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Abstract: The paper investigates whether cognitive style congruence of managers and employees
on the analytic-intuitive dimension influence employee communication satisfaction. The cogni-
tive style and employee communication satisfaction was measured in 136 manager/employee
dyads. Polynomial regression and surface analysis were used to analyze communication satisfac-
tion under four conditions. First, an analytic congruence condition where both manager and
employee are analytical, second, an intuitive congruence condition where both are intuitive,
third, an incongruence condition where an intuitive manager manages an analytic employee, and
fourth, another incongruence condition where an analytic manager manages an intuitive em-
ployee. Results supported the similarity effect hypothesis indicating that congruence increases
employee communication satisfaction in general. Furthermore, the surface analysis also allowed
us to see that the communication satisfaction is higher in the intuitive congruence condition. The
study did not support the hypothesis that in incongruent dyads intuitive managers are preferred.
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Introduction

Communication satisfaction has been a
popular area of study among business and
communication scholars because employee
satisfaction with communication has been
found to be positively related to many work
outcomes such as, job satisfaction, motiva-
tion, job performance, organizational com-
mitment, decreased role ambiguity and iden-
tification (Blau, Cook, & Tatum, 2005; Goris,
2007; Gupta & Sharma, 2008; Kropf, 1999;
Lee & Jablin, 1995). Employees’ level of sat-
isfaction with communication is also an im-
portant ingredient of the psychological con-
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tract, and closely linked to whether employ-
ees feel valued by their managers and the
organization as a whole (Ridder, 2004;
Willemyns, Gallois, & Callan, 2003). Further-
more, employees identify their immediate
supervisor as one of the most important of
all informational sources (Bartoo & Sias,
2004) and a supervisor’s willingness to share
information determines the success of
change efforts in organizations (Lewis, 2006).
The employee perceptions about how much
they are listened to and how much their man-
agers respect their opinions determine their
communication satisfaction which in turn
influences their feelings of trust towards the
organization (Zeffane, 2012).
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Personal characteristics influence a
manager’s attitude towards communication
and the employee’s expectations in terms of
communication modes and frequency. Man-
agers and employees not only differ in terms
of their cultural and educational backgrounds
and life styles but they also differ in terms of
their personality types and cognitive styles.
In processing information there are at least
two interacting parallel forms (Sarmany-
Schuller & Kuracka, 2012). The automatic
loop evaluates the context implicitly (Sys-
tem 1) and the cognitive loop uses logical
reasons to evaluate the situation explicitly
(System 2). Although we utilize both sys-
tems 1 and 2, style theorists argue that indi-
viduals will have a tendency to use one sys-
tem over the other (Hodgkinson, Langan-
Fox, & Sadler-Smith, 2008). Cognitive style
is defined as the way that individuals prefer
to organize information as well as their expe-
riences (Messick, 1976). Cognitive style is
often measured on a dimension ranging from
intuitive to analytic, which can be related to
the automatic (System 1) and cognitive (Sys-
tem 2) loops (Sarmany-Schuller & Kuracka,
2012). Specifically, intuitive individuals have
a global orientation to information process-
ing and are influenced by the context in
which the issue is taking place, prefer deal-
ing with unstructured problems and analytic
individuals prefer to process information
using a step by step approach, focus on is-
sues independently of their context, like pre-
cision and prefer structured problems
(Armstrong, Cools, & Sadler-Smith, 2012).

A significant shortcoming of existing stud-
ies on cognitive style congruence is the fact
that they have used a difference score ap-
proach to measure the absolute distance
between cognitive style scores of the dyads
or a median split approach to categorize the

cognitive styles (Allinson, Armstrong, &
Hayes, 2001; Armstrong, Allinson, & Hayes,
2002, 2004; Armstrong & Priola, 2001; Lin,
Kao, & Chang, 2010; Vanderheyden & De
Baets, 2015). The difference score fails to
differentiate between the relationship among
an analytic manager managing an intuitive
employee and an intuitive manager manag-
ing an analytic employee, since the differ-
ence in the scores would be the same in both
cases. The median split categories do not
tell us how the congruence at high, medium,
low scores may lead to different results. In
order to remedy the shortcomings of the pre-
vious approaches, this study uses polyno-
mial regression and surface analysis as an
analytic tool.

