UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&

=

“ UNIVERSITEIT VAN PRETORIA
e

REFERENCES:

Abraham, R. 1999. Emotional Intelligence in Organizations: A Conceptualization. Genetic,
Social & General Psychology Monographs, 125(2):209-225.

Ammeter,A.P. & Dukerich, J.M. 2002. Leadership, team building and team member
characteristics in high performance project teams. Engineering Management Journal, 14(4):3-
10.

Anderson, N.R. & West, MA. 1996. The Team Climate Inventory: Development of the TCI and
its Applications in Teambuilding for Innovativeness. European Journal of Work and
Organizational Psychology, 5(1):53-66.

Anderson, N.R. & West, M A. 1998. Measuring climate for work group innovation:
development and validation of team climate inventory. Journal of Organizational Behavior,
19:235-258.

Anastasi, A 1988. Psychological Testing. New York: Macmillan Publishing Company.

Arnison, L. & Miller, P. 2002. Virtual teams: a virtue for the conventional team. Journal of
Workplace Learning. 14(4):166-173.

Ashkanasy, N. M. 2002. Studies of cognition and emotions in organizations: Attribution,
affective events, emotions, intelligence and perception of emotion. Australian Journal of
Management, 27:11-20.

Averill, J.R. 1998. What is Emotions, Really? Cognition and Emotion, 12(6):849-855.

Babbie, E. 2007. The Practice of Social Research. Belmont: Thomson Learning, Inc.

Baer, M. & Frese, M. 2003. Innovation is not enough: Climates for initiatives and
psychological safety, process innovations, and firm performance. Journal of Organizational
Behavior, 24(1):5-60.

Bailey, K.D. 1982. Methods of Social Research. New York: The Free Press.

Bain, P. G., Mann, L. & Pirola-Merlo, A. 2001. The Innovation Imperative. The Relationships

between team Climate, Innovation, and performance in Research and Development Teams.
Small Group Research, 32(1):55-73.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Baker, T.L. 1994. Doing Social Research. Singapore: McGraw-Hill Book Co.

Bar-on, R. 1997. The Emotional Quotient Inventory (EQ-i): A test of emotional intelligence.

Toronto: Multi-Health Systems.

Bar-on, R. 2003. How important it is to educate people to be emotionally and socially
intelligent, and can it be done? Perspective in Education, 21(4):3-15.

Batson, C.D. et al. (1995). Empathy and the Collective Good: Caring for One of the Others in
a Social Dilemma. Journal of Personality and Social Psychology, 68(4):619-631.

Becker, B.E., Huselid, M.A. & Ulrich, D. 2001. The HR Scorecard.Linking PEOPLE,
STRATEGY, and PERFORMANCE. Boston: Harvard Business School Press.

Blau, P.M. 1987. Microprocess and Macrostructure. In: Cook, A.G. (ed.) Social Exchange
Theory. Newbury Park: SAGE Publications, Inc.

Bless, C., Higson-Smith, C. & Kagee, A. 2006. Fundamentals of Social Research Methods.
An African Perspective. Lusaka: Juta & Co. Ltd.

Bottyan, S. 2004. Leadership & Organizational Climate. Garden View: Zytek Publishing.

Boyd, D. 2007. A Structured, Facilitated Team Approach to innovation. Organizational
Development Journal, 25(3):119-122.

Brett, J.F. & VandeWalle, D. 1999. Goal orientation and Goal Content as Predictors of
Performance in a Training Program. Journal of Applied Psychology, 84(6):863-873.

Brynard, P.A. & Hanekom, S.X. 2006. Introduction to research in management-related field.
Pretoria: Van Schaik Publishers.

Burns, R.B. 2000. Introduction to Research Methods. London: SAGE Publications Ltd.

Button, S.B., Mathieu, J.E. & Zajac, D.M. 1996. Goal Orientation in organizational Research:
A Conceptual and Empirical Foundation. Organizational Behavior and Human Decision
Processes. 67(1):26-48.

Carr, J.Z., Schmidt, A.M., Ford, J.K. & DeSchon, R.P. 2003 Climate perceptions matter: A
Meta-Analytic path Analysis Relating Molar Climate, Cognitive and Affective States, and
Individual level Work Outcomes. Journal of Applied Psychology. 88(4):605-619.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Cherniss, C. 2000. Emotional Intelligence: What it is and Why it Matters. Paper presented at
the Annual Meeting of the Society for Industrial and Organizational Psychology, New Orleans,
1-14 April.

Caruso, D.R., Mayer, J.D. & Salovey, P. 2002. Relation of an Ability measure of Emotional
Intelligence to Personality. Journal of personality Assesment. 79(2)1-12.

Cole, M.S., Schaninger, W.S. & Harris, S.G. 2002. The Workplace Social Exchange Network.
Group and Organization Management, 27(1):142-167.

Cook, K.S (ed.) 1987. Social Exchange Theory. Newbury Park: Sage Publications.

Cummings, T.G. & Worley, C.G. 2001. Organization Development and Change. Mason:
South-Western College Publishing.

Davies, M., Stankov, L. & Roberts, RD. 1998. Emotional Intelligence: In search of an Elusive
Construct. Journal of Personality and Social Psychology, 75(4):989-1015.

Denison, D.R. 1996. What is the difference between organizational culture and organizational
climate? A native’s point of view on a decade of paradigm wars. Academy of Management
Review. 21(3):619-654.

De Vos, A.S., Strydom, H., Fouché C.B. & Delport, C.S.L. 2005. Research at grass roots. For
the Social Sciences and Human Services Professions. Pretoria: Van Schaik Publishers.

Dickson, M.W., Smith, D.B., Grojean, M.W. & Ehrhart, M. 2001. An organizational climate
regarding ethics: the outcome of leader values and the practices that reflect them. The
Leadership Quarterly, 12:197-217.

Doorewaard, H., Van Hootegem, G. & Huys, R. 2002. Team responsibility structure and team
performance. Personnel 31(3):356-372.

Drach-Zahavy, A. and Somech, A. 2001. Understanding Team Innovation: The role of team
processes and structures. Group Dynamics: Theory, Research, and Practice, 5(2):111-123.

