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Abstract

The succession process refers to handing over of the management control to someone else
(Ali & Howorth, 2001). This process is especially critical in the context of family business
due to it specific characteristics and its dynamics of the relationship among family members
(Handler & Kram, 1988). We assert that leader’s worries about losing the leadership status
have an impact on the process. The aim of the current study was to conceptualize and
operationalize the phenomenon of worries about losing leadership (WALL), in addition to
developing a scale to assess the experience of worries about losing leadership role in family
organizations. Two studies were conducted to validate the scale of WALL. First, four
dimensions were proposed and these four dimensions confirmed by confirmatory factor
analysis (CFA) in the conceptualization of WALL as follows worries about losing leader’s
status, worries about losing identity without own business, worries about the company’s
future, and worries about the competency of the new generation. Second, WALL was found
to be positively correlated with workaholism, intolerance of uncertainty, organizational
identification and job involvement. The results will be discussed in terms of its contributions
to science and practice.

Keywords: leadership, worry, workaholism, intolerance of uncertainty, job

involvement, organizational identification.



Ozet

Ardillik siireci, yonetim kontroliiniin bir baskasina devredilmesini ifade eder (Ali ve Howorth,
2001). Bu sureg 6zellikle kendine has 6zellikleri ve aile Gyelerinin arasindaki iliskinin
dinamikleri nedeniyle aile isletmesi baglaminda kritik 6neme sahiptir (Handler ve Kram,
1988). Liderlerin liderlik statiisiinii kaybetme konusunda endiselenmeleri de siireg tizerinde
etkili olmaktadir. Bu ¢alismanin amaci, aile sirketlerinde liderlik roliinii kaybetme endisesi
deneyimini 6lgmek icin bir dlgek gelistirmenin yani sira fenomeni kavramsallastirmak ve
islevsel hale getirmektir. Liderligi Kaybetme Konusunda Endiseler (LKKE) 6l¢gegini
dogrulamak igin iki calisma yapilmustir. ilk olarak, bu 6l¢egin kavramsallastiriimasinda dort
boyut tasarlandi ve bu boyutlar dogrulayici faktor analizi ile dogrulandi. Bu boyutlar liderin
statiislinii kaybetme konusunda endiseler, 151 olmadiginda kendi kimligini kaybetme
konusunda endiseler, sirketin gelecegi hakkinda endiseler ve yeni neslin yeterliligi konusunda
endiseler olarak belirlendi. Ikinci olarak, bu 6lgek, iskoliklik, belirsizlige kars1
tahammiilsiizliik, orgiitsel 6zdeslesme ve ige baglilik ile pozitif iliskili bulunmustur. Elde
edilen sonuglar bilime ve uygulamaya katkis1 bakimindan tartisilacaktir.

Anahtar Kelimeler: liderlik, endise, iskoliklik, belirsizlige karsi tahammiilsiizliik, ise

baglilik, orgiitsel 6zdeslesme.
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Running Head: WORRIES ABOUT LOSING LEADERSHIP

What Do We Really Lose When We Lose Leadership?
Developing A Measure for Assessment of Worries about Losing Leadership
Introduction
“Succession in a family business is probably the most complex management challenge

anybody faces.”

Peter Davis (1988)

Family businesses have been part of the business world from the beginning and made
an important contribution to economies throughout the world (Filser, Kraus, & Mark, 2013).
“Family business ” refers to companies that are owned or controlled by a family and in which
one or more relatives is involved with management (Lee-Chua, 1997). It has been estimated
that 80 percent of all firms in the U.S. and European Union economy conform to this
definition (Harvey & Evans, 1994; Dunn, 1995). Despite the huge position the companies
occupy in business world, a number of studies have highlighted succession process is one of
the biggest problems and failure rate in this process is very high. Currently, the average
longevity of the family business is only 24 years, which is also the average tenure of the
founders of the firm (Perryer & Te, 2010). Also, one-third of family businesses only survive
into the second generation, and only about 10-15 percent make it into the third generation
(Perryer & Te, 2010). Succession process has the potential to give rise to negative outcomes
in organizations such as conflict and chaotic environments as consequences of the changes in
the company structure (Chrisman, Chua & Sharma, 2000). Research has shown that, the
process of succession is associated with more difficulty within the family business with
regards to the specific characteristics of such companies, in addition to the dynamics of the
relationship among family members (Handler & Kram, 1988). However, not only does these

seem to influence the process being difficult, but also, leader’s being worried about losing
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their leadership status have an impact on the process. For example, leaders may experience
stress which builds the difficulty of the succession process (Ali & Howorth, 2001).

A key challenge in this process, considering the experiences of leaders, is
understanding and assessing the phenomenon of worries about losing leadership role in family
businesses. In attempts to understand this challenge, the current study conceptualizes and
operationalizes this phenomenon, in addition to developing a scale to assess the experience of
worries about losing leadership in family organizations. As such, this study is expected to
have both scientific and practical contributions. First, the available literature focusing on the
association between worry and leadership is mainly restricted to the concept “worries about
leadership” which was suggested by Aycan and Shelia (2017). This concept refers to the
tendency to the thought of probable negative consequences of this role creates the worries on
people, when people assume having a leadership role (Aycan & Shelia, 2017). The concept of
“worries about losing leadership” is inspired by this concept. It may be thinkable that
“worries about losing leadership” which people who have been in leadership positions for a
long time may also have different worries as well as WAL concept. This WALL concept has
never been studied before in the leadership literature. Second, research affirms that one of the
most crucial issues that family businesses face with is the succession process (Chrisman,
Chua, & Sharma, 2000) also makes it a necessity to develop intervention programs to help
leaders to cope with their worries associated with losing their leadership role. Herein,
developing a scale to assess the construct is expected to make a significant contribution to
develop interventions.

The succession process refers to handing over of the management control to someone
else (Ali & Howorth, 2001). According to Collins (2001) good companies can turn into great
companies through the process of the arrival of a new CEO. However, this finding indeed is

in contrast with the line of research that attests the process of succession is a chaotic time for
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most organizations (Ali & Howorth, 2001; Chamorro-Premuzic, Curphy, Hogan, & Kaiser,
2018; Filser, Kraus, & Mark, 2013) and that a smooth succession process seems quite
unlikely (Handler & Kram, 1988). The level of succession related stress becomes more
elevated in the family business due to the involvement of personal emotions and the concern
regarding making the right choice of deciding on who will be the next leader (Filser et al.,
2013). In line with these arguments, empirical work articulates that problems with the
succession planning is one of the most significant reasons why family-owned businesses
usually cannot exist in the long run (Lansberg, 1988).

Although various factors play role in this instance, as it is mentioned before, the
current study focuses on the experiences of leaders in this process. Most research suggests
that the difficulty of succession process in the family business stem from the emotional
reactions of the leader such as the tendency of sustaining the leadership position (Fisch,
Watzlawick, & Weakland, 1974; Doud & Hausner, 2000). There is evidence that these
worries are most likely to arise from fear of losing the status in family or in company by
giving up on the leadership role (Sonnenfeld & Spence, 1989), from the strong emotional
attachment between the leader and the company (Levinson, 1971), and from the difficulty of
acknowledging the mortality and retirement (Lansberg, 1988).

In this study, the overall experiences of individuals who are to leave their leadership
role behind are referred as worries. Accordingly, the novel construct is created in the current
study entitled “worries about losing leadership” (WALL). The construct can be defined as the
leader’s worries about the probable negative consequences as a result of retirement or the loss
of the leadership role. As such, this work allows us to conceptualize and operationalize the
construct of worries leaders experience during succession process and to assess it, particularly

in the family business context.
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Worries About Losing Leadership

The worries about losing leadership refers to the concerns people have regarding the
possible negative consequences of losing the leadership role. According to literature and
experts’ opinions (Z. Aycan & A. Altan-Atalay, personal communication, Nov 17, 2018),
these concerns may stem from four different domains (Howorth & Ali, 2001; Sonnenfeld &
Spence, 1989; Perryer & Te, 2010; Lee-Chua, 1997; Handler & Kram, 1988; Lee-Chua, 1997;
Sharma, Chua & Chrisman, 2000; Filser, Kraus & Mark, 2013; Baranch & Ganitsky, 1995;
Lansberg & Astrachan, 1994; Ibrahim, Soufani & Lam, 2001). Notably, the concerns leaders
experience when leaving their position are clustered under four different domains (1)
“worries about losing leader’s status” referring to the fear of losing status in the other
domains of life as well, as a result of leaving the leader status (Howorth & Ali, 2001,
Sonnenfeld & Spence, 1989; Perryer & Te, 2010; Lee-Chua, 1997), (2) “worries about losing
identity without own business” which refers to the tendency to conceptualize the business as
an extension of the self and not being able to define the self, independent from business
(Handler & Kram, 1988; Perryer & Te, 2010), (3) “worries about the company’s future” is the
leader’s fears about his/her company’s longevity and future process (Sharma, Chua &
Chrisman, 2000; Filser, Kraus & Mark, 2013) and (4) “worries about the competency of the
new generation” refers to the leader’s negative thoughts about the next generation’s
competency (Filser, Kraus & Mark, 2013; Baranch & Ganitsky, 1995; Lansberg & Astrachan,
1994; Ibrahim, Soufani & Lam, 2001). The conceptualization of the construct of WALL will
be clarified through concepts such as workaholism, intolerance of uncertainty, job
involvement, organizational identification and generation gap; and through Hobfoll’s (1989)
Conservation of Resources Theory and based on these, | have developed a scale of WALL as

composed of four dimensions.
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Dimensions of Worries About Losing Leadership

Worries About Losing Leader’s Status. The first dimension of WALL that is
“worries about losing status” basically illustrates the concept of leaders being afraid of the
consequences of losing the leadership status such as the possibility of losses with regards to
perceived competency of themselves, and the respect that others have for them. Presumably,
these assumptions are responsible of making them feel powerless and useless in a way that
they might feel worthless without their leadership status which may indicate the tendency to
try conserving the leadership status. This condition can be elucidated through Hobfoll’s
(1989) Conservation of Resources Theory (COR). The theory suggests that people struggle to
acquire, protect and increase their valuable resources and they experience stress in case of a
threat to the available resources, or the resources are really lost or when the available
resources are not sufficient (Hobfoll, 1989).

