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Abstract

Family businesses have been the subject of research and policy making for several
years. However, while the Greek business landscape is highly dependent on family
businesses, with 80% of owners considering their business family-run, the endogenous
factors that determine the performance and competitiveness of these businesses have
little concern for academia and research community. The utilization of modern tools
for evaluating the quality characteristics of human behavior of family business
managers is essential to identify their impact on management performance. Therefore,
the performance of these companies are the points where a significant research gap is
identified, which leads to the central hypothesis: "If and to what extent emotional
intelligence, Machiavellianism and economic opportunism, affect the administration
and management and ultimately the performance of family businesses ". The
methodological approach for a substantiated answer to the question consists in the
adoption of modern tools for conducting primary research with questionnaires in a pan-
Hellenic sample of family businesses, the creation of a database and their statistical-

inductive analysis.

Keywords: family business; emotional intelligence; Machiavellianism; economic

opportunism; performance
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Introduction

Emotional intelligence (EI) adopted by economics as an effectiveness variable
of management capacity of businesses and organizations has been the subject of
academic interest in recent decades' (Law et al., 2004; Goleman, 1998; Coté, 2014).
However, despite multifaceted research approaches to identifying, evaluating,
controlling and regulating emotions, no consensus has been reached as to whether EI is
an ability or a trait of human behavior, thus preventing the formulation of a universally
accepted definition (Ciarocchi et al., 2001). Nonetheless, after multiple efforts towards
conceptualizing EI, more generalized definitions that cover the range of EI dimensions
have been given and are used widely in the literature (Coté et al., 2014), followed by
various theoretical approaches and conceptual models regarding the nature of EI as a
personality trait or an ability that leads to maximizing performance.

Regardless of the theoretical approach adopted, the role of emotional
intelligence in management practices and business psychology has proven to be more
than acceptable in working environments (Coetzee & Harry, 2014; Obradovic et al.,
2013). The managers’ ability to plan, organize, motivate and positively influence the
fulfillment of their business goals is a basic prerequisite for managerial efficiency
(Ashraf & Khan, 2012; Dinh et al., 2014; Tonidandel et al., 2012). At the same time,
EI is considered to be an important success factor in interpersonal relationships in the
work environment for operating effectively and reaching high performance (Goleman,
1998). Although the effect of emotions on private sector businesses is acknowledged
in the literature, the idea of EI in challenging environments like a family business has
not yet been explicitly explored (Gémez-Betancourt et al., 2014; Labaki et al., 2013;
Rafaeli, 2013)

Family firms are one of those professional management arenas highly affected
by the behavior and personality of their human capital, in managerial or non-managerial
positions (Gomez-Betancourt et al., 2014; Brundin and Sharma, 2012). The
overlapping needs occurring between the “family” and the “business” in the process of
running a family business may lead to misunderstandings and conflicts, which could be

avoided by mapping and understanding the factors determining shareholders’ behavior

1There is confusion over the concepts of administration and management, especially in the Greek language
(6loiknon-8iaxeipion), due to their overlapping content. Management is defined as the act of managing people
and their work, in order to achieve a common goal through the efficient use of resources.



and motivations (Woods et al., 2019; Newstrom & Davis, 2002; Ensley et al., 2007;
Kellermans & Eddleston, 2007).

The uniqueness of the family business is mostly attributed to the family and
personality factors that affect the dynamic system of ownership, management and
governance of the business and influence decision-making and effective use of limited
resources (Astrachan et al., 2002; Feltham et al., 2005; Newbert & Craig, 2017). In
parallel, giving the right job positions to the right people-family members of a family
firm contributes to the avoidance of potential manipulative tactics (Jaskiewicz & Klein,
2007), like Machiavellianism, that may lead to opportunistic behaviors. The main
source of these opportunistic intra-business phenomena, a common challenge in family
businesses, is attributed to the role that the firm’s manager holds over his subordinates
who are usually his relatives too (Leeson, 2011; Poza et al. 2004; Burkart et al., 1997;
Vassiliadis & Vassiliadis, 2014). The empirical investigation of EI levels and
personality traits like Machiavellian and opportunistic behavior of the manager and the
family firm’s workforce, seems critical in understanding the role of emotions in family
business dynamics and in drawing conclusions regarding their effects on the overall
business performance.

Utilization of modern measurement tools for the observation, measurement and
evaluation of the qualitative characteristics of family business managers’ behavior, the
interpersonal relations within the family and their influence on the general performance
of these firms, have not been extensively examined (Chrisman et al., 2012; Chua et al.,
2018; Basco, 2017; Madison et al., 2016; Williams et al., 2018) This doctoral
dissertation aspires to fill this gap by responding to the central research question: “If
and to what extent the level of emotional intelligence, Machiavellianism and
opportunism of a family business manager, affects the performance of family
businesses”.

In order to investigate, analyze and answer the above question, the present
doctoral thesis begins with the clarification of the terms under consideration, that is: EI,
Machiavellianism and opportunism. The review of the related developed theoretical
approaches of EI drove the design and implementation of the adopted methodology.
The configuration of the questionnaire, the design of the sample, the conduct of the
pilot research and the analysis of the collected qualitative and quantitative data are the

steps involved in the aforementioned methodology process.



In the first chapter, the international literature on the theoretical concept of EI
is reviewed. The history of the use of the term, from Aristotle to the theories of multiple
intelligences, is discussed together with the conceptualization of EI. The models and
tools developed for the measurement of El, categorized as “self-report-based-on-traits”
and “maximum-performance-based-on-abilities” measures, are quoted
comprehensively. The chapter closes by exploring the application of emotional
intelligence in everyday life, with an emphasis on the family business work
environment.

The concept of the alternative — so-called “dark” — aspect of emotional
intelligence and its relationship with the Dark Triad of personality (narcissism,
Machiavellianism, psychopathy) is introduced in the second chapter of the literature
review. Emphasis is given to the definitions and measurement tools developed so far,
so that familiarity with Machiavellianism is achieved for the reader.

The institutional role of the family business is explored in the third chapter. The
analysis of the unique characteristics attached to family businesses lead to a better
comprehension of the operational process of those businesses. Next, the role of
emotions in the managerial processes of the family firm, together with the concept of
economic opportunism, is discussed in conjunction with the family business
performance. In the fourth chapter, the research hypotheses emerged from the literature
review are summarized.

The design, planning and implementation of the adopted methodology in the
fieldwork is extensively discussed in the fifth chapter of the present thesis. Emphasis is
given to the development of the questionnaire, involving back-translation process to
secure the validity and reliability of the adopted EI, Machiavellianism and opportunism
measurement tools. For this purpose, a pilot test of the final questionnaire was
conducted. Finally, the research method adopted for the sample collection of the
primary data is presented together with an extensive descriptive and inductive analysis
of the data and findings.

In response to the central hypothesis and the sub-hypotheses combined with the
statistical findings, the related results and conclusions are summarized in the sixth
chapter. Since nothing is perfect and not all aspects of the issue could be tackled bearing
in mind the limited resources, the limitations that need to be taken into consideration
are pointed out, as well as suggestions for further research on this topic, so as to evaluate

findings.



This doctoral dissertation contributes to the promotion of the existing research
material in the field of administration and management of companies and organizations
in relation to the elements of human behavior and its further development. Family
businesses are considered to be a mixture of social and economic forces, with their
development and sustainability oscillating between the needs of the business and the
expectations of family members. Therefore, it is necessary to identify and evaluate the
factors that affect their optimal performance and contribute to it. The analysis and
findings of the fieldwork information aims at the future establishment of socially
"smart" companies, able to take advantage of the diversity of their human resources.
The ultimate goal is to identify means of improvement of performance, reducing at the
same time the mortality rate of family businesses, which are vital pillars of
socioeconomic development.

The designed and planned methodology adopted for the validation of the
questionnaire, the sample, the whole process of the fieldwork and the statistical analysis
of the collected information could very well contribute to the research effectiveness.
Concurrently, the fulfillment of Social Science goals, including knowledge acquisition
and the avoidance of future mistakes, and the production of technology in order to
facilitate everyday life is achieved. More specifically, the topic touches on two sub-
disciplines of the social sciences, those of Psychology and Economics, studying the part
of individual and social behavior and action that is most associated with satisfaction
and the use of material requirements that lead to prosperity. Thus it covers the scientific
gap in which the study of the individual as a member of the family and manager of the
family business aims to facilitate the resolution of key issues that hinder the smooth

conduct of business activity to date.



A. LITERATURE REVIEW

1. The concept of Emotional Intelligence

The interpretation of everyday situations is a mental process that people follow
unconsciously, driven by the heuristic experience of their emotions (Kunnanatt, 2004;
Mayer et al., 2008). These situations contain information and stimuli perceived by
individuals and interpreted in conjunction with the emotion experienced each moment,
determining behavioral actions both on a personal and professional level (Carmelli,
2003). Awareness and recognition of such emotional experiences work as part of an
innate quality called Emotional Intelligence (EI), that, as discussed below, could be a
regulating factor of human behavior in everyday life, working and family
environments.

The evolution of theoretical approaches and empirical findings supporting EI as
an inherent trait of personality, an ability, or a mixture of skills to improve performance
at any level (Mayer & Salovey, 1997; Bracket & Mayer, 2003; Fiori & Antonakis,
2011; Maul, 2012; Rossen and Kranzler, 2009; Goleman, 1995; Bar-On, 1997; Petrides
and Furnham, 2001; Mikolajczak et al., 2006; Siegling et al., 2017; Davies et al., 1998;
Chamorro-Premuzic et al., 2017; Andrei et al., 2016; Sanchez-Ruiz et al., 2016; Di
Fabio et al. al., 2016; Feher et al., 2019) are reviewed and evaluated in this chapter. In
parallel, the definitions of EI are reviewed and analyzed to identify possible
commonalities among the wide range of theoretical approaches developed so far
(Mayer & Salovey, 1997; Goleman, 1995; Davies, Stankov & Roberts, 1998; Bar-On,
1997; Cote et al., 2014). The applied measurement tools and psychometric tests
developed to identify EI levels are presented and evaluated in order to select the most
appropriate method to serve best the empirical part of the thesis. Finally, the practical
implementation of EI in everyday life, with special focus on working environments, is

reviewed and analyzed.

1.1. Historical Background
1.1.1. From Greek philosophers to social intelligence models
Although EI has been conceptualized recently, the theory and its dimensions
were mentioned frequently by the Greek stoic philosophers. Greek philosopher
Aristotle in Rhetoric, Book II states that emotions are “a precondition for the operation

of the cognitive forces of the imagination and the intellect”. In his theory, to have an



emotion is to experience pain, pleasure, or both, where this pain or pleasure is
intentional and representational. Aristotle was probably the first to point out in Ithica

Nikomachia the importance of emotions in human interaction.

"Everyone can get angry, it's easy. But getting angry with the right person, to the right
degree, for the right reason, at the right time and in the right way, is not easy at all."

Aristotle, "Ithica Nikomachia", 1109a, 26-29

Aristotle’s point of view on emotions, though it has some limitations since he examines
emotion from a physical perspective, has considerable merits. Indeed, in the Middle
Ages, the Aristotelian view of emotions was adopted and further developed by
scholasticism, and in particular by Thomas Aquinas (Scherer, 2005). The philosophical
research (Spinoza, Descartes, etc.) on the relation of mind and body (Scherer, 2005)
influenced by stoics, stating that emotions are psycho-physical events expressed by
changes in physical vitality was followed by the analysis of potential components of
emotion such as cognitive appraisal, bodily symptoms, action tendencies, facial and
vocal expression and feelings (Scherer, 2005). At an early stage, the creation of this
mental state works in proportion to the incoming emotional stimulus (Reizensein, 2007;
Widen & Russell, 2010) as an outward movement, a momentum that is born inside the
human self and "speaks" to the environment, inevitably and imperceptibly permeating
his mental life. Evolutionarily, emotion was defined as “mental arousal, the mental
state accompanied by a corresponding mood” (Mulligan & Scherer, 2012), which led
to arguments over the relationship of emotions with the newly presented terms of
cognition and intelligence (Bula, 2018).

The acknowledgement of the multidimensional nature of intelligence as a
mixture of distinct and independent mental and cognitive abilities that complement
each other socially and emotionally, has its roots in the early 1920s (Thorndike, 1920).
The strong interest in the effect of sense and emotion prevailed over the initial view

that intelligence depends solely on the cognitive factor (Weschler, 1958)%. The term

2 David Wechsler (1896-1981) was a Romanian-American psychologist known for his intelligence tests (Wechsler-
Bellevue Intelligence Test, Wechsler Intelligence Scale for Children, Wechsler Preschool and Primary Scale of
Intelligence), a proponent of the belief that intelligent behavior is the result not only of cognitive factors. According
to Wechsler, intelligence is "the universal ability of the individual to function purposefully, to think rationally, and
to deal effectively with his environment." For more information see Wechsler, D. (1958). The measurement and
appraisal of adult intelligence. Baltimore: The Williams and Wilkins Company.



“emotional intelligence” first appears in an article by Beldoch (1964), part of the book
"The communication of emotional meaning" to re-appear two years later in the field of
psychiatry (B. Leuner, 1966). It was, however, McClelland’s work in 1973 that sparked
interest in emotional intelligence. In his work, EI is placed in the context of the work
environment, where a set of specific skills, including empathy, self-discipline and
initiative, make the most successful employees stand out (McClelland, 1973).

In the early eighties, Gardner’s (1983)® concept of interpersonal and
intrapersonal intelligence (theory of multiple intelligences) and Sternberg's (1985)
concept of experiential, constituent, and contextual intelligence (triarchic model*),
made clear that cognitive intelligence coexists with other types of intelligence, probably
including EI. Also, preliminary studies on the development of individuals’ EI (Wayne,
1985), focusing on factors related to personality elements such as social, intrapersonal

and emotional abilities® (Riggio, 1986; Cheung & Hue, 2015; Obradovic et al., 2013),

3 In the theory of multiple intelligences, Gardner challenges the concept of intelligence as a fixed parameter
capable of being evaluated through a test, referring to multifactoriality. The skills that contribute to the functioning
of intelligence that meet certain criteria (a) Existence of a corresponding brain center, b) Existence of individuals
with highly developed abilities, c) Existence of a clear path of development of mental capacity and creation of
specific products; ) Existence of evolutionary history in the human species, e) Research support from psychometric
research, f) Research support from Experimental Psychology, g) Existence of a set of individual cognitive functions,
h) Possibility of expression in a symbolic. Based on these criteria, he recognizes the following eight types of
intelligence: linguistic, logical, mathematical, spatial, kinesthetic, music, intrapersonal, interpersonal, naturalistic.
For more information see Gardner, H. (1983). Frames of mind: The theory of multiple intelligences. New York: Basic
Books, Fontana Press, London.

4 The triarchic model is a theory that was originally used to interpret unusual intelligence in children, but also to
prove the inadequacy of the intelligence tests developed so far. Sternberg's three-pronged theory of intelligence
consists of the following three hypotheses: component, experiential, and contextual. A complete explanation of
intelligence implies the interaction of these three hypotheses. Constituent hypothesis determines the capacity of
the mental processes that underlie behavior, while contextual theory connects intelligence with the outside world
in terms of which behaviors are considered intelligent and under what conditions. Experiential hypothesis refers
to the relationship between behavior toward a given goal-situation and the individual's accumulated experience
in relation to that goal or situation. For more information see Sternberg, R.J. (1985). Beyond IQ: A triarchic theory
of human intelligence. Cambridge: Cambridge University Press.

5 The repertoire of human emotions includes emotions such as joy, eagerness, surprise, fear, anger, sadness,
jealousy, disgust, etc. (Kunnanatt, 2004). Emotions relate to the integration of the senses associated with
physiological changes, cognitive patterns of action (reactions), and internal experiences, as they emerge, through
mental capacity, from personal assessments of situations. Intelligence is the mental capacity that allows
recognition, learning, memory, and the ability to speak to perceive specific forms of information, such as oral
information or visual information (Mayer et al., 2008). For a long time, it was considered that the primary and main
factor influencing personal, interpersonal and professional development, 1Q, is the main factor that contributes to
professional, personal and interpersonal development. The first successful attempt to measure and evaluate IQ
(The Binet - Simon Test) is due to the construction of an intelligence test in relation to the ability to learn in the
school environment. Since then, additional scales have been created to measure intelligence and its high levels
were considered to have a major impact on an individual's success. In ancient Greece, the prevailing belief was



laid the foundation for more extensive research, leading to the conceptualization of a
form of intelligence theoretically stronger and empirically more independent than

social intelligence®.

1.1.2. Evolution of conceptualization and measurement of EI

1.1.2.1.  The 1990’s: Progress in EI conceptual frameworks and
psychometric tests

The issue of EI, reflected in the theory and application of organizational
behavior and management, has captured the interest of academia and business since the
last quarter of the 20™ century (Barsade et al., 2003. Coetzee & Harry, 2014; Obradovic
et al., 2013). Emotional Intelligence (EI) or Emotional Quotient (EQ) is a term used by
scientists to describe a person’s specific traits and competences that contribute to the
success of individuals’ lives, especially their work (Parker et al., 2004; Doe et al., 2015;
Romanelli et al., 2006).

The very first theoretical effort to conceptualize EI (Greenspan, 1989) was
overshadowed by well-argued theories (e.g., Mayer & Salovey theory of EI, Bar-On’ s
theory of EI, etc.) that provide a sound basis for the development of more complicated
models and measurement tools (Mayer & Salovey, 1990; Salovey et al., 1995; Tapia &
Burry Stock, 1998; Jordan et al., 2002; Martinez-Pons, 2000). Most of the theories and
the ensuing discussions about EI perceive it as an "umbrella" concept that includes
further dimensions (abilities, characteristics, skills) and that focus on a range of human
nature, such as cognitive potential, personality, and behavior.

The sound theoretical basis of EI, paving the way for further research on a new
field of study, was laid down by Mayer’s & Salovey’s (1990) definition of EI: “the

’

subset of social intelligence that involves the ability to monitor one's own and others

that logic was superior to emotion, because people usually agree on logical arguments, but often disagree on
emotions. However, even later, the idea that logic was superior to sentimentality is not universally accepted
(Mayer et al., 2008), as later studies (Gardner's theories of multiple intelligence, Sternberg's trinity model, etc.),
creating the trigger for the study of socio-emotional factors that influence behavior and decision making.

6 According to Mayer and Salovey (1993), the context of the emotional intelligence is examined in terms of whether
it is a form of intelligence, what mechanisms work when one uses emotional intelligence, and whether it is
ultimately correct to call it intelligence. They consider the possibility of associating it as a term of ability with
differences from the classical functions of abilities, since here we are talking about emotion management,
expression of emotions verbally and not. Different types of people will be more or less emotionally intelligent,
which will affect their behavior and the way they make decisions. The purpose of that period was to formulate the
framework of emotional intelligence in order to extend the exploration and use of the term research literature
that could be related to each other as well as to encourage new research on the subject. Mayer, J.D. and Salovey,
P. (1993). The intelligence of emotional intelligence. Intelligence, 77 (4), 433-442



feelings and emotions, to discriminate among them and to use this information to guide
one's thinking and actions”. Here, based on the earlier research on emotions and types
of intelligence, EI is considered a subset of social intelligence, with focus on the
regulation of emotions in interpersonal relationships (Gardner, 1983; Wayne, 1985;
Obradovic et al., 2013).

The need for the public to become acquainted with the concept of EI gave new
impetus to the study of human behavior, favoring its popularization with the publication
of more digestible treatises on the subject of self-improvement (Goleman, 1995; 1998).
Hence, EI is considered a competence (not an ability) that enables the individual to
recognize, understand and use emotional information in a way that leads to effective
performance (Goleman, 1995; Goleman 1998) because it “includes self-control,
enthusiasm, persistence, and the capacity to motivate oneself’ (Goleman, 1995).
Characteristics, such as self-control, zeal, perseverance, and the ability to create self-
motivation, are detected in the broader context of EI (Goleman, 1995). Moreover, great
emphasis is placed on conscious understanding of emotions, at interpersonal and
intrapersonal levels (Goleman 1998) in the light of goal setting, goal achievement and
effective problem solving (Platsidou, 2004).

Later, Goleman’s research team adopted sub-dimensions, like self-awareness,
self-regulation, internal motivation, empathy and social skills, to analyze EI (Goleman,
1995; 1998; Goleman & Boyatzis, 2001). The first sub-dimension, self-awareness, is
the ability to “read” one's emotions and recognize their effects in order to make
decisions, while self-regulation involves both controlling emotions and impulses, and
adapting to changing circumstances (thinking before acting). The third dimension,
internal motivation, represents each individual’s aspiration, something like what is
really important in life. Fourth in line, empathy, includes the ability to feel, understand,
and react to the emotions of others at the social level (to be in the other person’s shoes).
Finally, social skills, the fifth dimension, implies an individual’s ability in managing
relationships and building networks (Goleman, 1998; Goleman & Boyatzis, 2001). It is
important to emphasize that all these five dimensions include a set of emotional abilities
that act as potential competencies needing to be developed by someone to achieve high
performance (Boyatzis, Goleman, & Rhee, 1999). The level of a person’s focus on his
inner feelings and emotional states, his ability to understand and distinguish between

emotions and the ability of regulating moods and restoring negative emotional



experiences, are only some of the elements that comprise the concept of EI (Fitness &
Curtis, 2005).

The quoted range of approaches signaled the need for quantifying EI, by
implementing the so-far developed theoretical models and setting a new milestone in
EI measurement research. A very first attempt to measure EI, the Trait Meta-Mood
Scale (TMMS), was designed by Mayer and Salovey to assess the relatively constant
individual differences in people's tendency to monitor, separate, and regulate their
moods and emotions (Salovey et al., 1995). TMMS, the first self-report tool developed
to measure perceived EI through peoples’ beliefs and attitudes, revealed dimensions of
EI related to individuals’ attention to emotions and feelings, emotional clarity and
emotion repair.

In its original version, TMMS was an extensive 48-item questionnaire to be
reduced, by the same authors (Salovey et al., 1995), in a subsequent, more efficient,
version to 30 items. The shorter version has high internal consistency for its three
factors (Attention, Cronbach’s alpha = 0.86, Clarity, alpha = 0.87 and Repair, alpha =
0.82) (Salovey et al., 1995; Ciarrochi, Chan & Bajgar, 2001; Petrides & Furnham, 2000;
Saklofske et al., 2003; Schutte et al., 2000; Perez et al., 2005). Respondents are asked
to state their level of agreement on a 5-point Likert scale (from 1: strongly disagree, to
5: strongly agree). The translation of TMMS into various languages has confirmed its
validity and reliability (Fernandez-Berrocal et al., 2004).

Though the first half of the 90’s could be defined as the period of early research
on the conceptualization and measurement of EI, the second half was characterized by
new and more comprehensive research efforts aiming to establish a unanimous
definition and new measurement tools. The development of new theoretical
approaches, on the basis of revising and enhancing existed conceptual models, shed
light on the multidimensionality issues of EI. More specifically, Mayer’s & Salovey’s
revision of their early 1990 definition of EI led in 1997 to a new definition of EI: “the
ability to perceive emotions, to access and generate emotions so as to assist thought, to
understand emotions and emotional knowledge, and to reflectively regulate emotions
so as to promote emotional and intellectual growth” (Mayer & Salovey, 1997). It
becomes obvious that EI is now clearly defined as an ability rather than as a subset of
another type of intelligence (social). Furthermore, the term “growth” is introduced in
this definition, revealing that EI could work as a potential factor in positive outcomes

like increased performance and productivity.
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Performing confirmatory analysis has indicated that EI can be divided into four
further dimensions: (a) perception, appraisal and expression of emotions, (b) emotional
facilitation of thinking, (c) understanding and analysis of emotional information and
(d) regulation of emotion (Mayer & Salovey, 1997). Also, the appraisal of one’s
emotional states seems to facilitate problem solving, judgement and creativity
(Salovey, Mayer & Caruso, 2002). The hierarchy of those dimensions suggests that the
emotions is a concept that can be (1) perceived, (2) appraised, (3) expressed, (4)
understood, (5) analyzed and (6) regulated. The emotions’ regulation is at the highest
and most complex level of the hierarchy. Therefore, the ability to regulate the emotions
of others is built on the previous actions. The Mayer & Salovey theoretical approach to
EI could possibly guide the understanding of the two systems of thinking (fast and slow)
described in Daniel Kahneman’s work about the pervasive influence of intuitive
impressions on thoughts and behavior (Kahneman, 2011).

While the revision of the Mayer and Salovey definition and conceptual model
of EI was taking place, Reuven Bar-On (1997) published his work on EI
conceptualization which claims that cognitive skills are not related to EI. More
specifically, Bar-On states that EI is correlated with social intelligence as a combination
of non-cognitive capacities, aptitudes and abilities that facilitate coping with exogenous
environment challenges (Bar-On, 1997). The Bar-On’s concept of EI is related to
performance by focusing on the process and not the result (Bar-On, 2002). The Bar-On
theory concentrates on a range of emotional and social skills, such as the ability to
know, understand, and express oneself, the ability to know and understand others, the
ability to deal with strong emotions, and the ability to adapt to change, as well as in
solving social and personal problems A prerequisite for interpreting and understanding
Bar-On’s conceptual framework is that EI is developed over time and can be improved
through self-training (Bar-On, 2002). In addition, it is argued that people with higher-
than-average EI are generally more successful in dealing with demanding and stressful
situations, while lack of EI can mean failure and emotional problems. Consequently, in
this model it is argued that emotional intelligence and cognitive intelligence contribute
equally to an individual's intelligence, which in turn provides an indication of the
potential for achieving personal goals (Bar-On, 2002).

The first attempt to measure and evaluate the individual’s levels of EI using
TMMS, although an important step in EI research was not the final one. Bar-On’s

conceptualization of EI could be considered the first complete approach, because it
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combines the theory supporting the conceptual model and the associated measurement
tool. The Emotional Quotient Inventory (EQ-I; Bar-On, 1997) is a self-report
psychometric questionnaire measuring emotionally and socially intelligent behavior
that assesses EI (Bar-On, 2004; Bar-On, 1997; Geher, 2004). It consists of 133 items
and uses a 5-point Likert scale ranging from "very rare or not true" (1) to "very often
true for me or true for me" (5). EQ-I is suitable for people aged 17 and over and takes
about 40 minutes to complete. The individual responses make an overall EQ score that
results from the following five scales: (a) Intrapersonal, (b) Interpersonal, (c) Stress
Management, (d) Adaptability and (e) General Mood. The EQ-I is not intended to
measure personality traits or cognitive ability but rather to measure the ability to cope
with the demands and pressures of one's environment (Dawda & Hart 2000; Bar-On
2002). Versions of the questionnaire have been translated into a number of languages
and have been used in different populations and situations.

The multidisciplinary nature of EI and the various theoretical approaches have
so far obstructed the adoption of a unanimous EI definition. An additional approach to
EI conceptualization towards a globally accepted EI concept was introduced by Davies
et al. (1998), in which all the past theories of EI are summarized in four dimensions
that form a new definition of EI (Davies et al., 1998). More specifically, the individual’s
ability to understand and express deeper emotions is considered vital for the
acknowledgement of emotions in the personal and interpersonal levels, creating the first
dimension entitled “appraisal and expression of emotion in oneself’. The second
dimension, “appraisal and recognition of emotion in others” relates to an individual’s
ability to perceive and understand the emotions of the people around them, enabling
sometimes the prediction of others’ emotional responses. The ability of a person to
regulate their emotional state, enabling control of impulses and rapid recovery from
psychological distress is the basis for the third dimension in this EI model, “regulation
of emotion in oneself’. The fourth dimension, “use of emotion to facilitate
performance”, reflects the ability of a person to make use of their emotions by directing
those emotions toward constructive activities and personal performance. Recalling the
revised definition of EI (Mayer & Salovey, 1997), it is observed that this approach is
also focusing on the use of emotions to encourage engagement in positive and
productive directions, an approach that gained great attention later in the literature.

Along with the research attempt to design a matrix of EI subdimensions (Davies

et al., 1998), two new EI assessment tools based on the subcategories of the original
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Salovey and Mayer model, the Schutte Emotional Intelligence Scale (SEIS, Schutte
et al., 1998) and the Tapia Emotional Intelligence Inventory (TEII, Tapia & Burry-
Stock, 1998;), were published. The SEIS includes 33 self-report items and requires
respondents to rate the extent to which they agree or disagree with each of them on a
five-point scale (1 = strongly disagree, 5 = strongly agree) (Ciarocchi et al., 2000;
Petrides & Furnham, 2000). In SEIS, the perception, understanding, expression,
regulation and utilization of emotion in oneself and others are evaluated (Schutte et al.,
1998). Possible uses of this tool in theoretical research include exploring the nature of
El its impact, and the potential for cultivating and enhancing it (Schutte et al., 1998;
Jonker and Vosloo, 2008). On the other hand, the Tapia Emotional Intelligence
Inventory (TEI) is a self-report tool measuring EI as a trait of personality with items
that emphasize the functionality of perceptions and moods, instead of emotional
cognitive abilities (Tapia & Burry-Stock, 1998; Salovey & Mayer, 1990, 1997; Acker,
et al., 1996; Goleman, 1995).

The wide interest in newly published work on EI effects in the workplace
(Goleman, 1998) raised even more doubts on the theory developed thus far. However,
the new attempts (Dulewicz & Higgs, 1999) were based to a large extent on earlier EI
theoretical establishments. The consideration of EI as the competence of recognition,
comprehension and use of emotional information in a way that leads to effective
performance (Goleman, 1998) led to a new set of EI dimensions (self-awareness,
emotional resilience, motivation, interpersonal sensitivity, influence, intuitiveness,
conscientiousness and integrity). It is worth mentioning that the dimensions in this
model, as well as in the previously developed models, summarize and express abilities
and reactions to different situations under various circumstances, like decision making
approaches, motivation and self-consistency (Dulewicz & Higgs, 1999), also translated

into new attempts of EI assessment.

1.1.2.2.  The 2000’s: Innovative thinking in assessment and theory
of EI

Almost a decade after the publication of various conceptual models of EI and
the development of important EI measurement tools, unanimity had not been reached
either on the definition of EI or the most appropriate psychometric test for its
measurement. Early in the new millennium, making use of Goleman’s theoretical

model of EI (1995, 1998), the Emotional Competence Inventory 2.0, henceforth ECI,
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(Boyatzis et al, 2000. Sala, 2002) was developed, for application only in the workplace,
pointing out the need of specified EI assessment for different populations and
environments. The ECI consists of 110 items, of which 3 is the minimum number for
the evaluation of each competency, while it includes two ways of evaluation: a self-
reported evaluation measure where people are asked to evaluate their performance in
each of the competencies, and the evaluation by external evaluators, such as colleagues
or supervisors (360° assessment).

Self-reported EI obtained wide acceptance by the academic and entrepreneurial
community, confirmed by the utilization of self-report EI measurement tools like ECI,
EQ-I, TMMS, etc. However, the need to support the argument that EI can be used as a
tool to achieve maximum performance led to the development of measurement tools
focused on the personal outcome of a situation, rather than the personal perception of
the best behavior adopted concerning it. The Mayer Salovey Caruso Emotional
Intelligence Test (MSCEIT) was the psychometric test designed to assess EI as an
ability that can lead to enhanced performance in the workplace and everyday life. Since
its publication in 2000, under the original name Multifactor Emotional Intelligence
Scale or MEIS, MSCEIT has undergone several revisions. Its current form reflects the
four-dimensional model of EI of Mayer and Salovey (1997) and its 141 items are
answered using the Likert scale 1 to 5. MSCEIT is considered to be a valid measure of
EI assessment (Mayer, Salovey, Caruso, 2000; Mayer, Caruso, Salovey 2008; Mayer,
Salovey, Caruso, Sitarenios, 2003; Mayer, Salovey, Caruso, 2012) despite compelling
doubts expressed about its reliability (e.g., Matthews, Roberts, Zeidner, 2004; Fiori,
Antonakis, 2011; Maul, 2012; Petrides, 2011).

MSCEIT is a competency questionnaire where respondents are presented with
emotional problems and are asked to choose the best answer from a series of options
(Mayer, Caruso and Salovey, 2000). More specifically, the MSCEIT includes items that
ask respondents to: (a) identify emotions in photographs of faces, images and
landscapes, (b) compare different emotions with different senses such as colors, (c)
indicate how emotions affect their thinking and reasoning, (d) aggregate simple to more
complex emotions and (e) evaluate the effectiveness of different emotion regulation
strategies in both the interpersonal and interpersonal environment, making it one of a
kind in contrast to the EI psychometric tests developed earlier. Respondents' scores are
based on the degree to which their answers match the answers provided by a panel of

experts from the International Society for Research on Emotion. Measuring EI adopting
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an aptitude test removes the limitations of self-report and peer-report tests, introducing
likewise an original difference in the process of assessment, almost making it an
experience. Studies have also shown appropriate correlation with personality traits
(Brackett and Mayer, 2003) and the validity of criteria with results such as the quality
of social interactions (Lopes et al., 2004, 2005).

Recognizing the inherent subjectivity of emotional experience, a new definition

of EI, that of personality trait, was adopted (Petrides and Furnham, 2001). This

innovative approach was accepted in the international literature (Mikolajczak et al.,
2006; Siegling et al., 2017; Chamorro-Premuzic et al., 2017; Andrei et al., 2016;
Sanchez-Ruiz et al., 2016; Di Fabio et al., 2016; Feher et al., 2019) and altered
drastically the perception of EI that had been formed so far.

In the personality-trait approach, EI is perceived as "a constellation of
emotional self-perceptions located at the lower levels of personality hierarchies"
(Petrides, 2010, p.137) Ito this extent, EI or more accurately trait EI concerns the
personal assessments and moods about one’s emotional state and functionality, under
fifteen dimensions that were formed with the use of exploratory and confirmatory factor

analyses (Figure 1).

Facets High scorers perceive themselves as . . .
Adaptability .. . flexible and willing to adapt to new conditions
Assertiveness .. . forthright, frank and willing to stand up for their rights
Emotion perception (self and others) .. . clear about their own and other people’s feelings
Emotion expression .. . capable of communicating their feelings to others
Emotion management (others) . . . capable of influencing other people’s feelings

Emotion regulation .. . capable of controlling their emotions

Impulsiveness (low) .. . reflective and less likely to give in to their urges
Relationships . . . capable of having fulfilling personal relationships
Self-esteem .. . successful and self-confident

Self-motivation .. . driven and unlikely to give up in the face of adversity
Social awareness .. . accomplished networkers with excellent social skills
Stress management . . . capable of withstanding pressure and regulating stress
Trait empathy . . . capable of taking someone else’s perspective

Trait happiness .. . cheerful and satisfied with their lives

Trait optimism . . . confident and likely to ‘look on the bright side’ of life

Source: Petrides, K. V., & Furnham, A. (2001). Trait emotional intelligence: Psychometric investigation with reference to
established trait taxonomies. European journal of personality, 15(6), 425-448

Figure 1: Emotional Intelligence model as a trait
However, although the conceptualization of EI as a personality trait was a
theoretically groundbreaking, it did not prevent the development of one more accepted

self-report EI measurement tool, the Swinburne University Emotional Intelligence
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Test, henceforth SUEIT (Palmer & Stough, 2001). SUEIT aimed to examine the
following five dimensions: (a) Emotional recognition and expression, (b) Immediate
recognition of emotions, (c) Understanding of external emotions, (d) Emotional
management and (e) Emotional control. It is a 64-item self-report tool, where items are
rated on a 5-point Likert scale ranging from "almost never" to "almost always" and
measures the frequency with which an individual typically displays emotionally
intelligent behaviors in the workplace. Because SUEIT ignores basic aspects of
personality such as happiness or impulsivity, it is considered that it cannot entirely
reflect each aspect of the EI dimensions examined.

Summing up, the foregoing review of EI models developed so far could support
the view that EI is an adaptive competence that enables dealing with emotional events
and experiences”, where the individual’s emotional ability and behavior is reflected in
the cognitive (Matthews et al., 2002). Indeed, competences like problem solving,
awareness and understanding of emotions in self and others, impulse control, emotion
regulation, coping with environmental stress and negative emotions, perspective taking
and empathy, are considered to be some of the core dimensions of EI according to this
argument (Matthews et al., 2002).

The importance of perception, comprehension and regulation of emotions led
to the need for development of the ability to “perceive, assess and express emotions
exactly on the basis of perception, comprehension and regulation” (Fernandez et al.,
2002), through valid and credible assessment, bringing cultural issues to the forefront
of EI assessment research (Fernandez-Berrocal et al., 2004)7.

In the name of the need for cultural adaptation of the psychometric tools
adopted to assess EI in the workplace, the Wong & Law Emotional Intelligence Scale
(WLEIS, Wong & Law, 2002) was developed. The WLEIS tool, initially developed
and used in Hong Kong and China, claims flexibility to adapt to samples of different
cultures (Huang, Chan, Lam, & Nan, 2010; Law, Wong, Huang & Li, 2008; Shi &
Wang, 2007; Wong & Law, 2002). Its use gained international popularity, despite the
challenge presented by its translation (Cheung, 2004; Hoyle & Smith, 1994; Whitman
et al., 2009; al., 2004; Shi & Wang, 2007; Whitman et al., 2009). Its reliability and the
validity of scores resulting from the evaluation of EI using WLEIS is demonstrated in

the literature (Law et al., 2004; Law, Wong, Huang, & Li, 2008; Shi & Wang, 2007;

7 This research team worked explicitly on the adjustment of TMMS Spanish version
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Wong & Law, 2002). WLEIS scores have also been shown to be valid for predicting
life satisfaction, academic performance, job performance, and job satisfaction (Song et
al., 2010; Law et al., 2008; Wong Law, 2002).