Druskat, V.U. 2001. Building The Emotional Intelligence of Groups. Harvard Business
Review, 79(3):167-175.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Dulewicz, V. & Higgs, M. 1999. Can emotional intelligence be measured and developed?
Leadership and Organization Development Journal, 20(5):242-252.

Dulewicz, V. & Higgs, M. 2000. Emotional Intelligence — A review and evaluation study.
Journal of Managerial Psychology, 15(4):341-372.

Dunegan, K.J. Tierney, P. & Duchon, D. 1992. Perceptions of an Innovative Climate:
Examining the Role of Divisional Affiliation, Work Group Interaction, and leader/Subordinate
Exchange. IEEE Transactions on Engineering Management, 39(3):227-236.

Easton, V.J. & McColl, J.H. 2007. Paired data, correlation & regression. Statistic Glossary,
Steps, 1(1):1-5. [Online] Available form:

http://www.stats.gla.ac.uk/steps/glossary/paired_data.html [Downloaded: 2007-12-14].

Elliot, E.S. & Dweck, C.S. 1988. Goals: An Approach to Motivation and Achievement. Journal
of Personality and Social Psychology, 54(1):5-12.

Emmerling, R.J. and Goleman, D. 2003. Emotional Intelligence: Issues and Common
Misunderstandings. The Consortium for Research on Emotional Intelligence in Organizations.

http://www.eiconsortium.org.:1-32

Fatt, J.P.T, 2002. Emotional intelligence: For human resource managers. Management
Research News, 25(11):57-74.

Field, A. 2005. Discovering Statistics using SPSS. London: Sage Publications Ltd.

Ford, L.R. & Seers, A. 2006. Relational leadership and team climates: Pitting differentiation
versus agreement. The leadership Quartely, 17(3):158-270.

Gabriel, Y. & Giriffiths, D.S. 2002. Emotions, learning and organizing. The learning
Organization, 9(5):214-225.

Gardner, H. 1983. Frames of Mind. New York: Basic Books.

Gardner, H. 1999. Intelligence Reframed. Multiple Intelligences for the 21st Century. New
York: Basic Books.

Garson, G.D. 2007. Structural Equation Modeling,. 1-64. [Online] Available from:
http://www2.chass.ncsu.edu/garson/pa765/structur.htm [Accessed: 2007-12-17].



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Gerson, R. 1999. Emotions in the Workplace: Good, bad or fad? Business Journal, 19(2):47-
64.

Glick,W. H. 1985. Conceptualizing and Measuring Organizational and Psychological Climate:
Pitfalls in Multilevel Research. Academy of Management Review. 10(3):601-616.

Goleman, D. 1995. Emotional Intelligence. New York: Bantam Books.
Goleman, D. 1998 Working with Emotional Intelligence. New York: Bantam Books.

Goleman, D., Boyatzis, R. & Mc Kee, A. 2002. The Emotional Reality of Teams. Journal of
Organizational Excellence, 21(2):55-65.

Gordon, J. 1992 Work teams how far have they come? Training, 29(10):59-65.

Grimm, L.G. & Yarnold, P.R. (eds.) 2002. Reading and understanding MORE multivariate
statistics. Washington: American Psychological Association.

Gross, J.J. & John, O.P. 1995. Facets of emotional expressivity: Three self-report factors and
their correlates. Person Individual Differences, 19(4):555-568.

Hair, J.F., Anderson, R.E., Tatham, R.L. & Black, W.C. 1998. Multivariate data analysis. New

Jersey: Prentice-Hall International, Inc.
Hardy, M. & Bryman, A. 2004. Handbook of Data Analysis. London: Sage Publications.

Hatcher, L. 1994. A Step-by-Step Approach to Using the SAS System for factor Analysis and
Structural Equation Modelling. Cary: SAS Institute Inc.

Healey, J.F. 1990. Statistics, a tool for social research. Belmont: Wadsworth Publishing

Company.

Hemmati, J.F. & Kroner, D.G. 2003. The validity of the Bar-on emotional intelligence quotient
in an offender population. Personality and Individual Differences.37 (4):695-706.

Higgs, M. & Dulewicz, V. 2000. The seven elements of emotional intelligence. Quality Focus,
4(1):4-7.

Hill, C. W.L. 2003. International Business. Competing in the Global Marketplace. New York:
McGraw-Hill.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Hoyle, R.H. (ed.) 1995. Structural Equation Modeling: Concepts, Issues, and Application.
Thousand Oaks: Sage Publications.

Hughes, J. 1990. The Philosophy of Social Research. New York: Longman Publishing.

Huston, T.L. & Burgess, R.L., 1979. Social exchange in developing relationships: an
overview. New York: Academic Press.

James, L.R., Joyce, W.F. & Slocum, J.W. 1988. Comment: Organizations do not cognize.
Academy of Management Review, 13(1):129-132.

James, L.R. & Mcintyre, M.D. 1996. Perceptions of Organizational Climate. In Murphy K.R.
(ed.) Individual Differences and Behavior in Organizations. San Francisco: Jossey-Bass
Publishers.

Janssen, O. & Van Yperen, NW. 2004. Employees’ goal orientations, the quality of leader-
member exchange, and the outcomes of job performance and job satisfaction. Academy of
management Journal, 47(3):68-384.

Jordan, M.H. Field, H.S. & Armenakis, A.A. 2002. The Relationship of group Process
Variables and Team Performance: A Team-level Analysis in a Field Setting. Small Group
Research, 33(1):121-150.

Jordan, P.J., Ashkanasy, N.M., Hartel, C.E.J. & Hooper, G.S. 2002. Workkgroup emotional
intelligence Scale development and relationnnship to team process effectiveness and goal
focus. Human Resource Management Review, 12:195-214.

Joyce, W.F. & Slocum, J.W. 1990. Strategic Context and Organizational Climate. In:
Schneider, B. (ed.) Organizational Climate and Culture’. San Francisco: Jossey-Bass
Publishers.