It is noteworthy to mention that there are no previous studies on the leadership
literature directly take COR theory into account however; there may be a supposed
relationship between the WALL and the COR Theory (Hobfoll, 1989). Such as, the leader
may perceive the idea of losing leadership role as a resource loss due to the fact that it helps
maintaining the self-esteem or self-worth (Lee-Chua, 1997). Put it differently, leaders might
experience inferiority feelings in terms of losing control and power on the company (Perryer
& Te, 2010) and finally, losing the role of a leader might be coupled with the perception of
losing the status within the community as well (Lansberg, 1988).

Furthermore, most of the time the owners of the company dedicate their life for the
business of their own, and they have a lot less interests outside the business (Perryer, & Te,
2010). For instance, they might have the perception of “I am nothing without the business.”
(Doud, & Hausner, 2000). Workaholism can be defined as “the compulsion or the

uncontrollable need to work incessantly” (Qates, 1971, p.11) and people who see themselves
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as inseparable from their work are mostly perceived as workaholics. People who are highly
workaholic tend to spend extraordinary amount of time for their work (Spence & Robbins,
1992) which indeed might give birth to negative consequences regarding psychological and
physical well-being (Libano, Llorens, Salanova & Schaufeli, 2010). For example, Minirth et
al. (1981) in their study concluded that that “workaholism produces only anxiety, worry,
hopelessness, hate, despair, frustration, loss, pain, grief, sleeplessness, mental stress” (pp. 34—
35).

Workaholism has two dimensions that are (1) working excessively and (2) working
compulsively. The former one indicates that the individual places more work than other
activities in his/her life and that s/he works a lot harder than it is required (Schaufeli et al.,
2006). The latter on the other hand, is responsible for making individuals feel like they are
obliged to work with a sense of coercion and necessity (Schaufeli et al., 2006). Based on these
findings, it is reasonable to predict that leaders who have greater scores on workaholism are
more likely to experience worries about losing leadership. Due to the fact that these leaders
are highly addicted to their work (Schaufeli et al., 2006) and being in the role of a leader,
if/when they lose their role they might be more likely to think themselves as nothing without
their business comparing to leaders who are low on workaholism.

Worries About Losing Identity without Own Business. “Worries about losing
identity without own business” is represented as a second dimension of WALL. This
dimension can be defined as the tendency to conceptualize the business as an extension of the
self and not being able to define the self without the business. Thus, when these people lose
their business, they can perceive this situation as a threat for themselves because being retired
or losing the leader status can be extremely anxiety provoking for the individuals who have a
strong identification with their business and the leader role. This dimension is different from

first dimension because while this dimension only represents leaders and their work as a
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whole, first dimension includes leaders’ opinions and their environment’s opinions. This
dimension will be further investigated through two subdimensions following: job involvement
and organizational identification that are basically put under the category of work-related
attitudes (Blau & Boal, 1987).

Organizational identification is defined as the perception of union with the
organization in terms of the overlap between individual and organizational values in working
people (Riketta, 2005). Also, job involvement is the degree of individual’s identification with
his/her job psychologically (Myers et al., 2016). Organizational identification is important for
individuals because it is an area through which they define themselves (Myers et all., 2016)
since they communicate with others by using this identification which eventually becomes a
part of the self-identity (Myers et al., 2016). Accordingly, “worries about losing identity
without own business”, specifies the situation in which leaders who are highly identified and
involved with their organization thinking that they lose a significant part of their personal
identity when losing the leadership position. It is due to the fact that leaders define their self-
identity coupled with the position itself and more general with their job. The threat directed
towards this identity and possibility of losing that connection may trigger feeling of worry
because their business is indeed the core of their self-concept. Thus, one can argue that
leaders may not want to leave because leaving the leadership position can be perceived as a
threat for the self-identity motives such as their work and their self-esteem (Myers et al.,
2016). Correspondingly, they may choose to resist to leave leadership position and therefore,
avoid the threat for their self-identity.

Worries About Company’s Future. The current study is offering “worries about the
company’s future” as another dimension of WALL, that is associated with unwillingness to
get retired due to the concerns regarding what will happen to the company when the new

leader takes over the management. Such an ambiguity regarding the future is suggested as a
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factor that possibly would increase the levels of WALL. Previous studies that focus on the
relationship between worry and ambiguity have indicated that these two constructs are highly
correlated. (Dugas et al., 1997). The underlying focus of the feelings of worry is on the future
and thusly, people who have tendency of being intolerant of uncertainty are documented to be
more likely to experience worry (Ladouceur, Gosselin, & Dugas, 2001). That is why the
current dimension might have a strong association with the construct of intolerance of

uncertainty.

The intolerance of uncertainty is defined as a predisposition which involves emotional,
cognitive and behavioral negative response to uncertain events and situations (Buhr & Dugas,
2002). According to Buhr and Dugas (2002), there are four dimensions of intolerance of
uncertainty which are “uncertainty is stressful and upsetting”, “uncertainty leads to the
inability to act”, “uncertainty events are negative and should be avoided”, and “being
uncertain is unfair”. MacLeod and his colleagues (1991) emphasized that concerns based on
the uncertainty about outcomes of the future incidents may be identified as a worry. Indeed, it
was shown that there is a relationship between intolerance of uncertainty and worry, and that
worriers have different features from non-worriers in terms of the discomfort that they are
experiencing in situations that bear uncertainty (Metzger, Miller, Cohen, Sofka, & Borkovec,
1990). For example, when worriers complete tasks that involves ambiguity, they experience
more difficulty compared to the non-worriers and that the performance is influenced
negatively because of the uncertainty and they need more information to decrease uncertainty
level before they arrive at a decision (Metzger, Miller, Cohen, Sofka, & Borkovec, 1990).
These studies show the important role intolerance of uncertainty play in worry (Buhr &
Dugas, 2002).

With regards to these, it can be predicted that if a person is highly intolerant of

uncertainty s/he may be more likely to experience worries about losing leadership because of
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the concerns about the company’s future in terms of its success and longevity. For example,
leaders may generate catastrophic scenarios about the company’s going bankrupt due to
certain problems in management after they are retired. Accordingly, it is likely that company
owners resist the succession process due to their worries regarding the future of the company.

Worries About Competency of the New Generation. Last dimension which is
“worries about the competency of the new generation” can be defined as current leaders’
negative thoughts about the next generation’s competency as potential leaders. Such as the old
generation of leaders might believe that the new generation do not have the capacity to
manage their family business as they did. Thus, worries about the new generation’s
competency might have an impact on increasing the degree of WALL. Presumably, the
worries about competency of the new generation stem from the gap between the generations
which refers to differences in the values, communication styles and attitudes between two
distinct age groups, often between parents and their children (Tolbize, 2008). Tolbize (2008)
explained the generation gap through the difference in the characteristics of people born in
different eras. For example, baby boomers who are individuals born between 1943 and 1965
had been documented to be individuals who are respecting authority and fond of hierarchy
and formality. They are also found to be extremely performance driven and work focused.
Whereas, people that are born in more recent decades that are generation X and Y, who are
independent, are more inclined to balance their time between work, family and perhaps
recreational activities (Tolbize, 2008).

Accordingly, these generational differences might give rise to the perception of new
generation leaders to be perceived as not competent by the current leaders. When the current
leaders evaluate the new generation’s competency and features, they compare these with their
own and as a result of this, the current leaders may think that the competency and the feature

of the new generation are not sufficient for being a leader. That is why, the old leaders might
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want to choose different paths rather than handing over the management control to the new
generation such as postponing the retirement for the continuity and success of the family
business. That can be articulated as the generation gap problem being insurmountable in the
succession process. It is also worth noting that these generational differences may make it
difficult to protect harmony of the family business and longevity of the family business.
Considering all of these, all hypotheses can be stated as:

Hypothesis 1: There will be four dimensions of this construct which are “worries about losing
leader’s status”, “worries about losing identity without own business”, “worries about the
company’s future” and “worries about the competency of the new generation”.

Hypothesis 2: There will be a positive association between the intolerance of the uncertainty
and the all dimensions of worries about losing leadership.

Hypothesis 3: There will be a positive association between the workaholism and all
dimensions of the worries about losing leadership.

Hypothesis 4: There will be a positive association between job involvement and all
dimensions of the worries about losing leadership.

Hypothesis 5: There will be a positive association between organizational identification and

all dimensions of the worries about losing leadership.
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Method
WALL Scale was developed and validated in two phases. The first phase, which
involved in depth interviews with people who are running family business, was aimed at item
generation. After this phase, first version of WALL consisting of 35 items was developed. In
the second phase, factor structure of the measure was examined. In addition to that items were

eliminated and the validity of the measure was tested.

Phase 1 — Item Generation

Participants

20 individuals were interviewed with the purpose of generating items for the WALL
scale. The sample consisted of the owners of the family businesses. The participants were
recruited through personal contacts. The interviewees were selected based on the following
criteria; having a family business, being the leader of the business for a long time, and
preparing to transfer the leadership to his/her children who has been in the business.
Additionally, in order to eliminate any possible age-related and gender-related differences,
samples involved individuals from a variety of different age ranges and that both females and
males.

Interviewees consisted of 3 females and 17 males with a mean age of 56.64 years (SD
= 10.77). While 19 participants were married, 1 participant was divorced. Out of 20
participants, 11 were born in urban area and 9 were born in rural area. Next, 19 of them lived
in urban area and 1 of them lived in rural area. When their education level was examined, out
of 20 participants, 7 were high school graduates, 4 were university graduates, 4 were middle
school graduates, 2 were master graduates and 1 was primary school dropout, 1 was

university dropout and 1 was master dropout (See Table 1 for detailed information).
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All interviewees were working in family businesses involved in different sectors such
as food, textile, construction, energy, electronic, service and automotive. Out of 20
companies, 9 were working in food sector, 6 were working in service sector, 2 were working
in textile sector, 2 were working in automotive sector and 1 was working in energy sector
(See Table 1 for detailed information).

Measurement

Data from all interviewees were collected through a semi-structured interview that is
composed of two sections. The interview questions were composed of demographic questions
(such as age, marital status, education and work experiences) and questions focusing on their
family business in order to gain knowledge about organization such as the founder of the
company and sector of the company.

