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A B S T R A C T   

Previous research attests to the benefits of transformational leadership (as a unitary construct) for 
various employee outcomes. Less is known about how specific dimensions of transformational 
leadership relate to outcomes during crisis. In the present paper, we investigate how each 
dimension of transformational leadership, namely, intellectual stimulation, individualized 
consideration, inspirational motivation, and idealized influence relate to employees’ psycholog
ical capital in a crisis, specifically the COVID-19 pandemic. A cross-sectional study was conducted 
where employees from 301 small and medium sized enterprises in Kenya completed a survey 
containing the variables of interest. Quantitative data analysis using partial least squares struc
tural equation modelling was utilized to test the study hypotheses using Smart PLS 4 software. 
Results showed that only two of the four transformational leadership dimensions had a positive 
and significant impact on employees’ psychological capital: Intellectual stimulation and indi
vidualized consideration. In terms of the theorized hypotheses, fear of COVID-19 moderated the 
relationship between (a) idealized influence, (b) intellectual, and (c) individualized consider
ation, and employees’ psychological capital. However, only intellectual stimulation reached a 
significant effect size. The present study reveals the varied relevance of transformation leadership 
dimensions to psychological capital in a crisis. A new condition (emotional assessment of a crisis) 
for assessing this relationship was proposed. We discuss theoretical and practical implications, 
strengths, limitations, and suggestions for future studies.   

1. Introduction 

Crises can bring immense uncertainty and potential damage to organizations and their employees; they also provide a context in 
which effective leadership can be especially important. Crisis refers to low likelihood, high impact incidents that destabilize a social 
system [1]. A crisis involves a high degree of uncertainty of cause and effect of an occurrence and means of resolving it [1,2]. The 
recent COVID-19 pandemic is arguably a strong example of a crisis as it involved significant uncertainty, including reductions in 
remuneration, sizeable layoffs and increased disruption for employees [3,4]. The pandemic created an atmosphere of unpredictability 
among people for a long period of time [5,6], especially for small and medium enterprises (SMEs). Although COVID-19 had significant 
impact for organizations and their leaders, it is unlikely that the pandemic is the only crisis leaders will face. 

One important resource for employees and organizations during a crisis is employees’ psychological capital [7]. Psychological 
capital refers to a positive mental state of development composed of four dimensions: self-efficacy, optimism, hope and resilience [8]. 
In a dynamic environment, psychological capital is a beneficial resource that yields significant returns beyond financial and social 
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capital [7]. During crisis, given the importance for psychological capital for employee engagement and organizational performance 
[9], it is important to understand this variable. Although researchers have called for research to understand its developmental in
terventions [10], studies on the antecedents of psychological capital are still few [11]. Some of the identified predictors of psycho
logical capital include: leadership styles, supportive organizational climate, organizational justice, and ethnic diversity [10,12]. In 
terms of leadership styles, transformational (as a unitary construct), authentic, humble, empowering, and abusive leadership have 
received the most attention as antecedents of psychological capital [11,13,14]. 

We focus on transformational leadership as a predictor of psychological capital because this style provides considerable promise 
during crises through its proven effects on motivation, inspiration and development of employees [13]. Transformational leadership 
refers to leaders who have the ability to enhance their employees’ motivation, morals, and morale [15]. Transformational leadership 
facilitates employees accomplishing challenging organizational objectives [16] and is especially effective in uncertain and changing 
work environments [17]. 

Transformational leadership consists of four dimensions. Intellectual stimulation refers to behaviours that boost employees’ interest 
and awareness in challenges and how to address them in novel ways [15]. Idealized influence involves role modelling to appeal to 
employees’ sense of purpose through a leader’s actions [18]. Inspirational motivation refers to behaviours that promote consistent 
values and vision for a bright future [19]. Individualized consideration includes behaviours that enable leaders to notice, and respond to 
personal employees’ needs [18]. 

Studies of transformational leadership, however, have received criticism over the predominant unitary analyses-treating leadership 
as a single construct rather than multi-dimensional [20]. Researchers have a called for a greater understanding of its four underlying 
dimensions [21,22] since they are likely to relate to outcomes differently [19,23]. Few studies have examined whether all dimensions 
uniformly predict employee outcomes [24,25], and to the best of our knowledge, no studies have examined psychological capital as an 
outcome variable. This represents an important gap in the literature because of growing evidence of the importance of the role of 
psychological capital on employees’ well-being and the ability to perform effectively [11]. While studies suggest transformational 
leadership as a unitary construct positively relates to psychological capital [14,26], much remains to be discovered in terms of the most 
relevant transformational behaviours for employees’ psychological capital development during a crisis [27]. Paradoxically, crisis 
research suggests differential effects at the dimensional level of transformational leadership. Hence, there is a need to understand 
which elements are most relevant during a crisis [28]. Moreover, it is important to analyze the how each dimension of transformational 
leadership affects psychological capital because of their potentially varied levels of applicability to extreme contexts such as those 
experienced in the recent global pandemic. A study found that only intellectual stimulation and individualized consideration are 
universally effective for followers while the perception of idealized influence and inspirational motivation largely varies across em
ployees [9]. 

The importance of dimensional analyses of transformational leadership dimensions for developing employees’ personal resources 
particularly relevant for SMEs [29]. SMEs have lower capacity to retain employees than their larger competitors, given that larger 
firms often provide better monetary benefits [30]. SMEs therefore need to understand how to use alternative yet effective methods 
such as leadership style to develop employees [31]. Since leaders and subordinates work closer together in SMEs than in larger or
ganizations [30], there is a unique opportunity for leaders to make strong positive psychological impact on subordinates, hence the 
need to fine tune the application of transformational leadership behaviours. Despite the importance of psychological capital as a 
driving force for motivating employees, it has hardly been explored in SMEs’ setting [7]. 

SMEs in Kenya are especially worthy of study. In Kenya the definition of SMEs covers the following scope, small enterprises refer to 
firms containing ten to forty nine employees and medium sized enterprises contain fifty to ninety-nine employees [32]. Kenya is unique 
culturally, with a mix of collectivistic and individualistic cultures [33] with a high power distance [34]. The Kenyan culture also 
involves high uncertainty avoidance [35]. Centralization is popular in Kenya and employees generally expect to be told what to do 
[35]. Previous scholars have however shown that transformational leadership is more effective in collectivistic and low power distance 
cultures [36]. Since culture has an influence on leadership [37], these cultural characteristics make Kenyan SMEs interesting to study. 