Kivimaki, M., Kuk, G.,Elovainio, M., Thomson, L. Kalliomaki-Levanto, T & Heikkila, A. (1997).
The Team Climate Inventory (TCl)—Four or Fife Factors? Testing the structure of TCI in
samples of low and high complexity jobs. Journal of Occupational & Organizational
Psychology, 70(4), 375-390.

Kline, R.B. 1998. Principles and Practice of Structural Equation Modeling. New York: The
Guilford Press.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Kozlowski, S.W.J., & Hults, B.M. 1987 An exploration of climates for technical updating and
performance. Personality Psychology, 40:539-563.

Kreitner, R. & Kinicki, A. 2001. Organizational Behavior. New York: Irwin/McGraw-Hill.

Kumar, R. 2005. Research methodology. A step-by-step guide for beginners. London: SAGE
Publications Ltd.

Lam, A. 2005. Organizational Innovation. In: Faserberg, J., Mowery,D & Nelson, R. (eds.) The
Oxford Handbook of Innovation. New York: Oxford University Press.

Lawler, E.J & Thye, S.R. 1999. Bringing emotions into social exchange theory. Annual
Review of Sociology, 25(1):217-245.

Lawler, E.J., Thye, S.R. & Yoon, J. 2000 Emotions and Group Cohesion in Productive
Exchange. American Journal of Sociology, 106(3):16-658.

Levenson, R.W. 1999. The Intrapersonal Functions of Emotion. Cognition and
Emotion.13(5):481-504.

Loelin, J.C. 2004. Latent variable Models. An introduction to factor, path and structural
equation analysis. Mahwah: Lawrence Erlbaum Associates.

Loewen, P. & Loo, R. 2004. Assessing team climate by qualitative and quantitative
approaches. Building the Learning Organization. The Learning Organization, 11(3):260-272.

Loo, R. & Loewen, P. 2003. The typology of self-managed teams based upon team climate:
examining stability and change in typologies. Team Performance Management: An
International Journal, 9(3/4):9-68.

Lutz, G.M. 1983. Understanding Social Statistics. New York: MacMillan Publishing Co. Inc.
Malouff, J., Schutte, N., Bauer, M., Mantelli, D., Pierce, B., Cordova, G., & Reed, E. 1990.
Development and validation of a measure of the tendency to be goal oriented. Personality

and Individual Differences, 11:1191-1200.

Mangos, P.M. & Steele-Johnson, D. 2001. The Role of Subjective task Complexity in Goal
Orientation, Self-Efficacy, and Performance Relations. Human Performance, 14(2):169-186.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Mason, C.M. 2006. Exploring the Processes Underlying Within-Group Homogeneity. Small
Group Research, 37:233-270.

Mathisen, G.E., Einarsen, S., Jorstad, K. and Brgnnick, K. 2004. Climate for work group
creativity and innovation: Norwegian validation of the team climate inventory (TCI).
Scandinavian Journal of Psychology, 45:383-392.

May, T. 2001. Social Research. Issues, Methods and Process. Philadelphia: Open University
Press.

Mayer, J.D. 2001. Emotions, Intelligence, and Emotional Intelligence. In: Forgas, J. P. (ed.)
Handbook of Affect and Social Cognition. Mahwah, NJ: Lawrence Erlbaum Associates,

Publishers.

Mayer, J.D., & Salovey, P. 1997. What is Emotional Intelligence? In: Salovey, P & Sluyter, D.
J. (eds.) Emotional Development and Emotional Intelligence. New York: Basic Books.

Mayer, J.D., Salovey, P. & Caruso, D. 2000a. Emotional Intelligence as Zeitgeist, as
personality, and as a Mental Ability. In: Bar-on, R. & Parker, J.D.A. (eds.). The Handbook of
Emotional Intelligence. San Francisco: Jossey-Bass Inc.

Mayer, J.D., Salovey, P. & Caruso, D. 2000b. Models of Emotional Intelligence. In: Sternberg,
R. Handbook of Intelligence. Cambridge: Cambridge University Press.

McMurray, A.J. 2003. The Relationship Between Organizational Climate and Organizational
Culture. Journal of American Academy of Business, 3(1/2):1-8.

Molm, L.D., Peterson, G. & Takahashi, N. 2001. The Value of Exchange. Social Forces,
80(1):159-185.

Montes, F.J.L., Moreno, A.R. & Fernandez, L.M.M. 2003. Assessing the organizational
climate and contractual relationship for perceptions of support for innovation. International
Journal of Manpower, 25(2):167-180.

Mossholder, KW. & Bedeian, A.G. 1983. Group Interactional Processes: Individual and

Group Level Effects. Group and Organizational Studies, 8(2):187-202.

Mouton, J. 2001. How to succeed in your Master's and Doctoral Studies. A South African

Guide and Resource Book. Pretoria: Van Schaik Publisher.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Patterson, M., Warr, P. & West, M. 2004. Organizational climate and company productivity:
The role of employee affect and employee level. Journal of occupational and Organizational
Psychology, 77:193-216.

Payne, R.L. & Mansfield, R. 1973. Relationships of perceptions of organizational Climate to
Organizational Structure, Context and Hierarchical Position. Not known.

Pirola-Merlo, A., Hartel, C., Mann, L. & Hirst, G. 2002. How leaders influence the impact of
affective events on team climate and performance in R&D teams. The Leadership Quartely,
13:561-581.

Porath, C.L. & Bateman, T.S. 2006. Self-regulation: From goal orientation to job performance.
Journal of Applied Psychology, 91(1):185-192.

Potosky, D. & Ramakrishna, H.V. 2002. The Moderating Role of Updating Climate
Perceptions in the Relationship Between Goal Orientation, Self-Efficacy, and Job
Performance. Human Performance, 15(3):276-297.

Proudfoot, J., Jayasinghe, U.W., Holton, C., Grimm, J., Bubner, T., Amoroso, C., Beilby, J.,
Harris, M.F. and Praccap Research Team. 2007. Team Climate for Innovation: what
difference does it make in general practice? International Journal for Quality in Health Care
Advance Access, 1-6.

Punch, K.F. 2005. Introduction to Social Research. London: SAGE Publications Ltd.