However, WLEIS was not the only psychometric tool of EI assessment that
made its debut in 2002. Another valid and reliable measurement tool, the Work Group
Emotional Intelligence Profile (WEIP), suitable for student populations (Jordan et al.,
2002), (Sue-Chan & Latham 2004; Donohue & Stevensen 2006; Kellett, Humphrey &
Sleeth 2006), was published the same year. The WEIP, based on the theoretical model
of Mayer and Salovey (1997), is a complex tool for assessing self-reported EI within
adolescent groups. The questionnaire in its final form consists of 27 items that assess
the behavioral use of specific emotional semantic abilities in a group environment. The
reliability test for WEIP demonstrates sufficient internal consistency for the overall
scale with Cronbach’s alpha from 0.86 to 0.93 (Jordan et al., 2002; Moriarty & Buckley
2003; Sue-Chan & Latham 2004). A later version of WEIP (WEIP-6, Jordan & Troth
2004) aimed to improve the reliability of the measure by increasing the number of items
to 30 and by reducing the number of subscales to 5. WEIP and WEIP-6 are considered
useful measures because they assess the dimensions of EI in the light of awareness,
empathy, management and focus. Both WEIP and WEIP-6 examine the individual's
own abilities in relation to dealing with other team members, which allows us to
examine both intrapersonal and interpersonal skills in a group context (Gardner 1983).
However, neither could be considered an easy-to-use measure because of their length,
in comparison with shorter EI measures that consist of half the number of items
(Gosling, Rentfrow & Swann, 2003).

Another definition of EI refers to the ability of individuals to process emotional
information in a variety of ways that are particularly concerned with perceiving,
assimilating, understanding, and managing their own and others' emotions (Mayer &
Cobb, 2000). That is, a person can function adaptively, when their beliefs about their
own feelings are in line with the beliefs of others concerning them, regardless of
whether these beliefs reflect reality or not. Indeed, EI could describe a good match
between the individual and their social environment (Zeidner et al., 2003).

The conceptualization of EI as a personality trait led to the development of the
Trait Emotional Intelligence Questionnaire (TEIQue) for measuring trait EI
(Furnham & Petrides, 2003; Pérez et.al, 2005; Petrides, Frederickson, & Furnham,
2004; Petrides & Furnham, 2001, 2003). The updated version of the original form of
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TEIQue includes 153 items supported by a four-dimensional structure that includes
well-being, self-control skills, and emotional and social skills (Petrides & Furnham,
2009; Cooper & Petrides 2010) and has been translated and validated in many
languages (Freudenthaler, Neubauer, Gabler, Scherl, & Rindermann, 2008;
Martskvishvili, Arutinov, & Mestvirishvili, 2013; Mikolajczak, et al., 2007). Its short
form, TEIQue-SF, is a 30-item measure of what we call global trait EI and its
components, which has been widely used (Arora et al., 2011; Siegling, Saklofske,
Vesely & Nordstokke, 2012). Research comparing TEIQue with other self-report
measures of EI focuses on the power of its psychometric properties and validity
(Freudenthaler et al., 2008; Gardner & Qualter, 2010; Martins, Ramalho, & Morin,
2010; Andrei, Siegling, Baldaro, & Petrides, 2015). Although there was a strong
concern that the resulting validity was mainly due to the overlap of content prediction
criteria (Zeidner, Matthews, & Roberts, 2012), the TEIQue scores themselves explain
the gradual variation in non-overlapping criteri (Laborde, Lautenbach, Allen, Herbert,
& Achtzehn, 2014).

The list of EI measures is not exhausted by those quoted above. A number of
self-report psychometric tests, such as the Emotional Intelligence - International
Personality Item Pool (EI-IPIP, http://www.ipip.org), the Emotional Intelligence
Self-Regulation Scale (EISRS, Martinez-Pons, 2000), Dulewich & Higgs's
Emotional Intelligence Questionnaire (DHEIQ, Dulewich & Higgs, 2001),
Emotional INTElligence Questionaire (INTE, Jaworowska & Matczak, 2001), the
Sjoberg Personality Test Battery (Sjoberg, 2001), Situational Test of Emotional
Management (STEM, MacCann & Roberts, 2008), Situational Test of Emotional
Understanding (STEU, MacCann & Roberts, 2008), Social Skills Inventory (SSI -
Riggio & Carney, 2003) and the Geneva Emotional Competence Test (GECo-
Schlegel & Mortillaro, 2019), were developed without, however, having found use in
the scientific literature due to the lack of confirmatory studies regarding their validity

and reliability.

1.2. Evaluating and measuring EI in every-day life
EI, after twenty-one years in the scientific forefront, is a field favored in applied
research in academic, educational and organizational contexts, in the light of human
well-being and life satisfaction (Costa & McCrae, 1992; Di Fabio & Kenny, 2011;

Mayer & Salovey, 1997). A search for the term "emotional intelligence" on scholar or
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non-scholar search platforms reveals over seven million hits, bearing witness to
researchers’ and practitioners’ strong interest and involvement in the field. Years of
research on EI have provided the necessary material for meta-analytic research, which
reveals the predictive power of the study of EI in areas such as education, academic
behavior, mental and physical health, and important areas of psychology (Bar-On,
1997; Martins, Ramalho & Morin, 2010; Mavroveli & Sanchez-Ruiz, 2011; Petrides,
2011).

In many cases EI is considered a prerequisite for a wide range of specialties,
such as the medical professions, social work, service delivery and management (Bar-
On & Parker, 2000), to improve relationships and communication skills (Schutte et al.,
2001) between doctors and patients, managers and their subordinates, salesmen and
customers. The focus of the literature on the social and psychological benefits of EI has
brought to light its positive effects on problem-solving, interpersonal communication,
self-management behavior and physical health® (Schutte et al., 2007; Extremera &
Fernandez-Berrocal, 2002; Nightingale al., 2018; Sharp et al., 2020). Furthermore, EI
is associated with stress sensitivity (Fallon et al., 2014) and is used in scientific, clinical
and health studies, organizations, and intercultural studies (Fernandez-Berrocal and
Extremera, 2008), in the context of life satisfaction (Sanchez-Alvarez et al., 2015),
personal well-being and general mental, psychological and physical state (Landa,
Martos Lopez-Zafra 2010; Extremera & Fernandez-Berrocal 2006; Gomez-Baya,
Mendoza & Paino 2016). Last but not least, EI is linked not only to the quality of
professional life, but also to disorders such as psychosis, anxiety and depression,
addressed to education and health workers, revealing another side, beyond the positive
already proven (Landa, Lopez-Zafra, Martos & del Carmen Aguilar-Luzon 2008;
Aradilla - Herrero, Tomas - Sabado & Gomez - Benito 2014; Petrides & Furnham,
2000; Saklofske et al., 2003; Austin et al., 2004).

Personal health and wellness are not the only fields where EI is evaluated. A
range of studies oriented towards management and leadership issues confirms the

connection of EI with higher levels of performance, since the workplace represents a

8 In particular, conditions such as chronic stress and the prolonged adverse effects that accompany it, such as
anger, depression and anxiety, can cause hypertension, heart problems and diabetes, susceptibility to viruses
and infections, and delayed wound healing. For more information see:

Bar-On, R. (2006). The Bar-On model of emotional-social intelligence (ESI). Psicothema, 18, 13-25.

Black, P. H., & Garbutt, L. D. (2002). Stress, inflammation and cardiovascular disease. Journal of psychosomatic
research, 52(1), 1-23
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separate social community, with peculiarities that differentiate it from personal life
(Dulewicz & Higgs, 2003; Law, Wong & Song, 2004; Day & Carroll, 2004; Millet,
2007; Rieck, 2008; Jacques, 2009). It has been statistically established that higher levels
of EIl allows a person to better understand themselves and others, to communicate more
effectively and to deal with difficult work situations. In other words, utilizing and
developing EI in the workplace can significantly improve the personal and social
capabilities of individuals in the workplace.

More specifically, emotionally intelligent employees have the ability to remain
calm and think logically in order to make better decisions. Moreover, lower-ranking
employees with advanced EI skills express the desire and ability to create and manage
high-quality relationships in the workplace (Lopes, Salovey, & Straus, 2003) to handle
situations and perform actions optimally (Moghadam, Tehrani & Amin, 2011). Part of
this can happen through motivation, the basic psychological process that individuals
use to stimulate themselves and push them into action in order to achieve the desired
results (Magnano et al., 2016). EI matters for motivation and motivation matters for
success. Whether in relation to work, personal goals or health, the emotionally
intelligent manager understands the deeper meaning of his or her expectations and self-
motivation skills needed to achieve them. High EI level managers usually have the
necessary communication skills to motivate themselves and others, skills that can be
extremely useful in the workplace (Beckerman & Zembylas, 2018; Minhas, 2017;
Essop & Hoque, 2018). Consequently, the emotionally intelligent managers of a
business can also influence employee motivation.

Regarding the recognition of emotions on the individual level but also with
reference to the emotions of others, emotional regulation is a key dimension of EI,
included almost in every reviewed theoretical model. Emotionally intelligent
individuals recognize and regulate their and others’ emotions, resulting in adequate
management of negative emotions, stress and mental health issues such as depression
(Mergal et al., 2019; Rezvani & Khosravi, 2019; Nespereira-Campuzano, Vazquez-
Campo, 2017; Fernandez-Berrocal & Extremera, 2016). These studies confirm the
effectiveness of El-related skills on people that deal with negative emotional states,
such as stress, and promote more positive emotions in their place.

Conversely, failure to deal with stress issues can lead to further deterioration of
the individual's mental state and in turn affect their physical health. For that matter,

research on the social, psychological and medical components of stress emphasizes the
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importance of dealing with negative emotions in order to deal effectively with stress
and in turn reduce potential negative psychological and physical health outcomes. The
work environment is now considered to be the main source of stress and the ability to
recognize the emotions and emotional information that arise in the workplace, is a vital
tool for preventing and dealing with negative stress, ultimately leading to greater life
satisfaction, happiness and personal development (Ruiz-Aranda, Extremera & Pineda-
Galan, 2014). EI’s close link to personal and professional development, through social
complexity ultimately influencing decision-making, seems to further influence
behavior management (Vaughan et al., 2019). Recognizing and regulating emotions in
the decision-making process acts as a deterrent to personal prejudice and biases that
could influence the decision, detecting the possible consequences of irrational decision
making. (Hess & Bacigalupo, 2011). Understanding the causes and consequences of
emotions allows the individual to further understand and manage emotional situations
and avoid objectivity. It is proven that emotionally intelligent individuals can manage
these emotional interferences and avoid emotionally driven decisions (Webb et al.,
2014; Alkozei et al., 2016).

In the family business field, although there is high attribution of emotions to the
family system (Carlock & Ward, 2001; Fleming, 2000; Kepner, 1983; Whiteside &
Brown, 1991; Dyer, 2003; Rogoff & Heck, 2003), the study of emotions within all the
family business systems as a unity has only recently started to gain attention (Astrachan
& Jaskiewicz, 2008; Melin et al., 2004; Van-den-Heuval et al., 2007). Emotional
constructs like emotional ownership (Bjornberg & Nicholson, 2008), family and
business emotional cohesion (Pieper, 2007), emotional returns and costs (Astrachan &
Jaskiewicz, 2008), and emotional value (Zellweger & Astrachan, 2008) were
conceptualized in order to analyze the role of emotions among the family members in
a family firm’s environment. However, in contrast to the organizational behaviour field,
emotions in the family business field have been mainly studied from the family point
of view (Carlock & Ward, 2001), whereas the business is also a highly emotional arena.

Finally, one cannot help but comment on the fact that it was undoubtedly
Goleman's book that sparked public interest in EI, further extending the field of analysis
with an additional book about EI in the workplace (Goleman, 2006), in order to
familiarize human resources with the implementation of EI in working environments.
Goleman's theoretical basis for EI has received mixed reviews at times. Studying his

work in parallel with the other theories, it is easy to understand that concepts such as
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"emotional literacy", "emotional health", "ability", and "skill" are used to refer to the
same content. In addition, it is claimed that the ECI-360 tool is the only authentic tool
for measuring emotional intelligence, which has not been confirmed in the international
literature, as it has not been used in scientific research. In addition, findings that verify
its validity and reliability, and therefore its suitability, have not been published for the
construction of this tool (Locke 2005; Eysenck, 2000; Elder, 1996; Lobaskova, 2015).

1.3. Conclusions

The theories and models developed to conceptualize EI were reviewed in this
chapter chronologically (Figure 1), with focus on the value added by research in the
field. The complexity of EI is attested by the multitude of theoretical approaches, and
also by the number of attempts to introduce EI as an adequately conceptualized
theoretical construct (Mayer & Salovey, 1990; Matthews et al., 2002; Geher, 2004;
Fiori & Antonakis, 2011; Maul, 2012; Rossen and Kranzler, 2009; Roberts et al., 2006;
Peters et al., 2009; Webb et al., 2013; Sanchez-Garcia et al., 2016; Mao et al., 2016;
Delgado et al., 2018; Mayer and Salovey, 2012).

2000
*—O *—0—0—0-

2001 2003 2019
v

Source: Tsirimokou, C., (2021), Emotional Intelligence in Family Business Management — An empirical study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Figure 2:EI conceptualization and measurement evolution timeline

Conceptualizing and defining EI depends on whether EI is considered to be an
ability or a trait (Mayer & Salovey, 1997; Goleman, 1995; Davies, Stankov & Roberts,
1998; Bar-On, 1997). Thus, EI is recommended as the set of skills that determine the
variability of accuracy in the way people perceive and understand their emotions

(Mayer & Salovey, 1997). Therefore, as a subset of social intelligence, EI includes
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monitoring one's own and others' feelings and emotions, distinguishing between them,
and using this information to guide thinking.

However, in a more up-to-date approach it would be more tempting to
distinguish between approaches where EI is examined (a) through self-evaluation
through personal characteristics and (b) through evaluation of its maximum
performance based on abilities (Siegling, Saklofske, & Petrides, 2015).

Concurrently with the development of theoretical models and definitions of EI,
psychometric tools were developed to measure and evaluate EI (see Figure 1). The vast
majority of the tools was developed to support corresponding theoretical models,
depending on the dimensions of EI to be covered but also depending on the method of
gathering the desired information. To this extent, on the one hand there are tools of self-
assessment, where El is treated as a personality trait, while on the other hand are to be
found tools of maximum performance in set problems or situations where EI is
evaluated as a skill. In addition to these two categories, there is a third approach where
a third person, the so-called "informant", is called upon to assess the level of emotional
intelligence of someone else (Mayer, Caruso & Salovey, 2000); these are also called
360-degree tools, as they include evaluation by subordinates or supervisors along with
the respondent's self-evaluation.

Self-report measurement tools for evaluating an individual's EI level consist of
items that relate to a series of descriptive statements to which the respondent is asked
to state a degree of agreement. This category includes most of the tools that have been
developed (WLEIS, Wong & Law, 2002; TMMS, Salovey et al., 1995; SEIS-SSREIS,
Schutte et al., 1998; TEII, Tapia, 2001; WEIP, Jordan et al. ., 2002; EQi, Bar-On, 1997;
TEIQue, Petrides & Furnham, 2001, 2003; ECI 2.0, Boyatzis et al, 2000; DHEIQ,
Dulewicz & Higgs, 2001; EI-IPIP, Barchard, 2001; EISRS, Martinez -Pons, 2000;
SUEIT, Palmer & Stough, 2002; SPTB, Sjoeberg, 2001) and have been widely used in
the international literature, thanks to the valid and reliable results they provide to
researchers.

However, “self-report-based-on-traits” EI measurement instruments proved to
be more questionable than “maximum-performance-based-on-abilities” tools, due to
their considerable limitations. These limitations arise from the fact that the high level
of dependence on the self-knowledge of the respondents regarding misconceptions
about themselves, in combination with social recognition factors, creates confusion in

the answers resulting in an unrepresentative final score. Moreover, although
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“maximum-performance-based-on-abilities” tools maintain EI distinct from other
personality traits, there is still a problem with the rspondents’ perception of a “correct”
answer. This happens due to the sample uniqueness that might affect the expression of
emotion, in combination with the fact that they usually are more time consuming and
expensive than self-report tools. Apart from the above, it is also important to meet the
conditions of validity and reliability of each measure.

Regardless of the adopted theoretical framework, the development of EI
undoubtedly encourages many positive personality traits, such as adaptability in
communication, and motivation to manage stress. The importance of utilizing personal
EI to evaluate success and performance is reflected in the effectiveness of the team
process and the focus of the target group. However, there are aspects of the spectrum
of EI, as discussed in the following chapter of this thesis, that give a different tone to
the utilization of these skills, emerging behavioral trends like manipulation and other

non-cooperative strategies.
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2. The dark side of EI and Machiavellianism
2.1. Towards the negative side of EI through the Dark Triad of Personality

The crucial role of EI in the functioning of private companies, public
organizations, educational processes, family and personal balance is undoubtedly
confirmed by the literature that has developed over the last decades. Indeed, EI is
considered to be a positive trait, a necessary feature for shaping the internal culture of
any organization and creating quality interpersonal relationships. After all, it is the basic
element responsible for understanding and communicating with people and handling
situations. Over the last decades, EI has been widely accepted to be related to a happy
and balanced life, or as a predictor of professional performance and a successful career
(Andrei et al., 2016; Sanchez-Ruiz et al., 2016; Di Fabio et al. al., 2016; Feher et al.,
2019).

Certainly, the use of EI can contribute decisively to the outcome of a situation,
due to its established positive relationship with job satisfaction, positive human
interaction and good working relationships (Song et al., 2010; Law et al., 2008; Wong
Law, 2002). The EI dimensions that describe recognition, management, regulation and
utilization of emotions place EI under the umbrella of positive psychology®. To this
extent, emphasis was placed on the design and implementation of employee training
programs due to the expected benefit of a positive working climate leading to high
performance of the individuals and the firms (Lopes, Salovey, & Straus, 2003;
Moghadam, Tehrani & Amin, 2011).

However, the "supremacy" of EI in the workplace (Zeidner et al., 2004; Rathore
et al., 2017; Arora, 2017) has been recently questioned by a large number of
researchers, who turned their focus on identifying a particular context where EI not
only is not beneficial but can also be a harmful and negative trait for individuals and

their colleagues (Austin et al., 2007, 2014). The negative aspect of EI, especially the

® Positive Psychology is the branch of psychology that deals with the promotion of well-being, prosperity and
development of people, so that they enjoy their lives as much as possible. Positive Psychology deals with what helps
people become better and happier, as opposed to the more classic approach to psychology which focuses on mental
illness and what causes it. The last decade has seen an increase in research findings that show that the interventions
of Positive Psychology can significantly contribute to the effort of individuals and organizations to function properly
and effectively, in harmony with the natural and social environment. Positive Psychology is based exclusively on
the systematic study of human behavior and is developed through the findings of scientific research. For more
information see Seligman, M. E., & Csikszentmihalyi, M. (2014). Positive psychology: An introduction. In Flow
and the foundations of positive psychology (pp. 279-298). Springer, Dordrecht.
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dimension of emotional regulation is thought to be responsible for manipulating and

controlling others. Indeed, the possibility of utilizing (and not using) emotion to satisfy

hidden goals for personal purposes reveal the “dark side” of EI (Davis & Nichols,
2016; Furham & Rosen, 2016). The concept of dark traits and abilities in individuals is
not new, as prototypically negative personality traits attributed to callous and
manipulative behaviors, frequently linked to reprehensible antisocial outcomes, are
extensively examined in the literature (Miao et al., 2019; Furnham et al., 2013).
Research on the inspection of individuals’ behavioral patterns has flourished in
recent years (Matthews et al., 2002; Geher, 2004; Fiori & Antonakis, 2011; Maul, 2012;
Rossen and Kranzler, 2009; Roberts et al., 2006; Peters et al., 2009; Webb et al., 2013).
Due to the increased interest in the negative aspects of the work-organizational
environment (Spain et al., 2014) in parallel with the studies on EI, there was a strong
interest in the set of three conceptually distinct, but empirically overlapping, personality
variables known in literature as the "Dark Triad of Personality" (Paulhus & Williams,
2002). This triad consist of three "interpersonal maladaptive" personality types:
narcissism, Machiavellianism and psychopathy (Wai & Tiliopoulos, 2012; Rauthmann

& Kolar, 2012; Schimmenti et al., 2019; LeBretton et al., 2018; Webster & Smith,

2019) which represent the intermediate stage between normal personality and clinical
mental illness (Spain et al., 2013).

The dark triad personality traits are observed in employers with harsh
contemptuous and manipulative tactics, often revealing opportunistic manifestations of
their behavior (Smith, 2005; Phelan 2005; Leeson 2011). Moreover, such behavioral
approaches appear as practices of adopting flattering comments and praise, often
associated with malicious business plans, deception, incrimination and competition
(practice of "divide and rule") to achieve their personal professional, social and
economic goals (Ali et al., 2007, Villalonga & Amit, 2006; (Chrisman, Memili and
Misra 2014).

The majority of researchers into the dark triad of personality focuses on models
of "dark" characteristics based on personality disorders!® (Spain, Harms, Lebreton,

2013; Hogan & Hogan, 2009). Consequently, the connection of EI with the Dark Triad

190ne such model is the HDS (Hogan Development Survey) (Hogan & Hogan 2009) which recognizes eleven
subclinical characteristics (irritable, skeptical, cautious, reserved, sluggish, bold, naughty, intense, imaginative,
diligent, obedient). Each of these features is related to a DSM-IV Axis II personality disorder with the difference
that the HDS model, although based on the features of the disorder, "beautifies" the name of the features as they
are not clinical cases.
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of personality is not something new, especially because the regulation of emotion is the
dimension most related to manipulative and malicious professional and interpersonal
behavior (Coté et al., 2011). As aresult, it is crucial for the evolution of personality and
individual differences research that the differentiations that occur over a population are
identified, towards a potential generalization of the results.

Towards better understanding of the potential relationship between EI and the
dark traits of personality, it is necessary to acknowledge and understand these traits.
Psychopathy, a part of the dark personality, is characterized by personality
characteristics that are very common in the work environment, along with other
environments (e.g., family). The concept of psychopathy includes a poor emotional life
and lack of shame and conscience, guilt and empathy, superficial charm, insincerity,
egocentrism, risk-taking and trying to guide others!! (Hare, 1999, 1991; Lee &
Murishton, 2014; Hmilieski et al., 2013). In contrast to the clinical approach of
psychopathy, the presence of "organizationally psychopathic" people in the human
resources had been recognized some years before (Boddy, 2006; 2015), raising
questions about their survival in the professional environment without ever being
perceived (Babiak & Hare, 2006; Sanecka, 2013; Smith & Lilienfeld, 2013; Boddy,
2015; Martin, 2015). Organizational psychopaths are more likely to occupy the upper
echelons of the business hierarchy (Babiak & Hare, 2006), an observation that requires
further systematic research.

The second element of the Dark Triad of personality, narcissism, is first
mentioned in ancient Greek mythology. The story of Narcissus, who because of his
excessive beauty, fell in love with his own image and lived his whole life in love with
himself (Rosenthal & Pittinsky, 2006) gave its name to this element of personality that
has gained strong research interest. A relatively recent definition of narcissism states
that it is “a constant differentiation of the human personality characterized mainly by
grandeur, beauty and distorted views of the narcissist, which is composed of the
following three dimensions: the individual himself, interpersonal relationships and
self-regulatory strategies” (Campbell et al., 2011, p. 269). Similar to organizational

psychopathy, narcissistic behavior is observed at higher levels of the business hierarchy

1" According to the American Psychiatric Association (2000), psychopathy is associated with the DSM-IV-TR
diagnosis of Antisocial Personality Disorder (ASPD) and is characterized by malicious manipulation and abuse of
their rights. However, the diagnosis of ASPD is mainly clinical in nature and requires a history of antisocial and
criminal behavior, which is not necessary for a person to be classified as psychopathic (Smith & Lilienfield, 2012).
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(Lubit, 2002; Arjoon, 2010; Bucholz et al., 2020). In fact, this is such a common
phenomenon that it has led to the synthesis of a new concept, the narcissistic leadership
(Arjoon, 2010; Ouimet, 2010; Ong et al., 2016). Therefore, the actions of the leader are
primarily aimed at satisfying his own egopathic needs and views that replace the needs
of the organization (Rosenthal & Pittinsky, 2006; Judge et al., 2006; Grijalva et al.,
2015).

In the socio-humanitarian literature, narcissism is considered a feature of human
behavior that is normally distributed throughout the population without defining a point
of distinction between narcissistic and non-narcissistic personality (Kubarych et al.,
2004; Cichocka et al., 2018). The root of this dilemma stems from the question of
whether some of the elements of a narcissistic personality can potentially be positive
factors in the development and success of an employee in a leadership position (healthy
narcissism) (Rosenthal & Pittinsky, 2006; Campbell et al., 2011).

While narcissist personalities are identified in various workplaces and levels of
hierarchy, the third behavioral tactic, Machiavellianism, concerns personalities
characterized by duplicity in interpersonal relationships and tendencies to manipulate
others. Machiavellian individuals show a cynical attitude towards morality, absence of
ethical barriers and a primary interest in their personal gain (Lam, 2016; Miller &
Lynam, 2015; Sakalaki et al., 2007). The lack of emotion in these individuals leads to
lack of effective contact and "bonding" with other people, making it easier for them to
engage in manipulative behavior under the pretext of "the goal that sanctifies the
means" (Christie & Geis, 1970).

The ability of emotionally intelligent people to manage their emotions so that
they can stay calm and maintain high levels of optimism, is a soft skills competence
that is common to almost all the theories developed and quoted so far (Miao et al.,
2019). Focusing on isolating the negative emotions that come from external stimuli in
the organizational environment, leads to high job satisfaction, successful interpersonal
relationships with colleagues, increased sense of commitment to work and leadership
(Miao et al., 2019; LeBretton et al., 2018). However, despite the positive approach of
EI mostly adopted in the literature, there is a significant share of researchers who focus
on the investigation of the negative, "dark" side of EI (Austin et al., 2014; Furnham &
Rosen, 2016; Petrides et al., 2011).

Research findings support the view that individuals with high EI level may use

it to exploit those around them by manipulating their emotions and behaviors to satisfy
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personal interests (Nagler et al., 2014; Fix & Fix, 2015; Kilduff et al., 2010). More
specifically, the negative relationship of Machiavellianism and psychopathy with EI
aroused great interest, in the sense that individuals with high scores on psychometric
tests score similarly low on tests for Machiavellian evidence (Ali et al., 2009a; Zhang
et al., 2015; Austin et al., 2014; Nagler et al., 2014; Veselka et al., 2012). Without
excluding the possibility of a positive relationship between EI and Machiavellianism,
it is important to highlight the differences observed in the sub dimensions of EI and this
non-cooperative behavioral strategy. Under this context, empathy, as a dimension of
EIL is the element that seems to be most missing from Machiavellian and narcissistic
individuals (Ali & Chammoro-Premuzic, 2010; Jonason & Krause, 2013; Wai &
Tiliopoulos, 2012), making them unable to "get into each other's shoes", thus
intensifying selfish and self-interested behavior.

Machiavellian, narcissistic and "organizationally psychopathic" characters are
not absent from the business world. These individuals are more skilled in the
recruitment processes through interviews (Nuzula & Why, 2020) despite their
tendencies towards dishonest behavior (Smith et al, 2018).

In the following sections, the conceptualization of Machiavellianism is
analyzed in depth chronologically by discussing definitions and psychometric
measurement tools. Furthermore, Machiavellianism will be reviewed and evaluated in
workplace environments, with close focus on the relationship that this dark personality

trait to emotionally intelligent individuals.

2.2. The concept of Machiavellianism

To understand the concept of Machiavellianism in depth, a review of its
evolution in the literature is needed. Notably, Machiavellianism is proven to be a
multidisciplinary term: it occurs in political sciences research, in terms of explaining
“Realpolitik” tactics, and also in evolutionary biology linked to adaptation and
intelligence, as a strategy in game theory models and in psychology as a personality
trait (Wilson et al., 1996; Ibragimov et al., 2018). This evolutionary course from social
and political philosophy to social psychology is reflected in the historical review of the
term that follows. Consequently, a gap starting from the birth of the term up to its
adoption by the discipline of psychology is created. Indeed, the period between the 161
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century and the 1960’s, when Machiavellianism was perceived as a tactic of political

realism, under the discipline of political sciences, will not be included in this review.

2.2.1. Evolution of Machiavellianism: theory and measurement

"Men are so simple and so much inclined to obey immediate needs that a deceiver will

never lack victims for his deceptions" (The Prince, p. 63).

The publication of Nicolo Machiavelli’s work (1513 AD) was a prompt for the
standardization of a pattern of leadership behavior, linking the author's name with
everything related to deceit, exploitation and manipulation in interpersonal
relationships!2. His book “The Prince” has been characterized as a well-detailed job
description for a state ruler that wants to stay in power by maintaining the status quo
(Skinner, 2000) by any means, based entirely on expediency and is devoid of the
traditional virtues of trust, honor, and decency.

The first research attempts on Machiavellian behavior from a psychological
approach were established to describe a pattern of behavior that consists of
characteristics like absence of empathetic emotions in interpersonal relationships, lack
of moral barriers and ethics, and low ideological commitment (Christie & Geis, 1970;
Calhoon, 1969). According to this theory, the Machiavellian approach consists of three
sub-domains (manipulativeness, cynicism and conventional immorality) that form a
measurable variable; an individual difference to describe an unconscious personality
(Czibor et al., 2017). A trigger from political theories and the studies of interpretation
of the behavioral tactics followed by powerful figures at the time!3, led to the
construction of a conceptual model of Machiavellianism (Christie & Geis, 1970) under

the attempt to identify the inner purposes of manipulative interpersonal behavior.

12 1t is important to emphasize from the outset that what emerges from Machiavelli's work as
Machiavellian behavior should not be confused with the author himself and his texts.

13 Richard Christie and Florence Geis thoroughly examined the psychological work that dealt with
political behavior, especially Eysenk’s The Psychology of Politics (1954), to become familiar with the
assessment of variables like radicalism and conservatism, as their point of interest — Machiavellianism
- was also considered more of a political term at the time. The main purpose of these studies was to
create a general personality profile for participants and supporters of either communist or fascist
parties, and later on, democratic or republican parties. For more information, please see the
republished version of “Studies in Machiavellianism”, 2013, Academic Press, by Christie & Geis.
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Empirical research on Machiavellianism began with the development of Mach
IV, a self-report instrument developed through a process of selecting and updating parts
of Machiavellian writings (Christie & Geis, 1970). More specifically, sentences from
Machiavelli’s “The Prince” were carefully selected and used to form the statements that
would comprise the new psychometric tool. While Mach IV was originally developed
to examine the characteristics associated with totalitarianism and other socio-political
formations, research on Machiavellianism has focused on social and organizational
psychology because it was considered that some of its features can be adapted to the
work environment (Deshong et al., 2015; Jonason et al., 2012; Fraedrich et al., 1989;
Gemmil & Heisler, 1972; Siegel, 1973). The distortion of Machiavelli's image in
management along with the misunderstandings between Machiavelli and “The Prince”,
is evidenced by the widespread use of Mach IV in management studies (Grace &
Jackson, 2014).

In its latest version, Mach IV is a psychometric measurement tool structured in
the form of a questionnaire. It consists of 20 items responded to on a 5-point Likert
scale. When reviewing the questionnaire, it would be appropriate to take into account
that it follows tactics often used in such surveys. Initially, there is a repetition of the
content between objects, and the positive answer does not always indicate
Machiavellianism, since there are questions where the opposite happens (reverse
scoring items). The development process of this psychometric instrument revealed four
sub-dimensions of the Machiavellian behavior. The first dimension refers to the relative
lack of affect in interpersonal relationships, and especially empathy. The second
dimension describes the lack of concern with conventional moral principles, as it is
observed that Machiavellian personalities-manipulators have a utilitarian rather a moral
view of their actions. The third and fourth dimension of Mach IV focus on the lack of
gross psychopathology and low ideological commitment. In the social experiments
where Mach IV is used, participants are usually described as "High Machs" or "Low
Machs", followed by a comparison of the behavior of the two groups.

Admittedly, Mach IV is a valid and reliable rating scale (Jones & Paulhus,
2009; Ramanaiah et al., 1994), despite weaknesses identified in terms of internal
reliability, the dimensions under which the Machiavellian phenomenon is examined,
and the selection and formulation of objects. In an attempt to overcome these points in
which Mach IV seems to be defective, new scales have been constructed. The

Machiavellian Behavior Scale (Aziz, May & Crotts, 2002), the Machiavellian
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Attitudes - Machiavellistische Einstellungen (Ulbrich-Herrmann, 2008) and the
German Machiavellianism Scale (Henning & Six, 2008) were such attempts that
actually did not find great acceptance in the literature.

The conceptual framework of Machiavellianism summarizes the course of the
bibliographic findings from the theoretical interpretation of Machiavelli's work and the
studies for the creation of psychometric tools for the evaluation of Machiavellian
behavior. The "ruthless and selfish" approach to managing everyday situations
(McGuire & Hutchings, 2006) therefore composes a more generalized strategy of
deceiving the social environment by cultivating conditions in which the Machiavellian
character serves their interests to the detriment of those around them (Boddy, 2010;
Wilson et al., 1996).

With increased interest in the Machiavellianism at the organizational level, the
Machiavellian Personality Scale was developed (Dahling et al., 2009). In this
approach, that flourished under the concerns about the Mach IV model,
Machiavellianism is defined as need for control over others in the name of personal
status, driven by the tendency to distrust and immorally manipulate (Dahling et al.,
2009). The introduction of dimensions that go beyond cynicism and manipulation led
to the development of a new scale. Starting with a total of 45 items, the authors came
up with the final version, which contains 16 items rated on a seven-point Likert
response scale, covering dimensions of Machiavellian behavior such as distrust of
others, desire for social superiority, desire for control, and immorality. In order to test
the psychometric properties of MPS, that is, its validity and internal reliability,
statistical techniques like bifactor exploratory structural equation models and
confirmatory factor analysis were used (Gu et al., 2017; Miller et al., 2015). Through
this testing, important information was provided concerning the relationship of
Machiavellianism with traits such as empathy and extraversion, which also correlate
with EI (Faye et al., 2011; Castillo et al., 2013; Giménez-Espert et al., 2019).

As behavioral research gained a great audience of supporters, arguments about
the application of Machiavellian tactics to employees, rather than only in top
management positions, arose. To satisfy this argument another psychometric tool was
developed, the Organizational Machiavellianism Scale, OMS (Kessler et al., 2010).
The main aim of the OMS assessment tool was to detect Machiavellian behavior in the
organizational environment, under the belief that individuals may behave differently in

their workplace than in their personal lives, indicating that Machiavellian tactics can be
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applied only for professional purposes. This psychometric tool, based on a
multidimensional model that incorporates dimensions of Machiavellianism that did not
exist in the previous scales, organizes Machiavellian behavior into three main
dimensions: maintaining power, management practices and manipulativeness (Kessler
et al., 2010).

The Organizational Machiavellian Scale may not have been sufficiently studied
- and therefore the reliability and validity is not sufficiently estimated. However, despite
the fact that it was not as successful as the previously developed tools, the framework
in which it was constructed is a field for the creation of a new concept, organizational
Machiavellianism, as "belief in the use of manipulation as necessary means to achieve
specific personal level goals in the workplace” (Kessler et al., 2010, p. 1871).

The overlaps of Machiavellianism’s theoretical and empirical conceptualization
with psychometric tests developed to measure psychopathy (Vize et al., 2018; Miller et
al., 2017), led to the development of a model that aspired to differentiate by attempting
to analyze the Machiavellian personality under five dimensions (Collison et al., 2018).
The development and preliminary validation of a Five Factor Machiavellianism
Inventory (FFMI) is probably a new step in Machiavellianism measurement, as the
factors identified (agency, antagonism and planfulness) can be scored over thirteen (13)
subscales that represent different types of behavioral actions (achievement, activity,
selfishness, competence, deliberations, invulnerability, immodesty, order, self-
confidence, manipulation, callousness, cynicism) (Collison et al., 2018). An important
finding of this pilot validation research is that actions of Machiavellian individuals that
responded to FFMI are not impulsive and are characterized by goal-oriented behavior,
high responsiveness to reward and great emotional stability (Collison et al., 2018).
Despite a number of limitations concerning its validation that remain an obstacle to its
broad application, FFMI looks promising in Machiavellianism assessment research

(Kiickelhaus et al., 2020).

2.3. A review of Machiavellian tactics in workplaces: Are they related to EI?
Individuals with dark personality traits are not absent from the business world.
It has been observed that these individuals are more skilled in the recruitment processes
through interviews (Nuzulia & Why, 2020) despite their tendencies towards dishonest
behavior (Smith et al., 2018). Machiavellian individuals are believed to be tough and
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pragmatic manipulators who seek success by taking full control of their impulses
(Miller & Lynam, 2015; Lam, 2016). It is a "personality syndrome", which describes
an almost two-faced interpersonal style associated with cynicism towards people, the
pragmatic concept of ethics and self-motivation based on selfishness (Christie & Geis,
1970; Jones & Paulhus, 2009; Wilson et al., 1996).

The tendency of Machiavellians to engage in immoral behavior, lying and
cheating in the workplace is confirmed in the literature (Bass et al., 1999; Kish-Gephart
et al., 2010; Kashy & DePaulo, 1996). Indeed, the assumption of a positive association
of Machiavellian behavior with high hierarchical positions, especially in cases where
such behavior yields measurable profits, is highly supported, providing important
information about organizational environments (Zettler and Solga, 2013; Den Hartog
and Belschak, 2012; Zettler et al., 2011; Kessler et al., 2010).

More specifically, Machiavellianism is frequently observed in senior executive
positions (Paulhus & Williams, 2002; Baughman et al., 2012; Amernic & Craig, 2010;
Galperin et al., 2010), especially expressed through bullying behaviors (Linton &
Power, 2013). Also, reduced organizational commitment in any level of hierarchy could
be considered as a Machiavellian behavior outcome (Zettler, Friedrich, & Hilbig,
2011). However, the urge of focusing on maintaining power and using manipulative
behaviors does not apply only to top management positions (Kessler et al., 2010).
Organizational research has focused on high Mach employees as they seem more likely
to engage in unethical workplace behaviors with potentially negative effects on the
entire organization (Winter et al., 2004; Dahling et al., 2009; Kessler et al., 2010; Kish
Gephart et al., 2010; O' Boyle, et al., 2012).