Majority of the studies on cognitive style
of individuals in dyadic relationships have
been conducted in non-work settings such
as among teachers and students (Dunn et
al., 1990; Packer & Bain, 1978; Renninger &
Snyder, 1983; Tanova, 2003a), supervisor-
research student (Armstrong et al., 2004) and
most were conducted in western settings.
Western settings generally provide a lower
context culture for communication (Hall,
1976). The western low-context cultures fo-
cus on explicitly coded messages where as
high-context cultures, such as the Turkish
culture, focus on physical context or infor-
mation internalized in the person during com-
munication while less emphasis is placed on
the coded explicitly transmitted part of the
message (Bayraktaroglu & Sifianou, 2001;
Tanova & Nadiri, 2010). In high context cul-
tures such as our study setting in North
Cyprus, communication involves the rela-
tionship between the sender and the receiver.
In such cultures, meaning is embedded in
the context and the communicators rely less
on the actual words and instead have to rely
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on subtle cues. This may make cognitive
style similarity more important in high con-
text cultures. In high-context cultures, when
the manager and employee have similar cog-
nitive styles, they will share similar patterns
of thinking and thus a better understanding
of implicit meanings that will aid overall com-
munication. Turkish Cypriot culture may re-
sult in stronger relationships between cog-
nitive style congruence among dyads and
communication satisfaction, compared to the
western low context research settings.

This study investigates how manager and
employee cognitive style congruence and
incongruence on the analytic-intuitive spec-
trum may influence the employee communi-
cation satisfaction. We not only investigate
how similarity or dissimilarity influences
communication satisfaction, but more impor-
tantly, how similarity at the intuitive end or
similarity at the analytic end of the spectrum
may have different influence on the em-
ployee communication satisfaction. Further-
more, we examine when there is dissimilarity
between the manager and employee cogni-
tive styles, whether an analytic manager
managing an intuitive employee would have
different effect on communication satisfac-
tion compared to a situation when an intui-
tive manager manages an analytic employee.
Table 1 shows a summary of the expected
relationships.

Hypotheses Development

According to the similarity-attraction para-
digm, similar cognitive styles would lead to
increased liking, and therefore higher qual-
ity dyadic relationships (Byrne, 1971; Graen
& Uhl-Bien, 1995; Myers & Myers, 1980).
As cognitive styles influence how precisely
people perceive, concentrate and how they

behave in working towards the achievement
of set targets (Sarméany-Schuller & Simfth,
2006), we can expect that managers and em-
ployees who look at issues from a similar
perspective would be able to communicate
more effectively compared to those who are
dissimilar.

Similar cognitive styles have been found
to be associated with mutual positive atti-
tudes between parties in a relationship (Coo-
per & Miller, 1991), satisfaction with the rela-
tionship (Cooper & Miller, 1991; Handley,
1982), and effective interpersonal relations
(Handley, 1982). Turban and Jones, (1988)
observed that when employees perceive their
manager as having similar characteristics to
themselves, they are more likely to feel more
confidence and trust in the manager, further-
more, they reported to be clearer about their
roles.

Although studies in the person-environ-
ment fit literature have shown support to the
idea that manager and employee congruence
in personal characteristics lead to better work
outcomes (Kristof-Brown, Zimmerman, &
Johnson, 2005), some other studies indicate
the performance of dissimilar dyads may be
better due to a complimentary fit. For example,
in a study among managers and employees
in an assisted living and healthcare organi-
zation, incongruence in control dimension
(dominant vs. submissive) improved subor-
dinate satisfaction (Glomb & Welsh, 2005).
Another study among accounting students
demonstrated that when individuals who pay
attention to physical reality and focus on
details (analytic) are placed in a dyad with
those who pay attention to impressions and
patterns (intuitive), they performed better in
a complex decision task compared to homo-
geneous dyads (Cheng, Luckett, & Schulz,
2003). There are also some conflicting results
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in the literature on what happens when the
direction of the incongruence is different.
Some studies show that analytic managers
are preferred even by intuitive followers
(Armstrong et al., 2004) whereas others re-
port that intuitive managers are more liked
by analytic followers (Allinson et al., 2001).

Although there are some disagreements
between earlier (Cooper & Miller, 1991;
Handley, 1982; Turban & Jones, 1988) and
more recent (Allinson et al., 2001; Armstrong
etal., 2004; Glomb & Welsh, 2005; Kristof-
Brown et al., 2005) studies on whether simi-
larity of cognitive style will lead to better
communication satisfaction or whether a
manager with a certain cognitive style will
be preferred by all employees regardless of
employee cognitive style match or mismatch,
or whether a complimentary cognitive style
where differences will improve the commu-
nication satisfaction, in the high context cul-
tural environment that we conducted our
study, we expect that similarity will lead to
improved communication satisfaction.
Therefore, we hypothesize that:

Hypothesis 1: The more congruent the
employee and manager cognitive styles are
at either intuitive or analytic ends of the spec-
trum, the better communication satisfaction
will be.

