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Background and purpose: Although the critical role of affect in the leader-member relationship has been widely 
accepted, few studies investigated the impact of within-person affect variations in daily leader-member exchange 
(LMX) or addressed potential cross-level and intra-individual moderators of this relationship. This study examines the 
effects of followers’ positive and negative affect on their daily LMX in public health care organizations. The moderator 
roles of emotional labor and trait emotional intelligence were also investigated.
Methodology: A multilevel research design was conducted where daily measures were nested in individuals. Sev-
enty participants working in a government health organization operating in Istanbul responded to daily surveys for 
five consecutive workdays (350 day-level responses) and a general survey one week after the daily data collection 
period (70 person-level responses). Hypotheses were tested using Hierarchical Linear Modeling (HLM).
Results: Both positive affect and negative affect were positively related with LMX (day-level), but negative affect 
had a negative association with LMX on the inter-personal level (when daily scores were averaged across days). 
Although trait emotional intelligence showed a positive cross-level effect, none of the proposed moderations was 
significant.
Conclusion: The role of affect in LMX development is critical and has a complex structure. Findings emphasize 
the importance of multilevel research for understanding the affect-LMX relationship as they demonstrate different pic-
tures in day-level and person-level analysis.
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1	 Introduction

The importance of public healthcare organizations in 
the service sector and the economy has been growing in 
Turkey since the introduction of the health transformation 
program in 2003, which brought sound quality and capac-

ity improvements in the public health care system (Bener 
et al., 2019). Public hospitals constitute the leading service 
provider role (having the majority of bed capacity) in Tur-
key’s total health care system (Dundar et al., 2010). All 
over the World, public health organizations have been fac-
ing complex and substantial leadership challenges (Shick-
le et al., 2014). In the public health care context, the extent 
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of the responsibility and the severity of the outcomes of 
any possible mistakes are highly critical. In addition, re-
quirements for effective management during intense crises 
and the demanding nature of the job regarding the regula-
tion of affects in the workplace make affective structures 
and leader-member relationships crucial for public health 
administration.

The significance of affect in social exchange and 
role-making processes has been widely recognized by 
organizational behavior scientists (Cropanzano et al., 
2017a). The term “affect” in organizational behavior stud-
ies refers to emotions people experience and transform 
into work environments while interacting with others 
(Brief & Weiss, 2002). Favorable emotions like enthusi-
asm, joy, happiness, etc., comprise positive affect, whereas 
sadness, fear, shame, and similar feelings form negative 
affect. Affective events theory (AET) underscores the role 
of feelings in the formation of employee attitudes and be-
haviors (Cropanzano et al., 2017a). Like daily affective 
experiences, affective trait constructs, such as trait EI, can 
shape organizational outcomes (Li et al., 2018). Thus, a 
substantial number of organizational studies have scruti-
nized how affect shapes the interpersonal relationship and 
the leader-member exchange (LMX) in particular (e.g., 
Liu et al., 2020). 

Among the leadership models investigated in the pre-
vious millennium, the LMX theory is undoubtedly one of 
the most fascinating. In contrast to the idea that a leader 
behaves equally toward all members, the LMX concept 
propagates a different nature of the link between a super-
visor and all his/her subordinates. It is a complex process 
determined by long-term as well as momentary intrinsic 
and extrinsic elements like the personality of the leaders 
and the followers, their affect, job specification, cultural 
differences, gender, age, organizational environment, etc. 
(Nahrgang & Seo, 2016; Hofmans et al., 2019). In previ-
ous decades, LMX research has been predominantly fo-
cused on leadership constructs such as leader personality 
and leadership style and their impact on organizational 
outcomes (Uhl-Bien et al., 2014). Fewer studies have in-
vestigated the follower side of the construct. In particular, 
the scarcity of the research is more noticeable for attempts 
to explain how state affective phenomena (e.g., positive 
and negative affect) shape followers’ perception of LMX 
quality. Therefore, in this paper, various affect phenomena 
of the followers are tested to reveal their impact on LMX.

Moreover, the LMX quality is not stable and may vary 
in time (Ellis et al., 2019). Despite the dominance of stud-
ies addressing the construct as a stable concept, the central 
promise and the roots of the LMX are founded on the sug-
gestion that the exchange and relationship between lead-
er and followers are dynamic in nature (Hofmans et al., 
2019). One of the primary triggers in LMX quality fluc-
tuations can be the individual affective state or emotions 
(Liu et al., 2020). How individuals feel may change across 

the days, and moods and emotions are strongly tied to in-
terpersonal exchange (Cropanzano et al., 2017b). Studies 
indicating intra-individual variance in affective states and 
LMX (Nezlek and Allen, 2006; Hofmans et al., 2019); and 
cross-level effects of affective constructs on interpersonal 
exchange in organizations (e.g., Tse et al., 2008) are sup-
portive for the need for addressing day level variations and 
cross-level effects regarding study variables. The majority 
of studies on the affect-LMX relationship have considered 
it as having a static and between-person nature rather than 
investigating how momentary within-person variance in-
fluence the affect-LMX development. Most of the early 
research on affect and LMX was carried out via single-lev-
el models, and few studies have addressed the momentary 
within-person affect variations in leader-member exchange 
processes during their daily contacts (e.g., Tse et al., 2018). 
Thus, the current study may shed some light on the re-
search into this matter. A more significant gap remains in 
investigating possible daily and person-level interactions 
among affect constructs and daily LMX. Addressing the 
aforementioned gaps, the present study analyzes the role 
and influence mechanisms of various day and person-level 
affect constructs (positive affect, negative affect, emotional 
labor, and trait emotional intelligence) on the perception of 
LMX in the work environment. In particular, the research 
focuses on investigating how subordinates’ affective states 
influence their daily LMX and which individual emotional 
characteristics may regulate this interaction.  

The outcomes of daily emotional experiences can 
vary according to extent and type of the emotion regula-
tion strategy used for managing the internal state or the 
external expression of emotions (Costakis et al., 2021). 
The current study adopts Lee and Brotheridge (2011)’s 
conceptualization of emotional labor (EL) which defines 
EL as the reconstruction of the emotion (deep acting) or 
modification of its presentation (surface acting) in three 
dimensions (dividing the latter into two), not showing the 
genuine emotions (hiding feelings), changing the display 
of the sentiment (faking emotions) and modifying the in-
ternal emotion (deep acting). How employees regulate the 
NA and PA they experience during the day can affect their 
impact on LMX outcomes (Tse et al., 2018). 

Along with the day level affect constructs (EL, NA, 
and PA) that are addressed at the within-person level, the 
current study also investigated cross-level effects of EI as 
a person-level affective trait variable. EI describes the ca-
pacity, tendencies, and competence to detect, internalize, 
realize, and finally manage emotions (Mayer & Salovey, 
1997). Thus, EI is about knowing or understanding emo-
tions and includes using them in a functional way (reg-
ulation and management of emotions), which makes this 
construct essential for the present study. Among differ-
ent conceptualizations that have been provided for EI in 
the literature, ‘ability EI’ (assessing EI as a competence 
through performance tests) and ‘trait EI’ (assessing EI as 
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a personality structure through self-reports) approaches 
are prevalent (see, O’Connor & Little, 2003). Petrides & 
Furnham (2001) underscore the significance of the meas-
urement method for the operational definition of the con-
cept and suggest a self-report, dispositional measurement 
approach instead of assessing the performance (ability). In 
line with the present study aims, following Petrides and 
Furnham (2001), EI is conceptualized as a trait that de-
scribes the behavioral tendencies and self-perceived per-
sonal characteristics. 

