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Abstract. Leadership is a concept proven troublesome to unambiguously define 

and its effectivity to assess in certain situations. There still is no clear consensus 

what leadership is. Nevertheless of academic discussions between different defi-

nitions, practical questions still arise and leadership is one of the most interesting 

research issues in organizations. What is the role of leadership in modern expert 

organizations and how do the leaders themselves experience it? How can it be 

measured and visualized? In this paper, we aim to find the leader’s conscious 

awareness towards the different leadership competencies, by building the ontol-

ogy for leadership focus and using it as the theoretical frame. Paper also presents 

the assessment of the model, and a survey utilizing creative tension, as tool to 

study the leader’s competencies regarding leadership focus and enhancement 

needs of these competencies. Our findings show that while study itself gave pos-

itive results about the function of the survey and creative tension, it points out the 

needs for further development. The competence level self-evaluation part is re-

vealing that even when there is possibility to create a realistic evaluation of the 

respondent´s mind set towards his/hers leadership style in current situation, the 

research tool should be developed further when comparable magnitudes of an-

swers are needed. Future research needs are also to be discussed in this paper. 
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1 Introduction 

Good leadership is like good quality; we can recognize it when we see it. But just as 

quality, leadership can be difficult to define unambiguously. Whether it actually exists 

or can its effectiveness be defined, is still much debated in the organizational behavior 

discussion. [1] [2] [3] [4] [5]   

The idea for this study was triggered by the wide discussion about the meaning and 

effectiveness of leadership in general. Former study which was executed in 1997-2014 

regarding 239 Finnish SME companies, found leadership to be the most important inner 

organizational factor which has a direct impact on companies’ outcomes. [6] Example 

from a large company, Nokia, shows that fears in middle and top-management led to a 

loss of leadership and resulted degeneration in innovation capability. This led to rapid 
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downfall from market dominant and innovative organization to company which just 

lost the game. [7] 

The purpose of the study was to find out how well the set of propositions, regarding 

leadership focus domain of the management windshield [8] [9], can reveal leadership 

competences and enhancement needs regarding leadership style. To evaluate the most 

significant leadership competencies with the tool, all the competences were broken 

down to factors and then propositions were created to best describe those factors. The 

respondent self-evaluated their own leadership competencies, by answering the propo-

sitions. These answers were analyzed by the researchers. Leadership focus ontology 

were built by literature review in order to make a visual upper level map to show what 

scholars have said about leadership style and what the concept of leadership comprises. 

Particularly how it should be approached, and whether it has an effect on organizational 

outcome and if so, how it can be measured. For this reason, the metaphor of the mana-

gerial windshield [8] [9] was chosen to represent the frame for this study. 

The concept of leadership and a classification of major leadership approaches: 1) 

trait 2) behaviour 3) power-influence 4) situational and 5) integrative approaches [5], 

is used. Focus needs of leadership is studied from its situational nature. Leadership 

focus comprises such leadership theories and skills as transactional leadership, trans-

formational leadership, servant leadership and emotional intelligence. [8] [9] 

2 Leadership definitions 

“Leadership is one of the world’s oldest preoccupations”. [10] The history of sci-

entific leadership research starts in the twentieth century and could be timed to an era 

of management boom after World War II, but it has been the interest of humankind 

since the beginning of recorded history [11]. In the context of organizational behaviour, 

leadership has been defined in numerous ways. According to Stogdill [12] “there are 

almost as many definitions of leadership as there are persons who have attempted to 

define the concept”. Glynn & DeJordy [13] found that Harvard Business Review alone 

has published around 500 articles that reference leadership in their abstract. The con-

sensus of the meaning of leadership still remains mostly unachieved. There is work 

done towards consensus, e.g. Mackenzie & Barnes [14] found seven items: 1) leader-

ship is a good thing and more of it is better, 2) leaders are presumed to be rational actors, 

3) leaders tend to be solid citizens, 4) leaders do not actually perform work, 5) leaders 

do not manage technologies, 6) a measure of leadership is leadership itself, and 7) or-

ganizational place is not important. Researches tend to define leadership mirroring their 

own interests to the phenomenon. New definitions of leadership have been done since 