Managers and employees can be congru-
ent at either high analytic cognitive style
(analytic manager supervising analytic em-
ployee) or high intuitive cognitive style (in-
tuitive manager supervising intuitive em-
ployee). Intuitive employees seek out quick
solutions to problems, are swift in decision
making and tackle emergencies rapidly even
though there may be limited information
rather than preferring to follow a certain se-
quence of tasks. Previous researchers have
also speculated whether preference for intu-

ition (as a cognitive style) would lead to less
information search (Cavojova & Hanak, 2014).
When an intuitive employee teams up with
an intuitive manager, their common under-
standing of how to react to their work envi-
ronment and communication may encourage
them to develop better communication. So,
we expect more communication and higher
communication satisfaction between em-
ployees and managers who have intuitive
cognitive style.

On the other hand, individuals who have
analytic cognitive style become more rule
and procedure dependent rather than go-
ing “out of the box” while handling as-
signed tasks. When an analytic employee
teams up with an analytic manager, their
common understanding of how to react to
work environment and communication may
encourage them to have less communica-
tion because both will follow what is al-
ready structured in order to accomplish as-
signed tasks. Such individuals may be more
reluctant searching for help, may not freely
express their own opinions about certain
issues, will not use any initiatives to tackle
problems, and most importantly they might
become withdrawn.

Thus, although in both intuitive — intui-
tive and analytic — analytic dyads the com-
munication satisfaction will be better com-
pared to incongruent dyads, we expect that
communication satisfaction will be higher
when both employee and manager are intui-
tive but comparatively lower when both em-
ployee and manager are analytic.

Hypothesis 2: The communication satis-
faction between manager and employee is
higher when they are high in intuitive cogni-
tive styles compared to the communication
satisfaction when they are high in analytic
cognitive styles.
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We argued above that cognitive style con-
gruence when both sides are intuitive may
not result in the same outcomes as when both
sides are analytic, similarly, we can expect
that incongruence when manager is intuitive
and employee is analytical may lead to dif-
ferent outcomes than when manager is ana-
Iytical and employee is intuitive. In other
words, it is not just similarity or dissimilarity
that influences the relationship, but whether
the side with higher status is analytical or
intuitive.

Some research shows that in organizations
intuitive individuals are more likely to rise to
managerial positions (Armstrong et al., 2012;
Armstrong & Priola, 2001). This may be due
to the fact that intuitive managers seem to
be more readily accepted by both intuitive
and analytic colleagues, however, analytic
managers may have more difficulty in being
accepted, especially by intuitive employees
(Armstrong & Priola, 2001). An analytic man-
ager (e.g., task oriented) will focus more on
formal procedures and will not be likely to
initiate more social-emotional acts towards
his/her intuitive subordinates while commu-
nicating. Thus, we believe that satisfaction
gained from communication interaction be-
tween analytic supervisor and intuitive sub-
ordinate to be low. On the other hand, when
there is incongruence where manager is in-
tuitive, the intuitive manager will be able to
initiate social-emotional acts towards his/her
analytic subordinates, and will be respected
and liked by their analytic as well as intuitive
subordinates. Intuitive managers may bal-
ance formal procedure with constructive
communication interactions through infor-
mal communication practices, thus, satisfac-
tion gained from communication interactions
between intuitive manager and analytic sub-
ordinate is expected to be higher. A study

carried out by Armstrong & Priola (2001)
demonstrated that when intuitive individu-
als are teamed up with analytical colleagues,
they engage in better communication prac-
tices using both verbal and non-verbal com-
munication, and thus analytic colleagues are
satisfied with communication with intuitive
colleagues. On the contrary, when analytic
individuals are teamed up with intuitive indi-
viduals, analytic colleagues engage in more
task oriented behaviors, more formal com-
munication practices, obey procedures and
may have over reliance on the explicit knowl-
edge. We expect this to be valid and perhaps
amplified in the way employees perceive the
communication effectiveness of their man-
agers, the intuitive employees are likely to
be less tolerant toward analytic managers
whereas analytic employees, although their
first preference is an analytic manager, will
be more tolerant towards an intuitive man-
ager.

Thus, although the incongruent dyads are
expected to have lower communication sat-
isfaction compared to congruent dyads in
general as we have argued in Hypothesis 1,
we expect that communication satisfaction
will be higher when manager is intuitive and
employee is analytic but comparatively lower
when manager is analytic and employee is
intuitive.

Hypothesis 3: The employee communica-
tion satisfaction is higher when manager is
intuitive and employee is analytic, compared
to settings when manager is analytic and
employee is intuitive.