Furthermore, Machiavellianism plays a significant role as a moderating factor
of relationships observed among managers and employees (Zhao et al., 2010; Kilduff
etal., 2010; Neuman & Keasly, 2010). Conflicts derived from position roles, emotional
exhaustion and counterproductive work behavior, and also the relationships between
the perceptions of adhocracy and hierarchy cultures tend to become weaker for
employees because of high Machiavellianism levels (Pilch & Turska, 2015; Walter et
al., 2005).

Moreover, Machiavellianism is associated with high cognitive and emotional
ability (O'Boyle et al., 2012) which could suggest a relationship with the concept of
emotional intelligence (EI). Such a combination of personality traits and abilities in an

individual could trigger a “dark™ use of EI in organizational settings (Kilduff et al.,
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2010). In fact, employees that show Machiavellian behavior along with highly
developed EI could be considered a threat towards a business’s wellbeing, because
these employees would probably make use of any means to satisfy their personal goals
and aspirations (O'Boyle et al., 2012).

Published work on the relationship between EI and Machiavellian behavior
suggests a negative correlation indicating that individuals who score high in EI tend to
score low in Machiavellianism (Austin et al., 2007; O'Boyle et al., 2012). As a
consequence, significantly low EI levels attributed to Machiavellian behavior indicate
potential lack of self-control, due to the fact that the willingness to manipulate is not
always translated into “carrying it out” (Austin et al., 2007; O'Boyle et al., 2012).
Indeed, high Machs (individuals with high scores on Machiavellianism psychometric
tests) with the ability to recognize emotions do not outperform low Machs but are less
emotionally intelligent and socially competent in intimate situations or in cases of social
exposure in a work environment (Pilch, 2008; Szabo & Bereczekei, 2017; Zhang et al.,
2015; Sjoberg, 2003).

The negative correlation between trait EI and Machiavellianism is also
attributable to genetic and non-shared environmental factors (Petrides et al., 2011;
Szijjarto & Bereczekei, 2014; O’Connor & Athota, 2013). It is notable that the negative
correlation between the variables under examination occurs in all types of EI,
confirming that there potentially is a dark side (Austin et al., 2007; Jauk et al., 2016;
Austin et al., 2014; Vonk et al., 2015, Malhotra, 2016), leading to emotionally
manipulative behavior (Nagler et al., 2014; Bacon & Regan, 2016), lack of empathy
(Ali et al., 2009b) and even to sadistic behavior (Plouffe et al., 2017). This established
negative correlation is proven to play a significant role in moral identity, in the sense

of the importance of morality to someone’s self-perception (Coté et al., 2011).

2.4. Conclusions
In this chapter, a number of negative aspects of personality referred as the “Dark
Triad” and their relationship with EI are discussed. The dark personality traits,
narcissism, psychopathy (from an organizational rather than a clinical point of view)
and Machiavellianism are elements that in various situations coexist in emotionally

intelligent individuals.
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The review of the Dark Triad of personality reveals the behavioral
commonalities among the three personality traits and the dominance of the emotional
regulation. Emotional regulation, apart from being an EI dimension, stems from the
individual’s ability to regulate self and others’ emotion and in narcissistic,
psychopathological and Machiavellian cases it aims at manipulating to serve personal
interests. Furthermore, lack of empathy, an important EI dimension, in combination
with lack of moral barriers are notable characteristics shared by narcissists,
Machiavellians and organizational psychopaths.

The isolation and further review of the concept of Machiavellianism is
considered to be crucial for the purposes of the present thesis. Being a field of high
interest in areas of psychology such as evolutionary, personality and organizational
psychology, the need for effective measurement and evaluation of Machiavellianism in
a real environment becomes imperative, with several notable efforts so far (Winter et
al., 2004; Dahling et al., 2009; Kessler et al., 2010; Kish Gephart et al., 2010; O' Boyle,
et al., 2012; Jauk et al., 2016; Austin et al., 2014; Vonk et al., 2015, Malhotra, 2016).
The chronological review of the term as presented in Figure 3, brought to light the
evolutionary thinking which in turn led to a transmission of the term Machiavellianism
from political theory to psychology, bringing the characteristics of a political realism

strategy to the micro-environment of individual’s personality.
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*Machiavellianism was studied as a war strategy in the context of political realism during this gap. It was launched as a term of personality studies only after 1970, as seen in the figure.

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Figure 3: Machiavellianism conceptualization and measurement evolution timeline.

The original and groundbreaking study of Christie and Geis (1970) led to the

construction of a tool that so far, despite the drawbacks attributed to it, is in use in
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different environments and has been the trigger for further studies and development of
other tools. Each new measurement tool treats Machiavellianism from a different
approach, either as an element of personality (trait) (Christie & Geis,1970), or as an
internal set of "beliefs" and motivating elements (Dahling et al., 2009), or as a form of
behavior (Kessler et al., 2010). This pluralistic approach stems from the fact that each
research team defines Machiavellianism differently, as shown above, but converges on
the construction of self-report tools aimed at measuring a person's tendency to
manipulate and deceive other people in order to serve personal benefit, material or not.
Finally, these tools differ in the dimensions under which they address
Machiavellianism, with the most recent of them adopting a more multidimensional
approach (Monaghan et al., 2016; Collison et al., 2018).

The research aims towards the conceptualization of the term and the
development of a valid and reliable psychometric tool arising from the need to explain
the causes of manipulative behaviors and to predict their potential outcomes, especially
in professional environments. The identification of Machiavellian personalities in top
management positions seem to be the answer for many of the challenges that
organizational settings face (Baughman et al., 2012; Amernic & Craig, 2010; Galperin
et al., 2010), including counterproductive behavior, low job satisfaction and affected
performance levels (Szabo & Bereczekei, 2017; Pilch & Turska, 2015).

To conclude, special attention was given to the significant negative relationship
between Machiavellianism and EI (Petrides et al., 2011; Szijjarto & Bereczekei, 2014;
O’Connor & Athota, 2013), as high Machs with the ability to recognize emotions are
less emotionally intelligent and socially competent in intimate situations or in cases of
social exposure (Pilch, 2008; Szabo & Bereczekei, 2017; Zhang et al., 2014; Sjoberg,
2003). The combination of such personality traits and abilities in bigger or smaller
business environments indicates the high importance it could have in decision making
processes (Kellermanns et al., 2012; Zellweger & Dehlen, 2011). Lastly, the need to
examine and analyze the emotional profile and behavior of a business’ stakeholders is
established, given the potential impact on professional well-being, job satisfaction,
internal cohesion and emotional climate (Ashkanasy, 2003; Grandey, 2005; Binz et al.,
2017; Jaskiewicz & Dyer, 2017; Umans et al., 2020), especially in businesses
“emotionally overloaded”, like family firms, that will be investigated in the following

chapter.
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3. Psychodynamics in family businesses

It is widely accepted that EI plays an important role in firms’ and organizations’
workplace environment (Brigham, 2013). Indeed, psychomanagement competences
such as EI and personality traits such as Machiavellianism can potentially have
significant effects on behavior in professional settings. One such professional setting
where psychomanagement features could affect the operational process and outcomes,
is family businesses (Fattoum & Fayolle, 2009; Hoy & Sharma, 2010; Hacker &
Dowling, 2012, Ramadani, 2012).

The effective management of family businesses, whether performed by family
or non-family members, has been proven to be vital for a firm’s prosperity and
longevity (Neubauer & Lank, 2016; Lipman, 2010). However, the question of how to
achieve an effective and efficient level of financial and human resource management
in a family business is encountered daily by the management and the board of directors
(Neubauer & Lank, 2016). Indeed, the everyday operational processes, when impeded
by strained relationships between senior and junior family business executives, usually
disrupt the organized set of practices needed to regulate family and professional
business behavior (Newstrom & Davis, 2002; Ensley et al., 2007; Kellermans &
Eddleston, 2007; Masulis et al., 2011; Rodsutti & Makayathorn, 2005). To this extent,
the overall performance of the family firm could be impacted by emotional and
behavioral disruptions caused by the individuals occupied in it (Erven, 2010; Stewart
& Hitt, 2012).

To better understand the role of psychomanagement in the operational process
of a family firm, it is necessary to focus on the family firm’s structure, i.e. family,
management and ownership (Davis et al., 2010), because the emotional and behavioral
features of the individuals occupied in the family business in all three systems - family,
management and owner - could possibly be linked to some extent with the family
business performance outcomes (De Vries et al., 2007).

Within that structure, the roles undertaken by each individual in any job position
within the family business systems are performed according to competences (EI) and
personality traits (Machiavellianism) of the family firm’s stakeholders (Caputo &
Zarone, 2019; De Vries et al., 2007). Furthermore, the chances of behavior driven by
self-interest, like opportunism, which are often present in a family business
environment, should also be evaluated (Jaskiewicz & Klein, 2007). Opportunistic

behavior, which consists of the pursuit of self-interest with deceit (Williamson, 1985),
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seems to be developed mostly in cases where unsuitable job positioning occurs. The
main source of in-house opportunism is attributed to the role of manager (Leeson, 2011)
and is a common phenomenon in family businesses (Poza et al., 2004; Burkart et al.,
1997; Vassiliadis & Vassiliadis, 2014). Consequently, to lay the foundation and reach
conclusions on the possible effect of psychomanagement features that characterize the
family business management, the structure and key characteristics of a family business

are reviewed further in the following section.

3.1. The family business system

Family businesses are the oldest form of business, with undeniable importance
for the global economy (Comi & Eppler, 2014). Because of this prominence, and due
to its unique structural characteristics, a range of definitions of a family business
derived from the anthropological and sociological literature has been proposed.
According to these definitions, the family business adapts to the traditional model of
the three systems - family, management and ownership - represented by overlapping
circles (Figure 4) and are for-profit organizations where two or more members of the
extended family influence the direction of the business (Rogers et al., 1996; Davis &
Tagiuri, 1989).

The exercise of family ties, management roles, or property rights (Sharma,
2004) are key elements for this type of business to reach their core goal, which is none

other than profitability and resilience.

N

Management

Source: Davis, J. A., & Tagiuri, R. (1989). The influence of life stage on father-son work relationships in family
companies. Family Business Review, 2(1), 47-74.

Figure 4: Family business circle model.
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The involvement of at least two family members in the running of the business
requires the development of a system that appraises and promotes emotional awareness
and encourages the integration of the family members’ roles within the business,
bearing in mind the complex emotional and personality status of those members.
However, although revealing that the complexity of the systems involved in a family
business is vital to maintaining that business (Carsrud & Briannback 2010), the
traditional conceptual approaches may not include non-traditional families such as
divorced couples running a family business, same-sex couples starting a business or
even social ventures based on a family.

According to the model of overlapping circles of the family, management and
ownership, a family business system could be described as an interconnected unit of
individuals who work within the same business, hopefully in a state of harmony
(Carsrud and Brannback, 2010). The family system can still be explained as a unit
consisting of interacting and interdependent members, who are able to meet their needs
through cooperation to achieve business goals (Gashi & Ramadani, 2013).
Alternatively, a family business operates in order to form and pursue the vision of a
business that is controlled by members of the same family (Alderson, 2011).

Consequently, the broad context of family business includes any business in which the

majority of ownership or control belongs to a family and in which two or more family

members are directly involved in the business (Brockhaus, 2004).

Nevertheless, when a business controlled and run by a family collapses, the
"family culture and management philosophy" is often cited to be the cause, stigmatizing
one of the most important forms of business. This generalization distorts the reality and
degrades the important role played by family businesses, which are far from
homogeneous, as they show significant differences in terms of both business and family
characteristics (Klein & Bell, 2007; Lumpkin et al., 2008).

Indeed, family businesses, regardless of their size, share common features with
the family responsible for their management and administration. Hence, individuals
involved in a family business are the main contributors to the operational process,
following specific structures and being interconnected inside and outside the business
and the family (Del Giudice et al., 2010). To this extent, complex dynamic relationships
are created, influenced by the external environment (Carsrud, 2006).

The family business system seems to operate in two sub-systems, the family

and the business (Basco & Perez Rodriguez, 2009; Bertrand et al., 2008; Powell &
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Eddleston, 2017). This argument is brought up because on the one hand, the family is
a natural and fundamental unit under the protection of society and the state, while on
the other hand, the business is the basic legal unit of a financially free society where
individuals are organized based on their experience and skills, social and technological
progress (Powell & Eddleston, 2017). As a consequence, the ethical cultivation and
personal development of a family business’ members is the primary purpose of the
family system, while the business system is engaged in the production and distribution
of goods and services (Debarliev & Janeska-Iliev, 2015; Mashavira et al., 2019; Poza,
2010).

Therefore, the family business should be regarded as a living organism within
which the family members are called upon to make decisions that may contradict family
traditions or previous generations' perceptions of how things should be done. On the
other hand, the new generation has or can acquire skills in order to face more easily the
challenges posed by the dynamics of newly developed technologies in the modern work
and business environment. Indeed, the contemporary way of life both at family and
professional level is so demanding that it often does not allow family business members
time to express their emotional needs and personal preferences. A family firm culture
that promotes open and clear communication, and a balance between personal and
business needs, is an ally in the smooth operation and development of the business, in
order to overcome the overlaps of the two sub-systems of family and business.

It becomes obvious that the intersection of the family and the business system
constitutes a dynamic organization that is constantly evolving and changing through its
own history and challenges. As with every business type, family businesses have
strengths and weaknesses, gain opportunities and are exposed to threats. For that matter,
the definition of family businesses ought to express their uniqueness over other types
of businesses. The uniqueness of a family business is the ownership and management
model that substantially influences the goals, strategies and structure adopted and
implemented by the family that runs the business (Chua et al., 1999; Mandl 2008;
Dibrell & Memili, 2019; Astrachan et al., 2002; Feltham et al., 2005; Newbert & Craig,
2017)).

In the same context, the combination of the two systems - family and business
- in the operational process causes overlapping management roles that can lead to
misunderstandings that may very well result in potential further conflicts (Woods et al.,

2019). The importance of the active involvement of the family in the management of
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the firm and the desire of family members to retain ownership, regardless of the
recruitment of external partners in human resources (Schulze et al., 2001), is discussed
in the present chapter.

Given the complex nature of the family business system, each of its elements,
is next decoded. The family business’ characteristics, e.g. size, location, but also
features such as organization, goals, communication and evolutionary processes
(Ramadani & Hoy, 2015) are the core points that, under the “familiness”, differentiate
the family business from other forms of businesses.

Indeed, the management approach of the family business characteristics seems
to be related to the fact that the members of a family, apart from relatives are also
colleagues and stakeholders. In the case of a family running a business, the
stakeholders involved are the people in the family business system who are dependent
on it, and this is where the overlap between the family and the business occurs.

Furthermore, the close relationship between the family’s goals and the
business’s goals is another feature that indicates the overlap between the two systems,
contributing to the uniqueness of family businesses (Carsrud et al., 2009; Basco, 2017;
Binz et al., 2017; Williams et al., 2018). For example, the goals of the family are
associated with the maximum possible development of all its members. Indeed,
emotional and professional development could be achieved by providing equal
opportunities and rewards for all the family business stakeholders, leading to effective
operation of a family business (Basco, 2017).

Another core feature, essential for effective management and administration of
a family business is communication. The exchange of any kind of information through
internal meetings and everyday feedback among the stakeholders seems to be critical
for the parallel and orderly simultaneous operation of family and business systems
(Williams et al., 2018). Furthermore, effective communication lines between the family
business members are crucial for the family and business systems’ cohesion, since
when information asymmetries occur, non-cooperative behavioral strategies such as
opportunism take place (Sakalaki et al., 2007), with possible negative effects on the
family business operation process and consequently on outcomes (Binz et al., 2017).

In mentioning the operational process of a family business, one cannot but also
refer to the adoption of the evolutionary process approaches of psychomanagement
that would allow the family system and its environment to constantly adapt to change,

gaining resilience over time (Ramadani & Hoy, 2015). Through such a process that
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could potentially affect the components of a family business system, an integral part of
the stakeholders’ personality is revealed and analyzed, namely, their emotions
(Kellermanns et al., 2014; Akhmedova et al., 2019).

Summing up, having taken into consideration the main components of the
family business system, it is argued that a different approach in the operational process
of a family firm is indicated. Indeed, bearing in mind the main features that compose
the uniqueness of the family business, giving it the characterization of the "emotional
arena", one could say that it is a purely psychodynamic environment. Within such an
environment, respect and mutual support among family members seem to be crucial for
the strength, resilience and survival of the family firm. Therefore, through the
psychodynamic nature of the family business, as defined by the EI and personality
features like Machiavellianism of its stakeholders, the appropriate environment is

created for the application of psychomanagement.

3.2. Emotion dynamics in family businesses

In order to explore emotions and their effects within the family business
environment, the static version of emotions that has been studied so far, considering
them as “on-off” responses to different situations, should be replaced by a more
dynamic approach (Kuppens & Verduyn, 2017). Indeed, emotional changes tend to
follow physiological, behavioral and experiential patterns that are aligned with an
individual’s behavior and form their EI or other personality traits that contribute to their
overall emotional development (Kuppens & Verduyn, 2017; Kashdan et al., 2014).

Emotional development within the family business system plays an important
role for family business’s welfare and transmission of values to future generations (Coli
& Rose, 2008; Poutziouris et al., 2008; Steier, 2009; Nilakantan et al., 2020). However,
the potential conflicts between family goals and business goals seem to be intensified,
as family members sometimes focus more on meeting their own human and
psychological needs rather than increasing the business's financial performance
(Aronof & Ward, 2016). Therefore, family members would be expected to adopt an
organized set of practices to regulate family and professional business behavior.
Furthermore, to avoid these potential conflicts, the family business’s personnel should
adjust to the social and personal rules and values that govern the family and business

(Masulis et al., 2011; Rodsutti & Makayathorn, 2005; Erven, 2010; Stewart & Hitt,
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2012). As a consequence, different roles and positions within the family, ownership
and management systems occur and affect the overall outcome, that is, performance
(Davis et al., 2010).

More specifically, the conflict between love (family) and work (business) that
occurs for most family businesses arises because inadequate boundaries are drawn
between the two (Ramos et al., 2014; Sharma et al., 2012). This conflict itself marks
the expansion of the family system which is a challenge to its rules and patterns of
behavior (Bernhard & O’Driscoll, 2011; Sieger et al., 2013; Pieper, 2010; Berrone et
al., 2012). Indeed, clear boundaries and effective decision-making practices encouraged
by all family members may lead to sound business processes (Romano et al., 2001;
Ward, 1997; Miller et al., 2003; Tsai et al.,, 2018; Craig & Newbert, 2020).
Correspondingly, if the boundaries between the family system and the business system
are blurred, causing inefficient family functioning, business management processes will
be adversely affected (Pieper, 2010). As a result, the strong identification of family
members with their business and the intensity of their emotions towards the business
can be an additional source of interpersonal conflicts (Rau et al., 2019; Astrachan &
Jaskiewicz, 2008; Zellweger & Astrachan, 2008).

Furthermore, family members involved in the family business put significant
amounts of effort into creating opportunities for their personal development
(Salganicoff, 1990; Webb et al., 2010; Ward, 2016). Internal desires and personal
motivations affect the family business, not always positively but constantly
interdependently (Achmedova et al., 2019; Harvey & Evans, 1994; Pieper et al., 2013;
Werbel et al., 2010). More specifically, family values and behavior influence business
policies and decisions (Gallo, 1998; Aronoff, 2011; Reay et al, 2015). On the other
hand, business affects the careers, relationships and finances of family members (Rau
et al., 2019; Sieger et al., 2013; Pieper, 2010). Therefore, the merger of family and
business systems into one psychodynamic system appears to be extremely useful in
addressing family business issues that do not fall within traditional management
theories, where the contribution of the individual’s behavior and emotional situation is
usually underestimated (Denison et al., 2004; Parada et al., 2010; Jaskiewicz & Dyer,
2017).

A conceptual way to overcome the under-estimation of the role of the
individual’s behavior and motivation within the family business is through

psychoanalytic psychology, especially the theory of objective relations (Pieper, 2010;
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De Vries et al., 2007; Zellweger & Astrachan, 2008). However, research on family
businesses has shown that the orientation towards understanding complex human
processes should be reinforced by the theory of family systems (Dyer Jr & Dyer, 2009;
Leaptrott, 2005; Reilly & Jones, 2017). Consequently, the combination of
psychodynamic thinking with the perception of family systems as psychodynamic can

be the solution to key issues faced by "business families" inside family businesses.

3.2.1. Psychomanagement of family business systems

The family business psychomanagement approach focuses on the way
rationality and behavior are shaped by experience and past events within the business
environment. More specifically, potentially important factors such as EI and “dark”
personality traits that affect behavior within the family business environment, are
examined and evaluated (Hoy & Sharma, 2006; De Vries et al., 2007; Le Bretton-Miller
& Miller, 2014). As a result, interactions among the family members place emphasis
on the process of recognizing or regulating one another’s behavior in order to create
more effective relationships within the family and the business (Caputo & Zarone,
2019; De Vries et al., 2007). To this extent, the appraisal and use of behavior and
emotions seems to be especially useful in situations where emotional and cognitive
interactions occur within both family and business systems.

Indeed, the examination of the family system and the business system through
a psychomanagement approach enables the evaluation of personality traits that support
individual, interpersonal and family behavior and their use as a competitive advantage
of family firms (Coury & Pecanha, 2016; Broekaert et al., 2018). Therefore,
information about the cognitive, emotional, interpersonal and social sphere that affects
the performance of the family business is achieved (Broekaert et al., 2018).

For a family business to appraise its “psychodynamics” and adopt
psychomanagement, the identification of the emotional and behavioral issues faced is
necessary (De Vries et al., 2007). Hence, the most difficult family issues seem not to
be the business problems faced by the family business, but the emotional issues that
arise within the business’s environment, affecting its operational process (Cruz et al.,
2010; Hamilton et al., 2017; Lingo & Elmes, 2019). Understanding the development of
coping strategies, and narrative creation are the steps followed to explain the emotional
dimension of these issues (De Vries et al., 2007; Botero et al., 2019; Michael-Tsabari

et al., 2018). However, although the above is argued in the literature, a strongly rational
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approach has been adopted so far in practice, in which family businesses focus on
organizational structures and operational processes, marginalizing and underestimating
their human resources dynamics (De Vries et al., 2007; Berrone et al., 2012).
Furthermore, the application of a dynamic concept like psychomanagement
that also takes into consideration the interpretation of personality and behavior would
allow the family to prepare for life cycle transitions such as succession and other issues
that may arise in the future (De Vries et al., 2007; Jiang et al., 2016; Bjornberg &
Nicholson, 2008). Such examples of emotional and behavioral issues faced by family
businesses include deciphering roles and responsibilities in family and business
systems, exploring stakeholder motivations, and developing organizational structures
that reflect decision-making processes in the wider family business system (Salvato et

al., 2010; Kim & Gao, 2013).

3.2.2. The role and effects of emotion in the family business system

Family businesses have been described in the literature as "emotional arenas"
(Fineman, 2000). Indeed, imbalanced family relationships are often the main reason for
serious interpersonal challenges that may arise (Fineman, 2000; Cruz et al., 2010;
Goémez-Mejia et al., 2007). More specifically, in unfavorable family relationships,
conflicts, rivalries and the desire for power are important factors that could possibly
break down the family system (Berrone et al., 2012; Sepherd, 2016). In addition, along
with the malfunctioning family relationships, the importance of emotions in decision-
making on the operational process seems to play an important role for the future and
the vitality of the family business (Kellermanns et al., 2012; Zellweger & Dehlen,
2011).

Therefore, emotions in the family business environment are mainly attributed
to the family system (Carlock & Ward, 2001; Fleming, 2000; Dyer, 2003; Rogoff &
Heck, 2003) rather than to the management or the ownership circles. In recent years,
although the study of emotions in the family business has flourished, methodological
issues have set a limit to the generalizability of the findings presented in the literature
(Astrachan & Jaskiewicz, 2008; Melin, et al., 2013; Sheperd 2016; Berrone et al., 2012;
Kellermanns, et al., 2012; Jiang et al., 2016; Bjornberg & Nicholson, 2008; Pieper,
2007; Astrachan & Jaskiewicz, 2008; Zellweger & Astrachan, 2008; Labaki et al.,
2010).
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More specifically, the circumstances through which the importance and role of
emotions in family business arise, should be identified. The hybrid character of the
family business (Albert & Whetten, 1985), composed as it is of the family and the
business, is indeed a source of conflict of identity and roles with an emotional
background (French & Allen, 2020; Cooklin et al., 2016). This conflict of identity
mostly arises because of the phenomenon of emotional ownership, where family
members feel “one with the business” (Ramos et al., 2014; Pieper, 2010; Avey et al.,
2009; Astrachan & Jaskiewicz, 2008; Zellweger & Astrachan, 2008). In parallel, team
cohesion among the family members who are also colleagues, is highly affected by the
emotional and behavioral climate within the business environment (Ashkanasy, 2016;
Nose et al., 2017). For the emotional status of the family in business to be evaluated,
the emotional benefits and possible “dark sides of owning a family business” have been
highlighted (Samara & Paul, 2019; Debicki et al., 2017; Labelle et al., 2018; Berrone
etal.,2012; Kellermanns, et al., 2012). Consequently, the investigation of the emotional
profile and behavior of members of the family in business seems to be crucial, given
the obvious impact on the well-being of family members and job satisfaction, family
cohesion and emotional state (Ashkanasy, 2003; Grandey, 2005; Binz et al., 2017;
Jaskiewicz & Dyer, 2017; Umans et al., 2020).

3.3. Economic opportunism — a family business phenomenon

As previously argued, family businesses face significant challenges with a
direct impact on their operational process and consequently on the harmonization of
management-family-ownership cycles (Ramos et al., 2014; Pieper, 2010). To state only
some of these challenges, entrepreneurship and innovation, human resource
management, gender and nationality of stakeholders, succession issues,
internationalization, culture and corporate social responsibility of family businesses
have been thoroughly investigated in the international literature (Berrone et al., 2012;
French & Allen, 2020; Cooklin et al., 2016; Avey et al., 2009; Bammens et al. 2008;
Siebels et al., 2012). Furthermore, a range of the family members’ qualitative inherent
characteristics, including trust, altruism, and commitment, that can potentially improve
effectiveness and performance of a family firm have also been examined (Chu, 2009;

Saito, 2008; Sraer & Thesmar, 2007; Karra et al., 2006; Schulze et al., 2003).
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Indeed, the effective management between family and non-family stakeholders
is attributed to collaboration of skilled internal or external managers and promotion of
behavior compatible with the family values that can contribute to the success or failure
of family businesses (Neubaum et al., 2012). Good knowledge of best human resource
management practices in the family business environment is enhanced by exploring
differences by industry or ways of developing and utilizing organizational skills (de la
Cruz Déniz-Déniz et al., 2012).

That is, maintaining the balance between a family-controlled management and
the exploitation of talented external, non-family managers seems to be crucial in the
name of the family business’s financial performance (Chrisman et al., 2011). A
manager’s obligation (whether family member or not) to achieve a spirit of cooperation
within the family business in the name of high performance, can potentially lead to
economically opportunistic behavior (Leeson 2011).

Economic opportunism is defined as an incomplete or distorted distribution of
information through deliberate attempts to mislead, distort, disguise, obscure, or
confuse (Williamson 1985)!4. Opportunistic behavior in management settings
incorporates economic concepts, such as adverse selection, moral hazard, shirking,
usurpation of resources, stealing, etc. (John, 1984; Smith 2005; Phelan 2005). First used
as a term of political philosophy, Marxist opportunism expressed the “refusal of the
revolutionary struggle of the proletariat, as capitulation of the working class against
the bourgeoisie” (Grigoryeva & Grigoryeva, 2015 p.222). Afterwards, the concept of
opportunism was extended (Rodney & Heide, 1996) in order to include malicious
behaviors such as lying, cheating, and breaching agreements (Grigoryeva &
Grigoryeva, 2015).

Opportunistic behavior includes withholding or distorting information or failing
to deliver on promises (Sakalaki et al., 2009) and opportunists are more willing to
manipulate financial statements to increase their personal profits (Lee et al., 2006).
Comprehension and evaluation of opportunistic behavior within businesses began in
the late 19™ century, where opportunism was considered as a predatory way of thinking

that often led to malicious acts. Later on, economic opportunism became a subject of

14 Qliver E. Williamson, a distinguished American economist and professor at Berkeley University in
California and winner of the 2009 Nobel Prize in Economics, defines opportunism as "the pursuit of
deceitful self-interest" (Williamson, 1985).

48



interest in various scientific disciplines including management and organizational
psychology.

Managers seem to be the main source of in-house opportunism, due to their
possession of power over their subordinates in a way that, although it works for bottom-
up relationships, does not arise in top-down relationships. For example, managers
determine the payroll of employees, their break times, the definition of their duties, and
so on. Managerial control is not an arbitrary act, but an effective response to the
difficulties that arise during the production process (Gomez-Mejia et al., 2001). To
prevent employee reactions, managers exercise disciplinary powers in order to improve
cooperation between company members and therefore stable production (Leeson 2011;
Poza et al., 2004). It is important to mention that the implementation of an opportunistic
behavior pattern can be optional, meaning that the individual can choose to adopt such
behavior or not, usually leading to negative effects on the family firm (Alessie et al.,
2004; Beav & Klimov, 2009)

The negative work environment caused by opportunistic behavior potentially
has adverse effects on productivity (Burkart et al., 1997; Bodrov; 2014). Opportunistic
individuals are favored by the lack of external oversight of managers' performance
(Schulze et al. 2001), while altruism, a selfless behavior that benefits others, can be a
form of opportunism in family businesses (Eddleston et al., 2008). Indeed,
opportunistic behavior can be asymmetric and non-reciprocal, potentially exploitable,
and can harm family businesses (Chua et al. 2009; Wright & Kellermanns, 2011).
Furthermore, the uncontrollable power that family business owners have over their
businesses makes anyone who contributes to the family business vulnerable, especially
external managers (Ali et al., 2007; Villalonga & Amit, 2006). Consequently, threats
arising from owner arrogance, either as a result of disagreement or due to opportunism
by the owner, constitute obstacles in recruiting, retaining and motivating experienced
executives of the family firm (Chrisman et al., 2014).

Empirical research on economic opportunism, though theories for its
interpretation have been developed, is quite limited so far, (Lumineau & Quelin, 2012).
As has been observed, intentional economic crimes are sometimes attributed to
opportunistic behavior patterns (Lomakin, 2013), affected by individual living
standards caused by factors like economic crises (Silverstein, 2020; Kreishnan, 2011).
In conditions of high growth and performance rates, low probability of opportunistic

behavior is observed, because of profit rates psychologically perceived as sufficient for
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a comfortable life and business, revealing a statistically significant dependence of
opportunistic behavior upon performance and growth (Grigoryeva & Grigoryeva,

2015).

3.4. Conclusions

At present, family business research is largely descriptive rather than restrictive.
This happens under the perspective of improvement of family relationships rather than
business performance. While a better understanding of the family institution in the
family and business binary system is valid and useful, there are other goals needed to
be pursued as well. Research on family businesses has been developed over the last
decade. However, it still remains an emerging field of study (Chrisman et al. 2008;
Benavides-Velasco et al., 2013; De Massis & Foss, 2018; Jaskiewicz & Dyer, 2017).
Lack of consensus on the exact definition of family business is an indicator, although
scholars have made great efforts to develop a generally accepted definition (Litz, 1995;
Miller et al., 2007).

Although the concept of the family business has drawn some research interest
since the 1980s, the subject was largely ignored until the last decade. In the early years,
the family business was included in the sociology category and later in a small business
management category, none of which allowed the sector to be explored separately. As
a result, the family business literature is less voluminous than is the case for other areas
of management (Bird et al., 2002). It however has been, but it becoming a subject of
great interest (Hamilton et al., 2017; De Massis & Foss, 2018; Jaskiewicz & Dyer,
2017). General issues of interest have received particular attention, including
succession (Handler, 1994; Lansberg and Astrachan, 1994; Sharma et al., 2003),
corporate governance (Dino et al., 2005; Miller & Le Breton-Miller, 2007), strategic
management (Chrisman et al., 2005), etc.

Furthermore, substantial effort is needed to address the complexity of family
businesses and their uniqueness over types of organizations. The future of the family
business depends on a deeper knowledge of the past, given that it is the oldest form of
business (Bird et al., 2002; Casillas & Acedo, 2007; Chrisman et al., 2003; Dyer &
Sanchez, 1998; Hollander & Elman, 1988; Zahra & Sharma, 2004). The connections of
the operational process of a family business to individual and group behavior,

organizational structure and management processes related to the family business are
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highlighted in the organizational and management literature, especially through
comparative studies (French & Allen, 2020; Cooklin et al., 2016; Binz et al., 2017;
Jaskiewicz & Dyer, 2017; Umans et al., 2020; Chrisman et al., 2005; Habbershon and
Williams 1999).

Indeed, in the internal environment of a family business, the family organization
in combination with the operation of the business and the formation of structures and
rules that regulate and facilitate their interpersonal relationships is considered a daily
task (Katz et al., 2010). Detecting dysfunctional interaction patterns is essential to avoid
misunderstandings between family members and to save valuable time that could be
devoted to business development'® (Soler et al., 2017; Ramos et al., 2014). Moreover,
the interdependency of the family business circles can potentially be expressed through
the emotional dynamics that characterize the “familiness” of the business (Barros et al.,
2017; De Vries et al., 2007; Botero et al., 2019; Michael-Tsabari et al., 2018). In
addition, challenging family issues usually have their roots in emotional issues of the
family stakeholders, affecting its operational process (Cruz et al., 2010; Hamilton et al.,
2017; Lingo & Elmes, 2019; De Vries et al., 2007; Berrone et al., 2012).

In sum, the role and effects of family members’ emotions on the operational
processes of a family business could be critical after taking into consideration the
personality traits of its stakeholders. Consequently, the personal approach of each one
of the involved people to the family business operation potentially plays an important
part towards the achievement of the two main goals of a family business, i.e. its
survival, provided that only 15% of the family business survive in the third generation,

and its effectiveness.

15 Psychologist Carl Jung often asked his patients in therapy and counseling sessions with members of

"family businesses": "Does this behavior work for you?". If the answer was no, his intervention concerned the
possible different approaches that should be followed to make interpersonal positions functional (Kellermanns et

al., 2014).
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B. METHODOLOGY
4. The behavioral triad in Greek family businesses — Research Design

4.1.The central hypothesis

EI, adopted by economics as an effectiveness variable of management capacity
of businesses and organizations has been the subject of academic interest over the last
decades (Law et al., 2004; Goleman, 1998; Coté, 2014). However, despite multifaceted
research approaches to identifying, evaluating, controlling and regulating emotions, no
consensus has been reached as to whether EI is an ability or a trait of human behavior,
thus preventing the formulation of a universally accepted definition (Ciarocchi et al.,
2001). Nonetheless, following multiple efforts towards conceptualizing EI, more
generalized definitions that cover the range of EI dimensions have been given and used
widely in the literature (Coté et al., 2014), followed by a range of theoretical approaches
and conceptual models regarding the nature of EI as a personality trait or an ability that
leads to maximizing performance (Mayer & Salovey, 1997; Bracket & Mayer, 2003;
Fiori & Antonakis, 2011; Maul, 2012; Rossen & Kranzler, 2009; Goleman, 1995; Bar-
On, 1997; Petrides and Furnham, 2001; Mikolajczak et al., 2006; Siegling et al., 2017;
Davies et al., 1998; Chamorro-Premuzic et al., 2017; Andrei et al., 2016; Sanchez-Ruiz
et al., 2016; Di Fabio et al. al., 2016; Feher et al., 2019).

Regardless of the theoretical approach adopted, the role of EI in management
practices and organizational behavior under the discipline of business psychology has
proven to be more than acceptable in working environments (Coetzee & Harry, 2014;
Obradovic et al., 2013; Martins, Ramalho & Morin, 2010; Mavroveli & Sanchez-Ruiz,
2011). A manager’s ability to plan, organize, motivate and positively influence the
fulfillment of their business goals is a basic prerequisite for managerial efficiency
(Ashraf & Khan, 2012; Dinh et al., 2014; Tonidandel et al., 2012). At the same time,
EI is considered to be an important success factor in interpersonal relationships in the
work environment for operating effectively and reaching high performance (Goleman,
1998; Cavallo & Brienza, 2002; Dulewicz & Higgs, 2003; Law, Wong & Song, 2004;
Day & Carroll, 2004; Millet, 2007; Rieck, 2008; Jacques, 2009). Although the effect of
emotions on private sector businesses is acknowledged in the literature, the idea of EI
in challenging environments like a family business has not yet been explicitly explored

(Gomez-Betancourt et al., 2014; Labaki et al., 2013; Rafaeli, 2013).
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Family businesses are one of those professional management arenas highly
affected by the behavior and personality of their human capital, in managerial or non-
managerial positions (Goémez-Betancourt et al., 2014; Brundin & Sharma, 2012;
Newstrom & Davis, 2002; Ensley et al., 2007; Kellermans & Eddleston, 2007), The
overlapping needs of the “family” and the “business” in the process of running a family
business may lead to misunderstandings and conflicts, which could be avoided by
mapping and understanding the factors determining shareholders’ behavior and
motivations (Woods et al., 2019; Newstrom & Davis, 2002; Ensley et al., 2007;
Kellermans & Eddleston, 2007; Ramos et al., 2014; Pieper, 2010; French & Allen,
2020; Cooklin et al., 2016; Binz et al., 2017; Jaskiewicz & Dyer, 2017; Umans et al.,
2020; Chrisman et al. 2005; Habbershon & Williams 1999).