Stogdill made his observation [5]. Leadership literature includes, but is not limited to, 

these exemplars: Katz & Kahn [15] defined leadership as “the influential increment 

over and above mechanical compliance with the routine directives of the organization”, 

where Hersey & Blanchard [16] defined it as “leadership is the process of influencing 

the activities of an individual or a group in efforts toward goal achievement in a given 

situation”, and later “..leadership occurs whenever one person attempts to influence the 

behaviour of an individual or group, regardless of the reason” [17]. Bass & Stogdill 

[10] takes a broader approach to the definition of leadership by stating: “leadership is 



an interaction between two or more members of a group that often involves a structur-

ing or restructuring of the situation and the perceptions and expectations of the mem-

bers. Leaders are agents of change – persons whose acts affect other people more than 

people’s affect them. Leadership occurs when one group member modifies the motiva-

tion or competencies of others in the group --- with this broad definition, any member 

of the group can exhibit some amount of leadership, and the members will vary in the 

extent to which they do so”. Pardey states that “Leadership is something that people see 

or experience personally. It is above all about the relationship between the leader and 

those people being led” [18]. Because of the vast amount of different definitions of 

leadership and so many different meanings to people, some theorists and critics argue 

that the effects of leadership might not exist at all [1]. Meindl et al. [2] were either not 

able to generate common view towards leadership that would have been both “intellec-

tually compelling” and “emotionally satisfying”. Alvesson & Sveningsson [3] argued 

that leadership could be non-existent as distinct phenomenon.  

Although most drastic critics tend to point out that leadership is no more than a ro-

manticized illusion, [2] most organizational behavioural scientists seem to consider it 

real phenomenon which impacts on the organizational effectiveness. [5] Mackenzie & 

Barnes [14] stated that “interest in the phenomena of leadership knows no geograph-

ical, political, or temporal boundaries. Leadership is widely acknowledged to be im-

portant to groups, organizations, and even societies.” Despite the fact that external 

forces can impact the performance of an organization, they still attribute success to 

good leadership and failure to poor leadership. Leaders make difference and social and 

political movements and seem to be the most critical factor in the success in business 

and industrial sector [10]. If the competence of leadership is lacking, it seems to be the 

single most remarkable barrier when increasing the productivity of companies [6]. 

2.1 Leadership approaches 

Broader theoretical milieu of every time period had naturally influenced leadership 

theories as well as major events or specific needs of time in which the theoretical mod-

els have been developed. [13] There are many ways to classify and organize leadership 

theories and approaches. Yukl’s [5] classification provides means to classify leadership 

according to most emphasized variable e.g. characteristics of leader, follower or situa-

tion. Key variables by, Yukl [5] is divided the leadership approaches 1) trait, 2) behav-

ior, 3) power-influence, 4) situational and 5) the integrative approach. Traits alone don´t 

guarantee the success as leader, [10] [13] and attention was set to what the managers 

actually do when working i.e. behavior. [5] Behaviour of people was seen to be stable, 

but lack of situationality urged to develop situation specific approaches [13]. Power-

influence approaches underline that power influence much in relations, not only be-

tween subordinates, superiors and peers, but also others outside the organization e.g. 

customers or partners. The amount way to use power determines effectiveness of lead-

ership. [5] A great leader is seen as a result of time, place and circumstance (check also 

definition for experienced time [9] and Kairos time [19]). The leaders should possess a 

toolbox for behavioral styles and other leadership attributes, which could be used adap-

tively depending on the situation. [10] [13] Integrative approaches includes several 

types of leadership variables in the same approach. [5] The leadership research focus 

has shifted from the significance of decision-making to the significance of economic 



performance in the last fifty years. [20] This is seen in approaches also and other ways 

to classify the theories and approaches. [21] Mackenzie & Barnes [14] found consensus 

between 11 approaches. Dinh et al. [22] identified a 66 different leadership theory do-

mains in their review research. 

