Lindey Kermer, Luc Martin,
Katie Morton, Yan Liu, Ben Sylvester, Alex Wilson, and Justine Wilson. In addition, | would
like to recognize the support and tireless behind-the-scenes work of the School of Kinesiology

office staff.

Last but certainly not least, | would like to thank my parents, Alan and Cathy, my sisters,
Heather, Jenny, and Sara, and Joseph for your love, patience, endless support and encouragement

at all hours of the day or night!



In loving memory of my Grandad and my Zadie.



Chapter One: Introduction

Leadership

For centuries, philosophers, scholars, practitioners, and the public have been fascinated
with the question of “What makes a great leader?” The investigation into the ideal combination
of innate or genetic traits was the predominant focus of leadership research in 20" century. For
many years, psychologists believed “Some people are born to move and shake the world. Their
blessings: high energy, exceptional intelligence, extreme persistence, self-confidence and a
yearning to influence others” (Avolio, 1999, p. 18). Scholars considered the effects of many
personal characteristics such as intelligence, weight, gender, dominance, adjustment to
leadership status, self-confidence, and extroversion-introversion (Bird, 1940; Carter & Nixon,
1949; Cowley, 1931; Flemming, 1935; Ghiselli, 1963; Hunter & Jordan, 1939; Richardson &
Hanawalt, 1952; Zeleny, 1939). Not long after research into leadership traits began, the trait
view was challenged by prominent theorists such as Stogdill (1948) and Mann (1959). Upon
completion of a thorough review of the literature at that time, Stogdill (1948) concluded that “A
person does not become a leader by virtue of the possession of some combination of traits” (p.
64). He suggested that effective leadership characteristics are not universal and one must
consider the situational variance in the application of effective leadership behaviours. Although
some evidence suggested a combination of these characteristics may predict leadership success,
this line of research on personality and leadership suffered from inadequate levels of consistency

across settings, studies, and time.

In the 1950’s Stogdill, Shartle, and Hemphill led a group of researchers from Ohio State

University in the investigation of the behaviours that predict effective leadership (cf. Stogdill,



1950). The Ohio State studies were conducted as part of a ten-year program of research that

investigated leadership challenges in business, education, and military contexts.

As a result of these studies, two key leadership factors emerged, namely: Initiating
Structure and Consideration. Barling, Christie, and Hoption (2010) described these two
behaviours generally as task-focused and people-focused. More specifically, consideration was
described as leader behaviours that convey care and concern for follower’s welfare as well as
foster mutual trust and respect between leaders and followers. Initiating structure involves the
clear communication of the leader’s role as well as the roles of followers and includes a focus on
goal attainment. Two measures were subsequently created to evaluate these two factors in
industrial and organizational situations (Fleishman, 1953a, 1953b). The Leadership Opinion
Questionnaire (Fleishman, 1957, 1968) consisted of questions that assessed the supervisor’s own
perception of his/her leadership behaviour. The Leader Behaviour Description Questionnaire
(Hemphill & Coons, 1957) measured subordinates’ perceptions of leader behaviour. For over 20
years the study of initiating structure and consideration dominated leadership research. Although
extensive research was conducted on these behavioural constructs during this time, the results
were often inconclusive, with several studies finding insignificant or weak correlations between
both initiating structure and consideration in relation to group performance and other related
outcomes (cf. Korman, 1966). Many methodological issues were also highlighted, such as the
reliance on common source data, where the same individuals completed the predictor and
criterion ratings (Kerr & Schriesheim, 1974). Diminishing returns were also observed with both
initiating structure and consideration (Fleishman & Harris, 1962). As more critiques surfaced
around the behaviours of Initiating Structure and Consideration, investigations into other

leadership approaches gained support. This led to the introduction of leadership theories that



considered the role of situational factors which were hypothesized to moderate the effects of

leader behaviours.

Building on the Ohio State studies, Fiedler (1967) conceptualized what is often
considered the first proper contingency theory of leadership. His theory incorporated the trait
approach from leadership studies and the person-situation interaction approach from social
psychological research (Ayman, 2002). Fiedler’s work examined the moderating effects of
situational control on the effectiveness of a leader’s characteristics. Similar to the work of the
Ohio State studies, leader characteristics were conceptualized in terms of task-motivated and
relationship-motivated leadership orientations. Situational control (formerly referred to as
situational favourability) includes the combination of leader-member relations, task structure,
and position power in a given environment. Leader-member relations correspond to group
members’ support for the leader and the level of cohesion within the group. Task structure refers
to the knowledge and expertise of the leader as well as the control the leader has over his
responsibilities and his ability to get the task done. Finally, position power encompasses the

leader’s authority to reward or punish followers (Fiedler, 1967).

Fiedler (1967) theorized that leader effectiveness was dependent on the match between
the leader’s leadership orientation and the level of situational control (see Figure 1). Based on
Fiedler’s model, if the level of situational control was high (identified as the most favourable
situation), a task-motivated leader was theorized to result in a superior group performance. A
moderate level of control was expected to lead to the best group outcomes if directed by a
relationship-motivated leader. Finally, in situations of low control (least favourable), the group
was expected to benefit most from a task-oriented leader. When a leader’s motivational

orientation matched the level of situational control, the leader was considered ‘in-match’ and



high group performance was predicted. When discrepancies between the two were present, the
leader was categorized as ‘out-of match’ and group performance was expected to be much lower

(Fiedler & Chemers, 1984).

Task-Motivated

Relationship Motivated

Low Medium High

Situational Control /

Figure 1: Fielder’s contingency model of leadership effectiveness (adapted from Fiedler, 1993,
p-5)

/ Leadership Effectiveness \

Support for Fielder’s contingency model has been mixed. Three meta-analytic reviews
evaluated the extent to which the theoretical tenets of this model predicted indices of leadership
effectiveness (Peters, Hartke, & Pohlmann, 1985; Schriesheim, Tepper, & Tetrault, 1994; Strube
& Garcia, 1981). Although each meta-analysis considered slightly different research questions
all three provided general support for the leadership style-situational control interaction.

However, many criticisms of the model still exist.

Fiedler’s contingency model has been widely criticized for its inability to explain the
reason why some leadership styles are more effective than others in certain situations. The

answer provided by the theory (which is often considered inadequate) is that leaders who are



task-motivated succeed in situations of high situational control because these leaders feel more
certain and are more comfortable taking control. Although low control situations are not ideal
for either leadership orientation, task-motivated leaders are also theorized to achieve best results
in this environment as well because they are able to look past distractions and focus on the task
at hand. The theory suggests relationship-motivated leaders are not effective in these extreme
situations because they tend to become overwhelmed when given a lot of control, and when
faced with situations of little control, these individuals tend to focus so much on relationships
that the tasks do not get done. In mid-control situations, relationship-motivated leaders are most
effective because they can focus on relationships while still completing tasks whereas task-
motivated leaders encounter frustration in moderate control situations due to a lack of certainty
(Fiedler, 1993). Furthermore, Fiedler (1995) explained when a leader is ‘out-of match’ the
leader will experience stress and anxiety, engage in less mature coping due to the stress, and as a
result of the ineffective coping style will make poor decisions that result in negative

organizational outcomes.

Many criticisms also surround the primary instrument used to test the basic tenets of this
model, the Esteem for Least Preferred Coworker Scale (LPC; Rice, 1978). First, the LPC is an
indirect measure of the leader’s motivational orientation. Similar to projective tests like the
Thematic Apperception Test (Murray, 1943), the LPC was created to indirectly measure a
leader’s inner needs or leadership orientations. The LPC asks leaders to ‘describe the one person
with whom you have had the most difficulty in getting the job done’ and provide ratings of that
person by circling a number between two bipolar adjectives (e.g., pleasant/unpleasant,
tense/relaxed, etc.). The scale’s use of an individual’s description of another person to ascertain

the leadership style of the individual completing the measure has attracted strong criticism. The



main assumption behind the scale, is that the LPC measures the extent that the leader assesses
the least preferred coworker as ‘getting in the way’ of goal accomplishment. Task-motivated
leaders will rate their least preferred coworker very poorly on the scale because their primary
concern is to ‘accomplish the task’, whereas relationship-motivated leaders will rate the least
preferred coworker quite high because their primary desire is to ‘create relationships’ and ‘get
along’ with others. Finally, critics suggest the instructions on the scale are not clear. Individuals
are asked to rate the person with whom they work ‘least well’. It is argued that some individuals
will describe their ‘least liked” coworker, while others focus on the ‘least preferred’ coworker.
This can be problematic when the essence of the scale is based on this vague interpretation of the

individual they are told to rate (Northouse, 2010).

Nevertheless, Fiedler’s contingency theory helped to shed light on the importance of the
relationship between situational control and leader disposition in relation to understanding
leadership effectiveness (Ayman, 2002). However, further work was still needed to understand
how leadership behaviours can influence follower outcomes and what skills and techniques can

be used to achieve this.

In the late 1970’s, the research focus shifted from situational control, to a focus on the
leader-follower dyad. Leader-Member Exchange theory (LMX; Dansereau, Graen, & Haga,
1975; Gerstner & Day, 1997) challenged previous research which was conducted under the
assumption that the flow of leadership influence is unidirectional from leader to follower, and
that leader behaviours in relation to leader effectiveness are consistent (Schriesheim, Castro, &
Cogliser, 1999). The LMX recognized the varying quality of the relationships between leaders
and individual group members. Within LMX, members identified as having high-quality

relationships with the leader are considered to be part of the ‘in-group’. These members



experience a stronger partnership with the leader, engage in more extra-contractual behaviour,
display higher levels of trust and loyalty, and view the success of the leader as an important
outcome for themselves (Dansereau et al., 1975). Members in low-quality relationships with
leaders are part of the ‘out-group’. These individuals follow the roles defined by their job
contracts, receive less attention from the leader, and do not feel strongly tied to the outcomes of
their leader. Out-group members are less likely to volunteer for extra projects, or feel closely

connected to their leader (Dansereau et al., 1975).

Many researchers have presented various dimensions that are believed to characterize the
leader-member exchange. Initially, Graen (1976) proposed that the relationship was based on
the dimensions of competence, trust, and interpersonal skill. Other researchers viewed the
relationship as based on attention and sensitivity (Cashman, Dansereau, Graen, & Haga, 1976).
Graen and Ginsburgh (1977) proposed the additional sub-dimensions of satisfaction with the
leader, support, and reward. Dienesch and Liden (1986) reviewed the existing literature and
proposed a model comprised of three dimensions that they call the “currencies of exchange” (p.
625) that are offered by both members of the dyad. First, the researchers proposed that perceived
contributions to the exchange should be assessed. This includes the amount and quality of the
work, as well as the level of effort directed towards the mutual goals of the dyad. The second
dimension identified by Dienesch and Liden is loyalty. Loyal members will publically express
support for the goals and personal character of the other member in the dyad. The third and final
dimension outlined by the researchers was affect, whereby members of the dyad display mutual
affection for each other. This affection is based on interpersonal attraction and goes beyond
work or professional values (e.g., genuine care and support for each other that goes beyond

prescribed workplace expectations).



Once high-quality and low-quality relationships were identified researchers strived to
explain how these high-quality dyadic partnerships formed. Graen and Uhl-Bien (1991)
proposed relationships matured as they progressed through three phases, described as stranger,
acquaintance, and partnership. In the “stranger” phase, individuals in the dyad are unfamiliar
with each other and function based on contractual relationships. These relationships are
characterized as lower-quality and similar to the relationship experiences of 'out-group’
members. In order to move to the “acquaintance” phase, an offer must be presented and
accepted (from either the leader or the member) for improved ‘career-oriented social exchanges’
such as the sharing of both personal and work-related information and resources. This phase is a
testing stage where the leader assesses whether the member is willing to assume a higher level of
commitment and the member assesses whether the leader is willing to provide extra support.

Finally, a “partnership” is achieved when high-quality exchanges are reached.

Multiple reviews of LMX have identified serious concerns about the validity and
measurement of the LMX construct (Gerstner & Day, 1997; Graen & Uhl-Bien, 1995;
Schriesheim et al., 1999). The history of LMX is marked by the addition and reduction of sub-
dimensions by many different researchers. Notably, in a review of 37 dissertations and research
papers completed during the 1980s, Schriesheim et al. (1999) found 11 different theoretical
definitions and 35 different sub-dimensions were used in LMX research. In addition, many
articles published during this time failed to provide explicit definitions of the construct or an
explanation for the sub-dimensions used as well as limited (if any) psychometric support for the
measures used (Schriesheim et al., 1999). Although this theory led to a wealth of research, as a
result of the varied definitions of the LMX relationship and discrepancy among the measures, it

has been a challenge for researchers to replicate or make comparisons across studies (Gerstner &



Day, 1997). Despite these shortcomings, the LMX theory represented a vital stage in leadership
theory development by highlighting the importance of the unique relationships between leaders

and followers.