The uniqueness of the family business lies mostly in the family and personality
factors that affect the dynamic system of family, ownership and management of the
business and influence decision-making and effective use of limited resources
(Astrachan et al., 2002; Feltham et al., 2005; Newbert & Craig, 2017; Debarliev &
Janeska-Iliev, 2015; Mashavira et al., 2019; Poza, 2010). In parallel, giving the right
job positions to the right people-family members of a family firm contributes to the
avoidance of potential manipulative tactics (Jaskiewicz & Klein, 2007; Zettler,
Friedrich, & Hilbig, 2011), like Machiavellianism, that may lead to opportunistic
behaviors (Sakalaki et al., 2007). The main source of these opportunistic intra-business
phenomena, a common challenge in family businesses, is the role that the firm’s
manager holds over his subordinates who are usually his relatives too (Leeson, 2011;
Poza et al. 2004; Burkart et al., 1997; Vassiliadis & Vassiliadis, 2014; Paulhus &
Williams, 2002; Baughman et al., 2012; Amernic & Craig, 2010; Galperin et al., 2010).

The empirical investigation of EI levels and personality traits like
Machiavellianism and opportunistic behavior of the manager and the family firm’s
workforce, seems critical in understanding the role of emotions in family business
dynamics and in drawing conclusions regarding their effects on the overall business
performance (Winter et al., 2004; Dahling et al., 2009; Kessler et al., 2010; Kish
Gephart et al., 2010; O'Boyle, et al., 2012; Cruz et al., 2010; Hamilton et al., 2017;
Lingo & Elmes, 2019; De Vries et al., 2007; Berrone et al., 2012).

The interpersonal relations within the family and their influence on the general
performance of those firms, have not been extensively examined utilizing modern tools

for the observation, measurement and evaluation of the qualitative characteristics of
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family business managers’ behavior, (Chrisman et al., 2012; Chua et al., 2018; Basco,
2017; Madison et al., 2016; Williams et al., 2018). In the present thesis, this gap is to

be filled by responding to the following central research question (Figure 5):

“If and to what extent the levels of emotional intelligence, Machiavellianism and
economic opportunism of a family business manager, affect the performance of

family businesses”
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Figure 5: Visualization of the basic research question.

4.2.Formulation of the research hypotheses

The role of family businesses, their associated peculiarities and the management
and administrative challenges that derive from their ownership and operational status,
have been the subject of research and policy planning for several years (Vassiliadis &
Vassiliadis, 2014; Heck & Stafford, 2001; Poutziouris et al, 2008; Wright &
Kellermans, 2011). The incorporation of the negative aspect of EI dimensions
(Baughman et al., 2012; Linton et al., 2013; O'Boyle et al., 2012; Paulhus & Williams,
2002) and their link to non-collaborative behavioral strategies, such as
Machiavellianism or economic opportunism, are at the core of this thesis, with the goal
of investigating the effect of these behavioral strategies on the financial performance
of the family business.

In contrast to the family businesses’ role in any economy, regardless of its
development status, the factors that determine their performance and competitiveness,
especially those endogenous to the firm, have not attracted the interest of the academic

and research community. Equally limited so far is the engagement with the
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quantification and analysis of the effect of these characteristics and relationships on the
performance of the administration and management of family businesses.

For these reasons, having reviewed the existing literature on the role of EI in
family businesses, it became clear through theoretical frameworks of emotions and their
critical role for outcomes such as job performance, turnovers, teamwork and decision
making, that each family business stakeholder’s EI could potentially affect the family
business’s operational process (Ashkanasy, 2003; Barsade & Gibson, 2007; Betancourt
etal., 2014; Joseph & Newman, 2010; O’Boyle et al., 2011). In order to understand and
analyze any potential relationship among the key terms of the central research question,
a linear train of thought was followed. This line of thought led to the formulation of the
research hypotheses, considering the “if” and to “what extent” EI, Machiavellianism
and economic opportunism could potentially affect the family business performance.

According to the literature, EI seems to have a significant effect on business
financial performance (Maul, 2012; Rossen & Kranzler, 2009; Siegling et al., 2017;
Chamorro-Premuzic et al., 2017; Andrei et al., 2016; Sanchez-Ruiz et al., 2016; Di
Fabio et al. al., 2016; Feher et al., 2019). People with high EI levels seem to be more
persistent and focused in achieving their goals, and maintain good interpersonal
relationships with colleagues, subordinates, and their superiors (Goleman, 1998; Mayer
et al, 2000; Moghadam, Tehrani & Amin, 2011; Magnano et al., 2016). Furthermore,
managers with high levels of EI usually have the necessary communication skills to
motivate themselves and others, skills that can be extremely useful in the workplace
(Beckerman & Zembylas, 2018; Minhas, 2017; Essop & Hoque, 2018).

Especially in the family business field, where emotions are high owing to the
family system (Carlock & Ward, 2001; Fleming, 2000; Kepner, 1983; Whiteside &
Brown, 1991; Dyer, 2003; Rogoff & Heck, 2003; Astrachan & Jaskiewicz, 2008; Melin
et al., 2004; Van-den-Heuval et al., 2007), high EI levels seem to play a significant role
in emotional ownership, family and business emotional cohesion (Bjornberg &
Nicholson, 2008; Pieper, 2007; Astrachan & Jaskiewicz, 2008; Zellweger & Astrachan,
2008). As in the organizational behaviour field, emotions in the family business field
have been mainly studied from the family point of view (Carlock & Ward, 2001), while
the business is also a highly emotional arena. Consequently, the hypotheses formulated
concerning the different types of stakeholders in the internal environment of the family

business are the following:
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= HI1: EI levels in family business ownership and management are positively

correlated to family business financial performance.

Additionally, the potential significance of the second independent variable
under examination, Machiavellianism, is usually found in senior executive positions
(Paulhus & Williams, 2002; Baughman et al., 2012; Amernic & Craig, 2010; Galperin
et al., 2010), especially expressed through bullying behaviors (Linton & Power, 2013).
Also, Machiavellian behavior outcomes can be attributed to organizational
commitment that is eventually reflected in the business performance (Zettler, Friedrich,
& Hilbig, 2011). However, the urge to focus on maintaining power and the use of
manipulative behaviors does not apply only top management positions (Kessler et al.,
2010). Organizational research has focused on high Mach managers as they seem more
likely to engage in unethical workplace behaviors with potential effects on the entire
organization (Winter et al., 2004; Dahling et al., 2009; Kessler et al., 2010; Kish
Gephart et al., 2010; O' Boyle, et al., 2012). Therefore, based on the above findings in

the international literature, the following hypothesis was formulated:

= H2: Machiavellianism levels in family business ownership and management are

positively related to a better family business financial performance.

Last but not least, the importance of the relationship between EI and economic
opportunism is also to be examined. Effective management of family and non-family
stakeholders requires the adoption of optimum human capital management practices
within the family business, by utilizing the right people (family or non-family
members) in the mane of the family business’s financial performance (de la Cruz
Déniz-Déniz et al., 2012; Chrisman et al., 2011; Leeson 2011). Opportunistic behavior
within a family business environment can include withholding or distorting information
or failing to deliver on promises (Sakalaki et al. 2009; Grigoryeva & Grigoryeva, 2015).
Individuals with opportunistic behavioral tendencies are more willing to manipulate
financial statements to increase their personal profits, harming the overall financial
performance of the family firm (Lee et al. 2006; Alessie et al., 2004; Teraji, 2003; Beav
& Klimov, 2009). However, when growth and performance rates are high, the
probability of opportunistic behavior is low, because profit rates are psychologically
perceived as prerequisites for a comfortable life and business, revealing a statistically

significant dependence of opportunistic behavior upon performance and growth
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(Grigoryeva & Grigoryeva, 2015). As a result, the following hypothesis will be

examined:

= H3: Economic opportunism levels in family business ownership and management

is positively correlated with family business financial performance.

Consequently, the identification of the relationship between EI and two non-
cooperative behavioral strategies that occur, whether intentionally or not, contributes to
providing answers to the “if” part of the main research question.

The majority of the published work on the relationship between EI and
machiavellian behavior suggests a negative correlation between the two constructs, that
is, when individuals score high in EI, they tend to score low in Machiavellianism,
implying that a machiavellian person tends to have low EI (Austin et al., 2007; O'Boyle
etal., 2012). In other words, EI is negatively related to Machiavellianism, showing that
high Machs with the ability to recognize emotions do not outperform low Machs, but
are less emotionally intelligent and socially competent in intimate situations or in cases
of social exposure in a work environment (Pilch, 2008; Szabo & Bereczekei, 2017;
Zhang et al, 2014; Sjoberg, 2003). The negative correlation between EI and
Machiavellianism is also attributable to genetic and non-shared environmental factors
(Petrides et al., 2011; Szijjarto & Bereczekei, 2014; O’Connor &Athota, 2013; Coté et
al., 2011). As a result, the following hypothesis was proposed:

= H4: EI levels in family business ownership and management are expected to be

negatively correlated with Machiavellianism levels.

An important observation arising from the review of the literature concerning
EI’s relationship with the Dark Triad and other similar behavioral strategies is that there
is not a single study, to our knowledge, that either describes or evaluates the potential
relationship between EI and economic opportunism. However, a positive correlation of
Machiavellianism with economic opportunism (Sakalaki et al., 2007; Sakalaki et al.,

2009; Elias, 2013), led to the following hypotheses:

= HS5: EI levels in family business ownership and management are expected to
negatively relate to economic opportunistic behavior.
= H6: Machiavellianism levels in family business ownership and management are

expected to positively relate to economic opportunistic behavior.
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To examine further the significance of the non-cooperative behavioral strategies
(Machiavellianism, economic opportunism) as moderators of the relationship between

EI and family business the following hypotheses are to be investigated:

= H7: Machiavellianism mediates the relationship between family business

ownership and management EI and family business financial performance.

= HB8: Economic Opportunism mediates the relationship between family business

ownership and management EI and family business financial performance.

The above hypotheses were formed as a result of the literature review
concerning the variables under examination. Indeed, as EI levels in managerial
positions are observed to be related to family business financial performance, and also
there are studies that verify the correlation between the elements of this behavioral triad
examined in the present thesis, it is crucial to examine if the non-cooperative behavioral
strategies can work as moderators that affect the way an emotional intelligent manager,
owner or employee of a family business acts, to lead to a high financial performance of
the business (de la Cruz Déniz-Déniz et al., 2012; Chrisman et al., 2011; Leeson 2011;
Paulhus & Williams, 2002; Baughman et al., 2012; Amernic & Craig, 2010; Galperin
et al., 2010).

4.3.Model Specification of the hypotheses

4.3.1. Structural Equation Modelling
Structural Equation Models (SEM) is a statistical methodology that examines
and tests theoretical assumptions in a multivariate analysis of a model. This statistical
process not only calculates the estimates of the various variables (loads, variations,
covariates of factors or other parameters), but also examines the goodness of fit to the
data (Haenlein & Kaplan, 2004). SEM is proven to be one of the most valuable ways
to perform causal analysis in social and behavioral sciences. Actually, the term SEM
covers not only one single statistical technique, but a complete set of processes and
statistical analyses like regression analysis, factor analysis, path diagrams, is addressed
separately and in combination. Linear relationships between observed and latent
variables are examined through theoretical models presented, estimated and analyzed

with SEM methodology (Hair et al., 2014; Byrne, 2013).
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In SEM, the relationships between a set of observable variables can be
expressed by a linear equation. Also, SEMs can be thought of as an extension of
regression and factor analysis, which simultaneously examines the relationships of one
or more dependents and between two or more independent variables.

More specifically, each equation describes the dependence of one variable on
the terms of another, and each equation contains a stochastic error term representing
the effect of unobservable terms. The model also examines the assumptions of
independence between pairs of error terms (Swami, 2012; Mishra & Min, 2010). A
feature of the SEM that makes them even more successful and popular in the behavioral

sciences is their simple causal representation. Specifically, the linear equation:

Y=fFX+e

encodes two separate hypotheses: the possible existence of a (direct) causal influence
of the variable X on Y and also the absence of a (direct) causal influence on Y from
any other variable that does not appear on the right-hand side of the equation. The
parameter § quantifies the (direct) causal effect of X on Y. That is, the equation implies
that an increase of one unit in the value of X results in f units of increase of Y, assuming
that everything else remains constant. Thus, the basic model in the convergence
hypothesis is:
Data = Model + Error

The data represent the measurements of the measurable variables as derived from the
individuals included in the survey sample.

The models developed previously in this chapter represent the hypothesis
structure that connects latent to measurable variables. The remainder or error represents
the difference between the hypothetical model and the data (Zampetakis, 2007). In the
present thesis, this method was chosen because the selected variables are not non-
measurable or latent constructs but composed of measurable indicators. In addition, this
method makes it possible to simultaneously determine the effects of the examined
factors on the dependent variable (Karametou, 2018). Also, in addition to the direct
relationships of the independent variables to the dependent variable, the intermediate
relationships between the factors are examined, which demonstrates the importance of

using SEM in this case.
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4.3.2. Model Specification

In the present empirical research, the confirmatory approach was used in the
examination of the hypotheses, because of the extended theoretical framework upon
which the research hypotheses are based. The main purpose is to examine if and to
what extent the models have a good fit to the data, in correspondence with the main
research question “if and to what extent the level of EI, Machiavellianism and
opportunism of a family business owner or manager, affects the performance of family
businesses”. If the fit is satisfactory, then there is plausibility in the relationships
between the variables. Otherwise, if no good fit is achieved, justification of this finding
will be attempted. This method presupposes both latent and measurable variables
(Karametou, 2018; Zampetakis, 2007).

More specifically, each equation describes the dependence of one variable on
the terms of another, and each equation contains a stochastic error term representing
the effect of unobservable terms. The model also explains the assumptions of
independence between pairs of error terms (Swami, 2012; Mishra & Min, 2010). A
feature of the SEM that makes them even more successful and popular in the behavioral

sciences is their simple causal representation. Specifically, in the linear equation:
v=fX) +e, (1)

That is, reflecting the theoretical a priori relationships between the variables
under examination in the present empirical research, the possible existence of a causal
influence of emotional intelligence (variable X) and non-cooperative behavioral
strategies like Machiavellianism (X;) and economic opportunism (X2) on financial
performance of family businesses (variable Y) is examined , as previously stated in the
literature (Mayer & Salovey, 1997; Bracket & Mayer, 2003; Fiori & Antonakis, 2011;
Maul, 2012; Rossen & Kranzler, 2009; Goleman, 1995; Bar-On, 1997; Petrides &
Furnham, 2001; Mikolajczak et al., 2006; Siegling et al., 2017; Davies et al., 1998;
Chamorro-Premuzic et al., 2017; Andrei et al., 2016; Sanchez-Ruiz et al., 2016; Di
Fabio et al. al., 2016; Feher et al., 2019).

In the first step towards a final model, the importance of EI and non-cooperative
behavioral strategies (Machiavellianism, economic opportunism) in family business

performance is examined. EI, Machiavellianism and Economic Opportunism stand as
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independent variables, while the Family Business Performance stands as a dependent

variable.
R
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Figure 6. Visualized hypotheses 1, 2 and 3

As presented in Figure 6 and according to the stated hypotheses, family business
financial performance depends on the EI, Machiavellianism and economic opportunism
of the family business managers. Algebraically, this could be expressed for each
hypothesis as:

Y=7fx @
H1: EI levels in family business ownership and management are positively correlated

to family business financial performance.

&
Y=f£(Xx) 0
H2: Machiavellianism levels in family business ownership and management are
positively related to a better family business financial performance.
&
Y=7(X%) @
H3: Economic opportunism levels in family business ownership and management is

positively correlated with family business financial performance.

The investigation of the relationship of the EI levels of family business
ownership and management, with the non-cooperative behavioral strategies,
Machiavellianism and Economic Opportunism is the second step for the final model
specification. In this second step, the inter-relationship between the variables under
examination is to be highlighted, apart from their potential effect to the family business

performance.
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Figure 7. Visualized hypotheses 4 and 5.

In conformity with the formulation of hypotheses 4, 5 and 6, where the relationship
between EI and Machiavellianism and economic opportunism in pairs is expressed and
argued according to the literature (Figure 7), the following functions are to be

considered:

X=f(X) (5

H4: EI levels in family business ownership and management are expected to be

negatively correlated with Machiavellianism levels.

X=f(X) (6
HS: El levels in family business ownership and management are expected to negatively

relate to economic opportunistic behavior.
Xi=fXz (7)

H6: Machiavellianism levels in family business ownership and management are

expected to positively relate to economic opportunistic behavior.

On a basis set by the above hypotheses, more complex model will be formed,
where causal relationships among the variables will be examined, along with the
identification of potential moderating roles of these variables.

The relationship between EI, Machiavellianism and economic opportunism that
has so far been approached independently and in pairs, appears to be dynamic rather
than linear. More specifically, although as stated in the literature a family business’s
performance could be affected by emotionally intelligent management, this relationship
is not unaffected by additional exogenous or endogenous factors. Family business

performance, which is formed endogenously, is affected independently by the

estimated levels of emotional intelligence ()d&'-j of the people that handle its operational
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process, as these levels are previously moderated by personality and behavioral
variables, like Machiavellianism (X,) and economic opportunism (X,), that represent
the latent variables of the structural model. That is, the function that describes the
relationship of the exogenous variables has the following form, after taking into

consideration functions (5) and (6):

-

X = f(Xy,X,) )

More specifically, as observed in the literature, there is a significantly negative
relationship between Machiavellianism and emotional intelligence, showing that high
Machs with the ability to recognize emotions do not outperform low Machs, but are
less emotionally intelligent and socially competent in intimate situations or in cases of
social exposure in a work environment (Pilch, 2008; Szabo & Bereczekei, 2017; Zhang
et al., 2014; Sjoberg, 2003), As a result, to explain algebraically, it could be argued that
family business performance depends on an estimated value of emotional intelligence

and Machiavellianism, with a random error, leading to equation (8):

Y=f(X,M)+e,
or

Y=a+a, X, +a,X,+e Q)

It is worth noting the fact that the personality variable (Machiavellianism-M) and the
behavioral variable (economic opportunism-EQO) seem not to be independent of each
other. As stated in the literature, there is a positive relationship of high statistical
significance between Machiavellianism and economic opportunism (Sakalaki et al.,
2007; Sakalaki et al., 2009; Elias, 2013), meaning that people with Machiavellian
attributes tend to choose to behave opportunistically in order to satisfy personal goals.

The above relationship could be expressed as below:

M = f(EO)
or
Xy=B+ P X3+e, (10)
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In order to include the dependence of Machiavellianism on opportunism in the equation
that determines the relationship of the estimated EI and Machiavellianism with the

family business financial performance, equation (10) is adapted as follows:

Y=a+a X, +a,(B+pBX;+e,) +e, (11)
or
Y=a+a,X,+a,X,+e (12)

In the final equation (11) that represents the relationships between the observed
and the latent variables, is supported that financial business performance attributes to
emotionally intelligent management, mediated from estimated personality and
behavioral variables (Machiavellianism and economic opportunism). This relationship

is expressed in the following hypotheses, also visualized in Figure 8:

H7: Machiavellianism mediates the relationship between family business ownership

and management EI and family business financial performance.

H8: Economic Opportunism mediates the relationship between family business

ownership and management EI and family business financial performance.

Machiavellianism
H7
Management/ Emotional ]
Administration Intelligence J
H8

Economic
Opportunism

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Financial FB
Performance

Figure 8: Visualization of hypotheses 7 and 8.

4.3.3. Validity of the Structural Equation Modelling

To ensure the appropriateness of the psychometric tools used in the primary
research, Confirmatory Factor Analysis (CFA) was performed. Furthermore, the
following values of the goodness of fit indices were evaluated for the same purpose:

chi-square, degrees of freedom (df), ratio of the x* statistic to the degrees of freedom
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(x?/df), Root Mean Squared Error of Estimation (RMSEA), Goodness of Fit Index
(GFI), Normed Fit Index (NFI), Comparative Fit Index (CFI), Root Mean Square
Residual (RMR) and Standardized Root Mean Square Residual (SRMR) (Zampetakis,
2007).

More specifically, as far as the ratio of x? to the degrees of freedom (x*/df) goes,
a large value means that there is a large discrepancy between data and fitted model. A
small value indicates a high degree of fit of the model. For values less than 3 the model
is acceptable (Kline, 2005).

Another indicator that leads to the acceptance or not of the hypothesized models
is the RMSEA (Root Mean Square Error of Approximation). Its value expresses the
deviation per degree of freedom, that would represent the total population, and not only
with the sample used for the approach (Zampetakis, 2007). For the evaluation to be
characterized as good, the index must be low. Therefore, a value with a maximum of
0.10 means that the model is considered acceptable (for RMSEA = 0: perfect fit,
RMSEA <0.05: very good fit, 0.05 <RMSEA <0.08: good fit, between 0.08 <RMSEA
<0.1: moderate fit, RMSEA values> 0.10: indicatd poor fit) (Hu & Bentler, 1999).

Moreover, the Root Mean Square Residual (RMR) is an alternative indicator of
the models’ fit. The lower the value of RMR (<0.05), the higher the agreement between
the data and the hypothesized model. Last but not least, the Goodness of Fit Index (GFI)
represents an overall measure of fit without adjusting for the degrees of freedom., GFI
needs to be above 0.09 (Byrne, 2010).

Apart from the above indicators, another set of indicators that compare the
proposed model with a given model, which is also referred to as the null model (it is a
model that all other models exceed (Zampetakis,2007). The Normed Fit Index (NFI)
calculates the degree of improvement of fit of the model under examination in relation
to the null model. And this indicator informs about the complexity or not of the model.
Values greater than 0.90 are considered acceptable (Bentler & Bonnet, 1980). In
addition, the CFI index calculates the latent variables as unrelated (null model) and
compares the sample variance matrix with the corresponding matrix of the null model.
The closer the CFI value is to one, the better the model fits, while perfect fit occurs
when it reaches the value 1.0. Also, it does not present the risk of underestimating fit
due to small sample size (Zampetakis, 2007; Hu & Bentler, 1999). In Table 1, the

thresholds of the above-described indexes proposed in the literature are summarized.
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Table 1:Validity indicators’ thresholds, as proposed in the literature

Validity Indicators Category Indicators Thresholds | References
X%/df 2-5 Kline, 2005
Absolute Adjustment Indicators RMSEA 0.05-0.10 Hu & Bentler, 1999
SRMR <0.08 Kline, 2005
GFI >0.90 Byrne, 2010
Incremental Adjustment Indicators NFI >0.90 Bentler & Bonnte, 1980
CFI >0.95 Hu & Bentler, 1999

4.4.Questionnaire design

To examine the above central hypothesis and sub-hypotheses formulated
according to the literature, empirical quantitative research with questionnaires was
adopted. The methodological approach of the present thesis was designed taking into
account previous research in the field of organizational behavior where research results
are extracted using questionnaires (Goleman, 1998; Koopmans et al., 2014). An
anonymous 80-item questionnaire to conduct primary research was developed
(Appendix 1). This specific questionnaire used in the present doctoral research consists
of closed-ended items, and also items answered by the respondent’s degree of
agreement with different situations.

More specifically, the final questionnaire is divided in two sections. The first
section contains sociodemographic items of the respondents, as well as items about the
family business they are involved in, and also items concerning the management and
decision-making processes performed in the family business, that reflect the financial
performance of the family business. These items concern the following characteristics:
gender, age, level of education, position in the company, years of employment in the
company, experience in other jobs, percentage of family ownership and distribution to
parents, children and other relatives, year of establishment, location of business,
generation, legal form, sectors of activity, number of employees and how many are
members of the family, number of managers, characteristics of business strategy
planning, turnover and profit and loss rates of the last three years and percentage of
sales in exports.

The socio-demographics and the items that compose the profile of family
business executives are followed by the second section of the final questionnaire. It
consists of EI, Machiavellianism and economic opportunism measurement tools as
presented below, in order to collect the information needed to assess descriptive and

inferential statistics in the context of hypotheses testing. Moreover, an evaluation of the
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psychometric properties of these tests was carried out, to ensure the validity and
reliability of their Greek version, as emerged after the back-translation process adopted,

for use in Greek family businesses.

4.4.1. Measurement tools

In correspondence to the literature review regarding the evolution of EI and
Machiavellianism conceptualization and measurement, a set of criteria such as,
suitability for use in the organizational environment and use of results in human
resource management practices, sound theoretical basis, brevity and ease of completion
was made. According to these criteria, and also the validity and reliability reported in
the literature so far, the Wong & Law Emotional Intelligence Scale (WLEIS: Wong &
Law, 2002), Machiavellian Personality Scale (MPS: Dahling et al., 2009) and the
Economic Opportunism Scale tool (EOS: Sakalaki & Fousiani, 2012) were selected for
conducting the primary research.

In particular, the Wong and Law Emotional Intelligence Scale (WLEIS: Wong
& Law, 2002) consists of 16 items that are each rated on a 7-point Likert scale ranging
from 1 (strongly disagree) to 7 (strongly agree), with higher scores indicating higher
levels of EI. No items need to be reversed, and to classify the scores of EI extracted

from the data as high or low, the properties of Likert scales are used.

Table 2:WLEIS Likert scale EI score evaluation criteria for 7-scale.

Score Interval (mean) | Evaluation

1-1,85 Very low level

1,86 -2,70 Low level

2,71 - 3,56 Low to medium level
3,57-442 Medium level

443 -5728 Medium to high level
5,29 - 6,13 High level

6,14 -7 Very high level

For the classification to be made, the maximum response (7) is decreased by the
minimum response (1) of the scale, and then divided by the maximum value: 7-1=6 2>
6/7=0,86. In Table 2, the evaluation criteria of EI scores are presented. Also, WLEIS is
structured in four dimensions: self-emotions’ appraisal, others’ emotions appraisal, use

of emotions and regulation of emotions.
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The second psychometric test used in the primary research, Machiavellianism
Personality Scale (MPS: Dahling et al., 2009) is comprised of four sub-dimensions:
distrust of others, desire for status, desire for control and amorality, consists of 16 items.
Each item is rated on a 5-point Likert scale ranging from 1 (strongly disagree) to 5
(strongly agree). Accordingly, the scores are evaluated as above (5-1=4 > 4/5= 0,80)

and presented in Table 3. No items are reverse scored in this measurement tool either.

Table 3: MPS Likert scale Machiavellianism score evaluation criteria for 5-scale

Score Interval (mean) | Evaluation
1-1,79 Very low level
1,80 - 2,59 Low level

2,60 - 3,39 Medium level
3,40 - 4,19 High level
4,20-5 Very high level

Finally, the Economic Opportunism Scale (Sakalaki & Fousiani, 2010) includes
20 items, some of them reverse-scored. EOS scores of respondents are evaluated in the
same way as WLEIS scores, as a 7-point Likert scale ranging from 1 (Strongly disagree)
to 7 (Strongly agree) is also used. EOS is a one-dimension measurement tool, meaning
that no sub-dimensions were identified to further describe the economic opportunism
behavior of the respondents. EOS was provided and used in its original form (Appendix
A), with reverse scored items indicated, in Greek, as it was originally developed
(Sakalaki & Fousiani, 2010).

The relationship between the behavioral and personality variables and the
identification of any potential causality with the economic-financial performance of the
Greek family businesses is the main purpose of the present empirical research. Thus, it
is important to be able to express the family business performance in a manner that can
be used in a model, along with the scores of EI, Machiavellianism and economic
opportunism. For that purpose and in order to utilize the data that will be collected from
the final questionnaire in the best possible way, it is crucial to proactively design the
process of coding and creating secondary variables

The items of the final questionnaire that refer to the financial performance of
the family business concern:

e the annual turnovers of the family businesses for the years 2016-2017-2018,
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e the annual outcomes in terms of profitability or loss for the years 2016-2017-

2018,

e the percentages of the profits or losses on sales for the years 2016-2017-2018,
e the export activity percentages on sales for the years 2016-2017-2018.
This type of information is requested as approximate values, expressed in ranges (e.g
annual turnover < 2,000,000 €, % of sales or profits 0-10% or 10.01-20%), bearing in
mind the willingness of the respondents to provide accurate financial data of their
businesses.

Nevertheless, in order to evaluate the family businesses that participate in the
empirical research according to their performance, it is important to create a variable
that will represent their performance as a score on a scale, to be consistent with the
behavioral and personality variables that are also calculated. To begin with, the annual
turnovers of the family businesses for the years 2016, 2017 and 2017 along with the
number of employees reported by each participant will give us information about the
size of the family business, as business sizes are proposed by the regulations of EU.
However, this variable might not be used further in the scaling process, as it is reported
categorically, with no quantitative values.

On the other hand, items about profitability, losses and export activity as
indicators of family business performance (Davidsson et al., 2009; Anderson et al., 218)
are asked in intervals (0-10%, etc.). Interval data always take numerical values where
the distance between two points on the scale is standardized and equal, and zero has an
important role for the variable (Kaur, 2013; Kaliyadan & Kulkarni, 2019). More
specifically, the difference between the two variables is meaningful and equal, and the
presence of zero is subjective, while the measures used to calculate the distance
between the variables are highly reliable (Kaliyadan & Kulkarni, 2019).

In order to construct a model that will examine the relationships between El,
Machiavellianism, economic opportunism and family business financial performance,
it is crucial to have the appropriate data available. For that matter, according to the
attributes of interval variables, a mini scale for the financial performance of the family
businesses was constructed. More specifically, the answers about the ranges of profits,
losses and exports of the family businesses, expressed as percentages of sales will be

transformed to a 5-point performance scale, as follows in Table 4 and Table 5.
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Table 4: Scaling of profit and loss ranges expressed as % on sales.

No profit | 0-10% | 10,01-20% | 20,01-30% | 30,01-40% | 40,01-50% | >50% |
1 2 3 4 5
Moderate Almost Satisfactory Very Exceptional
satisfactory satisfactory
No loss | 0-10% 10,01-20% 20,01-30% 30,01-40% 40,01-50% | >50%
1 2 3 4 5
Exceptional Very Satisfactory Almost Moderate
satisfactory satisfactory

Table 5: Scaling of export ranges expressed as % on sales

No exports 0-25% 25,01-50% 50,01-75% >75% |
1 2 3 4 5 |
Moderate Almost Satisfactory Very Exceptional
satisfactory satisfactory

Secondary variables concerning the profitability, losses and export activity of
the family businesses for the years 2016, 2017 and 2018 will be computed, creating
secondary variables that will contribute to the evaluation of the family businesses’

performance expressed in scores.

4.4.2. Back-translation process

The selection of the appropriate measurement tools, accompanied by the need
to ensure a full understanding of the items by the respondents, led to the adoption and
implementation of back-translation process, for a sound transfer of the content into the
Greek language, since they will be addressed to Greek family business executives.
According to this process, the items of the selected measurement scales for EI (WLEIS)
and Machiavellianism (MPS) were subjected to a first translation into Greek
(Appendices B and C). This translation was then evaluated by a psychiatrist-
psychoanalytic therapist, as these are tools used in psychometric tests. The next step
was for someone with a native English background who did not know the subject and
had never seen the specific questions to translate them back into English to see if there
was a convergence between this new translation and the original questions.

The final questionnaire (Appendix D) was checked on a convenience sample of
family business executives. The purpose of this phase was to check the completeness
of the questionnaire, and responsiveness to research hypotheses. During this process
significant feedback on the items’ comprehension was received, as well as further
additions, especially to the first part of the questionnaire concerning the profile of the

respondents and the family businesses in which they are occupied. More specifically,
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the respondents reported their concerns about the confidentiality and use of their data.
They actually refused to provide exact information concerning their profitability,

losses, and annual turnovers, which led to the use of ranges as answers to these items.

4.5.Sample Description

4.5.1. Sampling method

The sampling method adopted for the present empirical research is simple
random sampling. This sampling technique records data on a subset of individuals
selected from a larger group or population to arrive at a response that represents the
whole group. Simple random sampling is considered to be an unbiased approach to
collecting responses from a large group. This is because the individuals to participate
in the research process are randomly selected (Papageorgiou, 2015).

The sampling unit of the survey is the senior management human resources of
the companies, i.e., each employee of the company who is a member of the Board of
Directors'®( (executive or not), a member of the Management (managing directors,
general managers) or a manager of an individual department of the company. It is
important to mention that in many cases of Greek family businesses, the roles are not
as clear as in larger companies. As a result, employees of any rank were included in the
research, assessed according to their participation in the operational and decision-
making processes.

For the collection of the necessary primary data in order to examine if and to
what extent the variables, emotional intelligence, opportunism and Machiavellianism,
explain the performance of administration and management and consequently the
performance of family businesses, specified structured questionnaires were designed
and distributed to the sample. Structured questionnaires have a strictly defined order of
written questions, usually closed, and do not allow them to be answered in a different

order (Zafeiropoulos, 2015).

16 The Board of Directors (BoD) is a body of elected or appointed members who jointly oversee the activities of a
company or an organization. In a voting body with members, the board of directors acts on its behalf and is
subordinate to the plenary of the organization, which usually elects the members of the Board of Directors. In a
joint stock company, the Board of Directors is elected by the shareholders and is the supreme authority in the
management of the company. The Board of Directors appoints the CEO of the company and determines the overall
strategic direction. In a non-joint stock company without a general vote of members, the Board of Directors is the
supreme governing body of the institution, whose members are sometimes elected by the Board of Directors itself.
(source: Robert, Henry M. (2011). Robert's Rules of Order Newly Revised. Philadelphia, PA: Da Capo Press, also
available under "Board of Directors"
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4.5.2. Population and sample characteristics

The population to which the questionnaire of the present thesis is addressed is
the Greek family businesses of all sizes that operate within Greek borders. According
to the EU, family-owned enterprises are those in which the indirect or direct majority
of decision-making rights are held by the natural person(s) who established the business
or the natural person(s) who have acquired or own the share capital of the business of
the spouses, parents, children or direct heirs of the children. In addition, in these
companies, at least one representative of the family or relative is formally involved in
the management of the business, while listed companies meet the definition of a family
business if the person who established or acquired the business (share capital) or their
families or descendants hold 25% of the decision-making rights required by their share
capital (European Commission, 2019'7).

It is worth noting that within the EU, and therefore in the domestic environment,
family businesses that meet the EU requirements to qualify as a small and medium-
sized enterprise fall within the legal framework for small and medium-sized enterprises,
as there is no separate family law. In large businesses, the noticeable difference between
family and non-family businesses is the percentage of family rights in decision making,
as described above. The geographical coverage of the quantitative research is the entire
area within Greek borders, including the rural and island areas according to the division
of the country into administrative divisions.

The final sample of the present doctoral thesis consists of 345 internal
stakeholders of Greek family businesses. A total of 1555 questionnaires were
distributed and 345 were returned, indicating a relatively low participation rate, about
22.1%. However, the sample size for the empirical study meets the statistical criteria,
which suggest the necessity of a sample of at least 200 respondents in order to correctly

perform the analysis of a Structural Equation Modeling (SEM) (Kline, 2005).

4.5.3. Psychometric properties of measurement tools
4.5.3.1. Validity and internal reliability
Psychometric measurement tools play an important role in behavioral research

and mental health assessment. Studies on the quality of these instruments provide

17 For more information, please check: https://ec.europa.eu/growth/smes/promoting-entrepreneurship/we-

work-for/family-business en
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evidence of how the measurement properties were assessed, helping in the
identification of the appropriate tool to use. Reliability and validity are considered the
main psychometric properties of such instruments that can be tested. Reliability is the
ability to reproduce a result consistently in time and space, while validity refers to the
property of an instrument to measure exactly what it is supposed to measure.

For the analysis of validity and reliability of the measurements, internal
consistency using Cronbach’s Alpha coefficient (a) was calculated (Table 6). A value
over 0.7 means that the measurement is consistent, the measurement tools chosen are
presumably fully usable and the results will be substantial (Cronbach, 1951).
Furthermore, in the research models confirmatory factor analysis, construct reliability
(CR) rates were examined to determine whether each set of measurements represented
the specific latent variable. Finally, the factor loads of each measurement (items) for all

the variables included in the research are presented.

Table 6: Cronbach's alpha reliability indicators for the measured variables

Cronbach’s Cronbach’s Alpha
Variable based on Standardized | N of items

Alpha .

items

Emotional Intelligence 0.877 0.881 16
Machiavellianism 0.881 0.882 16
Economic Opportunism 0.807 0.812 20
FB economic performance 0.714 0.705 9

4.5.3.2. Confirmatory Factor Analysis (CFA) of the measurement tools

The confirmatory factor analysis of the Wong & Law Emotional Intelligence

Scale (WLEIS), the Machiavellian Personality Scale (MPS) and the Economic
Opportunism Scale (EOS) previously presented (see 4.4.1) was carried out to examine
the particular factor structures that have been suggested by previous studies on the
psychometric properties of these measurement tools. The models were fitted by
maximum likelihood using IBM SPSS AMOS Version 26.0. For the validation of the
versions of the WLEIS, MPS and EOS used in the present empirical research,
maximum likelihood estimation was applied, in order to identify if the factor structure

proposed for each one of the tools is supported.
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Figure 9: Estimates of the four-factor model fitted to the 16 items of the WLEIS questionnaire.
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Figure 10: Estimates of the four-factor model fitted to the 16 items of the MPS questionnaire
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Figure 11: Estimates of the four-factor model fitted to the 16 items of the EOS questionnaire

Table 7: Goodness of fit indices for the models fitted by maximum likelihood to the items of the
WLEILS, MPS and EOS questionnaires.

M.Tool Factor Structure | X?/df | SRMR | NFI | RMR | GFI | CFI RMSEA

(95%CI)

(o

WLEIS four-factor 2.176 .046 921 | .061 | .924 | 953 .063

(.052-.073)

(95%CI)

w

MPS four-factor 2.082 .563 921 | .074 | 934 | 957 .063

(.052-.073)

(95%CI)

EOS single factor 5.712 128 473 | 293 | .687 | 515 117

(.110-.124)
The estimates from fitting the specified four-factor model of WLEIS and MPS

to the data are shown in Figure 9 and Figure 10 , and for the single-factor model of EOS
in Figure 11. The standardized loadings between the items and factors presented are
above .4, indicating acceptable reliability for the measurement tool. Also, goodness of
fit statistics for the three models are presented in Table 7.