This study aims to contribute to the extant knowledge 
on the affect-LMX relationship through a multilevel nest-
ed research design. Mainly, study aims to investigate the 
person-level and intra-individual level effects of positive 
affect (PA) and negative affect (NA) on LMX. The direct 
(cross-level) effect and moderator effect of trait emotional 
intelligence (EI) and emotional labor (EL) (hiding, faking, 
and deep acting) on this association are also examined.

The multilevel investigation of the affective anteced-
ents of daily LMX is critical to study due to several rea-
sons. First, LMX is a determinant for numerous critical 
employee attitudes, behaviors, and organizational out-
comes specially in health care organizations (Shickle et 
al., 2014; Ürek & Uğurluoğlu, 2019). Thus, the research 
on the development and antecedents of this concept is pre-
cious. Second, despite their importance for organizations, 
the affective antecedents of LMX remain understudied. 
The general stream of findings addresses state-affective 
constructs such as positive and negative affect as conse-
quences of LMX, and the path from affect to LMX is often 
neglected. Third, addressing the gap above regarding the 
investigation of LMX as a dynamic structure and including 
the intra-individual variance in the analysis can enhance 
the information on the matter. Lastly, the examination of 
possible dynamics influencing the association between 
daily affect and LMX can further develop our understand-
ing regarding the nature of the affect-LMX relationship.

Built on the affective events theory, this study aims to 
address the aforementioned gaps and contribute to extant 
knowledge on the affect-LMX association through a multi-
level research design where intra-individual, inter-individ-
ual, and cross-level variations and effects are investigated. 
This way, the study examines affect as an antecedent of 
daily LMX and tests cross-level and moderator effects of 
EI and EL in this relationship. This provides a shift for 
both the causality in the affect-LMX relationship and the 
exploration of the day-level and person-level nature of 
this association. Moreover, this study aims to advance our 
knowledge of the daily and cross-level dynamics regulat-
ing this relationship.

2	 Theoretical Framework and 
Construction of Hypotheses

2.1	Positive and Negative Affect and 
LMX

Affect can be defined as emotions people show or 
feel during their interaction with others and during deci-
sion-making processes. It can be positive (e.g., pride, en-
thusiasm, joy) or negative (e.g., fear, distress, sadness). 
In terms of duration, affect has been considered from 
two viewpoints: as a trait that reflects basic feelings and 
is more stable over time, and as a state that is defined as 
the present mood/emotion that changes within-person over 
time (Tellegen et al., 1999). Many studies stressed the im-
portance of affect in the development of LMX processes. 
Consequently, the research interest in the affect-LMX re-
lationship has been growing since 2000 (Tse et al., 2018). 

The LMX theory has its roots in Dansereau et al. 
(1975)’s efforts on the vertical dyad linkages theory. The 
authors of the theory suggested that dyadic relationships 
between superiors and subordinates can explain varied re-
lationships in an organization. LMX addressed the change 
in the quality of the dyadic relationship between the leader 
and the follower over time. Dienesch & Liden (1986) sug-
gested a multidimensional construct for LMX consisting 
of perceived contribution, loyalty, and liking. Professional 
respect was added as the fourth dimension later (Dienesch 
& Liden, 1986). 

LMX is a dyadic relationship where both parts of in-
teraction influence the exchange quality. Initially, the vast 
majority of the research dedicated to LMX has focused on 
the leader’s characteristics, while follower attributes have 
attracted organizational behavior scientists in recent dec-
ades (Uhl-Bien et al., 2014). 

In general, followers expressing positive affect (PA) are 
expected to develop high-quality LMX, whereas negative 
affect (NA) is very likely to deteriorate their relationship 
with leaders (Dulebohn et al., 2012). Because PA reflects 
the bright side of personal characteristics like enthusiasm, 
optimism, motivation, and engagement, leaders are likely 
to support followers with a high PA, and therefore, the re-
lationship between them is expected to have higher qual-
ity (Liu et al., 2020). On the other hand, NA is associated 
with different kinds of negative feelings like fear, hostility, 
distress, exhaustion, and apathy, which foster an adverse 
reaction on people, situations, and interactions with others 
in the surrounding environment, including the workplace 
(Glasø et al., 2018). Subsequently, the relationship be-
tween a subordinate with high NA and his/her supervisor 
is assumed to be less favorable and less effective (Bernerth 
et al., 2007). 
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2.2	Affective Events Theory (AET)

Individuals confront different situations within the 
work environment, and these conditions impact their 
emotions and moods (Weiss & Cropanzano, 1996). For 
instance, positive or negative affect may arise in the re-
lationship between supervisors and subordinates during 
daily interactions that illustrate the LMX perception. The 
affective events are not bounded only by organizational in-
cidents but may include extra-work situations that change 
the emotional state of a person (Ashton-James & Ash-
kanasy, 2008). Everyday family-related issues, as well as 
positive events, arouse negative or positive moods within 
an individual. Unconsciously, individuals transfer emo-
tions inherited in these non-work associated conditions to 
their job environments and subsequently react to heteroge-
neous events occurring in the organization through the lens 
of earlier experienced emotional situations. Such affective 
events may influence the personal attitudes and behaviors 
of organizational members as well as their LMX percep-
tions (Cropanzano et al., 2017b).

A considerable number of the studies that address AET 
as the foundation of the affect-LMX relationship consider 
LMX an antecedent of affect and positions LMX experienc-
es as work events. However, LMX can also be regarded as 
an affect-driven consequence because the theory indicates 
that employees’ behaviors are guided by their emotions. 
How individuals feel reflects their behaviors and attitudes, 
which are fundamental elements of LMX. Cropanzano 
et al. (2017a), using AET for explaining the affect-LMX 
association, emphasized the importance of affect for the 
LMX development. They also highlighted the existence of 
alternative paths and a two-way causality where interac-
tions with the leader shape the affective states and affects 
influence the LMX nature. In their metanalysis, Tse et al. 
(2018) demonstrated that LMX had been considered as 
both an antecedent and a consequence in different studies 
that are addressing the affect-LMX relationship.

Based on the framework mentioned above and pat-
tern of results regarding LMX and affect, we suggest that 
day-level affect will influence the fluctuations in subordi-
nates’ LMX perception and propose the following hypoth-
eses:  

H1: Daily positive affect positively influences the daily 
LMX perception of the employees.

H2: Daily negative affect negatively influences the dai-
ly LMX perception of the employees.