Although a wealth of leadership theories have emerged to better understand the
relationship between leaders and followers in organizational contexts, researchers studying
leadership in other contexts have also built models to help explain the unique relationships
between leaders and followers, such as the coach-athlete relationship in sport settings. The most
noteworthy leadership theory in the sport domain is the Multidimensional Model of Leadership
for sport, developed by Chelladurai (1978, 1990, 1993). Chelladurai created the
Multidimensional Model of Leadership to provide sport settings with a unique framework to
identify effective leadership behaviours. This linear model proposed that there are three general
categories of antecedents, namely situational factors, leader characteristics, and follower (i.e.,
athlete) characteristics (see Figure 2). Situational factors include the goals of the group, level of
play, social and cultural context, and type of sport (i.e., individual vs. team). Leader and athlete
characteristics are derived from variables such as age, (athlete) skill level, (coach) years of
experience, gender, and psychological characteristics. The situational conditions and athlete

characteristics help to develop a guide for the types of behaviours that should be used by leaders.
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The next stage of the model involves leader behaviours which are divided into three

\ / L

Figure 2: Multidimensional Model of Leadership (Chelladurai, 1993, p. 648)

categories: required behaviour, actual behaviour, and preferred behaviour. Required behaviours
are the types of behaviours that the leader should engage in, which are heavily determined by
situational characteristics, but are also influenced by member characteristics. For example,
required behaviour for a coach training an Olympic-bound gymnastics team may include being
demanding and challenging, whereas required behaviours of a recreational youth gymnastics
coach would be more nurturing and based around skill-building. Preferred behaviours reflect the
preferences of the athletes and are derived from athlete characteristics such as personality and
ability and are also influenced by situational factors such as organizational expectations. Finally,
actual behaviours are based on the personal characteristics of the coach, as well as influenced by
the preferred and required behaviours of the situational characteristics and athlete characteristics.
The final stage of the model involves the consequences of the behaviours, namely member (i.e.,

athlete and/or team) performance and satisfaction.
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A key theoretical tenet of this model relates to the congruence hypothesis. The model
posits that the degree of congruence between the three leadership behavioural dimensions (i.e.,
required, actual, and preferred behaviour) will determine the level of satisfaction and
performance among team members. The model also suggests the leader gains feedback from the
outcome variables of satisfaction and performance, and adapts their behaviour based on this. For
example, if team performance is below expectations, leaders will incorporate more task-oriented
behaviours to improve performance capabilities. If member satisfaction is perceived to be below
desired levels, leaders might adjust their behaviour to create a warmer and friendlier environment

that focuses on interpersonal interactions.

Chelladurai (1989) operationalized his model in the form of the Leadership Scale for
Sports (LSS). The LSS was designed to measure five dimensions of leader behaviour that
include training and instruction, democratic behaviour, autocratic behaviour, social support, and
positive feedback. Support for the congruence hypothesis has been mixed. In a study by Riemer
and Chelladurai (1995), university football player’s preferred and perceived leadership
behaviours were assessed using the LSS. The researchers found the congruence between
preferred and perceived leadership behaviours, specifically in relation to the dimension of social
support, was associated with elevated satisfaction with leadership. In a subsequent study
conducted by Riemer and Toon (2001), a similar methodology was used with university tennis
players. However, in this study, the researchers found no support for the congruence hypothesis.
Although this model has made a significant contribution to the leadership literature in sport, the
behaviours operationalized within the LSS are limited in their predictive utility. In addition to
the five fundamental behaviours for effective leadership outlined by Chelladurai (i.e., training

and instruction, democratic behaviour, autocratic behaviour, social support, and positive

11



feedback) it has been suggested that an additional range of leadership behaviours are necessary
in order to inspire, empower, and stimulate others to reach their potential. These are described in

the following section.

The Full Range Leadership Model

The Full Range Leadership model was developed and described by Avolio and Bass
(1991). It built on Burns’ (1978) work in political leadership and Bass’ (1985) interest in
transformational leadership in organizational settings. Fundamental to this model, the authors
suggest that all leaders display each style of leadership to some extent (Bass & Riggio, 2006).
To illustrate the optimal leadership profile, Avolio and Bass (1991) mapped dimensions of
transformational, transactional and laissez-faire leadership on two intersecting continuums of
leadership effectiveness (ineffective to effective) and involvement (passive to active) (see Figure

3).

Laissez-faire leadership is best described as neglecting to take action, avoiding and
denying responsibility, and generally doing nothing. When leaders predominantly display
laissez faire characteristics they fail to engage in quality relationships with their followers and
make no attempt to help followers learn and grow. Laissez-faire leadership is the most
ineffective and passive form of leadership within the Full Range Leadership model and Bass

(1985) has even referred to it as non-leadership.

12



Effective

Transformational
Leadership: 4 I's

Contingent Reward

Management by
Exception - Active

Passive Active
Management by

Exception - Passive

Ineffective

Figure 3: The Full Range Leadership model (Avolio & Bass, 1991, p. 4)

Transactional leadership includes management-by-exception (which has two
components; active and passive), and contingent reward leadership dimensions. Passive
management-by-exception behaviours involve focusing on errors, and only intervening when
problems, mistakes, and errors can no longer be ignored. Active management-by-exception
behaviours include a regular monitoring of performance and timely corrective action before
serious problems arise. Although active management by exception describes involved leadership

behaviours, this leadership style is still insufficient because leaders occupy their time looking for

13



problems, rather than recognizing positive performances and opportunities for growth. Finally,
contingent reward is the most constructive and effective of the transactional leadership
behaviours (although still less effective than any of the transformational leadership behaviours).
Contingent reward includes leadership activities such as goal-setting, offering feedback, and
providing rewards for good performance. Contingent reward has been the subject of
considerable research and a meta-analysis conducted by Judge and Piccolo (2004) found
contingent reward was associated with many positive follower outcomes including improved

satisfaction and motivation.

More recently, researchers have suggested that passive management by exception and
laissez-faire leadership should be merged into one higher-order factor (Den Hartog, Van Muijen,
& Koopman, 1997). Active and passive management by exception are often found to be
uncorrelated, or weakly negatively correlated, while passive management by exception and
laissez-faire leadership have been found to have consistent positive correlations (Avolio, Bass, &
Jung, 1999). The combination of these two leadership styles has been conceptualized as
corrective-avoidant leadership (Avolio et al., 1999). Corrective-avoidant leaders display
leadership behaviours that tend to focus on mistakes, avoid involvement, delay responding to
issues, and only become involved with situations if they become serious enough to require

corrective action (Avolio et al., 1999).

Transformational leadership is the most effective and active form of leadership in the Full
Range Leadership model. Since the 1990’s, research on transformational leadership theory has
steadily grown, and over the last two decades this theory has accumulated more research
attention than any other leadership theory (Barling et al., 2010). Transformational leadership

behaviours are broadly defined as behaviours that aim to inspire, empower, and stimulate

14



followers to achieve an enhanced level of functioning (Bass, 1997). Transformational leadership
is conceptualized as being comprised of four behavioural components (or ‘four I’s”), namely:
Idealized influence, Inspirational motivation, Intellectual stimulation, and Individualized

consideration (Bass, 1985).

Idealized influence takes place when leaders act in a way that right, instead of doing what
might be easiest or most convenient. Through the use of idealized influence, leaders engender
the trust and respect of others and act as role models for their followers. The second facet of
transformational leadership behaviour is inspirational motivation, whereby leaders encourage
others to go beyond what they originally thought was possible, and challenge them to pursue
high but realistic standards. Through the demonstration of inspirational motivation, leaders
motivate their followers by providing a compelling vision for the future that is communicated
through stories and symbols. Leaders who utilize intellectual stimulation encourage members to
think for themselves, look beyond previously held beliefs, and create new and innovative
solutions to problems or challenges. Leaders that use intellectual stimulation encourage others to
develop their own strategies to address issues that may arise. Finally, leaders who attend to the
individual needs and abilities of others demonstrate individualized consideration. Individually
considerate leaders act as mentors for their followers, and demonstrate empathy and emotional

support.

Extensive research using a variety of observational and experimental designs has sought
to evaluate the effectiveness and usefulness of transformational leadership in a variety of
settings. Transformational leadership in organizations has been linked to a host of adaptive
outcomes including improved effort (Kirkpatrick & Locke, 1996), higher levels of self-efficacy

(Kark, Shamir, & Chen, 2003), enhanced satisfaction (Hater & Bass, 1988; Koh, Steers, &
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Terborg, 1995), and higher task performance (Howell & Frost, 1989; Kirkpatrick & Locke,
1996; Sosik, Avolio, & Kahai, 1997) among employees. These adaptive outcomes have also
consistently been found to play an important role in military (Bass, Avolio, Jung, & Berson,
2003; Dvir, Eden, Avolio, & Shamir, 2002), sport (Callow, Smith, Hardy, Arthur, & Hardy,
2009; Kent & Chelladurai, 2001), and education (Morton, Keith, & Beauchamp, 2010) settings.
Furthermore, Bass (1997) suggested the effects of transformational leadership generalize across
cultures. While this assertion has been supported by some researchers (e.g., Walumbwa, Orwa,
Wang, & Lawler, 2005), it has also been the topic of some debate (e.g., Zagorsek, Jaklic, &
Stough, 2004). Of particular relevance to this thesis, transformational leadership has been found
to be related to prosocial behaviours among employees (Koh et al., 1995; Podsakoff, MacKenzie,

& Bommer, 1996).

Transformational Leadership and Uninvolved Observers

Although the overwhelming majority of research on transformational leadership has
examined the effects of leader behaviours in relation to the salient cognitive, affective, and
behavioural outcomes of direct reports (i.e., employees and team members that directly report to
a specified ‘boss’), recent attention has also focused on the effects of leadership behaviours
displayed by prominent role models in relation to uninvolved others (or bystanders). In a recent
experimental study, Christie, Barling, and Turner (2011) divided participants into different
experimental conditions where they read short stories about leaders that employed different
leadership behaviours (e.g., transformational, transactional, and laissez-faire leadership

behaviours), and rated their reactions to the leaders and examined these in relation to various
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outcome variables. The manipulation checks in these experiments suggested that the
respondents in the various experimental conditions were able to correctly identify the leadership
style portrayed by the leader in the story. In addition, the results showed participants differed in
their scores for fear of the leader, perception of job insecurity, trust in the leader, satisfaction
with the leader, and reverence for the leader. The results of this study suggest it is possible to
effectively portray different types of leaders in short stories and invoke measurable differences in

outcomes for uninvolved observers.

The present study goes beyond previous research by not just measuring follower
perceptions after reading about various leaders, but actually measuring the prosocial behaviour
of these uninvolved followers. The overall purpose of this research is to test whether written
accounts of leaders employing transformational leadership behaviours can inspire individuals to
act prosocially. In this study, we will first examine whether reading an account of a leader who
displays transformational leadership behaviours will be evaluated by participants as exhibiting
higher levels of transformational leadership than a control condition leader (this first hypothesis

will act as a manipulation check).

Hypothesis 1: Participants exposed to a written account of a leader employing
transformational leadership behaviours will evaluate the leader in the story as exhibiting
higher levels of transformational leadership when compared to participants in the

control condition.
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Prosocial Behaviours (PB)

Prosocial behaviour was a term created by social scientists as an antonym for antisocial
behaviour (Batson & Powell, 2003). Prosocial behaviours are discretionary actions in which a
person helps another (or a group of others), without any direct compensation or reward for
performing that behaviour. Examples of prosocial behaviours include charity-giving, donating
blood, and volunteering. Altruism is another term that is often confused with prosocial
behaviours. However, altruism is defined as a motivational concept (i.e., not a behaviour) and
refers to the “motivation to increase another person’s welfare” (Batson & Powell, 2003, p. 463).
This can be contrasted against egoism which describes the motivation to increase the welfare of

oneself (Maclntyre, 1967).

The desire to understand what drives people to act prosocially was of particular interest in
the early 1900’s. In one of social psychology’s first texts, McDougall (1908) suggested “The
fundamental problem of social psychology is the moralization of the individual by the society
into which he is born as a creature in which the non-moral and purely egoistic tendencies are so
much stronger than any altruistic tendencies” (p. 16). This research question was forgotten for a
few decades before gaining momentum again in the 1960s as researchers strived to understand
shocking incidents of community apathy, such as the famous case of Katherine (Kitty)
Genovese. Kitty Genovese was murdered in the Kew Garden area of Queens, New York. She
was stabbed and assaulted for more than 30 minutes before she eventually died. During the
attack she was heard screaming and the murder was witnessed by 38 of her neighbours although
no one intervened or even called the police for help (cf. Darley & Latané, 1968). On a more
positive note, social scientists were also becoming more interested in understanding the positive

behaviours of Freedom Riders and civil rights workers.
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Researchers have generally approached the question of what leads people to act
prosocially in one of two ways: (a) a variance-accounted-for empirical analysis or (b) the
application and augmentation of existing social psychological theory (Batson & Powell, 2003).
In the variance-accounted-for empirical analysis approach researchers proposed that specific
factors (e.g., situational and dispositional; biological and cultural factors) were the key to
predicting an individual’s prosocial behaviour (e.g., Huston & Korte, 1976; Krebs & Miller,
1985; Piliavin, Dovidio, Gaertner, & Clark, 1981). The application and augmentation of existing
social psychological theory approach considered theoretical perspectives such as social learning,
attribution, tension reduction, esteem enhancement/maintenance, norms and roles, and exchange
or equality. Despite decades of inquiry into the subject, a clear understanding of what causes
people to act prosocially is still not clear, however the body of research on the topic “has raised

the possibility of a multiplicity of social motives” (Batson & Powell, 2003, p. 480).

Organizational Citizenship Behaviours

Organizational citizenship behaviours (OCB) are defined as “those behaviours which are
not formally prescribed, but yet are desired by an organization” (Schnake, 1991, p. 736).
According to Organ (1988), organizational citizenship behaviours can be divided into altruism
and generalized compliance dimensions. Williams and Anderson (1991) presented updated
classifications of the two terms due to the confusion surrounding ‘altruism’, which is a term that
implies a motive to engage in a particular behaviour. The new classifications have received
widespread support and are now referred to as OCB-I (individual), and OCB-O (organization)

(cf. Organ, 1997). OCB-I is described as a behaviour that helps a specific individual, is done by
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choice, and is related to a task or problem within an organization (Organ, 1988). For example, if
a coworker was having trouble with a project, coming to their aid would be an example of OCB-I
because this action helped a specific other, but offered no direct benefit or recognition to the
person providing aid. OCB-O involves behaviours that do not help a specific person in the
organization, but instead indirectly help many other members of the company (Smith, Organ, &
Near, 1983). Although organizational citizenship behaviours have been conceptualized as a
distinct form of prosocial behaviour, for the purposes of this thesis, research outcomes from
studies looking at organizational citizenship behaviours and prosocial behaviour will be
considered collectively as support for the primary outcome variable in this study (i.e., prosocial
behaviour) because all of these terms cover ‘extra-role’ behaviours, which are behaviours that go
beyond a person’s formal role expectations and benefit others, with no formal recognition or

reward for the acting individual.