According to thresholds proposed in the literature for values of the indices of

goodness of fit (see Table 1), the two four-factor models of WLEIS and MPS seem to
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fit well in the proposed structure, while the single factor model of EOS suggest poor fit
to the data. This means that there are possibly subscales that describe the measurement
of economic opportunism, a point which could be investigated further.
4.5.3.3.Distribution of the data

To examine the normality of distributions in the sample, normality tests were
performed. The Kolmogorov-Smirnov test for samples of size more than 50 cases (n
>50) was used. The results of the normality tests presented in Table 8 indicate that for
EI, MPS and FB Performance scores the null hypothesis of the sample being normally
distributed is rejected (p<.005). The Q-Q plots of Figure 12 verify the normality test.
On the other hand, economic opportunism scores are normally distributed for the
sample that participated in the empirical research.

Table 8: Kolmogorov-Smirnov Normality test for the examined variables.

Statistic df Sig.

EI_Score .064 345 .002

MPS_Score .071 345 .000

EOS_Score .035 345 .200

FB performance | .155 345 .000
. Normal Q-Q Plot of El_Score Normal Q-Q Plot of MPS_Score

Expected Normal Value
Expected Normal Value

Observed Value Observed Value

Normal Q-Q Plot of PERFORMANCE Normal Q-Q Plot of EOS_Score

Expected Normal Value
Expected Normal Value

1 2 3 . s o 1 2 3 4 s 6

Observed Value Observed Value

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Figure 12: Q-Q plots for EI, MPS, EOS and Performance normality test
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4.6.Data Collection Process

The Google Forms platform was chosen as the most appropriate means for the
distribution of questionnaires in electronic form. The primary research was carried out
by forwarding the questionnaire to a random sample of Greek companies in each
production sector and each geographical region, utilizing the contact details from the
annual financial business guide of ICAP, as mentioned previously, by e-mails and
telephone communication (follow-up), to ensure a representative sample of at least 300
respondents.

The research was also announced on social media platforms such as Facebook
and LinkedIn. Participation was voluntary and anonymous, while it was explained that
there are no wrong or right answers except honest personal opinions with a statement
of confidentiality. The use of the LinkedIn platform for the distribution of the
questionnaire to the employees of family businesses seemed particularly useful, since
by searching for keywords such as "family business", "family business manager",
"family business owner", "family business Greece", etc., the platform yielded the
results of potential respondents responding to the sample for the specific survey.
Moreover, the information about the project to these people through personal messages
on such a professional platform worked only positively, as this research became known
to a large number of family businesses throughout Greece.

The use of Google Forms as the basic means of dissemination of the final
questionnaire was evaluated as the most efficient way to collect the data needed for the
present empirical research. Due to the structure and functions of Google forms, mass
distribution to the population was enabled, without the need of sanity checking.
Furthermore, automated registry of the data in spreadsheets provided by Google Forms

minimized the marginal errors.

4.7.Data Analysis process
The quantitative data extracted from the questionnaires were processed using
the software applications Microsoft Excel for Mac (Version 16.45) and SPSS
(Statistical Package for Social Science) 26.0, which was used to calculate frequencies
f and percentages for each different response in all the items included in the final

questionnaire. Microsoft PowerBI was used for the visualization of the data. Also,
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AMOS and R-Studio statistical software were used to perform Structural Equation
Modeling and confirmatory factor analysis of the data collected.

The descriptive features used in the present study are the frequencies, the
averages and the standard deviation. More specifically, mean values and standard
deviations (SD) or median and interquartile range were used to describe the quantitative
variables. Regarding the relationships between demographic factors and the examined
variables (EI, Machiavellianism, economic opportunism, and the financial performance
of family businesses) appropriate tests were performed.

The statistical testing of the hypotheses of the present thesis was performed
using the Structural Equation Models (SEM), as described in the model specification
(see 4.3). The developed model concerned the analysis of the intermediate relations
between the variables under examination. The answers determine the factors that need
to be taken into account in order to achieve more effective management and improve
the operation of family businesses are determined through the data extracted from the

questionnaire responses.

78



5. Empirical research on the effect of the behavioral triad on Greek
family businesses — Data Analysis and Findings

The findings of the primary research regarding the behavioral triad variables
that could potentially affect the financial performance of Greek family business are
listed and analyzed in the present chapter. More specifically, the descriptive statistics
of the sociodemographic information, the Greek family business characteristics, EI,
Machiavellianism, economic opportunism and performance scores of the sample are
presented. In particular, descriptive statistics, correlations and inferential statistics for
the examined variables are calculated and evaluated. Important information extracted
from the primary data are visualized, to create a general profile for the Greek family
businesses. For Structural Equation Modeling (SEM), the results of Confirmatory
Factor Analysis (CFA), validity and reliability analysis of measurements through

construct reliability coefficients (CR) and goodness of fit indices are presented in detail.

5.1.Research Findings

Primary research was conducted for family businesses that operate within the
Greek borders. The descriptive analysis performed on data collected in the primary
research is presented below, following the final questionnaire design. The second part
of the final questionnaire that consists of the EI, Machiavellianism and economic
opportunism measurements is analyzed descriptively in combination with the rest of
the variables, and also for the different groups of the family business stakeholders.
Inferential statistics were performed to identify potential statistically significant
differentiations among the data categories. Moreover, correlations of the behavioral
triad scores with the characteristics that make up the family business profile is presented

and evaluated.

5.1.1. Respondents’ and family business’ profile

Basic sociodemographic information of the sample was extracted from items 1-
2-3 of the final questionnaire, regarding the gender, age and educational level of the
respondents. From the total sample of 345 respondents, it is observed that the vast
majority are men with a frequency of 255 and a percentage of 73.9%. Women
correspond to a frequency of 90 and a rate of 26.1%. This disproportion may affect the

levels of EI, Machiavellianism and economic opportunism to some extent, as women
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are considered to have better management of their emotions, better interpersonal skills,
and higher levels of empathy (Belias, 2013; Platsidou, 2008; Schauf et al., 2006).

To provide a representative picture of the educational level of the family
business management stakeholders, the education levels were grouped into three
groups, high school graduates, post-secondary and higher education graduates. The
highest percentage are graduates of post-secondary education, with a frequency of 169
and a percentage of 46.1%. Graduates of higher education make up 43.2%, with a
frequency of 149, while 2.9% that did not give their exact educational level.

Moreover, most of the individuals in family business management positions
hold a degree in post-secondary education. In essence, there is highly trained human
resource occupied in the sample’s businesses. High levels of education are expected to
positively affect the behavioral traits examined in the present research (Parker et al.,
2004). The largest percentage of participants is in the age group 35-44 (33.3%).
Respondents in this age group, according to previous research, are expected to possess
higher EI (Bar-On, 2000; Goleman, 2000) as well as a higher level of Machiavellianism
(Gotz et al., 2020).

Information about the respondent’s role and position in the family business is
provided by the data collected from items 4-5-6 of the questionnaire (Table 9). More
specifically, these items concern data about the respondent’s job position in the family
business, about the years of employment and years of experience in other companies.

Table 9: Frequencies of the sample’s basic sociodemographics

Characteristic n % ‘
N 345 100
Owners 235 68.1
Job Position (4) BOD 59 17.1
Other managerial positions 51 14.7
1to5 117 33.8
6to 10 87 25.2
11to 15 52 15
Years in the family business (5) 16 to 20 39 113
21to 25 26 7.5
26 to 30 19 5.6
More than 30 5 1.5
. Yes 289 83.8
Former Experience (6) No 56 162
1950's 11 3.2
1960's 12 3.6
1970's 17 5.1
Foundation Year of the BF (9) 1980's 45 13
1990's 54 15.6
2000's 75 21.6
2010's 131 38
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Of the 345 respondents, 68.1% is represented by Greek family business owners,
with a frequency of 235. To facilitate the research analysis in terms of comparison of
the variables, the categorization of the job position in ownership, BOD positions and
managerial positions is essential. Consequently, it is observed that 59 BOD
representatives (17%) responded to the final questionnaire (15 chairmen, 7 members
and 37 shareholders). Moreover, 14.7% of the respondents hold managerial positions

in the family business, in a frequency of 51.

Ed.Level_Groups @ High school education @ Higher education @ Other @ Post secondary education

31.01%

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Doctoral Thesis,
Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 1:Educational level of respondents across the positions they hold in the family business.

Almost one third (31.0%) of the family business owners hold a post-secondary
education degree. Moreover, according to Graph 1, members of the BODs of the family
business hold higher education diplomas in a percentage of 8.4%, while most
respondents in managerial positions have completed post-secondary education (7.5%).
The percentages given in the graph concern the total sample.

All the respondents seem to be occupied in a family business. A percentage of
33.8% of the respondents has worked in the family business for up to five years, while
only 14.6% have been working in the family business for more than 20 years (Table 9).
It would be interesting to visualize this distribution in relationship with the age profile
of the respondents, to get a clearer picture of the sample (Graph 2). Indeed, the
respondents that have been occupied in the family business for more than 30 years are
aged from 55 years old and above. Additionally, the majority of the respondents seem
to have former working experience in job positions outside the family business, in a

percentage of 83.8% (289), a fact that will be discussed further in the next section.
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Graph 2: Years of experience in the family business across the age groups of the respondents.

The characteristics composing the Greek family business profile are provided
by the responses collected from items 9-10-11-12-13-14-18-19 of the questionnaire
(Table 10). In particular, these items concern information about the year of foundation
of the family business (9), the family business location (10) and generation (11), legal
form (12) and activity sector (13). Furthermore, the size of the family business is
defined (small, medium, large), having taken into consideration the number of
employees and the business’ turnover. The Greek family business profile is completed
by information about shareholders that are not occupied in the family business (18-19).

Of the 345 respondents, only 3.2% reported that their family business was
founded before 1950, while most of the family businesses that participated in the
sample were founded in the 2010’s (38%). Low rates of foundation in the 1960°s and
1970’s correspond to the political situation in Greece at that time in comparison with

the 2010°s when entrepreneurship was promoted and supported financially.

Table 10: Frequency table of items about the respondent's role in the family business

N 345 100
1950's 11 3.2
Foundation (9) 1960's 12 3.6
1970's 17 5.1
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1980's 45 13
1990's 54 15.6
2000's 75 21.6
2010's 131 38
Attica 200 58
Macedonia-Thrace 44 12.8
Epirus-Western Macedonia 17 5
Location (10) Thessaly-Central Greece 35 10
Peloponnese-Western Greece-
. 24 7.1
Tonian
Crete 16 4.7
Aegean 9 2.6
1st 227 65.8
. 2nd 91 26.4
Generation (11) 3rd 3 67
Later 4 1.2
Individual Business 107 31
General Partnership (OE) 43 12.5
Limited Liability Company (EU) 21 6.1
Cooperative 1 0.3
Societe Anonyme (SA) 62 18
Legal Form (12) Private Capital Company (PC) 56 16.2
Industrial Commercial SA 1 0.3
Commercial Industrial SA 6 1.7
Limited Liability Company (Ltd.) | 46 13.3
Other 2 0.6
Food 39 11.3
Drinks / Tobacco 2 0.6
Textiles / Leather 3 0.9
Clothing and Footwear 14 4.1
Cons‘tructlon / Materials 2% 75
/Equipment
Home / Professional Eq. 9 2.6
.. Tourism 38 11
Activity sector (13) Retail 29 142
Transportation 8 2.3
Telecommunications 24 7
Financial services 11 3.2
Education 17 4.9
Means of transport 2 0.6
Shipping 7 2
Other industries 96 27.8
Micro 225 65.2
. Small 86 24.9
FB Size Category Medium 25 75
Large 9 2.6
Shareholders occupied in the Yes 36 10.4
family business (18) No 309 89.6
No answer 268 77.7
0,
Ownership % of shareholders 0% o 42 12.2
that do not work in the family Lto 10 % 8 24
business (19) 10 to 30 % 9 2.7
30 to 50% 15 4.4
Over 50% 3 0.9

The location of the family businesses that participated in the present research
are distributed across the decentralized administrations of Greece as presented in Graph
3. Most of the responses come from businesses located in Attica (58.0%), followed by
Macedonia-Thrace (12.8%) and Thessaly and Central Greece (10.1%). This
distribution among the regions is justified by the general population distribution of

Greece, which follows the same pattern.
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 3: Sample distribution across decentralized administrations of Greece.

According to Graph 4, most family businesses of the sample were founded
during the 2010s, (from 2010 to 2019), especially in the Attica region. Up to then, and
mostly after the 1970’s, there is an upward trend in starting-up new family businesses,

in Attica and also in Macedonia and Thrace, in Thessaly and Central Greece.
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 4: Family business foundation for each decentralized administration of Greece.

The majority of the family businesses of the sample are 1% generation family

businesses (65.8%) with a frequency of 227. This is mostly attributed to the fact that,
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according to the data, the family business owners are still at a productive age to offer
their services to the family business and to the fact that they are not passing the baton
to next generation as early as they should have done. In Graph 5 and Graph 6 the activity
sectors of the family businesses of the sample and the legal forms under which they

operate are presented.

11.30%

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 5: The sample's family businesses activity sector distribution.

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens
Graph 6: Legal form of family businesses of the sample.

The majority of the respondents reported “Other” business activity sector (27.8%),
which means that they do not classify their business in any of the other sectors. A good
percentage of responses is derived from “Tourism” (11%), “Retail” (14.2%) and
“Food” (11.3%) businesses, which, along with “Construction and Building Materials”

(7.5%) are sectors that play a vital role in Greece’s GDP.
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As far as the size of the family businesses is concerned, according to the EU
definition, businesses are classified into sizes according to their number of employees
and their annual turnovers (see Chapter 4). As far as the human capital employed, large
businesses have more than 250 employees in their human capital. The majority of the
respondents work in micro-sized businesses with less than ten employees in total of

human resources (Graph 7).

micro sma medium arge

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens
Graph 7: Size of family businesses of the sample

In the meantime, the distribution of owners, managers and members of BOD of
the family businesses of the sample is more evenly distributed in small businesses with

up to 50 employees (Graph 8).

FB_1_GROUPED @BOD @Managerial position @ Owner

micro 11.56%  8.44%

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 8: Family business owners, managers and members of BODs for each size of family
business.

Most of the sample’s family businesses, 89.6% (Table 10) have shareholders

that are not active participants in the business, meaning that they receive part of the
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profits without actually working in the family business. However, in cases where the
respondents stated that there are shareholders who are absent from the family business
but benefit from it that hold from 1% to 67% of the family business (Graph 9). This is
quite interesting, as it might encrypt opportunistic behavior.

®0 3.90%

@30 to 50%

@10 to 30%

110 10%

over 50%

19.48%

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 9: Percentage of ownership for shareholders that do not work in the family business

Therefore, the family members that receive benefits from the family business without
participating in its operational process, somehow “exploit” it by raising their personal
profits without putting effort in the business. Further investigation of this observation
would be of interest, as it seems to be contradictory with the Greek family business
values. Furthermore, in these cases, most of shareholders hold more than 50% of the
family business, leading to questions about their role in decision making and general
involvement, that will be discussed in the following sections.

A crucial issue that differentiates the family businesses from all the other
businesses is the family’s involvement in the firm’s operational process (. Items 7-8-
15-16-17 of the questionnaire (Table 11) provide information respectively on the
percentage of family ownership (7) and how this is distributed among family members
(8), how many of them actually work as employees (15) or in managerial positions (21)
in the family business and their relationship with the family business owner (16).
Furthermore, information about the payment of the family members is provided in item
(17). The identification of the involvement of the family members in the business will
at first give a picture of the current status in Greek family businesses, that later will be
evaluated, taking into consideration the behavior and personality attributes of the

sample.
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As far as the ownership concerns, the 62.2 % of the sample stated that the 100%

of the family business belongs to the family, while only 8.2% reported that their

ownership into to the family business is less than 50% family owned. For cases of 100%

complete family ownership, the distributions among parents, children and other

relatives are presented in Graph 10. Furthermore, as observed in Graph 11, the majority

of micro-sized family businesses of the sample are 100% family owned.

Table 11: Frequency table of variables concerning the family involvement in the business.

Characteristic n % |
N 345 100
<50% 30 8.6
0,
% of FB ownership (7) i(S)g‘)’ % 32 2260
100% 216 62.6
<50% 97 28.1
Parents 50% 72 20.9
>50% 87 25.2
100% 89 25.8
<50% 204 59.1
Family ownership distribution . 50% 58 16.8
®) Offspring >50% 26 |75
100% 57 16.5
<50% 239 69.3
0,
Other relatives i(s)g:) % Eﬁ 42"31 >
100% 11 3,2
0 7 2
1 74 214
2 123 35.7
HR family members (15) 3 85 24.6
4 31 9
5 14 4.1
>5 11 3.2
I am the official owner 234 67.8
Offspring 75 21.7
Grandchildren 3 0.9
Relationship with the family Nephew-niece 4 1.2
business owner (16) Spouse 7 2
Sibling 9 2.6
Sibling-in-law 6 1.6
Other 7 2
Yes, they are paid 168 48.7
No, they are not paid 94 27.2
. s They are paid differently from other employees | 15 4.3
Family member’s payment (17) They are paid the same as other employees,
depending on their position 43 12.5
They enjoy privileges 25 7.2
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Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 10: How ownership in 100% owned-by-the-family businesses is distributed among

parents, children and other relatives.
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 11: Percentage of family ownership for each business size.

The relationship of each respondent with the family business owner is reported

by the item 16 of the questionnaire. Overall, most responses (67.8%) come from the

family business owners, 22.6% comes from children and grandchildren and only 2%

from wives. A percentage of 7.4% comes from nephews and nieces (1.2%), siblings

(2.6%) and siblings-in-law (1-6%).
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Graph 12: Family relationships of the respondents with the official owner of the family business
the work in.

The relationships of the respondents with the official owner of the family
business, according to their management position in the family business, is presented
in Graph 12, revealing the self-perception of the role each respondent have in the family
business they occupy in. Similarly, in Graph 13, the payment strategy for the family

members in the family business is presented.
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Graph 13:Payment strategy of family members in the family business.



The answers to this item are worded so as they provide information on what
seems more important for each respondent. Consequently, while for “other” relatives,
the respondents limited their answers to be positive about their payment, for offsprings,
siblings and relatives-in-law, they preferred to specify that they are paid depending on
their position, not differently from non-family members. Also, privileges, in terms of
extra bonuses and probably use of the products or services of the family business, is
reported only for the owners, their spouses and their children. This information sets the
boundaries of discussion concerning the importance of family involvement in the
business.

Apart from the family involvement in the ownership status and the daily
operations of the business, decision-making and management strategies play an
important role in an effective and efficient family business operation. Items 20-21-22-
23 of the questionnaire (Table 12) provide information on the “decisioner’s” role in the
family business in general or when conflicts arise.

Table 12: Frequency table of the responses concerning decision-making and management in the
family business

Characteristic n % |
N 345 100
Number of family business 0 32 9.3
managers (20) 1 191 554
2 72 20.9
3 24 7
4 13 3.8
5 4 1.2
More than 5 9 2.7
Managers that are also family 0 130 37.7
members (21) 1 153 443
2 49 14.2
More than 2 13 3.8
Family business strategy planning | The owner 229 66.4
(22) The shareholders' council 46 13.3
The BOD 50 14.5
The Chairman of the BOD 7 2
The general manager 13 3.8
Prevailing view in case of conflict | The owner’s 219 63.5
(23) The shareholders' council 60 17.4
The BOD’s majority 50 14.5
The BOD’s chairman 4 1.2
The general manager’s 12 3.5

More specifically, these items concern data about the number of the family
business managers (20) and how many of them are family members (21). Also, the
person/people responsible for the strategy planning of the family business is reported

(22), as well as in case of conflict, the prevailing opinion that is weighted as more
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important (23). The above information will enhance the already built picture of the
current status in Greek family businesses, that will be evaluated later, taking into
consideration the behavior and personality attributes of the sample.

The majority of the responses indicate that the family businesses of the sample
have only one family business manager in a percentage of 55.4% with a frequency of
191, while 9.3% reported that there is no family business manager in their firm. Only
153 stated that this one family business manager is also a family member (44.3%). The
evaluation of this type of information extracted from all the items that refer to managers
of the family business greatly depends on the perception of the respondents about who

is or can be a manager, as these roles are not yet clear for all Greek businessmen.

o 203%

®The owner
®The BOD

The board of shareholders
®The general manager
®The BOD Chairman

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 14: Responsibility for strategy planning in the family business.

According to Graph 14, the family business owners are mostly responsible
about for planning the strategy of the family business with a percentage of 66.4%,
followed by the BOD and the board of shareholders, 14.5% and 13.3% respectively. In
the same context, for cases of non-consensus of decisions, the owners’ opinion seems
to be the most crucial (63.5%), followed by the majority of the board of the business’s
shareholders. The above findings indicate a tendency of -centralization of
responsibilities and decisions for the operation of the business to the owner. One
possible reason for this concentration of decision power to the owner’s role is the
connection that the owner has with the business, which is something like a child for

them. For this reason, lack of trust to the abilities of the other members that participate

92



in the decision-making process causes this imbalance among the family business

managers.

®The owner's

®The board of shareholders'

The BOD's majority
®The general manager's
®The BOD chairman's

348% 1-16%

3.48%

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 15: Prevailing opinion in case of conflict.

To evaluate the performance of the family businesses that participated in the

sample, items concerning the annual turnovers, profits, losses and exports for years

2016, 2017, 2018, were used, numbered 24-25-26-27-28 in the final questionnaire

(Table 13). More specifically, the family business turnover is considered to be an

important indicator of business performance (Abdirahman, 2019; Kandel et al., 2019)

especially when combined with annual profit and loss rates for a specific time period,

as happens in our case for 2016, 2017 and 2018. It is worth noticing that the responses

to these items are given approximately as 4 “larger than ...” or “smaller than...”, as

Greek businesspeople tend to be quite suspicious when providing personal or business

data, even for research purposes. This form of answering was adopted with success, as

no missing values exist in these answers.

Table 13: Frequency table of responses concerning the financial performance of the family

businesses
Characteristic n %
N 345 100
2016 <2,000,000€ 286 82.9
<10,000,000€ 35 10.1
<50,000,000€ 18 52
>50,000,000€ 6 1.7
2017 <2,000,000€ 280 81.2
Annual revenue (24) <10,000,000€ 41 11.9
<50,000,000€ 18 52
>50,000,000€ 6 1.7
2018 <2,000,000€ 274 79.4
<10,000,000€ 48 13.9
<50,000,000€ 17 4.9
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>50,000,000€ 6 1.7
2016 Profit 249 72.2
Loss 96 27.8
2017 Profit 261 75.7
Outcome (25) Toss o 743
2018 Profit 294 85.2
Loss 51 14.8
2016 0-10% 141 40.9
10.01-20% 77 22.3
20.01-30% 29 8.4
30.01-40% 16 4.6
40.01-50% 5 1.4
>50% 12 35
No profit 65 18.8
2017 0-10% 135 39.1
10.01-20% 85 24.6
20.01-30% 37 10.7
% of profit on sales (26) 30.01-40% 17 4.9
40.01-50% 6 1.7
>50% 12 35
No profit 53 154
2018 0-10% 139 40.3
10.01-20% 96 27.8
20.01-30% 37 10.7
30.01-40% 21 6.1
40.01-50% 6 1.7
>50% 16 4.6
No profit 30 8.7
2016 0-10% 154 44.6
10.01-20% 19 5.5
20.01-30% 12 35
30.01-40% 8 2.3
40.01-50% 1 0.3
>50% 4 1.2
No loss 147 42.6
2017 0-10% 152 44.1
10.01-20% 14 4.1
20.01-30% 13 3.8
% of loss on sales (27) 30.01-40% 4 1.2
40.01-50% 3 0.9
>50% 4 1.2
No loss 155 449
2018 0-10% 143 41.4
10.01-20% 7 2
20.01-30% 8 2.3
30.01-40% 5 1.4
40.01-50% 1 0.3
>50% 4 1.2
No loss 177 51.3
2016 0-10% 200 58
25.01-50% 17 4.9
50.01-75% 7 2
75.01-100% 17 4.9
No exports 104 30.1
2017 0-10% 194 56.2
25.01-50% 23 6.8
% of exports on sales (28) 50.01-75% 10 2.9
75.01-100% 18 52
No exports 100 28.9
2018 0-10% 196 56.8
25.01-50% 24 7
50.01-75% 9 2.6
75.01-100% 22 6.4
No exports 94 27.2
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According to the responses, the majority of the family businesses reported
turnovers less than 2 million euros for year 2016, while family business that reported
greater turnovers are far fewer. According to EU, the annual turnover of a business and
the number of its employees can determine the size of the business.

Furthermore, most of the sample’s family businesses reported that they were
profitable in the years 2016, 2017 and 2018, in percentages of 72.2%, 75.7% and 85.2
% respectively. More specifically, profitability according to the respondent’s answers

for the years 2016, 2017 and 2018 are presented in Graph 18, Graph 17, Graph 18.

= @ @i @ 2016

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 16:Reported profitability of family businesses per FB size for 2016.

o 0ncc ® 2017

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 17: Reported profitability of family businesses per FB size for 2017.
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2018

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 18:Reported profitability of family businesses per FB size for 2018.

Indeed, the micro, small, medium and large family businesses of the sample that
reported profitability evaluated it as from 0 to 10% of annual sales. Reported losses
range at the same levels from 0 to 10% on annual sales, also for all family business
sizes. In a family business, the impact of profits and losses are seen and felt daily by
those involved in the business, as well as those affected by the business’ performance.
A good turnover means extra lessons for an owner’s child, or a new home for a family
member. Reported losses of the respondents’ family businesses are presented in , Graph
19, Graph 20 and Graph 21.

>rge @ medium @micro @zmal

2016

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 19:Reported losses of family businesses per FB size for 2016.
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 20:Reported losses of family businesses per FB size for 2017.
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 21:Reported losses of family businesses per FB size for 2018.

Profitability is a crucial issue for family businesses. Profit is simply the state or
condition of yielding a financial gain in an enterprise after all of the expenses are paid.
However, in a family business, profit is much more than that. It is the fuel for growth
and the necessary ingredient for liquidity. It is also intensely personal, as profit may be
the source of a year-end bonus for an executive, a new machine for the production team,

or payment for a daughter’s education when distributed to a shareholder. Once again,
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the answers about profitability and loss have a subjective character, and this is the
reason that the data are again in approximate values.

The last variable of the first part of the final questionnaire concerning the family
business’s approximate financial performance is the percentage of exports to the sales,
as internationalization of the family business could also be a performance indicator,
although this is not to imply that when a family business does not export products or
services it does not perform well. It is stated in the literature that family businesses
export less in proportion to other small and medium firms; however, when they do, they
act as very active and committed exporters (Okoroafo & Perry, 2010; Okoroafo, 1999),
as confirmed from the responses’ consistency for the three years (Graph 22). According
to the frequency statistics, more than half of the family businesses of the sample
reported export activity for the years 2016, 2017 and 2018. The rate of exports for these

cases mostly represents exports from 0 to 25% of the sales of these years respectively.

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 22: Approximate percentage of family business's exports for the years 2016, 2017,
2018

After checking for significant dependencies among the sociodemographic
categorical data that were extracted from the final questionnaire by performing
crosstabulation x? tests, it is concluded that non-significant relationships between the
pairs tested exist. In cases where a statistically significant relationship is observed, it
cannot be accepted because of insufficient cases, although grouping was performed for

each of the categories (Table 14).
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Table 14: X2 crosstab tests of categorical variables.

V1 V2 X2 value df P Null Hypothesis*
Gender Age 4.785 3 .188 accepted
Job position 2.218 2 .330 accepted
Ed. Level 298 3 .960 accepted
Former Experience 1.272 1 .259 accepted
Age Job Position 7.764 6 256 accepted**
Ed. Level 20.953 9 .013 rejected®*
Former Experience 2.929 3 403 accepted
Years in the FB 110.271 18 .000 rejected®*
Ed. Level Job position 5.296 14 981 accepted**
Former experience 9.297 3 .026 rejected**
Years in the FB 48.408 18 .000 rejected®*
Job Position Years in the FB 9.691 12 .643 accepted**

*The null hypothesis is that variable 1 (V1) and variable 2 (V2) are independent.
** Not reliable estimation.

5.1.2. Behavioral triad findings
5.1.2.1. El in Greek family businesses

Self-reported measurement of the levels of emotionally intelligent behaviors in
work environment was achieved through the use of the Wong & Law Emotional
Intelligence Scale self-report questionnaire (Annex B) (Wong & Law, 2002). In Table
15, the average EI scores and standard deviations are given, for the total sample, the
family business owners, the BOD members and the respondents that hold managerial
positions.

Table 15:El total and subscales mean scores of the total sample of Greek family business
owners, BOD and managers

Total Sample FB Owners FB BOD FB Managers
Variable Mean | SD Mean | SD Mean SD Mean SD
Overall Emotional Intelligence | 5.67 0.67 5.71 0.67 5.61 0.72 5.54 0.63
Sub-Scales
Self-emotions appraisal 5.98 0.89 6.02 0.92 5.96 0.89 5.83 0.71
Others’ emotions appraisal 5.42 0.90 543 0.95 533 0.86 5.37 0.78
Use of emotions 5.95 0.83 5.99 0.89 5.84 0.84 5.88 0.71
Regulation of emotions 5.34 1.06 541 1.05 5.32 1.07 5.07 1.13
Valid N(listwise) 345 235 59 51

More specifically, in terms of overall EI scores, it is apparent that the average
respondents’ EI level is 5.67 with a standard deviation of 0.67. In family business
owners, the average EI score is 5.71 with a standard deviation of 0.67, while for
members of BOD it is 5.61 with a standard deviation of 0.72, and for family business
managers 5.54 and 0.63 respectively. Mean scores were interpreted on a scale from 1
"totally disagree" to 7 "totally agree". The minimum value is observed at 1.0 and the

maximum value at 7.0. Therefore, all four mean scores for the total sample and the sub-
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groups under examination are considered to have a satisfactory level of emotional
skills.

The dimension of self-emotions appraisal holds the highest average of the EI
sub-scales on the total sample, with a value of 5.98, which means that the respondents
have sufficient knowledge of their emotions as well as the causes that trigger them.
Considerably high in self-emotions appraisal seem to be the family business owners,
with a mean score of 6.02 in this subscale. In addition, the dimension of Other’s
emotions appraisal in family business owners, BOD and people on managerial positions
show a high average, with scores of 5.43, 5.33 and 5.37 respectively. That is, all three
occupational categories appear to have the ability to understand and acknowledge the
emotional state of others. Furthermore, it seems that use of emotion in all three sub-
groups is at more than satisfactory levels (5.99 owners, 5.84 for the BOD and 5.37 for
the respondents in the managerial positions), meaning that the respondents are capable
of effectively using their emotions by directing them toward constructive activities and
personal performance. Finally, it becomes clear that regulation of emotion is the EI sub-
scale where the scores had the lowest (although still high) values. More specifically,
family business owners (5.41) seem to have a greater ability to manage their own
emotions than BOD members (5.32) and other managers (5.07). Furthermore, in the
family business environment, owners, BOD and other managers appear to have
significant emotionally intelligent skills and abilities at work, with family business
owners displaying higher levels of emotional competence than the other two sub-
groups.

Performing descriptive statistics was valuable to extract information about the
immediate group of the data represented by the sample. To make estimations about the
general population of family businesspeople, inferential statistics were used, through
estimation of parameters and testing for statistical hypotheses concerning statistical
differences between the quantitative and qualitative variables of the final questionnaire.
Therefore, according to the distribution that the data follow for each variable category,
T-tests, Man-Whitney, ANOVA and Kruskal-Wallis tests were performed. More
specifically, the tests executed for each variable of the first part of the final

questionnaire and EI are listed in Table 16.
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Table 16: Analysis of variance tests performed among the categorical and quantitative data (EI).

Analysis of Variance test

Gender Man-Whitney
Former Experience Man-Whitney
Reported FB outcome Man-Whitney

Age Kruskal-Wallis
Ed. Level Kruskal-Wallis
Years in the FB Kruskal-Wallis
Job position Kruskal-Wallis
Foundation Kruskal-Wallis
Location Kruskal-Wallis
Generation ANOVA

Legal form Kruskal-Wallis

Activity sector

Kruskal-Wallis

Family member type

Kruskal-Wallis

FB strategy planning

Kruskal-Wallis

Prevailing view in conflicts

Kruskal-Wallis

% of FB ownership

Kruskal-Wallis

FB size category

ANOVA

FB member’s payment

Kruskal-Wallis

According to the tests performed as described in Table 16 and presented in Table 17,

statistically significant differentiations of EI levels, were observed only among the

decades that the family businesses were founded, among the legal form under which

they operate and also among the type of family member each respondent is.

Table 17:Test statistics for differentiations among the variables' categories (EI).

EI P |
Gender MW U =10369 174
Former Experience MW U =7163.5 174
Reported outcome MW U = 5418 620
Age H (3)=.836 .841
Ed. Level H (3)=2.949 400
Years in the FB H (6)=3.018 807
Job position H (2)=4.108 128
Foundation H(7)=21.414 .003
Location H (6) =3.023 .806
Generation F (2,432)=.801 A450%*
Legal form H (10)=20.618 .024
Activity sector H(14)=7.171 928
Family member type | H (8)=22.190 .005
Strategy planning H(4)=1233 873
View in conflicts H (4)=2.278 .685
% of FB ownership H (3) =5.966 113
FB size category F(3,341)=1.115 | 343
FB members pay H (4)=2.720 .606

*T-test, ** ANOVA

Note: Red colored cells indicate that there is statistical significance.

5.1.2.2.Machiavellianism rates in the family business environment

The Machiavellian Personality Scale self-report questionnaire (Dahling et al.,

2009), was used to measure the levels of machiavellian behavior in the greek family
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business environment. The findings reported represent the machiavellian behavior
levels of the family business managers, calculated in accordance with the degree of
agreement to specific statements.

The mean scores and standard deviations of the evaluation of the
Machiavellianism level of the total sample and its sub-groups is presented in Table 18.
According to the overall Machiavellianism score, it is clear that the average
respondents’ machiavellian behavior is 2.49 with a standard deviation of 0.67. Family
business owners also scored 2.49 on average with a standard deviation of 0.68, while
the average for members of BOD is 2.58 with a standard deviation of 0.65, and for
family business managers 2.36 and 0.64 respectively. These mean scores were
interpreted on a Lickert scale from 1 "totally disagree" to 5 "totally agree", where the
minimum value is observed at 1.0 and the maximum value at 5.0. As a consequence,
all four mean scores for the total sample and the sub-groups under examination are
considered to have a low level of machiavellian behavior (see Chapter 4 for the
classification of the scores).

Table 18: Machiavellianism total and subscales mean scores of the total sample of Greek
family business owners, BOD and managers

Total Sample FB Owners FB BOD FB Managers |

Variable Mean | SD Mean | SD Mean | SD Mean | SD
Overall Machiavellianism Score 2.49 0.67 2.49 0.68 2.58 0.65 2.36 0.64
Sub-Scales

Amorality 1.71 0.77 1.69 0.78 1.82 0.75 1.69 0.79
Desire for control 2.93 0.95 2.95 0.97 3.04 0.78 2.74 0.98
Desire for status 3.08 0.98 3.11 0.99 3.10 0.88 2.88 1.01
Distrust of others 2.65 0.89 2.65 0.91 2.76 0.94 2.51 0.75
Valid N (listwise) 345 235 59 51

It is noted that the dimension of amorality holds the lowest average of the
Machiavellianism sub-scales on the total sample, with a value of 1.71, which means
that the respondents show low willingness to disregard standards of moral ethics in
order to commit manipulative behavior towards their colleagues. On the contrary,
raised scores that indicate a medium level of the need to exercise dominance over
interpersonal situations to minimize the risk of losing the leading position are
represented under the sub-scale of desire for control. More specifically, the total sample
score (2.93 with standard deviation 0.95), and the 3 subgroups of owners (2.96, with
standard deviation 0.97), BOD (3.04 with standard deviation 0.78) and other managers

(2.74 with standard deviation 0.98) indicate that they view external others as potential
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threats, especially as far as the BOD is concerned. In addition, the dimension of desire
for status in family business owners, BOD and people on managerial positions show
also a medium average, with scores of 3.11, 3.10 and 2.88 respectively. That is, all
three management categories appear to share the perception of measuring success
through extrinsic goals like wealth, power and status, rather than personal development
or self-love. Furthermore, it seems that distrust of others is at medium levels for the
subgroups of owners and BOD members (2.65 owners, 2.76 for the BOD). Respondents
that hold other managerial positions indicated low levels in this sub-scale, with a score
of 2.51, meaning that they maintain a less cynical outlook on others’ motivations and
intentions, with a concern for the negative implications that those intentions might have
on them. Therefore, in the family business environment, owners, BOD and other
managers appear to perform organizationally machiavellian from very low to medium
levels, with respondents that hold managerial positions different than ownership and
BOD displaying the lowest levels of Machiavellianism in comparison to the other two
sub-groups.

In order to extract information about the immediate group of the data
represented by the sample, estimation of parameters and testing for statistical
hypotheses concerning statistical differences between the quantitative and qualitative
variables of the final questionnaire were used..

Table 19: Analysis of variance tests performed among the categorical and quantitative data
(Machiavellianism).

Analysis of Variance Test
Gender Man-Whitney
Former Experience Man-Whitney
Reported FB outcome Man-Whitney

Age Kruskal-Wallis
Ed. Level Kruskal-Wallis
Years in the FB Kruskal-Wallis
Job position Kruskal-Wallis
Foundation Kruskal-Wallis
Location Kruskal-Wallis
Generation Kruskal-Wallis
Legal form Kruskal-Wallis

Activity sector

Kruskal-Wallis

Family member type

Kruskal-Wallis

FB strategy planning

Kruskal-Wallis

Prevailing view in conflicts

Kruskal-Wallis

% of FB ownership

ANOVA

FB size category

Kruskal-Wallis

FB member’s payment

Kruskal-Wallis
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Therefore, according to the distribution that the data follow for each variable category,
T-tests, Man-Whitney, ANOVA and Kruskal-Wallis tests were performed. More
specifically, the tests executed for each variable of the first part of the final
questionnaire and EI are listed in Table 19.