The purpose of the present study is to assess the relationship between the individual dimensions of transformational leadership and 
employees’ psychological capital. Whereas most studies of crisis have explored how macro-elements (financial, economic, political) 
factor into understanding crisis, few studies have considered the perspective of the individual employee and how he or she views the 
crisis. In the present study we propose that the link between transformational leadership and psychological capital will be moderated 
by employees’ fear of COVID-19. 

We use the lens of the job-demand resources (JD-R) theory which attributes the psychological well-being of employees to com
ponents of their environment categorized as job demands and job resources [38]. Job demands, such as working in an SME during a 
crisis, can be offset by job resources, such as the relevant transformational leadership behaviours, to increase employees’ psychological 
capital. 

The contribution of this present study is fourfold: First, this present paper contributes by examining individual transformational 
leadership dimensions and how they relate to psychological capital in crisis. The present study is particularly important for theory 
development because theories supporting why leadership is an antecedent of psychological capital are limited [14]. Second, this 
present study goes beyond the macro analyses of the COVID-19 crisis taken by most writers [39] and considers how the crisis is viewed 
from the employees’ experience. That is, not all employees are likely to experience a crisis in the same way; some might find it more 
impactive and fearful than others. The present study tests for moderation effects for a more nuanced understanding of the integrated 
relationships between transformational leadership behaviours and employees experience (fear of COVID), which in combination 
suggests that employees’ experience of their environment have implications for personal resources like psychological capital. Third, 
the outcome of this study will be important to enable SMEs’ leaders to focus on transformational behaviours that most impact 
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psychological capital during a period of crisis. Fourth, the study also contributes in terms of its novel context, Kenya. Transformational 
leadership behaviour assessment is likely to vary across cultures. As explained above, Kenya is a high-power distance, and a high 
uncertainty avoidance culture [35]. By testing the direct and moderated effect of transformational leadership dimensions and psy
chological capital, this is a step towards extending the predominantly western centric literature to African context. 

The remainder of the study is structured as follows: The next section discusses the theoretical underpinning of the present study, the 
JD-R theory. The importance of psychological capital and transformational leadership as resources is highlighted and the role of fear of 
COVID-19 as a demand is explained. The results, general discussion, strengths and limitations of the present study, and avenues for 
future studies follow. 

2. Literature review and hypothesis development 

2.1. Job demands-resources theory (JD-R) 

The present research used the job demands-resources (JD-R) theory as its grounding theory. According to this theory, employees’ 
well-being, work attitudes, and outcomes can be attributed to work demands and work resources [38]. Work demands continually 
deplete employees’ resources and energy, whereas work resources (either intrinsic or extrinsic) continually replenish new resources 
and energy [40]. The JD-R theory proposes that employees with high job demands will flourish when their personal resources are high 
[41]. Crises precipitate to a number of job demands for employees such as extended working hours, increased clients incivility, 
conflicts and miscommunication which can have adverse effects on employee well-being [42,43]. Through the necessitation of sus
tained effort, job demands exhaust employees’ resources resulting in ill psychological and physical health [41]. Job resources, such as 
supportive leadership, can reduce the weight of job demands [42]. Job resources can be leveraged to make up for consumption, 
especially when employees encounter difficulties and setbacks [36] because they alter perceptions and cognitions evoked by stressors 
[41]. 

In the present study, the four dimension of transformational leadership, namely, idealized influence, intellectual stimulation, 
individualized consideration, inspirational motivation and psychological capital are viewed as job and personal resources respectively, 
that can help ease the job demands of employees working in SMEs during crises periods. Employees who view a crisis as a challenge job 
demand (less fearful employees) will be motivated to learn and grow during the crisis, while those who view the crisis as a hindrance 
job demand (more fearful employees) will be constrained consistent with their threat appraisal [44]. Indeed, the JD-R theory proposes 
an extensive set of principles that account for how environmental factors can exacerbate or mitigate the impact of leadership [45]. 

2.2. Psychological capital 

Psychological capital is a comprehensive motivational state of inner development that encompasses hope, self-efficacy, resilience 
and optimism, which work synergistically to facilitate work outcomes [8]. Hope is exhibited by people who persevere towards goals 
and plans to succeed while self-efficacy is characterized by the ability to take on challenging duties and put effort into executing them 
[46]. Resilience on the other hand is the ability to spring back and recover from disturbances, while optimism is a positive style of 
viewing reality at work and in life [46]. Psychological capital is recognized as the key to providing a competitive advantage to a firm by 
enriching human capital at the individual level [47]. This present study utilizes the psychological capital concept as a unitary construct 
containing four psychological states because of their synergetic benefit together especially in a crisis. Research notes that when all the 
four resources of psychological capital are combined they share commonalities of a positive orientation, resourcefulness in adversity, 
adaptability, positive contribution to wellbeing and positive impact on performance [47]. 

Psychological capital is important at work places because it has a major bearing on work effectiveness, wellbeing and job satis
faction [47]. Psychological capital is also an important resource because it helps to resist and cope with work demands [48]. Psy
chological capital actually alleviates individual stress during hard times [49]. Additionally, psychological capital is a key part of 
positive organizational behavior (POB) that is adaptable to management and human resource training to enable organizations to 
experience performance improvements [47]. Psychological capital can be developed by management through constructive feedback 
and favorable criticism [49]. 

Psychological capital is a particularly important resource for small firms. Previous researchers indicated that psychological capital 
is important to enable small firms to overcome challenges and emerge successful [50,51]. These entrepreneurial challenges include 
changing customer needs, legal constraints, funding constraints, and employee turnover, which are more pronounced in smaller 
entrepreneurial firms than in larger ones [51]. Psychological capital is important in the SMEs’ context because it influences perfor
mance [52]. 

Predictors of psychological capital from the leadership styles perspective include transformational [53], ethical [54], transactional 
[55], and authentic leadership [56]. Existing research on transformational leadership as a predictor of psychological capital is still 
insufficient [14]. It is important to consider transformational leadership style, especially during a crisis, as it is reported to be crucial 
for corporate turnaround [57]. While transformational leadership style has been analyzed previously as a mediator associated with a 
range of performance outcomes [53], this present study seeks to understand the specifics of each transformational behaviors rela
tionship with psychological capital in a crisis. 
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2.3. Transformational leadership 

Transformational leadership refers to a style in which leaders have the ability to lead followers to astounding achievements while 
developing their own leadership capacity [58]. A transformational leader is effective in convincing followers, by means of charisma 
and vision, to make fundamental changes in their values and perceptions so that they can transcend to high levels of achievement and 
self-actualization [49]. This leadership style is effective for individual and organizational outcomes. The benefit of transformational 
leadership to an individual is that it improves their psychological well-being [59]. The benefits of transformational leadership to a firm 
include, a positive effect on performance [60], organizational citizenship behaviour [61], and safety climate [62]. 