Ragazzoni, P., Baiardi, P., Zotti, A.M., Anderson, N. & West, M. 2002. Italian validation of the
team climate inventory: a measure of team climate for innovation. Journal of Managerial
Psychology, 17(4):1-11.

Rahim, M.A. & Minors, P. 2003. Effects of emotional intelligence on concern for quality and
problem solving. Managerial Auditing Journal, 18(2):150-155.

Roberson, Q.M. 2006. Justice in teams: The activation and role of sensemaking in the
emergence of justice climates. Organizational behaviour and Human Decision Processes.
100 (2):177-192.

Rosenthal, R. & Rosnow, R.L. 1984. Essentials of Behaviour Research. Methods and Data
Analysis. New York: McGraw-Hill.



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Ryback, D. 1998. Putting emotional intelligence to work: successful leadership is more than

1Q. Woburn: Butterworth-Heineman.
Rummel, R.J. 1976. Understanding Correlation. Unpublished manuscript, University of Hawaii
at Honolulu. [Online] Available from: http://www.mega.nu/ampp/rummel/uc.htm [Accessed:

2007-12-17].

Saavedra, R. & Van Dyne, L. 1999. Social Exchange and Emotional Investment in Work
Groups. Motivation and Emotion, 23(2):105-123.

SAS Institute Inc., ® User’s Guide, Version 8, Cary, NC: SAS Institute Inc., 1999. 3884 pp.

Saleh, S.D. & Wang, C.K. 1993. “The management of innovation: strategy, structure and

organizational climate”, IEEE Transactions on Engineering Management, 40(1):497-510.

Salovey, P. & Mayer, J.D. 1990. Emotional Intelligence. Imagination, Cognition and
Personality, 9(3):185-211.

Samuda, R.J 1998. Cross-Cultural Assessment. In: Samuda, R.J., Feuerstein, R., Kaufman,
A. S., Lewis, J. E., Sternberg, R. J. & Associates, Advances in Cross-Cultural Assessment.
Thousand Oaks: SAGE Publications.

Schneider, B. 1975 Organizational Climates: An Essay. Personnel Psychology, 28:447-479.

Schneider, B. 1985. Organizational Behaviour. Annual Review of Psychology, 36:573-611.

Schneider, B. (ed.) 1990. Organizational Climate and Culture. San Francisco: Jossey-Bass

Inc.

Schneider, B., Brief, A.P. & Guzzo, R.A. 1996. Creating a climate and culture for sustainable

organizational change. Organizational Dynamics, 24(4):4-20.

Schneider, B. and Reichers, A.E. 1983. On the etiology of climates. Personnel Psychology,
36:19-39.

Schutte, N.S. & Malouff, J.M. 1999. Measuring emotional intelligence and related constructs.
New York: The Edwin Mellen Press.

120



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Schutte, N.S., Malouff, J.M., Hall, L.E., Haggert, D.J., Cooper, J.T., Golden, C.J., & Dornheim,
L. 1998. Development and validation of a measure of emotional intelligence. Personality and
Individual Differences, 25:167-177.

Schutte, N.S., Malouff, J.M., Bobik, C., Coston, T.D., Greeson, C., Jedlicka, C., Rhodes, E., &
Wendorf, G. 2001. Emotional Intelligence and Interpersonal Relations. The Journal of Social
Psychology, 141(4):523-536.

Scott, S.G. and Bruce, R.A. 1994. Determinants of Innovative Behavior: A Path Model of
Individual Innovation in the Workplace. Academy of Management Journa, 37(3):1-12.

Seers, A. 1989. Team-Member Exchange Quality: A new Construct for Role-making
Research. Organizational Behavior and Human Decision Processes, 43:118-135.

Seers, A., Ford, L.R., Wilkerson, J.M. and Moorman, T.E. 2001. The generation of influence:
Effects of leader-Member Exchange and Team-Member Exchange. Paper presented at the
annual meeting of the Southern Management Association, New Orleans, LA.,April:1-10.

Seers, A., Petty, M.M. and Cashman, J.F. 1995. Team-Member Exchange Under Team and

Traditional Management. Group and Organizational Management, 20(1):18-38.

Senge, P.M. 1990. The Fifth Discipline: The art and practice of the learning organization. New
York: Bantam Doubleday Dell Publishing Group.

Sherony, K.M. & Green, S.G. 2002. Coworker Exchange: Relationships Between Coworkers,
Leader-member Exchange, and Work Attitudes. Journal of Applied Psychology, 87(3):542-
548.

Sipsma, L. 2000. Emotional Intelligence and Team Effectiveness of Postgraduate
Management Students in Self-Managed Work Teams. Unpublished M-Dissertation,
Potchefstroom: University for Christian Higher Education.

Snyman, J. (ed.) 1993. Conceptions of Social Inquiry. Pretoria: HSRC.

Steele-Johnson, D., Beauregard, R.S., Hoover, P.B. & Schmidt, A.M., 2000. Goal orientation
and Task Demand Effects on Motivation, Affect and Performance. Journal of Applied

Psychology, 85(5):724-738.

Stein, S. & Book, H. 2001. The EQ edge: Emotional intelligence and your success. London:
Kogan Page Limited.

121



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Stern, P.C. 1979. Evaluating Social Science Research. New York: Oxford University Press.

Sternberg, R.J. 1986. Intelligence Applied. Understanding and increasing your intelligence

skills. Orlando: Harcourt Brace Jovanovich Publishers.

Sternberg, R.J. 2000. Practical Intelligence in Everyday Life. Cambridge: Cambridge
University Life.

Sternberg, R.J. (ed.) 2000. Handbook of Intelligence. Cambridge: Cambridge University
Press.

Stevens, J.P. 2002. Applied Multivariate Statistics for the Social Sciences. Mahwah, New
Jersey: Lawrence Erlbaum Associates, Inc.

Stewart, G.L. & Barrick, M.R. 2000 Team structure and performance: Assessing the
mediating role of intra-team process and the moderating role of task type. Academy of
Management Journal, 43(2):135-149.