Transactional and transformational leadership was first introduced by Burns. [23] 

Bass described transactional leadership as “a relationship between leader and follower 

to meet their own self-interests”. [24] Transactional leadership is an approach which is 

based on trading between the leader and the follower, where the follower’s needs are 

satisfied and work performance for leader is achieved in return [25]. Transactional lead-

ership doesn´t highlight or appreciate values, although it may involve issues such as 

honesty, fairness, reciprocity and responsibility. These values are relevant only in the 

exchange process [5]. For transactional leadership competency assessment, this study 

utilizes four forms or factors: 1) contingent reward (clarifying negotiating and use of 

material and psychic rewards) [5] [24] [26] [27], 2) active management-by-exception 

(actively monitoring and tracking errors in order to take initiative action to prevent er-

rors) [5] [24] [26] [27], 3) passive management-by-exception (focus is on failures, in-

cludes corrective actions, but only after the deviations from the desired performance.) 

[5] [24] [27] and 4) laissez-faire (the absence of leadership, actually a non-leadership 

approach). [5] [24] [27] [28]  

In transformational leadership work is done towards a certain common goal that rep-

resented both leaders and followers. [23] One of the definitions is that it is “the product 

of past experience to future course of action through innovative ideas, views and intel-

lect” [30]. Transformational leadership is a manageable process to change followers´ 

self-vision. Transformational leaders are capable in turning followers to leaders by 

making them to go further from their own needs towards the good of the organization. 

[5] [10] [31] Transformational leadership can be seen as one of the most effective ap-

proaches in organizational change and it can have a positive impact on follower’s com-

mitment towards change [32]. The 5 forms 1) idealized influence attributes [24] [28] 2) 

idealized influence – behavior [24] [28], 3) inspirational motivation [24] [28], 4) intel-

lectual stimulation, [24] [26] [28] and 5) individualized consideration interest towards 

followers [24] [28] [29], of transformational leadership are utilized in assessing the 

levels of transformational competences in this study. Alternative five levels could be 

found from e.g. Maxwell: 1) Position, 2) Permission, 3) Production, 4) People devel-

opment and 5) Pinnacle [33], but former ones are chosen to be utilized because their 

closer nature compared to competences. Adaptive leadership was formulated by Heifetz 

and extends leading beyond routines and procedures. Adaptive leadership approach 

deepened the view from leading in difficult situations and adaptive problem solving. 

[34] Since it is an insufficient approach for leadership focus purposes and most of it is 

included also in transformational leadership, it was not regarded in the questionnaire of 

this study, even than it is situated to ontology between transactions and transformation.  

 

Servant leadership firstly introduced in by Greenleaf with statement: “True leaders 

are chosen by their followers. [35] Servant leadership in organizations puts the follow-

ers´ needs first and helping them to reach goals. This could result in better atmosphere 

and service in the organization, but doesn´t automatically improve performance [36]. 

Servant leader builds an environment that serves the needs of the followers and enables 

them grow and develop, and encourages them to take new responsibilities. A servant 



leader focuses on long-term relationship building with followers. [5] [37] Ten charac-

teristics that well describe a servant leader: listening, empathy, healing, awareness, per-

suasion, conceptualization, foresight, stewardship, commitment and building commu-

nity [21]. Compassionate love or just compassion in organizations could also be linked 

to servant leadership. [38] The research on servant leadership is still limited [5] and 

criticism towards it has also been set that it is too vague to be its own approach [14].The 

seven distinguishable factors of servant leadership could be set as: 1) conceptual skills, 

2) empowerment, 3) helping subordinates to grow and succeed, 4) putting subordinates 

first, 5) behaving ethically, 6) emotional healing and 7) creating value for the commu-

nity [37]. 