Although organizational citizenship behaviours are beneficial in and of themselves, these
behaviours have also been linked to additional positive outcomes, particularly in organizations,
including improved commitment, satisfaction, and effectiveness (Kent & Chelladurai, 2001;
Krilowicz & Lowery, 1996; MacKenzie, Podsakoff, & Fetter, 1991; Podsakoff, Ahearne, &
MacKenzie, 1997). As previously discussed, Organ (1988) conceptualized organizational
citizenship behaviours as, “behaviour[s] of a discretionary nature that are not part of employees’
formal [role] requirements, but nevertheless promote the effective functioning of the
organization” (p. 4). It is clear from this definition that Organ believed these behaviours would
enhance organizational effectiveness. In one of the first empirical studies to examine whether
organizational citizenship behaviours were related to organizational effectiveness, Karambayya

(1990) looked at the relationship between work unit performance, satisfaction, and unit
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members’ organizational citizenship behaviours. Eighteen intact work groups were analyzed and
organizational citizenship behaviour ratings were collected from supervisors as well as self-
report ratings of satisfaction obtained from employees. Measures of performance were collected
from key division or department heads. The results suggested that work units that scored high in
performance, had employees that were more satisfied and exhibited more organizational
citizenship behaviours compared to employees in low-performing units. Although this research
was critiqued for its use of subjective measures and the questionable validity of the measures

themselves, it provided the basis for future research.

Building on the work of Karambayya (1990), a series of studies were conducted that
further investigated the relationship between organizational citizenship behaviours and
organizational effectiveness. Four studies, (MacKenzie, Posdakoff, & Ahearne, 1996; Podsakoff
et al., 1997; Posdakoff & MacKenzie, 1994; Walz & Niehoff, 2000) using similar scales, found
that on average, organizational citizenship behaviours accounted for approximately 20% of the
variance in performance quality and quantity, 25% of the variance in financial efficiency, and

approximately 38% of the variance in customer service (Organ, Podsakoff, & MacKenzie, 2006).

In addition, studies conducted by Podsakoff and colleagues identified several
mechanisms that may explain the relationship between organizational citizenship and
organizational effectiveness (Podsakoff & MacKenzie, 1997; Podsakoff, MacKenzie, Paine, &
Bachrach, 2000). Specifically, they proposed organizational citizenship behaviours may
improve coordination between team members, facilitate organizational ability to adapt to
environmental change, boost coworker or manager productivity, attract top employees and
contribute to lower employee turnover. Borman and Motowidlo (1993) suggested that

organizational citizenship behaviours contribute to organizational effectiveness through the
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development of “the organizational, social, and psychological context that serve as the critical
catalyst for task activities and processes” (p. 71). Fostering organizational citizenship
behaviours is crucial for leaders of any organization to cultivate efficient and effective work

environments.

Transformational Leadership and Prosocial Behaviours

Through the use of transformational leadership behaviours, leaders may be able to inspire
followers to engage in prosocial behaviours. Bass (1997) suggested, “transformational leaders
move followers to transcend their own self-interests for the good of the group, organization, or
country” (p. 133). Consistent with this theoretical postulate, research from a variety of contexts
has found when leaders utilize transformational leadership behaviours, this can result in the
engendering of positive outcomes such as prosocial behavioural responses (Kent & Chelladurali,
2001; Koh et al., 1995; Podsakoff et al., 1996; Podsakoff, MacKenzie, Moorman, & Fetter,

1990).

Koh et al. (1995), examined the extent to which transformational leadership behaviours,
as displayed by school principals, were related to elevated indices of organizational citizenship
behaviour, organizational commitment, and other favorable outcomes among school teachers
working in Singapore. The results suggested that transformational leadership, as displayed by
principals, was related to elevated organizational citizenship behaviours, organizational
commitment, and job satisfaction among teachers. More recently, Nguni, Sleegers, and
Denessen (2006), examined the effects of transformational leadership, as displayed by school

principals, on Tanzanian primary school teachers’ job satisfaction, organizational commitment,
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and organizational citizenship behaviour. Consistent with the authors’ hypotheses,
transformational leadership predicted teachers’ job satisfaction, organizational commitment, and
organizational citizenship behaviours above and beyond the effects of transactional leadership.
Taken together, these studies provide valuable evidence for the cross-cultural generalizability of

this model, specifically to societies outside of North America.

In addition to the research by Koh et al. (1995) many other researchers have considered
the relationship between transformational leadership and organizational citizenship behaviours.
Specifically, Podsakoff and colleagues (2000) reported significant positive correlations between
transformational leadership and organizational citizenship behaviours across a number of studies.
Although studies investigating cross-sectional relationships show great promise for the
relationship between leaders’ transformational behaviours and prosocial behaviours among
employees, to our knowledge, no studies have conducted longitudinal or experimental research
to examine the direction of causality between these two variables (i.e., transformational

leadership and prosocial behaviours).

The current study will build on previous research by experimentally testing whether
exposure to a role model exemplifying transformational leadership results in elevated
behavioural responses (prosocial behaviours) among study participants compared to those in a
control group. Unlike previous research where followers had direct relationships with their
leaders, we will test the behavioural outcomes of participants that simply read an account of a
leader employing transformational leadership behaviours rather than directly interacting with that

leader.
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Hypothesis 2: Participants exposed to a written account of a leader exhibiting
transformational leadership behaviours will exhibit improved displays of prosocial

behaviour (i.e., donating more money) compared to participants in the control condition.

Moral Elevation

Historically, research surrounding moral philosophy has primarily focused on moral
reasoning, while research examining moral emotions faced suspicion and skeptism (Solomon,
1993). However, as the ‘cognitive revolution’ gained momentum, the support for investigations
into emotions and other affective responses intensified (Tomkins, 1981). This is clearly
illustrated in a review of journal publications, between 1975-1999, whereby Haidt (2003) found

that the number of articles discussing moral emotions approximately doubled during this period.

Moral emotions can be defined as “those emotions that are linked to the interests or
welfare either of society as a whole or at least of persons other than the judge or agent” (Haidt,
2003, p. 853). Opportunities, changes, or threats to one’s sense of self all contribute to the
human emotional response. To identify an emotion, there are generally five key components to
consider. Normally there is an eliciting event (seeing a friend trip and fall over), a facial
expression (shocked or sad expression), a physiological change (increase of heart rate), a
phenomenological experience (see the friend on the floor trying to stand up), and an action

tendency (help person get back on his/her feet) (Frijda, 1986).

According to Haidt (2003), the extent to which an emotion is classified as moral depends
on the eliciting event and the action tendency. If a parent found out their child was diagnosed
with a rare form of cancer, this could generate an emotion such as sadness. In an alternate
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scenario, if a parent heard about a child in the news with a rare form of cancer, this may generate
an emotion such as compassion. Haidt (2003) suggested, “the degree to which an emotion [is]
elicited by situations that do not directly harm or benefit the self” (i.e., disinterested elicitor) the
more likely it would be a prototypical moral emotion (p. 4). Therefore, in the situation described
above, the feeling of compassion would be a more moral emotion than sadness because it
involved a more disinterested elicitor. The other criteria Haidt (2003) considered to determine if
an emotion was a prototypical moral emotion, was the action tendency. Although emotions do
not always lead to actual actions, they do cause people to enter into a motivational or cognitive
state which leads to a propensity to act in a certain way. Emotions that motivate individuals to
act prosocially are viewed as more moral than emotions that lead to anti-social or self-serving

actions.

One positive moral emotion that has recently attracted the attention of researchers is
elevation. Witnessing acts of extraordinary moral excellence are theorized to lead to a state of
elevation (which is often referred to as moral elevation) (Haidt, 2000). Moral elevation is the
term is used to describe a positive or uplifting emotion experienced when one witnesses another
person performing exemplary moral behaviour. Haidt (2003) proposed the experience of moral
elevation does not always result in a specific action, but it does create a mindset that increases
the tendency to engage in prosocial actions. In the subsequent section, the similarities of

transformational leadership behaviours and moral exemplars are considered.
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Transformational Leadership and Moral Elevation

The relationship between transformational leadership behaviours and moral elevation of
subordinates has yet to be explored. However, it is hypothesized that some of the dimensions of
transformational leadership may lead to a state of moral elevation in followers. The leadership
behaviours of idealized influence and inspirational motivation both focus on behaviours that
encourage leaders to act as role models. Observers may experience moral elevation if these role

models exhibit behaviours of moral excellence.

In studies by Silvers and Haidt (2008) and Schnall, Roper, and Fessler (2010),
participants viewed a video clip from The Oprah Winfrey Show in which music teachers who
acted as role models and mentors for students were showcased and thanked by their students. In
both studies, participants in the intervention condition scored significantly higher in measures of
moral elevation compared to control participants. These findings provide support for the ability
of exceptional leaders to stimulate moral elevation in followers. Stories of other well-known
leaders such as Mahatma Gandhi, Mother Theresa, or Nelson Mandela may also create similar
feelings of moral elevation in observers through their examples of extraordinary moral
excellence. These leaders encouraged positive change among their followers, consistent with

what would be expected of individuals who experience moral elevation.

In transformational leadership theory, many of these exemplary behaviours are described
as part of the four I’s. For example, leaders that display behaviours consistent with idealized
influence look beyond their own self-interests when making decisions and act in a way that is
best for others (Bass, 1985). In addition, leaders that employ behaviours reflective of

inspirational motivation encourage others to go beyond what they and their peers originally
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thought was possible, and challenge them to pursue high but realistic standards (Bass, 1985).
Through inspirational motivation, leaders motivate their followers by providing a vision for the
future that is communicated through stories, symbols, and recounts of personal experiences.
Therefore, it is hypothesized that leaders who use transformational leadership behaviours, will

engender moral elevation in observers.

Hypothesis 3: Participants exposed to a written account of a leader employing
transformational leadership behaviours will report higher levels of moral elevation

compared to participants in the control condition.

Moral Elevation and Prosocial Behaviours

In recent years there has been a substantive shift in social psychology research to a
greater focus on ‘positive psychology’ (Seligman & Csikszentmihalyi, 2000), and with this shift
there has been a substantial increase in the number of researchers investigating positive moral
emotions and prosocial behaviours. In one of the first research endeavours of its kind, Haidt,
Algoe, Meijer, Tam, and Chandler (2000) conducted a study that examined whether moral
elevation could fit into the framework of a basic emotion as described earlier by Frijda (1986)
(i.e., a basic emotion includes an eliciting event, facial expression, physiological change,
phenomenological experience, and action tendency). In their study, by simply exposing
participants to stories of kindness or charity, subjects reported feeling deeply moved.
Specifically, when observers experienced moral elevation, they described a “distinctive feeling
in the chest of warmth and expansion” (Haidt, 2003, p. 864), admiration and affection for the

person displaying these behaviours, and a desire to become a better person themselves. After
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experiencing moral elevation in the study, participants were asked to write about their life goals.
The researchers found that participants in the moral elevation condition were more likely to
express the desire to donate to charity, help others, and partake in other prosocial actions when

compared to the control group (Haidt et al., 2000).

Building on this preliminary research, Algoe and Haidt (2009) conducted a series of
studies using recall, video induction, an event-contingent diary, and letter-writing methods to
induce moral elevation. In their studies, the elevation-inducing conditions led to “higher reports
of motivations to do good things for other people, become a better person oneself, and emulate
the virtuous role model more generally” (Algoe & Haidt, 2009, p. 123). Schnall et al. (2010)
found additional empirical support for this hypothesis. In their study, participants in the
intervention condition viewed a moral elevation eliciting short film-clip. Upon completion of the
study, participants were offered the opportunity to help the researcher by completing an
ostensibly unrelated additional study. If participants agreed to participate in the second study,
they were seated at a table and given 85 elementary math problems (which were deliberately
tedious and lengthy), and reminded that they were free to stop at any time. Schnall and
colleagues found participants in the moral elevation inducing condition helped the researcher for
a longer period of time, compared to those in the control group. Haidt (2003) suggested the
experience of moral elevation could function as a moral reset button for the individuals involved

and result in a ripple effect of prosocial actions.

Building on the research by Haidt and colleagues, Freeman, Aquino, and McFerran
(2009) conducted three studies to examine the effects of the moral elevation experience on
donations to charitable organizations. The researchers found both videos and written stories

successfully elicited a state of moral elevation. Furthermore, this elevation state led participants
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who would be unlikely to donate due to a social dominance orientation, identified as “White,
Caucasian, Anglo, or European American, not Hispanic” to donate to a black-oriented charity
(Freeman et al., 2009, p. 75). Social dominance orientation is a measure of an individual’s
preference for a group-based hierarchy that often involves discrimination of the ‘inferior’ group
and domination by the ‘superior’ group (Sidanius & Pratto, 1999). In their study, Freeman et al.
utilized the multidimensional conceptualization of social dominance developed by Jost and
Thompson (2000) that included support for group-based dominance and opposition to equity.
Interestingly, in the research by Freeman et al. (2009), the state of moral elevation was found to
neutralize the effects of group-based dominance. This neutralization effect was not present in
the control condition. In the control condition, participants’ donation amount decreased as
perceived group-based dominance increased. However, in the intervention condition, donation

behaviour was unaffected by scores on group-based dominance measures (Freeman et al., 2009).

More recently, in a series of studies by Aquino, McFerran, and Laven (2011), participants
reported having more positive views of humanity and a stronger desire to be a better person after
experiencing moral elevation (reading about an act of uncommon goodness) when compared to
participants in the control condition (that read about a positive situation that did not induce moral
elevation). The participants in the moral elevation condition also donated more to a charity for
previously incarcerated Canadian First Nations which is particularly noteworthy because the
participants (i.e., Canadian undergraduate students) were unlikely to socially identify with the
recipients of this charity, and it is improbable that the former criminal offenders generated a
significant sympathy response. Based on these findings, in the current study it was hypothesized

that moral elevation will be positively related to prosocial behaviour. In addition, we expect
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moral elevation will mediate the relationship between transformational leadership and prosocial

behaviour.