Tabachnick, B.G. & Fidell, L.S. 2001. Using multivariate statistics. Boston: Allyn & Bacon

Tata, J. 2000. Autonomous work teams: an examination of cultural and structural constraints.
Work Study, 49(5):187-194.

Tishler, L, Biberman, J, & McKeage, R. 2002. Linking emotional intelligence, spirituality and
workplace performance: Definitions, models and ideas for research. Journal of Managerial
Psychology, 17(3):203-218.

Transfield, D. & Smith, S. 2002. Organisational designs for teamworking. International Journal
of Operations & Production Management, 22(5/6):471-490.

Tuckey, M., Brewer, N. & Williamson, P. 2002. The influence of motives and goal orientation
on feedback seeking. Journal of Occupational and Organizational Psychology, 75(2):195-217.

VandeWalle, D. 1997. Development and validation of a work domain goal orientation
instrument. Educational and Psychological Measurement, 75 (6):995-1015.

VandeWalle,D., Brown, S.P., Cron, W.L. &Slocum, J.W. 1999. The Influence of Goal

Orientation and Self-Regulation tactics on Sales Performance: A Longitudinal Field Test.
Journal of Applied Psychology, 84(2):249-259.

122



i
i
UNIVERSITEIT YAN PRETORIA
UNIVERSITY OF PRETORIA
et

YUNIBESITHI YA PRETORIA

VandeWalle, D. and Cummings, L.L. 1997. A Test of the Influence of Goal Orientation on the
Feedback-Seeking Process. Journal of Applied Psychology, 82(3):390-400.

VandeWalle, D., Cron, W.L and Slocum, J.W. 2001. The Role of Goal Orientation Following
Performance Feedback. Journal of Applied Psychology, 86(4):629-640.

Van Wyk, R., Boshoff, A.B. & Owen, J.H. 1999. Construct validity of psychometric instruments
developed in the United States, when applied to professional people in South Africa. South
African Journal of Economic and Management Sciences. SS(1) S1-S72.

Vermeulen, L.P. & Mitchell, J.I. 2007. Development and Validation of a Measure to Assess
perceptions Regarding Gender-Related Pilot Behavior. International Journal of Aviation

Psychology, 17(2):197-218.

Wagenaar, T.C. & Babbie, E. 2004 Guided Activities for The Practice of Social Research.
Toronto: Thomson learning, Inc.

Wallace, A.R. & Wolf, A. 1995. Contemporary sociological theory: continuing the classical
tradition. New Jersey: Prentice-Hall.

Weisinger, H. 1998. Emotional Intelligence at Work. San Francisco: Jossey-Bass Inc.

West, M.A. 1990. The social psychology of innovation in groups. In: West, M.A. & Farr, J.L
(eds.) Innovation and creativity at work: Psychology and organizational strategies. Chichester:
Wiley.

Witt, L.A., Hochwater, W.A_, Hilton, T.F. Hillman, C.M. & Chan, M. 1999. Team-member
exchange and commitment to a matrix team. Journal of Social Behavior & Personality,

14(1):63-75.

Wysocki, D.K. 2004. Readings in Social Research Methods. Toronto: Thomson Learning Inc.

123



i
i
UNIVERSITEIT YAN PRETORIA
UNIVERSITY OF PRETORIA
et

YUNIBESITHI YA PRETORIA

ANNEXURE A

—f

7\

|
| =

University of Pretoria

Pretoria 0002, South Africa
Direct Telephone: (012) 420-4595
Direct Telefax:(012) 420-5895
E-Mail: simon.kotze@up.ac.za

11 January 2006.

Dear Respondent,

The survey contained in this document is an investigation into different variables in
the workplace. | would appreciate your participation in this survey, as every
response adds value to the study.

This questionnaire is divided into different sections dealing with different aspects of
work. Every section will be preceded with different instructions. Please follow the
instructions as carefully as possible and answer all questions. There are no right or
wrong answers to these questions as they are only intended to determine your
perceptions on the different aspects. If any question/item is unanswered, it will

unfortunately render your questionnaire unusable.

124



UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Your co-operation in completing this questionnaire is appreciated very highly. Your
answers will be treated as strictly confidential. You need not reveal your identity or
that of your company. The data obtained will be used solely for research purposes.

If you are interested in receiving feedback about the findings of this research, please
complete the response request section at the end.

Thank you for your participation.

Simon Kotzé

PhD Student

Department of Human Resources Management
Faculty of Economic Sciences and Management
Room 8/15

Agricultural Sciences Building

UNIVERSITY OF PRETORIA

Pretoria

012-420-4595 (Office)
012 420-5895 (Fax)

Section A.

Directions: After deciding whether a statement is generally true for vou, use the

5-point-scale to respond to the statement.

Please circle the 1 if you strongly disagree that this is like you; the 2 if you somewhat
disagree that this is like you, the 3 if you neither agree nor disagree that this is like you, the 4
if you somewhat agree that this is like you, and the 5if you strongly agree that this is like you.

There are no right or wrong answers. Please give the response that best describes you:

1 = strongly disagree

2 = somewhat disagree

3 = neither agree nor disagree

4 = somewhat agree

5 — strongly agree
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STRONGLY STRONLGY FOR OFFICE
DISAGREE AGREE USE ONLY

1 | know when to speak about my | 01 02 03 | 04 05 A1 1
personal problems to others.

2  When | am faced with obstacles, | | 01 02 03 | 04 05 A2 2
remember times | faced similar
obstacles and overcame them.

3 | expect that | will do well on most | 01 02 03 | 04 05 A3 3
things | try

4  Other people find it easy to confide | 01 02 03 | 04 05 A4 4
in me.

5 | find it hard to understand the | 01 02 03 | 04 05 A5 5
non-verbal messages of other
people.

6 Some of the major events of my | 01 02 03 | 04 05 A6 6
life have led me to re-evaluate
what is important and not
important.