As the second part, some questions that were related to thought of relinquishing the
leadership and worries about leaving the leadership was the main focus of the interview.
These questions were generated by examining related literature and taking experts’ opinions
(Z. Aycan & A. Atalay, personal communication, Nov 17, 2018). According to the responses,
the possible causes of the worries about losing leadership were analyzed. Sample questions
can be given such as “do you have a worry about losing power on your employees, when you
leave the leadership? or “do you have a worry about the reduction in respect and love for you,
when you leave the leadership” (See Appendix B).

Procedure

Interviews were conducted at different places such as interviewees’ offices, meeting
rooms of their companies or houses of interviewees. After signing the
consent form (See Appendix A), participants were interviewed individually. Interviews were
recorded, which was already stated in the consent form, but participants were informed

verbally one more time for the confirmation. The interview process lasted approximately 25-
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30 minutes each. Following the interviews, the voice recordings were analyzed in detail and
merged. First, the demographic information of both the interviewee and their family business
were noted. Second, the answers of the interviewees to the questions about possible worries
about losing leadership and their thoughts of relinquishing the leadership were listed, and
transformed as an item sentence in the item pool of WALL. This item pool included 48 items.
According to expert’ opinions, 13 items which are very similar to other items were deleted (Z.
Aycan & A. Atalay, personal communication, Feb 15, 2019). Final form of the questionnaire
consisted of 35 items.
Phase 2 — Validation Study

Participants

To validate items, 245 individuals filled out the questionnaire as hardcopies. The
sample consisted of the owners of the family businesses. The participants were recruited
through personal contacts. In order to meet with the inclusion criteria; individuals should own
a family business and hold the same leader position in the family business for a long time and
be close to transferring their leadership. Additionally, in order to eliminate any possible age-
related and gender-related differences, samples involved individuals from a variety of
different age ranges and that both females and males. Also, the owners of the family
businesses do not indicate any specific generation due to eliminate generational differences.

The participants consisted of 22 females and 223 males with a mean age of years
53.40 (SD = 7.55). While 237 participants were married, 5 participants were divorced and 3
participants were widowers. Out of 245 participants, 143 were born in urban area and 102
were born in rural area. In addition, 222 of them lived in urban area and 23 of them lived in
rural area. When their education level was examined, out of 245 participants, 74 were high
school graduates, 93 were university graduates, 28 were middle school graduates, 13 were

master graduates, 10 were primary school graduates and 1 was literate without school, 1 was
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primary school dropout, 5 were middle school dropout, 9 were high school dropout, 10 were
university dropout and 1 was master dropout (See Table 1 for detailed information).

All participants were working in family businesses involved in different sectors such
as food, textile, construction, energy, electronic, service and automotive. Out of 245
companies, 36 were working in food sector, 57 were working in service sector, 49 were
working in textile sector, 17 were working in automotive sector, 42 were working in
construction sector, 20 were working in electronic sector and 24 was working in energy sector
(See Table 1 for detailed information).

Measures

Demographic information. Demographics consisted of questions about age, gender,
marital status, birthplace, home city, level of education, existing year of the company,
generation of the company, number of the employees, position year in leadership and sector
of the company (See Appendix D).

Intolerance of uncertainty (IUS). IUS is composed of 27 items responded on a 5-
point-Likert scale that assess individuals’ reactions to uncertain situations. This scale includes
four factors: (1) uncertainty is stressful and upsetting, (2) negative self-assessment about
uncertainty, (3) disturbing thoughts about the uncertainty of future, (4) uncertainty keeps me
from acting (Freeston et al., 1994). “Uncertainty is stressful and upsetting” factor includes a
such item which is “Uncertainty makes me uneasy, anxious, or stressed”. Also, “Disturbing
thoughts about the uncertainty of future” factor includes a such item which is “I always want
to know what the future has in store for me.” Buhr & Dugas (2002) translated this scale from
French to English. This version of the scale has excellent internal consistency, a =.94. Sar1
and Dag (2009) developed the Turkish adaptation of this scale. The Turkish version of this
scale has .79 internal consistency. It has high positive correlations with measures of worry,

anxiety and depression providing evidence for satisfactory levels of convergent validity (See
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Appendix E). The scores of this scale can range between 27 to 135 and the average score is
81. When the score is closed to 27, people’s intolerance of uncertainty is low; when the score
is closed to 135, people’s intolerance of uncertainty is high.

Workaholism. This questionnaire is originally developed by Schaufeli, Taris and
Bakker (2006). There are 14 items in this questionnaire which have two dimensions. These
dimensions are working excessively and working compulsively. The working excessively
subscale consists of items that indicate that the individual places more work than other
activities in his/her life and that s/he works harder than it should (Schaufeli et al., 2006). The
working excessively items include “I find myself working at work when my colleagues stop
working”. The working compulsively subscale consists of statements that make the individual
feel obliged to work with a sense of coercion and necessity (Schaufeli et al., 2006). The
working compulsively items include “I usually feel something inside me that pushes me to
work hard”. Responses is indicated on a 5-point Likert-type scale (1= not very true of me; 5 =
very true of me). The internal consistencies of the working excessively and working
compulsively scales are satisfactory (Cronbach’s a values of .80 and .86, respectively). Also,
it has high negative correlations with measures of happiness and psychological well-being
providing evidence for satisfactory levels of convergent validity. Dogan and Tel (2011)
developed the Turkish adaptation of this scale. The Turkish version of this scale has .85
internal consistency (See Appendix F). The scores of this scale can be from 14 to 70 and the
average score is 42. When the score is closed to 14, people’s workaholism is low; when the
score is closed to 70, people’s workaholism is high.

Organizational identification. The organizational identification scale was developed
by Mael and Ashforth (1992) is composed of 6 items such as “When someone criticizes the
institution [ work in, I perceive this as an insult to myself.” and “The success of my institution

is my success.”. Responses is indicated on a 5-point Likert-type scale (1= strongly disagree;
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5= strongly agree). This version of the scale has .89 internal consistency. Items were
translated by Goksel and Ekmekgioglu (2016). The Cronbach alpha value of the Turkish
version is 0.89. Also, it has a satisfactory level of convergent and discriminant validity, when
Average Variance Extracted values are examined (See Appendix G). The scores of this scale
range between 6 to 30 and the average score is 18. When the score is closed to 6, level of
people’s identification with the organization is low; when the score is closed to 30, level of
people’s identification with the organization is high.

Job involvement. The job involvement scale was developed by Kanungo (1982). This
scale consisted of 10 items. There are such statements as “I live with my job, my work is like
eating, breathing” and “I am personally and closely interested in all the details of my job”.
Responses is indicated on a 5-point Likert-type scale (1= strongly disagree; 5= strongly
agree). This version of the scale has .81 internal consistency. Items were translated by Goksel
and Ekmekgioglu (2016). The Cronbach alpha value of this Turkish version is 0.89. Also, it
has a satisfactory level of convergent and discriminant validity, as indicated by average
variance extracted (AVE) values (See Appendix H). The scores of this scale can be from 10 to
50 and the average score is 30. When the score is closed to 10, level of people’s involvement
with the job is low; when the score is closed to 50, level of people’s involvement with the job
is high.

Worries about losing leadership (WALL). An item pool was generated as a result of
interviews with 20 participants. This item pool included 48 items. According to experts’
opinion, 13 items which are similar to other items were deleted. Final form of the
questionnaire consisted of 35 items. Responses are indicated on a five-point Likert-type (1= |
definitely do not agree; 5 = | definitely agree). Participants were asked to answer this scale
according to thinking current status. The psychometric features of this scale will be explained

below in detail (See Appendix I). The scores of this scale can be from 35 to 175 and the
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average score is 105. When the score is closed to 35, level of people’s WALL is low; when
the score is closed to 175, level of people’s WALL is high.
Procedure

After the Ethics committee approval, the participants, before responding to the
questionnaires, were provided with the informed consent form (See Appendix C). After
consenting to participate in the study they filled out the questionnaires. The data collection
process was carried on in different locations such as interviewees’ offices, meeting rooms of

their companies or houses of interviewees. This process took around 15-20 minutes.
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Table 1
Demographics of Two Phase of the Study
Phase 1 Phase 2
(interviewees only)
Sample Size 20 245
GENDER
Male 85% 91%
Female 15% 9%
AGE (in years)
Minimum 44 40
Maximum 85 86
Mean 56.65 53.40
SD 10.77 7.55
MARITAL STATUS
Married 95% 96.7%
Divorced 5% 2%
Widow - 1.2%
PLACE OF BIRTH
Urban Area 55% 58.3%
Rural Area 45% 41.7%
CURRENTLY RESIDING IN
Urban Area 95% 90.6%
Rural Area 5% 9.4%
EDUCATION
Literate without School - 0.4%
Primary School Degree 5% 4.1%
Primary School Drop Out - 0.4%
Middle School Degree 20% 11.4%
Middle School Drop Out - 2%
High School Degree 35% 30.2%
High School Drop Out - 3.7%
University Degree 20% 38%
University Drop Out 5% 4.1%
Master’s Degree 10% 5.3%
Master’s Drop Out 5% 0.4%
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AGE OF THE COMPANY
Minimum
Maximum
Mean
GENERATION OF THE COMPANY
Minimum
Maximum
Mean
NUMBER OF THE EMPLOYEES
Mean
POSITION YEAR IN LEADERSHIP
Minimum
Maximum
Mean
SECTOR
Food
Textile
Construction
Energy
Electronic
Service
Automotive

Phase 1
(interviewers only)

15
74
37.35

w

1.70
364.65
10
55
27

45%
10%

5%

30%
10%

Phase 2

10
99
30.20

o1

1.53

46.63

10
55
22.53

14.7%
20%
17.1%
9.8%
8.2%
23.3%
6.9%
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Results

In line with the relevant literature, an item pool which includes 35 items was created.
Afterwards, studies on the reliability and validity of the 35-item draft scale were carried out
and the findings regarding the reliability and validity studies of the scale were explained.

Confirmatory factor analysis (CFA). Confirmatory Factor Analysis (CFA) is used to
test the appropriateness of scale structures formed within a particular theoretical basis (Kline,
1994). CFA is defined as a kind of structural equation modeling (SEM) which aims to
determine the relationship between the observed variables and the unobserved variables and
how the observed variables explain the unobserved variables (Simsek, 2007).