Emotional intelligence (EI) was introduced in mid-90´s [39] and it is rather is a man-

agerial competency model than a leadership theory [5] EI is described as individual’s 

ability to identify, understand and control his/her own emotions and recognize these in 

others [40]. An emotionally intelligent leader is skilled in self-awareness, self-manage-

ment, social awareness and skills, empathy and motivation. [5] [41] Ethics and morality 

are stated to missing from EI model. [42] Also criticism for the reliability of the whole 

model has been raised [43]. Besides of critics the model is seen as one of the promising 

models [44], it is utilized in this study. There are 4 major factors, 18 sub-factors. These 

are: 1) self-awareness, with sub-factors: emotional self-awareness, accurate self-assess-

ment and self-confidence, 2) self-management, with sub-factors: self-control, transpar-

ency, adaptability, achievement, initiative and optimism, 3) social-awareness, with sub-

factors: empathy, organizational awareness and service, and 4) relationship-manage-

ment, with sub-factors: inspiration, influence, developing others, change catalyst, con-

flict management and teamwork & collaboration. [41] [45]  

2.2 Ontology for leadership focus  

Hence we are able to introduce Leadership focus ontology. As seen Leadership focus 

ontology consists of 5 different issues for leaders to focus on at upper level. These is-

sues are transactions, adaptions, transformation, servant, and emotional intelligence. 

All of these are linked to the conscious awareness of holistic manager whose origin is 

in Holistic concept of man [46]. Conscious awareness from oneself i.e. managing one-

self is the starting point for all good managers [47]. 

 



 

Fig. 1. Leadership Focus ontology situated in Management Windshield metaphor. 

As a result, Management windshield, firstly introduced by Vanharanta [8] and fur-

ther developed by Reunanen [9], consists of now also leadership focus ontology. And 

because The Management windshield consists of only upper-level knowledge model of 

leadership and management ontologies strengthened with time ontology, it should not 

be considered to possess all different possible options of managers´ focuses, but upper 

level approaches. Research part of this paper clarifies more about sub-factors of these 

approaches.  

3 Research setting 

3.1 Data collection 

The main approach and mind set for this study is Evolute approach by, applying 

ontology engineering, precisiation of meaning, and usage of soft-computing methods 

and fuzzy logic in order to found out what is and how to cope with uncertainty and 

imprecision in human knowledge inputs.[49] This study is based on a quantitative re-

search and the research data was acquired by using a structured survey questionnaire, 

with Webropol. The propositions were derived to the questionnaire from the factors of 

leadership theories and focused on consisting the competencies of transactional leader-

ship, transformational leadership, servant leadership and emotional intelligence, each 

theory and competency was opened to factors and sub-factors totally creating 30 prop-

ositions. These factors then profiled each theory and competence, so that they could be 

measured using in a self-assessing structured questionnaire. In addition to the proposi-

tions drawn from the factors, demographic questions were put to the questionnaire to 

gather data for statistical purposes from the respondents. These questions comprised 



age, gender, education, leadership experience in years, leadership education and volun-

tary contact details. 

Each proposition was divided into two parts to assess the respondent’s current status, 

the present level, and target status, desired level. Therefore respondents answered to 

each proposition twice. This revealed the respondents´ creative tension i.e. direction 

and magnitude for development need by showing the difference between the target and 

current status. This creative tension can be thought as competency gaps. Answer scale 

was Likert scale and all answers were handled as integers between 1 and 6. 

The target organization of the research was the Turku University of Applied Sciences 

Faculty of Technology, Environment and Business. The online questionnaire was sent 

to 27 recipients from Turku University of Applied Sciences Faculty of Technology, 

Environment and Business steering group. Recipients contained dean, Education and 

Research Managers and Leaders. All together 11 answers were got in asked timeframe. 

3.2 Data analysis 

The gathered data was quantitatively analyzed partially using Webropol Professional 

Statistics tool, IBM SPSS statistics tool and Microsoft Excel. SPSS was used in finding 

the Pearson’s and Spearman’s correlations and Microsoft Excel was used then to count 

the number of statistically significant correlations, as illustrated in Table 1. 

The research data consisted of all 11 respondents’ 65 answers: each respondent giv-

ing 30 answers of the current state, 30 answers of the target state, and five answers 

concerning demographic questions. This resulted altogether in 660 different variables. 