Only a few studies have gone into the details of transformational leadership dimensions and related them to their outcomes [14]. 
Research has shown that transformational capital is a predictor of psychological capital when evaluated as a unitary construct [26], but 
it might not be so much when it is done for each specific dimension. In addition, each of these dimensions influence differently 
depending on circumstances and context [28]. An understanding of the differing influences of transformational leadership dimensions 
on psychological capital during a crisis is more conductive for providing targeted measures for the improvement of the psychological 
capital of employees. 

2.4. Fear of COVID-19 

Disease outbreaks are generally viewed with fear globally since human beings have an inborn fear of death inherent in disease 
infections [63]. Globally, approximately 665 million people were infected with COVID-19 by December 2022 with 6.71 million of 
them succumbing [64]. The COVID-19 outbreak evoked various negative emotions such as fear and worry due to the uncertain 
environment and risk that the pandemic involved [65]. Certain factors contributed to greater intensity of COVID-19 fear including 
losing relatives and the media’s vicarious traumatization due to frequent coverage of the effects of the pandemic [66]. The service 
sector particularly experienced higher risk of exposure to COVID-19 from direct interaction with customers [67]. Emotional states 
elicited during a crisis are important for people to successfully adapt to their stressors [44]. 

Fear of COVID-19 has been used as variable to assess people’s reaction to the pandemic [63]. Individuals adopt different attitudes 
towards risk which could determine the extent of fear of COVID-19 [68]. Factors that play a role in the perceived fear of COVID-19 
include social support and emotion regulation [69]. Fear can negatively affect people’s well-being and psychological health [70, 
71]. Previous findings state that fear of COVID-19 is adversely associated with psychological capital [72]. Fear is certainly recognized 
as a threat that drains psychological resources [67]. Extreme fear of COVID-19 could however cause irrational thinking that may lead 
to psychological distress [73]. 

Several calls have been made to better understand the effects of fear of COVID-19 on employee outcomes [74]. The present study 
considers the concept of fear among employees and aims to contribute to literature in explaining the role of the employees’ emotional 
assessment of crises and the corresponding psychological outcome. 

3. Hypothesis development 

3.1. Intellectual stimulation and psychological capital 

Based on the JD-R theory, we argue that intellectual stimulation is a job resource that builds employees’ psychological capital in 
crisis by promoting a rational, careful approach to problem solving. Intellectual stimulation is a job resource because it leads to 
motivation as opposed to strain and health impairment [75]. Job resources encompass elements within a job that facilitate the 
achievement of work-related objectives, mitigate job demands and their associated costs, and foster personal growth and development 
[38]. Intellectual stimulation is important in a crisis to enable followers to discover new ideas and innovative answers to the problems 
brought about by the crisis [27]. It refreshes employees’ thoughts, innovativeness and capacity to think outside the box [25]. The use of 
intellectual stimulation enhances the follower’s problem solving ability in adverse situations [76]. Through intellectual stimulation, 
employees learn of ways for them to change the way they think about human relations, technical and personal problems in adverse 
situations [77]. 

This present study argues that SMEs, which tend to have greater resource constraints as compared to larger firms, need more 
creative solutions during crises which can be obtained with intellectual stimulation. Intellectually stimulating leaders bring non- 
conforming and unique perspectives to problems and this inspires followers’ thinking [78]. Past literature noted that intellectual 
stimulation enables followers to respect and trust their leaders and this increases their self-efficacy and motivation [36]. Based on this 
literature, the following hypothesis is formulated. 

Hypothesis 1. Intellectual stimulation is positively associated with employees’ psychological capital. 

3.2. Individualized consideration and psychological capital 

Based on the JD-R theory, we postulate that individualized consideration is a job resource that builds employees’ psychological 
capital since employees’ immediate needs are seen, and their welfare improved in a crisis. When employees are experiencing a crisis, 
individualized consideration enables them to grow their confidence, resiliency and efficacy [28]. Individualized consideration is 
practical and provides the resources for success that employees may uniquely need hence increasing their perceptions of being valued 
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[9]. 
Leaders in organizations can aide their employees develop their skills and potential by providing individualized consideration to 

their aspirations, abilities, and basic needs [19]. Through individualized consideration, leaders have a developmental orientation 
towards followers and respond appropriately to their personal needs [79]. Leaders adopting individualized consideration develop 
followers through mentoring, coaching and consulting [78]. Individualized consideration represents a crucial aspect of trans
formational leadership, wherein the leader assigns unique significance to each employee [80]. This approach enhances their moti
vation and performance, as they perceive themselves as integral contributors to the organization [80]. 

Individualized consideration is particularly important when leading those who are struggling disproportionally so that they can feel 
protected and valued [27]. In crisis, SMEs’ employees can be considered as struggling more from the emotional and economic effects of 
the crisis; hence, the present study argues that these employees would need individualized consideration to feel that their needs are 
seen and well-thought-out in order to boost their psychological capital. Based on these propositions, the following hypothesis is 
formulated. 

Hypothesis 2. Individualized consideration is positively associated with employees’ psychological capital. 

3.3. Inspirational motivation and psychological capital 

Based on the JD-R theory, we propose that inspirational motivation is a job resource that builds employees’ psychological capital in 
crisis by communicating high prospects, using symbols to concentrate energies, and stating crucial purposes in simple ways. In a crisis, 
inspirational motivation is important to generate spirit, enthusiasm, and optimism from subordinates [27]. An inspirational leader 
generates excitement and confidence to followers by giving pep talks and remaining optimistic in times of crisis [27,78]. Inspirational 
motivators communicate enthusiastically about future goals and hence encourage followers about the prospects of what is to come 
[78]. 

The boasting of the motivational capacity of employees outside their presumptions is also enabled by inspirational motivation [25]. 
Inspirational motivation is crucial to any transformational behavior and entails the promotion of a consistent vision, mission, and set of 
values to members [18]. Inspirational motivation enables employees to believe in their own abilities and turn difficulties into op
portunities and thus strengthen their efficacy, optimism and resilience [36]. 

Since leaders in SMEs have less oversight and bureaucracy [81], inspirational motivation can be effectively used to impact sub
ordinates [82]. The use of the term inspirational motivation is however restricted to when a leader utilizes non-intellectual and 
emotional qualities into the influence process [16]. Based on these arguments, the following hypothesis is formulated. 