Hypothesis 4: There will be a positive relationship between moral elevation and

prosocial behaviour.

Hypothesis 5: Participants in the transformational leadership condition will display
more prosocial behaviour than students in the control condition, and this behaviour will

be partially mediated by moral elevation.

Trust

Trust is among the most frequently researched constructs in organizational and
management literature (Bunker, Alban, & Lewicki, 2004). Numerous definitions of trust have
emerged, and depending on the research question, researchers have described trust as “a
relatively unchanging trait, a process, or an emergent state” (Burke, Sims, Lazzara, & Salas,
2007, p. 607). For the purposes of this thesis, trust is defined as “a psychological state
comprising of the intention to accept vulnerability based upon positive expectations of the

intentions or behaviours of another” (Rousseau, Sitkin, Burt, & Camerer, 1998, p. 395).

Trust has been linked to a host of adaptive outcomes including improved levels of
perceived satisfaction with and effectiveness of a leader (Bass, 1990; Hogan, Curphy, & Hogan,
1994), decreased turnover in organizations (Dirks & Ferrin, 2001, 2002), improved group
(organizational) performance (Dirks, 1999), and most importantly for this study, increased

discretionary behaviours such as organizational citizenship behaviours (Konovsky & Pugh,
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1994; Podsakoff et al., 1996; Podsakoff et al., 1990). As a result, many researchers have
endeavoured to identify what mechanisms foster the development of trust in leadership as well as
classify the moderators of this relationship (Burke et al., 2007). However, despite the wealth of
information examining this interpersonal variable, research in this field remains extremely

fragmented (McEvily, Perrone, & Zaheer, 2003).

The conceptualization of trust can be broken down into three dimensions (Dietz & Den
Hartog, 2006). First, trust can be considered a belief or set of beliefs that leads a person to
expect that the other person’s actions will benefit (rather than harm) himself. This dimension of
trust involves “a complex compilation of judgements by the trustor on different characteristics of
the trustee” (Dietz & Den Hartog, 2006, p. 560). The trust belief can develop from a reflection
of one’s relationship with the other, and an assessment of the person’s ‘trustworthiness’.
However, it is important to note that trust and trustworthiness are two distinct concepts (Mayer,
Davis, & Schoorman, 1995). ‘Trusting’ is something an individual does, whereas
‘trustworthiness’ is a quality someone possesses, but may or may not lead to actual trusting
behaviour (Dietz & Den Hartog, 2006). This leads to the second dimension of trust, ‘a decision’.
This occurs when the trustor not only sees the other party as trustworthy, but actually intends to
act upon this belief (Huff & Kelley, 2003). Clark and Payne (1997) describe this as “a process
model where the decision to trust is based on an underlying subjective base of trust which
conditions the intention to trust” (p. 217). The final stage of trust involves the actual trusting
action. Although there are many trust-informed behaviours proposed by a multitude of authors
(e.g., Costa, Roe, & Taillieu, 2001; Mayer et al., 1995), Gillespie (2003, 2004) has proposed
conceptualizing them in terms of two broad categories of ‘reliance’ (i.e., a leader providing the

subordinate with increased control or decision-making ability) and ‘disclosure’ (i.e., a leader
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sharing confidential or privileged information with the subordinate). The content of the first
dimension of trust, the trust belief, is most widely studied (Dietz & Den Hartog, 2006).

Similarly, in the current study, the trust belief observers hold about the leader will be measured.

Transformational Leadership and Trust

Significant relationships between specific transformational leadership behaviours and
trust have been recorded in multiple studies (Conger, Kanungo, & Menon, 2000; Dirks & Ferrin,
2002; Jung & Avolio, 2000; Podsakoff et al., 1996). Recently, Burke et al. (2007) conducted a
review to create an integrative model of trust in leadership. This model identified the theorized
mechanisms involved in the creation of trust as well as the outcomes of trust. In developing this
model, the authors drew from literature in management, organizational and leadership domains.
In accordance with earlier work by Mayer et al. (1995), which identified three broad factors that
lead to trust, the model by Burke et al. (2007) included ability, benevolence, and integrity as
antecedents of trust (see Figure 4). Burke and colleagues suggested “the predominant number of
antecedents proposed within the larger literature base are argued to fall within one of the above
three categories” (p. 613). Although Burke et al. (2007) identified transformational leadership as
one source of leader benevolence, many of the behaviours outlined across the other two

categories also align with transformational leadership behaviours.
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Figure 4: Excerpt from the integrated multi-level framework for understanding sources of trust
in leadership (Burke et al., 2007, p. 613)

The first category of antecedents the authors present is ‘ability’. Ability is further
delineated into two categories: setting compelling direction and creation of enabling structure.
Transformational leaders generate a compelling direction through displays of idealized influence
by creating and disseminating values, organizational purpose, and mission statements. Enabling
structure includes leader behaviours that provide adequate resource allocation, promote
functional norms, and generate effective work teams (Hackman, 2002). Similar to the
description of leaders that employ behaviours aligned with intellectual stimulation in
transformational leadership theory, leaders who encourage the development of functional norms
foster “team adaptability, self-correction and learning, and open communication” (Burke et al.,

2007, p. 615).

The second category of antecedents described by Burke et al. (2007) is ‘benevolence’.

Benevolence was defined by Mayer et al. (1995) as “the extent to which a trustee is believed to
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want to do good for the trustor, aside from an egocentric profit motive” (p. 718). Within
transformational leadership theory, behaviours consistent with idealized influence and
individualized consideration encompass many aspects of benevolence. A leader exhibiting
behaviours consistent with idealized influence would look beyond personal self-interest and
immediate reward to do what is right in the long-term and for all involved. Individualized
consideration includes leader behaviours that focus on supporting, mentoring and developing
followers while appreciating individual needs and desires. Burns (1978), one of the first
researchers to discuss the notion of transformational leadership, suggested that transformational
leader behaviours focus on motivating followers’ needs for achievement to ultimately attain self-
actualization. As a result, Burke et al. (2007) suggest, “it should come as no surprise that the
behaviours that fall within this style of leadership [transformational leadership] may be viewed

by followers as indicators of leader's benevolence” (p. 616).

The final category of antecedents in the integrative model of trust is ‘integrity’. This is
subdivided into accountability, perceptions of justice, and value congruence (Burke et al., 2007).
Mayer et al. (1995) defined integrity, in relation to trust, as “the trustor’s perception that the
trustee adheres to a set of principles that the trustor finds acceptable” (p. 719). Specifically,
accountability within organizations is described as the mutual belief that individuals will conduct
themselves in a particular manner. Burke et al. (2007) suggested that leaders who demonstrate
accountability are likely to be perceived as engendering higher levels of integrity and as a result,
invoke higher levels of trust from their subordinates. Another source of integrity described in the
integrative model of trust, value congruence, is described as the similarity of values between
leaders and followers. According to Govier (1997), value congruence is a crucial element of

interpersonal trust.
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Behaviours consistent with idealized influence (in the transformational leadership
framework), include leaders being personally accountable for their actions and leading by
example. Similar to the description of accountability and value congruence in the integrative
model of trust, leaders employing behaviours consistent with idealized influence will operate
based upon values and expectations that are shared by subordinates. In a study by Jung and
Avolio (2000), the relationship between transformational leadership, follower trust in the leader,
and value congruence were examined. The results of this study provided empirical support for
the relationship between these variables. Specifically, transformational leadership was found to
be positively related to both value congruence (r = .50) and trust in the leader (r =.57). Ina
subsequent meta-analysis, Dirks and Ferrin (2002) provided further support for these findings
with a strong positive relationship between transformational leadership and trust (r = .72). Based
on the similarities between dimensions of transformational leadership and sources of trust we
expect participants in the transformational leadership condition will report higher levels of trust

compared to participants in the control condition.

Hypothesis 6: Participants exposed to a written account of a leader employing
transformational leadership behaviours will report higher levels of trust in the leader

compared to participants in the control condition.

Trust and Prosocial Behaviours

Scholars have presented many explanations for how trust is formed, and now a growing
interest has developed around the process through which trust influences group outcomes (Dirks

& Ferrin, 2002). One outcome that is of particular interest for workplace settings is
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organizational citizenship behaviours. Organizational citizenship behaviours are very important
to the success of an organization, as they include behaviours that are not explicitly outlined by

the job description.

Researchers have discussed the importance of social exchange theory in understanding
the outcomes of trust in leadership (e.g., Konovsky & Pugh, 1994; Settoon, Bennett, & Liden,
1996; Whitener, Brodt, Korsgaard, & Werner, 1998). Konovsky and Pugh (1994) hypothesized
that followers who feel that they are being treated with fairness and trust, may feel more
compelled to spend time and effort on tasks within their job description, as well as engage in
tasks that go above and beyond their prescribed duties. Observational studies by Ferres,
Travaglione, and Connel (2002) and Pillai, Schriesheim, and Williams (1999) provided further
support for this assertion. Both of these studies found positive associations between fair and

trusting leader behaviours and follower organizational citizenship behaviours.

In an observational study by Podsakoff and colleagues (1990), direct effects between
transformational leadership, trust, and organizational citizenship behaviours were tested. The
researchers found that transformational leadership predicted trust, and trust predicted
organizational citizenship behaviours. Furthermore, trust acted as a mediator of the relationship
between transformational leadership and organizational citizenship behaviours. These findings
are consistent with a review by Yukl (1989) where he noted that the trust and respect garnered by

transformational leaders is a major motivator for followers to perform beyond expectations.

As discussed earlier, organizational citizenship behaviours involve actions that benefit
others and are not mandated by a job description. Therefore, studies investigating the

relationship between trust and organizational citizenship behaviours provide evidence for a
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similar relationship between trust and prosocial behaviours. In the current study it is
hypothesized that trust will be positively related to prosocial behaviour and, in addition, trust will
mediate the relationship between transformational leadership and prosocial behaviour (see Figure

).

Hypothesis 7: There will be a positive relationship between trust in the leader and

prosocial behaviour.

Hypothesis 8: Participants in the transformational leadership condition will display
more prosocial behaviour than participants in the control condition, and this behaviour

will be partially mediated by trust in the leader.
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Figure 5: Proposed model linking transformational leadership to trust, moral elevation, and
prosocial behaviour.



Chapter Two: Methods

Participants

This study involved a sample of 76 female undergraduate students from The University
of British Columbia (UBC) (Mean age = 20.55, SD = 2.04; Mean year of study = 2.93, SD =
1.12). Participants were eligible to participate in the study if they were female, UBC
undergraduate students, and fluent in English. Only female participants and female researchers
were involved in the study to avoid introducing any additional variables that could influence
behaviour. In previous studies of donating behaviour by Eckel and Grossman (1998), women
were found to donate twice the amount of men. Furthermore, it is possible that participants
would donate differently depending on the gender of the individual asking for money (the
researcher). The demographic characteristics of this sample, including age, year of study, and

ethnicity, are displayed in Appendix A.

Procedures

Before conducting the study, ethical approval from the UBC Behavioural Research Ethics
Board was obtained. Participant recruitment and data collection took place during September
and October 2011. Initial contact with participants was made through poster advertisements
displayed throughout the UBC Vancouver campus. Students were encouraged to email the
researcher if they wanted to participate in the study, and as an incentive were offered $10 for
their participation. Once a student emailed the researcher expressing interest, an email was sent
back to the potential participant with the information letter (containing the purpose and nature of
the study; see Appendix B) and an online sign-up link. Participants were subsequently invited

39



(by the researcher) to the lab to take part in the study and to provide their informed consent (see
Appendix C). Each participant completed the study on their own (i.e., without other participants
present). Next, participants were invited to complete the questionnaire package. Embedded
within the questionnaire package was one of two vignettes, that was assigned by random
allocation, that corresponded to the two experimental conditions (transformational leadership
versus control). Embedding the vignettes into the questionnaire package in this way allowed the

researcher to be blinded to the study condition (thus, the study involved a double-blind design).

Upon completion of the questionnaire, the researcher thanked the participant for her time,
and gave her $10 for participating in the study (given in $1 coins). Next, the researcher excused
herself from the room, ostensibly to photocopy some papers for the participant. Just before the
researcher left, she mentioned that the lab is collecting money for a non-profit organization, the
Canadian Red Cross, and mentioned ‘it would be great if you would donate some money, but
also fine if you don’t’. The researcher pointed to a jar in the room with information about the
organization and a slot for money on the top (see Appendix D). The researcher left and closed
the door, to leave the participant alone for 1 minute. When the researcher returned, she fully-
explained the deception procedures used in the study, provided a copy of the debriefing form
(see Appendix E), answered any additional questions, and offered the participant the opportunity
to have any money that was previously donated to be returned. Specifically, participants were
informed that if they donated any money to charity, the money would be donated on their behalf;
however, if the participants wanted this money back, the researcher would return it to them. In
addition, participants were given the opportunity to retroactively withdraw their

consent/involvement in the study.
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Experimental Manipulations

The hypotheses regarding transformational leadership and prosocial behaviours were
tested using a two-group post-test only design with one experimental group and one control
group. The experimental group read about a leader that demonstrated transformational
leadership behaviours (highly effective), while the control group read about a corrective-avoidant
(less effective) leader (see Appendix F). Both vignettes were written by the researcher to reflect
identical political situations, were matched for length, and only differed in the behaviours

displayed by the leader.

Measures

Demographics. Demographic information was gathered to provide information about age,
birthplace, ethnicity, year of study, and program of study. In addition, the participants were
provided with a questionnaire package that included measures of transformational leadership,
trust, and moral elevation. Finally, a behavioural measure of prosocial behaviour (charity-

giving) was assessed.