To find out whether the gaps in the current and target states correlated, a correlation 

gap variable was calculated from their difference in every answer. Demographic data, 

as gender and accomplished leadership courses and certifications, were not used in this 

study, but they were gathered due to possible future study. 

The statistical significance of correlations in every case was tested against the null 

hypothesis, which was the assumption that correlation exists between the respondent’s 

answers. All cases were analyzed using Pearson’s product-moment correlation for its 

linear nature and also Spearman’s rank correlation which is a monotonic relationship 

coefficient and less restrictive than the linear coefficient. All answers from all respond-

ents were compared with all other answers from all respondents. 

3.3 Results 

The results of the study were at the same time expected, interesting and vague. As 

expected, there are positive correlations between the respondents answers and the lead-

erships focus factors that were used in this study. Table 1 illustrates all the cases that 

were tested in this study. The first column represents the highly significant positively 

correlating answers and their percentage of all possible comparisons, the second col-

umn represents the significant positively correlating answers, third column represents 

the non-significant correlation in answers, fourth column represents the highly signifi-

cant negatively correlating answers and the fifth represents the negatively correlating 

answers. 



Table 1.  Percentages of correlation between all respondents. 

Tested cases Positive 

correla-

tion 
p < 0,01 

Positive 

correla-

tion 0,01 

< p <  

0,05 

Non-signifi-

cant correla-

tion p ≥ 0,05 

Negative 

correla-

tion p < 

0,01 

Nega-

tive cor-

relation 

0,01 < p 

< 0,05 

Current state Pear-son’s 

analysis 

7,3 % 10,9 % 78,2 % 0 % 3,6 % 

Target state Pearson’s anal-

ysis 

5,5 % 16,4 % 78,2 % 0 % 0 % 

Competency gap Pearson’s 

analysis 

5,5 % 16,4 % 78,2 % 0 % 0 % 

Current state Spear-man’s 

analysis 

7,3 % 10,9 % 80,0 % 0 % 1,8 % 

Target state Spear-man’s 

analysis 

5,5 % 12,7 % 78,2 % 0 % 0 % 

Competency gap Spear-

man’s analysis 

3,6 % 16,4 % 80,0 % 0 % 0 % 

 
As illustrated in Table 1, there seems to be some amount of statistically signifi-cant 

positive correlation between all answers of all respondents. Although, the amount of 

highly significant positive correlation is quite low, the significant positive correlation 

compensates it. Both, the Pearson’s and the Spearman’s analysis of the current state 

show a total of 18,2 % of significant positive correlation between all answers from all 

respondents. In target state Pearson’s analysis, the total positive correlation is 21,9 % 

and in Spearman’s analysis 18,2 %. In competency gap analysis, Pearson’s analysis 

gives 21,9 % and Spearman’s analysis 20,0 % of positive correlation. Although the non-

significant correlation if fairly high, over 78 %, in all cases, it does not mean there is 

no correlation. Correlation can be found in most answers between the respondents, but 

it just cannot be declared statistically significant. Also, there is very little significant 

negative correlation between the answers. Only current state Pearson’s analysis gives 

3,6 % and current state Pearson’s analysis gives 1,8 % of negative correlation. The rest 

the answers have no significant negative correlation. All this implies that the factors 

and respondents’ answers correlate positively well. 

The diagram in Figure 2 shows means of all answers to propositions of this study. 

Diagram is consorted so that above every numbered proposition there are current state 

and target state for each proposition. Diagram also shows creative tension in group via 

differences between current and target status. Propositions 1-4 are the transactional 

leader-ship factors, 5-9 are transformational leadership factors, 10-13 are servant lead-

ership factors and 14-30 are emotional intelligence leadership factors. 

 



 

Fig. 2. Mean values for propositions. 

As can be seen from Figure 2. the most of the respondents evaluate their competen-

cies to be on a high level regardless of their age, education or leadership experience. 