7 When my mood changes, | see | 01 02 03 | 04 05 A7 7
new possibilities

8 Emotions are one of the things that | 01 02 03 | 04 05 A8 8
make my life worth living

9 | am aware of my emotions as | | 01 02 03 | 04 05 A9 9
experience them

10 | expect good things to happen 01 02 03 | 04 05 A10 10

11 | like to share my emotions with | 01 02 03 | 04 05 A1 11
others

12 When | experience a positive | 01 02 03 | 04 05 A12 12
emotion, | know how to make it
last

13 | arrange events others enjoy 01 02 03 | 04 05 A13 13

14 | seek out activities that make me | 01 02 03 | 04 05 A14 14
happy

15 | am aware of the non-verbal | 01 02 03 | 04 05 A15 15
messages | send to others

16 | present myself in a way that | 01 02 03 | 04 05 A16 16
makes a good impression on
others

126




UNIVERSITEIT YAN PRETORIA
UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

STRONGLY STRONLGY FOR OFFICE
DISAGREE AGREE USE ONLY

17 When | am in a positive mood, | 01 02 03 | 04 05 A17 17
solving problems is easy for me

18 By looking at their facial | 01 02 03 | 04 05 A18 18
expressions, | recognize the
emotions people are experiencing

19 | know why my emotions change 01 02 03 | 04 05 A19 19

20 When | am in a positive mood, | | 01 02 03 | 04 05 A20 20
am able to come up with new
ideas

21 | have control over my emotions 01 02 03 | 04 05 A21 21

22 | easily recognize my emotions as | 01 02 03 | 04 05 A22 22
| experience them

23 | motivate myself by imagining a | 01 02 03 | 04 05 A23 23
good outcome to tasks | take on

24 | compliment others when they | 01 02 03 | 04 05 A24 24
have done something well

25 | am aware of the non-verbal | 01 02 03 | 04 05 A25 25
messages other people send

26 When another person tells me | 01 02 03 | 04 05 A26 26
about an important event in his or
her life, | almost feel as though |
have experienced this event
myself

27 When | feel a change in emotions, | 01 02 03 | 04 05 A27 27
| tend to come up with new ideas

28 When | am faced with a challenge | 01 02 03 | 04 05 A28 28
| give up because | believe | will
fail

29 | know what other people are | 01 02 03 | 04 05 A29 29
feeling just by looking at them

30 | help other people feel better | 01 02 03 | 04 05 A30 30
when they are down

31 | use good moods to help myself | 01 02 03 | 04 05 A31 31
keep trying in the face of obstacles

32 | can tell how people are feeling by | 01 02 03 | 04 05 A32 32
listening to the tone of their voice
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DISAGREE AGREE USE ONLY
33 It is difficult for me to understand | 01 02 03 | 04 05 A33 33
why people feel the way they do

(Schutte et.al., 1998)
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Section B.
Consider the statements below and decide whether you agree or disagree with the statement
made. Use the scale on which a “1” indicates strongly disagree and a “7” indicates strongly
agree to answer each item. Circle the number next to the item to indicate your response.
Strongly Disagree Strongly Agree
1 2 3 4 5 6 7

There are no right or wrong answers. Please give the response that best describes you:

STRONGLY STRONLGY FOR OFFICE
DISAGREE AGREE USE ONLY

1 Our team meetings are good for [ 01 | 02 | 03 | 04 | 05 | 06 | 07 B1 34
expressing my ideas.

2  Our team-meetings are valuable | 01 {02 |03 | 04 | 05 | 06 | 07 B2 35
participation opportunities.

3  Our team-meetings are practical | 01 {02 |03 | 04 | 05 | 06 | 07 B3 36
ways to keep informed.

4  Our team-meetings resolve | 01 | 02 |03 | 04 | 05 | 06 | 07 B4 37
tension and conflict.

5 My team-members are hard to |01 |02 |03 |04 |05 |06 | 07 B5 38
communicate with.

6 My team has a strong sense of | 01 | 02 | 03 | 04 | 05 | 06 | 07 B6 39
togetherness.

7 My team-members generally trust | 01 | 02 | 03 | 04 | 05 | 06 | 07 B7 40
each other.
My team lacks team spirit. 0102|0304 |05|06 |07 B8 41
| often suggest better work |01 [ 02 |03 |04 | 05| 06 | 07 B9 42
methods to others.

10 My team-members let me know | 01 | 02 | 03 | 04 | 05 | 06 | 07 B10 43
when | affect their work.

11 | let my team-members know | 01|02 | 03 | 04 | 05 | 06 | 07 B11 44
when they affect my work.

12 My team-members recognize my | 01 | 02 | 03 | 04 | 05 | 06 | 07 B12 45
potential.

13 My team-members understand my | 01 | 02 | 03 | 04 | 05 | 06 | 07 B13 46
problem.

14 | am flexible about switching jobs | 01 | 02 | 03 | 04 | 05 | 06 | 07 B14 47
with my team-members.

15 | often ask others for help. 01 /02|03 |04|05]|06 |07 B15 48

16 | often volunteer extra help |01 |02 |03 |04 |05 |06 | 07 B16 49
towards my team-members.
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STRONGLY STRONLGY FOR OFFICE
DISAGREE AGREE USE ONLY
17 | am often willing to finish work | 01 | 02 | 03 | 04 | 05 | 06 | 07 B17 50
assigned to others.
18 My team-members are often |01 |02 |03 |04 |05 |06 | 07 B18 51

willing to finish work assigned to

me.

(Adapted from Seers, 1989)
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Section C.

Please indicate how true each of the following items is for you. Use the scale on which a “1”

indicates strongly disagree and a “6” indicates strongly agree to answer each item.

Circle the number next to the item to indicate your response.

Strongly Disagree Strongly Agree
1 2 3 4 5 6
Strongly Strongly FOR OFFICE
Disagree Agree USE ONLY

1 | prefer to do things that I cando | 01 |02 |03 |04 |05 | 06 C1 52
well rather than things that | do
poorly

2 I'm happiest at work when 1|01 |02 |03 |04 |05 |06 Cc2 53
perform tasks on which | know
that | won’t make any errors.

3  The things | enjoy the mostare |01 |02 |03 |04 |05 |06 C3 54
the things | do best.

4  The opinions others have about | 01 |02 |03 |04 |05 | 06 C4 55
how well | can do certain things
are important to me.

5 | feel smart when | do something [ 01 |02 |03 |04 |05 |06 C5 56
without making any mistakes.