Transformational Leadership. Perceptions of transformational leadership were measured using
a modified version of the Global Transformational Leadership scale (GTL) (Carless, Wearing, &
Mann, 2000). This instrument was originally developed as a measure for transformational
leadership in organizational research based on Bass and Riggio’s (2006) transformational
leadership theory. This instrument was designed to assess seven transformational leadership
behaviours (communicates a vision, develops staff, provides support, empowers staff, is
innovative, leads by example, and is charismatic) using a 5-point response format anchored at 1
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(Rarely or Never) and 5 (Very Frequently, if not Always). The questions were preceded by the
amended referent, ‘The leader in question...’. Exemplar questions included ‘Communicates a
clear and positive vision of the future’ (Vision), ‘Treats followers as individuals, supports and
encourages their development’ (Follower Development), ‘Encourages thinking about problems
in new ways and questions assumptions’ (Innovative Thinking), and ‘Is clear about his/her
values and practices what he/she preaches’ (Leads by Example). Previous research has provided
strong evidence for the internal consistency of this instrument (o of >.93; Carless et al., 2000).

In the current study, the transformational leadership measure demonstrated sound internal

consistency (o = .95).

Trust. Trust of the leader was measured using the trust scale developed by Robinson (1996).
This 7-item instrument was originally created to examine trust within organizations (between
employers and staff). Items in this instrument were anchored on a 5-point scale by 0 (strongly
disagree) and 5 (strongly agree). Exemplar items included ‘I believe this person has high
integrity’, ‘This person is not always honest and truthful” (reverse scored), and ‘This person is
open and upfront with others’. Measures derived from this instrument have been found to
display evidence of acceptable internal consistency (o = .87) based on Nunnally’ (1978) criteria
for acceptable internal consistency within psychological studies (Dietz & Den Hartog, 2006;
Robinson, 1996). In this study, the trust measure demonstrated good internal consistency with a

Cronbach alpha of .84.

Moral Elevation. Moral elevation is conceptualized as being multidimensional (Haidt, 2000,

2003). In this study, the emotional component and the desire to be a better person were assessed
(Freeman et al., 2009). The emotional component was preceded by the question, ‘How much do
you feel the following emotions after reading the article’. This measure consisted of four words,
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‘Compassion’, ‘Inspired’, ‘Awe’, and ‘Admiration’, each rated on a 5-point scale ranging from 1
(Not at all) to 5 (Very Much). The desire to be a better person component included a six item
measure: “I want to be more like the person in the article”, “The person in the article has shown
me how to be a better person”, “I am going to try to follow the example set by the leader in the
article”, “I need to do more to help other people”, “I can learn a lot from the person in the
article”, “The person in the article is my new role model.” Participants were asked to ‘Please rate
the extent to which you had (or are still having) these thoughts while/after reading the article...’
based on a 5-point likert scale where 1 = Never and 5 = Always. Both moral elevation measures
have been found to display acceptable reliability and validity in previous studies with similar
populations (Aquino et al., 2011; Freeman et al., 2009). In the current study, both the emotional
component of moral elevation and the desire to be a better person, displayed sound internal

consistency with Cronbach Alpha scores of a = .87 and o = .89 respectively.

Prosocial Behaviour (donation to charity). An objective measure of prosocial behaviour was
measured through donation behaviour. As outlined in the procedures, upon completion of the
questionnaire package, participants received a payment of $10 in $1 coins. Shortly thereafter,
ostensibly unrelated to the current study, participants were invited to donate to the non-profit
organization, the Canadian Red Cross. At the end of each session, the amount the participant
donated was counted and recorded at the bottom of their questionnaire package and coded

dichotomously as donated versus not donated.
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Data Analysis

Preliminary analysis screened the data for entry errors, missing values, and outliers. In
cases where partial missing data (i.e., less than 50% per scale) were found, within-person mean
substitution was utilized by manually entering the calculation into composite scores (Hawthorne
& Elliott, 2005). This method ensures a more conservative estimate of internal consistency
(Hawthorne & Elliott, 2005). Descriptive statistics were calculated for all study variables and
analysis of internal consistency was conducted for each scale. Skewness and kurtosis values
were analyzed to determine univariate normality. Assumptions of linearity, normality,
independence, and homoescedasticity were assessed to ensure proper use of parametric statistics.
Bivariate correlations between all study variables were calculated to determine patterns of
associations. Finally, independent-samples t-tests and a chi-square test for independence (in a
case where the assumptions for parametric statistics were not satisfied) were conducted between
the two experimental conditions to compare the mean score on each of the variables'. A
Bonferroni correction was used to minimize the likelihood of a family-wise (Type I) error (o <

.017) (Tabachnick & Fidell, 2007).

Mediation analysis was conducted to gain a deeper understanding of possible
mechanisms through which the independent variable (transformational leadership) predicted the

dependent variable (donation behaviour). Mediating variables are commonly used in

! Multiple independent-samples t-tests were conducted because the primary research question
focused on the extent to which the treatment condition affected each of the criterion variables
(i.e., moral elevation, trust, and prosocial behaviour). That is, the study was concerned with
group differences between intervention and control conditions for each of the criterion variables.
A MANOVA would not be appropriate because there is no theoretical basis to expect a general
latent variable to represent transformational leadership, moral elevation, trust, and prosocial
behaviour as a whole (Huberty & Morris, 1989).
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psychological theory and research, and although many tests of mediation exist, Baron and
Kenny’s (1986) causal steps approach is the most widely used in the social sciences. According
to the causal steps approach, in order for mediation to be present four conditions must be
satisfied (see Figure 6). First, a significant relationship must exist between the independent
variable and the dependent variable (path c). Second, the independent variable must
significantly predict the hypothesized mediating variable (path a). Third, the proposed mediator
must significantly predict the dependent variable when controlling for the independent variable
(path b). Fourth, when controlling for the mediating variable, the relationship between the
independent variable and the dependent variable becomes either zero (complete mediation) or
decreases by a non-trivial amount (partial mediation) (path ¢’). Despite the popularity of this
method of testing mediation, the causal steps approach has been criticized for many weaknesses.
This approach is among the lowest in statistical power among mediation analyses?, it is not able
to actually quantify the intervening effect, it involves many steps and hypothesis tests, and it
cannot assess models involving multiple mediation (Fritz & MacKinnon, 2007; Hayes, 2009;

MacKinnon et al., 2002).

2 Studies using causal steps methods are most likely to accept the null hypothesis and thus
increase the likelihood of a Type Il error. Other mediation analyses, such as the distribution of
the product method, display greater statistical power (MacKinnon, Lockwood, Hoffman, West,
& Sheets, 2002).

45



ﬂirect Effect \

X > Y

Meditation Effect

Figure 6: Baron and Kenny’s (1986) causal steps approach

In the causal steps approach proposed by Baron and Kenny (1986), the authors measure
the degree of mediation (indirect effects) by considering the direct relationship between the
independent variable and the dependent variables (¢ — ¢’ pathways). However, the indirect effect
can also be found by calculating the product of a*b. Although ¢ - ¢’ is considered equivalent to
a*b pathway, it is easier to test the significance of a*b because the former is drawn from two
separate models whereas the latter is drawn from a single model (Rucker, Preacher, Tormala, &
Petty, 2011). In addition, by computing the a*b pathway, the researcher is able to gain a deeper
understanding of the magnitude of mediation. When employing the causal steps approach, the
researcher is only able to ascertain whether partial or full mediation has taken place through the
analysis of the direct relationships between the independent and dependent variables. Finally, in
the causal steps approach, the significance testing of X->Y (condition 1 in the causal steps

approach) is considered critical for testing mediation. However, Kenny, Kashy, and Bolger
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(1998) along with other more recent works suggest that one may want to test for mediation even
in the absence of this direct relationship (Shrout & Bolger, 2002). It is possible that significant
indirect effects can be detected even when c is not statistically significant (Frazier, Tix, &
Barron, 2004; Rucker et al., 2011). One example of this scenario would be if there were multiple
mediators emitting inconsistent effects that may cancel each other out. Although it would appear
there is a non-significant intervention effect, when including the mediators into the analysis, this
may not actually be the case. For many of the reasons highlighted above, it is becoming
increasingly common to perform the single a*b test rather than following the causal steps

method.

In the current study, the mediation models were conducted using Mplus 6.11 with
simultaneous multiple path analyses to examine the mediation models for each mediator
separately, where transformational leadership was the predictor variable, prosocial behaviour
(donating) was the outcome variable, and moral elevation was the mediator in model 1 and trust
was the mediator in model 2 (see Figure 7). Mediation analyses were based on probit model
which allows for the dependent variable to be dichotomous with 0 indicating no donation, and 1
indicating donation. A bias-corrected 95% confidence interval was calculated based on
bootstrapping with 5000 samples. “Bootstrapping provides the most powerful and reasonable
method for obtaining confidence limits for specific indirect effects under most conditions”
(Preacher & Hayes, 2008, p. 886). This approach is superior to the point estimates strategy
because it does not assume normality of the sampling distribution. In this study, the
bootstrapping method was used to assist in the interpretation of the findings from the two

mediation models.
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Figure 7: Path diagram of mediation models. (Note: TL = Transformational Leadership, ME =

Moral Elevation, TR = Trust and PB = Prosocial Behaviour)
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Chapter Three: Results

Preliminary Analysis

Prior to performing the main analysis, data were screened for missing data, data entry
errors, and outliers. Within-person mean substitution was used to replace the single missing

value for participant #8 in the trust measure (n = 1). Univariate outliers were detected through

the examination of histograms and Z-scores. Participants with a Z-score of +/- 3.29 (n = 1) were

identified as potential univariate outliers (Tabachnick & Fidell, 2007). The participant with a

univariate outlier was not removed because her response did not appear atypical. Multivariate

outliers were assessed by inspecting the Mahalanobis distances (Tabachnick & Fidell, 2007). |

the current study, none of the Mahalanobis distances were greater than ¥ (6) = 22.458 (p <
.001); therefore no multivariate outliers were identified. Thirteen participant responses were
omitted from the analysis of prosocial behaviour because they indicated that they were very
aware of the deception procedures and had read about similar studies in the past. Therefore it
was concluded that they were unable to provide an unbiased prosocial behaviour response.
However, their responses for moral elevation and trust were included in the analysis because

these aspects of the experiment were completed before the deception procedures were used.

Descriptive Statistics

Descriptive statistics for all continuous measures were computed and are presented in
Table 1 and Table 2. Analyses of bivariate correlations indicated that the two moral elevation

measures were highly correlated, r(74) = .79, p < 0.01. As a result of the high correlation

n
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between the measures that were designed to assess the same higher-order variable (i.e., moral
elevation), a composite measure of moral elevation was used in the study. Due to the use of a
single moral elevation variable, multicollinearity diagnostics were not examined. Bivariate
correlations between all continuous study variables for the control and intervention groups were

calculated (see Table 3 & Table 4).
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Table 1: Summary of descriptive statistics for all study variables

Range M(SD) Skewness Kurtosis
Control Intervention Control Intervention Total Control Intervention Total
Sample Sample

Transformational 1-7 1.98(.52) 4.30(.62) .49(.38) -1.89(.38) .01(.28)  .47(.75) 4.63(.75) -1.63(.55)
Leadership

Trust 1-7  3.14(59) 4.04(59) .23(.38) -1.15(.38)  -.22(.28) .36(.75) 1.10(.75)  -1.00(.55)
Moral Elevationl 1-5 1.82(.61) 3.61(.73) .56(.38) -.75(.38)  .10(.28) .05(.75)  .60(.75)  -1.24(.55)
Moral Elevation2 1-5 2.13(63) 3.32(.66) .73(.38) -.68(.38)  .04(.28) .96(.75)  .17(.75)  -1.06(.55)
Moral Composite 1-5 1.98(.56) 3.47(.60) .55(.38) -1.34(.38)  -.05(.28) .02(.75) 1.98(.75) -1.36(.55)
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Table 2: Summary of donating

Amount Frequency Percent Frequency Percent
Intervention Control

$0.00 13 44.8 18 52.9
$0.01 1 3.4 0 0
$0.02 1 3.4 1 2.9
$0.12 0 0 1 2.9
$0.15 0 0 1 2.9
$0.30 0 0 1 2.9
$0.50 1 3.4 0 0
$1.00 8 27.6 9 26.5
$1.20 1 3.4 0 0
$2.00 3 10.3 1 2.9
$3.00 0 0 2 59
$5.00 1 3.4 0 0




Table 3: Summary of intercorrelations for scores of all continuous study variables for control
condition

1 2 3
Control
1. Transformational Leadership -
2. Moral Elevation 69** -
3. Trust 31 .25 -

** Denotes p < .01 (2-tailed)

Table 4: Summary of intercorrelations for scores of all continuous study variables for
transformational leadership condition

1 2 3
Intervention
1. Transformational Leadership -
2. Moral Elevation B4** -
3. Trust A2** 59** -

** Denotes p < .01 (2-tailed)
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Main Analyses

The first hypothesis examined the difference in perceptions of transformational
leadership between the two experimental conditions (control vs. intervention). It was expected
that participants in the intervention condition would rate the leader as significantly more

transformational than participants in the control condition (hypothesis 1).

There are three main assumptions for independent t-tests: (1) observations within each
sample are independent, (2) the samples are normally distributed, and (3) the samples must have
equal variances. In the current study, the intervention condition had a kurtosis value of 4.63 and
therefore did not meet the second criteria, normal distribution. If a sample is perfectly normal,
kurtosis values would be zero. Although this is rarely the case in social sciences research,
kurtosis values of +/- 1 are considered very good, and +/- 2 are usually acceptable. However, the
assumption of normal distribution is less important than the other two assumptions (Gravetter &
Wallnau, 2011). Therefore, in the current study independent samples t-tests were used because
the samples were independent, the sample size was large (n = 76), and the samples satisfied the

Levene’s test for equality of variance (F = 0.158, p = .692).