In the current study, the covariance matrix as input and Maximum likelihood (ML)
estimation which requires continuous variables and normally distributed data were employed
in the CFA analysis. For normally distributed data, the skewness and kurtosis values should
be zero but the range of -2 and +2 can be considered as normally distributed (e.g., Chou &
Bentler, 1995; Hu, Bentler, & Kano, 1992).

CFA was performed to determine the adaptability of four-factor structure of WALL
which was suggested based on the conceptual model proposed in the current study rather than
exploratory factor analysis (EFA) which defines to explore the possible underlying factor
structure of a set of observed variables without proposing structure on the outcome (Williams,
Onsman & Brown, 2010). In order to be able to accept confirmatory factor analysis results as
valid, the goodness of fit indexes should be sufficient. Although the chi-square, Confirmatory
Fit Index (CFI) and Root Mean Square Error of Approximation (RMSEA) were reported to be
adequate for the adequacy of the model, all indices were checked in the adaptation study (Hair
et al., 2006).

There are many indices provided by SEM, although there is no agreement among

researchers as to which fit indices should be reported (Awang, 2015). It is suggested that
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using at least one fit index from each category of model fit (Hair et al., 1995, 2010; Holmes-
Smith et al., 2006). In the present study, the model fit is determined based on the following
criteria. An acceptable value for the Xzdf ratio should be less than 3.0 (Carmines & Mclver,
1981). Kline (2005) suggested that when RMSEA < 0.10, the fit is acceptable value. If
Standardized Root Mean Square Residual (SRMR) and RMSEA are less than .05, there is a
good fit value (Holmes-Smith et al., 2006). However, a range of acceptable values for the
RMSEA ratio have been suggested, ranging from 0.05 to 0.08 is commonly acceptable (Hair
et al., 1995). An acceptable value for the CFI value should be equal to 0.90 or greater (Hair et
al., 1995; Hu & Bentler, 1999). Similarly, Tucker-Lewis Index (TLI) is named as a non-
normed fit index (NNFI) (Marsh et al., 1988; Hair et al., 1995) and it should be equal to 0.90
or greater (Bentler & Bonett, 1980).

The confirmatory factor analysis of the WALL scale was performed with the IBM
SPSS AMOS 24 package program. As can be seen in Figure 1, one model was tested. This
model represents four factors, namely Worries about Leader’s Losing Status (F1), Worries
about Losing ldentity without Own Business (F2), Worries about Company’s Future (F3) and
Worries about Competency of New Generation (F4).

When the fit indices of the first confirmatory factor analysis are examined before
making any modifications on the model of the four-factor structure, it is seen that X2/df is
2.04, CFl value is .85, TLI value is .84, RMSEA value is .06 and SRMR value .08 (See Table
2). The results revealed relatively poor model fit statistics. Although X2/df value had a good
compliance value, CFl and TLI value were below the suggested .90 and RMSEA and SRMR

were above the suggested .05.
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Table 2

First Confirmatory Factor Analysis Compliance Indexes

Xoldf CFI TLI RMSEA  SRMR

2.04 .85 .84 .06 .07

When the factor loads of each dimension were examined, it was found between .53
and .84 for the "Worries about Leader’s Losing Status (F1)" dimension, it was found between
.38 and .81 for the "Worries about Losing Identity without Own Business (F2)" dimension, it
was found between .53 and .75 for the “Worries about Company’s Future (F3)” dimension
and it was found between .51 and .78 for the “Worries about Competency of New Generation
(F4)” dimension. When the relationship values among factors were examined, the relationship
value between F1 and F2 factors was obtained as .47. The relationship value between F1 and
F3 factors was obtained as .52. The relationship value between F1 and F4 factors was
obtained as .50. The relationship value between F2 and F3 factors was obtained as .64. The
relationship value between F2 and F4 factors was obtained as .65. The relationship value
between F3 and F4 factors was obtained as .56. Also, the item WALL4 was removed because

its factor load remained below .40 (Stevens, 1992).
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Figure 1. First confirmatory factor analysis graph
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To improve the model fit, 8 additional constraints were added to error terms of these
items between WALL 24 and WALL 25, WALL 25 and WALL 26, WALL 27 and WALL
28, WALL 29 and WALL 34, WALL 6 and WALL 7, WALL 13 and WALL 14, WALL 13
and WALL 15, WALL 14 and WALL 15 as suggested in the modification indices because
these items are found to be similar to each other.

When the fit indices of the second confirmatory factor analysis are examined after
making eight modifications on the model of the four-factor structure, it is seen that X2/df is
less than 3, CFI value is .92, TLI value is .91, RMSEA value is .05 and SRMR value .05.
Thus, it was observed that compliance values increased and the model had better fit statistics.
Xo/df, RMSEA and SRMR values had a perfect compliance value. CFl and TLI had a good
compliance value (See Table 3).

Table 3

Second Confirmatory Factor Analysis Compliance Indexes

Xoldf CFlI TLI RMSEA  SRMR

1.63 92 91 .05 .05

Figure 2 shows the results of CFA after modification. It was observed that the data had
a good fit to the model and the scale was obtained the final version by subtracting of item
WALLA4 from the scale. When the factor loads of the items in the final scale are examined, it
is between .63 and .74 for the " Worries about Leader’s Losing Status (F1)" dimension, .44
and .81 for the "Worries about Losing Identity without Own Business (F2)" dimension, .43
and .70 for the "Worries about Company’s Future (F3)" dimension and .49 and .78 for the
"Worries about Competency of New Generation (F4)" dimension.

When the values among factors were examined, the relationship value between F1 and

F2 factors was obtained as .63. The relationship value between F1 and F3 factors was
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obtained as .73. The relationship value between F1 and F4 factors was obtained as .57. The
relationship value between F2 and F3 factors was obtained as .69. The relationship value
between F2 and F4 factors was obtained as .65. The relationship value between F3 and F4
factors was obtained as .62.

In order to examine whether these two figures are significantly different from
each other, chi-square difference test was employed. It was found that chi square difference
was above the critical values of chi-square which indicated that a 4-factor structure for WALL
with modification indices provides a better fit for the data, than a 4-factor structure for WALL
[Ax2 (9) = 240.664, p < .001] (Hu & Bentler, 1999; Tabachnick & Fidell, 2001).

It is observed that the validity of the model is evaluated in CFA and the model - data

compliance of the indices is ensured. Thus, Hypothesis 1 was supported.
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Figure 2. Second confirmatory factor analysis graph
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Reliability analysis. For reliability, average item-total correlation and Cronbach’s alpha
analyzes were performed.

Average item-total correlation analysis. For the reliability analysis, the item analysis
was used to determine the extent to which the items which created the measurement tool was
related to the whole of measurement tool. Correlation coefficient was calculated for item
analysis.

When the corrected item-total correlations of 35 items were examined, correlation
reliability coefficients of all items were found to be positively correlated and it was found that
the corrected item-total correlation coefficients ranged between 0.34 and 0.68 and the smallest
corrected item-total correlation coefficient for the scale was item 6 and the highest item 23.

According to the results of the analysis, it was found that the correlation reliability
coefficient was not less than 0.30. No item was removed because the corrected item - total
correlation of 0.30 and higher had a good discriminant property (Cristobal et al., 2007).

Cronbach’s alpha analysis. Cronbach's alpha reliability coefficient was analyzed for
internal consistency reliability analysis of the WALL Scale and its sub-dimensions. There are
different reports about the acceptable values of Cronbach’s alpha, ranging from 0.70 to 0.95.
(Nunnally & Bernstein, 1994; Bland & Altman, 1997; DeVellis, 2003).

This scale had a high level of internal consistency, as determined by a Cronbach's
alpha of 0.94. As a result of the internal consistency analysis of WALL’s sub-dimensions;
Cronbach's Alpha value of the “Worries about Competency of the New Generation” sub-
dimension was 0.92, the Cronbach's Alpha value of the “Worries about Losing ldentity
without Own Business” sub-dimension was found to be 0.88 and Cronbach’s Alpha value of
“Worries about Leader’s Losing Status” sub-dimension was 0.87, Cronbach’s Alpha value of
“Worries about Company’s Future” sub-dimension was found to be 0.75. It can be showed

that Cronbach's Alpha values of WALL and its sub-dimensions are satisfactory.
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Convergent validity. Correlation analyses conducted to assess the convergent validity of
WALL. As seen in Table 4, there was a significant positive relationship between WALL
Scale and Intolerance of Uncertainty Scale with r = .59 (p < .01). In addition, it is seen that
the WALL Scale and “uncertainty is stressful and upsetting” sub-dimension of the Intolerance
of Uncertainty Scale had a significant positive correlation with r = .53 (p < .01) and the
WALL Scale and “negative self-assessment about uncertainty” sub-dimension of the
Intolerance of Uncertainty Scale had a significant positive correlation with r = .54 (p < .01).
Also, the WALL Scale and “disturbing thoughts about the uncertainty of future” sub-
dimension of the Intolerance of Uncertainty Scale had a significant positive correlation with r
= .48 (p <.01) and the WALL Scale and “uncertainty keeps me from acting” subdimension of
the Intolerance of Uncertainty Scale had a significant positive correlation with r = .45 (p <
.01).

In addition, it is seen that the Intolerance of Uncertainty Scale and “losing leader’s
status” sub-dimension of the WALL Scale had a significant positive correlation with r = .38
(p < .01), the Intolerance of Uncertainty Scale and “losing identity without own business”
sub-dimension of the WALL Scale had a significant positive correlation with r = .53 (p <.01),
the Intolerance of Uncertainty Scale and ““ the company’s future” sub-dimension of the
WALL Scale had a significant positive correlation with r =.46 (p < .01) and the Intolerance
of Uncertainty Scale and “the competency of the new generation” sub-dimension of the
WALL Scale had a significant positive correlation with r = .49 (p < .01).

It is seen that the correlation between the WALL sub-dimensions and I1US sub-
dimensions changed between .26 and .51. The lowest correlation (r = .26) was found between
the “losing leader’s status” sub-dimension of the WALL and the “uncertainty keeps me from
acting” sub-dimension of the IUS, whereas the highest correlation (r = .51) was found

between the “losing identity without own business” sub-dimension of the WALL and the
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“negative self-assessment about uncertainty”” sub-dimension of the IUS. Thus, Hypothesis 2
was supported.