Statistically significant differentiations of Machiavellianism levels among the
educational level of the respondents were observed. Furthermore, statistically
significantly different are the Machiavellianism levels among the family member type
of the respondents and also among the decision-making roles in the family businesses.

Table 20: Test statistics for differentiations among the variables' categories
(Machiavellianism).

Machiavellianism P |
Gender MW U = 12329 294
Former Experience MW U =7403 313
Reported outcome MW U = 5140 988
Age H3)=5.613 132
Ed. Level H (3) =16.480 .001
Years in the FB H (6)=3.786 .693
Job position H(2)=3.610 165
Foundation H (7) = 13.366 987
Location H (6) =6.278 393
Generation H(2)=2919 232
Legal form H (10)=17.384 .066
Activity sector H (14)=9.786 778
Family member type | H (8)=24.165 .002
Strategy planning H (4) =10.507 .033
View in conflicts H (2) =2.698 .610
% of FB ownership F (3,341)=1.885 137%*
FB size category H((3)=.183 980
FB members pay H (4)=.157 997

*T-test, *ANOVA
Note: Red colored cells indicate that there is statistical significance.

5.1.2.3.Economic opportunism of family businesses’ management
stakeholders

Responses from the Economic Opportunism Scale self-report questionnaire
(Sakalaki & Fousiani, 2010), which was designed to measure the levels of opportunistic
behavior, in accordance with the degree of agreement to specific statements, led to the
following findings.

Table 21:Economic opportunism mean score in the total sample, and among Greek family
business owners, BOD and managers

Total Sample FB Owners FB BOD FB Managers |
Variable Mean SD Mean | SD Mean | SD Mean | SD
Overall Economic Opportunism 3.13 0.77 | 3.05 0.74 | 3.33 0.75 3.25 0.87
Score
Valid (listwise) 345 235 59 51
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The mean scores and standard deviations for the evaluation of the economic
opportunism level of the total sample and the aforementioned subgroups are reported
in Table 21. According to the overall economic opportunism score, it is clear that the
average respondents’ opportunistic behavior is reported to be in low to medium levels,
with a total score of 3.13 with a standard deviation of 0.77. Family business owners
scored 3.05 on average with a standard deviation of 0.74, while the average for
members of BOD is 3.33 with a standard deviation of 0.75, and for family business
managers 3.25 and 0.87 respectively. These mean scores were interpreted on a Lickert
scale from 1 "totally disagree" to 7 "totally agree", where the minimum value is
observed at 1.0 and the maximum value at 7.0.

According to the distribution that the data follow for each variable category, T-
tests, Man-Whitney, ANOVA and Kruskal-Wallis tests were performed, to extract
information about the immediate group of the data represented by the sample. For that
matter, estimation of parameters and testing for statistical hypotheses concerning
statistical differences between the quantitative and qualitative variables of the final
questionnaire were used. The tests executed for each variable of the first part of the
final questionnaire and economic opportunism are listed in Table 22Table 19.

Table 22:Analysis of variance tests performed among the categorical and quantitative
data (Machiavellianism).

Ec. Opportunism ‘

Gender t-test

Former Experience t-test

Reported FB outcome t-test

Age ANOVA

Ed. Level ANOVA
Years in the FB Kruskal-Wallis
Job position Kruskal-Wallis
Foundation ANOVA
Location Kruskal-Wallis
Generation ANOVA
Legal form Kruskal-Wallis
Activity sector ANOVA
Family member type Kruskal-Wallis
FB strategy planning Kruskal-Wallis
Prevailing view in conflicts ANOVA

% of FB ownership ANOVA

FB size category ANOVA

FB member’s payment ANOVA

Statistically significant differentiations of economic opportunism levels among the

owners, BOD members and managers were observed (Table 23). Furthermore,

105



statistically significantly different are the economic opportunism levels among
respondents according to the foundation year of the family business and its legal form.
Moreover, statistically significant difference of the levels of economically
opportunistic behavior was observed among the family businesses of different
generations. As indicated in tests for EI and Machiavellianism relationships with the
variables of the respondents and the family business profile, statistically significant

differences among economic opportunism levels are observed among the different

relationship with the owner (family member type) reported by the respondents.

Table 23: Test statistics for differentiations among the variables' categories.

Ec. Opportunism P |

Gender t(343)=.377 7107*
Former Experience t(343) =.044 965%*
Reported outcome t(343)=-273 7185%
Age F (3,341)=1.933 124%*
Ed. Level F (3,431)=.296 .029%*
Years in the FB H (6) =6.591 .360
Job position H (2)=28.073 .018
Foundation F (7,337)=1.449 128**
Location H (6)=38.121 229
Generation F (2,432)=3.984 .019%*
Legal form H (10) =22.695 012
Activity sector F (14, 330) = .815 .652%*
Family member type H (8) =24.671 .002
Strategy planning H (4)=09.184 .057
View in conflicts F (4,340) = .857 490**
% of FB ownership F (3, 341)=.335 7185%*
FB size category F (3, 341)= 476 .699%**
FB members pay F (4,340)=1.132 341%*

*T-test, *ANOVA
Note: Red colored cells indicate that there is statistical significance.

For a better understanding of the previously mentioned findings, the EI,
Machiavellianism and economic opportunism scores in the categories of family
business profile variables were visualized. As depicted in Graph 23, the statistically
significant differentiation among the Machiavellianism scores across the different
educational levels (p<0.05). However, as the sample does not follow normal
distribution for the educational level categories, the Kruskal-Wallis test performed does
not give the opportunity to identify among which categories this statistical significance

1s observed.
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Graph 23:EI, Machiavellianism and economic opportunism scores among educational levels.
Furthermore, the statistically significant differentiation among the management
positions in the family business, concerning the economic opportunism scores (p<.05)
that range from 2.50 to 2.37 which is an overall low score (Graph 24). No statistically
significant differentiations were observed for EI and Machiavellianism among these

categories.
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 24:EI, Machiavellianism and economic opportunism scores among the job positions.

On the contrary, a statistically significant difference seems to exist among the

EI scores of the respondents that reported the decade that their family business.
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Therefore, by the 1990’s, where EI theory emerged, and afterwards, up to nowadays,

the average scores of EI have an upward trend (Graph 25).

1980's 1990's 2000's 2010's

Before 50's 1950's 1960

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 25:EI, Machiavellianism and economic opportunism scores among the decades of
foundation of the family businesses.

Moreover, after the performance of Kruskal-Wallis nonparametric tests due to
absence of normality in the sample distribution, EI, Machiavellianism and economic
opportunism scores appear to be statistically significantly differentiated among the

different family members (Graph 26).

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 26: EI, Machiavellianism and economic opportunism scores among the family position.
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More specifically, the respondents were asked about their relationship with the
owner of the family business they occupy in. In most cases, the responses were given
by the owners, but there are also answers from children, spouses, siblings, siblings-in-
law, grand-children and other relatives. However, the absence of normal distribution of
the responses for each sub-category does not allow to specify among which categories
the differences exist, as post-hoc test cannot be performed. On the same context,
statistically significant differentiations of the EI and economic opportunism levels also
occur among the legal forms of the family businesses reported by the respondents

(Graph 27).

Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for
Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 27:EI, Machiavellianism and economic opportunism scores among the family business
legal forms.

Furthermore, a statistically significant difference among the economic
opportunism scores occurs, concerning the generation of the family business reported
by the respondents (Graph 28). Indeed, family businesses that thrive and succeed across
generations are good at balancing the intimacy and attentiveness characteristic of a
family-run organization with standard operating procedures and codified processes. For
that matter, the rise of opportunistic behavior that affect the inner family and business

harmony should be furtherly noticed and
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Source: Tsirimokou C., (2019), Emotional Intelligence in Family Business Management — An Empirical Study, Field work findings for

Doctoral Thesis, Department of Economic and Regional Development, Panteion University of Social and Political Sciences, Athens

Graph 28: EI, Machiavellianism and economic opportunism scores among the family business

generations.

To summarize all the above information concerning the sample’s descriptives

and get an even clearer picture on the variance of the EI, Machiavellianism, economic

opportunism and performance scores among the different subgroups, Table 24 was

built.

Table 24: Sociodemographic and family business profile of the respondents and mean EI-

MPS-EOS-PERF score in each category.

| \ | EI score MPS score EOS score PERF score |
Characteristic n %
M SD | M SD | M SD [ M sD |

N 345 | 100 5.66 67 | 249 67 | 312 76 2.85 52

Gend Male 255 | 739 5.69 68 | 247 68 | 3.13 77 2.87 53

ender Female 90 | 26.1 559 65 | 2.54 64 | 3.10 76 2.80 49

18-25 7 2.0 5.66 80 | 3.00 86 | 3.77 42 3.01 92

26-34 103 | 299 5.55 70 | 2.48 72 | 325 83 2.90 49

A 35-44 115 | 333 5.77 62 | 244 63 | 3.01 77 2.84 57

ge 45-54 87 | 252 5.68 69 | 2.56 67 | 3.12 68 2.84 45

55-64 31 9.0 5.62 64 | 235 46 | 298 62 2.76 51

65+ 2 0.6 5.03 75 | 2.84 92 | 342 1.59 233 .00

Higher Ed. 149 | 432 5.72 77 | 2.60 72 | 320 96 2.74 45

Ed. Level Post-Secondary Ed. 159 | 46.1 5.64 65 | 237 64 | 3.14 64 2.80 50

- Leve High School 27 |79 5.77 77 | 297 89 | 320 96 2.74 45

Other 10 |29 6.01 50 | 2.76 34 | 298 52 2.77 39

105 117 | 338 5.64 69 | 2.48 71 | 321 81 2.85 56

61010 87 | 252 5.75 64 | 249 67 | 3.07 81 2.93 51

Years in the 11to 15 52 15 5.61 71 | 248 65 | 3.13 70 2.78 52

family 16 t0 20 39 113 5.66 60 | 2.46 62 | 3.10 63 2.72 53

business 211025 26 | 15 5.52 78 | 2.68 71 | 320 75 2.98 47

26 to 30 19 |56 5.73 66 | 2.43 49 | 2.80 77 2.84 34

More than 30 5 15 5.85 25 | 212 44 | 288 19 2.71 25

Owners 235 | 68.1 5.71 67 | 2.49 67 | 3.05 74 2.87 55

Job Position | BOD 59 17.1 5.61 71 | 258 64 | 332 74 2.83 44

Other managerial positions 51 14.7 5.53 .63 2.36 .64 3.25 .87 2.79 44

Former Yes 289 | 838 5.69 68 | 251 68 | 3.12 77 2.86 53

Experience No 56 16.2 5.55 64 | 239 60 | 3.12 73 2.82 45

1950's 11 3.2 5.44 83 | 2.40 54 | 275 93 2.74 20

1960's 12 |36 5.83 68 | 2.50 58 | 3.44 77 2.84 33

1970's 17 | 5.1 5.54 72 | 245 66 | 3.20 79 2.84 35

Foundation 1980's 45 13 5.58 72 | 250 66 | 3.29 65 2.94 43

1990's 54 15.6 5.42 61 | 249 60 | 3.08 75 2.87 47

2000's 75 | 216 5.65 63 | 248 69 | 318 72 2.76 51

2010's 131 | 38 5.82 65 | 2.50 71 | 3.04 80 2.88 61

Locati Attica 200 | 58 5.66 69 | 242 62 | 3.06 77 2.86 48

ocation Macedonia-Thrace 4 | 128 5.68 69 | 259 70 | 3.19 74 2.80 68




Epirus-Western Macedonia 17 5 5.62 .74 2.47 .90 3.33 .74 3.11 .65
Thessaly-Central Greece 35 10 5.82 .65 2.70 .84 3.28 .81 2.78 44
Peloponnese-Western Greece- 24 | 71 5.59 56 | 255 63 | 315 85 276 57
Tonian

Crete 16 | 47 5.56 54 | 242 45 | 299 71 2.97 49
Aegean 9 2.6 5.60 77 | 2.65 64 | 327 49 2.83 25
Ist 227 | 658 5.69 66 | 2.45 68 | 3.05 78 2.86 54
. 2nd 91 26.4 5.59 71 | 2.59 67 | 332 62 2.88 46
Generation 3rd 23 | 67 5.70 70 | 2.41 58 | 3.02 1.00 277 51
Later 4 1.2 5.92 27 | 242 41 | 323 .66 2.36 22
Individual Business 107 | 31 5.78 74 | 2.61 76 | 3.18 75 2.83 54
General Partnership (OE) 43 12,5 5.58 54 | 231 53 [ 292 82 2.91 53
Limited Liability Company (EU) | 21 6.1 5.61 51 | 238 57 | 3.14 70 3.02 61

Cooperative 1 0.3 543 . 1.75 . 1.95 . 3.66 .
Legal F Societe Anonyme (SA) 62 18 5.64 74 | 2.41 60 | 3.11 77 2.80 43
egal orm Private Capital Company (PC) 56 | 162 5.70 59 | 2.69 72 | 325 80 291 59

Industrial Commercial SA 1 0.3 6.00 . 2.56 . 4.65 . 2.44 .
Commercial Industrial SA 6 1.7 5.37 21 2.44 .50 3.45 .64 2.81 25
Limited Liability Company (Ltd.) | 46 133 5.58 68 | 231 54 | 292 65 2.79 46
Other 2 0.6 4.46 83 | 212 97 | 405 07 2.55 15
Food 39 113 5.64 65 | 2.46 62 | 3.16 79 2.88 48
Drinks / Tobacco 2 0.6 5.40 39 | 2.03 13 | 3.07 45 2.66 .00
Textiles / Leather 3 0.9 6.35 77 | 2.04 56 | 3.06 68 2.92 16
Clothing and Footwear 14 4.1 5.75 .55 2.58 .76 3.09 .81 2.70 .36
Construction / Mat. /Eq. 26 7.5 5.67 .69 2.58 .65 3.13 .61 2.95 .50
Home / Professional Eq. 9 2.6 5.73 .58 2.44 .38 2.90 .36 2.61 .26
. . Tourism 38 11 5.79 65 | 2.60 66 | 331 82 2.93 59
Activity Retail 9 | 142 [ 560 | 72 | 260 | 75 | 322 | .18 2.75 56
sector Transportation 8 23 5.82 63 | 2.43 73 | 287 80 247 58
Telecommunications 24 7 5.63 .64 2.55 .89 3.36 .86 3.05 .70
Financial services 11 3.2 5.52 .69 2.52 .62 2.92 .86 2.83 42
Education 17 [ 49 5.78 75 | 2.50 84 | 3.15 71 2.88 70
Means of transport 2 0.6 5.62 1.14 2.15 .83 2.50 1.06 2.72 .54
Shipping 7 2 5.59 54 | 2.43 51| 3.05 .90 2.95 46
Other industries 9% | 278 5.62 70 | 237 57 | 3.01 75 2.86 45
I am the official owner 234 67.8 5.73 .65 2.54 .65 3.10 73 2.86 .55
Offsprings 75 21.7 5.50 68 | 2.36 63 | 329 86 2.84 44
Relationship |_Crendchildren 3 0.9 5.60 14 | 1.83 18 | 241 18 3.22 48
. Nephew-niece 4 1.2 5.88 54 | 1.93 21 | 233 34 2.79 .69
with the Spouse 7 2 4.99 65 | 2.10 40 | 2.79 48 2.86 39
owner Sibling 9 2.6 5.76 75 | 3.03 1.5 | 331 .94 2.80 47
Sibling-in-law 6 1.6 5.77 45 | 277 68 | 335 43 2.51 37
Other 7 2 5.73 92 | 291 63 | 3.60 58 2.87 49
Family The owner 229 | 664 5.67 67 | 2.49 65 | 3.09 81 2.86 55
business The shareholders' council 46 13.3 5.75 .67 2.71 .73 3.34 .61 2.87 .50
The BOD 50 14.5 5.62 65 | 2.42 66 | 3.18 70 2.81 38
strategy The Chairman of the BOD 7 2 547 | 91 [ 216 | 47 [ 285 62 2.95 59
planning The general manager 13 3.8 5.61 79 | 211 52 | 2.82 .66 2.79 .56
The owner’s 219 | 63.5 5.65 67 | 251 66 | 3.14 81 2.85 55
Prevailing The shareholders' council 60 17.4 5.73 61 | 254 68 | 3.17 71 2.84 47
view in case The BOD'’s majority 50 14.5 5.71 68 | 2.41 60 | 3.04 62 2.86 45
of conflict The BOD’s chairman 4 1.2 5.20 83 | 239 1.1 [ 355 64 3.00 63
The general manager’s 12 3.5 5.51 .86 2.23 .84 2.82 .81 2.83 44
<50% 30 8.6 5.89 61 | 252 67 | 320 82 2.80 63
% of FB 50% 23 6.6 5.46 64 | 2.80 76 | 325 79 2.88 65
ownership >50% 76 | 220 5.76 70 | 247 72 | 312 81 2.92 .60
100% 216 | 626 5.65 67 | 2.45 67 | 3.10 74 2.83 46
Micro 225 | 652 5.68 68 | 2.49 67 | 3.09 77 2.83 57
FB Size Small 86 24.9 5.69 62 | 2,50 1 3.20 .74 2.92 40
Category Medium 25 7.2 5.46 75 | 2.45 59 | 3.8 74 2.88 44
Large 9 2.6 5.47 81 | 2.43 39 | 3.10 85 2.81 37
Paid 168 | 487 5.66 68 | 2.50 69 | 3.14 79 2.87 45
Family Not paid 94 272 5.69 70 [ 250 64 | 3.08 80 2.92 .60
member’s Paid differently from others 15 4.3 5.43 .68 2.44 .63 3.39 .70 2.77 .39
payment Paid depending on position 43 12.5 5.75 .53 2.44 .66 3.16 .65 2.85 .64
Privileges 25 7.2 5.62 71 | 242 67 | 2.89 61 2.55 41
Reported FB | Profit 312 | 904 5.66 69 | 2.49 67 | 3.12 77 2.90 49
outcome Loss 33 9.6 5.71 52 | 251 67 | 3.16 75 2.41 61

5.1.3. Associations between EI, Machiavellianism, economic
opportunism and family business financial performance

As previously mentioned, although there is high attribution of emotions and
behavior to the family business system, such studies do not examine emotional and
behavioral factors from the business aspect but only approach them through the family
(Carlock & Ward, 2001; Fleming, 2000; Dyer, 2003; Rogoff & Heck, 2003; Astrachan
& Jaskiewicz, 2008; Van-den-Heuval et al., 2007; Carlock & Ward, 2001). In order to

measure the strength of the linear association between the behavioral and emotional
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variables examined in the present research, Pearson correlation coefficient analysis will
be performed. Pearson’s correlation coefficient is the test statistics that measures the
statistical relationship, or association, between two continuous variables (Boslaugh &
Watters, 2008). Pearson’s correlation is a method of measuring the association between
variables of interest because it is based on the method of covariance. It gives
information about the magnitude of the association, or correlation, as well as the

direction of the relationship, thus if it is positive or negative.

5.1.3.1.Hypothesis testing
The correlations between the EI scores calculated for the evaluation of
emotionally intelligent behavior, and the scores of Machiavellianism, economic
opportunism and family business financial performance are presented in Table 25.
More specifically, these correlations concern the total sample and sub-groups of family
business owners, BOD members and other managers.

Table 25:Pearson's correlation matrix of the EI, Machiavellianism, economic
opportunism and family business performance of the total sample, fb owners, BOD
members and other managers.

MPS_Score EI_Score EOS_Score ‘

MPS_Score | 1

For n=345 EI_Score .044 1

(Total

sample) EOS_Score | .610** - 181%** 1
FB_PERF .074 .058 -.015
MPS_Score | 1

For n=235 EI_Score .075 1

(FB owners) | gOg Score | .600%* -.156* 1
FB_PERF .072 .050 .018
MPS_Score | 1

For n=59 EI_Score .189 1

(BOD

members) EOS_Score | .615%* -.026 1
FB_PERF .095 118 -.136
MPS_Score | 1

For n=51 EI_Score -.329% 1

(Other

managers) EOS_Score | .709** -401%* 1
FB_PERF .046 -.015 -.004

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

As far as the total sample is concerned, EI levels are positively related to family
business financial performance for the total sample (r=.058) family business owners

(r=.050) and BOD members (r=.118) although correlations are very close to zero.
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Family business performance does not seem to correlate positively for respondents
occupied in managerial positions other than BOD or ownership (r=-.015). However, as
the p value does not support the statistical significance, the above findings indicate that

the first hypothesis, where it is argued that the EI levels in family business ownership

and management are positively correlated with family business financial performance,

is partially accepted.

The significant effect of EI levels on business financial performance reported
in the literature, does not totally correspond to what emerges from the present research
(Maul, 2012; Siegling et al., 2017; Chamorro-Premuzic et al., 2017; Andrei et al., 2016;
Sanchez-Ruiz et al., 2016; Feher et al., 2019). As a result, while the Greek emotionally
intelligent managers seem to be more persistent and focused in achieving their goals,
this does not seem to strongly correlate with the overall financial performance of the
family firm (Goleman, 1998; Mayer et al., 2000; Moghadam, Tehrani & Amin, 2011;
Magnano et al., 2016). Furthermore, the communication skills of Greek managers to
motivate themselves and others because of their high EI levels, although extremely
useful in the workplace, probably do not play an important role in the family firm’s
financial performance (Beckerman & Zembylas, 2018; Minhas, 2017; Essop & Hoque,
2018; Astrachan & Jaskiewicz, 2008; Melin et al., 2004; Van-den-Heuval et al., 2007;
Zellweger & Astrachan, 2008).

Furthermore, Machiavellianism levels in family business ownership and

management seem to be positively correlated with family business financial

performance, leading to satisfaction of the second hypothesis, where Machiavellianism

levels in family business ownership and management are argued to relate positively to

family business financial performance. More specifically, for the total sample (r=.074),

ownership (r=.072), BOD members (r=.075) and any other managers (r=.046),
Pearson’s correlation is positive, although very close to zero, something that will be of
concern in the discussion section of the present thesis. Indeed, Machiavellianism levels
in ownership and managerial positions confirms the findings of literature in
organizational research where high Mach managers seem more likely to engage in
unethical workplace behaviors with potentially negative effects on the entire
organization (Winter et al., 2004; Dahling et al., 2009; Kessler et al., 2010; Kish
Gephart et al., 2010; O' Boyle, et al., 2012).

Following the hypotheses previously formulated, the relationship between EI and

economic opportunism of the Greek family managers was also examined, according to

113



the behavioral scores extracted from the completion of valid psychometric tools. As
proven by the literature, effective management requires the adoption of optimum
human capital management practices within the family business, by utilizing the right
people in the name of the family business’s financial performance (de la Cruz Déniz-
Déniz et al., 2012; Chrisman et al., 2011; Leeson 2011). Individuals with opportunistic
behavioral tendencies are more willing to manipulate financial statements to increase
their personal profits, harming the overall financial performance of the family firm (Lee
et al., 2006; Alessie et al., 2004; Teraji, 2003; Beav & Klimov, 2009; Grigoryeva &
Grigoryeva, 2015). According to the findings of the correlation analysis, the third

hypothesis where the potential positive relationship between the opportunistic

tendencies of the respondents and the evaluated family business performance levels is

argued, is partially satisfied. More specifically, very weak negative correlations among

the economic opportunism mean scores of the total sample (r=-.015), sub-groups BOD
members (r=-.136), other managers (r=-.004) and family business evaluated
performance are observed. Therefore, for these groups the third hypothesis is rejected.

Furthermore, a negative statistical correlation between EI and the Dark Triad
traits is observed in the literature (Walker et al., 2019; Czarna et al., 2016; Nagler et
al., 2014; Jonason, Li, Webster, & Schmitt, 2009; Jonason & Kavanagh, 2010; Spurk,
Keller & Hirschi, 2015). Under the statement of this relationship and given that every
behavior is driven by emotions, it is assumed that the existence of Dark Triad traits in
one’s behavior can lead to the use of manipulative tactics with others. The negative
correlation of EI with Machiavellianism observed in the literature (Pilch, 2008; Szabo
& Bereczekei, 2017; Zhang et al., 2014; Sjoberg, 2003; Austin et al., 2007; O'Boyle et
al., 2012) led to the formulation of the fourth research hypothesis of the present doctoral
thesis, which is also partially accepted. More specifically, a negative and statistically
significant negative correlation between EI and Machiavellianism levels exists only for
the subgroup of other managers (r=-.329, p<.01), showing that they have the ability to
recognize their emotions, but are less emotionally intelligent and socially competent in
intimate situations or in cases of social exposure in a work environment than their
emotionally intelligent colleagues. It is worth noticing that the negative correlation
between EI and Machiavellianism confirms that EI can potentially occur in a dark side
(Austin et al., 2007; Jauk et al., 2016; Austin et al., 2014; Vonk et al., 2015, Malhotra,
2016; Nagler et al., 2014; Bacon & Regan, 2016; Ali et al., 2009a; Plouffe et al., 2017).

More specifically the established negative correlation between EI and Machiavellian
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behavior of the family business “other managers” means that there probably is a
significant role in the strengthened association between the trait of moral identity, in
the meaning of the importance of morality to someone’s self-perception, as previously
confirmed by the literature (Coté et al., 2011).

As a consequence of the negative relationship between EI and Machiavellianism,

the fifth hypothesis was formulated, expressing the potential negative relationship

between EI and economically opportunistic behavior. This fifth hypothesis is totally

accepted for the total sample and also for the owners, BOD members and other

managers of the Greek family businesses that responded to the questionnaire. More
specifically, a statistically significant negative relationship was observed between the
EI and economic opportunism mean scores of the total sample (r=-.181, p<.01), and
also for the family business owners (r=-.156, p<.05). For the other sub-groups, BOD
members and other managers, while a negative relationship was also observed (r=-.026
and r=-.401 respectively) no statistical significance was reported. Accepting the fifth
research hypothesis implies that there is a meaningful relationship concerning EI and
organizational behaviors like economic opportunism (Cote & Miners, 2006; Solan,
2008). Therefore, a family business manager’s EI, although it has an influence on his
organizational behavior, does not seem to influence his or her behavior towards
personal goals (Nguyen et al., 2020). Greek family business manager’s opportunistic
behaviors seem also to have a serious impact on factors like motivation, that
undoubtedly affect the firm’s overall goal too (Nguyen et al., 2020)

Intercorrelations among the personality and behavioral variables evaluated for the

present sample were also hypothesized with the sixth hypothesis. The correlation of

Machiavellian personality with the economic opportunistic behavior of the respondents

is positive, as expected, confirming the sixth hypothesis. More specifically, not only

the total sample’s (r=.610 p<.01) but also the subgroups of owners’ (r=.600 p<.01),
BOD members’ (r=.615 p<.01) and other managers’ (r=.709 p<.01) Machiavellianism
scores are positively statistically significantly correlated with economic opportunism
scores. This is a very important finding, as it also confirms the literature’s findings
concerning the relationship between Machiavellianism and economic opportunism.
More specifically, the association of personality features with economic behavior has
revealed significant differences in individuals’ economic thinking, depending on
behavioral patterns that determine economic thinking and behavior (Sakalaki,

Richardson, & Bastounis, 2005). In the case of Greek family businessmen, one could
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say that Williamson’s theory (1985) is confirmed, as the concept of opportunism seems
to be anticipated by Machiavellian behaviors. Indeed, in the Greek environment, being
an opportunist presupposes the adoption of a specifically economic strategy, if it is
accepted that the economy has come to dominate over politics, religion, and other
fields.

To test the seventh and eighth hypothesis where causalities among the examined
variables are expressed, it is necessary to perform path mediation analysis. According
to the hypothesis formulated previously based on the literature, Machiavellianism
mediates the relationship between family business ownership and management’s EI and
family business evaluated performance. The role of mediator here belongs to
Machiavellian behavior, an endogenous variable that depends on the exogenous
variable of EI. Furthermore, the mediator is thought to reveal more insight concerning
how the independent variable (EI) impacts the dependent variable (family business
performance).

More specifically, H7 and H8 are based on the existing literature concerning the
role of personality and behavioral traits in family businesses that suggests that
Machiavellianism and economic opportunism would play a mediating role in the
correlation between emotionally intelligent behavior and family business financial
performance. To test if this hypothesis is satisfied by the data of the present study,
structural equation models and path mediation analysis were used, as described in the
model specification. In mediation analysis, an intermediate variable, called the
mediator (in H7 Machiavellianism and in H8 economic opportunism), is considered to
help explain how or why an independent variable (EI) influences an outcome (family
business performance) (Gunzler et al., 2013).

As presented in Figure 13 and Table 26, H7 is partially accepted for the total

sample and the subgroups of family business owners, BOD members and other

managers, meaning that Machiavellianism seem to have a mediating role in the

relationship of EI levels with the family business’s performance. It is worth mentioning

that for the total sample and the subgroups of family business owners and BOD
members, both direct and indirect effects reveal weak positive relationships either after
taking into consideration Machiavellianism as a mediator or not. However, this does
not happen for the subgroup of other managers, where the indirect effect of
Machiavellianism on the family business financial performance is negative and greater

than the direct effect of EI on family business performance. The negative direction of
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the indirect effect is caused by the negative relationship between EI and
Machiavellianism that occurs for this subgroup, which also corresponds to the

previously cited literature.
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Figure 13:Path analysis for H7, for total sample and sub-groups.

Table 26: Calculated direct and indirect effects for H7.

DIRECT EFFECT INDIRECT EFFECT ‘
.070 .002

For n=235 (FB owners) .040 .004

For n=59 (BOD members) .100 .013

For n=51 (other managers) .000 -.016

Accordingly, the same process was held to test the eighth hypothesis, which, as

presented in Figure 14 and Table 27, is partially satisfied for the total sample and the

subgroups, although the values are very close to zero. In particularly, it is indicated that

the EI effect on family business performance in the total sample is slightly mediated by
the respondents’ economically opportunistic behavior in a negative way. Moreover,
economic opportunism seems to act as a mediator similarly for the family business

owners. On the other hand, this does not happen for the subgroup of other managers,
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where the indirect effect of economic opportunism on the family business financial
performance is positive, although also very close to zero.
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Figure 14: Path analysis for HS, for total sample and sub-groups.

Table 27: Calculated direct and indirect effects for HS.

DIRECT EFFECT  INDIRECT EFFECT |
For n=345 (total sample) -.010 -.018
For n=235 (FB owners) .030 -.080
For n=59 (BOD members) | .110 .039
For n=51 (other managers) | .020 .040

After testing the mediation roles of Machiavellianism and economic
opportunism, structural equation modeling was used to test the indirect effects of both
mediators (Machiavellianism and economic opportunism) in comparison to the direct
effect the independent variable (EI) has on family business financial performance for
the total sample and the subgroups under examination. The structural model presented

in Figure 15 is an attempt to answer the main research question of the present thesis.
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Figure 15: Structural Equation Model with mediators fitted to the total sample.

Machiavellianism

.04 10
46 . . 27
el Emotional Intelligence FB Performance e4
.03
-2l Economic -06
Opportunism
57

Table 28: Goodness of fit indices for the structural equation model.

X/df SRMR NFI | RMR | GFI | CFI | RMSEA
For n=345 (95%C1)
(Total sample) 173.856 198 | .087 | .101 | .835 | .062 708
(.621,.798)
X*/df SRMR | NFI | RMR | GFI | CFI | RMSEA
For n=235 (95%CT)
(FB owners) 114.371 194 | 072 | 097 | .797 | .034 | .695
(.590, .805)
X*/df SRMR | NFI | RMR | GFI | CFI | RMSEA
For n=59 (95%CI)
(BOD members) 30.083 214 | 181 | .097 | .791 | .054 | .702
(.500, .928)
X*/df SRMR | NFI | RMR | GFI | CFI | RMSEA
For n=51 (95%CI)
(Other managers) 30.038 184 | 333 ].101 | .751 | 257 | 755
(.537, .998)

More specifically, the direct and indirect effect of EI on family business
performance appears to be negative when mediated by both Machiavellianism and
economic opportunism, not confirming the literature findings about the relationship
between performance and EI, as EI seems to have a close to zero negative effect on
performance according to the model. However, despite the literature confirming

covariances given by the structural equation model, the model cannot be accepted as
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the goodness of fit indices suggest poor fit (Table 28), according to the thresholds
recommended by the literature. For that reason, an alternative model is proposed in the

following.

5.1.3.2. Alternative model

As observed, the confirmatory modeling methodology used to test if the
relationship between EI and financial family business performance could be mediated
by Machiavellianism and economic opportunism, cannot be supported due to lack of
goodness of fit. Alternatively, a family business’s performance could be affected by
machiavellian management. Family business financial performance, which is formed
endogenously, could be affected independently by the estimated levels of emotional
intelligence of the people that handle its operational process, along with their potential
economically opportunistic behavior, which mediate their behavior already formed by

their machiavellian personality, as described in the following equation:

Y=a+ B1X1 + [X; + B3X5+ e (1)

In the above equation, Y stands for the exogenous variable of family business
financial performance, while Machiavellianism is expressed by B1X;, EI by B,X>,

while economic opportunism is represented by f£3X3 and the residuals by e, .

Emotional
Intelligence

Financial FB
Performance

Man?gemept/ Machiavellianism
Administration

\
)

Economic
Opportunism

Figure 16: Alternative hypothesis

Considering that Machiavellians are strategic individuals whose actions are
mostly driven by their desire to achieve their personal goals, and the nature of
Machiavellianism itself, it could be argued that the basis of human behaviour is
attributable to the individual’s personality (Wilson et al., 1998; Bereczkei et al., 2010).
Due to the Machiavellian’s lack of emotional attachment, and shallow experience of

emotions, there may be little that holds these individuals back from harming others in
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order to achieve their goals. It is reported in the literature that those who score high in
EI apparently have the potential to use their emotional capabilities in exploitative, self-
serving and manipulative (e.g., Machiavellian) ways (O’Connor & Athota, 2013) that
are formed exogenously. In other words, EI could play a mediating role in affecting
behavior and actions of Machiavellians. This assumption could be described in the

following equation:

Xy = BiXi + e (2)

In the same line of thought, Machiavellianism can also be characterized by
opportunism; individuals high in Machiavellianism are usually concerned with
maximizing their own profit, without concern for the interest of their exchange-partners

(Bereczkei & Czibor, 2014; Sakalaki, Richardson, & Thépaut, 2007).

X3 = B1X1 + e3 (3)

Family business financial performance (Y), which is formed endogenously, could be
affected independently by the estimated levels of EI (X,) of the people that handle its
operational process, along with their potential economically opportunistic behavior
(X3), which mediate their behavior already formed by their machiavellian personality
(b1X1). The e4, e,, e; and e, are the residuals. From (1), (2), and (3), the following

equation is derived:

Y=a+ B X1+ by(f1X; + e3) + b3(B1X1+ e3) t ey “4)
or
Y=a+ B X, +b,X, + b X5 +e, (5)

The structural equation model was run (Figure 17) to test the alternative hypothesis.
The indirect effects of both mediators, EI and economic opportunism, on comparison
to the direct effect the independent variable (Machiavellianism) has to family business
financial performance for the total sample and the subgroups under examination are
reported. Both the direct and indirect effect of Machiavellianism to family business

performance appears to be positive when mediated by EI.
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Figure 17: Alternative Structural Equation Model with mediators.
.46
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/ Intelligence
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Table 29:Goodness of fit indices for the alternative structural equation model.

FB Performance

X¥df SRMR | NFI | RMR | GFI | CFI RMSEA
For n=345 (95%CT)
(Total sample) 24756 | 066 870 | .034 | 961 | .871 262
(.179, .356)
) X?/af SRMR | NFI | RMR | GFI | CFI | RMSEA
;o)r n=235 ©5%CT)
(FB owners) 15.433 064 | 875 | .032 | 964 | 877 | 248
(.149, 364)
X/df SRMR | NFI | RMR | GFI | CFI | RMSEA
(BOD members) 2.033 047 945 | 024 | 982 | 966 | .132
(.000, .400)
; X?/af SRMR | NFI | RMR | GFI | CFI | RMSEA
;o)r n=51 ©5%CT)
(Other managers) 3.362 053 | .925 | .029 | 969 | 940 | 215
(.000, .487)

However, as presented in Table 29, the value of the indirect effect (.033) indicates
that EI does not mediate the relationship between Machiavellianism and family
business performance. On the other hand, according to the indirect effect (-.568)
economic opportunism seems to negatively mediate the effects the machiavellian
personality of a family business manager might have on family business performance.
Furthermore, the findings derived from the structural equation model are statistically

accepted, as the goodness of fit indices suggest good fit, according to the thresholds
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recommended by the literature, except from the RMSEA, the index that assesses how
far a hypothesized model is from a perfect model. According to the literature, a higher
than the accepted threshold RMSEA could be attributed to the sample size and the
degrees of freedom (df). More specifically, most previous work on the RMSEA and its
confidence interval has focused on models with a large df. According to researchers,
when the cutoff values are used to assess the fit of the properly specified models with
small df and small sample size, the RMSEA too often falsely indicates a poor fitting
model (Kenny et al., 2014).
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6. Discussion

Family businesses have been the subject of research and strategic policy making
for several years. However, while the Greek business landscape is highly dependent on
family businesses, the endogenous factors that determine their performance and
competitiveness have been of little concern to academia, the research community and
the policy making. The utilization of modern psychometric tools for observing,
measuring and evaluating the qualitative characteristics of human behavior of family
business managers is nowadays essential for the understanding and enhancement of
management principles and techniques concerning the operational process of a family
business. Furthermore, human relationships within the family and among management
executives seem to play a significant role in management performance. Consequently,
the quantification and analysis of the impact of behavioral, personality and
interrelationship factors within the family businesses, and therefore their impact on the
performance of these companies, are the points where a significant research gap is
identified. This research gap led to the research question that constitutes the main
hypothesis of the present research: "If and to what extent emotional intelligence along
with two non-cooperative strategies like Machiavellianism and economic opportunism,
contribute to administration and management and ultimately to the performance of
family businesses". The methodological approach for a substantiated answer to the
question involved the adoption of contemporary psychometric tools for the conduct of
primary research with questionnaires in a nationwide sample of family businesses, the
creation of a database and its statistical and econometric analysis.