Hypothesis 1. An independent samples t-test was conducted to compare the
transformational leadership scores for the two conditions. As expected, participants in the
intervention condition rated the leader as exhibiting more transformational leadership behaviours
(M =4.30, SD = 0.62) than the control condition (M = 1.98, SD = 0.52). This difference was

statistically significant t (74) = -17.643, p <.001 (two-tailed). The magnitude of the differences
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in the means (mean difference = -2.32, 99% ClI: -2.67 to -1.98) was large® (Cohen’s d = 4.1)

(Cohen, 1988).

The next hypothesis examined the difference in the main outcome variable, donating
behaviour, between the two experimental conditions. It was expected that participants in the
intervention condition would donate more often than participants in the control condition
(hypothesis 2). All of the assumptions for non-parametric statistics were met (i.e., random

sampling and independent observations).

Hypothesis 2. A Chi-square test for independence (with Yates Continuity Correction)
indicated no significant differences between the two experimental conditions in terms of
donating behaviour, 2 (1, n = 63) = .15, p = .70, with a very small effect of phi = .08. This

result does not provide support for hypothesis 2 in this study.

Moral Elevation as a Mediator of the Relationship between Transformational Leadership and

Prosocial Behaviour

The next three hypotheses were based around the mediating variable, moral elevation.
Before mediation analysis was conducted, an independent t-test was examined to determine if
differences in scores for moral elevation were found between the two conditions. All

assumptions for independent samples t-tests were met.

% Cohen (1988) suggested widely accepted guidelines for what values represent small effects (d =
0.2), medium effects (d = 0.5), and large effects (d = 0.8).
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Hypothesis 3. Moral elevation scores for the two conditions were compared by an
independent t-test. Consistent with the hypothesis, participants in the intervention condition
scored higher in moral elevation (M = 3.46, SD = 0.60) than the control condition (M = 1.98, SD
=0.56). This difference was statistically significant t (74) = -11.16, p < .001 (two-tailed). The
magnitude of the differences in the means (mean difference = -1.49, 99% CI: -1.84 to -1.14) was

very large (Cohen’s d = 2.58) (Cohen, 1988).

Hypotheses 4&5. Path analysis using Mplus 6.11 was used to look at the relationship
between transformational leadership and prosocial behaviour as well as the mediating effect of
moral elevation. The model is just-identified (i.e., saturated) and model fit is perfect hence

model fit indexes are not reported here.

Several path analyses were conducted simultaneously and the results of the mediation
analysis are presented in Table 5 and Figure 8. Using path analyses, transformational leadership
positively predicted participant moral elevation ( = 0.646, p < .001). However, prosocial
behaviour was not significantly predicted by transformational leadership ( = -0.151, p = .560) or
moral elevation ( = 0.434, p =.220). The mediation effect of moral elevation was non-
significant (f = 0.280, p =.221, 95% CI = -0.225 — 0.700). Therefore, evidence was not found

for both hypotheses 4 and 5.
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Table 5: Moral elevation as a mediator of the relationship between transformational leadership
and prosocial behaviour

Bootstrapped

Variables Estimate SE p 959 CI

Path a

(Outcome: Moral Elevation)

Predictor: Transformational Leadership 0.646 0.036 <.001 0.576-0.714
Path b and ¢’

(Outcome: Prosocial Behaviour)

Mediator: Moral Elevation 0.434 0.361 0.220 -0.413-1.064

Predictor: Transformational Leadership -0.151 0.267 0.560 -0.685-0.372
Indirect effects 0.280 0.236 0.221 -0.255-0.700

Figure 8: Moral elevation as a mediator of the relationship between transformational leadership
and prosocial behaviour. *p <.001. Numbers represent unstandardized path coefficients. TL =
Transformational Leadership, ME = Moral Elevation, PB = Prosocial Behaviour

57



Trust as a Mediator of the Relationship between Transformational Leadership and Prosocial

Behaviour

The next three hypotheses were based around the mediating variable, trust. Before
mediation analysis was conducted, an independent t-test was examined to determine if
differences in scores for trust were found between the two conditions. All assumptions for

independent samples t-tests were met.

Hypothesis 6. Trust scores for the two conditions were compared by an independent t-
test. As expected, participants in the intervention condition scored higher in trust (M = 4.04, SD
= 0.59) than the control condition (M = 3.14, SD = 0.59). This difference was statistically
significant t (74) =-6.70, p < .001 (two-tailed). The magnitude of the differences in the means
(mean difference = -0.90, 99% CI: -1.26 to -0.55) was very large (Cohen’s d = 1.55) (Cohen,

1988).

Hypotheses 7&8. Path analysis using Mplus 6.11 was used to look at the relationship
between transformational leadership and prosocial behaviour as well as the mediating effect of
trust. The model is just-identified (i.e., saturated) and model fit is perfect hence model fit

indexes are not reported here.

Several path analyses were conducted simultaneously and the results of the mediation
analysis are presented in Table 6 and Figure 9. Using path analyses, transformational leadership
positively predicted participant trust (f = 0.386, p < .001). However, prosocial behaviour was not
significantly predicted by transformational leadership (B = 0.118, p =.501) or trust (f = 0.028, p
=.929). The mediation effect of trust was non-significant (§ = 0.011, p =.929, 95% CI = -0.24 —

0.29). Therefore, evidence was not found for both hypotheses 7 and 8.
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Table 6: Trust as a mediator of the relationship between transformational leadership and

prosocial behaviour

Bootstrapped
Variables Estimate SE p
95% ClI

Path a

(Outcome: Trust)

Predictor: Transformational Leadership 0.386 0.048 <.001 0.291 -0.481
Path b and ¢’

(Outcome: Prosocial Behaviour)

Mediator: Trust 0.028 0336 0929  -0.602-0.698

Predictor: Transformational Leadership 0.118 0.184 0.501 -0.249 - 0.486
Indirect effects 0.011 0.131 0.929 -0.243 -0.290
e N

TL PB

)

-

{

J

Figure 9: Trust as a mediator of the relationship between transformational leadership and
prosocial behaviour. *p < .001. Numbers represent unstandardized path coefficients. TL =

Transformational Leadership, TR = Trust, PB = Prosocial Behaviour
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Chapter Four: Discussion

Over the past three decades, transformational leadership theory has attracted considerable
research attention and demonstrated predictive utility in a variety of leadership contexts ranging
from the sports field to large business corporations. Across these contexts, an extensive range of
positive follower outcomes such as increased effort, satisfaction, organizational commitment,
and performance have been associated with displays of transformational leadership behaviour
(e.g., Barling, Weber, & Kelloway, 1996; Dvir et al., 2002; Kent & Chelladurai, 2001). In this
lab-based experimental study, university undergraduate students were randomly allocated into
one of two conditions and asked to read a vignette about a hypothetical leader. In the first
condition, the participants read about a leader that demonstrated behaviours consistent with
transformational leadership (i.e., idealized influence, inspirational motivation, intellectual
stimulation and individualized consideration). In the second condition, the context of the story
was identical, but the leader demonstrated behaviours that would be classified as corrective-
avoidant leadership, which is a combination of laissez-faire and passive management-by-

exception behaviours.

The purpose of this study was to examine the extent to which exposure to displays of
transformational leadership (in a political context) influenced participants to engage in a
prosocial behaviour (namely donating money), as well as the extent to which trust in the leader
and the experience of moral elevation might mediate those effects. To date (and to the best of
my knowledge), these research questions have yet to be examined. The findings from this study
revealed that the leaders in the two experimental conditions were rated as displaying

significantly different levels of transformational leadership. Specifically, in our manipulation
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check, leaders in the transformational leadership condition were rated as displaying significantly
greater levels of transformational leadership than those in the corrective-avoidance comparison
condition. Furthermore, participants in the transformational leadership condition reported
significantly higher levels of trust in the leader as well as experienced higher levels of moral
elevation when compared to participants in the control condition. Contrary to the final a priori
hypothesis, however, participants in the transformational leadership condition did not respond
with greater levels of prosocial behaviour (i.e., donating money) than participants in the
corrective-avoidant comparison condition. Finally, in line with the null findings for donation
behaviour, no evidence was found in support of the mediation effects of trust or moral elevation

in explaining the relations between transformational leadership and prosocial behaviour.

Transformational Leadership

Transformational leadership involves four broad dimensions of leadership behaviour.
First, leaders inspire followers by articulating a compelling vision of the future and
communicating high but realistic expectations (inspirational motivation). Second, these leaders
act as role models through the communication of values and help members develop a strong
sense of purpose (idealized influence). Third, leaders demonstrate concern for followers by
attending to individual needs (individualized consideration). Finally, leaders challenge followers
by encouraging them to create new and innovative solutions to problems (intellectual
stimulation). Perceptions of transformational leadership have been studied extensively through
the use of follower evaluations of leaders in field-based observational research (Podsakoff et al.,

1990) and more recently, experimental studies involving leadership interventions (Barling et al.,
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1996; Kelloway, Barling, & Helleur, 2000). In the current study an approach similar to that
developed by Christie et al. (2011) was used, in which leader behaviours were manipulated
through modifications of a fictional story that participants read, with a view to change reader
cognitions. Consistent with previous findings by Christie and colleagues, the results of the
current study found participants were able to differentiate between leaders that employed
transformational leadership behaviours compared to corrective-avoidant leadership behaviours.

The difference in the effects of the two leaders portrayed was large (Cohen’s d = 4.1).

Transformational Leadership and Moral Elevation

Moral elevation is an uplifting emotion that is created when one witnesses someone
demonstrating exemplary moral behaviour (Haidt, 2000). The current study is the first to
directly test whether transformational leadership can induce the emotion of moral elevation. In
the past, researchers have conducted intervention studies using role models to induce moral
elevation. However, leadership behaviours of these exemplars have never been directly measured
as part of the study. For example, two experimental studies used the same video clip from The
Oprah Winfrey Show and compared participant scores to a control condition (Schnall et al., 2010;
Silvers & Haidt, 2008). Although in both studies the researchers did not specifically test
perceptions of transformational leadership behaviours in the intervention condition, the video
involved an account of a very inspirational and life-changing teacher who likely demonstrated
many behaviours consistent with transformational leadership. In both studies the researchers
found participants in the intervention condition displayed significantly higher levels of moral

elevation than the control participants (Schnall et al., 2010; Silvers & Haidt, 2008). In the
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current study, participants who were exposed to leaders demonstrating transformational
leadership behaviours displayed much higher levels of moral elevation compared to those in the
control condition (Cohen’s d = 2.58). Our results build on these previous studies by suggesting
that transformational leadership behaviours such as communicating personal and group values,
sharing inspiring visions for the future, attending to individual needs, challenging others to create
high expectations for themselves, and acting as an exemplary role model, can result in increases

in moral elevation.

Moral Elevation and Prosocial Behaviour

Prosocial behaviours are behaviours that individuals engage in that help others and offer
no direct compensation or recognition for the actor. Examples of prosocial behaviours include
donating to charity, volunteering at a soup kitchen, or offering assistance to an elderly neighbour.
Many studies have found moral elevation can lead individuals to engage in prosocial behaviours
(e.g., Algoe & Haidt, 2009; Aquino et al., 2011; Freeman et al., 2009; Greitemeyer, 2009;
Schnall et al., 2010; Silvers & Haidt, 2008). However, in contrast to this previous work, a
significant relationship was not found between moral elevation and prosocial behaviour in the

current study.

Many factors could contribute to the discrepancy in the findings. Studies measuring the
relationship between moral elevation and prosocial behaviours have used a variety of mediums
to foster moral elevation in followers, and various measures of prosocial behaviour. For

example, in the study conducted by Schnall et al. (2010) The Oprah Winfrey Show video clip
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described earlier was used to induce moral elevation, and the time participants spent participating

in a subsequent (unpaid) study was measured to assess prosocial behaviour.

Another approach, taken by Aquino et al. (2011), asked participants to watch a music
video by Canadian artist, Sarah McLachlan, which described how all but $15 of the $150,000
music video budget was donated to charities all over the world. Participants were subsequently
asked to indicate on paper how much of the $15 remuneration (for participating in the study)
they would like to donate to a charity that supports previously incarcerated Canadian First

Nations to reintegrate into society (Walk Bravely Forward).

In another experiment conducted by Aquino and colleagues (2011), participants read a
story about a man that went into an Amish community and killed five young girls, and then
committed suicide. The article described the reactions of the Amish community, and specifically
how they expressed sympathy and forgiveness to the killer’s family, attended the man’s funeral,
and raised money to assist the widowed wife and children of the murderer (Aquino et al., 2011).
In this case, the researchers measured prosocial behaviour by having participants play a modified
dictator game. Participants in the study were led to believe that they were randomly assigned to
play either the allocator or the receiver role in a game with another participant in the study. The
allocator decided how to divide $20 between him/herself and another “participant” (ostensibly
located in a separate room). The receiver would have to accept whatever the allocator proposed.
Unbeknownst to the participants, all participants were assigned the allocator role and the
allocation of money was used as a measure of prosocial behaviour. The more participants
allocated to the receiver, the more prosocial the response. In a study by Freeman et al. (2009),
the same story about the Amish community was presented to participants, but measures of actual

donating behaviour (donating money into a jar) were used to assess prosocial behaviour.
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It is possible that although the story participants read in the current study created a
significant difference in reported measures of moral elevation compared to the control group,
other aspects of this story may have been missing in order to influence the form of prosocial
behaviour measured, namely charitable donations. In the studies described above, all of the
moral elevation inducing conditions involved modelled behaviour similar to the prosocial
behaviour outcome. For example, in The Oprah Winfrey Show, the helping behaviour of the
teacher was modelled (moral elevation inducing condition), and participants were then asked to
help with a subsequent study (prosocial behaviour). In the example of the video clip, Sarah
McLachlan modelled donating behaviour by choosing to create an inexpensive music video so
the budget of the video could be donated to charity (moral elevation inducing condition) and then
participants were asked to donate to charity (prosocial behaviour). Similarity, in the experiments
which used the story about the Amish community, descriptions of the community’s generosity
through the donation of money to the killer’s family was used (moral elevation inducing

condition), and participant were asked to donate to various charities (prosocial behaviour).