6 |like to be fairly confident that | | 01 |02 |03 |04 |05 | 06 C6 57
can successfully perform a task
before | attempt it.

7 | like to work on tasks that Il have | 01 |02 |03 |04 |05 |06 C7 58
done well in the past.

8 | feel smart when | can do |01 |02 |03 |04 |05 |06 C8 59
something better than most
other people.

9 The opportunity to do|01 |02 |03 |04 (05 |06 C9 60
challenging work is important to
me.

10  When [ fail to complete a difficult | 01 | 02 |03 |04 | 05 | 06 C10 61
task, | plan to try harder the next
time | work on it.

11 | prefer to work on tasks that |01 |02 |03 |04 |05 |06 C11 62
force me to learn new things.

12 The opportunity to learn new |01 |02 |03 |04 |05 | 06 C12 63
things is important to me.
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13 | do my best when I'm working | 01 |02 |03 |04 |05 | 06 C13 64
on a fairly difficult task.

14 | try hard to improve on my past | 01 |02 |03 |04 |05 | 06 C14 65
performance.

15 The opportunity to extend the |01 |02 |03 |04 |05 | 06 C15 66
range of my abilities is important
to me.

16 When | have difficulties solvinga | 01 |02 |03 |04 |05 | 06 C16 67

problem, | enjoy trying different
approaches to see which one

will work.

(Button, Mathieu and Zajac, 1996)

132




UNIVERSITY OF PRETORIA
YUNIBESITHI YA PRETORIA

&
=

“ UNIVERSITEIT VAN PRETORIA

e

Section D

Indicate on a seven point scale the degree to which you agree with the following
statements (1 = lowest level of agreement, 7 = very strong (fully agree/fully

applicable). Circle the number next to the item to indicate your response.

Very FOR OFFICE USE
Very ONLY
Weak

Strong
1. How clear are you about what your team [0 |0 |O |O |0 [0 |O D1 68
objectives are? 112 |3 |4 |5 1|6 |7
2. To what extent do you think your team |0 [0 |O [O [0 |O |O D2 69
objectives are useful and appropriate objectives? 112 |3 |4 |5 |6 |7
3. How far are you in agreement with these |0 [0 |0 |[O [0 |0 |O D3 70
objectives? 112 |3 |4 |5 |6 |7
4. To what extent do you think other team |0 [0 |O |[O |0 |0 |O D4 71
members agree with these objectives? 112 |3 |4 |5 |6 |7
5. To what extent do you think your team's|{0 [0 |0 [O [0 |O |O D5 72
objectives are clearly understood by other|1 |2 |3 |4 |5 |6 |7
members of the team?
6. To what extent do you think your team'|0 [0 |O |[O [0 |O |O D6 73
objectives can actually be achieved? 112 |3 |4 |5 |6 |7
7. How worthwhile do you think these objectives |0 [0 |0 [0 |0 |0 |O D7 74
are to you? 112 |3 |4 |5 |6 |7
8. How worthwhile do you think these objectives |0 [0 |0 [0 |0 |0 |O D8 75
are to the organization? 112 |3 |4 |5 |6 |7
9. How worthwhile do you think these objectives |0 [0 |0 |[O |0 |0 |O D9 76
are to the wider society? 112 |3 |4 |5 |6 |7
10. To what extent do you think these objectives [0 |0 |0 |0 |0 [0 |O D1 77
are realistic and can be attained? 112 |3 |4 |5 |6 |7 0
11. To what extent do you think members of your |0 [0 [0 [0 |0 |0 |O D1 78
team are committed to these objectives? 112 |3 |4 |5 |6 |7 1
12. Do your team colleagues provide useful ideas |0 [0 [0 [0 |0 |0 |O D1 79
and practical help to enable you to do the jobto |1 |2 |3 |4 |5 |6 |7 2
the best of your ability?
13. Do you and your colleagues monitor each [0 |0 |0 |0 |0 [0 |O D1 80
other so as to maintain a higher standard of work? |1 |2 |3 |4 |5 |6 |7 3
14. Are team members prepared to question the 01010 0000 D1 81
basis of what the team is doing? T2 |3 |45 |67 4
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15. Does the team critically appraise potential 0 010 D1 82

weaknesses in what it is doing in order to achieve T 12 |3 |4 (5167 S

the best possible outcome?

16. Do members of the team build on each other's | 0 D1 83

ideas in order to achieve the best possible 1 6

outcome?

17. Is there a real concern among team members 0 D1 84

that the team should achieve the highest 1 7

standards of performance?

18. Does the team have clear criteria which 0 D1 85

members try to meet in order to achieve T2 |3 |45 |67 8

excellence as a team?

19. The team is always moving toward the 0|00 0 0 ]0 0 D1 86

development of new answers 112 (3 (4|5 |6 |7 9

20. Assistance in developing new ideas is 0|00 0 0 ]0 0 D2 87

available T2 |3 |45 |67 0

21. The team is open and responsive to change 010|000 0|0 D2 88
112 |3 |4 |5 |6 |7 1

22. People in this team are always searching for 0000 0 ]0 0 D2 89

fresh, new ways of looking at problems T2 (3 |45 |67 2

23. In this team we take the time needed to 0|00 |0 0 ]0 0 D2 90

develop new ideas T 12 |3 |4 (5167 3

24. People in the team cooperate in order to help 0|00 |0 0 ]0 0 D2 91

develop and apply new ideas T 12 |3 |4 (5167 4

25. Members of the team provide and share |O |0 |0 |0 |O |O |O D2 92

resources to help in the application of new ideas 112 |3 |4 |5 |6 |7 5

26. Team members provide practical support for 0000 0 ]0 0 D2 93

new ideas and their application T 12 |3 |4 (516 7 6

27. We share information generally in the team 0|00 |0 0 ]0 0 D2 94

rather than keeping it to ourselves T2 (3 |45 |67 7

28. We have a 'we are together' attitude 0|0 00 0 00 D2 95
112 |3 |4 |5 |6 |7 8

29. We all influence each other 0000 0 ]0 0 D2 96
112 |3 |4 |5 |6 |7 9

30. People keep each other informed about work- {0 [0 |0 [0 [0 |0 |O D3 97

related issues in the team 112 |3 |4 |5 |6 |7 0

31. People feel understood and accepted by each 0000 0 ]0 0 D3 98
112 |3 |4 |5 |6 |7 1

other
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32. Everyone's view is listened to, eveniifitisina |0 |0 |0 |0 |0 } 0O |0 D3 99