Hypothesis 3. Inspirational motivation is positively associated with employees’ psychological capital. 

3.4. Idealized influence and psychological capital 

Based on the JD-R theory, we argue that idealized influence is a job resource that builds employees’ psychological capital in a 
period of crisis by exercising charisma, which provides vision, pride, and respect which are all sources of employee motivation. 
Idealized leaders have referent power obtained from showing respect to others and building their follower’s self-confidence [77]. 
Idealized influence provides a model for employees that is consistent with the values of the leader [83]. Idealized leaders exemplify 
moral and ethical behavior and elicit followers’ loyalty and influence [78]. 

In an organizational setting, idealized influence behavior enables leaders to act as role models to demonstrate their determination 
to accomplish organizational goals [84]. Idealized leaders earn the veneration of their employees by communicating the organiza
tional goals and demonstrating unwavering resolve to achieve them [84]. Leaders who use idealized influence behavior shape em
ployees’ devotion by depicting organizational values [16]. Based on this literature, the following hypothesis is formulated. 

Hypothesis 4. Idealized influence is positively associated with employees’ psychological capital. 

3.5. The moderating role of fear of COVID-19 on the relationship between transformational leadership behaviors and psychological capital 

To better understand the nature of the relationship between each transformational leadership dimensions and psychological 
capital, we use the JD-R theory to explain how people’s psychological capital might vary based on their emotional assessment of the 
crisis. Indeed, how transformational leadership dimensions affect outcomes has remained largely unclear [20]. A caveat on trans
formational leadership dimensions is that they are not perceived in the same way by followers [77]. One study found that individ
ualized consideration positively affected wellbeing in COVID-19 crisis while intellectual stimulation did not [28]. Another study noted 
that individual differences impact follower response to transformational leadership behaviors [9]. For instance, followers’ perceptions 
of individualized consideration and intellectual stimulation depend on how much they trust a leader [9]. Other factors such as anxiety, 
stress and depression might affect the influence of each transformational leadership dimension’s ability to influence [28]. 

We argue that the more fearful a follower is, the more they need to identify with a leader for intellectual stimulation, individualized 
consideration, inspirational motivation and idealized influence. Previous research noted that high fear when compounded with the 
consequences of a crisis (for example loss of job, reduced earnings, relationship problems) has the capacity to cause irrational thinking 
in people that may lead to psychological turmoil [73]. Based on this literature, the following hypotheses are formulated. 

Hypothesis 5. Fear of COVID-19 moderates the relationship between (a) intellectual stimulation (b) individualized consideration (c) 
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inspirational motivation (d) idealized influence and employees’ psychological capital such that the association is stronger when fear of 
COVID-19 is high versus low. 

3.6. Conceptual framework 

4. Materials and methods 

This section discusses the study participants, measures, control variables, reliability of the measures, and common method variance 
assessment. 

4.1. Participants 

The present study’s population comprises one hundred and twenty one thousand, seven hundred and nineteen SMEs in Kenya [32]. 
The unit of analysis is the firm (SME). The data used in this present study were gathered from employees who worked in SMEs in three 
counties in Kenya (Nairobi, Nakuru, Kiambu) during the month of February 2022 when Kenya was facing the fifth wave of infections 
from a severe variant of the COVID-19 virus, the Omicron BA1 [5]. During the months of February 2022, there were five thousand, six 
hundred and thirty nine reported COVID-19 deaths and three hundred and twenty two thousand, nine hundred and thirty confirmed 
cases in Kenya [85]. Nairobi, Nakuru and Kiambu counties were considered for this study because they accounted for about sixty one 
percent of Kenya’s SMEs and shared a similar ‘red zones’ risk profile for COVID-19 infections [32,86]. 

We sampled three hundred and ninety-eight SMEs from the three counties in Kenya. The sample size was calculated using Yamane 
formula [87]. Due to the unavailability of a public registry of SMEs’ employees, we used convenience sampling, which is a common 
method in such a situation [81]. The inclusion terms for the respondents were that they had to have been working in the SME from the 
onset of the COVID-19 outbreak in Kenya [88] and they had to have a boss in mind to rate their leadership behaviors. 

This present study was approved by the relevant institutional ethical review committee under reference number: SU-IERC1243/21. 
National ethical approval was also granted by The National Commission for Science, Technology, and Innovation under the reference 
number NACOSTI/P/22/15671. The respondents participated voluntarily in filling the paper and online based questionnaires and we 
complied with ethical standards stated in our research ethical approval. A total of three hundred and one employees provided useable 
responses for this present study. A minimum sample of 200 cases are generally considered sufficient to conduct structural equation 
modelling [89] hence this study had sufficient cases. 

The survey respondents had an almost equal gender representation where 53.83 % were male and 45.51 % were female. Most of the 
respondents were between 35 and 39 years old (34.22 %), had completed their education up to the diploma level (45.85 %) and had a 
6–10-year tenure in the SME (35.88 %). This information is displayed in full in Table 1. 

4.2. Measures 

This present study used established and validated measures for the variables of interest. Transformational leadership behaviors 
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were gauged using the Multifactor Leadership Questionnaire (MLQ) which is authored by Avolio and Bass [90] based on 20 mea
surement items on a five-point Likert scale. The MLQ measurement tool, which is copyrighted and restricted for publication sharing 
can be assessed from mindgreen.com. 

Employees’ psychological capital was quantified using Luthans’ [8] psychological capital questionnaire (PCQ) based on 24 items 
on a five-point Likert scale. The PCQ measurement tool can also be assessed from mindgreen.com since it is a copyrighted tool with 
sharing restrictions. 

Extroversion and openness were measured using the Big Five Inventory-10 (BFI) outlined by Rammstedt and John [91] based on 
two items each on a five-point Likert scale. The personality measurement tool is included in the appendices (See appendix 3). 

4.3. Control variables 

The study controlled for two personality traits, extroversion and openness which influence the development of psychological 
capital [92]. Extroversion includes characteristics such as being sociable, outgoing, assertive, talkative, and active [93]. Agreeableness 
includes characteristics such as intellectual curiosity and warmness to others [94]. We also controlled for age as younger people have 
been found to suffer more distress from the pandemic [95]. 

4.4. Common method variance 

To lessen concerns about common method bias, we following recommended preventative measures [96]. First respondents were 
assured of anonymity to diminish the need for social desirability. Second, psychological capital, agreeableness and extroversion 
contained reverse coded items to help minimize response style biases. Third, validated and established tools were used for the study. 
Harman’s single-factor test [97] was used to statistically test the degree of common method bias in the present cross-sectional study. A 
single factor extracted 28.568 % of the total variance, which is less than the 50 % cut-off level [97]. We concluded that common 
method variance did not significantly affect the relationships among the variables in our model. 