2.3	Emotional Labor, Positive Affect, 
Negative Affect, and Leader-Member 
Exchange

Despite the different definitions of emotional labor 
(EL) in the organizational behavior literature, on a broad-

er sense, it represents the act of showing the socially de-
sired emotions in the service transaction processes (Hoch-
schield, 1983). Interactions between different actors at 
work (client-officer, leader-subordinate, etc.) are subject 
to emotional experiences, and how emotions are managed 
during these interactions define the nature and quality of 
the EL construct. Two main strategies of EL are discussed 
in the academic literature: “Deep acting” and “surface act-
ing” which are further divided into subgroups by different 
authors (Fouquereau et al., 2019).        

Surface acting involves emotion simulation by ex-
pressing outward appearance like voice tone, gestures, or 
facial expression. The part of the surface acting when ac-
tual feelings are masked and manipulated to show social-
ly expected expression represents the “faking emotions” 
dimension. When an employee does not show his/her true 
emotions (and not changing how it appears), it refers to 
“hiding feelings”. Deep acting, in contrast, reflects the 
aligning of inner feelings by the situation. Sincere emo-
tions, authenticity, or expression of genuine emotion is 
a way of the employee’s natural behavior in various ex-
change situations (Grandey, 2000).

Different individual attributes, job features as well as 
organizational characteristics influence the EL strategies 
of a person. Therefore, affect and LMX may be consid-
ered as antecedents of EL. The affective state of an indi-
vidual may define his/her EL (Lee & Madera, 2019), and 
high-quality LMX can positively regulate it (Medler-Li-
raz, 2014).  Affective events theory (AET) is one of the 
most frequently used theories in the research addressing 
emotional constructs, and it suggests that affective expe-
riences can impact the emotional labor preferences of em-
ployees (Lee & Madera, 2019). 

EL required in the workplace can have positive or neg-
ative effects on employees. Whereas a majority of research 
stressed the negative influence of EL on subordinates’ 
psychological condition and work performance (Morris 
& Feldman, 1996; Wang et al., 2019), some studies un-
derlined a positive outcome of EL on job satisfaction as 
well as on stress level (Xu et al., 2020). In general, extant 
studies reveal that deep acting promotes largely positive 
outcomes like job satisfaction, sincerity, or a sense of ful-
fillment. On the other side, surface acting triggers mainly 
adverse outcomes such as emotional exhaustion or dissat-
isfaction (Fouquereau et al., 2019). Moreover, EL strate-
gies mitigate interpersonal processes within an organiza-
tion, including a leader-member exchange. For instance, 
when individuals experience negative affect in the work-
place, how they express or reflect it is very much related 
to their EL. If employees use deep acting, their NA would 
reflect their inner processes and their relationships with 
their leaders in a less destructive manner. If they engage 
in hiding or faking their emotions, their NA would create 
stronger negativity regarding their LMX.

H3: Daily EL moderates the relationship between dai-
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ly NA and daily LMX, where deep acting weakens the re-
lationship, hiding feelings and faking emotions strengthen 
the link. 

2.4	Emotional Intelligence, Positive 
Affect, Negative Affect, and Leader-
Member Exchange

There are two main pillars of research and approach 
in EI literature. One view conceptualizes EI as an abili-
ty and assesses it via objective performance tests such as 
the performance on solving an emotional problem (e.g., 
Freudenthaler & Neubauer, 2007). Other approach consid-
ers EI as a personality trait and measure it with self-report 
forms on behavioral tendencies, capacities, or personal-
ity characteristics (e.g., Petrides, 2009). A discussion on 
which operational definition or measurement is more valid 
has been controversial and discussed among scholars. The 
former approach criticized ’trait EI’ as being not distinct 
from personality variables and suggested ‘ability EI’ as a 
better predictor for achievement. The latter conceptualiza-
tion criticized the ‘ability EI’ approach for having some 
flaws and problems and suggested the ‘trait approach’ to 
EI as a better alternative. Petrides and Furnham (2001) 
operationalize these two concepts (trait EI and ability EI) 
as distinct structures instead of considering them as two 
different approaches to measure the same variable. They 
conceptualized trait EI as a composite and distinct person-
ality construct that stands for dispositions and behavioral 
tendencies regarding emotional characteristics. O’Connor 
and Little (2003)’s and Warwick and Nettelbeck (2004)’s 
findings support Petrides and Furnham (2001)’s distinction 
in the operationalization of ability EI and trait EI as they 
indicate different patterns of correlations for each variable 
with cognitive ability and personality constructs. Trait EI 
can be defined as the ability, and disposition individuals 
perceive about themselves regarding realizing, under-
standing, expressing, adapting, and managing emotions 
effectively (Petrides and Furnham, 2001).  In the current 
study, following Petrides and Furnham (2000, 2001), EI 
is conceptualized as a personality trait and assessed as a 
self-report person level (level 2) variable.

Despite the disputes in the social science communi-
ty about the EI construct and its measurement, this phe-
nomenon is widely applied in the relationship as well as 
leadership studies. The positive relationship between EI 
and employee engagement, work performance, job satis-
faction, and commitment was demonstrated in different 
studies (Jordan & Troth, 2011; Li et al., 2018; Wen et al., 
2019). EI can impact how individuals’ positive or negative 
affective states during the work processes relate to other 
outcomes. For instance, EI is shown to intensify the posi-
tive affect and decrease the influence of negative affect on 
organizational citizenship (Miao et al., 2020). Alternative-

ly, people with a positive affective state are expected to 
regulate their EI more effectively. In contrast, a negative 
mood may reduce the ability of a person to understand and 
cope with the emotions of others. 

EI is considered as an essential characteristic of leaders 
as well as followers in leadership research (Dasborough, 
2006; Troth et al., 2018; Tse et al., 2018) and, in general, 
the development of high-quality social exchange between 
parties. Additionally, LMX has its moderating/mediating 
effect on EI and job outcomes (Lee et al., 2018; Ardabili, 
2020). As EI refers to the capacity to realize and manage 
one’s emotions, employees experiencing negative affect 
can better adjust and control their feelings to avoid negative 
interactions or impressions to create better LMX. Based on 
that assumption, this study proposes a moderating impact 
of EI on the relationship between NA and LMX.

H4: Trait EI will moderate the relationship between 
daily NA and daily LMX; as the level of trait EI increas-
es, the negative link between daily NA and daily LMX will 
be weaker. In other words, daily LMX levels of employees 
with higher levels of trait EI will be less affected by daily 
NA.