minority 112 (3 |4 |5 |6 |7 2

33. There are real attempts to share information 00|00 |0 |0 O D3 100

throughout the team 112 |3 |4 |5 |6 |7 3

34. There is a lot of give and take 0|00 |0 000 D3 101
112 (3|4 |5 |6 |7 4

35. We keep in regular contact with each other 000|000 0O D3 102
112 |3 (4 |5 |6 |7 5

36. We interact frequently 0|0 |0 |0 |0 |O]|O D3 103
112 |3 (4 |5 |6 |7 6

37. We keep in touch with each other as a team 00|00 |0 |0 |O D3 104
112 (3 |4 |5 |6 |7 7

38. Members of the team meet frequently totalk |O {0 [0 |0 |0 |0 |O D3 105

both formally and informally 112 |3 |4 |5 |6 |7 8

(Anderson & West, 1994).
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FOR OFFICE USE ONLY.

1 | Respondent number

El

106

The following questions request biographic and lifestyle information. Responses will be used

purely for statistical purposes only

Draw an X in the appropriate block next to the item that most closely represents your personal

situation. Mark one item per question only.

1 Age (in years)

2 Gender

FOR OFFICE USE ONLY

E2

107

Male 01

Female 02

E3

108

3  Qualification (mark highest level attained only)

Secondary school

—_

Gr 12 or equivalent

Post school certificate/diploma

Nat Diploma/Nat Higher Diploma

Bachelors degree or equivalent

E4

109

Honours degree or equivalent

Masters degree or equivalent

Doctoral degree or equivalent

Ol N o] o] Al W] D

Number  of

organization?

employees

in  your

Between 20 and 100

Between 100 and 500

Between 500 and 1000

E5

110

More than 1000

Al O] D
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Please indicate with an X, your
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the same E6 111

role in the work group/team as either leader or member by

marking the appropriate box beneath

6
LEADER
MEMBER

Indicate the nature of your work

FOR OFFICE USE

01

E7 | |112

02

by marking the most appropriate box beneath:

Technical Managerial

Administrative

FOR OFFICE USE

01 02 03

E8 113

7. Please turn the page and select one of the five team structures illustrated that represents

your team’s structure the best. Mark the selected structure in the appropriate box.

01 THE MATRIX TEAM
Finances HR Marketing IT
“Cross functional ,
csonnionioag | T OO OO
expertise on high impac
Project 2
projects”. & & &
Priet3 | [ G158
THE VIRTUAL TEAM T .
02 “Geographically [oamemm e oo amemm T S
separated and works
across boundaries of
space and time”.
4
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03 -

THE PROJECT TEAM
“One main task to

complete by a certain

date and then disband”.

5

o

04 THE SELF-MANAGED

TEAM
“Fully empowered. Set

own work schedule and

e e

05 | THE WORK TEAM | -
“Hierarchical structure, =
parallel to the structure O B .
of the bigger // é \\\ é
organization”. {'\ /‘}

FOR OFFICE USE

E9
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THANK YOU FOR YOUR PARTICIPATION

If you are interested in receiving feedback with regard to the outcome of the study,

please complete the section below.

Name: (not compulsory)

Address:

E-Mail Address:

You may leave this slip attached to your questionnaire, or should you prefer to

separate the slip from the questionnaire you can mail it to:

S.L. Kotzé

Faculty of Natural and Agricultural Sciences
UNIVERSITY OF PRETORIA

PRETORIA

0001
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ANNEXURE B

Direct Telephone: (012) 420-4595

Direct Telefax: (012) 420-5895

Pretoria 0002, South Africa
E-Mail:simon.kotze@up.ac.za

Me A T Ngutshane

Human Resources Executive
arivia.kom

Sunninghill
JOHANNESBURG

Dear Me Ngutshane,

SUPPORT FOR PhD RESEARCH STUDY

2, Y
) S
87/#4 TGS )

University of Pretoria

11 January 2006.

Please refer to a discussion between Mr Dirk Wessels and myself in this regard. Thank you

for the opportunity to explore the possibility for your organization to participate in this

research.

| am in the process of completing a PhD in organizational behaviour. | now need

organizations who are willing to be part of this research and who will grant me permission to

conduct a survey for this purpose.

| am trying to determine through my research whether a team climate of innovation can be

predicted by individual factors like emotional intelligence, team-member exchange and goal

orientation. To gather the data, a set of documents consisting of four different questionnaires

140



i
=
UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
W YUNIBESITHI YA PRETORIA

was compiled. Each questionnaire has a self-explanatory instruction and it should take
someone approximately 45-60 minutes to complete the set of documents.

The questionnaires are completed anonymously and your organization will not be identified.
If you approve that this research may be conducted at your organization, a written
confirmation of your approval, should be returned to me by e-mail or fax at the address
indicated above. | need this approval to assure the Ethics Committee of the university that
this research was done scientifically and with the approval of the different organizations.
Please also indicate the name of the contact person in your organization to whom all future
communication in this regard should be addressed.

It is anticipated that this research will contribute to the body of knowledge of team climate and
team-member interaction in general. A team climate for innovation is an individual perceived
phenomenon, and it is supposed that such a team climate may be influenced by different
individual variables. Depending on the results of the study, a more effective composition of a
team may be one of the outcomes that can be expected. Any questions that you might have
pertaining the research and possible outcome will be answered with pleasure.

Thank you for your assistance in this regard.

With best wishes,

Simon Kotzé
PhD Student
Department of Human Resources Management
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