5. Data analysis and results 

5.1. Descriptive and correlational analysis 

In terms of the mean scores for transformational leadership dimensions, individualized consideration had the highest mean of 3.15, 
followed by idealized influence with a mean of 3.07, inspirational motivation with a mean of 3.00 and finally intellectual stimulation 
with a mean of 2.80. Previous research found individualized consideration as one of the most relevant transformational behavior 
during crisis to enable employees to feel seen and understood [28]. Fear of COVID-19 had a mean score of 2.49 which is relatively low 
and could probably be explained by the increased knowledge of COVID-19 and increased vaccination measures by then in Kenya [5]. 
Psychological capital had a mean score of 2.91 which is relatively high and could probably be explained by the increased psychological 
adjustment in employees as the threat of COVID-19 was gradually reducing. 

In terms of skewness and kurtosis of the variables in the present study, the skewness values of individualized consideration (− 0.17), 
idealized influence (− 0.10), inspirational motivation (0.06), intellectual stimulation (0.19), fear of COVID-19 (− 0.92) and psycho
logical capital (0.25) were below the threshold of 3 [6]. Similarly, the kurtosis values were also within the − 1.96 and + 1.96 range [6]. 
The kurtosis values were as follows: Individualized consideration (− 1.16), idealized influence (− 0.67), inspirational motivation 
(− 1.12), intellectual stimulation (− 0.87), fear of COVID-19 (0.44) and psychological capital (− 0.70). The data were therefore nor
mally distributed. 

In terms of the correlations, psychological capital had a significant positive relationship with intellectual stimulation (r = 0.65, P <
0.01), inspirational motivation (r = 0.62, P < 0.01), individualized consideration (r = 0.61, P < 0.01), and idealized influence (r =
0.56, p < 0.01). Psychological capital had a significant negative relationship with fear of COVID-19 (r = − 0.59, P < 0.01). In addition, 
all dimensions of transformational leadership are moderately correlated and this is expected in the psychometric properties of the scale 
[98]. The means, standard deviations, and correlations for all study variables are shown in Table 2. 

We tested measurement and structural models quantitatively using partial least squares modelling methods on Smart PLS 4 soft
ware. This is a variance based structural equation modelling (VB-SEM) method of data analysis which is robust for both the present 
sample size, and for models involving a second-order construct such as psychological capital [99]. 

5.2. Measurement model 

We adopted the two-step disjoint assessment of models with higher order constructs [99]. The first step in the two-step mea
surement model assessment was assessing the factor loadings for all lower order constructs including idealized influence, fear of 
COVID-19, inspirational motivation, hope, individualized consideration, optimism, intellectual stimulation, efficacy and resilience. 
Almost all factor loadings were above 0.70 signifying a good relationship of each vindicator to the underlying factor. Two indicators of 
resilience labelled (Res 4 & Res 5) and one measurement of hope labelled (Hop 6) loaded lowly to their respective underlying factors 
and were therefore discarded in line with best practice regarding indicators that are problematic [99]. The remaining indicators 
represented the constructs well as shown in Table 3. 

The next step was assessing the reliability of the constructs. We ascertained the internal consistency of the variables using 
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Cronbach’s alpha with a threshold above 0.70 [99]. Internal reliability was also assessed using composite reliability values which were 
also above the 0.70 cut-off [100]. Construct validity was assessed using average variance extracted values which were above the 0.50 
value [100]. Variance inflation factors were assessed to check if multicollinearity was a problem, and all factors were below the value 
of 3 [99] hence there was no alarm for multicollinearity. The measurement model standardized factor loadings, reliability, validity, 
and variance inflation factors are displayed in Table 3. Next was the assessment of discriminant validity which assessed the degree to 
which one variable is separate from another. Heterotrait monotrait (HTMT) criteria was used to ascertain discriminant validity as 
shown in Table 4. 

The second step of the disjoint measurement model assessment using the second order construct of psychological capital was 
assessed using latent scores. Similarly, the construct reliability and validity were assessed. The Cronbach alpha (0.75) and composite 
reliability (0.75) values for the higher order psychological capital were above threshold and so was average variance extracted (0.57). 
The discriminant validity of the second order psychological capital construct with the other lower order constructs in this study was 
also ascertained using HTMT values shown in Table 5. After ascertaining the soundness of the measurement model in two steps, we 
proceeded to test the hypotheses. First the direct relationships were assessed then the moderated relationships were tested. 

5.3. Structural model 

We used the bootstrapping technique with 10000 samples [101]. This technique is a non-parametric procedure that has the ad
vantages of correcting any normality and sample size issues using maximum likelihood method [101]. In terms of model fit statistics, 
the estimated model had a standard root mean square residuals (SRMR) value of 0.047 and a normed fit index (NFI) value of 0.817 
hence within standard threshold [101]. The results showed that the overall model shown in Figure 1 was significant and explained 
66.50 percent (R2) of the variation in psychological capital (β = 0.665, p <. 001). In terms of the direct relationships between 
transformational leadership dimensions and psychological capital, only individualized consideration (β = 0.326, p <. 001) and in
tellectual stimulation (β = 0.481, p <. 001) were significant and positive predictors. Inspirational motivation was positive but not 
significant while idealized influence was negative but not significant which may probably be explained by perception of utopian and 
distal goals [9]. The path coefficients are shown in Table 6. In terms of the circumstances theorized, fear of COVID-19 moderated the 
relationship between (a) idealized influence (β = 0.072, p <. 045), (b) intellectual stimulation (β = − 0.118, p <. 024), and (c) 
individualized consideration (β = − 0.064, p <. 030) and employees’ psychological capital. Fear of COVID-19 did not moderate the 
relationship between inspirational motivation and psychological capital. This means that the charismatic element of inspirational 
motivation may be universally effective [9] and not affected by levels of fear. 

The effect sizes (F2) for the moderation effects of fear of COVID-19 on intellectual stimulation and inspirational motivation were 
small and significant. Moderation effect sizes of idealized influence and individual consideration were not significant. This is shown in 
Table 7. Only the moderation effect of fear of COVID-19 on the association between intellectual stimulation and employees’ psy
chological capital is consistently significant. 