Method and Sample
Data were collected from 136 employees

and 39 managers in 39 manager-employee
groups who participated in this study. The
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Table 1 Summary of expected relationships

Condition Congruence/ Manager Employee Expected Communication Hypothesis
Incongruence Satisfaction
1 Congruence Intuitive Intuitive Highest H1 & H2
2 Congruence Analytic Analytic High but lower than condition 1 H1 & H2
3 Incongruence Intuitive Analytic Low but higher than condition 4 H3
4 Incongruence Analytic Intuitive Lowest H3

size of the groups, including managers,
ranged from 3 to 10. The sample consists of
managers and employees from different
banks located in different cities in North
Cyprus. Both managers and employees were
asked to fill out questionnaires assessing
their cognitive styles and collecting demo-
graphic information. Employees were asked
how satisfied they were with communication
with their manager. Among the 39 managers
there were 30 females and among the 136
employees there were 101 females. The large
percentage of female employees (74%) and
managers (77%) in the Turkish Cypriot bank-
ing sector was in line with previous studies
(Karatepe et al., 2006; Tanova, 2003b). Par-
ticipants’ years of tenure in the same organi-
zation ranged from one to 28 years for man-
agers and one to 23 years for employees.
Managers had experience which ranged from
one to 20 years with an average of 12 years
and standard deviation of 8 years while em-
ployees had experience which ranged from
one to 23 years with an average of 6 years
and standard deviation of 6 years.

Measures
Cognitive Style Index (CSI)

The Cognitive Style Index (CSI) (Allinson
& Hayes, 1996), a self-report questionnaire

designed to assess the intuitive-analytic di-
mensions of individuals, was administrated
to all participants in the study. The ques-
tionnaire consists of 38 items and has a true-
uncertain-false response mode, with a score
of 2 for true, 1 for uncertain, and 0 for false,
being assigned to each response. The direc-
tion of scoring depends on the polarity of
the item (17 items have been reversed to con-
trol for acquiescence response bias). Ex-
amples of these items are as follows: “When
making decisions, | take my time and thor-
oughly consider all relevant factors” and “I
make decisions and get on with things rather
than analyze every last detail” (reverse
coded). The sum of the 38 items indicates
the type of the respondents’ cognitive style.
The nearer the total score to the theoretical
minimum of 0 (zero), the more intuitive the
respondent; and the nearer to the theoreti-
cal maximum of 76, the more analytical the
respondent. There are no separate scores for
intuitive and analytic; a low CSI score means
intuitive and a high CSI score means ana-
Iytic. So, a highly intuitive individual will
score low on CSI and a highly analytic indi-
vidual will score high on CSI.

We have chosen to use CSI to measure
cognitive style since it is a simplified and
easy to administer measure especially suited
for large organizational studies involving
managers and professionals (Kozhevnikov,
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2007; Kutschera, 2002). Some other measures
of cognitive style have been criticized as
being cumbersome or time consuming to be
used in hectic work settings (Tanova, 2003a).
In a study reviewing 40 years of research in
cognitive style, three most commonly used
instruments for the assessment of cognitive
styles in business and management research
were the Myers-Briggs Type Indicator (24%),
the Kirton Adaption-Innovation Inventory
(21%) and the Cognitive Style Index (14%)
(Armstrong et al., 2012).

Reliability of the CSI is good with test-re-
test correlations ranging from 0.78 to 0.90
and Cronbach alpha coefficients ranging
from 0.86 to 0.92 (Allinson & Hayes, 1996;
Armstrong & Priola, 2001; Armstrong, 1999),
more recently, the unifactorial structure of
the CSI has been challenged (Hodgkinson
et al., 2008) on the basis of dual-processing
theoryand empirical evidence. Confirmatory
factor analysis of the CSI items in the cur-
rent study supported the single factor model.
The Cronbach alpha in the current study is
0.73 for employees and 0.78 for managers.

Communication Satisfaction Question-
naire (CSQ)

In this study, a 46-item Communication
Satisfaction Questionnaire (CSQ) developed
by (Downs & Hazen, 1977) was adopted in
order to measure the level of communication
satisfaction among subordinates. The ques-
tionnaire enables respondents to rate their
level of satisfaction with eight distinct di-
mensions on a 7-point Likert-type scale rang-
ing from 7= Very Satisfied to 1 = Very Dissat-
isfied (the higher the score of CSQ, the more
satisfied the participant is with communica-
tion). Examples of these items are as follows:
“extent to which my supervisor offers guid-

ance for solving job-related problems” and
“extent to which my subordinates are recep-
tive to evaluation, suggestions, and criti-
cisms”.

The Communication Satisfaction Question-
naire (CSQ) is “arguably the best measure of
communication satisfaction in the organiza-
tional arena” (Clampitt & Downs, 1993, p. 6).
The reliability of CSQ (Downs & Hazen,
1977) with test-retest correlation has been
found to be .94 (Greenbaum, Clampitt, &
Willihnganz, 1988). The Cronbach alpha in
the current study is 0.93.