3	 Method 

3.1	Participants and Procedure

The data for this research were collected from employ-
ees working in an administrative department of the public 
health organization operating in Istanbul, Turkey. A con-
venience sampling approach was used. The department 
is responsible for managing the operational and strategic 
functions of large-scale public hospital in the European 
side of Istanbul. The units are divided into three sections 
such as medical, financial, and administrative services. 
Personnel working in these units are defined as general 
administrative services, health services, technical services, 
and auxiliary services. Participants were informed about 
the aim and procedure of the research. Anonymity and 
confidentiality issues regarding the data collection process 
were underscored. A multilevel research design where 
daily affect and LMX measures were nested in individu-
als was used. A general (one-time) survey that contained 
questions asking information regarding demographics, the 
measure for assessing trait EI, and a code to match this sur-
vey with day-level surveys were given prior to the shorter 
day-level questionnaires. Two weeks after the collection 
of the first questionnaire, the participants were asked to fill 
the short surveys at the same time every afternoon during 
five consecutive workdays. The daily surveys collected 
data on LMX, EL, and negative and positive affect (with 
the matching code). All surveys were hand-collected in en-
velopes by the authors. 73 employees willingly participat-
ed in the first, one-time (second-level) survey. The surveys 
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(daily and person-level) were matched by a unique per-
sonal code produced by the respondents. 70 participants 
provided usable five consecutive day-level responses and 
a person a level response each. We used 350 day-level (70 
participants x 5 days) and 70 second-level (personal-level) 

responses in our analysis (repeated daily measures (days) 
were nested within individuals). The research model of the 
study is depicted in figure 1. The mean age of respondents 
(N= 70) was 35 (min. 23, max. 50), the average tenure 
of participants was approximately seven (min.1, max.30) 

Figure 1: The Research Model of the Study

years, and 69% were female. About 13% had a high school 
degree, 14% completed vocational school, 41% completed 
graduate studies, and 32% completed post-graduate stud-
ies.

3.2	Measures

We chose the scales to assess the study variables 
through certain criteria. First, extant studies provided 
evidence for the reliability and validity of all measures. 
Second, measures were successfully used in several coun-
tries, and they were also validated to Turkish language 
and context by extant studies. Last, they were consistent 
and enabling for multilevel analysis. All reliability scores 
calculated for the scales were acceptable and high as pre-
sented under the “analysis and results” title in Table 1. All 
measures used in the study used a six-point Likert-type 
scale. All measures except the trait emotional intelligence 
questionnaire were daily surveys. Day-level scales were 
adapted (when necessary) with minor changes for captur-
ing daily experiences (e.g., adding “today” or changing 
present tense to past tense). Original forms and slightly 
modified forms (for day level usage) are given in the ap-
pendix. 

Positive and negative affect were measured using the 
PANAS scale developed by Watson et al. (1988) and val-
idated for Turkey by Gençöz (2000). The original survey 
contains 20 items to assess NA and PA. Authors often pre-
fer to select some of the items from the scales in daily and 
longitudinal research designs to keep the daily surveys as 
short as possible (e.g., Tadić et al., 2015; Tadić Vujčić et al., 
2017). Items that are more relevant for the job nature of the 
sample and items that are more likely to happen on a daily 
basis with higher within-person variability (e.g., Wichers 
et al., 2012) are usually selected. Items with the highest 
factor loadings (e.g., Petrou et al., 2012) or items within a 
sub-cluster of the concept are also preferred (e.g., Ouyang 
et al., 2019). A review of the extant studies addressing the 
daily form of the concept also guides the formation of the 
structure. Following the aforementioned path, PA items 
were taken from pleasant activated (high activation) pos-
itive affect cluster (Watson & Tellegen, 1985; Barrett & 
Russell, 1998). Also, one item from each cluster (anoth-
er classification) of PA (see Egloff et al., 2003), joy (en-
thusiastic), interest (strong), and activation (active) were 
taken for representativeness. Unpleasant activated (high 
activation) negative affect items (“distressed”, “upset”, 
“nervous”, and “irritated”) were used for assessing NA. 
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The measure used a six-point scale ranging from “not at 
all” to “very often”.

EL was assessed using the revised version of the Emo-
tional Labor Scale developed by Brotheridge and Lee 
(2003) and revised by Lee and Brotheridge (2011) by 
changing the construct components from “deep acting” 
and “surface acting” to “deep acting”, “hiding feelings”, 
and “faking emotions”.  This version was tested for the 
Turkish context by Dursun et al. (2014). The original scale 
consists of 9 items (3 items for each dimension). Six items 
of the initial questionnaire (2 items with the highest factor 
loadings for each dimension) were used for measuring the 
variable. Each of the three subscales had two items. The 
sample items from this scale for deep acting is “Today I 
made an effort to actually feel the emotions that I need to 
display to others”, for faking emotions “Today I pretended 
to have emotions that I didn’t really have”; and for hid-
ing feelings “Today I resisted to express my true feelings”. 
The measure uses a six-point scale ranging from “not at 
all” to “very often”.

Leader-Member Exchange was assessed using items 
from the LMX-7 scale that is developed by Scandura 
and Graen (1984). LMX-7 is a frequently used scale in 
the multilevel longitudinal analysis. Several studies (e.g., 
Gutermann et al., 2017) choose to use some of the items of 
the scale instead of giving all of the items due to feasibility 
reasons in multilevel studies. Three items with the highest 
factor loadings in the literature and the validation studies 
in the Turkish context were chosen from the original seven 
items (e.g., Joseph et al., 2011; Caliskan, 2015). A sample 
item from this scale is “How well did your leader under-
stand your job problems and needs today?”. The measure 
uses a six-point Likert-type scale ranging from “strongly 
disagree” to “strongly agree”. In the current study, the re-
liabilities calculated for the measure were between .85 - 
.89 across measurement days, indicating high reliabilities 
(Table 1). 

The EI levels of the respondents were assessed by uti-
lizing the short form of the Trait Emotional Intelligence 

Questionnaire. The complete form (153 items) was devel-
oped by Petrides and Furnham (2000, 2001), and the short 
form (30 items) of the scale (Petrides, 2009) was validated 
for the Turkish by Deniz et al. (2013). As EI was measured 
in the person level with a one-time longer questionnaire, 
we used all 30 items (same as the original). Petrides (2009) 
and Petrides et al. (2010) provided adequate and high reli-
ability scores (Cronbach’s Alpha) for the short form scale 
(.69 and .87). Deniz et al. (2013) reported a .81 reliabil-
ity score for the Turkish form of the scale. The measure 
adopts a six-point Likert scale ranging from “strongly dis-
agree” to “strongly agree”. The reliability score calculated 
for the scale in the present study was .85. In addition, we 
controlled our results for demographic variables; gender, 
age, education, and tenure.

4	 Results 

Demographic variables were used as second-level 
control variables in the current study. 70 respondents pro-
vided 350 day level (daily measures of PA, NA, EL, and 
LMX for five consecutive workdays) and 70 person level 
responses (EI and demographics). Respondents’ ages were 
ranging between 23 to 50 (mean=35). Their tenure ranged 
between 1 to 30. 48 of the 70 respondents were female. 
73% completed a university or higher level degree.

We calculated reliability scores for the scales and their 
sub-dimensions that are used in the study. Within-person 
reliability may be misleading and tends to be high be-
cause of repeated measures. As a solution to this problem, 
some authors (e.g., Beal & Ghandour, 2011) preferred to 
measure reliabilities of daily measures for each day the 
surveys were conducted. Following this approach, we cal-
culated Cronbach’s alpha scores of day-level variables for 
each measurement day. Reliabilities across days and var-
iables varying from .647 to .924 support the reliability of 
the day-level measures (Table 1). Besides, the reliability 
scores for the trait EI scale (person-level) are within the 
expectable limits. 