With intellectual stimulation meeting the criteria of having both a significant path coefficient and effect size, we probed the 
interaction for intellectual stimulation to accomplish the testing of different levels of the moderator at high (one standard deviation 
above the mean) and low levels (one standard deviation below the mean). The results in Table 8 show that fear of COVID-19 moderates 
the relationship between intellectual stimulation and employees’ psychological capital such that the association is stronger when fear 
of COVID-19 is low versus high as graphed in Figure 2. This may be feasible since employees who are less fearful are more mentally 
responsive than those who are too fearful. Finally, in this present study, we ran our analyses with three control variables and found that 
extroversion (β = 0.099, p <. 011) and openness (β = − 0.070, p <. 028) were significant predictors of employees’ psychological capital 
while the age of employee (β = − 0.002, p <. 450) was not. 

6. Discussion 

The first aim of the present study was to assess the relationship between each dimension of transformational leadership and 
employees’ psychological capital. The results supported two hypotheses (H1 & H2). Specifically, only intellectual stimulation and 
individualized consideration were significant and positive predictors of psychological capital. When leaders provide individualized 
support, they reduce ambiguities about expectations and this clarifying behavior has been found to have considerable applicability to 
employee motivation as compared to other transformational leadership behaviors [83]. With intellectual stimulation, leaders 
encourage employees to question their patterns of thinking to come up with innovative solutions to problems which enhances em
ployees’ self-efficacy and resilience which are a key aspect of psychological capital [83]. In summary, intellectual stimulation and 
individualized consideration are more universally effective for follower outcomes than the other dimensions [9]. We speculate that his 
occurs because the two dimensions are more practical as opposed to charismatic which requires more follower’s buy-in [9]. Said 
differently, idealized influence and inspirational motivation are charismatic dimensions of transformational leadership which are 
aspirational and can be less universally effective for employees [9]. Previous findings on the outcomes of the transformational 
leadership dimensions also showed different relevance of the aspects with all but individualized consideration significantly influencing 
the outcomes of employee creativity & organizational innovation [25]. Our findings support previous recommendations that research 
on transformational leadership would benefit from exploring its individual dimensions. 

The second aim was to assess the moderating role of fear of COVID-19 on the relationship between each dimension of trans
formational leadership and employees’ psychological capital. The results supported the moderation effect of fear of COVID-19 on the 
relationship between (a) intellectual stimulation, (b) individualized consideration and employees’ psychological capital. Only the 
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moderation effect with intellectual stimulation had a significant effect size. This suggests that how intellectual stimulation relates to 
psychological capital is not universal but can depend on employees’ emotional states such as fear of COVID-19. Indeed, intellectual 
stimulation which involves seeking and looking for different perspectives to a problem is highly linked to emotions related to the 
creative cognitive process [102] and hence this could explain the fluctuation under different emotional states of fear. The prediction 
made in this present study that this moderation effect is stronger when fear is high versus low is inversed in the results meaning this 
moderating condition works for employees who are somehow in control of their emotions (low fear). An employee who is too fearful is 
likely to be irrational and that could explain why the conditional effect for this category (high fear) is not significant. This also means 
that theories such as the JD-R theory could probably be expanded to consider how circumstances such as emotional states contribute to 
our understanding of the theory. Currently the theory only includes a proposition that personal resources including positive 
self-evaluations related to an individual’s perceived ability to control and influence their environment, play a moderating role in the 
impact of job demands on employee well-being [103]. 

7. Implications 

7.1. Theoretical implications 

The findings point out that intellectual stimulation and individualized consideration are the most relevant transformational 
leadership dimensions for employees’ psychological capital development. The findings also show that how intellectual stimulation 
relates to psychological capital depends on an employee’s emotional assessment of a crisis. This adds to theory by contributing to the 
precision of transformational leadership theory by examining individual dimensions and how they relate to psychological capital 
which is an important resource during crisis [14]. 

From the application of the JD-R theory, this present study viewed each transformational leadership behavior as a resource with 
varying value propositions to the demands of a crisis environment. Although JD-R theory is well established it fails to consider the 
potential emotional differences in people that may dampen how personal resources are replenished after the job demands of a crisis 
environment. More crises are likely in future and therefore it is valuable to analyze the interaction between job demands and resources 
in such an environment. 

This present study is also relevant to leading-in-crisis literature. The burden of a crisis affects organizations differently based on the 
size and geographic location of the organization among others [104] and research on the most important resources for organizations in 
crisis is warranted. Of the fourteen East African countries, Kenya was among the most hit by the spread of the COVID-19 pandemic 
[104]. SMEs in Kenya were already vulnerable due to low managerial technical capacity, scarce slack resources, and low employee 
development [34,105] and hence, there is a need for them to elicit the contribution of leaders and followers to survive subsequent 
crises. The present study provides evidence of how transformational leadership behaviors relate to employees’ psychological capital, 
which has important implications for SMEs’ human resource development practices from the perspective of leadership and 
followership. 

7.2. Practical implications 

Assessing the relationships of different transformational leadership dimensions is practically valuable for human resources man
agement because the results offer leaders/owners with important empirical references to appropriately fine-tune their leadership style 
[29]. With the advancement of positive psychology, there is rising support that psychological capital contributes to human fulfillment 
in a wide array of areas [106]. The present study contributes to greater precision in leadership practice by probing what exactly a 
leader should do to enhance the psychological capital of employees in terms of embodying transformational leadership behaviors. 
Studying transformational leadership as a higher-order construct does not provide sufficient depth for guiding leaders [9]. 

In this regard, the present study results offer practical guidance about emphasizing intellectual stimulation and individual 
consideration dimensions since they account for a large proportion (66.50 %) of the change in employees’ psychological capital. By 
examining individual transformational leadership behaviors, the present study responded to calls to separate these behaviors because 
they have different relevance to outcomes [19,107]. The role of fear of COVID-19 as a dampening condition for employees’ psy
chological capital is also brought out. SMEs should therefore take into consideration the employees’ emotional experience of a crisis 
since it is an important contextual factor that affects psychological capital development. 