Control Variables

The relationships managers have with their
employees in the dyads may also be influ-
enced by the similarity or divergence in terms
of the demographic characteristics such as
age, gender, education level between man-
agers and employees (Zhang, Wang, & Shi,
2012). Assuming that this could also influ-
ence communication satisfaction, and tak-
ing into account that these demographic dif-
ferences could also influence cognitive
styles, we added gender similarity, age dis-
similarity (in years), education level dissimi-
larity (difference between manager and em-
ployee education levels where education
level was represented as 1, 2 and 3 for high
school education, bachelor’s degree and
masters and above, respectively) and tenure
with the same manager as control factors in
our regression equation in order to test for
the possible effects that they may have.

In order to control for the possibility that
the individual’s cognitive style score devi-
ates from their group’s overall cognitive style
score would lead to lower levels of commu-
nication satisfaction, we entered the group
mean cognitive style level into the regres-
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sion with communication satisfaction as the
dependent variable. Perhaps groups with
higher CSI (Analytic) or lower CSI (Intuitive)
may influence how the members perceive
communication satisfaction. Additionally, we
have calculated the difference of each indi-
vidual cognitive style score from their re-
spective group’s mean CSI score. This would
show how different the individual cognitive
style score is from the rest of their group CSI
score. We also entered this into the regres-
sion to see if this would influence the com-
munication satisfaction.

For control variables measuring dissimi-
larity we calculated the absolute difference
scores and for gender similarity we created a
dummy variable (1 indicating “same gender”
and 0 indicating “different gender”). In addi-
tion, we controlled for the length of time
employee manager dyads worked together
to partial out the potential familiarity effect
(Zhangetal., 2012).

Translation of the Instruments

The translations of questionnaires from
English to Turkish were conducted follow-

ing the procedure used in intercultural re-
search. Questionnaires were translated into
the local language using a back-to-back
translation method (Brislin, 1986). First, the
questionnaires were carefully translated from
their original English versions into Turkish
by the authors of this study. Second, a back
translation of the instruments from Turkish
to English by a bilingual person was per-
formed. Third, an independent expert re-
viewed both the original English and the back
translated English versions to ensure equiva-
lence of meaning.

Data Analysis and Findings

Polynomial regression with a surface analy-
sis technique was used in order to evaluate
how communication satisfaction would
change in congruent and incongruent dy-
ads taking into account congruence and in-
congruence at intuitive and analytic ends of
the dimensions (Edwards, 2002; Jansen &
Kristof-Brown, 2005; Zhang et al., 2012).
Studies on cognitive style congruence have
mostly used the difference score approach
or median split (Allinson et al., 2001;

Table 2 Means, standard deviations, correlations of study variables and reliabilities

Variables M SD 1 2 3 4 5 6 7
1 Communication Satisfaction 518 087 (0.93)
2 Age difference 1043 5.61 0.05
3 Same Gender 0.67 047 -0.02 -0.10
4 Education Level Difference 0.69 0.62 -0.20* -0.03 -0.06
5 Tenure with the same manager 315 295 -0.05 -0.29**-0.10 -0.12
6 Employee Analytic Cognitive Style (E) 0.88 0.62 -0.03 0.00 0.11 0.02 -0.04 (0.73)
7 Manager Analytic Cognitive Style (M)  0.88 0.53 0.12 -0.06 -0.24** 0.00 0.22** 0.06 (0.78)

Note. n =136, Cronbach alpha coefficients are reported along the diagonal, Cognitive Style scores have been

centered for the analysis
*p <0.05, **p <0.01
Two tailed tests.
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Armstrong et al., 2002, 2004; Armstrong &
Priola, 2001; Lin et al., 2010; Vanderheyden
& De Baets, 2015), the polynomial regres-
sion analysis approach used in the current
study preserves the independent effect of
each component measure (Shanock et al.,
2010). Polynomial regression and surface
analysis allowed us to analyze communica-
tion satisfaction in four major settings which
would not be possible by using difference
scores. Polynomial regressions can be used
to generate three-dimensional response sur-
face plots such as the one in Figure 1.
Table 2 shows the means and standard
deviations of the study variables and the
correlations among these variables. It is in-

