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Abstract

In today s turbulent business environment, acquiring and developing leadership skills
is one of the key challenges for managers, and emotional and social competencies are
predominat among such skills. Possession of this specific set of competencies is a key
factor necessary for building positive psychological climate in an organization. The
subject of the paper is the analysis of social competencies of manager, particularly
social awareness (empathy and organizational awareness) and relationship management
(conflict management,coach and mentor, influence, inspirational leadership and
teamwork), as well as the analysis of leadership outcomes manifested through perceived
leadership effectiveness by the employees, employee satisfaction with immediate
superiors and encouraging employees by managers to put an extra effort into doing their
job. The aim of this paper is to determine the relationship between social competencies
of manager and the outcomes of leadership. The research was conducted on a sample
of 30 employees in 8 organizations with more than 50 employees. Standardized ESCI
(Emotional and Social Competency Inventory) and MLQ (Multifactor Leadership
Questionnaire) questionnaires were used for the purpose of the research. Data analysis
was performed using Spearman rank correlation and standard multiple regression. SPSS
25.0 sofiware was used for data processing. A limitation of the study is the sample size.
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cneyuguuHoe cema KoMnemeHyuja npecmaesba KoyuHu (hakmop Heonxooan 3d us-
2paory no3UMueHe NCUXOIowKe Kaume y opeanuzayuju. Ilpeomem paoda je ananusa
CoYUjanHux KomMnemeHyuja MeHayepa Kao wmo cy OpyumeeHna ceecm (emanmuja
U ceecm 0 Op2anu3AyUju) U YNpasmbare 0OHOCUMa (Ynpassodarse KOH@OIUKmMumA,
ycaspulagarse Opyeux, Yymuyaj, UHCHUPaAmuero audepcmeo u mumMcKu pao), Kao u
AHAIU3A UCXOOA TUOEPCMBA KOJU ce MaAHUpecmyjy Kpo3 nepyunupany epexmus-
HOCm udepa 00 Cmpane 3anocieHux, 3a0060/bCMEO 3aN0CIEHUX HENOCPEOHM Ha-
depehenum u noocmuyarbe 3anocienux 00 cmpane meHayepa 0a yiodxice 000ammu
mpyo y obasmarwe ceoe nocia. Lluw pada je ymephusarwe perayuja usmehy co-
yujannux Komnemenyuja menayepa u ucxooa auoepcmea. Mcmpaoicusarse je cnpo-
6edeHo Ha y30pKy 00 30 3anocnenux y 8 opeanusayuja ca suuie 00 50 3anocieHux.
3a nompebe ucmascusarna xopuwhenu cy cmanoapouszoganu ynumuuyu ESCI
(Emotional and Social Competency Inventory) u MLQ (Multifactor Leadership
Questionnaire). Anaausa nooamaxa je uzepuiena npumenom Cnupemanoge Kope-
aayuje u cmandapoue suuecmpyke peepecuje. 3a 06pady nooamarxa kopuuihen je
cogpmeep CIICC 25.0. Ocpanuuerse cmyouje npedcmas/voa 6eUYUHA Y30PKA.

Kwyune peuu: menayepu, coyujanne Komnemeryuje, ucxoou 1U0epcmed, 3anocieHu
Introduction

For many years, the topic of leadership has been in the center of researchers and
scientists’ attention. In the focus of that researches are managers. That is expected, because
one of the basic management roles are interpersonal roles, which is derived from authority
and relationship at the manager-employee level (Strugar-Jelaca, 2018) and one of the most
important of that roles is role of leader. Contemporary business conditions, characterized
by a high level of uncertainty, create an increasing need for the development of specific
leadership competencies. It is very important to emphasize that there is no one right
leadership approach (Berber et al., 2019) and leadership should not be focused on one
single position or individual, but on certain characteristics that have to be developed by
managers and then by all the members of the organization (Vuji¢ et al., 2019).

In recent years, both in theory and in practice of leadership, the importance of
emotional intelligence has been increasingly emphasized. The importance of emotional
intelligence as a new type of intelligence was pointed out by Salovey & Mayer (1990), and
the one who popularized the concept of emotional intelligence and pointed out its importance
in the sphere of leadership is Daniel Goleman (1995).

Traditional, cognitive approach to business rejected emotions in business, considering
them bad and undesirable, as something that prevents rational thinking and prevents effective
decision-making (Albrow, 1992). It was considered that business people should be engaged
exclusively in achieving business success, i.e. profit, and managers are required to have the
same approach to all the employees, not paying attention to individuality, diversity of their
employees. Emotions at work, as we have already mentioned, are a sign of weakness, failure,
error. Today, understanding personal emotions and those of others, as well as possessing
knowledge and skills for managing emotions, is a necessary condition and an important
factor for success in management positions.