There was a significant positive relationship between WALL Scale and Workaholism
Scale with r =.58 (p < .01). In addition, it is seen that the WALL Scale and “working
excessively” sub-dimension of the Workaholism Scale had a significant positive correlation
with r = .57 (p <.01) and the WALL Scale and “working compulsively” sub-dimension of the
Workaholism Scale had a significant positive correlation with r = .53 (p < .01).

In addition, it is seen that the Workaholism Scale and “losing leader’s status” sub-
dimension of the WALL Scale had a significant positive correlation with r = .32 (p <.01), the
Workaholism Scale and “losing identity without own business” sub-dimension of the WALL
Scale had a significant positive correlation with r = .59 (p < .01), the Workaholism Scale and
“the company’s future” sub-dimension of the WALL Scale had a significant positive
correlation with r = .46 (p <.01) and the Workaholism Scale and “the competency of the new
generation” sub-dimension of the WALL Scale had a significant positive correlation with r =
45 (p <.01).

It is seen that the correlation between the WALL sub-dimensions and Workaholism
sub-dimensions changed between .28 and .60. The lowest correlation (r = .28) was found
between the “losing leader’s status” sub-dimension of the WALL and the “working
compulsively” sub-dimension of the Workaholism, whereas the highest correlation (r = .60)
was found between the “losing identity without own business” sub-dimension of the WALL
and the “working excessively” sub-dimension of the Workaholism. Thus, Hypothesis 3 was
supported.

Also, the WALL Scale and the Job Involvement Scale had a highly significant positive
relationship with r = .57 (p <.01). In addition, it is seen that the Job Involvement Scale and

“losing leader’s status” sub-dimension of the WALL Scale had a significant positive
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correlation with r =.30 (p <.01), the Job Involvement Scale and “losing identity without own
business” sub-dimension of the WALL Scale had a highly significant positive correlation with
r=.66 (p <.01), the Job Involvement Scale and “the company’s future” sub-dimension of the
WALL Scale had a significant positive correlation with r = .40 (p < .01) and the Job
Involvement Scale and “the competency of the new generation” sub-dimension of the WALL
Scale had a significant positive correlation with r = .41 (p <.01). Thus, Hypothesis 4 was
supported.

However, there was a significant positive relationship between WALL Scale and the
Organizational Identification Scale with r = .20 (p < .01). In addition, it is seen that the
Organizational Identification Scale and “losing leader’s status” sub-dimension of the WALL
Scale had a non-significant correlation with r = .01 (p <.01), the Organizational Identification
Scale and “losing identity without own business” sub-dimension of the WALL Scale had a
significant correlation with r = .26 (p < .01), the Organizational Identification Scale and “the
company’s future” sub-dimension of the WALL Scale had a significant positive correlation
with r = .15 (p <.01) and the Organizational Identification Scale and “the competency of the
new generation” sub-dimension of the WALL Scale had a significant positive correlation with
r=.18 (p <.01). Thus, Hypothesis 5 was supported and the results provide evidence for the
convergent validity of WALL (See Table 4).

Also, convergent validity of CFA results was also supported by average variance
extracted (AVE) and composite reliability (CR). While CR value was found as .92 which
exceed the critical value of 0.6, AVE value was obtained as .44 which is not above the
suggested value of 0.5. According to Fornell and Larcker (1981), if AVE is less than 0.5,
but composite reliability is higher than 0.6, the convergent validity of the construct is still

adequate. These indicate that the measurement model has good convergent validity.
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Therefore, the hypothesized measurement model is reliable and meaningful to test the
structural relationships among the constructs.

Post-Hoc analyses. In addition to these, the relationship between the levels of worries about
losing leadership and variables such as participants’ gender, education and current residence
were examined to test if there is a significant difference between the participants’ scores on
WALL concerning these variables. Results have shown that there is no significant difference
between the scores of female and male participants on WALL (p = .18). While mean of
female group is 109.68 (SD = 28.21), mean of male group is 117.66 (SD = 26.53). However,
it should be noted that the number of participants based on their gender was not equally
distributed such as the number of female participants was 22 whereas the number of male
participants was 223. Therefore, we cannot conclude that there is no significant difference
between the groups on their WALL level.

Furthermore, the current residence was examined and there was no significant
difference between people based on their WALL score (p = .34). While mean of rural area is
111.91 (SD = 33.12), mean of urban area is 117.47 (SD = 26.01). However, it should be noted
that the number of participants based on their current residence was not equally distributed
such as the number of rural areas was 23 whereas the number of urban areas was 222.
Therefore, we cannot conclude that there is no significant difference between the groups on
their WALL level.

Finally, education level was examined and there was a significant difference between
people based on their WALL score (p = .04). While mean of people who have high school
graduation and lower education level is 120.28 (SD = 25.22), mean of people who have
university graduation and higher education level is 113.29 (SD = 27.93). These results
showed that people who have low level education have more worries about losing leadership

than people who have high level education.
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Table 5

Correlation of the WALL with Its Subdimensions and Other Scales with Their Subdimensions
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Discussion

The overarching aim of the study was to create a new construct that is “worries about
losing leadership” and developing a scale to measure this construct, specifically within the
family business context. This novel construct can be defined as the concern leaders have
about the probable negative outcomes as a consequence of losing the leadership role. With
regards to that, WALL has been build up within four different domains following (1) “worries
about losing leader’s status” which refers to the leaders fear losing their leadership status at
their company, (2) “worries about losing identityout with own business” refers to the
tendency to conceptualize the business as an extension of the self and not being able to define
the self, independent from business, (3) “worries about the company’s future” is the leader’s
fears about his/her company’s longevity and future process and (4) “worries about the
competency of the new generation” refers to the leader’s concerns about the next generation’s
competency.

According to this model, Confirmatory Factor Analysis (CFA) was performed to
determine the adaptability of predicted four-factor structure with the theoretical structure.
Although the results provided support for the four-factor model, in the first confirmatory
factor analysis, model fit did not appear to be acceptable. Also, one item was deleted due to
its extremely low factor loading to the factors (Stevens, 1992).

The revised model had a significantly better fit. (Browne & Cudeck, 1993; Bentler,
1990; Marsh & Hocevar, 1985). It can be said that the WALL Scale developed within the
scope of the research is a sufficiently valid tool to measure the worries about losing leadership
of leaders. This scale includes four dimensions as suggested. These are worries about the
losing leader’s status, worries about losing identity without own business, worries about the
company’s future and worries about the competency of the new generation (Howorth & Ali,

2001; Sonnenfeld & Spence, 1989; Perryer & Te, 2010; Lee-Chua, 1997; Handler & Kram,
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1988; Lee-Chua, 1997; Sharma, Chua & Chrisman, 2000; Filser, Kraus & Mark, 2013;
Baranch & Ganitsky, 1995; Lansberg & Astrachan, 1994).

Also, the scale has satisfactory reliability as indicated by the corrected item-total
correlations and Cronbach’s alpha. First of all, the corrected item-total correlations of whole
items were found to be positively correlated. No item was removed because the corrected
item - total correlation had a good discriminant property (Cristobal et al., 2007). Second, the
Cronbach's alpha internal consistency coefficient of the WALL Scale and its sub-dimensions
are highly reliable and acceptable (Nunnally & Bernstein, 1994; Bland & Altman, 1997,
DeVellis, 2003). It can be said that the WALL Scale developed within the scope of the
research is a sufficiently reliable tool to measure the worries about losing leadership of
leaders.

To test the convergent validity of WALL, correlation between WALL Scale and
measures of Intolerance of Uncertainty, Workaholism, Job Involvement and Organizational
Identification were examined. There was a positive significant relationship between WALL
total Scale and Workaholism and its subscales, Job Involvement, Intolerance of Uncertainty
and its subscales and Organizational Identification. There were significant positive
relationships between subscales of these scales and subscales of WALL Scale.

The significant association between WALL and IUS indicates that a leader who is
highly intolerant of uncertainty is more likely to experience worries about losing leadership
because the leader is worried about the company’s future based on both its success and
longevity (Doud & Hausner, 2000). Moreover, these leaders may be fearful of the retirement
process and post-retirement life because they can perceive retirement process as full of
uncertainties and likewise the post-retirement life may be perceived as unpredictable and thus
full of threats (Handler & Kram, 1988). For example, financial uncertainties after retirement

may increase worrisome thoughts because financial independence is over and cash flow is
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controlled by someone (Doud & Hausner, 2000). In addition to general interpretation, when
the relationship between sub-dimensions of both scales was examined, the highest coefficients
appeared between losing identity without own business sub-dimension of the WALL Scale
and negative self-assessment about uncertainty sub-dimension of the Intolerance of
Uncertainty Scale. There is a chance that a person who is prone to make negative self-
assessment about uncertain situations is more likely to experience worries about losing
leadership because these people cannot think of themselves independently of their work and
possible uncertainty about their future and their company’s future may trigger their worrisome
thoughts about losing leadership with a focus on either the consequences of this for the
company or the individual’s own life. In other words, they may perceive themselves and their
company’s future in danger and their worry level can increase quickly.

Also, the significant positive association between WALL and workaholism indicates
that a leader who is high on workaholism is more likely to experience the worries about losing
leadership status because the leader may have high self-satisfaction as a person both in his/her
working hours and also, in his/her leadership roles. In addition to that, the life outside job
itself may be ambiguous since this person spends most of his/her life involved in job related
activities or job-related thoughts. That is why, when a leader who is highly workaholic thinks
about losing leadership position, this situation can be hard because they want to continue
working constantly, so he/she can feel more stressed and worried and the leader may not want
to leave the leadership roles. Also, a closer look at the association of WALL with different
dimensions of workaholism revealed that working compulsively is related to more worry and
anxiety related cognition stuck in the mind of the individual independent from whether he
actively involved in a job-related activity or not (Schaufeli et al., 2006). However, excessively
refers to time-spent on work related activities (Schaufeli et al., 2006). Thus, these leaders may

want to interested in their work actively rather than think about them because they may feel
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good themselves during working physically. Also, these leaders who highly internalize their
work with their self may have high demand on working excessively.