In this study, it is possible that discussing a political leader’s behaviour, albeit inspiring
and a great overall exemplar, failed to induce a change in donating behaviour because the moral
exemplar did not model the type of prosocial behaviour that was measured (donating).
Furthermore, the moral exemplar was described as the president of a racially split African
country, whereas the organization the donations were directed towards was a Canadian
organization (the Canadian Red Cross disaster relief fund). The difference in the geographical
location of the story (Africa), compared to the location of the charity (Canada), may have further
accentuated these differences. Also, since it is likely many participants were already familiar

with the Canadian Red Cross, the participants may have had preconceived opinions about the

65



charity that influenced their behaviour. Finally, donating may be a less sensitive measure of
prosocial behaviour than helping actions such as volunteering one’s time, especially considering
that the participants in the study (i.e., university students) could greatly need the remuneration

promised in the study recruitment phase.

Transformational Leadership and Trust

Trust is a multidimensional concept that involves a belief, a decision, and an action
(Dietz & Den Hartog, 2006). For the purposes of this study the first dimension of trust, the trust
belief, was assessed. The trust belief develops through a series of judgements by the trustor that
lead him or her to believe the trustee’s actions will benefit rather than harm the trustor (Dietz &
Den Hartog, 2006). Consistent with theories of trust (Burke et al., 2007) and previous research
findings (Conger et al., 2000; Dirks & Ferrin, 2002; Gillespie & Mann, 2004; Jung & Avolio,
2000; McAllister, 1995; Pillai et al., 1999; Podsakoff et al., 1996; Podsakoff et al., 1990), we
hypothesized that transformational leadership behaviours would lead to higher levels of trust in
the leader. Specifically, in a study of business managers and subordinates, Podsakoff et al.
(1996) found many of the behaviours identified by transformational leadership theory, such as
individualized support, acting as a role model, and providing personalized feedback, were
associated with higher levels of trust in followers. The current experimental study provides
further support for this finding by demonstrating that participants who were exposed to a leader
employing transformational leadership behaviours garnered significantly higher levels of trust in

the leader when compared to participants in the control condition (Cohen’s d = 1.55).
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Trust and Prosocial Behaviour

In a review of the trust literature, no studies were found that examined the relationship
between trust and prosocial behaviours. However, many researchers have examined the
relationship between trust and organizational citizenship behaviours. Similar to prosocial
behaviours, organizational citizenship behaviours involve actions that help others but do not
offer any direct benefit, recognition or reward for the actor. That said, organizational citizenship
behaviours are specific to organizational settings (e.g., business, military, school, and hospital)
and involve behaviours such as helping a coworker with a project or working overtime. Several
studies have found that trust is associated with improved organizational citizenship behaviours
(e.g., Ferres et al., 2002; Pillai et al., 1999; Podsakoff et al., 1990). However, in the current
experimental study, no significant relationship was found between trust and prosocial

behaviours.

Although prosocial behaviours and organizational citizenship behaviours are similar in
many regards, the antecedents of these behaviours may vary. Individuals may be more
motivated to help others in the workplace or work extra hours in the office because employees
ultimately want the companies they work for to succeed to further secure their own positions
within the company. Therefore, a similar level of trust in leaders may result in increased
organizational citizenship behaviours but not create discernible differences in prosocial
behaviours. Similar to the relationship between moral elevation and prosocial behaviour, it is
possible that the measure of prosocial behaviour was affected by other factors in this study. In
addition, many of the previous studies did not measure actual behaviours, and drew their
conclusions based on self-report measures from a single source which could have exposed results

to common method bias (cf. Podsakoff, MacKenzie, Lee, & Podsakoff, 2003).
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Transformational Leadership and Prosocial Behaviour

Research within organizational contexts has demonstrated that transformational
leadership behaviours are associated with improved organizational citizenship behaviours (Kent
& Chelladurai, 2001; Koh et al., 1995; Pillai et al., 1999; Podsakoff et al., 1996; Podsakoff et al.,
1990). However, to date, no studies have measured the relationship between transformational
leadership behaviours and prosocial behaviours of followers. As a result of the similarities
between prosocial behaviours and organizational citizenship behaviours, as well as the
theoretical links between transformational leadership and the antecedents of prosocial behaviour,
it was hypothesized that participants exposed to a written account of a transformational leader
would demonstrate improved displays of prosocial behaviour when compared to participants in a
control condition. However, inconsistent with previous research in the organizational domain,
the results of this study found no significant difference between the experimental conditions with
respect to displays of prosocial behaviour. In addition, in contrast to previous studies which
found trust to be a mediator of the relationship between transformational leadership and
organizational citizenship behaviour, no such relationship was found in this study in which the
outcome of prosocial behaviour was tested (Pillai et al., 1999; Podsakoff et al., 1990). Itis
possible that in these two previous studies, the similarities between the context of the exemplar
(business leader) and the environment where observers engaged in organizational citizenship
behaviours (workplace) resulted in a stronger relationship between transformational leadership

and the outcome of organizational citizenship behaviours.
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Strengths and Limitations

Study Strengths

Many features of this study enabled it to provide a valuable and unique contribution to
the current understanding of the relationship between leader behaviours, follower cognitions, and
prosocial behaviours. Most importantly, this study was the first of its kind to test the relationship
between transformational leadership behaviours and moral elevation. The results of this study
presented strong support for the efficacy of written accounts of transformational leadership to
engender moral elevation in observers. This is a novel finding that can be further developed in
future research. In addition, consistent with previous research, this study demonstrated strong
support for the relationship between transformational leadership behaviours and trust beliefs in
observers. Another strength of the current study was that it was conducted using an experimental
design, which provided rich information about causality. Furthermore, participants were
randomly assigned to either the intervention or control condition and the research was carried out
using a double-blind protocol to minimize the influence of participant or researcher bias in the
results. Finally, although mediation effects for both trust and moral elevation were not found,
the mediation analyses in this study were conducted using the most current analytical approaches
and software, such as Mplus 6.11 to run simultaneous regressions analyses and bootstrapping

procedures.

Study Limitations and Future Directions

Although there were many strengths of this study, there were also a number of limitations
of this research that must be addressed. First, the study was exclusively conducted using a

convenience sample of undergraduate students at the University of British Columbia. As
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Henrich, Heine, and Norenzayan (2010a) point out, most undergraduate university students can
be categorized as Western, Educated, Industrialized, Rich, and Democratic (WEIRD). Although
this type of participant is found in approximately 96% of the top psychological journals articles,
WEIRD participants are “some of the most psychologically unusual people on Earth” (Henrich,
Heine, & Norenzayen, 2010Db, p. 29). More specifically, Henrich et al. (2010a) suggested
“undergraduate subjects consistently set the lower bound for prosociality” across many diverse
measures (p. 76). Therefore, future research is needed to assess the generalizability of the results
to other cultures, geographic locations, age groups, education levels, socio-economic status, and

gender.

Second, although advertisements were posted throughout the university campus to attract
a wide variety of participants, issues concerning participant self-selection must be considered.
Individuals who volunteer to participate in research studies differ from those who do not
volunteer, and incentives to participate add to these differences (Rosnow & Rosenthal, 1997).
Furthermore, these differences may have significant implications for the research questions and
results (Bryman, 2004). Although there are many reasons one could choose to participate, it is
possible that students who participated in the study were interested in psychology, had free time,

or highly valued the extra money and participated due to the $10 honorarium that was on offer.

A third potential limitation corresponds to the external validity of the study. As a result
of the study taking place in a laboratory setting, it is unclear how well the findings would
replicate in the ‘real world’. Participants may have answered the questions or donated differently
because they knew (or in the case of donating, suspected) the results were being analyzed as part
of the study. Although the donating prompt was ostensibly unrelated to the study, it is possible

that participants acted differently in relation to the donating because they were in a research
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room rather than a more natural setting. To mitigate this issue, all participants were assured that
their responses would be confidential and anonymous and that there were no ‘right’ or ‘wrong’
answers (cf. Sudman & Bradburn, 1983). Also, immediately after the researcher explained that
the lab was raising money for a charity, the researcher left the room to lead the participant to
believe their donation was anonymous. However, it must be noted that in ‘real world” donating
environments, it is rare that the donation is completely anonymous. Quite often money is given
when there is someone soliciting donations or some form of recognition for individuals who
donate is offered. Interestingly, in the current study, one participant was so concerned about
obtaining recognition for her donation, that she kept the money to be donated beside the jar until
the researcher re-entered the room to ensure the researcher witnessed her donation. To create a
more natural donating environment, future studies may want to consider having a confederate

ask for donations outside of the laboratory room (e.g., just outside the exit of the building).

A fourth limitation corresponds to the charity used in the study. It is possible that the
story about a leader in Africa using many transformational leadership behaviours did not provide
relevant model behaviour for participants to follow. Future studies should test the efficacy of
transformational leadership behaviours to influence prosocial behaviours in related
environments. In addition, the choice of charity, the Canadian Red Cross, may have affected the
donating behaviour of the participants. The Canadian Red Cross is a very well-known charity in
Canada, and participants may have held opinions about donating to this charity long before they
entered the study. In the future, researchers may want to consider exposing participants to a role
model that demonstrates behaviour related to donating money and use charities that are less

widely recognized.
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Practical Implications

From an applied perspective, the findings of this study suggest exposure to short stories
about exceptional leaders employing transformational leadership behaviours can create the
emotion of moral elevation and heightened trust beliefs in observers. In the future, stories about
transformational leaders could be used as part of intervention research as a mode of generating
positive emotions, such as moral elevation, in observers. Past studies in the organizational
domain have found that one-day transformational leadership workshops can train leaders to use
more transformational leadership behaviours (Barling et al., 1996). This study provides a
theoretical basis for future investigations to test the utility of transformational leadership
interventions with leaders as a mode of instilling moral elevation in followers and generating
higher levels of trust beliefs among followers. Finally, there was no significant relationship
between any of the variables (i.e., transformational leadership, moral elevation, or trust) and
prosocial behaviour in this study. Therefore, additional experimental research is greatly needed
to gain a better understanding of the theoretical relationship between these variables and

prosocial behaviour before applied setting recommendations can be made.

Conclusion

Since Seligman and Csikszentmihalyi (2000) presented their seminal paper on positive
psychology, research into positive thoughts, feelings, and actions has rapidly progressed. Two
branches of positive psychology, moral elevation and prosocial behaviour, were studied together
with transformational leadership in this thesis. Although moral elevation is a relatively new

concept (cf. Haidt, 2000), studies looking at this emotion have produced results with great
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promise. Specifically, study findings have demonstrated that moral elevation can lead to
prosocial behaviours (Aquino et al., 2011; Freeman et al., 2009; Silvers & Haidt, 2008).
However, few studies have measured the types of behaviours that lead to moral elevation of
observers, and no studies have specifically looked at this through a leadership behaviour
framework. The purpose of this study was to test the utility of transformational leadership
behaviours in the development of moral elevation, trust, and prosocial behaviours. The results of
the current study revealed that transformational leadership behaviours were able to create a
strong trust belief and emotion of moral elevation in followers above and beyond the effects of
corrective-avoidant leaders in the control group. However, findings of this study also revealed
prosocial behaviours were not significantly related to the other study variables. This could be
due to the differences in the context of the exemplar and the prosocial behaviours measured and
additional research is encouraged to better understand this link. In summary, the findings of this
study deepen our understanding of the antecedents of moral elevation and trust, but future
research using a variety of designs is clearly warranted to gain a better understanding of what

leads individuals to engage in prosocial behaviours.
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Appendices

Appendix A: Descriptive Statistics for Participants

Demographic Characteristics of Participants

. Total
Variable
(n=176)
Age x =20.55
6 =(2.04)
n %
16 1 1.3
17 1 1.3
18 7 9.2
19 16 211
20 19 25.0
21 10 13.2
22 10 13.2
23 4 5.3
24 5 6.6
25 2 2.6
26 0 0
27 1 1.3
Total
Variable
(n=176)
Year of X =2.93
Study o=(1.12)
n %
1 9 11.8
2 17 22.4
3 26 34.2
4 18 23.7
5 6 7.9



Total

Variable
(n =76%)

Ethnicity n %
White 27 35.5
Native/Aboriginal 1 13
Latin American 1 1.3
Chinese 34 44.7

Black 4 5.3

Filipino 1 13

Arab 2 2.6

South Asian 3 3.9
Japanese 1 1.3

Korean 3 3.9

West Asian 0 0
Southeast Asian 9 11.8
Other 4 5.3

*Note: Participants were asked to ‘mark all that apply’, therefore the

total number of responses are more than the n.
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Appendix B: Participant Information Letter

School of Human Kinetics

War Memorial Gym

122- 6081 University Blvd, Vancouver, BC,
VET 121

UBC Psychology of Exercise, Health, and
W Physical Activity Laboratory
. 4

Letter of Information
Study of Political Leadership

Whart's Involved?

This is a lab-based study of political leadership which will involve completing a short
questionnaire. Pariicipants will be invited to examine and rate behaviours of different political
leaders. This study will take less than 30 minutes to complete.

Am | Eligible 1o Participare?

We are currently looking for female undergraduate students at UBC. If you meet these criteria,
and would like to participate, please contact Lisa Permutier at the email address listed below.

Whart are the Benefits of Participating in this Study?
If you agree to participate in this study you will receive $10.
Whar are the Risks Associated with this Study?

There are no known risks associated with paricipation in this study. If you have any questions
about what is involved please contact Lisa Perimutter by email or phone. Her email address
and phone number are at the bottom of this page. Altematively, if you have any concems about
your rights or treatment as a research subject please contact the ‘Research Subject Information
Line" in the UBC Office of Research Services at (604) 822-8598 or, if you prefer email, at:
RSIL@ors.ubc.ca.

Will the Information | Provide Remain Confidential?

Yesl The data collected for this study is done so solely for research purposes. The data that
you provide in this study will remain completely confidential and will not be linked to your name
or student number. All completed questionnaires will be stored in a secured room in the War
Memorial Gym.