Day LMX Deep 
Acting

Faking 
Emotions

Hiding 
Feelings

Emotional 
Labor

Negative  
Affect

Positive  
Affect

Trait 
Emotional 
Intelligence

1 ,857 ,860 ,924 ,778 ,860 ,737 ,843 -

2 ,861 ,903 ,815 ,807 ,878 ,809 ,778 -

3 ,855 ,889 ,757 ,647 ,873 ,792 ,756 -

4 ,882 ,859 ,754 ,734 ,870 ,801 ,712 -

5 ,857 ,889 ,861 ,767 ,871 ,809 ,860 -

Total ,861 ,879 ,751 ,824 ,870 ,792 ,802 ,851

Table 1: Reliabilities of the measures

Note: reliabilities for day-level variables are calculated for each measurement day. Total reliabilities stand for reliabilities calculated for all 
day-level data (N=350). Trait emotional intelligence is measured for one time (person-level).
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4.1	Correlations and Descriptive 
Statistics

Day-level and person-level correlations and descriptive 
statistics are presented in Table 2. Standard deviations and 
correlations were calculated for person-level and day-lev-
el separately. Inter-individual correlations (person-level) 
were calculated by aggregating the five-day scores for 
each individual. The person-level variable EI was added by 
matching aggregated scores (across days) and person-level 

EI. Intra-individual correlations were calculated via HLM 
by using the differences in the variance comparing when 
the level one predictor was included in the model and not 
included in the model (null model) for explaining the other 
level-one variable. The aggregated person-level analyses 
demonstrate that LMX is positively and significantly asso-
ciated with PA, Deep acting, and trait EI while negatively 
and significantly linked with NA. Also, EI is significantly 
and positively related to PA (aggregated across five days).

Table 2: Descriptive statistics and between and within-individual correlations among study variables

Mean SDw SDb 1 2 3 4 5 6 7

1. Leader-Member 

Exchange

3,60 1,19 ,89

1

,002 ,149** -,028 -,218** ,418** ,252*

2. Faking Emotions 2,28 1,13 ,93 ,052 1 ,565** ,699** ,337** -,077 -,090

3. Deep Acting 2,99 1,32 1,10 ,005 ,245** 1 ,482** ,105 ,071 ,015

4. Hiding Feelings 2,43 1,19 ,98 -,053 ,296** ,194** 1 ,372** -,142** -,208

5. Negative Affect 2,59 1,08 ,83 -,040 ,122 -,046 ,133* 1 -,363** -,170	

6. Positive Affect 4,04 1,10 ,83 ,322** -,043 -,022 -,047 -,311** 1 ,442**

7. Trait Emotional 

Intelligence (L2)

4,48 - ,63 - - - - - - 1

Note: Correlations above the diagonal depict person-level correlations (means across days, N=70). Correlations below the diagonal show 
day-level correlations calculated via HLM (N=350). SDw= Within-person standard deviation, SDb= Between-person standard deviation. 
LMX= Leader-Member Exchange. L2= Level 2
*p<0.05 and **p<0.01

4.2	Analysis

In the current study, repeated daily measures (days) 
are nested within individuals (see, Nezlek & Plesko, 2003; 
Xanthopoulou et al., 2008). To test our hypotheses, we 
utilized Hierarchical Linear Modelling Software (HLM), 
which is suitable for analyzing nested data. The Hierar-
chical Linear Modeling approach enables researchers to 
simultaneously test intra and inter-individual associations.  

Before testing our hypotheses using a multilevel anal-
ysis design, we investigated if there was a significant in-
tra-individual variance in the daily measured variables of 
the study. We created null models explaining each daily 
variable with only intercepts from two levels. The calcula-
tion of the percentages of intra-individual variance demon-
strated that there was a substantial intra-individual level 
variance for all day-level variables, justifying and necessi-
tating the multilevel analysis to test our hypotheses.  45% 
to 61% of the variance in the daily measured constructs 
was within-individuals (Table 3). Partitioning the variance 
of day-level variables showed that there is a significant 

amount of variation both for intra-individual and inter-in-
dividual levels.

4.3	Tests of Hypotheses

Following methodological suggestions in the liter-
ature (Peugh & Enders, 2005; Enders & Tofighi, 2007), 
studies investigating day level repeated data that are nest-
ed within-person, adopt group centering approach for the 
level 1 (day level) variables and grand centering for level 
2 (person level) variables (e.g., Ilies et al., 2011; Tadić et 
al. 2015; Ouyang et al., 2019). Moreover, there is not only 
one best way for centering in nested models (Nezlek and 
Allen, 2006). The purpose of the analysis and the research 
design determine the centering method that should be 
used in the model. For testing the current study’s gener-
al hypotheses, we chose to center level 1 variables on the 
respective person mean (group centered) and level 2 var-
iables on the sample mean (group centered). Group cen-
tering level 1 variables allows us to understand the effects 
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Variable Intercept Within-person 
variance

Between-person 
variance

Percent of Within-person 
variance

Leader-Member Exchange 3.60** 0.64 0.79 45

Positive Affect 4.04** 0.55 0.66 45

Negative Affect 2.59** 0.57 0.61 48

Faking Emotions 2.28** 0.75 0.53 59

Deep Acting 2.99** 1.07 0.69 61

Hiding Feelings 2.43** 0.92 0.76 55

of the variance in how participants felt each day. In other 
words, this centering approach enables us to investigate 
the effect of variance in an individual’s level of daily affect 
compared to the mean level of affect the same individu-
al experiences on other days (the mean of the individual 
across measurement days – not the whole sample) on dai-
ly LMX. For instance, an employee may be experiencing 
higher or lower levels of NA/PA compared to others in 
general; still, what happens when the employee experienc-

es higher or level NA/PA compared to his/her own average 
is another question. This approach allows us to see how 
does employees’ LMX change on the days they feel higher 
NA/PA or lower NA/PA (independent from their variation 
from the sample). Thus, EL structures and daily affect var-
iables were group-centered, and the person-level variable 
EI was grand centered. The dependent level-one variable 
LMX remained uncentered.

Table 3: Partitioning variance components of within-person variables

The percent of within-person variance was as computed as σ2/(σ2 + τ 00).
**p < 0.01.

