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ABSTRACT

More recently, many researchers revealed that emotional intelligence (El) is a
very important skill that required for success in nowadays organizations. It has been
linked to improve workplace behaviour, such as, organizational commitment (OC).
The main purpose of this study is to investigate the impacts of the EI of leaders on
the OC of their subordinates. The study was conducted at University Technology
Malaysia, and used stratified sampling consisting of 191 academicians from 14
faculties as the research respondents. The leaders' EI was evaluated with the Bar-On
Emotional Quotient-360 (EQ-360) which is multi-rater instrument. On the other
hand, the organizational commitment survey (OCS) which is developed by Meyer
and Allen, was used to evaluate the OC of the academicians. Survey data were
analyzed using descriptive statistic, Pearson correlation, and regression analyses.
UTM academicians' leaders were found as high emotionally intelligent leaders.
Besides, academicians' OC was at a moderate level. This study also found that there
are significant relationships between leaders’ EI that operationalized by
intrapersonal, interpersonal, stress management, adaptability, and general mood, and
subordinate (academicians) organizational commitment. Furthermore, the impact of
leaders' EI on academicians OC was significant. Recommendations for futrure

research and organization were presented.
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ABSTRAK

Mutakhir ini, ramai penyelidik mendedahkan kepintaran emosi (dirujuk
sebagai EIl) sebagai kemahiran yang sangat penting yang diperlukan untuk kejayaan
dalam sesebuah organisasi. la telah dikaitkan untuk memperbaiki tingkah laku di
tempat kerja seperti komitmen organisasi (dirujuk sebagai OC). Tujuan utama
kajian ini adalah untuk menyelidik impak EI seorang pemimpin terhadap OC
subordinatnya. Kajian ini dijalankan di Universiti Teknologi Malaysia menggunakan
persampelan berstrata yang terdiri daripada 191 ahli akademik daripada 14 fakulti
sebagai responden kajian. Penilaian EI pemimpin dibuat menggunakan instrumen
multi-penilai iaitu Bar-On Emotional Quotient-360 (EQ-360). Sementara itu, Kaji
selidik komitment organisasi (dirujuk sebagai OCS) yang dibangunkan oleh Meyer
dan Allen telah digunakan untuk menilai OC ahli akademik. Data kaji selidik
dianalisa menggunakan statistik deskriptif, korelasi Pearson dan analisis regresi.
Pemimpin ahli akademik UTM didapati sebagai pemimpin yang tinggi kepintaran
emosinya. Sebaliknya, OC ahli akademik berada pada tahap sederhana. Kajian ini
juga mendapati bahawa terdapat hubungan yang signifikan antara EI pemimpin yang
dikendalikan secara intrapersonal, interpersonal, pengurusan stress, penyesuaian dan
suasana umum, dan komitmen organisasi subordinat (ahli akademik). Tambahan
pula, impak EI pemimpin terhadap OC ahli akademik sangat signifikan. Cadangan
untuk kajian akan datang dan untuk organisasi juga dikemukakan.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Typically, with the major historical changes, countries seek to review their
political, economic and social issues. They focus particularly on reform of regulatory
structures within their administrative systems to upgrade their overall performance of
organizations and people. Therefore, organizations around the world in the current
century have sought seriously, with the global changes. They tend to explore the future
of a century, and keep up with the so-called “leaders industry”. Where, there are
predictions at the global level that “leaders industry” or administrative leadership is a
feature of the current era. Moreover, it is the main concern of the pioneers of
organizations which seek to reserve their position in the future ranks (Assisi, 2003). In
other words, most failure of organizations refers to lack of efficient leadership, due to

that the leadership behavior affects the individuals’ performance and satisfaction.

Many researchers in social psychology and management science have studied the
phenomenon of leadership. These studies have applied whether in terms of leadership
styles, traits, abilities, competencies, and skills, and its relation to some variables, or in
terms of developing theories or approaches. In addition, previous researches tried to
explain the leadership phenomenon and access to the effective form, which increase the



leadership effectiveness. Furthermore, leadership drives a great responsibility toward
achieving the goals of organization and employees. This aim can be achieved through
the ability of the administrative leader to raise the attention of his/her subordinates and
push them to take care of achieving good performance. While the human personality
diverse according to many different factors, (e.g. environments and cultures), it is
natural that employees have diverse needs and desires. Consequently, this issue requires
high level leaders’ abilities of understanding and dealing with diversity of employees’

needs and desires (Halawani et al. 1991; Rowden, 2000).

Although, there are many different traits and characteristics of leaders in the
literature, recent studies have emphasized that leaders need to possess emotional
intelligence (EI) as one of the most important traits and characteristics of an effective
leader (Goleman, 1998). However, EIl concept has concerned of many scientists and
researchers, regardless their psychological, social or administrative views. So it has been
published hundreds of articles, researches, and studies about El during the period from
the mid-nineties of the last century until now (Aljabhan, 2009). Interestingly, huge
studies in EI literature concerned with the behavior of leaders in organizations (Landy,
2005).