This implies that the questionnaire used in the study may not be ideal and it may lead 

the respondent to answer in a certain manner. One major reason may also be the diffi-

culty of self-evaluation although some researchers imply that it could be done effec-

tively and it can be learned and improved [48]. Parallel to that, all of the respondents 

were long-term professional with the average experience of 16 years on leadership and 

management which supports the confidence of respondents´ skills. 

4 Conclusions 

The purpose of this study was to examine the feasibility of building a survey tool to 

get reliable results about the respondent’s leadership competencies regarding leadership 

focus.  The competencies themselves were derived from the leadership focus domain 

of the management windshield. The study was conducted by first building an ontology 

for leadership focus, based on the findings of the literature research. From this research 

a set of best describing propositions were created to build a survey tool in order to 

evaluate the respondent’s point of view towards their focus. 

The survey was executed by sending it to 27 of the leaders in Turku University of 

Applied Science´s Faculty of Technology, Environment and Business. Eleven of the 

recipients, consisting of dean, education and research managers and leaders, answered 

the survey. Although the sample size was not very reliable yet, the survey was founded 

to be usable, although some reliability issues were found, which should be addressed in 

possible later studies. There is good amount of positive correlation in tested factors and 

a clear gap between the positive and the negative correlations. Most of the assessed 

factors of the respondents were somewhat homogenous and there was low deviation 



from the average levels of factors. This implies a reasonable trust in the survey tool. 

Another side is the actual reliability of the results of the survey. The rather small sample 

size can also be seen problematic and while the creative tension in factors were positive 

as expected, there was also negative tension. That might indicate that some propositions 

may easily be misinterpreted or they are not assessing the factor correctly. Also, the 

low number of propositions per factor available in this study can be seen as reliability 

issue.  

Judging by these research results, there definitely is a need for future research on 

leadership through the leadership focus of the management windshield. The number of 

factors and especially the number of propositions describing the factor is to be im-

proved. The respondent might be led to answer the propositions in an eagerly positive 

manner, thus not reflecting the true essence of their leadership capabilities. Also, the 

use of interviews and other suitable qualitative research methods combined may give 

better possibility to an in-depth evaluation of the leader’s focusing capabilities. The 

interview could take place directly after the survey and concentrate on propositions with 

the respondent to really get an understanding about the answers and complement the 

data acquired with the survey. Another usable approach may be that the respondent 

could be interviewed in a more in-formal way to give possibilities to explain the need 

with their own words. Also, a 360-type of approach, where the respondent’s peers, fol-

lowers and superiors would be asked to evaluate respondent, if the reliability of self-

evaluation is seen insufficient.  

Another issue for future research would be the coverage of the theoretical model of 

leadership focus. Even that the research coverage of the leadership focus domain is 

already quite extensive, more research may be needed, especially in order to found 

combinations and relations of leadership focus domain with other leadership domains.  

References 

1. Kerr, S., Jermier, J. M.: Substitutes for leadership: Their meaning and measurement. Organi-

zational Behavior and Human Performance, vol. 22, no. 3, pp. 375--403 (1978) 

2. Meindl, J. R., Ehrlich, S. B., Dukerich, J. M.: The romance of leadership. Administrative Sci-

ence Quarterly, pp. 78--102 (1985) 

3. Alvesson, M., Sveningsson, S.: The great disappearing act: Difficulties in doing “leadership”. 

The Leadership Quarterly, vol.14, no. 3, pp. 359--381 (2003) 

4. Bligh, M. C., Kohles, J. C., Pillai, R.: Romancing leadership: Past, present, and   future. The 

Leadership Quarterly, vol. 22, no. 6, pp.1058--1077 (2011) 

5. Yukl, G. A.,: Leadership in organizations, 8th ed. Pearson, Boston (2013) 

6. Rantanen, H., Rantala, T., Pekkola, S.: Tuottavuuden kehittämisen esteet - suomi eilen ja tä-

nään (Research Report No. 38). Lappeenrannan teknillinen yliopisto, Yliopistopaino 2015: 

Lappeerannan teknillinen yliopisto. (2015) 

7. Vuori, T. O., Huy, Q. N.: Distributed attention and shared emotions in the innovation process: 

How nokia lost the smartphone battle. Administrative Science Quarterly, pp. 1--43 (2015) 

8. Vanharanta, H.: The management  windshield:  An  effective  metaphor  for  management and 

leadership. AHFE International Conference, 14-17 July 2008, Las Vegas, Nevada, USA. 