Communication Satisfaction

2
Ana[ :
Yiic \g,
nager 0

Man a
ger Cognitive Style

teresting to note that on average the cogni-
tive style scores were higher compared to
studies conducted in Western Europe and
North America (see Allinson et al., 2001;
Allinson & Hayes, 1996; Armstrong & Priola,
2001). Both manager and employee mean
scores in the Cognitive Style Index (CSI)
were higher than the theoretical mean of 38.
The mean CSI for managers and employees
were 49.12 and 49.18. There was no statisti-
cally significant difference between the
groups ¢ (192) =-0.072, ns. The high cogni-
tive style scores are consistent with other
studies conducted in societies with high
“Uncertainty Avoidance” cultural character-
istics (Hofstede & Hofstede, 2001). In a study
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Figure I Cognitive style similarity effect and dissimilarity effect on manager and em-

ployee communication satisfaction
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of Egyptian, UK and Hong Kong postgradu-
ate and professional development students,
UK participants were less analytical com-
pared to those from Egypt and Hong Kong
(Savvas, El Kot, & Sadler-Smith, 2001). In
uncertainty avoiding societies there are many
formal laws and formal or informal rules to
prevent the uncertainties in the behavior of
people. There is low tolerance for ambiguity.

The educational and bureaucratic systems
in these cultures will reward analytic indi-
viduals and attempt to change intuitive
types. Therefore, individuals from high un-
certainty avoidance cultures will have incen-
tives to be cautious and systematic in their
approach to problems (Joy & Kolb, 2009).
Studies report that when an individual’s cog-
nitive style differs from the workgroup cog-

Table 3 Polynomial Regressions of Congruent/Incongruent Cognitive Style on Commu-
nication Satisfaction controlling for differences in Age, Gender, Education, and Group

Cognitive Style

Variables Coefficients Sig.
Constant 4.518 0.002**
Age Difference 0.003 0.822
Same Gender -0.044 0.805
Education Level Difference -0.282 0.031%*
Tenure with the same manager -0.012 0.682
Analytic Cognitive Style of the group 0.032 0.284
Style from thir group average. 0012 0.726
Employee Analytic Cognitive Style (E) -0.641 0.054*
Manager Analytic Cognitive Style (M) -0.728 0.078
M? 0.081 0.622
ExM 0.767 0.031*
E® -0.101 0.65
Congruence (E = M) line

Slope -1.37 0.026%*
Curvature 0.75 0.027*
Incongruence (E = -M) line

Slope 0.09 0.841
Curvature -0.79 0.169

Note. n = 136. Unstandardized regression coefficients are reported.

*p<.05, **p<.01
Two tailed tests.
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nitive climate there are more communication
problems and other performance difficulties
(Armstrong et al., 2012). We have investi-
gated if the individual’s cognitive style score
deviation from their group’s overall cogni-
tive style score would lead to lower levels of
communication satisfaction. However, we
found no relationship between the level of
deviation from group score and reported
communication satisfaction (5= -0.012, ns).

In testing our hypotheses, we included
four control variables that might be related
to our dependent variable. In the current
study, examination of the demographic con-
trol variables and tenure with same manager
indicates that only education level difference
was significantly related to communication
satisfaction (f =-0.28, p <.005). Dyads with
similar levels of education, reported higher
communication satisfaction. Correlation be-
tween age difference, gender similarity and
tenure with same manager and the depen-
dent variable was not significant .

In Hypothesis 1, we predicted that con-
gruence between employee and manager
would positively influence employee com-
munication satisfaction. To test this hypoth-
esis, we regressed the dependent variable
on control variables as well as the five poly-
nomial terms, which are, employee CSI (E),
manager CSI (M), manager CSI squared (M2),
employee CSI times manager CSI (ExM) and
employee CSI squared (E2), using polyno-
mial regressions. To reduce multicollinearity
and facilitate interpretation of results, CSI
values were scale-centered around the mean
(Edwards, 2002; Jansen & Kristof-Brown,
2005; Shanock et al., 2010; Zhang et al., 2012).
With communication satisfaction as the de-
pendent variable, we can see from Table 3
the estimated coefficients as well as the
slopes and curvatures along congruence and

incongruence lines for the polynomial regres-
sions.

To facilitate interpretation of the results, a
graph of the response surface analysis is
depicted in Figure 1. Figure 1 shows the con-
gruence line represented as a solid line (E=M)
from the front corner (where E=M=-2) to the
rear corner (Where E=M=2), whereas incon-
gruence line represented as a dashed line
from the left corner (E=M=2) to the right cor-
ner (E=M=-2). The curvature along the con-
gruence line curved downward — i.e., con-
cave (E=M) and the curvature along incon-
gruence line is an inverted U-shape — i.e.,
convex (E=-M). This indicates that, congru-
ence in both employee and manager with low
CSI (intuitive) and employee and manager
with high CSI (analytic) conditions improved
communication satisfaction. We can see from
Table 3 that the curvature is significant (cur-
vature =0.75, p <.05). The concave graph on
the congruence surface line provides evi-
dence for the hypothesized congruence re-
lationship. The curvature that curved down-
ward—1.e., concave along the E=M line illus-
trates that communication satisfaction is
higher when an employee’s cognitive style
is aligned with the manager’s, and lateral
movement from the congruence line (i.e., shift
to its back or front) decreases communica-
tion satisfaction, thus supporting Hypoth-
esis 1.