The aim of this paper is to determine the relationship between social competencies
of managers and the outcomes of leadership. Specific goals, as components of the entire
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research area, relate to identifying social competencies of managers, as well as determining
the outcome of leadership in the form of perceived effectiveness, employees’ satisfaction
and leaders encouraging the employees to extra effort.

The paper consists of theoretical and empirical part. The theoretical part will provide
an overview of the existing literature and prevailing views in this area, based on which the
hypothesis will be set, and the empirical part of the paper will present the results of primary
research.

Paper’s theoretical foundations
The concept of emotional intelligence

The importance of emotional intelligence as a new form of intelligence was pointed
out by Mayer & Salovey in 1990. Since then, this topic has been intensively researched.
Mayer & Salovey suggest that emotionally intelligent people perceive emotions accurately,
understand emotions and their meaning, and know how to manage their own emotions as
well as those of others (Mayer et al., 2016).

The concept experienced its expansion after the publication of the book “Emotional
Intelligence”, by Daniel Goleman in 1995. The author defines emotional intelligence as “a
set of emotional skills that allow us to choose the right way to use feelings and affective,
instinctive mechanisms in interaction with other people, as well as to understand and improve
our own personality” (Goleman, 1997, 317). The same author introduced the concept of
emotional intelligence into the sphere of leadership and pointed out the importance of
emotional intelligence for a leader (1998).

Emotional intelligence contributes to positive attitudes, behavior and outcomes,
implies the application of emotional skills to achieve the desired behavior. In line with the
above, it is an essential quality of a successful manager (Cooper, 1997; Goleman, 1998), an
important component of communication within the team (Yost and Tucker, 2000), as well
as one of the key factors contributing to better employee performance and commitment
(Abraham, 1999). Emotional intelligence has become extremely important as a measure
to identify potentially effective leaders, and a means to develop necessary leadership skills
(Palmer et al., 2001).

In his research, Daniel Goleman discovered that intelligence (IQ) and technical skills
are necessary for success, but they are not enough. Comparing technical skills, intelligence,
and emotional intelligence led him to conclude that emotional intelligence (EI) is twice
as important for jobs at all levels. David McLeland, in his 1996 study conducted on an
example of a global food and beverage company, concluded that the best-positioned leaders
had a high degree of emotional intelligence (Goleman, 2004). The same author, in a study
conducted in 1998, concluded that there is a certain limit to emotional competencies that
makes it possible to distinguish exceptional managers from the average ones (McClelland,
1998).

There are three key approaches to emotional intelligence in literature: Emotional
intelligence is an ability (Mayer et al, 1997), they believe that emotional intelligence is a
form of social intelligence that includes the ability to perceive one’s own and others’ feelings
and emotions and use this information in guiding their own thinking and behavior (Mayer
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and Salovey, 1997, p.27); Emotional intelligence is a dimension of personality (Petrides
& Furnham, 2000; Petrides et al. 2007) The authors Petrides & Furnham (2000) were the
first to propose a distinction between emotional intelligence as ability and as personality
characteristic. Unlike the ability approach, which is related to real abilities, emotional
intelligence as a dimension of personality should be explored within the framework of
personality, more precisely, it implies self-reporting (Petrides & Furnham, 2001). Emotional
intelligence is a competence: it permeates different psychological domains - a mixed model

(Goleman; 1995; Bar-On, 1997; Goleman et al., 2004; Boyatzis, 2011) which, besides
abilities, also includes non-cognitive features.

Emotional and social competencies

The notion of emotional intelligence as a set of emotional and social competencies
rests on a mixed model developed by Goleman (1995), which was later perfected.
Emotional intelligence consists of 12 competencies that are grouped into four clusters:
self-awareness, self-management, social awareness, and relationship management. The
first two clusters represent emotional competencies, and the other two represent social
competencies (Boyatzis, 2019). Emotional competencies are the ability to recognize and
understand one’s own emotions, and social competencies are the ability to recognize and
understand the emotions of others, as well as using such information in order to achieve
superior performance (Emmerling & Boyatzis, 2012).

The instrument widely used to test emotional intelligence (emotional and social
competencies), and that was used in this research is a standardized ESCI questionnaire
(Emotional and Social Competences Inventory), developed by the consulting organization
Hay Group in collaboration with Goleman & Boyatzis (Hay Group, 2011).