(2008) 

9. Reunanen T.: Human Factor in Time Management. Procedia Manufacturing vol. 3, pp. 709--

716. Elsevier (2015) 



10. Bass, B. M., Stogdill, R. M.: Bass & stogdill's handbook of leadership: Theory, research and 

managerial applications (3rd ed.), The Free Press, New York (1990)  

11. Drucker, P.: Management. Tasks, Responsibilities, Practices. Truman Talley Books • E.P. 

Dutton, New York (1986) 

12. Stogdill, R. M. Handbook of leadership: A survey of the literature. Free press, New York 

(1974)  

13. Glynn M.A., DeJordy R.: Leadership through an organization behavior lens. A look at the last 

half-century of research. In Nohria N., Khurana R. (Ed.s), Handbook of leadership theory and 

practice : An HBS centennial colloquium on advancing leadership. pp. 119--156 (2010)  

14. Mackenzie, K. D., Barry Barnes, F.: The unstated consensus of leadership approaches. Int J 

of Org Analysis, vol. 15, no. 2, pp. 92--118. (2008) 

15. Katz, D., Kahn, R. L.: The social psychology of organizations. 2 ed. Wiley, New York (1978) 

16. Hersey, P., Blanchard, K. H.: Management of organizational behavior: Utilizing human re-

sources, Prentice-Hall, New Jersey (1988)  

17. Hersey, P., Blanchard, K., H., Johnsson, D., E.: Management of organizational behaviour. 

Leading human resources. Prentice-Hall, New Jersey (2001) 

18. Pardey, D.: Introducing leadership. Elsevier, UK (2007) 

19. Czarniawska, B.: On time, space and actions nets. Organization. vol. 11, pp. 773--791 (2004) 

20. Podolny J. M., Khurana R., Hill-Popper M.: Revisiting the meaning of leadership. Research 

in Organizational Behavior, vol. 26, pp. 1--36. (2005) 

21. Avolio, B. J., Walumbwa, F. O., Weber, T. J.: Leadership: Current theories, research, and 

future directions. Annual Review of Psychology, vol. 60, no. 1, pp. 421--449 (2009)  

22. Dinh, J. E., Lord, R. G., Gardner, W. L., Meuser, J. D., Liden, R. C., Hu, J.: Leadership theory 

and research in the new millennium: Current theoretical trends and changing perspectives. 

The Leadership Quarterly, vol. 25, no. 1, pp. 36--62 (2014)  

23. Burns, J. M.: Leadership. Harper & Row, New York (1978) 

24. Bass, B. M.: Two decades of research and development in transformational leadership. Euro-

pean Journal of Work and Organizational Psychology, vol. 8, no. 1, pp. 9--32 (1999)  

25. Deichmann, D., Stam, D.: Leveraging transformational and transactional leadership to culti-

vate the generation of organization-focused ideas. The Leadership Quarterly, vol. 26, no. 2, 

pp. 204--219 (2015)  

26. Avolio, B. J., Bass, B. M., Jung, D. I.: Re-examining the components of transformational and 

transactional leadership using the multifactor leadership. Journal of Occupational and Organ-

izational Psychology, vol. 72, no. 4, pp. 441--462 (1999)  

27. Judge, T. A., Piccolo, R. F.: Transformational and transactional leadership: A meta-analytic 

test of their relative validity. Journal of Applied Psychology, vol. 89, no. 5, pp. 755--768 

(2005) 

28. Greiman, B. C.: Transformational leadership research in agricultural education: A synthesis 

of the literature. Journal of Agricultural Education, vol. 50, no. 4, pp. 50--62 (2009)  

29. Avolio, B. J., Bass, B. M. Multifactor leadership questionnaire. Manual and sampler set. (3rd 

ed.). (2004)  

30. Chaudhuri, M. R., Kettunen, J., Naskar, P.: Transformational and servant leadership: Evidence 

from indian higher education. The Online Journal of Quality in Higher Education, vol 2, No. 