An extensive literature review was carried out with continuous updates to
achieve the optimal presentation of the processed material, to formulate the research
question and the extracted research hypotheses. More specifically, there was a focus on
the theoretical evolution of the concepts under research, EI and Machiavellianism,
while emphasis was given to the delimitation of the context of family businesses, to
which this research applies. The family business endogenous environment was
approached in the light of the psychodynamic nature of the family business, as it
emerges from the interactions of the family system with the business system, to
highlight the need for dynamic human resource management through
psychomanagement, in contrast to traditional management approaches. In this line of
reasoning, which aims to highlight the identified research gap and provide answers to

the research question that arises, the reader was led to the formulation and analysis of
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the hypotheses derived from the literature review. The research hypotheses reflect the
possible a-priori theoretical relationships between the variables to be investigated. In
addition, the statistical and econometric models that express the hypotheses to be
investigated were specified. At the same time, the methodology adopted in the present
doctoral thesis was recorded in detail. More specifically, the process of designing the
final questionnaire is presented, in order to ensure the collection of the necessary
quantitative and qualitative information for the investigation of the questions and
hypotheses raised. After extensive research, valid and eligible measurement tools were
adopted to assess EI, Machiavellianism, and economic opportunism. These tools were
translated into Greek with a back-translation process.

Furthermore, a confirmatory factor analysis was performed to ensure the
validity and reliability of the final questionnaire, which included 80 questions. The
questionnaire included items from scales of evaluation of Machiavellianism, EI and
economic opportunism, questions of socio-demographic interest, as well as questions
concerning the profile of family businesses. More specifically, the questions concerned
the family relationships between the members of the management and their
participation in taking responsibility and the decision-making process. In addition, it
was made clear to the respondents that there are no wrong or right answers but only
honest personal opinions. The method of sampling and forwarding the questionnaires
to the random sample of Greek companies in each production sector and each
geographical region was conducted via Google Forms and social media platforms. The
contact details from the annual financial guide of ICAP were utilized, by e-mails and
telephone communication (follow-up) with the companies, providing a sample of 345
respondents.

The coding and analysis of the quantitative and qualitative data followed the
completion of the primary research. Descriptive and inferential statistics were applied
to test the a priori core hypotheses. Among the statistical and econometric tools used
for the data analysis, Structural Equations Models were utilized. This methodology was
chosen due to the increased rigor in the use of causal inference in the behavioral
sciences, to which this research belongs. More specifically, through the specified and
estimated models, it became possible to analyze the factors that determine the
relationships between observable and latent variables resulting from the used
psychometric tools. In addition, path analysis was performed to examine whether

emotional intelligence can act as a mediator to increase the performance of family
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businesses. In parallel, an alternative structural equation model was developed to assess
and analyze simultaneously the effect of behavioral variables (EI-economic
opportunism) on the personality trait variable (Machiavellianism). The descriptive and
inferential statistical analysis of the data led to interesting findings, the interpretation
of which in turn led to remarkable conclusions for policy and strategy makers,
administration and family business mentors. For an efficient operation and performance
of domestic family businesses, but also in summary, the research confirmed the need
to adopt and apply modern psychomanagement practices, which are based on the use
of emotional intelligence in the management and administration of family businesses.
The analysis of the data collected from the sample of Greek family businesses,
confirms the assumptions based on the international literature with the aid of
econometric and statistical methods of analysis, highlighting the importance of filling
the research gap for management and administration. Indeed, the levels of behavioral
variables and personality traits examined in the sample by Greek family businesses
indicate an important emotional and value background, which can be appropriately
exploited to cultivate healthy communication between family members and to resolve
conflicts that arise from the overlapping roles between family and business. More
specifically, the subject of the present research "marries" two sub-branches of the social
sciences, those of Psychology and Economics. By studying the part of individual and
social behavior and action that is related to the management of the material and
psychological requirements of the individual within the environment of the family

business, the potential impact that they have on its performance is evaluated.

6.1.Implications of the findings in the Greek environment
The purpose of the present doctoral thesis was to establish statistically robust
correlations between the EI, Machiavellianism and economic opportunism of Greek
family business managers, as well their effects on the financial performance of the
Greek family businesses. In addition, a main aim was to identify if there were
significant differences among the different management roles and ownership. It was
considered necessary to explore the examined relationships in order to create solutions
that will improve the family business operational process and ensure their resilience
and longevity.
First, it is important to note that, although there is a significant body of research

examining EI and dark personality traits including Machiavellianism, there has been no
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international or domestic research examining the above factors in relation to other
behavioral features or business performance, at the same time in a model, concerning a
specific type of businesses. In addition, there is a significant research gap in the
international and domestic literature, regarding the comparative overview of the above
examined factors between owners and managers of family businesses.

The limited research on Greek family businesses is confirmed by the fact that
the Greek family business profile is formed and conceptualized mostly through
informative reports based on surveys conducted by independent institutions. According
to such reports and references from the international literature (Vassiliadis &
Vassiliadis, 2014), it is stated that many Greek firms are family businesses or thought
to be such. Furthermore, there is an assumption concerning the size of family
businesses, as it is thought that Greek family firms are small and very small firms.
Although this is true to some extent, it does not reflect reality, as there are also large
Greek businesses with high export rates and listed on the stock exchange which happen
to be family businesses (e.g., TITAN, ION, Sklavenitis, etc.). However, the sample of
the present thesis confirms the above assumption, since it consists of mostly small and
micro businesses, which is acceptable as the 98% of total Greek businesses employs
one to ten employees.

Given the substantial role of the family business on the national economy, it is
surprising that little emphasis is given to training and operational planning for Greek
family businesses. This lack of education on the structural peculiarities of the family
businesses that make them unique among all other forms of businesses has led to
dilemmas that a family business manager must face concerning the future of the
business that need efficient decision-making. For example, a significant issue of
decision-making for a family business manager is the passing of the business on to the
next generation. Not appraising each family members’ personal characteristics could
lead to ineffective decisions on the succession and even the longevity of the family
business, as the family business manager would probably think to pass the management
of his or her business to a non-family member — or even an extended-family member
(e.g. in-law relatives), with all that implies in terms of the manifestation of non-
cooperative behaviors on the part of this external management. This is confirmed by
the fact that the highest Machiavellianism and economic opportunism levels of the
sample belongs to respondents that reported in-law family relationship with the

ownership of the family business. On the other hand, first degree relatives of the owners
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of family business managers, especially their children, prefer to gain experience in other
working environments, safe in the knowledge that the family business will one day be
under their surveillance. This could be interpreted as a wish from the ownership
(parents) for the potential successors to be trained in an external working environment,
different from the family business where no emotional strings exist. Children gaining
working experience outside the family business environment could be also an excuse
for the delay in their occupation of the family business, as the fact that the parents-
owners want to keep control of the family business for as long as possible is very
common in Greece.

Maintaining control and delaying the transition of the company to the next
generation is a common phenomenon for the Greek family businesses that one could
assume is due to the identification of the role of manager-owner with the role of father-
creator of the family. This identification may reveal the paternalistic culture of the
Greek family business, where the founder and main manager of the business keeps the
right to make decisions, both in strategic planning and in urgent cases, or emergencies,
or cases of disagreement, as confirmed also by the respondents in the present research.

The family business culture could be considered as a micrography of the nuclear
family type that mostly represents the Greek society because of the dominant role of
the founder’s personal values and incentives as key factors of the configuration of the
business culture. This is further supported by the fact that in our sample there is not a
single case of a woman’s family business ownership, where her spouse holds a lower
professional position. Consequently, concern arises from the centralization of decision-
making rights and management duties to one person, that is, the family business owner
who in most cases in our sample happens to be also the owner. Indeed, one cannot but
focus on the possible effects that this centralization might have on the operational
process of the family business.

As mentioned in the literature review, an emotionally intelligent family business
manager has to play a coordinating and supportive role towards his or her subordinates
and set boundaries as far each one’s responsibilities are concerned. Although the family
business managers that responded to the questionnaire of the present thesis reported
high EI scores in their EI assessment, they seem to be quite centralizing as far as their
duties and responsibilities are concerned. Indeed, the mental health of a centralized
family business manager will sooner or later be affected, also causing problems in the

operational process of the family business. When the accumulated responsibilities are
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increased and the family business manager thinks that none of his subordinates/relatives
have the abilities or skills to complete everyday tasks, they end up looking down on
their colleagues, showing behavior that could be misunderstood.

More specifically, it is sometimes impossible for the family business managers
to realize the share of responsibility that they bear and to recognize the need to change,
something that will be beneficial both for them and for their professional and family
relationships. The tension the family business manager experiences is also transferred
into personal and family life, resulting in conflicts with the people close to them. It is
equally possible that the family business manager needs to set boundaries between the
business and family, tending to isolate themselves from the friendly and family
environment. Finally, let us not forget that persons who concentrate all the work on
themselves hide a deep difficulty in expressing feelings and needs and in creative
communication, which also blocks their ability to trust those around them.

Moreover, although distrust of others is a dimension of Machiavellian
personality, low scores on this personality trait were reported by the sample. Indeed,
working in a team does not seem to be an obstacle for Greek managers to thrive in
management, as they tend to believe that there is mutual trust among all team members,
also cultivated from the strong family ethics that characterize Greek family culture.

Strong family ethics is a key characteristic for Greek family businesses. More
specifically, the strong sense of values and the family firm’s purpose is the noticeable
difference from other types of businesses, and the key to their resilience during adverse
conditions like crises. One such crisis which could not be omitted from discussion in
the present chapter is the Covid-19 pandemic, that undoubtedly affected family
businesses, along with all the other forms of businesses. The high EI levels of the Greek
family business managers and the mere use of soft skills necessary for intensified
communication would be a benefit for effective family business management during
the pandemic crisis.

The clear sense of firm and family values is clearly revealed by the economic
opportunism scores of the family business managers and owners that participated in the
primary research. Lying and dishonesty are unacceptable among family business
managers and their subordinates, even if the financial well-being of the family business
is at stake. Furthermore, according to Greek culture, when one gives their word to a
financial agreement it is like “signing a contract”, which is also highly supported by

the sample. Indeed, the above statement also reveals a common mistake made by family
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business managers, which is failure to keep written minutes of the meetings or even of
the family business values and mission. Not having the issues under discussion
articulated in written form mostly happens because of the feeling that the levels of trust,
transparency and communication are quite high among family members.

However, the feeling of transparency among family members does not ensure
family alignment on the company’s direction. This gap is further highlighted by the
lack of formalized governance policies, meaning that although most of the family
business managers are negative regarding the use of cunning to achieve financial
benefits, even if one does so to defend the family business’ own interests, they omit to
formalize and document governance policies, mission and business values, and of
course, meeting proceedings as part of corporate governance. Strong family and
company governance policies will be key in the coming years, especially as the family
business owners intend to continue to be involved in the control of their companies and
are interested in their longevity and success.

Finally, it would be of great importance for the family business management
and ownership to ensure the protection of the business as the greatest financial asset of
the present and future family generations. The overlaps of the family, ownership, and
management circles, discussed in the thesis, described the family business model.
Indeed, the misalignment of the roles of the family members as owners, managers or
board of directors’ members can cause conflicts that potentially jeopardize the
resilience and longevity of the family business, by preventing the drawing up of an
agreed, robust and well-documented succession plan. It is encouraging, though, that
more and more family businesses seem to be willing to discuss conflict resolution
openly with the family business stakeholders and even engage third party consultancy
in order to adopt valid and reliable mechanisms of resolution, like psychomanagement

techniques.

6.2.Limitations
The present study is subject to several limitations that may affect the
generalization of its conclusions. To begin with, the sample may not be as
representative, as we could wish, of all Greek regions, due to lack of responses. Future
research could aim to apply the methodology of the present study and extend it to

different geographical areas to confirm the present findings. Another limitation is
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related to the fact that the research mostly includes family business managers occupied
in micro and small family businesses, although it is well-known that some of the largest
businesses in Greece share the characteristics of family business.

Another limitation is that self-report method measurement tools were used for
the analysis of the examined factors, without the presence of the researcher. The family
business managers evaluated the questions and stated whether they agree or disagreed
with each proposal. This may have led to bias in the responses and possibly affected
the quality of the survey results. Future research could modify the methodology of the
present study and focus on different methods of examining factors, such as interviews
or 360° reports. This restriction is due to the nature of the research design and does not
concern any omission in the research design. Moreover, what should be kept under
consideration as a limitation is the way profitability is reported and evaluated. The
family business managers were unwilling to provide the exact amounts of their
businesses’ turnovers, profits, and losses on sales. Hence, approximate values were
used and evaluated in a scale. Instead, calculated key performance indicators could be

more representative in a future study.

6.3.Proposals for further research

The science of management and administration, in the context of which the
present doctoral thesis was conducted, considers the business as a "living organism"
that is constantly evolving, integrating, and developing any invention that could serve
its purposes. Consequently, psychomanagement, which is nothing more than the
evolution of management integrating EI into its theories and methods, comes to the
forefront.

The appraisal and adoption of psychomanagement principles and techniques
(Palaskas, Tsirimokou, Lountzis, 2019) could be valuable to business entrepreneurship
and innovation, which form the basis for family businesses. Indeed, both aspects
increase the discretion of the products and services produced by the family business
and, therefore, enhance its profitability.

Emphasis should be placed on the effect of the characteristics of the
entrepreneur and manager, such as level of education, age or even personality traits, on
the performance of the family business. It is necessary, however, to study further factors
of the family system such as power distribution, the feeling of "family", intra-family

and intra-business conflicts, and their interaction with the business system (e.g.
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leadership, management, organizational commitment), to better understand the
dynamics of business psychomanagement. Issues such as the interaction between the
family business life cycle and innovation, the impact of the family on innovation, or
the application of innovation in family businesses require further investigation.

Another of the equally important challenges facing family businesses, that
require further scientific investigation, is the effective supervision of non-family
managers. Attracting skilled non-family employees, collaborating with them and
promoting behavior that aligns with the family and its business value system at the same
time can be important factors in the success or failure of family businesses. Good
knowledge of best human resource management practices in the family business
environment is enhanced by exploring differences by industry or ways of developing
and utilizing organizational skills. Future research should also examine the impact of
family influence on workplace behaviors, attitudes, and human resource management
practices, considering agent and steward variables such as level of performance
(comparison of high-end family companies) and low efficiency or the management
team and the composition of the family business board.

Furthermore, bearing in mind the recent research interest in the effects of
gender and ethnicity has increased in the study of family businesses, the interaction of
gender and management practices and its impact on the performance of the family
business, the impact of the family on strategic management, and female
entrepreneurship, are topics that have occupied the international literature, highlighting
key social aspects of the specific environment, and harmonizing the findings with
current events. The quantitative methodology applied to these studies in large samples
of companies representing different industries confirms the importance of gender and
nationality in the management of the family business. However, further research is
needed to identify gender and nationality as a dimension to reveal and analyze the full
range of management practices and strategic decisions in family businesses.

Cultural appropriation through psychomanagement is another important
dimension that could affect the family business operational process and should be
studied further. The role of the founder in creating an organizational culture in harmony
with family culture and family values seems to be extremely important, as it proves its
effect on efficiency or performance. In the context of corporate and family social
responsibility, family values are diffused into corporate values, and influence them

accordingly. Indeed, while family businesses seem less likely to take positive social
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initiatives than non-family businesses, they avoid actions that would make them
socially irresponsible. Therefore, avoiding negative publicity would undermine their
reputation, possibly costing them their place in a supportive community and community
and in local and regional economic development.

The above proposals indicate the differences of families in family business
studies. Indeed, research is increasingly being conducted on the level of the business
rather than the family, showing little attention to the unidirectional effects of how
families influence firms. By understanding differences among families within and
across societies, the heterogeneity of family businesses and the different outcomes that
business families strive for and achieve will be better understood.

Finally, a new challenge that family businesses, as well as all businesses and
organizations worldwide, must face is the coronavirus pandemic and the effects it has
on their operating process. Due to the rapid developments and the unclear picture of
medical science regarding COVID-19, it is important to note, with some reservations
as there is not yet sufficient literature to confirm this view, that these effects are mainly
found in the issue of succession, due to increased vulnerability of parents-owners of
businesses, and the adoption of new technologies (e.g. immediate renewal of corporate
image and creation of e-shops, hiring or outsourcing of distributors, etc.), which are
business moves to immediately upgrade the total capital of the family harmonizing the
family business with the new environment and ensuring its survival. To conclude,
further research is needed to understand how family businesses can individually or
collectively develop unique resources and opportunities to create competitive

advantage.

6.4.Conclusions

To conclude, the interpretation and evaluation of the findings of the empirical
research highlight the importance of personality and behavioral elements in financial
results, and consequently in the financial performance of a family business. In
particular, statistically supported correlations that emerged between the behavioral
elements of managers and the evaluated performance of family businesses indicate the
occasional positive or negative relationship between them, as shaped by the nature of
each behavioral and personality feature. More specifically, it is observed that the
managers of family businesses with quite high levels of EI tend to show high

performance in their businesses, which indicates effective management of resources
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and human resources. However, there is always the possibility that the supposed
emotionally sensible behavior of these managers could be a consequence of a covered
Machiavellian aspect of their personality, based on which the conditions are cultivated
for the manager to choose to behave opportunistically for personal financial benefit to
the detriment of the family business. Furthermore, it should be borne in mind that the
results of the research are based on self-reported data that represent what the managers
think about themselves and the way they manage the business and family, ignoring the
impact that this may have on relatives-colleagues and ultimately on the performance of
the family business. To this extend, the clarification of the relationship between the
elements of behavior and personality of the individual as a member of the family and
as a manager of the family business with its performance aims at interpreting or even
resolving key issues that hinder the smooth conduct of business, which, as argued, can

be achieved through the psychomanagement approach.
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A. Original Greek version of Economic Opportunism Scale (EOS) by
Sakalaki & Fousiani, 2010

Economic Opportunism Scale

RS | Items
1. Eivor @uoikd kdmolog mov ywayvel va Ppel dovdeld va deiyvel o TpoodVTo TOL Kot va
ATOGLONA TIG AOVVALIES TOV.
2. Ze owovopka Oépata ot dvBpwmor mpémel mpv amd OAo va oKEPTOVTAL TO SIKO TOLG
GULLOEPOV.
3. TIpokeylévou vo VIEPACTICOVY TO TEPLOVGIAKH CUHPEPOVTO TV SIKMV TOVG, Ol dvBpmmoL
£€YOUV TO SIKAIOUO VO, AEVE OPLOUEVO YELLOTO.
/ 4. Kdmolog mov 0éAel va TOLANGEL TO PETUYEPICUEVO GLTOKIVIITO TOV, EIVOIL VTTOYPEMUEVOS VO
EVILEPMCEL TOV QLYOPOLOTI] Y10, TG, EAOTTAOUOTO TOV GLTOKIVITOV TOV.
5. Kdanowog mov Béhel o acpalotiky kdAvyn dev eival KaKkd, KOTA TN GLVEVTELEN LE TOV
AGQAALOTT, VO ATOCLOTNGEL OPIGUEVEG AGOEVELES TOV Yo VoL unv avénBolv ta acpdAicTpa.
J |6 O Sopnpicelg Tov VToYPoUpifovy HOVO Ta TPOGOVTE Kol GTOGLOTOVY T EAATTMHOTO TOV
EUTOPEVUATAOV vl OVEVTILEC.
v 7. O xaldg yeiptopdg okovo K@Y cUVIALOYDV Tpobmobitel ellkpivetla Kot aglomiotial.
v 8. Eivoil Gypnoto vo KoToeevyel KAveiG GTNV TOVNPLA Y10 VO ETITUYEL OLKOVOULKG OQEAN,
QKON KOL 0V TO KAVEL Y10l VO VIEPAGTIOTEL TO GUUPEPOVTQ TV KMV TOV.
9. Eivor guowd ot GvBpwmotr vo givol To GLUPEPOVTOAOYOL HE KATOOV LE TOV OmOoi0
GLVOALGGGOVTAL [io LOVO Popd Kot Tov dev Ba Tov EavacuvavTIGoVY TOTE 6TO LEAAOV.
v |10. Zug EPYACLOKES OYECELS EIVOL KOADTEPO VO LOLPALETAL KAVEIS [LE TOVG GALOVG TIG YPTOLLES
TANPOPOpPIEG OV ExEL.
11. Zm {on dev umopolpe va datnpovue LOKPOYPOVEG GYECELG e OAOVG OGOVG YV@pPilovpe.
Eivat Aoywd va Statnpovpie 6y£CELS e 0G0VG oG EVaL Tl YpCIOL.
12. Zoyvd To 01KOVOLIKO GUUPEPOV ETPAAAEL va UV Aépe OAN TNV aAnOeta.
13. Avtol mov &EEpouv va KpOPOLV TIG OKEWEIS KOl TIG YVAGCELG TOVG £XOVV TEPLOCOTEPES
mOAVOTNTES VO TAOVLTIGOLV.
14. KaAd eivar vo emdudkel Kovelg oyxéoelg pe avBpdnovg mov Oa pmopovdcav vo tov gival
XPoYLOL.
7 |15 Eivar mpotipdtepo va gicot eMKpIvIG 0KOU Kot 0TV £TGL KIVOLVEDOUV TAL GUUPEPOVTA
oov.
/ 16. Ot @ihieg TV avOpOT®V OQEIAOVTOL GTN CULPMOVIO YOPOKTPOV KOl OTOYEMY Kol )L GTO
GULLPEPOV 1 OE CKOTYOTITEG,
v | 17. Zug owkovopikéc cuvaddoyég stvar Suvatdy va eivart Kovelg mévta EVIHog.
18. Eivor poykud va EEpeLg vo TOLANGCELS KATL GE KATOL0V TTOL deV TO YpetaleTat.
/ 19. Ortav divel Kaveig To AGY0 TOL GE LU0 OLKOVOLLKT GVPP@Via dev propel va tov abetioet. To
va divelg To AdYo cov givat oav va £XE1G VITOYpAyEL U BOALO.
v 20. Eivor mpotipdtepo vo AEeL KavelG auTO OV OKEPTETAL, AKOLLO KoL 0V 0VTO UTOpEl va. PAAyeL
TO GUUPEPOV TOV.

B. Wong & Law Emotional Intelligence Scale (WLEIS, Wong & Law,
2002) greek version.

Wong & Law Emotional Intelligence Scale
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Dimension

Item

Extipnon tov idiov
ovvarecOnpaTov

(Self-emotions’ appraisal)

1. Tig mepiocoTepeg popég Exm KoAN aictnon (katovonen) tov
AOY@V OV £Y® CLYKEKPLUEVO, GLUVOLCON LT

. Kotovod kard to arcbnpata pov.

. Avtihoppavopot TpaypoTiKa Tt VidOm.

Extipnon tov
oVVIICONUATOV TOV GAA®V

(Other’s emotions appraisal)

2
3
4. Tvopilo mhvta av eipat yopodpHevog/n n OxL.
5

. I'vopio mavta ta oawobnuata tov @ilkov pov amd 1
GLUTEPUPOPU. TOVC.

6. Eipot kodog mapatmpnig Tov coOnpudtoy tov GAAov.

7. Eipor evaicOnrtog oto cuvousHnpate Kot ta oictnpote tov
A ®V.

8. Katavod kodd to arodnpote tov avlpdrmy yopw pov.

Xpion Tov
ovvarecOnpuaTov

(Use of emotions)

9. @éto® mavto 6TOXOVG KOl GTI GUVEYELN SV TOV KOAVTEPO

€0VTO OV Y10, VO TOVG TETVY®.

10. Aéw Tavta 6TOV €0VTO POV OTL it TKOVO GTONO.

11. Eipon éva antomapoakivoOpevo GTopo.

12.éavta Bo evBappuva tov €avtd pov va mpoomadei yi  To
KOADTEPO dLVATO.

PYOmon Tov
ovvarecOnpuaTov

(Regulation of emotions)

13. Eipon kovdc va edéyym ) 61dbeon pov dote va dwayepilopon
AOYIKA TIC SUGKOAILEC.

14. Eipon opketd tkavog 6to vo, EAEyyo ta arctnpoto pov.

15. Mmop®d mvta va npepd ypriyopa tav gipat ToAd Bupopévod.

16."Ex® kol éreyyo tov ocOnudtov pov.

C. Machiavellian Personality Scale (MPS-Dahling et al., 2009) greek

version.
Machiavellian Personality Scale
Dimension Item
Avn0wotmra 1. Eipot doteBeypévog va copmeptoepbd avibika av motedm 0Tt ovtod
(Amorality) B pe Bonbnoet vo TETOY®.
2. Eipo dwatebeipévoc va vrovopghow tig tpootddeieg tov ALV av
ATEILOVV TOVG GTOYOVG LLOL.
3. Oa gomoTovon Tovg GAAOLG v VIENPYE MIKPY TOAVOTNTA VO, [E
TAGOoVV.
4. Thotedo OtL 0 Wépa givol amapaitnto ot S10TPNeT GLUYKPLTIKOD
TAEOVEKTILOTOG EVOVTL TOV GAAWDV.
5. Mildo otovg GAAOLG KLPIMG Yo VO AVTANC® TANPOPOpieg Tov Ba
UTOPOVCa VO, YPTCUYLOTO oM Y10 SIKO LoV OPELOG.
EmOvpio yia £heyyo | 6.  Mov apéoet va dive evioléc oTig SLOmPOSOTIKES HOL GYECELC.
(Desire for control) 7. Mov apéoel va £ TNV IKAVOTNTO VoL EAEYY® TIG KOATACTAGELS.
8. Mov apéoel va eEAEyym Tovg GALoVg avBpmdTOLC.
EmOvpio yio kopog | 9. To x0pog ivar évac kaddg deiktng emttvyiog otn (on.
(Desire for status) 10.H ovocmpevon TAoHToL givat onuavtikdg otdyog Yo Péva..
11. @& va yive mholo1og kat 16xvpdc KATolo HéEPa.
12. Ot avBpomot TapaKVOUVTOL LOVO OO TO TPOSMTIKO TOVG KEPSOC.
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Avomotia Tpog Tovg | 13. Ag pov apéoetl va dévopal ue opddes YloTi 8V EUMIGTEVOUOL TOVG

arrovg dAlovg.

14. To péln poag opddog «OAANAOUOYOLPMVOVTOL TIGOTAATO» Y10 VO,

Distrust of oth
(Distrust of others) avodetyBoov.

15. Av d&giém omoladnmote 0duVapio GTOV EPYOCIOKO YMPO , ot GALot Oa
TO EKUETAAAEVTOVV.

16. Ov dihot mhvta oyedidlovv  TpOTOVG VO EM®EEAND0DV oG
KatdoTtaong o BApog pov.

D. Final Questionnaire

Epotpatoroyro Awwaxtopikig Epegovag
To epOTNUATOAGYI0 OVTO E€IVOL OVAVOLO KOl EVIGACCETOL OE L0 EPEVVO OLOOKTOPIKOD EMITEIOV TOV
Ste€ayetan amo to [1avteto TTovemoTnLio Kol Tov apopd ToV TPOTO OKEYNG 6€ {NTNIATO CUUTEPLPOPAS
Kot AYNG amo@ace®y, 610 TEPPAALOV TG EAANVIKNG OLKOYEVELOKNG emyeipnong. Amevbivetar oe
SLOIKNTIKA OTEAEYM EMYEPT|CEWDV.

Mépoc 10
1. ®vho
] Avépag ] Tuvaixa ] Axo
2. Hixia

(11825 [J26-34 []35-44 [J4s5-54 []55-64 [J65+

3. Eminedo Exnaidcvong

|:| Agv teleinoa 1o Anpotikod ] Amdgortog TEI

] Andgortog Anpoticod ] Anégortog IEK

] Amdgortog Tvpvasiov ] Kéroyog Metamtuyiaxod Tithov
] Arégortog Avkeiov [JKéroyog Adoxtoptkcot Tithov
] Anég@ortog AEI CJA Mo

4. Ofon oty emyeipnon:

[J18w0ktATng ] Aevboving tpfpatog
[ Méroyog ] Ztéheyoc

[ TIpéedpog AX [ Méhrog A

[ Tevikdg AevBuvrg

5. 'Etn amacyéinong oty emysipnon (apOpoc)
6. 'Eyxete gpmapio amé drieg 0¢ce1g epyaciog ANV TG OIKOYEVEWUKIG ETLYEIPNONG;
I Nau Jon

7. Ti7m0600TO6 WO0KTGLOG TNG EMLYEIPNONG AVI|KEL GTNV OIKOYEVELY;

[]<50% []50% []>50% []100%
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8. I®¢ kutavépeTanr VT T0 TOG0GTO GE YOVEIG — TAdLA- GAAOVG GUYYEVEISS

Toveig
TMoudia
Alhovg ouyyeveig

<50%
U
U
U

9. IIéte 1WpvOnke N emyeipnon cog ;

10. IIov PpiokeTon n emyeipnon cag;

CIN. Attikrig

[IN. Auorookapvavicg

[JN. ApyoAidag
[IN. Aptog
[CIN. Apxadiog
[CIN. Ayaiog
[JN. Bowwtiog
[IN. TpeBevav
LIN. Apépag
CIN. TIéAAag
[JN. Tpwérov

[IN. ®rdpvag

[JN. Avdexavicov

[CJN."EBpov
[CJN. Evpoiag

[IN. Evpurtaviog

[IN. Zoxbvbov
[JN. Hielag
[JN. Hpadiog
[JN. HpoaxAeiov
[IN. @sonpwrtiag
[IN. Thepiog
[CJN. XoAkidikng

[IN. Zepparv

11. Tiyevidag sivan ) emyeipnon oog;

D 1ms D ms

D 3ns

] Metayevéotepn

12. Tivopkn popon €xer n emygipnon oug;

] Atopxy Emyeipnon
[] Ouo6ppubun Etaupsio (O.E)

] Etepoppudun Entyeipnon (E.E)

] Zvvetopiopodg

] Avévopun Etorpeio (ALE)

[ 18wty Kegararovykn Erapeia (I.K.E.)

50%
0
0
U

[IN. @eooarovikng

CIN. Ioavvivov

[JN. KoBdrog
[JN. Kopditoag
[JN. Kootopiég
CIN. Képxvpag
[CJN. KepoArnviag
CJN. Kihxig

[IN. KoZévng
LIN. TIpéBetag
CIN. Xaviov

[JN. Xiov

>50%
Ll
Ll
Ul

CIN.
CIN.
CIN.
CIN.

ON.
ON.
ON.
ON.
ON.
ON.
ON.

] Neogurg Enyeipnon (Start-Up)

100%

Kopwbiag
Kvihadov

Aokoviog
Adpioog
AaciBiov
AéoPov
Agvkadog
Mayvnoiag
Meoonviog
Eavong

Podomng

] Avévopn Blopnyavikh) Epropucty Eraupeio. (A.B.E.E.)

] Avévopun vavtihaxr etonpeio (AN.E.)

] Avévopn Epropuci Blopnyavicr] Eraupeio (A.E.B.E.)

] Eraupsio IMepropiopévng Evdovng (EJLE.)

CJAMo

13. Xg morovg KAGOOVS dPacTNPLomoLEiTaL 1] EMYEIPN O] 60C; (ENpeimoTe 6Aheg 66£S 16YVoVV)

] Tpoégua
[ Hoté/Kamvég

] Krootobpavrovpyia/Aépua

[J'Evévon/Ynodnon

[ Kataokevég/Aopxd Yad/EEomopog Kripiov
[] Owaxdg/Enoyyehpotikog eE0mAMopog

] Tovpiopuodg
] Awovixd gumdpio

[JMeragopég
] Tniemkowovieg

Kat Awdiktvo

] Xpnuatomictmtikég vanpesicg

[] Exnaidevon

] Metagpopixd péca kot e£0mMopog

I Nowtiria
] Aowrot khdSo

14. O op1Opo6S TOV UTAGYOLOVUEVMV GTNV EXLYEIPN O Eivan:

[]<10 anacyoroduevor

[] <50 anacyoroduevor

[] <250 omacyorovuevor

15. Ek tov omoi®v, péAn TS 01KoYEVELNG Eivar:

[]>250 amacyolovuevor
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16. Ilowu M 6yéon 60G 1E TOV WOLOKTITY TG EMYEIPNONG;

] Eyo eipot o 1810kting ] Avwynég
[] Téxvo [ Tapmpdc
L] Eyyom L1 Nogn
] =0%vyog CJA Mo

] Adeppog [ Kapia

17. Ta péln ™G 0IKOYEVELOG TOV UTAGYOLOVVTUL GTIV ENLYEIPNON apgifovrar;
I Nou, apeipovron

10y, 8ev apsifovrar

] ApeiBovtor Srapopeticd amd Tovg VEOAOOVG EpYaALONEVOLG

[] ApeiBovtot 6poto pe Tovg LIEOAOUTOVG EPYOLOHEVOLG, avaAoyo. pE T BEom Tovg

[] AmorapBévouy mpovopo

18. Ymdpyovv pétoyor wov dgv epyalovrar oty envyeipnon orlhd apsifovron;
I N CJon

19. Av vai, TL T0606TO TNG ETYEIPNONG KATE(OVV;

22. Tlowog oyedaleL TN OTPATNYIKI TNG EMYEIPN OGS
[]0 $oxitng

To Zvppodiio Tov Metdymv

To Atowkntikd Zvppovito

O Ipdedpog Tov AX

|| To I'evikdg AtevBovtng

23. Xg TEPUITAGELS SLUPMOVINGS, TOLY ATOYT] ETIKPUTEL;

[] Tov 1810kt

Tng nAeloyneiog Tov GLUPOVAIOL TOV HETOYOV
Tng nhetoyneiog Tov dtotknTikod cupPoviiov
Tov IIpoédpov tov AX

|| Tov I'evikod Atevbovy

24. O tiipog g emyeipnoNg G60G TNV TEAEVTOI TPIETIQ

<2.000.000€ <10.000.000€ <50.000.000€ >50.000.000€
2016 ] O ] ]
2017 ] O ] ]
2018 ] O ] ]

25. H emyeipnon oog TV TELEVTAIN TPIETIN TAPOVGINGCE:

Képon Inmiég
2016 O [l
2017 O [l
2018 J J

26. X1V TEPITTOGN KEPIDV, GE TL TOGOGTO NTAV MG TPOG TIS GUVOMKES GOS TOMGELS YL TV
KGOg ypovid;

0-10% 10,01-20% 20,01-30% 30,01-40% 40,01-50% >50% Agv giye
Kképon
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2016 O O O O O O |
2017 O O O O O ] |
2018 O O O O O ] |

27. Xy agpintoon udv, 6€ TL TOG0GTO 1TUV MG TPOS TIS GUVOMKES 60G TMOM|GELS Y0 TNV
KGOg ypovid;

0-10% 10,01-20%  20,01-30%  30,01-40%  40,01-50% >50% Aev size
Enmég
2016 O O O O O ] ]
2017 O O O O O ] ]
2018 | O O O O ] ]

28. X T1 T0606TO €Ml TOV TOMGE®V £KOVE EEAYMYES 1] EMYEIPN G GG TNV TEAEVTOIN TPLETIWS

0-25% 25,01-50% 50,01-75% 75,01-100% 22;;(‘;;‘::
2016 Ll L] L] L] Ll
2017 O O O O |
2018 Ll L] L] L] |
Mépog 20

A@ov doPdoete mpooekTikd KABe pio amd TG akOAOVOEG TPOTAGEL KUKADGTE TOV apldud g
amdvInomg mov eKPPAlel mePLocdTEPO T 01K G0G dmoym, dniadn to Pabud ctov omoio cuppmveite pe
mv Kabe mpotacn. Aev vrdpyovv cwotég 1| AavBoouéveg amaviioelg. Mag evolaeEpet 1 EMKPIVIG
TPOCHOTIKY GG Aoy, PAcel TG d1KNG oag AELOA0YIKNG KATLOKAG.

29. T meprocoTEPES QOPEg £Ym KO aicOnon (KaTavonen) TOv LOY®V Tov £(® GUYKEKPIREVA

ovvaroOnpaTa..
O O | | | O O
Agv copueOVEO Agv coppoVEO Mdirov Agv &xo yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHOAOL eV CLUPOVD amoOAVTAL

30. Kotavo®d kora to arc0pote pov.

O O | | | O O
Agv copupoVEO Agv coppoVO Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHoAoL &V CLUPOVD amoAVTOL

31. Avtuhapfdvopor mpoypaTikd 1L Vio0o.

O O | | | O O
Agv copeOVEO Agv coppoVe Madirov Agv &xo yvopn  Mdilov copooave Zopeove ZOUPOV®
KaHOAOL &V CLUPOVD amoAvTOL

32. TI'vopilo navte av sipor yapodpuevos/n 1 OxL.

O O | | | O O
Agv copueoVe Agv coppoVO Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaOOAoL &V CLUPOVD amoAVTOL

33. I'vopilo navro To 0160NpeTe TOV GIA®V LoV a6 T1 GCUUTEPLPOPA TOVG.

O O | | | O O
Agv copeOVEO Agv coppove Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOpPOV®
KaOOAoL &V CLUPOVD amoAVTOL
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34. Eipol koo mapatnpnmis TOV aenpudtoy Tov dhiov.