The importance of emotional and social competencies is indicated by Cheriss (2000)
who states that 2/3 of the competencies associated with superior performance in the workplace
are emotional and social in nature (Cheriss in Seal et al., 2006). Research that focused only on
social competencies is rare, despite the obvious importance of these skills in everyday business
involving social interactions, which is especially important when it comes to leadership and
the relationship between managers and employees in organizations (Riggio, 2010). The
importance of possessing social skills for a leader in a modern dynamic business environment
is very high. According to Strukan et al. (2019) leadership and change are synonyms. Leaders
are increasingly turning to developing high-quality interpersonal relations between the leaders
and employees (Strukan et al., 2019), therefore, from authors’ point of view, the social skills of
leaders are the key factor for achieving good relations between leaders and employees and a
necessary condition for creating a climate in which changes are accepted.

Leadership outcomes
Leadership outcomes are presented through effectiveness, extra effort and
satisfaction. Extra effort is presented in the context of leaders’ ability to strengthen the

desire of their followers to be successful and willing to make an extra effort to achieve
more than they think they can and expect, or to realize their potential (Bass & Avolio,
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1997). When it comes to effectiveness, it should be emphasized that the perception of
leaders by followers is important, i.e. whether followers perceive their superiors as
effective in achieving goals and representing their interests before a higher authority,
as well as whether employees perceive their work group as effective (Bass & Avolio,
1997; Jelaca et al., 2016). Satisfaction is reflected in employees’ satisfaction with their
superiors and their management methods (Bass & Avolio, 1997).

In previous research, transformational leaders were mostly associated with positive
leadership outcomes (Wang et al., 2011; Sadeghi & Pihie, 2012; Dabke, 2016). Contributing
to this, transformational leaders strive to raise the level of awareness of their followers,
promoting moral values and inclusion of emotions, as well as promoting goals that include
freedom, justice, equality (Tasi¢ et al., 2020). If managers want to become a transformational
leaders, they must be engaged with followers to exert influence, consider employee needs,
coach, inspire, and stimulate (Rubin et al., 2005). In line with previous mentioned, many
researches show that coaching has an impact on satisfaction with manager (Szabo et al.,
2019), than trust in the leader correlate positively with satisfaction with leader (Bartram &
Casimir, 2007). According to Webb (2008) followers are more satisfied and motivated by
leaders who possess great energy, high levels of self-confidence, strong beliefs and ideals.
Such leaders, exept they ecourage higher level of satisfaction of followers, they are perceived
as effective and motivate employees to make additional efforts to realize their potential.

The instrument most used to examine leadership outcomes, and used in this study as
well, is the standardized MLQ-5X questionnaire (Multifactor Leadership Questionnaire)
(Bass & Avolio, 2000; Bass & Avolio, 2004).

Emotional intelligence and leadership outcomes

Researches that has focused on relationship between emotional intelligence
(emotional and social competencies) and leadership outcomes (effectiveness, extra
effort, and satisfaction) exist, but not in large number. The results of a study conducted on
a sample of 110 top managers have shown that there is a statistically significant positive
strong relationship between emotional intelligence and leadership outcomes (extra effort,
effectiveness and satisfaction), with the strongest relationship proven between the ability
to identify and understand the emotions of others and leadership outcomes (Gardner,
2002). Schaap & Coetzee (2005) demonstrated positive relationships between emotional
intelligence and all three leadership outcomes in a sample of 100 managers.

The authors more often linked emotional intelligence and one of the outcomes of
leadership, and most often it was the effectiveness of leaders, and research has proven a
positive link between emotional intelligence and leaders’ effectiveness (Kerr et al., 2006;
Nabih et al., 2016). Effective leaders, in addition to traditional competencies, also have
a high level of emotional intelligence. Van Oosten found that there is a positive impact
of emotional competencies on leader effectiveness (Van Oosten, 2013), and Guerin et al.
found that social skills are predictors of leader effectiveness (Guerin et al., 2011).

Based on the previous review of the literature and the prevailing views, the
following hypothesis was set:

HI1: Social competencies of manager are positively related to leadership
outcomes (extra effort, effectiveness, and satisfaction).
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Methodology

The research was conducted at the beginning of 2020 on a sample of 30 employees
from 8 organizations that have more than 50 employees. Out of the total number of
employees, 67% work in the private sector and 33% in the public sector. 19 respondents
were males and 11 females. The largest number of respondents (66%) belonged to the age
group 25-44 years. When it comes to education, 8 have completed High school, 4 three-
year Vocational studies, 12 four-year Academic studies and 6 respondants completed
Master studies.

The questionnaires used for the research are ESCI (Emotional and Social
Competency Inventory) (Hay Group, 2011) and MLQ Questionnaire (Multifactor
Leadership Questionnaire) (Avolio & Bass, 2004). The standardized ESCI questionnaire
consists of 68 questions, measuring leaders’ emotional intelligence (social and emotional
competencies). The issues were grouped into four clusters: self-awareness, self-
management, social awareness, and relationship management. The first two clusters relate
to emotional competencies and the other two to social competencies (Boyatzis, 2019, p.
10). Out of a total of 68 questions, 38 measure leaders’ social competencies, which is
the focus of the research. Nine questions from the standardized MLQ questionnaire were
used to measure leadership outcomes. A five-point Likert scale was used to evaluate all
the responses.