Hypothesis 1 suggested a positive link between dai-
ly PA and LMX, while hypothesis 2 suggested a negative 
association between daily NA and LMX. Hypothesis 3 
predicted that EL moderates the relationship between NA 
and LMX. To test these hypotheses, a model with only 
person-level control variables, gender, age, tenure, educa-
tion, and trait EI was created in the first step (Table 4). EI 
was entered as grand mean-centered. This model revealed 
that EI had a significant cross-level main effect on LMX 
(B=0.40, p<0.05). None of the demographic control var-
iables had any significant effects on the independent var-
iable. In the second model, we added day-level variables 
with previous control variables. All day-level variables 
were group-centered. This way, by eliminating the poten-
tial effects of the difference between participants’ means, 
the analysis demonstrated how the day-level intra-person 
change in the participants’ NA, PA, and EL was associ-
ated with daily, intra-person changes in the LMX expe-
rience. PA significantly predicted LMX in the proposed 
way (B=0.43, p<0.001), supporting the first hypothesis of 
the study. NA also demonstrated a positive and significant 
association with LMX (B=0.10, p<0.05) in the opposite 
direction proposed by hypothesis 2. None of the EL di-
mensions demonstrated significant direct effects on LMX.  
In model three, we tested the cross-level moderator effect 
of EI on PA and NA slopes. Trait EI showed no signifi-
cant moderator effects.  Hypothesis 4 was not supported. 
For level-one interaction effects (for the third hypothesis 
that suggests EL as a moderator on the relationship be-

tween NA and LMX), we added product terms of NA and 
all EL dimensions. We multiplied standardized scores of 
each variable for creating product terms to avoid possible 
multicollinearity problems (Aiken &West, 1991); thus we 
entered them as uncentered (as they were already centered) 
in the model. The interaction terms indicated no signifi-
cant moderation. The moderation hypotheses regarding 
day-level variables were rejected for the intra-individual 
variance.

Results of correlation analysis demonstrated a negative 
link between NA and LMX on the aggregated level. Taken 
together with the results of regression analysis (through 
within-person variation), employees with higher NA levels 
(compared to others) have lower levels of LMX while they 
have higher levels of LMX on the days they feel higher NA 
(compared to their own NA mean). On the grounds of this 
pattern of results and research suggesting nonlinear links 
between NA and LMX (e.g., Hochwarter, 2005), we tested 
possible curvilinear effects of NA by adding NA square in 
the model after controlling for NA and second-level vari-
ables. U-shaped relationship regarding NA and LMX was 
not significant. Still, the curve estimation of the quadratic 
model for NA was significant. We tested whether the re-
lationships regarding NA change when respondents expe-
rience high levels and low levels of NA. We created two 
different files by splitting through the responses lower and 
higher than the median of NA. For the low NA group, NA 
did not relate with LMX significantly. For the high NA 
group, NA was associated negatively and significantly 
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Table 4: Multilevel estimates for models predicting the daily LMX

Model 1 Model II Model III Model IV

Variable Est SE T Est SE T Est SE T Est SE t

Intercept 4.76 0.59 8.00** 4.76 0.59 8.00** 4.76 0.59 8.00** 4.73 0.58 8.11**

Trait Emotional 
Intelligence

0.40 0.16 2.43* 0.40 0.16 2.43* 0.40 0.16 2.43* 0.40 0.16 2.50*

Faking Emotions -0.04 0.09 -0.49 -0.04 0.09 -0.53 -0.02 0.08 -0.32

Deep Acting 0.05 0.07 0.75 0.05 0.07 0.74 0.05 0.07 0.82

Hiding Feelings -0.01 0.06 -0.25 0.02 0.06 0.32 0.00 0.07 0.07

Negative Affect 0.10 0.04 2.42* 0.10 0.04 2.21* 0.10 0.04 2.03*

Positive Affect 0.43 0.05 7.72** 0.42 0.05 7.82** 0.44 0.05 7.98**

Trait Emotional Intel-
ligence on Positive 
Affect slope

-0.06 0.07 -0.88

Trait Emotional Intel-
ligence on Negative 
Affect slope

-0.00 0.06 -0.06

Negative Affect*Fak-
ing Emotions

-0.04 0.04 -0.95

Negative Af-
fect*Deep Acting

0.06 0.05 1.18

Negative Affect*Hid-
ing Feelings

0.06 0.06 -1.07

Notes: N=All level 1 variables (except the dependent variable) were group centered relative to the individuals’ means. Level 2 variables were 
entered grand mean. Interaction variables were standardized before multiplication. **_p<0.01, *p<0.05

Table 5: Multilevel estimates for predicting LMX for high NA cluster

Variable Est T

Main effects 

    Intercept 4.51 8.76**

    Faking Emotions -0.18 -0.89

    Deep Acting 0.09 0.05

    Hiding Feelings 0.31 1.60

    Negative Affect 0.29 -2.16*

Cross Level Interaction Trait Emotional Intelligence effect on 

    Intercept 0.53 3.51**

    Negative Affect slope -0.01 -0.11

Level 1 Interaction

    Negative Affect*Faking Emotions 0.06 0.45

    Negative Affect*Deep Acting 0.33 2.28*

    Negative Affect*Hiding Feelings -0.36 -2.03*
Note: Analysis conducted in high-level Negative Affect group (responses higher than the median of Negative Affect across the sample). All 
predictor scores were grand mean centered to include interpersonal variance.
*p<0.05, **p<0.01. 
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Figure 2: The first level moderating effect of deep acting for high NA sample.

Figure 3: The first level moderating effect of hiding feelings for high NA sample

with LMX. As we split the file through the occasions (not 
people) we used grand centering for testing the moderator 
hypotheses regarding the high-level NA group. The results 
were summarized in Table 5. NA was negatively related to 
LMX. EI showed no moderator effect on this relationship 
but had a direct cross-level effect on LMX. Deep acting 
and hiding feelings significantly moderated the relation-

ship between NA and LMX.
To understand the nature of the moderation, we graphi-

cally depicted interaction effects by using one standard de-
viation above and below the mean for variables. The plots 
demonstrate that the negative relationship is stronger when 
participants experienced lower levels of deep acting and 
higher levels of hiding feelings.
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5	 Discussion and Conclusion

5.1	Discussion

This study investigated the association between daily 
affect and daily LMX and the moderator roles of EI and EL 
on this relationship. Seventy participants provided 70 per-
son-level data (via a survey assessing demographics and 
EI) and 350 day level data (through a survey measuring 
daily forms of NA, PA, EL, and LMX for five consecu-
tive days). Hypotheses were tested in a multilevel setting 
where the days were nested in employees. 

The multilevel analysis results using group-centered 
level-one variables indicated that both PA and NA were 
positively related to the dependent variable. This means, 
on the days employees experienced higher levels of PA and 
NA, they also perceived higher levels of LMX. In other 
words, higher levels of daily NA and PA (compared to the 
mean of individuals’ affect level across five days) increased 
the daily LMX experience. The PA part of these findings 
supports our propositions and is consistent with the extant 
literature (e.g., Hochwarter, 2005; Liu et al., 2020). How-
ever, the NA part of these findings contrasts with our prop-
ositions and most of the present research (e.g., Sniderman 
et al., 2016). This pattern of findings regarding the NA-
LMX association can be explained by the Conservation of 
Resources Theory (Hobfoll, 2011) as the theory suggests 
that employees try to seek, increase and sustain resourc-
es in demanding situations. On the days employees feel 
higher NA levels, they seek quality leadership interaction 
to alter their resources. The study measured affect that can 
be caused by any life events and towards anything instead 
of solely assessing affect towards the leader. Employees 
can use LMX as a coping mechanism (Major & Morgan-
son, 2011) to reduce their NA produced by various factors. 
Besides, most studies that have addressed the relationship 
between NA and LMX did not adopt a multilevel with-
in-person research design. Instead, they analyzed the be-
tween-person variance addressing the one-time measured 
general experience of NA and the general perception of 
LMX. Hence, the current study findings regarding the per-
son-level (aggregated) NA and LMX are consistent with 
the general stream of findings in the literature (as they in-
dicate a negative association). Moreover, investigation of 
daily intra-individual relationships between the constructs 
remains understudied, and findings of such research can 
provide new perspectives on the matter.  