O O | | |
Agv copeoVEO Agv coppoVe Mdirov Agv &xo yvopn  Mdilov copoave
KaHOAoL &V CLUPOVD

35. Eipot gvaicOntog ota cuvareOjpoto kot to cic0qpote Tov dGilov.

O O | | |
Agv copueOVEO Agv coppoVe Mdirov Agv &xo yvopn  Mdilov copoave
KaHOAOL &V CLUPOVD

36. Koatavo®d kolra to arcOpote Tov avlpdmTmy yopm pov.

O O | | |
Agv copupoVe Agv coppoVEO Madirov Agv &y yvopn  Mdilov copoave
KaHOAOL &V CLUPOVD

O
Zopeove

O
Zopeove

O
Zopeove

O

ZUHOOVED
amolvTa

O

ZUHOOVED
amolvTa

O

ZUHOOVED
amolvTa

37. Oito TAVTA 6TOYOVS KU1 6T GUVEYELN OIVM TOV KOAVTEPO EUVTO MOV Y10, VO TOVG TETVY®.

O O | | |
Agv copupoVEO Agv coppoVO Madirov Agv &y yvopn  Mdilov copoave
KaHOAOL &V CLUPOVD

38. Af{® mavTO 6TOV £0VTO POV OTL EIpOL KAV dTOpO.

O O | | |
Agv copueoVe Agv coppoVe Madirov Agv &y yvopn  Mdilov copooave
KaOOAOL &V CLUPOVD

39. Eipot éva avtomapaxivodpevo dropo.

O O | | |
Agv copupoVe Agv coppoVEO Madirov Agv &y yvopn  Mdilov copoave
KaHOAOL &V CLUPOVD

O
Zopeove

O
Zopeove

O
Zopeove

40. TIavta 0o evOappuva Tov £00T6 POV va TPocTadel Y10 1O KOADTEPO dVVATO.

O O | | |
Agv copupoVEO Agv coppoVO Madirov Agv &y yvopn  Mdilov copoave
KaHoAoL &V CLUPOVD

41. Eipo wavoég va eEAEyyo TN 0140€61 pov AT va dtayelpilopal Aoyikd Tig OVGKOAIES.

O O | | |
Agv copuoVEO Agv coppove Madirov Agv &y yvopn  Mdilov copooave
KaHOAOL &V CLUPOVD

42. Eipo apKeTa 1KOVOS 6T0 v EAEYY® TO a1oOpOTO pLov.

O O | | |
Agv copueoVe Agv coppoVO Madirov Agv &y yvopn  Mdilov copomave
KaOOAoL &V CLUPOVD

O
Zopeove

O
Zopeove

O
Zopeove

O

ZUHOOVED
amolvTa

O

ZUHOOVED
amolvTa

O

ZUHOOVED
amolvTa

O

ZUHOOVED
amolvTa

O
ZUHOOVED
amolvTa

O

ZUHOOVED
amolvTa
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43. Mnop® mavta vo Npepd® ypiiyopa 6tav sipat wodv Qopopévos.

O O | | | O O
Agv coppOVEO Agv coppove Mdirov Agv &xo yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHOAOL &V CLUPOVD amoAvTAL

44. 'Eyo koro £Aeyy0 TOV dl60NpaTOV pov.

O O | | | O O
Agv copeOVEO Agv coppoVEO Madirov Agv &xo yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHOAOL &V CLUPOVD amoAVTOL

45. Eipm owtedeipévog va oopmeproepfd avijfka av metedm 6tL avtd 0o pe fondicsr va

TETOYO.
O O O O O
Agv copoVEO Agv coppoVEO Agv éxo yvoun Zopeove ZOHQOVE omTOAVTO
KkaBoLov

46. Eipm owredeitévog vo vtovopeiom TS TPooTdhsieg TV GAA®V av aTEAOVY TOVG 6TOYOVS

nov.
O O O O O
Agv copeoVe Agv coppoVO Agev éxo yvoun Zopeove ZOHEOVE omTOAVTO
KkaBoLov

47. Oa ££0maToV6w TOVS GALOVG AV VT PYE HIKPN TOAVOTTO VA ILE TLAGOVY.

O O O O O
Agv copueoVO Agv coppove Agv éxo yvoun Zopeove ZOHQOVE oTOAVTO
KkaBoLov

48. IToTtev® 0TI TO YN Eivol OTOPAITNTO 6T O10TI|P O] GLYKPITIKOD TAEOVEKTIOTOS £VAVTL

TOV GAAOV.
O O O O O
Agv coppoVe Agv coppoVEO Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

49. MihMd® o©T0VG GALOVG KUPIOS Yo Vo aviMjo® wAnpogopics mov Oa pmopovoa va
APNOCLUOTOMN|CM Y10 OIKO POV 6QEAOC.

O O O O O
Agv cPPOVED Agv copOVR Agv &y yvoun Zopeove ZOHQOVE aTOAVTO
KkoBoLov

50. Mov apécel va dive eVTOLEG OTIG OLATPOCOTIKES OV GYEGELS.

O O O O O
Agv coppoVe Agv coppoVEO Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

51. Mov apécsl va £® TNV IKAVOTNTO VO, ELEYYO TIS KOTUGTAGELS.

O O O O O
Agv copupoVe Agv coppove Agv éxo yvoun Zopeove ZOHQOVE omTOAVTO
KkaBoLov

52. Mov apécsl va eELEYY® TOVG dAAOVS avOpOTOVG.
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O O O O O
Agv coppoVe Agv coppoVEO Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

53. To kvpog givan évag Karog deikTng emtvyiog oty {on.

O O O O O
Agv coppoVEO Agv coppoVe Agv éxo yvoun Zopeove ZOHEOVE omTOAVTO
KkaBoLov

54. H ovec®dpevon mtho0ToV sivanl GNUOVTIKOS 6TOY0S Y10 PéEVa.

O O O O O
Agv copoVe Agv coppoVe Agev éxo yvoun Zopeove ZOHEOVE omTOAVTO
KkaBoLov

55. O%ho va Yived TAOVGL0G KoL 16YVPOS KATOWH Pépa.

O O O O O
Agv copeoVe Agv coppove Agv éxo yvoun Zopeove ZOHQOVE oTOAVTO
KkaBoLov

56. O avOpomor TapaxivoOvTaL HGvVo a0 T0 TPOGMTIKO TOVG KEPOOG,.

O O O O O
Agv coppoVe Agv coppoVEO Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

57. Ag pov apécel va dEvopal PE ORAOES YIOTL OEV EPTIGTEVOLUL TOVG GAAOVG.

O O O O O
Agv copupoVe Agv coppoVe Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

58. Ta péin mog opddas KOAANAOREYUILPAVOVTUL TICOTAUTE» Y10, VO OVAIELYO0VV.

O O O O O
Agv coppoVe Agv coppoVEO Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

59. Av 3¢iE® 0mo10ONTOTE AOVVAIN GTOV EPYAGLIKO Y DPO , 0L GALOL 00 TO EKNETAALEVTODV.

O O O O O
Agv copeoVe Agv coppove Agv éxo yvoun Zopeove ZOHEOVE oTOAVTO
KkaBoLov

60. O drhol TavTa 6yedLaloVY TPOTOVG Vo ETMPEAN 00V oS KaTAoTaoNS 6€ Papog pov.

O O O O O
Agv copupoVe Agv coppove Agv éxo yvoun Zopeove ZOHQOVE omTOAVTO
KkaBoLov

61. Eivor uoiko kGmorog mov yayvel va BpeL 00VAELD va OEIYVEL TA TPOGOVTA TOV KUL VU ATOGLOTTA
TIC 0OVVOiES TOV.

O O O O O O O
Agv Agv Mdirov Aev &y Mdilov PANTTOIAYYO) ZVHEOVE omdAvTO
GUHPOVAD GUULPOVD dev CUUPMVAD yvoun GUULPOVD
KkaBoLov
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62. Xg owovopkd Ofépoata ov avlpomor mpimel APV 0O OMO VO GKEPTOVIOL TO OIKO TOVG

GVUPEPOV.
O O | | | O O
Agv copeoVEe Agv coppoVe Madirov Agv &xo yvopn  Mdilov copoave Zopeove Zopemve
KaHoAoL eV CLUPOVD amoOAVTOL

63. Ipokeipévov vo VITEPUCTIGOVY TA TEPLOVGLOKA GUUPEPOVTH TMOV OIKAV TOVG, 0L GvOpmTOoL
£yovv 10 SKaiopa vo AEve oplopéva YERATA.

O O | | | O O
Agv copupoVe Agv coppoVe Madirov Agv &y yvopn  Mdilov copoave Zopeove Zopemve
KaHoAoL &V CLUPOVD amoOAVTOL

64. Kamowog mov 0éhel va TOVAGEL TO HETAYEPIGUEVO GVTOKIVIITO TOV, EIVOL VTTOYPEMUEVOS VO,
EVIIHEPADGEL TOV UYOPUGTI] Y10, TO. ELATTONATO TOV GUTOKLVI|TOV TOV.

O O | | | O O
Agv copupoVe Agv coppoVe Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHoAoL &V CLUPOVD amoAVTAL

65. Kdamowog mov 0éher puo aoc@oroTiKy] KGAvyn dev givar KokKO, KaTd TN 6vvEvTevdn pe tov
00QPUAGTI], VO OTOGLOTNGEL OPIGUEVES 06OEVELES TOV Y1 va pny ovénBovv To acpdiicTpa.

O O | | | O O
Agv copoVe Agv coppoVO Mdirov Agv &y yvopn  Mdilov copoave Zopeove ZOpPOV®
KaHoAoL &V CLUPOVD amdAvTa

66. O dwenpicsic Tov VTOYPURRILOVY POVO TO. TPOGOVTO KUl UTOGIOTOVV TO EAATTONNTY TOV
ENTOPEVRATOV EIVOL AVEVTIUEGS,

O O | | | O O
Agv copeoVe Agv coppoVEO Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHoAoL &V CLUPOVD amodAVTAL

67. O KoAOg xEPIGNOG OIKOVOUIK®V GUVIALAYDV TPOVTO0ETEL ELMKPivELD KoL 0&lomioTid.

O O | | | O O
Agv copupoVe Agv coppove Mdirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaOoAoL eV CLUPOVD amoAVTAL

68. Eivon dypnoto vo KoTaQEVYEL KOVEIS 6TV TOVIIPLA Y10 VO, ETITUYEL OTKOVOULKA 0QEAT, aKOUN
KU1 0V TO KAVEL Y10 VO, VTEPUCTIOTEL TG GURPEPOVTO, TOV OIKAV TOV.

O O | | | O O
Agv copupoVe Agv coppovVe Mdirov Agv &xo yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHOAOL eV CLUPOVD amoAvTAL

69. Eivor @uoikdé ov avOpomor vo givor 0 GLUHEEPOVTOAOYOL HE KATOOV HE TOV OT0i0
ovvairldcoovTon pia povo @opd Kot Tov dgv 0o ToV EaVAGUVOVTI|GOVY TOTE 6TO PEALOY.

O O O O O O O
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Agv copoVe Agv coppoVe Mdirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHoAoL &V CLUPOVD amoAVTAL

70. XTiG £PYOSIOKES OYEGELS EIVOL KOADTEPO VO POPAleETOL KOVEIS PIE TOVS GALOVG TIG YPNOIUES
TANPOPOpPicg TOV £xEl.

O O | | | O O
Agv copeoVEO Agv coppoVe Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHoAoL eV CLUPOVD amoOAVTOL

71. X1 (o1 0€v pTopovpE vo S1aTNPOVIE PLOKPOYPOVES GYEGELS PE 6A0VS 650Vg Yvmpilovps. Eivar
AOY1KO va 10T POVUE GYEGELS e OGOVS AG EIVAL TTLO (PT]GLULOL.

O O | | | O O
Agv copeoVe Agv coppoVe Madirov Agv &xo yvopn  Mdilov copomave Zopeove ZOpPOV®
KaHOAOL eV CLUPOVD amdAvuTa

72. Xvyvd 10 01KOVOIIKG cop@épov emPBairer vo pnv Aépe 6An TV ai)0si0.

O O | | | O O
Agv coppoVEO Agv coppoVe Madirov Agv &xo yvopn  Mdilov copooave Zopeove PRNTTOIANY )
KaHoAoL &V CLUPOVD ambdAvTa

73. Avtoi mov Eépouv va KPOBOUV TIS GKEYEIS KO TIS YVOGELS TOVS £Y0VV TEPLOCOTEPES
mMOavOTNTES VO TAOVTIGOVY.

O O | | | O O
Agv copoVe Agv coppoVe Mdirov Agv &xo yvopn  Mdilov copoave Zopeove ZOUPOV®
KaHoAoL eV CLUPOVD amoAVTAL

74. Koklo sivor vo €mdlOKEL KOVEIS 6Yé06€1g pe avOpomovg mov o pmwopovoav vo Tov givol

xpfioon
O O | | | O O
Agv copueoVO Agv coppove Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOpPOV®
KaHOAOL eV CLUPOVD amdAvuTa

75. Eivoxr mpoTipdtepo va giocor ELMKPIVIIG OKOPRO KO 6TAV £TGL KIVOVVEVOLY TO GOPUQEPOVTA GOV.

O O | | | O O
Agv copeoVe Agv coppove Madirov Agv &y yvopn  Mdilov copoove Zopeove ZOUPOV®
KaHOAOL eV CLUPOVD amoOAVTAL

76. Ov Quhicg TOV aVOPAOTOV 0QEILOVTAL GTI] CURPMOVIN YOPUKTPOV KOl UTOYEDY KOl O)L GTO
GUUPEPOV 1] OE CKOTIUOTNTES.

O O | | | O O
Agv copueoVe Agv coppove Madirov Agv &y yvopn  Mdilov copoave Zopeove ZOUPOV®
KaOOAoL &V CLUPOVD amoAVTOL

77. X715 0IKOVOHIKEG GUVOALAYES EIVAL HUVATOV VO, Elval KOVEIS TAVTO EVTLHOG.

O O | | | O O
Agv copueoVe Agv coppoVe Mdirov Agv &y yvopn  Mdilov copooave Zopeove ZopPOV®
KaHoAoL &V CLUPOVD amdlvTa
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78. Eivor paykid vo EEPEIS va TOVAMGELS KATL 6€ KATOL0V IOV O€V TO (perdleTat.

O O O | O O O
Agv copeOVEO Agv coppovVe Madirov Agv €xo yvopn  Mailov cupoove Zopeove ZOUPOVO
KkaBoLov Sev GUUPOVAD amOAVTOL

79. 'O7av divel kKaveig TO A0Y0 TOV GE M0, OTKOVORIKI] GORPOViK dgv propel vo Tov afetiost. To
va divers To Adyo cov givar cav va £yE1g vroypayel copporato.

O O O | O O O
Agv copueOVEO Agv coppoVEO Mdirov Agv &xo yvopn  Mdilov copoave Zopeove ZOUPOV®
KkaBoLov 3eV GUUPOVAD amoAvTAL

80. Eivol mpotipdtepo va Aégl KOVEIS 0VTO TOV CKEQPTETOL, OKOPO KO 0V 00T6 propel va. Prayer
T0 GUHPEPOV TOV.

O O O | O O O
Agv copeOVEO Agv coppovVe Madirov Agv &xo yvopn  Mdilov copooave Zopeove PRNTTOIANY )
KkaBoLov 3ev GUUPOVAD anolvta

Afioon Tipnong Exepd0siog

H ovppetoyn ouoikdv tpocdnmv oty £pguva gival eBedovtikn oAl avoykaic. Ta epotnuatordyla
€lval avOVULLOL KoL OgV TEPLEYOVY TPOSMMIKA GTOXEI PUOIKAV TPOSHOT®V 0ntd Ta omoia Ba pmwopovoe
Vol aoKeAVQOEL [LE OTOL0ONTOTE TPOTO 1 TOVTOTITA TOV GUUUETEYOVTOV. Ol AmavTioELS ival amOlvTa
EUMIOTEVTIKEG KO LOVO Ta LEAT TNG EpELVNTIKNG opddag Ba £xovv TpdoPacn oe avtég. Ot amavtioelg
0o ypNnoomomBoVV UTOKAEIGTIKA Yi0 EPEVVNTIKOVG GKOTOVG Kol CUYKEKPLUEVE Bal TOYOVY TOGOTIKNG
N/kor moloTikng enegepyaciog cuvolkd. Kopio pepovopévrn mAnpoeopio. GYETIKO [LE OTOLOONTOTE
PLOWKO TPOS®TO dev Ba dNUOGIEVDEL, TOPd LLOVO Ta TEMKA amotedéopata TG Epevvac. H avovopio tov
GUUUETEXOVIMV KOl TO TPOSHOTIKS amdppnTo Ba tnpndei oto aképato kab’ OAN T SibpKeLa THG EPELVIC
OALG KO LETA TO TEPAG OVTIG, KoL OEGLEVEL TO, LEAT TNG EPEVVNTIKNG OULASAG.

«To épyo ovyypnpartodoteital and v EAAGSa kot v Evpondix) Evoon (Evporaikdé Kowvovikd
Tapeio) péom Tov Emyeipnotaxov Ipoypdppotog «Avantoén Avlpaorivov Avvapkov, Exkmaidevon kot
Aud Biov Mdébnony, oto mhaicio g [Ipdénc «Evioyvon tov avBpdmivov pguvnTikod Suvapkod LEcm
g vAoToinoNg d1dakToptkng Epevvacy (MIS-5000432), mov viomotei to Iopvpa Kpatikdv Yrnotpopidv
(IKY)»

£ 2 -—
Emixeipnoiaxé MNpéypappa ~ EZ |'|A
Avu'rrrrugn Avepwmyoq Auvqplxou, =ma 2014-2020
EKTTGIGEUOT] ka1 Aia Biou MGBT]O'I']
Evpwnaikr Evwon
Eupwnaixd Kowwvixd Tapeio Me tn ouyxpnuaroddétnon tng EAAGdag kat tng Evpwnaikrg Evwong

Evyoapiotovue morv Yo to ypovo cog!

E. Distribution of answers to the Wong & Law Emotional Intelligence
Scale items
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18.26%|

1.16% [0.58%]

At oupEWVW  MaMov B Asv Exw MaAov ZUHQEUVEI ZUPPWVH
CUHQUWVW yvun CUHQWVW ATTIOAV T

29. Tig MePLOOOTEPEG POpég EXw KAl aigBnan (kxTavonon) Twv Adywv Tov éxw
CUYKEKPLUEVH OUVOLGOAMXTH.

0587}
— ’ ’ 3 ’ ’ ,
At gup@wvw  M&M\ov be Agv EXw M&M\ov, ZupEWVW Zuppwvw
TUHPWVW yvun TUHPWVN XTTOAUTO

30. KoTotvow KotAét Tor stlofipoetToc pov.

At guppwvw  M&Aov B Aev Exw Md&Mov, ZUHPWVI ZUpPWVWL
koBdAou CUHPEWVL yvaun TUHPUVLD ATTOALTA

31. AVTIACC B VOH XL TIPOYUXTLKE TL VLW Ow.
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40

30

20

10

10.58%)

Ag oLPEWVW  M&Aov Be Agv Exw M&ANoV ZUHPWVWD SUHPWVWL
TUHPWVW yvaoun CUHPWVW oTTOALTX

32. Nvwpilw TrévTo ov eipott XeepoOpevog/n i 6xL

40

30

20

10

Ae | Ae | Ma&Mov de  Aev Exw M&AoOV,  ZUHEUVW  ZUHQWVW
Uuuetgt.iww CUHPWVW CUHPWVW  YVWOUR  CUHEQWVE aTOALT
kaBdAou

33. N'vwpilw TeVTH Tot KLOONUOTH TWV Q@IAWY HOU KTTO TN CUUTTEPLYPOPH TOVG.

40

At oupEWVWw  M&ANov B Agv EXw Mé&AAov SUHPUVL ZUHPWVW
TUHPWVE yvwun CUHPWVW aTOAUT

34, Elpott KKAOG TTHPATNPNTHG TWV KLOONUATWY TWV KAAWV.
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30

20

10

40

50

40

30

20

10

As As | Ma&Mov 8 Asv EXw M&ANOV,  ZUHPWVE  ZUUQWVW
cruuetgr.iww CUUEWVE CUHEWVW  YVIN TUUPWVE ATTONUTH
kB6Aov

35. Elpon svoioBnTog oTo ouvalodnuoTe KoL T XLoONHoTo: TWV GAAWV.

At ouHEWVW  M&AAov Be Agv Exw M&AAov, ZUUPWVW SUHPWVWD
TUHEWVWD yvun CUUEWVWI oTrOALT

36. KaTotvow KotAd Tor ctoBnuaTo Twv atvBporwoy yopw Hou.

41.45%)

0.29%
Ag ouPEWVW  MAaMov B Agv EXw MdAov, TUHPWVWD ZUHPUWVLD
CUHPWVWL yvun CUHPWVWL CTIOAUT

37. O£Tw MAVTK OTOXOUG KL OTN GUVEXELX Bivy TOV KXADTEPO EXUTO HOL YLX VX TOUG
TETOXW.
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20

10

A Ae  Md&Mov 8 Asv EXxw MGAOV,  ZLHEWVW  ZLHPWVH
o'uuetg(iww CUHQWVW CUHOWVE  YVWHR  CUHQWVW aTOAUTH
kal@6Aou

38. Aéw TTAVTH OTOV EXLTO POL OTL ELPOIL LKOVO KTOO.

A Ae | Md&Mov 8 Asv Exw MGMoOV  ZUHQWVW  ZUUQWVW
uuuétgtiww CUHQPWVW CUHEWVE  YVWUN  CUHEQWVE oTTOAUTY
ka&B6Aou

39. Elpot évet UTOTTPHKLVOUUEVO KTOHO.

0.58%

Ag gUpEWVW  M&ANov Be Agv Exw MéANov, SUHPWVIL ZUPPWVH
CUHQUWVW yvipun CUHQUVW aTOAUT

40. Navroe Boe evOppLVH TOV EXLTO POL Vot TIPOCTIHOEL YLt TO KXAUTEPO SuvaTO.
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40

Ag gupwvw  M&Aov de Agv EXxw MéAov SUHEWVW ZUHEUWVW
CUHQWVWLD yviiun CUHEWVW GTTOAUT

41. Eipo ikeevog vee EAEyXw T SuBeon pouv woTte vt Sorxelpiopot AoYLK& TG SuokoALsc.

40

30

20

10

As Ae  M&Mov 8 Asv Exw MGMoOV  ZUHQWVW  ZUUQWVW
Uuuétggx\)vw CUHQUWVI CUHEWVE  YVWUR  CUHQWVE ATIOAUTO
ka&B6Aou

42. ElpotL pKETH LKXVOG OTO VX EAEYXW TH KLOONUATH HOU.

30

20
30.72% 31.59%

10

Ae | Ae | Md&Mov de  Asv Exw MGAOV,  ZUHQUVW  ZUHQWVW
Uuuégriww CUHPWVW CUUEWVW  YVWOUN  CUHQWVE aTOALT
ka@dov

42, ELlHOIL PKETH LKKVOG OTO Vot EAEYXW T 6XLOONUOTH HoU.
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30

A Ag  MAaMov de  Asv Exw M&MoOV,  ZUHQWVW  ZUPPWVH
OUHQWVW CUHQEWVW CUHPUWVW  YVWEN  CUHQUWVW GTOAUTO
kaxBoAou
43, MTropw TIRVTO VO NPERW YPNYOPX TV ElPatt TTOAD BupwpEévoc.

40

Ag oupwvw  MaAov de Aev Exw MdéAov, ZUMPUVD ZUPPWVW
TUHPWVWD YVWun TUHPWVWD aTIOAL T

44. EXw KoAO £AEYX0 TWV KLOONUATWV pov.
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F. Distribution of answers to the Machiavellian Personality Scale items

At U’Ud.l'lgw\}d) As gUHEWVW  Aev £XW YVUOUN SUHQWVWD ZuPPWVW
koBoAou ATTOALTX

45. Elpo SLxTe0£1éVog v GUNTTEPLPEPOW arvBLkax xxv TILOTEVW OTL XLUTO Bax e BonBnaEL
vou TTeETOXW.

Ae UUGH‘RW"”"’ At cUPQWVW  Aev EXw yvioun SUMPWVE ZupPWVW
koBoAoL XTTOALTX

46. Elpo SLTeOELPEVOG VX LTTOVOUEDCW TLG TIPOCTIXBELEG TWV KAAWVY &V KTTELAOUV TOUG
oTOXOUG Hov.

Ae mg.l’(ﬁwvu’.: At CUMPWVW AV EXW YVIOUN SUHEWVW ZLHPUVH
)

kaxBoAov OTTOAUTO

47. O €EXTTHTOVON TOUG KAAOUG OV LTI PXE ULKPH TOXVOTNTH VX HE TILHOOLV.
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Ae U‘Lgl’(ﬂw\ld) As gupEWVL  Asv £XW yvioun SUHQWVI ZLPPUVL
koBoAov ATTOALTX

48. MoTebw 6TL TO PEPX Elvat XTPAiTNTO OTN SLKTAPNON CUYKPLTIKOD TTAEOVEKTHUXTOG
EVOVTL TWV GAAWV.

Ae Uuep'tﬁwvu'.) At cuP@WVW  Asv EXW YVWHN SUMPUVWL ZUUQWVW
kaxBoAou ATTOAUT

49. MiA&w oToug XANOUG KUPLWG YLX VX XVTAN oW nhnpo&opi.zg Trouv B puTTOpOLON Vet
XPNOLUOTIOLNOW YLK SLKO Hov OPENOG.

Ae cruegtgww.b Ae oUHPWVW  Agv £XW YVWOUN SUHEWVWLD ZLHPUVW
6

kaBoAou OTTOAUTX

50. Mov atpéoeL vor Silv eVTOAEG OTLG SLATTPOCWITLKEG HOL OXETELG.
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Ae Ulg.l’lngtb At oLPEWVW  Asv £XW YVUOUN SUHQUVWD ZUHPWVW
KoBoAov KTIOAUT

51. Mou otp£0EL VOt £XW TNV LKEVOTNTX VOt EAEYXW TLC KHTXOTHOELG,

At auegtﬂwv:b Ae oupWVW  Asv EXW YVWUN SUMPWVI ZUPPWVH
koBoAoL XTTOALT

52. Mov xp£0eL vt EAEYXW TOUG XANOLCG atvBpwTTOUG,

30

At crud.l'cngw Ag CUNQWVW AV £XW YVIDUN ZUMPUVED ZLPPUVW
0

KaBoAou OTTOAUTO

53. To k0Opog sivo Evorg KXAGg delkTng emruXiotg oTn Twn.
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40

At cruewﬂwvd) At CUMQWVW  Aev EXW YVWOHN SUHPWVH ZUHQWVW
KoBoAov XTIOAUTO

54. H ouoowpevon TTAOUTOL ELVOL ONUOVTLIKOG OTOXOG YL HEVHL.

At Ulg.{tngd) At cupWVW  Asv EXW YVWHN SUHPWVW ZUHPWVW
koBoAov KTTOAUT

55. O£Aw v Yivw TTAODCLOG KL LOXUPOG KXTTOLO HEPOL.

At mg.l'cgww.b At oup@VL  Asv EXW YVUOUN SUHQWVW ZLpPWVW
6

kaxBoAou OTTOAUTX

56. OL &tvOpwWTToL TTHPHKLVOUVTHL HOVO KUTTO TO TIPOCWTILKO Toug Képdoc.
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At U'l)ep'(ngtb Ae oUWV Asv EXW YVUOUN TUMPUVED ZLHPUVW
kaxBoAou OTTOAUTX

57. As pov o(pECEL VOL DEVOHOIL HE OUKDEG YLXTL BEV EPMLOTEVOP XL TOUG KAAOVG.

Ae mg.l,tgww.b At CUMQPULIVWD  Asv EXW YVUOUN SUMPUVI ZLHPUVW
KaxBoAou OTTOAUTX

58. Tot HEAN HLAG OPEB G «AANAOU XX XLPIVOVTHL TILOWTTANTO YLK Vot atvaedeLXBoov.

At mg.l;ﬂwvu'.) Ag ouPQWVW  Agv EXw yVUoun SUHPUVW ZUHQWVW
KoBoAou OTTOAUTX

59. Av d£(Ew oTroLxXBNTOTE XUV Ui OTOV EPYXOLXKO XWPO , OL &XANoL Bx TO
EKHETHANELTOUW.
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Ae cruep,cngd) At gupEWVW  Asv £XW YVUOUN SUHPWVNW ZUHPWVW
6

KoBoAou OTTOALT

60. OL dANoL TrévTe oXedLACouy TPOTIovg vor eTTW@EANB0UV PULXG KHTROTOONG O Bipog
pou.
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G. Distribution of answers to the Economic Opportunism Scale items

Ae As | Md&Mov de  Asv Exw M&A\ov,  ZUHQUWVW  ZUHQWVW
cruuecgt.;‘ww CUHEWVE CUUEWVE  YVWHN  CUHEWVY oTONUTO
kaB6Aov

61. ElvotL @uOLKO K&TTOLOG TToU WAEXVEL Vi BpeL BOLAELK Vot SELXVEL TH TIPOGOVTH TOU KL VKX
KTTOCLWTIH TLG dUVOHLEG TOV.

As Ae | MA&MNovde  Aevéxw  MAaMov,  Zupewvd)  ZUPQUVE
TUHPWVG)  CUMPUVE  OUHPWVG)  YVDHN  oUHPWVG aTMOAVTX
[CCION

62. Z£ OLKOVOULK&X BEPXTH OL XVOPWTTOL TIPETTEL TIPLV XTTO OAX VX OKEQPTOVTHL TO SLKG TOUg
CUHPEpPOV.

Ae | Ae | M&Mov de  Asv Exw MEMoOV,  ZUHEUVW  ZUPPUVWD
cruuecpwv,h W CUHQWVW CUMPUVE  YVIWHN  CUHQWVWM aTOAUTH
ka@6Aou

63. MPOKELPEVOL VX LTTEPXCTILTOLY TH TIEPLOVCLAKK CUHPEPOVTX TWV SLKWV TOUG, OL
GvOpWITOL £XOLV TO SIKLWHK VO AEVE OPLOUEVE WPEUXTH.
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Ae As  MAMov 8 Asv Exw M&MoV,  Zup@wvl  ZUHPUVL
uupetgrfgw OUUEWVE CUMEWVW  YVWHN  CUHQWV! aTTOAUTA
kaBoAov

64. Kérorog ou B£A£L vt TIOUAN O£L TO HETHXELPLOPEVO UTOKIVNTG Tov, elvant
UTTOXPEWUEVOG VO EVIHEPWOEL TOV XYOPOIOTH YLK T EAXTTWHNTH TOU UTOKLVATOU TOU.

Ae Ae | M&Mov de  Asv Exw MGMoOV,  ZUHEUWVW  ZUPPUVW
cruuecgt.iww CUMPWVW CUHEWVW  YVWHR  CUHQWVE oTTONUTO
kaB6\ov

65. K&mrorog mouv BEAeL Hit o@aALOTIKI KEALYN SEV elvo KXKO, KXTX T CUVEVTELEN HE
TOV XOQOALOTH, VX XTTOCLWTIN OEL OPLOUPEVEG XODEVELEG TOL YL vt UNV cuENBolv T
KOPXALOTPO.

A Ae  MaMov de  Asv Exw MEMoOV,  ZUHEWVWL UMWV
auuecgtiww CUHPWVE) CUHPEUWVW  YVWHN  CUHQUWVW aTTOAUTO
ka®OoAov

66. OL SLx PN UigELG TIOL LTTOYPAUUITOLY HOVO TK TIPOCOVTA KKL XTTOCLWTTOUV T
EAXTTWHOTH TWV EPTTOPEVUATWV ELVOIL VEVTLHEG,
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Ae Ae | MaMov de  Asv Exw MGAoOV,  ZUHQUWVW  ZUUQWVW
cruuecgcfvw CUMUWVI  CUHQWVW  YVWUR  CUHQUWVKD ATTOAUT
kaB6Aou

67. O KAOG XELPLOUOG OLKOVOULKWIV CUVXAAXY WV TTPOUTTODETEL ELALKPLVELX KOXL CELOTTLOTL.

As Ae  MaMov 8 Asv Exw MGMoOV,  ZUHQWVW  ZUHQWVW
cuuecpwv"h W CUHEWVW OCUHEWVE  YVIOUN  CUHQWVM oTTOAUT
kaB6Aov

68. ElvarL iXpnoTo Vot KXTHQEVYEL KXVELG OTNV TIOVNPLA YLK VXX ETILTUXEL OLKOVOULK&X OQ@EAN,
OKOMN KL &V TO KAVEL YLK VX DTTEPXOTILOTEL T CUUQEPOVTH TWV SLKWV TOU.

Ae Ae  MaMov 8 Asv Exw MGAOV,  ZUHQEWVE UMWV
cruuetgtiww CUHEWVW CUHEWVE  YVIUN  CUHQWVE aTTOAUTO
kaB6Aou

69. EilvaL oLk oL &VOPWTTOL VX EIVXL TILO GUHPEPOVTOAGYOL HE KKTTOLOV HE TOV OTTOLO
CUVOAAXCTCOVTHL Uit HOVO POopd KoL TIoL Sev Bt Tov EXVOOUVXVTIOOLV TIOTE OTO HEAAOV.
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As As  MaMov de Asvéxw  MEAovV,  ZupQwvw  ZUHPWVEHD
TUHPWVG)  OUMPUVE) UKWV YVUN  TUHPWVED aTMOAUTX
kaBoou

70. ZTIG £EpYNOLXKEG OXEOELG ElVOXL KAADTEPO VX HOLPXTETAL KXVELG PE TOUG KANOULG TLG
XPNGLHES TIAN POQOPLEC TTOU EXEL.

A Ae  MaMov de  Asv Exw MGMoOV,  ZUHQWVWH  ZUHQWVW
uuuecgriww CUHEWVW CUUEUWVW  YVWUR LUV ATIOAL T
ka®6Aou

71. 2Tn Cwn Sev pmopolpe v SLaTnpolpe PXKpOXPOVEG OXETELG PE GAOLG GT0LG
yvwpiCoups. Eivott AoyLko vor SLTnpou s OXECELG E O0OVG PG ELVXXL TILO XPH GLUOL.

Ae | Ae | Md&Mov de  Aev Exw MGAOV,  ZUHQWVW  ZUHQWVW
cupager.iww OUHPWVE  CUMEWVEM  YVOUR  CUHQWVWM GTTOAUT
kaBohou

72. ZuXvet TO OLKOVOULKO oUH@Epov eTTLRXAAEL vot unv Aépe OAn TV oAnBsLor.
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Ae Ae | MaMov 8 Asv Exw MGMoOV,  ZUHQEWVEH UMWV
cruuetgtisgw CUHQWVW CUHEWVE  YVWHN  CUHQWVWM CTTOAUT
kaBoAov

73. AuTol Trou E€pouv vt kKpGBoLV TLG OKEWELG KOIL TLG YVWOELG TOUG £XOUV TIEPLOCOTEPEG
MOKRVOTNTEG VX TTAOUTLOOLV.

Ae As  MA&Mov de  Asv Exw MAMOV,  ZUHQWVL UMWV
auuetgt;‘ww CUHEWVW  CUHEWVW  YVWUN  CUHQWVIE ATTOALTO
kaBdAov

74. KxAO glvar v ESLWKEL KaVELG OXETELG HE AVOPWTTOUG TTOL BX PUTTOPOHTXV VX TOU ELVXL
Xpnowuow

5l— - .

-
ey S

A Ae | Md&Mov de  Asv Exw M&MoV,  ZUHEWVE  ZUHEWVE
OUHEWVE CUHEWVW  CUHEWVW  YVWUN  CUHQUWVW oTTOALT
kaBoAou
75. ElvoL TIpoTLUOTEPO VX EL0XXL ELNLKPLVIIG XKOUX KL OTXV £TOL KLVBUVEDOLV T
GUUPEPOVTH GOUL.
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At At Mé&Mov 8 Aev Exw M&MoV,  ZUHEWVW  ZUHPUVW

OLHEWVW  CUHQWVW  CUHPWVW  YVWUN  CUHQWVW OTTOALTO
koBoAou

76. OL @IAiLEG TWV AVEPWTTWV OQEINOVTXL 0TI CUHPUWVIX XXPXKTAPWY KXL KTTIOWPEWV KL
6XL OTO CUHPEPOV | OE CKOTILHOTNTEG.

A | Ae | MA&Mov de  Aev Exw MEMoOV,  ZUpQWVW  ZUHQWVH
auua(etiww CUHWVE OCUHEWVW  YVWHN  CUHQWVW oTTONUTO
kaB6Aou

77. ITLC OLKOVOMLKEG OUVOAAXYEG ElVOXL SUVHTOV Vot ELVOIL KXVELG TTRVTO EVTLHOG.

Ae Ae | Mé&Mov 8 Asv Exw M&Mov,  Zupwvd  ZUPQWVH
auuecetfvw CUMQUWVI) CUMQUWVE  YVWUN  CUHQWVE oTTOALT
kaBéAov

78. Eivol porykidt vor E€pELg Vot TTOUAN OELG KXTL O KXTTOLOV TTOL SV TO XPELXTETHL.
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Ae Ae | MaMov 8 Aev Exw MéAov,  Zupwvl  ZUPPUVWL
cruuetetiww CUHPWVW CUHEWVW  YVWHR  CUHQWVW TIOAUTO
kaBéov

79. 'OTav SivEL KXVELG TO AGYO TOU OF HLX OLKOVOULKH) CUM@WVIX eV UTTopEL v Tov
ofeTnoeL To v divelg To AdYo o0V ElvoiL OOV Vo £XELG LTTOYPAYPEL CUMBOAXLO.

As As  MAaNov de  Asv Exw MGAOV,  ZUHQEWVE  ZUHEWVW
Uuuecpwvm W OLUEWVE CUHEWVWH  YVWHN  CUHOUWVED ATTOAUT
kaBoov

80. EivoL TIpoTIHOTEPO VX AEEL KXVELG XUTO TTOU OKEQPTETHL, XKOUK KXL XV XUTO PTTOPEL VX
BAGPEL TO GUUPEPOV TOL.
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