I'm Interested, Who Should I Contact?
If you would like to participate in this study then feel free to contact Lisa Permuiter

(leadershipbehaviour@gmail.com or |perdmut@interchange.ubc.ca).

Thank you for your help,

Lisa Perimutter, BA Mark Beauchamp, PhD (PI})

School of Human Kinetics School of Human Kinetics

University of British Columbia University of British Columbia
Contact Number: 604 764 5533 Contact Mumber. 604 822 4864
Iperim interchange.ubc.ca mark._beauchamp@ubc.ca
Version 2: August 4, 2011 Page 1 of 1
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Appendix C: Participant Consent Form

UBC Psychology of Exercise, Health, and
s Physical Activity Laboratory
w School of Human Kinetics

War Memorial Gym
122- 6081 University Blvd, Vancouver, BC,
VT 121

Consent Form
Study of Political Leadership

Principal Investigator: Co-lnvestigator:

Mark . Beauchamp, Ph.D. Lisa Permutter, BA

School of Human Kinetics School of Human Kinetics
University of Brtish Columibia University of British Columibia
Contact Number: 404 822 48464 Contact Number: 404 744 5533
mark.beauchamp@ubc.ca lpedmut@interchange.ubc.ca
Purpose:

The present study involves an examination of political leadership.
Study Procedures:
This is a lab-based study of political leadership which will involve completing a short

questionnaire. Participants will be invited to examine and rate behaviours of different political
leaders. This study will take less than 30 minutes fo complete.

Potential Risks:

There are no known risks associated with pariicipation in this study. If you have any questions
about what is involved please contact Lisa Perimutter by email or phone. Her email address
and phone number are at the top of this page.

Alternatively, if you have any concems about your rights or freatment as a research subject
please contact the ‘Research Subject Information Ling® in the UBC Office of Research Services
at (604) 822-8598 or, if you prefer email, at: RSIL@ors.ubc.ca.

Confidentiality:
The data collected for this study is done so solely for research purposes. The data that you
provide in this study will remain completely confidential and will not be linked to your name or

student number. All completed questionnaires will be stored in a secured room in the War
Memorial Gym.

Contact for information about the study:

If you would like further information about the study, please contact Lisa Perimutter (see above
for email, phone number, and mailing address).

Version 2: August 4, 2011 Page 1 of 2
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Appendix D: The Canadian Red Cross Information

+ Canadian Red Cross

International Disaster Relief Fund

Each year, disasters devastate millions of people around the
world and are increasing in frequency and severity. Houses
are destroyed, roads are washed away and livelihoods are
ruined. But when disaster strikes, the Red Cross is there to
help.

Our ability to respond immediately following a disaster with muc needed sup ies and personnel 1s
essential for saving lives and minimizing the impact of disasters on vulnerable communities.

At any given time, the Red Cross is responding to multiple disasters. We are currently supporting
communities in the Asia-Pacific region who experienced several near-simultaneous disasters this fall.
We are also helping communities in El Salvador where homes were flooded or washed away following
Tropical Storm Ida.

The International Disaster Relief Fund (IDRF) allows us to respond within
hours of an emergency, well before any money has been received from
supporters. It also allows us to implement disaster preparedness programs to
create stronger and more resilient communities.

Disasters continue to strike and our International Disaster Relief Fund is quickly
becoming depleted. This fund provides an essential lifeline to people when they
need our help most.
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Appendix E: Debriefing Form

Debriefing Form
Study of Political Leadership

Thank you for your participation in this study. This study was initially presented to you
as an investigation designed to examine political leadership. While this was the case,
we were also interested in whether exposure to different accounts of leadership
had an effect on participants’ prosocial behaviours (donating).

As a participant in the study, you were randomly placed into one of two conditions.
These were: (Condition #1) Exposure to an account of transformational (highly effective)
leadership, (Condition #2) Exposure to an account of corrective-avoidant (less effective)
leadership. Please note that these are not ‘real’ accounts of actual leaders. The
content of information presented in these magazine articles is not true and was
made up for the purpose of this study.

The primary hypothesis being tested in this study is that when participants are ‘primed’
by a detailed description of a transformational leader, their subsequent trust towards
that leader, moral elevation, and prosocial behaviour (donating) are enhanced. Had we
not been able to use deception procedures in this study we would not have been able to
test this hypothesis. We would like to emphasize that giving or not giving to charity
in this study is not necessarily a true reflection of your moral character.

If you feel uncomfortable with being deceived you are free to withdraw your data from
this study without incurring any negative consequences. If you donated any money to
charity, please note that we will still donate this money on your behalf. If, however, you
would like this money back we will be happy to return this to you.

All the information that you’ve provided in this study will remain confidential. That is, the
responses that you provided will not be linked to you, your name, or student number in
any manner. If you feel as though you have experienced an undue amount of stress or
discomfort as a result of participating in this study you may contact UBC counseling
services at 604-822-3811.

Due to the nature of this study, we ask that you refrain from leaving this form in a public
area where a potential participant may see it. We also request that you do not tell
others about the donating behaviours aspect of the study, so that we can continue to
complete this investigation.

If you would like any information regarding the results of this study once it has been
completed you may contact Dr. Mark Beauchamp (mark.beauchamp@ubc.ca) or Lisa
Perimutter (Iperimut@interchange.ubc.ca). If you would like to express a concern about
this experiment you may contact the Research Subject Information Line in the UBC
Office of Research Services at 604-822-8598, or, if you prefer email, at:
RSIL@ors.ubc.ca.
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Appendix F: Participant Questionnaire

PART A
A1l. Place of Birth: (City) (Country)
A2. Age: (Years) (Months)

A3. Please shade in which of the following you identify with. MARK ALL THAT APPLY.

O  White O  South Asian
(e.qg., East Indian, Pakistani, Sri Lankan, etc.)

O  Native/Aboriginal
@] Japanese

O  Latin American
O Korean

O Chinese
O West Asian

O Black (e.g., Iranian, Afghan, etc.)

O  Southeast Asian
O Filipino (e.g., Vietnamese, Cambodian, Malaysian,
Laotian, etc.)

O Arab O Other

Specify:

A4. What year of study are you currently in? (Please shade in the appropriate bubble)

Undergraduate Studies ® ® ® ® ®

A5. In which program are you studying?

Faculty , Department/School

PART B

Please describe your general feelings of happiness. Shade in the bubble with the number which
best describes you in general, taking note that 0 is the minimum and 10 is the maximum score.

Do you feel happy in general?

© © ® ® ® ® ® Q) ®
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Part C- Please read the following article [Intervention Condition]

Namibia Governance

Written By: Alex W. Redding
The New Yorker Magazine
Published April 2000

After a decade as political prisoner in his

country of birth, Namibia, Jorry Barrion was
released from captivity. Within five years of
his return to normal society, he managed to
galvanize the country in a remarkable
manner, and was subsequently elected to the
position of president. As a country that had
inherited apartheid from its neighbour,
South Africa, the country was historically
split along racial lines. Not only did Barrion
articulate a compelling and authentic vision
of reconciliation among blacks and whites,
he worked tirelessly to ensure that the needs
of all his people, irrespective of their colour
or status in society, were met. Despite
considerable  challenges Barrion  was
resolute in his determination “...to see a
country in which blacks and whites live
alongside each other in lasting peace and
harmony”.

Barrion was instrumental in forging a
unified Namibia, where even those who
were initially (and staunchly) opposed to his
government were soon won over, and
became united in their support of, and pride
in, their leader. Judging from those who
knew him well, Barrion gained support by
empowering and inspiring rather than
enforcing. Lucia Kafidi, former Namibian
vice-president, praised Barrion for “his
ability to mix with the common people and
give their concerns as much attention as any
pressing international affair”. As a man who

was consistently interested in the needs and
concerns of every Namibian, he was once
heard to remark, “I do not need to know how
much money you make or what kind of car
you drive. | want to understand if you can
get up, after a night of grief and despair,
weary and bruised to the bone, and do what
needs to be done to feed the children”. He
came across as genuinely wanting to
understand the challenges of his citizens and
to use the old adage, he was very much ‘a
man of the people and for the people’. He
strongly encouraged his citizens to play an
active role in the development of a ‘new’
culturally diverse, yet socially integrated,
Namibia. It was the way in which he did
this that Namibians found particularly
compelling. In particular, he encouraged his
citizens to consistently look at existing (or
old) problems in new ways, regardless of
whether these challenges related to the
Namibian economy, politics, education, or
welfare.

Barrion led by example and was a man of
his word. He never sought out the limelight
and was quick to credit others with whom he
worked. The integrity and personal values
that Barrion displayed garnered respect and
admiration from Namibians across all walks
of life. According to those who knew him
best, it was often the ‘small things’ that he
did that made a big difference in people’s
lives. He gave selflessly of himself so that
his fellow countrymen could lead a better
life. Jorry Barrion was a shining example of
mankind’s ability to choose between right
and wrong, and to do what was right rather
than what was easy, even if doing the right
thing involved taking the path of most

resistance. m
Please continue to Part D
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Part C- Please read the following article [Control Condition]

Namibia Governance

Written By: Alex W. Redding
The New Yorker Magazine
Published April 2000

After a decade as a political prisoner in his

country of birth, Namibia, Jorry Barrion was
released from captivity. Within five years of
his return to normal society, he was elected
to the position of president. As a country
that had inherited apartheid from its
neighbour, South Africa, the country was
historically split along racial lines. Despite
considerable challenges Barrion worked to
manage the major issues facing the country.

Barrion supervised efforts to unify Namibia,
through a policy of closely monitoring its
citizens and enacting disciplinary actions on
those who failed to follow the standards set-
out by the Namibian government. As head
of state, he was a fairly remote leader, and
often appeared quite disconnected from, and
unaware of the real needs of his people.
Lucia Kafidi, former Namibian vice-
president, described Barrion as “a hard-
working leader, who attended official
meetings, and dealt with problems as they
arose”. According to those who worked
with him, Barrion was less concerned with
people’s individual problems, believing that
personal issues tended to take care of

themselves, and only intervened when major
problems emerged. He once remarked, “I
do not need to know how much money you
make or what kind of car you drive. If on
balance the country is doing is well, | feel |
have done my job, and you have done
yours”. The only times the citizens of
Namibia saw or heard from him, was on
radio and television during government and
stately addresses. In  these  public
appearances, Barrion would talk about the
unavoidable issues he had dealt with in the
country, and encouraged his citizens to
support government-driven initiatives and
policies.

On occasions Barrion could be somewhat
hesitant to take a particular stand. When
faced with major international issues, he
preferred to hold back and see how other
heads of state responded before making
public his own position. With regards to his
approach towards Namibian domestic policy
he was often heard to refer to the old adage
“if it ain’t broke, don’t fix it”, and simply
tried to maintain the status quo within the
country. Namibians, in general, had mixed
feelings about Barrion, and noted that he
wasn’t making the country any worse, but
also wasn’t making it any better. Jorry
Barrion kept the country in order, and
generally stayed uninvolved unless he
deemed it necessary. ®

Please continue to Part D
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Part D

In this section of the questionnaire we would like you to describe the leadership style of the
political leader based on the vignette you just read. Answer all questions by shading in the
appropriate number. Please be as honest as possible, and answer how each statement fits the
person you are describing.

Rarely or Never Once in a while Sometimes Fairly often  Very Frequently, if not Always
© ® ® ® ®
THE LEADER IN QUESTION...

1. Communicates a clear and positive vision of the future

®© ® ® ® ®

2. Treats followers as individuals, supports and encourages their development
®© ® ® ® ®

3. Gives encouragement and recognition to followers
®© ® ® ® ®

4. Fosters trust, involvement and cooperation among followers
®© ® ® ® ®

5. Encourages thinking about problems in new ways and questions assumptions
®© ® ® ® ®

6. Is clear about his/her values and practises what he/she preaches
®© ® ® ® ®

7. Instils pride and respect in others and inspires me by being highly competent
®© ® ® ® ®
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Part E

In this section of the questionnaire, we would like you to rate how much you agree with the

following statements in reference to the leader in the vignette you just read. Answer all

guestions carefully by shading in the appropriate number. Please be as honest as possible

Strongly Disagree

O

Strongly Agree

® ® ® ®

1. | believe this person has high integrity

®

® ® ® ®

2. | can expect this person to treat others in a consistent and predictable fashion

©

® ® ® ®

3. This person is not always honest and truthful

®

® ® ® ®

4. In general, | believe this person’s motives and intentions are good

©

® ® ® ®

5. ldon’t think this person would treat others fairly

©

® ® ® ®

6. This person is open and upfront with others

®

® ® ® ®

7. I’'m not sure | fully trust this person

©

® ® ® ®

103




Part F

This scale consists of a number of words that describe different feelings and emotions. Read
each item and then shade in the appropriate number next to that word. Indicate to what extent
you feel this way after reading the article. Use the following scale to record your answers.

Please read the words carefully.

Not at All Very Much

) ® ® ® ®

HOW MUCH DO YOU FEEL THE FOLLOWING EMOTIONS AFTER READING THE ARTICLE?

Compassion O] ® ® ® ®
Inspired ® ® ® ® ®
Awe ® ® ® ® ®
Admiration ® ® ® ® ®
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Part G

Please indicate to what extent you had (or were having) these thoughts while/after reading the

article. Use the following scale to shade in the appropriate number. Please read the phrases

carefully.
Never Always
O, ® ® ® ®

PLEASE RATE THE EXTENT TO WHICH YOU HAD (OR ARE STILL HAVING) THESE THOUGHTS

WHILE/AFTER READING THE ARTICLE...

1.

| want to be more like the person in the article

©) ® ® ® ®

The person in the article has shown me how to be a better person

) ® ® ® ®

| am going to try to follow the example set by the leader in the article

©) ® ® ® ®

| need to do more to help other people

©) ® ® ® ®

| can learn a lot from the person in the article

® ® ® ® ®

The person in the article is my new role model

® ® ® ® ®
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