Findings underscore the fact that between-person and 
intra-person associations may operate in different ways. 
For instance, an employee may experience high-quality 
LMX in the days he/she feels comparatively higher af-
fect, regardless of his/her between-person general affect or 
LMX level. The same person may face low-quality LMX 
than others when average scores are compared (inter-per-

sonal level). Thus, between-person and intra-person var-
iances can show different outcomes. Using a multilevel 
approach enabled us to investigate both variances that pro-
vide essential insights into how affect is related to LMX. 
Therefore, we also tested the relationships regarding the 
between-employee variance. The analysis conducted with 
the aggregated scores of days for each employee showed 
a pattern of result that is opposite to the findings gathered 
through within-person variances (group-mean centering). 
Employees experience lower levels of LMX in gener-
al when they have higher NA levels compared to others 
(person-level). In contrast, on the within-person level, they 
have higher levels of LMX on the days they experience 
higher NA.

	 Trait EI shows a direct positive cross-level im-
pact on day-level LMX in this study. The employees with 
higher Trait EI experience significantly higher levels of 
daily LMX. However, despite its direct effect, Trait EI has 
no significant influence on the affect-LMX slopes. The ex-
tant EI literature either addresses LMX as an antecedent 
(e.g., Clarke & Mahadi, 2011) or focuses on the leader’s 
EI (e.g., Humphrey, 2012). Therefore, the current study’s 
findings serve as a platform and a call for future research 
to enlighten the role of followers’ EI on the affect-LMX 
association. 

None of the EL constructs demonstrated any signifi-
cant moderating effects in the preliminary analysis. How-
ever, when we tested for high NA and low NA groups sep-
arately, deep acting and hiding feelings showed significant 
moderation between NA and LMX in the proposed way. 
The independent testing of high and low affect levels may 
further enhance our understanding of the nature of their 
influence on the outcomes (e.g., Hochwarter, 2005). We 
tested the relationship between variables on the days NA 
was higher than the sample average, and on the days it 
was lower. The negative relationship was stronger when 
participants experienced lower levels of deep acting and 
higher levels of hiding feelings for the high NA sample. 
These findings align with the existing studies that report-
ed significant links between EL and LMX (e.g., Liden & 
Maslyn, 1998).

5.2	Theoretical and Practical 
Implications

This investigation contributes to current literature in 
several ways. First, the study furthers the knowledge on 
the affect-LMX relationship by shifting the search of cau-
sality by casting affect an antecedent role. It reveals that 
daily affective states significantly influence daily LMX. 
This is important to provide a platform and a call for more 
research to shed light on the affect-to-LMX pathway. Sec-
ond, the study further elaborates the complex nature of 
the association between concepts as it demonstrates that 
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they relate differently on the person and day level. This is 
critical because the extant knowledge regarding this rela-
tionship is dominantly a product of the general stream of 
findings addressing concepts as static structures and ne-
glecting intra-individual variance. The current study also 
enhances the information about the affect-LMX link by 
demonstrating that high and low levels of affect can have 
different natures of associations with LMX. Moreover, the 
significance of the moderating roles of EL constructs can 
also be different in high and low levels of affect.

These findings provide significant managerial impli-
cations. Enhancing our knowledge of the antecedents of 
LMX is crucial for the performance of public health in-
stitutions. Recent studies conducted in the Turkish con-
text (e.g., Ürek & Uğurluoğlu, 2019) report findings that 
associate LMX with positive organizational outcomes in 
public healthcare organizations. The nature of the job and 
the workplace can elevate the levels of affect experienced 
by public health care professionals. Findings of the cur-
rent study indicate that employees can seek and engage in 
higher levels of exchange with their leaders on the days 
they experience higher levels of both positive and nega-
tive affect. Leaders should acknowledge that and respond 
with higher leadership support and involvement. However, 
employees’ general levels of affect act differently where-
as positive affect increases LMX on the person-level, and 
negative affect is reversely related to LMX. Besides, the 
intensity of negative affect can impact LMX in different 
ways, and these effects are regulated by EL. When neg-
ative affect is high, employees experience lower LMX if 
they choose to hide their emotions. Contrary, deep acting 
weakens the adverse association between negative affect 
and LMX. Therefore, efforts encouraging deep acting can 
mitigate the undesirable impact of negative affect on LMX. 
The findings of the present study underscore the HRM 
practices that address the usage of more positive emotional 
regulation styles, such as training and development efforts 
and workplace counseling. Also, strengthening leadership 
development processes for fostering leadership styles that 
would provide better LMX quality by including daily emo-
tions such as emphatic leadership (Kock et al., 2019) can 
serve as a significant HRM policy. Creating a positive cli-
mate where employees do not hide their feelings and sup-
porting the psychological capacities of employees for con-
structive regulation of emotions can alleviate the effects 
of negative affect on LMX. Given the positive cross-level 
effects trait EI on daily LMX, investing in the EI capacities 
and including EI as a selection criterion in recruitment pro-
cesses can enhance LMX in organizations.

5.3	Limitations and Directions for Future 
Research

The study data was provided by the employees work-
ing in the public health organization in Turkey. Due to 

difficulties in data collection for daily multilevel research 
designs, we could not enlarge our sample to other work 
settings. Readers should consider this for the generaliz-
ability of the findings. In a cross-cultural study (among 
ten countries), Aycan et al. (2000) presented that manag-
ers’ assumptions regarding HRM practices and employee 
characteristics are significantly affected by the culture. 
The study also revealed that Turkey depicts a highly pa-
ternalistic culture that can affect perceptions such as loy-
alty and malleability, which are essential aspects of LMX 
development. Thus, the findings of the current should be 
considered with the cultural characteristics of the sample. 
Tightly-knit and close relational characteristics build on 
loyalty and paternalism can strengthen the bonds between 
leaders and members, fostering the crossover or effects of 
daily affect on LMX. 

All the variables analyzed in this research were as-
sessed through self-rating measures. Although using 
group-centered forms of these variables eliminated the 
between-person variance, self-rating may create biases, 
especially for grand-mean centered forms of the variables.  
Despite two week-gap between the person-level gener-
al questionnaire and the first day-level questionnaire, all 
day-level measures were given daily together. As the scale 
was kept very short and daily research designs are demand-
ing for respondents, we did not separate the daily measures 
(for each variable) or give them at different times during 
the days. This can create suspicions for common method 
bias. For that reason, we conducted Harman’s single factor 
test. When daily measures were allowed to factor freely, 
they explained 68% of the variance, and when they were 
forced to factor under one factor, they could only explain 
27% of the variance. One factor structure explaining less 
than 50% (threshold) of the variance indicates no problems 
regarding common method bias (Eichhorn, 2014). 