8. Strengths, limitations and future studies 

A strength of the present study is that it assessed transformational leadership dimensions in an unexpected macro crisis. The 
COVID-19 crisis was also unique in that everyone felt its effects in some way. Despite the adverse effects felt globally, the crisis 
provided a unique opportunity to study and advance leadership discourse. The present study brought out empirical evidence that 
resources such as psychological capital which are important for workers to mitigate work demands in a global crisis [108], are 
amenable to leadership intervention through different transformational leadership behaviors. Africa is hardly represented in crisis 
literature, and hence another strength of the present study. Indeed, a recent structured literature review on early empirical research on 
the COVID-19 crisis found no information from quality journals about the effects of the COVID-19 pandemic on entrepreneurship in 
African economies (0.0 %) [109]. Lastly, majority of the studies that use COVID-19 pandemic as an example of a disruptive crisis were 
conducted during the first wave of the crisis with little studies being conducted in subsequent waves [110] such as the fifth wave as 
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utilized by the present study. 
Although the present study is set against the backdrop of the COVID-19 crisis, our findings may also be relevant for other local and 

global crises. Each crisis may have unique characteristics but the destabilization of entities including organizations, lack of sufficient 
information for decision making and adaptive resource allocation are likely to be important for different types of crises including 
geopolitical, climate and economic disruptions [48,111]. Recent research notes that the net impact of COVID-19 has not been fully 
specified and the projections indicate that continued analyses of practical implications of the crisis to firms are needed [112]. On a 
worldwide scale, firms hurried to adopt leadership behaviors and make other social changes to survive the crisis without much 
knowledge of their effectiveness in the most severe crisis of the contemporary era, the COVID-19 crisis [112,113]. Even though the 
pandemic appears to be over, it is not likely to be the only crisis service SMEs may face and it is important to take lessons from past 
crises to apply to the future [48]. 

The potential weakness of the present study includes the use of a cross-sectional design whereby we are unable to attribute cau
sality. Cross sectional design is used to provide preliminary evidence but future studies could use a longitudinal design to attribute 
causal relationships [114]. Generally, studies that employ cross-sectional design do not allow for temporal sequencing of the outcome 
and exposure variables, which is an essential requirement for making causal inferences [114]. A longitudinal design could also help to 
cover the entire period of the pandemic [110] which is important to track any changes in psychological capital since perceptions of 
leadership behaviors and fluctuations in levels of fear of COVID-19 could have varied over time. 

Another weakness could be the fact that the present study only confined itself to licensed SMEs. This overlooks many SMEs that 
exist, especially in Kenya, that are not licensed [32]. The findings from the present study may not be generalizable across organiza
tional contexts. Other organizational contexts such as large firms and nonprofits could provide interesting insights on leadership, fear 
and psychological capital based on their unique characteristics and challenges. 

Future studies addressing the mechanisms and contexts under which transformational leadership dimensions are likely to predict 
the psychological capital of employees are needed [107]. Not much is known about how and when each of the transformational 
leadership behaviors affects psychological capital especially in SMEs’ contexts in a crisis. Since psychological capital is a moderately 
new concept with an emphasis on employee’s self-directed execution [115], there is need for future studies to provide a more inte
grated theoretical model to examine the impact of transformational leadership behaviors on psychological capital. 

Studies have yet to fully understand the antecedents of psychological capital. From a leadership perspective, there are calls for 
researchers to compare which leadership styles are the strongest predictors of psychological capital among styles such as trans
formational, empowering, authentic leadership styles [11]. Moreover, it is important to understand how leadership styles relate to the 
sub-constructs of psychological capital, namely, hope, efficacy, resilience and optimism on employee outcomes. Unpacking psycho
logical capital is important because recent studies show that psychological capital dimensions are unequally distributed among people 
[116]. Another opportunity for study is the role of cultural differences in the effects reported here [115]. Recent literature showed that 
Hofstede’s dimensions of national culture may influence the relationships between psychological capital and its antecedents [11]. In 
summary, it is important to unpack psychological capital elements to increase the diagnostic potential of what could be impacted most 
by exposure variables [115]. 

9. Conclusion 

The present study is a novel attempt at advancing the study of transformational leadership and psychological capital by taking a 
dimensional view of transformational leadership dimensions during times of crisis among SMEs. Intellectual stimulation and indi
vidualized consideration are the most important dimensions for psychological capital development in this context. Additionally, how 
intellectual stimulation relates to psychological capital depends on levels of fear of COVID-19 such that its importance is greater among 
employees who experience higher versus lessor fear of the crisis. 
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Appendices.  

Table 1 
Demographic data  

Personal characteristics Categories Frequency Percentage 

Gender Male 162 53.82  
Female 137 45.51  
Other 2 0.66  
Total 301 100 

Age 18–34 54 17.94  
35–39 103 34.22  
40–49 53 17.61  
50–59 54 17.94  
Above 60 37 12.29  
Total 301 100 

Education level Postgraduate 6 1.99  
Undergraduate 103 34.22  
Diploma 138 45.85  
Certificate 24 7.97  
Others 30 9.97  
Total 301 100 

Tenure in SME 2–5 years 74 24.58  
6–10 years 108 35.88  
11–15 years 79 26.25  
16–20 years 16 5.32  
Over 20 years 24 7.97  
Total 301 100 

Source: Authors’ compilation  

Table 2 
Means, standard deviations, and correlations with confidence intervals.   

M S.D 1 2 3 4 5 6 7 8 

INT 2.80 0.95 –        
IDC 3.15 1.08 0.47** –       
INS 3.00 1.05 0.55** 0.50** –      
IDF 3.07 0.89 0.49** 0.45** 0.53** –     
PSY 2.91 0.70 0.65** 0.61** 0.62** 0.56** –    
Fear 2.49 0.82 − 0.50** − 0.38** − 0.43** − 0.45** − 0.59** –   
EXT 3.23 1.15 0.26** 0.27** 0.38** 0.35** 0.36** − 0.38** –  
OPN 3.19 1.20 0.19** 0.14* 0.24** 0.21** 0.23** − 0.32** 0.83** – 
Age 2.95 1.37 − 0.02 − 0.02 − 0.09 − 0.07 − 0.05 0.01 − 0.05 − 0.05 

Note (s). N = 301. 
(1) ** indicates the correlation is significant at the 0.01 level (2-tailed). 
(2) INT, IDC, INS, IDF, EFF, HOP, OPT, RES, FCVD, EXT, OPN are used to denote intellectual stimulation, individualized consideration, inspirational 
motivation, idealized influence, efficacy, hope, optimism, resilience, fear of COVID-19, extroversion and openness respectively. 
(3) Age was coded as follows:18 to 34 = 1, 35 to 39 = 2, 40 to 49 = 3, 50 to 59 = 4, above 60 = 5. 
Source: Authors’ compilation  
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Table 3 
Confirmatory factor analysis.  