Hypothesis 2 was related to whether con-
gruence in intuitive-intuitive or analytic-ana-
Iytic results in higher or lower communica-
tion satisfaction. The response surface analy-
sis in Figure 1 illustrates that communica-
tion satisfaction is greater at the front corner
ofthe congruence line (congruence in intui-
tive cognitive style, where E=M=-2) than at
the rear corner of the congruence line (con-
gruence in analytic cognitive style, where
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E=M=2). Table 3 shows that the slope of the
surface along the congruence line is nega-
tive and significant (-1.37, p <.05), thus sup-
porting Hypothesis 2.

Although the incongruent dyads are ex-
pected to have lower communication satis-
faction compared to congruent dyads in gen-
eral, in Hypothesis 3 we expect that commu-
nication satisfaction will be relatively higher
when manager is intuitive and employee is
analytic (right corner in Figure 1) but rela-
tively lower when manager is analytic and
employee is intuitive (left corner in Figure 1).
Positive slope along the incongruence
E=-M line would provide evidence that in-
tuitive managers were liked and accepted by
analytic employees in their communication
interactions, however, this outcome is not
statistically significant (Slope =.09, p=.84).
Therefore, Hypothesis 3 is not supported.

Discussion

Our results demonstrate the congruence
effect on communication satisfaction in a
high context cultural study setting. High
context cultures have a greater reliance on
tacit knowledge instead of explicit knowl-
edge in communication (Méller & Svahn,
2004). In a study of salespeople and their
mentors, Lin, Kao, and Chang (2010) dem-
onstrated that congruence leads to more ef-
fective knowledge transfer, especially when
the knowledge to be transferred is tacit.
When the knowledge to be transferred is
explicit, the relationship between congru-
ence and more effective knowledge trans-
fer disappeared. Our results are consistent
with this, furthermore, when the congruence
was at the intuitive end of the spectrum,
the effect was greater on communication
satisfaction.

When jobs were much more routine with
narrow job descriptions and specialized,
analytic cognitive style was seen as a more
desired characteristic, especially for employ-
ees but also for managers (Dane & Pratt,
2007). However, using intuition has become
a desirable quality in today’s rapidly chang-
ing business environment that requires
more creativity in order to remain competi-
tive (Hodgkinson et al., 2008; Sadler-Smith
& Shefy, 2004). Yet, when intuitive employ-
ees do use creativity, the personality incon-
gruence effect identified in the current study
may result in the analytic manager interpret-
ing the employee’s intuition as a manifesta-
tion of the employee not being able to ana-
lyze information systematically to reach the
optimal solution. Thus, it is critical that
managers become aware of their own cog-
nitive styles and how others’ styles may
differ (Kozhevnikov, 2007). They need to
avoid their potential bias towards intuitive
or analytic decision making and behav-
iors.

Our results demonstrated that the incon-
gruence condition when a manager’s cogni-
tive style was intuitive and the employee’s
cognitive style was analytic did not differ
in communication satisfaction from the in-
congruence condition when the manager
was analytic and employee was intuitive.
Although, today’s many authors argue
that competitive business environment re-
quires more intuition and creativity from
the workforce, the uncertainty avoidant
(Hofstede & Hofstede, 2001) business and
educational settings may be rewarding ana-
lytic individuals, which may be the reason
that contrary to our expectations in Hypoth-
esis 3, analytic employees did not report
higher communication satisfaction with in-
tuitive managers.
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Limitations and Suggestions for
Further Research

Several limitations of the current study can
provide avenue for future research.

Our study setting, North Cyprus, carries
cultural characteristics of Turkish people in
their social life and attitudes. According to
Hofstede and Hofstede (2001), Turkish cul-
ture, to a greater extent, demonstrates col-
lectivist and uncertainty avoidant character-
istics, and this may limit the generalizability
of the results. In such cultures, employees
may place further emphasis on their interac-
tions with their managers towards rapport
building. Therefore, a stronger congruence
effect may be present in this culture, com-
pared to cultures that are high in individual-
ism, and has high tolerance for ambiguity.
Future studies may compare samples from
both individualist and collectivist cultures
to see if culture makes a difference in how
cognitive style congruence and asymmetric
incongruence may influence communication
satisfaction among dyads.