In addition, a person who is highly involved with his/her organization is more likely to
experience the worries about losing leadership role due to the self-definition being intertwined
with his/her organization. The person's leadership status and work can create the majority of
his identity and sense of self-worth is equated with the position and retirement is experienced
as a very significant and painful loss by leaders (Handler & Kram, 1988; Myers et all., 2016)
and these leaders struggle to protect and increase their valuable leadership status as mentioned
in COR Theory because they may not want to lose their power and status (Hobfoll, 1989).
Thus, probable cause of the significant association between the Job Involvement Scale and the
WALL Scale being can be related to the perceived threat that stems from losing the status,
power and work aims to their identity and possibility of losing that connection may trigger too
much worry. Also, the Job Involvement Scale has high correlation with losing identity
without own business subdimension of WALL Scale, it shows once that their self is highly
related to their work and they may experience a painful loss when they lose their work or
status which are their valuable sources.

Lastly, a person who is highly identified with his/her organization is more likely to
experience the worries about losing leadership due to the self-definition being intertwined
with his/her organization. Although, there was a positive relationship between WALL Scale
and Organizational Identification Scale, a closer examination of the correlation coefficient
indicates that the association is rather weak. Probable cause of this can be the Organizational
Identification Scale includes few items which are confusing for the participants who are
currently in leadership positions in their own companies. Certain items of the scale may be
more sensitive to assessment of employees’ organizational identification rather than that of

the people that have the leader role or leader status (Mael & Ashforth, 1992). For example,
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“This company’s successes are my successes.” item may be perceived by some leaders as a
selfishness, some of them said that this company’s success are our successes and they
evaluated this item by giving a low score. Also, “When someone criticizes this company, it
feels like a personal insult.” item may be perceived by some leaders as close to criticism,
some of them said that people should be open to criticism, so they gave a low score for this
item too. In contrast to other variables, there was lack of a significant positive relationship
between the Organizational Identification and losing status subdimension of WALL because
the status of the participants may have a bigger impact on them than their organizational
identification, and their need of power were satisfied by their perceived status rather than their
organizational identification. In general, these significant and positive values are sufficient for

the convergent validity of WALL Scale.
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Limitations, Contributions and Future Directions

Limitations

The study had several limitations. First of all, the sample size was adequate but the
participants were not recruited through random sampling. The sample was obtained through
personal contacts. This sample group might reflect people who have certain features, so
diversity was low. Although these features were not controlled as a study variable, these
features (e.g. religiousness level) may have effect on obtained score. Second, since the scale
was developed in Turkey which has features of collectivistic culture, so generalizability might
be a problem in terms of culture. Cross-cultural validation is required before using WALL for
research or training programs in different cultures, because Turkey has different cultural
features compared to other countries in terms of collectivism and power distance (Hofstede,
1980). Third, gender equality could not be maintained because number of men were more
than number of women, so these results cannot be generalized in terms of gender. Fourth, the
scale was just tested for the convergent validity but not for the discriminant validity however;
it could have been tested as well if questionnaires based on the different concepts of worry
would be distributed. Fifth, there is no test re-test reliability in this study. Also, participants
expressed several worries about losing their leadership roles during the interviews but it is not
known whether such concerns are realistic since the data relies on self-report measures. Use
of self-report measures due to problems of honesty, introspective ability and understanding
questions jeopardize the reliability of the findings (Fan et al., 2006). In other words, whether
the worries reported by the participants are reflective of the actual situation may be
questionable due to method of data collection. Finally, the current study focused mainly on
the family business, thus the difficulties of handing over the management control to the new
generation could be examined, thus handing over the management control in different context

such as in political context are not known. Since the difficulties of handing in different
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context could have different dimensions, future studies may examine WALL in these other
contexts.
Contributions

This research will have both scientific and practical contributions. First of all, the
construct of “worries about losing leadership” has never been studied before in the leadership
literature. Therefore, it serves as a means of filling the literature gap. Also, development of
WALL Scale was an important initial step towards understanding the attitudes of leaders in
terms of their child, their company or their environment. In addition, WALL Scale can be
used for further research in the area of leadership to clarify leaders’ worries whether about
their status, their company, their child or their self. Lastly, in accordance with WALL Scale,
intervention programs can be implemented in order to decrease the individuals’ worries-
related scores on the different dimensions which can be considered as its practical
contributions.
Future Directions

This study was carried out in the family business context, future studies may examine
in other types of companies. Second, further researches may use different populations by
using random sampling. Third, Turkish culture has a collectivistic feature, so other studies
should focus on individualistic culture. Fourth, because there is an inequality among genders
in this study, further studies may provide this equality. Fifth, the future studies may focus on
collecting evidence for discriminant validity of WALL, which is lacking in this study.
Specifically, discriminant validity can be tested by testing the overlap between WALL and
constructs such as worry, neuroticism because work related worry and entertaining worrisome
thoughts about all domains of may differ from each other. Additionally, concept of openness
to innovation, which is based on the trait “openness to experience” can be also tested because

it can be expected that there is no relationship between them. Also, as a predictive validity,
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leaders’ behaviors may be observed in after succession process because people who high on
WALL are expected to have mental or physical health issue without their leadership position
and are expected to feel themselves as nothing without their leadership position. Lastly, test
re-test reliability can be tested in future research.

Intervention Implementations

After the development of “worries about losing leadership” scale, related intervention
programs can be designed according to the individual’s scores on each different dimension.
Interventions can be described as a set of scheduled, behavioral and theory-based practices to
eliminate or change the job stressors and to enhance individuals’ welfare (Gonzalez, Holten,
Nielsen, & Randall, 2010). Using organizational intervention programs can decrease people’s
worries about losing leadership and accordingly they can go through the succession process
more smoothly.

Individuals who experience worries about losing leadership can benefit from plenty of
interventions such as the coaching or the job rotation. The coaching has been used within the
workplace different guises for centuries and it serves as a tool for developing people and
enabling the fulfillment of their potential (Skiffington, & Zeus, 2006). Coaching appeals to
the whole person, including one’s work life and personal life such as the career issues and the
personal relationships (Cavanagh, & Grant, 2004). Additionally, coaching can be beneficial in
terms of the succession planning (Offley, & Williams, 2005). The characteristic of coaching is
a being non-directive and the coach makes feel as a “thought partner” (Leonard-Cross, 2010,
p. 36). Thusly, coaching can be an effective way of intervening people who have worries
about losing leadership and decreasing their WALL to optimal level. Through the assessment
of scores — based on the different dimensions of the WALL Scale, coaches can work with
their coachee within a deeper focus and they can understand the root causes of the worries

about losing leadership. Thus, each dimension of WALL can be examined in detailed and



WORRIES ABOUT LOSING LEADERSHIP 41

possible solutions of these worries which are discussed by coach and coachee can be created
effectively. Also, this coach can build a communication bridge between the old leader and the
new potential leader.

On the other hand, according to Kaymaz (2010), the job rotation is an interesting
mechanism due to its ability to reveal how an employee perform within different positions.
The rotation can be defined as “working at different tasks or in different positions for set
periods of the time” (Jorgensen et al, 2005, p. 1723). The rotation is beneficial in terms of the
employee learning and the human capital accumulation (Ortega, 2001). The rotation enables
managers to experience a variety of practices and contribute their professional development
(Kaymaz, 2010). Considering all of these, I suggest that people who experience worries about
losing leadership can benefit from job rotation in a way of observing the new leader on the
job and people have a better chance for evaluating the decision s/he made about the new
leader. Overall, these implementations can provide facility to decrease worries about losing

leadership and emerge new leaders with old leader’ collaboration.
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Bilgilendirme ve Onay Formu

Degerli Katilimet,

Bu arastirma Kog Universitesi Psikoloji Béliimii yiiksek lisans dgrencisi Sena Arslan tarafindan
yiiriitiilen ve Kog Universitesi Etik Kurullar’'nin onay1 ile izin verilen bu arastirmaya
katiliminiz rica olunmaktadir. Bu aragtirmaya katildiginiz icin tesekkiir ederiz.

Arastirmanin amaci, aile sirketi sahibi olan liderlerin giinii geldiginde bu liderligi birakmakla
ilgili olarak yasayabilecegi endiseleri tespit etmek ve bu endiseleri 6lgmeye yarayan bir 6lcek
olusturmaktir. Arastirmaya katilmay1 kabul ederseniz sizden beklenen bir dizi soruyu sozel
olarak yanitlamanizdir. Bu roportaja katilim ortalama olarak 25 dakika siirmektedir. Calismaya
katilim tamamaiyla goniilliiliik esasina dayanmaktadir. Tiim goriismeler ses kayit cihazi araciligi
ile kayit altina alinacak ve arastirma ekibi tarafindan calismanin tamamlanmasma kadar
saklanacaktir. Daha sonra ise tiim veri tabanlarimizdan silineceklerdir. Tiim goriismeler, kimlik
bilgileri anonimlestirilerek kayit altina alinacaktir. Cevaplarmiz tamamiyla gizli tutulacak ve
sadece arastirmacilar tarafindan degerlendirilecek ve elde edilecek bilgiler bilimsel yayinlarda
kullanilacaktir. Arastirmanin sonuglar1 agisindan saglikli bilgiler edinilmesi igin verilen
cevaplarda samimi olunmasi ve cevaplandirilmamis soru birakilmamasi son derece 6nemlidir.
Aragtirma, kisisel rahatsizlik verecek sorular veya uygulamalar igermemektedir. Ancak, katilim
sirasinda sorulardan ya da herhangi baska bir nedenden 6tiirii kendinizi rahatsiz hissederseniz
arastirmay1 yarida birakmakta serbestsiniz. Boyle bir durumda roportaj esnasinda sorulari
cevaplamay1 birakmay1 istemeniz yeterli olacaktir. Bu c¢aligmaya katildigimiz i¢in simdiden
tesekkiir ederiz. Bu aragtirma ile ilgili soru veya endiseleriniz varsa liitfen aragtirmaciyla
iletisime geginiz.

Sena Arslan

Kog Universitesi

Psikoloji Bolum

Rumelifeneri Yolu 34450
Sariyer Istanbul

E-mail: senaarslan17@ku.edu.tr

Danigsman Bilgileri:

Dr. Ayse Altan Atalay Prof. Dr. Zeynep Aycan
Kog Universitesi, Psikoloji Bolimu Kog Universitesi, Psikoloji Bolimi
E-mail: ayatalay@ku.edu.tr E-mail: zaycan@ku.edu.tr

Bu ¢alismaya tamamen goniillii olarak katiliyorum ve istedigim zaman herhangi bir
yaptirimla karsilasmadan yarida kesip birakabilecegimi biliyorum. Verdigim bilgilerin
bilimsel amagli olarak kullanilmasini kabul ediyorum.