Variables Items Factor loadings VIF Cronbach Alpha Composite Reliability Average Variance Extracted 

INT INT1 0.84 1.94 0.83 0.84 0.67  
INT2 0.77 1.70     
INT3 0.82 1.73     
INT4 0.84 1.86    

IDC IDC1 0.84 1.93 0.85 0.85 0.68  
IDC2 0.84 2.04     
IDC3 0.81 1.80     
IDC4 0.82 1.79    

INS INS1 0.81 1.81 0.85 0.85 0.68  
INS2 0.84 2.03     
INS3 0.81 1.84     
INS4 0.84 1.91    

IDF IDF1 0.77 1.89 0.89 0.89 0.57  
IDF2 0.78 1.97     
IDF3 0.72 1.82     
IDF4 0.74 1.91     
IDF5 0.73 1.77     
IDF6 0.75 1.83     
IDF7 0.78 1.90     
IDF8 0.75 1.83    

EFF EFF1 0.78 1.85 0.87 0.87 0.61  
EFF2 0.79 1.93     
EFF3 0.79 1.88     
EFF4 0.77 1.83     
EFF5 0.79 1.95     
EFF6 0.77 1.75    

HOP HOP1 0.79 1.87 0.86 0.85 0.65  
HOP2 0.80 1.84     
HOP3 0.80 1.83     
HOP4 0.80 1.82     
HOP5 0.83 2.04    

OPT OPT1 0.75 1.84 0.89 0.89 0.60  
OPT2 0.79 1.99     
OPT3 0.76 1.82     
OPT4 0.81 2.17     
OPT5 0.77 1.91     
OPT6 0.76 1.87     
OPT7 0.78 1.97    

RES RES1 0.83 1.66 0.80 0.80 0.71  
RES2 0.87 1.82     
RES3 0.83 1.64    

FCVD FCVD1 0.74 1.67 0.86 0.86 0.55  
FCVD2 0.75 1.73     
FCVD3 0.72 1.58     
FCVD4 0.75 1.77     
FCVD5 0.75 1.74     
FCVD6 0.74 1.74     
FCVD7 0.73 1.66    

Note (s). N = 301. INT, IDC, INS, IDF, EFF, HOP, OPT, RES, FCVD are used to denote intellectual stimulation, individualized consideration, 
inspirational motivation, idealized influence, efficacy, hope, optimism, resilience and fear of COVID-19 respectively. 
Source: Authors’ compilation  

Table 4 
Heterotrait monotrait ratio of lower order constructs.   

FCVD EFF HOP OPT RES IDF IDC INS 

FCVD         
EFF 0.55        
HOP 0.46 0.51       
OPT 0.58 0.52 0.49      
RES 0.45 0.46 0.47 0.52     
IDINF 0.52 0.48 0.47 0.52 0.45    
IDC 0.45 0.52 0.54 0.54 0.58 0.52   
INS 0.50 0.55 0.51 0.58 0.60 0.61 0.60  
INT 0.59 0.65 0.56 0.57 0.56 0.57 0.56 0.65 

Source: Authors’ compilation  
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Table 5 
Heterotrait monotrait ratio with higher order psychological capital construct.   

FCVD PSY IDF IDC INS 

FCVD      
PSY 0.73     
IDF 0.52 0.68    
IDC 0.45 0.77 0.52   
INS 0.50 0.80 0.61 0.60  
INT 0.59 0.83 0.57 0.56 0.65 

Source: Authors’ compilation  

Table 6 
Structural model path coefficients.  

Path Coefficient T statistics P values Significant 

Intellectual - > PsyCap 0.48 3.15 0.00 yes 
Individualized - > PsyCap 0.33 3.70 0.00 yes 
Inspirational - > PsyCap 0.12 0.95 0.17 no 
Idealized - > PsyCap − 0.09 0.81 0.21 no 
Fear - > PsyCap 0.05 0.49 0.31 no 
Fear x Intellectual - > PsyCap − 0.12 1.98 0.02 yes 
Fear x Individualized - > PSY − 0.06 1.88 0.03 yes 
Fear x Idealized - > PsyCap 0.07 1.70 0.05 yes 
Fear x Inspirational - > Psycap 0.01 0.18 0.43 no 

Source: Authors’ compilation  

Table 7 
Moderation effect size F2.  

Path Coefficient T statistics P values Significant 

FCVD x IDF - > PSY 0.04 1.58 0.06 no 
FCVD x INS - > PSY 0.05 1.73 0.04 yes 
FCVD x INT - > PSY 0.05 1.71 0.04 yes 
FCVD x IDC - > PSY 0.04 1.63 0.05 no 

Source: Authors’ compilation  

Table 8 
Conditional Effects  

Path Coefficient T statistics P values Confidence intervals 
5 % 95 % 

INT- > PSY conditional at FCVD at -1SD 0.28 4.62 0.00 0.18 0.39 
INT- > PSY conditional at FCVD at mean 0.19 4.76 0.00 0.12 0.25 
INT- > PSY conditional at FCVD at +1SD 0.09 1.44 0.08 − 0.01 0.20 

Source: Authors’ compilation   
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Fig. 1. Structural model results. 
Note (s). TL-INTSTL, TL-INDCON, TL-INSMOT, TL-IDINF, PSY, EXT, OPN, Ageofresp are used to denote intellectual stimulation, individualized 
consideration, inspirational motivation, idealized influence, psychological capital, extroversion, openness, and age of respondent respectively. 
Source: Authors’ compilation  

Fig. 2. Moderation graph. 
Note (s). INTSTL and FCVD refer to intellectual stimulation and fear of COVID-19 respectively. 
Source: Authors’ compilation 

3. Measurement tools  

1. Multifactor leadership questionnaire (MLQ) 
https://www.mindgarden.com/16-multifactor-leadership-questionnaire  

2. Psychological capital questionnaire (PCQ) 
https://www.mindgarden.com/136-psychological-capital-questionnaire  

3. Big Five Inventory-10 (BFI)  

Big Five Inventory-10 (BFI)  

Statement 
I am someone who …. 

Scale 

1 2 3 4 5 

(continued on next page) 

F. Njaramba                                                                                                                                                                                                             

https://www.mindgarden.com/16-multifactor-leadership-questionnaire
https://www.mindgarden.com/136-psychological-capital-questionnaire


Heliyon 10 (2024) e35900

15

(continued ) 

Statement 
I am someone who …. 

Scale 

1 2 3 4 5 

is reserved      
is generally trusting      
tends to be lazy      
is relaxed, handles stress well      
has few artistic interests      
is outgoing, sociable      
tends to find fault with others      
does a thorough job      
gets nervous easily      
has an active imagination       

Source: Rammstedt and John (2007) 
Scoring the BFI-10 scales (R = item is reverse-scored): 
Extraversion: 1R, 5. 
Agreeableness: 2, 7R 
Conscientiousness: 3R, 8. 
Neuroticism: 4R, 9. 
Openness to Experience: 5R, 10. 
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