The study data was collected from one unit; therefore, 
team-level variances could not be reflected in our research 
design. For further studies, three-level research designs in-
cluding organizational units may enhance our knowledge 
of the relationship between affect and LMX.

5.4	Conclusion

The investigation of LMX in public healthcare organi-
zations is crucial because LMX serves as a significant pre-
dictor for several organizational and individual outcomes. 
The affective pathway to LMX is significant and complex. 
Affect relates to LMX differently at intra-individual and 
inter-individual levels. Besides, high and low affect lev-
els can demonstrate different patterns of associations with 
LMX when the affective moderators are included in the 
model. The findings of the current study underscore the so-
phisticated nature of the affect-LMX relationship and the 
significance of further research on the matter.
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Vloga vsakodnevnega vpliva na izmenjavo med vodjo in timom v javnih zdravstvenih zavodih

Ozadje in namen: Čeprav je ključna vloga vplivov v odnosih med vodjem in člani tima (Leader Member Exchange 
– KMX) splošno znana, je le malo študij raziskovalo vpliv dnevnih sprememb znotraj posameznih članov tima  na 
vsakodnevno izmenjavo med vodjo in timom (LMX) ali obravnavalo morebitne posamezne moderatorje tega vpliva. 
Študija je preučuje pozitivne in negativne vplive članov tima na njihov dnevni LMX v javnih zdravstvenih organizaci-
jah. Raziskovali smo tudi moderatorsko vlogo čustvene inteligence.
Metodologija: Izvedena je bila večstopenjsko zasnovana raziskava, kjer je 70 udeležencev, ki delajo v javni zdra-
vstveni organizaciji v Istanbulu, pet zaporednih delovnih dni vsak dan izpolnilo  dnevni vprašalnik (350 odzivov na 
dnevni ravni), in splošni vprašalnik en teden po obdobju vsakodnevnega zbiranja podatkov (70 odzivov na ravni 
posameznika). Hipoteze smo preverjali z uporabo hierarhičnega linearnega modeliranja (HLM).
Rezultati: Pozitivni in negativni vpliv sta bila pozitivno povezana z LMX (dnevna raven), negativni učinek pa je 
imel negativno povezavo z LMX na medosebni ravni (tedensko poprečje rezultatov po dnevih). Čeprav je čustvena 
inteligenca lastnosti pokazala vpliv učinek na več nivojih, nobena od predpostavljenih  posrednih povezav ni bila 
statistično pomembna.
Zaključek: Vloga dnevnega vpliva LMX je ključnega pomena in ima zapleteno strukturo. Ugotovitve poudarjajo 
pomen večstopenjskih raziskav za razumevanje razmerja vpliv-LMX, saj prikazujejo različne slike po dnevih in po 
posameznikih.

Ključne besede: Čustveno delo, Izmenjava med vodjo in timom, Čustvena inteligenca, Dnevna interakcija
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Appendix A: Leader Member Exchange Questionnaire - Scandura and Graen 
(1984) 

The original items (3 of the total 7) 

Instructions: This questionnaire contains items that ask you to describe your relationship with either your leader or one 
of your subordinates. For each of the items, indicate the degree to which you think the item is true for you by circling one 
of the responses that appear below the item.

1.	 How well does your leader (follower) understand your job problems and needs?
2.	 How well does your leader (follower) recognize your potential? 
3.	 How would you characterize your working relationship with your leader (follower)? 

Slightly Modified (for day level use) Versions Used in the Study (moditifations are in italics):

Instructions: This questionnaire contains items that ask you to describe your relationship with your leader. For each of 
the items, indicate the degree to which you think the item is true for you by circling one of the responses that appear below 
the item. Please consider your relationship with your leader today (not in general).

1.	 How well did your leader understand your job problems and needs today?
2.	 How well did your leader recognize your potential today? 
3.	 How would you characterize your working relationship with your leader today?

Appendix B: Emotional Labor Questionnaire – Lee & Brotheridge (2011)

The original items:

1.	 Pretend to have emotions that I don’t really have
2.	 Show emotions that are expected rather than what I feel
3.	 Really try to feel the emotions I have to show as part of my job
4.	 Make an effort to actually feel the emotions that I need to display to others
5.	 Hide my true feelings about a situation
6.	 Resist expressing my true feelings

Slightly Modified (for day level use) Versions Used in the Study (moditifations are in italics):

1.	 Today I pretended to have emotions that I didn’t really have
2.	 Today I showed emotions that are expected rather than what I feel
3.	 Today I really tried to feel the emotions I have to show as part of my job
4.	 Today I made an effort to actually feel the emotions that I need to display to others
5.	 Today I hided my true feelings about a situation
6.	 Today I resisted expressing my true feelings
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Appendix C: Positive Affect Negative Affect Scale - PANAS – Watson et al. (1988)

Just the wording in the instructions was modified to ask the frequency regarding today.

1.	 Distressed 
2.	 Upset 
3.	 Enthusiastic 
4.	 Nervous 
5.	 Irritated
6.	 Strong 
7.	 Active

Appendix D: Trait Emotional Intelligence Questionnaire-  TEIQue-SF – (Person 
level) Petrides & Furnham (2001), Petrides (2009)

Just the wording in the instructions was modified to ask the frequency regarding today.

1.  Expressing my emotions with words is not a problem for me.
2.  I often find it difficult to see things from another person’s viewpoint.  
3.  On the whole, I’m a highly motivated person.
4.  I usually find it difficult to regulate my emotions.
5.  I generally don’t find life enjoyable.
6.  I can deal effectively with people.  
7.  I tend to change my mind frequently.
8.  Many times, I can’t figure out what emotion I’m feeling.
9.  I feel that I have a number of good qualities.
10.  I often find it difficult to stand up for my rights.
11.  I’m usually able to influence the way other people feel.
12.  On the whole, I have a gloomy perspective on most things.
13.  Those close to me often complain that I don’t treat them right.
14.  I often find it difficult to adjust my life according to the circumstances.
15.  On the whole, I’m able to deal with stress.
16.  I often find it difficult to show my affection to those close to me.
17.  I’m normally able to “get into someone’s shoes” and experience their emotions.
18.  I normally find it difficult to keep myself motivated.  
19.  I’m usually able to find ways to control my emotions when I want to.
20.  On the whole, I’m pleased with my life.
21.  I would describe myself as a good negotiator.
22.   I tend to get involved in things I later wish I could get out of.
23.  I often pause and think about my feelings.
24.  I believe I’m full of personal strengths.
25.  I tend to “back down” even if I know I’m right.
26.  I don’t seem to have any power at all over other people’s feelings.
27.  I generally believe that things will work out fine in my life.
28.  I find it difficult to bond well even with those close to me.
29.  Generally, I’m able to adapt to new environments.
30.  Others admire me for being relaxed.