4, pp. 93--101 (2015) 

31. Tse, H. H. M., Chiu, W. C. K. : Transformational leadership and job performance: A social 

identity perspective. Journal of Business Research, vol. 67, no. 1, pp. 2827--2835 (2014)  

32. Tyssen, A. K., Wald, A., Spieth, P.: The challenge of transactional and transformational lead-

ership in projects. International Journal of Project Management, vol. 32, no. 3, pp. 365--375 

(2014)  

33. Maxwell, J. C.: 5 levels of leadership: Proven steps to maximize your potential. Center Street, 

New York (2011) 



34. Heifetz, R.: Leadership without easy answers. Press of Harvard University Press, Cambridge 

(1994) 

35. Greenleaf, R. K.: The servant as leader. (1970)  

36. Hunter, E. M., Neubert, M. J., Perry, S. J., Witt, L. A., Penney, L. M., Weinberger, E.: Servant 

leaders inspire servant followers: Antecedents and outcomes for employees and the organiza-

tion. The Leadership Quarterly, vol. 24, no. 2, pp. 316--331 (2013)  

37. Liden, R. C., Wayne, S. J., Zhao, H., Henderson, D.: Servant leadership: Development of a 

multidimensional measure and multi-level assessment. The Leadership Quarterly, vol. 19, no. 

2, pp. 161--177 (2008) 

38. van Dierendonck, D., Patterson, K.: Compassionate love as a cornerstone of servant leader-

ship: An integration of previous theorizing and research. Journal of Business Ethics, vol. 128, 

no. 1, pp. 119--131 (2015) 

39. Goleman, D.: Emotional intelligence. Bantam Books, New York (1995)  

40. Bradberry, Travis,,Greaves, Jean,: Emotional intelligence 2.0. Talent smart, San Diego (2009) 

41. Goleman, D., Boyatzis, R., McKee, A.: Primal leadership: The hidden driver of great perfor-

mance. Harvard Business Review, vol. 79, no. 11 (2001)  

42. Segon, M., Booth, C.: Virtue: The missing ethics element in emotional intelligence. Journal 

of Business Ethics, vol. 128, no. 4, pp. 789--802 (2015)  

43. Virtanen, M.: Teachers emotional competency: A research of teachers and students emotional 

intelligence competencies and its importance. Doctoral dissertation, Tampere University 

Press, Tampere (2013) 

44. Føllesdal, H., Hagtvet, K.: Does emotional intelligence as ability predict transformational 

leadership? A multilevel approach. The Leadership Quarterly, vol. 24, no. 5, pp. 747--762. 

(2013)  

45. Goleman, D., Boyatzis, R., McKee, A.: Primal leadership: Realizing the power of emotional 

intelligence. Harvard Business Review, Harvard Business School Press (2002)  

46. Vanharanta, H., Pihlanto, P. Chang, A., M.: Decision Support for Strategic Management in a 

Hyper-knowledge Environment and the Holistic Concept of Man. Proceedings 30th Annual 

International Conference on Systems Sciences. Hawaii. pp. 243--258 (1997) 

47. Drucker, P. F.: Managing oneself. Harvard Business Review. vol. 83, no. 1, pp. 100--109 

(2004) 

48. Yliruka, L.: Self-evaluation as a reflective structure. Workability, adaptation and development 

of the mirror method. Helsingin yliopisto, Helsinki (2015)  

49. Kantola, J.: Organizational Resource Management: Theories, Methodologies, and Applica-

tions. CRC Press, Boca Raton (2015) 


	Reunanen_Junno_ Leadership_2016_kansi
	Tämä on rinnakkaistallennettu versio alkuperäisestä julkaisusta.
	This is a self-archived version of the original publication.

	Reunanen_Junno_Leadership_2016