Analysis of research results

In the first step, reliability of the measurement scales used in the research was
checked, and it was determined that the Cronbach’s alpha coefficient is 0.905 (social
competencies), i.e. 0.935 (leadership outcomes), which indicates that the measurement
scales are reliable and appropriate for measuring social competencies of manager and
leadership outcome.

Table 1: Spearman correlation (N=30)

Social Leadershi
M SD competences of cadersip
outcomes
manager
Social rho 1.000 .619™
competences 3.6494 .3990
of manager p - -000
Leadership rho .619™ 1.000
3.8139 .8902
outcomes p .000 _

Source: Author s calculation

Based on the results shown in Table 1, it can be concluded that there is a strong
positive correlation between managers’ social competencies (social awareness and
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relationship management) and leadership outcomes (r =0.619; n = 30; p = 0.000) which are

reflected in positively perceived effectiveness of the leader by the employees, employees

>

satisfaction with the immediate superior and his/her leadership style and the encouragement
of the subordinates by the managers to invest an additional effort into performing their work.

The authors used regression analysis to examine in more details the influence of the
independent variable, i.e. social competencies of manager on the dependent variable, i.e.
leadership outcomes.

Table 2: Model Summary

Change Statistics
Model | R S Rare ﬁ?usze(i Std.}fsrt'rl(')rfa(t)ef e RS Sig. F
q quar ! U3¢ £ Change | dfl | df2 | 08
Change Change
1 724 524 .507 .625042623106816 524 30.825 1 28 .000
Source: Author s calculation
Table 3: Anova test for regression model
Sum of
Model df Mean Square F Sig.
Squares
Regression 12.043 1 12.043 30.825 .000°
1 Residual 10.939 28 391
Total 22.982 29

a. Dependent Variable: Ledership outcomes

b. Predictors: (Constant), Social comeptences of manager

Source: Author s calculation

Based on Table 2 and Table 3, it can be concluded that the model is statistically significant
(F = 30.825; Df = 1.28; p <0.01,), and that the independent variable (social competence)

explains 52.4% of the variance of the dependent variable, i.e. leadership outcomes.

Table 4: Regression Model Coefficients

Unstandardized Coefficients ?:tar%lgrdtlzed
Model octaients ¢ Sig. VIF
B Std. Error Beta
(Constant) -2.080 1.068 -1.948 .061
1
AVR_SC 1.615 291 724 5.552 .000 1.000
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Based on Table 4, which shows the coefficients of the regression model, the following
conclusions can be drawn: the assumption of no multilinearity is not compromised, since the
factor of increasing variance (VIF = 1) is less than 10 (Pallant, 2017, p. 155), or less than 3 (Hair
et al., 2019, p. 11). The results show that managers’ social competencies have a statistically
significant positive predictive effect (V =0.724; p=0.000) on leadership outcomes. Possession
of a higher level of social competencies (social awareness and relationship management)
is associated with better leadership outcomes reflected in positively perceived leaders’
effectiveness, employees’ satisfaction with the leaders and the leaders’ ability to encourage
employees to put an extra effort into doing their job.

Based on the presented data, the conclusion is drawn that the hypothesis ,,Social
competenciesof manager are positively related to leadership outcomes (extra effort,
effectiveness, and satisfaction)” was confirmed.

Conclusion

In modern business conditions, managers are expected to, in addition to the necessary
professional competencies, also possess a certain level of emotional intelligence. A manager
who has emotional and social competencies behaves like a leader and has the ability to
influence his employees, by creating an adequate work climate, a climate of mutual trust that
motivates employees to progress, develop, learn, believe in themselves, and achieve more than
they think they could.

Emotionally intelligent managers or leaders create such an organizational climate
that encourages the employees to put an extra effort and realize their potential. In a work
atmosphere in which employees are satisfied and perceive their superiors as effective leaders,
a higher degree of work engagement is encouraged, which is extremely important today, and
will become even more important in the future.

Based on the available data and analysis using the above quantitative procedures, it can
be concluded that there is a statistically significant cerrelation between the level of managers’
social competencies and leadership outcomes. Emotional intelligence, especially social
competencies, represents an extremely important factor that contributes to superior leadership
outcomes.

Contribution of this research is reflected in connecting emotional intelligence (social
competencies) and the outcome of leadership, which has been poorly researched so far,
especially when it comes to our country. The limitation of the study is the size of the sample,
so the authors’ proposal for future research is to increase the sample and to examine whether
emotional or social competencies have a greater impact on leadership outcomes.
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