O Evet

L] Hayr
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Merhabalar, ncelikle bizim roportaj talebimizi kabul ettiginiz igin {iniversitem ve
kendi adima tesekkiir ediyorum. Oncelikli olarak gerceklesecek bu roportajin sizin de
onayiniz dahilinde ses kaydinin alinacagi ve kimseyle paylasilmayacagi konusunda tekrar
bilgilendirmek istiyorum. Sizin i¢in de uygunsa sorulara gegebiliriz. ilk olarak kisaca kendi
hayatimizdan bahsetmenizi istiyorum. Ornegin;

Kag yasindasiniz? Egitim durumunuz nedir? Dogdugunuz ve uzun siireli
yasadiginiz yerlesim birimleri nelerdir? Ailenizden ve ¢ocuklarinizdan
bahseder misiniz?

Sirketinizden kisaca bahseder misiniz? Sirketiniz hangi sektorde faaliyet
gostermektedir? Sirketiniz kag yillik bir sirket? Siz kaginct nesli temsil
ediyorsunuz? Kag yildir su anki pozisyonunuzda buluyorsunuz? Sirketinizde
kag kisi calistyor?

Simdi sirketteki liderliginizle ilgili olarak birka¢ soru sormak istiyorum.

O

Giinii geldiginde liderligi birakmay1 diistiniiyor musunuz?

a. Cevabi "Evet” olarak kabul ettigimizde;

- Peki, Liderligi birakma diisiincesi sizde tedirginlik yaratiyor mu?

- Cevab1 “Evet” olarak kabul ettigimizde;

- Neden tedirginlik yaratiyor? Bize tedirginliklerinizden bahseder misiniz?

b. Cevabi "Hayir” olarak kabul ettigimizde;

- Neden? Liderligi birakma diisiincesi sizde tedirginlik yarattig1 i¢in mi
birakmak istemiyorsunuz?

- Cevab1 “Evet” olarak kabul ettigimizde;

- Neden tedirginlik yaratiyor? Bize tedirginliklerinizden bahseder misiniz?

Cevaplarm yeterli olmadigini diislindiigiimiiz noktada agagidaki sorularla devam ediyoruz;

(@)

(@)

Sizden sonra gelecek kisinin egitimi ve deneyimi yeterli olmadigini
diistindiigiiniiz i¢in mi tedirginliginiz var?

Sirketi teslim edebileceginizi diisiindiigiiniiz biri olmadig1 i¢in mi
tedirginliginiz var?

Siz olmadan sirketin verimliliginin azalacagin diisiindiigliniiz i¢in mi
tedirginliginiz var?

Hayatinizin iginizden bagimsiz olmasini diisiinemediginiz igin mi
tedirginliginiz var?

Isiniz ile ilgili amacladiklariniza ulasamadigmiz i¢in mi tedirginliginiz var?
Emeklilige hazir olmadiginizi diislindiigiiniiz i¢in mi tedirginliginiz var?
Liderligi biraktiginizda size olan sevgi ve sayginin azalacagini diigiindiigliniiz
icin mi tedirginliginiz var?

Liderligi biraktigimizda insanlar tizerindeki giiciiniiziin ve etkiniz azalacagini
diislindiigiiniiz i¢in mi tedirginliginiz var?

Liderligi biraktigimizda sirket ve ¢alisanlar tizerinde hakimiyeti
kaybedeceginizi diisiindiigiiniiz i¢in mi tedirginliginiz var?

Liderligi biraktiginizda isi kontrol edemeyeceginizi diistindiigiiniiz i¢in mi
tedirginliginiz var?

Sorularim burada sona erdi. Vakit ayirdiginiz ve sorularimi cevapladiginiz i¢in ¢ok
tesekkiir ederim.
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Bilgilendirme ve Onay Formu
Degerli Katilimei,

Kog Universitesi Psikoloji Boliimii yiiksek lisans 6grencisi Sena Arslan tarafindan yiiriitiilen,
Etik Kurulu onayli bu arastirmaya katiliminiz rica olunmaktadir. Bu arastirmaya katildiginiz
icin tesekkiir ederiz.

Arastirmanin amaci, aile sirketi sahibi olan liderlerin giinii geldiginde bu liderligi birakmakla
ilgili olarak yasayabilecegi endiseleri tespit etmek ve bu endiseleri 6lgmeye yarayan bir 6lgek
olusturmaktir. Arastirmaya katilmay1 kabul ederseniz sizden beklenen, ankette yer alan bir dizi
soruyu derecelendirme 6lgegi iizerinde yanitlamanizdir. Bu ¢alismaya katilim ortalama olarak
20 dakika siirmektedir. Calismaya katilim tamamiyla gonilliilik esasina dayanmaktadir.
Ankette, sizden kimlik belirleyici hicbir bilgi istenmemektedir. Cevaplariniz tamamiyla gizli
tutulacak ve sadece arastirmacilar tarafindan degerlendirilecek ve elde edilecek bilgiler bilimsel
yayinlarda kullanilacaktir. Arastirmanin sonuglar1 agisindan saglikli bilgiler edinilmesi igin
yonergelerin dikkatlice okunmasi ve uyulmasi, verilen cevaplarda samimi olunmasi ve
cevaplandirilmamis soru birakilmamasi son derece onemlidir. Arastirma, kisisel rahatsizlik
verecek sorular veya uygulamalar icermemektedir. Ancak, katilim sirasinda sorulardan ya da
herhangi baska bir nedenden 6tiirii kendinizi rahatsiz hissederseniz arastirmay1 yarida birakip
cikmakta serbestsiniz. Boyle bir durumda sorulari cevaplamay1 birakmaniz yeterli olacaktir. Bu
calismaya katildiginiz i¢in simdiden tesekkiir ederiz. Bu arastirma ile ilgili soru veya
endiseleriniz varsa liitfen arastirmaciyla iletisime geginiz.

Sena Arslan
Kog Universitesi, Psikoloji Bolimii

E-mail: senaarslan17@ku.edu.tr

Danigman Bilgileri:

Dr. Ayse Altan Atalay Prof. Dr. Zeynep Aycan
Kog Universitesi, Psikoloji Bolumu Koc Universitesi, Psikoloji Bolimd
E-mail: ayatalay@ku.edu.tr E-mail: zaycan@ku.edu.tr

Bu ¢alismaya tamamen goniillii olarak katiliyorum ve istedigim zaman herhangi bir
yaptirimla karsilasmadan yarida kesip birakabilecegimi biliyorum. Verdigim bilgilerin
bilimsel amagli olarak kullanilmasini kabul ediyorum.

O Evet

U] Hayir
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Appendix D

Liitfen asagida verilen sorular1 cevaplaymmz.

1. Yasmiz:

2. Cinsiyetiniz: 0 Kadin O Erkek

3. Medeni durumunuz:

O Bekar O Evli O Bosanmig O Dul O Diger

5. Ailenizin kag¢imei ¢ocugusunuz?
6. Varsa kiz kardeslerinizin sayisi:
7. Varsa erkek kardeslerinizin sayist:

8. Kardesleriniz arasinda kendiniz de dahil olmak iizere iiveylik var mi1?
O Evet [ Hayir
9. Dogdugunuz yerlesim birimi:

O Koy 0 Bucak 0 Kasaba

O Ilce 1 Sehir 0] Biiytik sehir

10. En uzun siireli yasadiginiz yerlesim birimi (yaklasik hayatinizin 17 yilh):

O Koy 0 Bucak O Kasaba

O Tlge O Sehir O Biiyiik sehir

11. Egitim durumunuz:

O Okur-yazar degil O Okur-yazar fakat herhangi bir okul bitirmemis
O Ilkokul mezunu O Ilkokul Terk

O Ortaokul mezunu O Ortaokul Terk

O Lise mezunu O Lise Terk

O Universite mezunu O Universite Terk

O Yiksek lisans mezunu O Yduksek lisans Terk

O Doktora mezunu O Doktora Terk
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12. Kag ¢ocuk sahibisiniz?

13. Varsa kiz ¢cocuklarinizin sayisi:

14. Varsa erkek cocuklarinizin sayist:

15. Sirketiniz kag yilinda kuruldu?

16. Su an ki pozisyonunuzda kag yildir bulunuyorsunuz?

17. Sirketiniz hangi sektor(ler)de faaliyet gostermektedir?

18. Sirketiniz bilinyesinde toplam kag kisi ¢alismaktadir?

19. Sirketinizde kaginci kusagi temsil ediyorsunuz?

54
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Appendix E

Asagida hayatin belirsizliklerine insanlarin nasil tepki gosterdiklerini tanimlayan bir dizi ifade
yer almaktadir. Bu ifadelerin sizi ne derece dogru yansittigini, yanindaki rakamlardan size
uygun olani isaretleyerek (X) belirtiniz.
1 2 3 4 5
Beni Hig Beni Kismen Beni Tam Olarak
Tanimlamiyor Tanimliyor Tanimlhiyor

Belirsizlik, saglam bir fikre sahip olmami engelliyor.

Emin olamama, kisinin diizensiz oldugu anlamina gelir.

Belirsizlik yasami katlanilamaz hale getiriyor.

Yasamda bir giivencenizin olmamasi adaletsiz bir durumdur.

Yarin ne olacagini bilemezsem zihnim rahat olmaz.

Belirsizlik beni rahatsiz, endiseli ya da stresli yapiyor.

Onceden kestirilemeyen olaylar beni alt iist ediyor.

Ihtiya¢c duydugum bilginin tiimiine sahip olmamak beni engelliyor.

© © N o g M W N

Belirsizlik istedigim sekilde bir yasam siirmemi engelliyor.

[EY
o

. Beklenmeyen durumlardan kaginmak i¢in insan hep ileriye bakmalidir.

-
-

. Cok iyi planlanmisken bile beklenmeyen ufacik bir durum her seyi bozabilir.

[EY
N

. Harekete gegme zamani geldiginde belirsizlik elimi kolumu bagliyor.

[Eny
w

. Belirsizlik i¢inde olmam, benim en iyi olmadigimi gosterir.

H
o

. Emin olamadigim zaman, yapacaklarim konusunda ilerleyemiyorum.

[EY
ol

. Emin olamadigim zaman ¢ok iyi is ¢ikartamiyorum.