Second, in the current study number of
women participants were higher compared
to number of men. Although we have con-
trolled for the role of gender similarity in our
analysis, the majority of participants being
women in the study raise the likelihood that,
since groups studied had more women par-
ticipants, the majority of manager-employee
dyads analyzed were dyads where manager
and employee were both women. Earlier re-
search about information processing differ-
ences in gender reported that males are
largely guided by ‘stress assertiveness con-
trolling tendencies, self-efficiency and mas-
tery’ in their interactions with others, whereas
females are guided by communal concerns

‘emphasizing interpersonal affiliation and
harmonious relationships’ in their interac-
tions with others (Putrevu, 2001). Future re-
search with more male participants may ad-
dress this limitation to strengthen the con-
gruence effect of communication satisfaction
in a dyad, regarding gender differences in
cognitive style.

Conclusion and Implications

Our findings suggest that if managers
themselves are not analytic this may prevent
analytic employees from reaping the benefits
that come with high communication satis-
faction. Similarly, when managers are not in-
tuitive, this may cause intuitive employees
to have lower communication satisfaction.
Therefore, it is critical that the members of
a dyad be aware of both parties’ cognitive
styles in order to improve communication
satisfaction and thus build more construc-
tive relationships. This self-awareness will
increase the ability to empathize with the
other party and thus understand that there
may be alternative ways of perceiving, pro-
cessing and working with information.

Managers should not assume that all em-
ployees will share their preferred way of deal-
ing with information (Kozhevnikov, 2007).
Since, managers generally do not have the
opportunity of selecting employees who are
congruent with their own cognitive style and
are assigned to manage intact work teams or
groups (Zhang et al., 2012), theyneed to iden-
tify differing cognitive style of individuals
in their teams and make sure that they are
able to accommodate the differences. More-
over, managers need to develop strategies
to work with employees that will have differ-
ent cognitive styles. One strategy can be to
determine which tasks to assign to whom
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and the second strategy can be to adjust the
way tasks will be performed based on differ-
ent cognitive styles.

In situations where information at hand
requires structured methods of investigation
and analytic information processing to reach
a favorable outcome, it would be more ap-
propriate to assign such tasks to employees
who have analytic cognitive style rather than
employees who have intuitive cognitive
style. On the other hand, in situations where
information at hand requires more innova-
tive and random methods of explorations in
processing information, it would be more
appropriate to assign such tasks to employ-
ees who have intuitive cognitive style rather
than employees who have analytic cogni-
tive style.

When analytic managers are communicat-
ing with intuitive employees they should first
build rapport and allow them greater initia-
tive, autonomy and flexibility rather than re-
stricting them to follow rigid and structured
methods. On the other hand, when intuitive
managers are leading analytic employees
they should develop precise schedules and
provide clear structured methods for their
analytic subordinates and make use of these
employees’ strengths in systematic inquiry.
Organizations should also provide training
and self-development programs in order to
facilitate this understanding and to develop

synergies.
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JE KOMUNIKACIA ROVNY S ROVNYM LEPSIA?
KONGRUENCIA KOGNITIVNEHO STYLU MEDZI MANAZERMI A ICH
ZAMESTNANCAMI A SPOKOJNOSTI S KOMUNIKACIOU

G. E. Erdil, C. Tanova

Suhrn: Clanok skuma, &i kongruencia kognitivneho §tylu u manaZérov a ich zamestnancov
v analyticko-intuitivnej dimenzii ovplyviiuje spokojnost’ s komunikaciou zamestnancov. Kognitivny
S§tyl a spokojnost’ s komunikaciou zamestnancov sme sledovali na vzorke 136 dvojic manazér/
zamestnanec. Pouzili sme polynomialnu regresnu a povrchovu analyzu na urlenie spokojnosti
s komunikaciou v §tyroch podmienkach. Prva podmienka analytickej kongruencie, v ktorej st
manazér aj zamestnanec analyticki, druha podmienka intuitivnej kongruencie, kde st obaja
intuitivni, tretia podmienka inkongruencie, kde intuitivny manazér riadi analytického zamestnanca
a Stvrta, d’al$ia podmienka inkongruencie, v ktorej analyticky manaZzér riadi intuitivneho
zamestnanca. Vysledky podporili hypotézu efektu podobnosti, podl'a ktorej kongruencia v
v§eobecnosti zvySuje spokojnost’ zamestnanca s komunikaciou. Okrem toho, povrchova analyza
nam tiez ukazala, ze spokojnost’ s komunikaciou je vysSia pri podmienke intuitivnej kongruencie.
Stadia nepodporila hypotézu, podla ktorej si v inkongruentnych dvojiciach podporovani intuitivni
manazéri.