-
D

. Benim aksime, diger insanlar ne yapacaklarindan emin goziikiiyorlar.

[
\‘

. Belirsizlik beni kirilgan, mutsuz ya da hiiziinlii kiliyor.

[uny
oo

. Gelecegin benim i¢in neler getirecegini her zaman bilmek isterim.

-
(o]

. Beklenmedik olaylara katlanamiyorum.

N
o

. En ufak bir siliphe bile harekete gegmemi engelliyor.

N
[l

. Her seyi onceden organize edebilmeliyim.

N
N

. Emin olamamam, giivensiz oldugum anlamina gelir.

N
w

. Bagkalarinin kendi geleceklerinden eminmis gibi goriinmeleri adaletsizliktir.

N
~

. Belirsizlik derin uyumami engelliyor.

N
o1

. Biitiin belirsiz durumlardan uzaklagsmaliyim.

N
[op}

. Hayattaki belirsizlikler beni strese sokuyor.

N
~

. Gelecegimle ilgili kararsiz olmaya katlanamiyorum.

L e e S B e N T = Y O S S B e B e S e e B S B e B e N N e e T = = =Y I =Y IS
N N N NN NN N NN NN NN NN NN NN NN N NN NN
Wl W W W w W w w w w w w w w w w w w w w w w w w w w| w

E N N N S Y S R S [ 0 R~ [ SN Y - N B N O S N I S B N B S B S N N I I I I N I

ol o o1y o1 o1l o1 o1 o1 o1y o1 o1 o1 o1 o1 o1 o o1 o o o1 oy o o1 o1 o1 o1 o1




WORRIES ABOUT LOSING LEADERSHIP

Appendix F

Asagida insanlarim is ile ilgili olarak nasil tepki gosterdiklerini tanimlayan bir dizi ifade yer
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almaktadir. Bu ifadelerin sizi ne derece dogru yansittigini, yanindaki rakamlardan size uygun

olani isaretleyerek (X) belirtiniz.

1 2 3 4 5
Beni Hig Beni Kismen Beni Tam Olarak
Tanimlamiyor Tanimliyor Tanimliyor

Telas i¢inde ve zamana kars1 yarisan biri olarak goriintiriim.

Is yerindeki arkadaslarim calismay1 biraktiginda bile ben kendimi ¢alismaya devam
ederken bulurum.

Yaptigim bir isten hoslanmasam bile siki calismak benim i¢in 6nemlidir.

Bir stireligine isten uzaklasmak istesem bile kendimi siklikla o is hakkinda
dasiintirken bulurum.

Ustesinden gelebilecegimden ¢ok daha fazlasini iistlenirim.

Bir seyi yapmak istesem de istemesem de o konuda ¢ok siki ¢alismam gerektigine
dair icten gelen bir zorlama hissediyorum.

Calisirken isleri belli siirede bitirecegime dair koydugum zaman smirlamalari
yiiziinden kendimi zora sokarim.

Genellikle icimde beni ¢ok calismaya iten bir seyler oldugunu hissediyorum.

Calismaya, arkadaslarimla birlikte vakit ge¢irmekten, hobilerimden veya bos
zaman etkinliklerimden daha fazla vakit harcarim.

10.

Bir is Gzerinde ¢alismadigim zaman kendimi suglu hissederim.

11.

Yaptigim is keyifli olmasa da ¢ok ¢alismaya kendimi mecbur hissederim.

12.

Kendimi, telefonla konusurken hem not alip hem yemek yemek gibi iki veya {i¢ isi
ayni anda yaparken buluyorum.

13.

Isten izin aldigimda kendimi suglu hissederim.

14.

Calismadigim zaman rahatlamakta giicliik ¢cekiyorum.
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Appendix G

Asagida, calistigiiz is yeri hakkindaki duygu ve fikirlerinizi yansitacak climleler
bulunmaktadir. Liitfen bu climlelere ¢alistiginiz is yeriniz agisindan ne dlgiide katildiginizi ya
da ne dl¢ilide katilmadigimiz1 asagidaki 6l¢ekten yararlanarak numaralandirmiz.

1 2 3 4 5
Kesinlikle Kismen Kesinlikle
Katilmiyorum Katiliyorum Katiliyorum

1. Bagka biri ¢alistigim kurumu elestirdiginde, bunu kendime yapilmis bir hakaret olarak algilarim.

2. Diger insanlarin ¢alistigim kurum hakkindaki diistinceleri beni ¢ok ilgilendirir.

3. Calistigim kurum hakkinda konustugumda, genellikle “onlar” yerine “biz” kelimesini kullanirim.

4. Calistigim kurumun basaris1 benim basarimdir.

5. Bagka biri ¢alistigim kurumu 6vdiigiinde, bunu kendime yapilmis bir iltifat olarak algilarim.

6. Medyada ¢alistigim kurumla ilgili elestiriler yer alirsa, kendimi mahcup hissederim.
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Appendix H

Asagida, yapmakta oldugunuz is hakkindaki duygu ve fikirlerinizi yansitacak ciimleler
bulunmaktadir. Liitfen bu climlelere yaptiiniz isi diislinerek ne 6l¢iide katildiginizi ya da ne
ol¢lide katilmadigimizi asagidaki 6l¢ekten yararlanarak numaralandirimiz.

1 2 3 4 5
Kesinlikle Kismen Kesinlikle
Katilmiyorum Katiliyorum Katiliyorum

1. Su anki isimde ¢alistyor olmak basima gelen en giizel seylerden biridir.

2. Benim i¢in isim, benligimin sadece kii¢lik bir par¢asidir.

3. Isimin biitiin ayrintilartyla bizzat ve yakindan ilgilenirim.

4. Isimle yasiyorum, isim benim i¢in yemek yemek, nefes almak gibidir.

5. Ilgi alanlarimin ¢ogu isim iizerine yogunlasir.

6. Su anki isime ¢ok bagliyim.

7. Cogu zaman kendimi isimden kopmus hissediyorum.

8. Kisisel yasam hedeflerimin ¢ogu is odaklidir.

9. Varolusumun temelinde isimin oldugunu disiinilyorum.

10. Zamanimin biiylik bir kisminda isime yogunlagmaktan hoslanirim.
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Asagida, yapmakta oldugunuz is hakkindaki duygu ve fikirlerinizi yansitacak ctimleler
bulunmaktadir. Liitfen bu climlelere yaptiiniz isi diislinerek ne 6l¢iide katildiginizi ya da ne
ol¢lide katilmadigimizi asagidaki 6l¢ekten yararlanarak numaralandirimiz.

1 2 3 4 5
Kesinlikle Kismen Kesinlikle
Katilmiyorum Katiliyorum Katiliyorum

Isim olmadiginda nasil zaman gegirecegime dair endise duyuyorum.

Hayatta birinci siradaki onceligim isimdir.

Kendimi isimden bagimsiz diisiinemiyorum.

Isim adina planladigim hedefleri tamamlayamamis olmak bende tedirginlik yaratabilir.

Kendimi en yeterli ve yetkin hissettigim yer is yerimdir.

Liderligi biraktigimda, bilgi ve tecriibemin diger kusaklara aktarimi zor olabilir.

Liderligi biraktigimda, sirketteki islerin ytiriimesi ¢ok zor olabilir.

Kendi kimligimi isimden bagimsiz olarak tanimlayamiyorum.

Liderligi biraktigimda, sirketimin kurumsallasmamis olmasi bende tedirginlik yaratabilir.

10.

Liderligi biraktigimda, insanlardaki hakimiyetimi kaybedecegimden tedirginlik duyarim.

11.

Sirkette son s6zii her zaman ben sdylemek istiyorum.

12.

Liderligi biraktigimda, sirketin verimliliginde diisiis olabileceginden tedirginlik duyarim.

13.

Liderligi biraktigimda, bana olan sayg1 ve sevginin azalacagindan tedirginlik duyarim.

14.

Liderligi biraktigimda, kendimi pasif ve vasifsiz biri gibi hissedebilirim.

15.

Liderligi biraktigimda, insanlarla olan iletisimimin zayiflayacagindan tedirginlik duyarim.

16.

Isimin olmamas1 benim igin “hayattan kopmak” anlamina gelir.

17.

Bu isi, benim gibi her anlamda yonetebilecek miikemmellikte birisini gérmiiyorum.

18.

Liderligi biraktigimda bile bu isi hala kontrol edebilmek isterim.

19.

Emekli olma diisiincesi beni tedirgin ediyor ve kendimi emeklilige hazir hissetmiyorum.
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20.

Sirketin devamlilig1 i¢in endisem yok desem de icten ige endiseleniyorum.

21.

Bu is1 devam ettirip biliyiitmenin benim diinyaya gelis sebebim oldugunu diisiiniiyorum.

22.

Isteki liderligimi aile igindeki liderlik roliimden daha ¢ok seviyor ve sahipleniyorum.

23.

Benim hayatimi olusturan en biiyiik parca isim, isim olmadan kendimi eksik hissederim.

24,

Yeni neslin benim ulastigim basariy1 stirdiiremedigini gérmek beni ¢ok iizer.

25.

Yeni neslin isi devralma konusunda ¢ok istekli ve tutkulu olmamasi beni tedirgin ediyor.

26.

Yeni nesil sirketin devamlilig1 i¢in benim kadar fedakar olmayabilir.

27.

Yeni nesil isletmemizde benim gordiigiim eksiklikleri fark edemiyor.

28.

Yeni neslin karar alma surecinde kullandig stratejilere giivenmiyorum.

29.

Yeni neslin aile isini kendilerine bir yiik olarak goriiyor olmasi beni tedirgin ediyor.

30.

Yeni nesil bilgi ve egitim olarak yeterli olsa da liderlik vasiflar1 yeterli diizeyde degil.

31.

Yeni nesil deneme yanilma yapacak vakte sahip olmadig icin tecriibesi eksik kaliyor.

32.

Yeni nesil benim olusturdugum is ¢evresine benim gibi hitap edemeyebilir.

33.

Yeni nesil benim sahip oldugum deneyimi hafife aliyor.

34.

Yeni nesil olas1 bir ekonomik krizi 6ngéremeyebilir ve bu krizle bag edemeyebilir.

35.

Yeni neslin 6nceliginin is olmamasi beni tedirgin ediyor.