According to Humphry (2002), the high incidence of the studies related to El
during the short period was due to it helps leaders to gain multiple sources of power and
influence behaviors and outcomes of subordinates. Emotionally intelligent leaders, for
example, can impact on their employees’ job satisfaction, and performance quality,
which lead to significant benefit in the organization outputs effectiveness. This is,
however, what today’s organizations are looking for, in the light of changing and

volatile environment, and the global economic crisis.

This chapter exhibits the background of the study, following by statement of the

problem, and then it elaborates the purpose, objectives, and research questions. In



addition, the significance, and scope of the study are also provided. Finally, the
conceptual and operational definitions of study terms are presented along with chapter

summary.

1.2 Background of the Study

Undoubtedly; organizations need to investigate the organizational commitment
(OC) among their employees, due to its growing importance and implications, on the
individual, group, organization or national level. However, OC studies are much needed
in public sector organizations, as Al-ajmi (1999) asserted that public sector employee is
less committed than private sector, due to some reasons, such as, internal and external

work environment, and job motivations.

Fukami and Larson (1984) pointed that many studies on OC show that the
greater OC can decrease rates of turnover, absenteeism and late for work. In the same
time, it can increase the level of the organizations effectiveness and improve job
performance. Furthermore, Davenport (2010) noted that results of several studies on OC
have confirmed that, the lower OC can lead to high degree of absenteeism, turnover, and
the low degree of job satisfaction and performance. In addition, they pointed that more
research about the causes leading to appearance of such cost phenomena which drains a
lot of effort and money of organizations are needed. On the other hand, Abonada (2007)
counted the OC as one of the key elements to measure the compatibility between
individuals, and between them and their organizations. She also noted that individuals
those with high OC tend to stay in, do more efforts for their organization, and support its

values.



However, the OC is affected by number of external organizational factors, such
as, limited employment opportunities, labor laws, prevailing socio-culture, higher
education systems that do not fit output of graduates with the requirements of
organizations in the labor market. On the other hand, OC is affected by number of
internal factors, such as, motivation, organizational environment, organizational policies,
leadership style, and characteristics of subordinates (Abonada, 2007). Even though,
there are many factors which impact on the OC level, but one of the most important
factors is leadership effectiveness (Davenport, 2010; Mert et al. 2010). In other word,
organizations cannot ignore the essential role of leadership in the employee’s failure or
poor relationship with his or her job and organization.

The definition of leadership effectiveness can be appeared by more than one
way, but for the purpose of this research it can be defined as having followers with a
high level of OC. This standard was chosen because the literature showed that OC is an
important aspect of the leader effectiveness and the organization success (Ruestow,
2008). Thus, for over 50 years, many organizations tried to identify traits and
characteristics associated with effective leadership (Higgs, 2003). In 2000, Goleman
indicated that whichever leadership model is examined it is asserted that leaders need to
possess emotional intelligence as one of most important leadership traits and

characteristics (Goleman, 2000a; Goleman, 2000b).

More recently, EI has become a popularized concept in the workplace (Higgs and
Aitken, 2003). It has been linked to leadership effectiveness in organizations and overall
organizational performance (Kerr et al. 2006). Leaders who are aware of El and practice
the associated skills have credited with enhancing growth and development in
organizations (Goleman, 1998; Kerr et al. 2006). In this global society, organizations
need emotionally intelligent managers to manage people, process, and help the

organization to remain competitive (Momeni, 2009).



Not only that, but also several of benefits can be achieved from emotionally
intelligent leaders, including maintaining employees, especially, whose have
competence and experience, improving the organization performance, and contributing
in improving the quality and safety decisions. Moreover, Carmeli (2003) pointed that
usage of emotions in adaptive ways can help in:

- generating multiple future plans (flexible planning),

- improve the decision-making process due to a better understanding of one’s
emotional reaction (creative thinking),

- facilitate cognitive processes such as creativity on the one hand and
punctuality on the other hand (mood redirected attention),

- and enhance persistence regarding challenging tasks (motivating emotions).

In order to grow organizations and keep them competitive, it is equally important
to have engaged employees (Hall, 2010). However, the emotionally intelligent leaders
are most likely to play a key role in improving the employees’ integration, job
satisfaction, and OC to their organizations. Thus, more investigations and research in El
of leaders and its expected impacts on employees/followers outcomes, behavior, attitude,
and performance are needed. As well as, examine the how EI can play its role more

efficiently and effectively.

1.3 Statement of the Problem

Even though, El awareness increased since the last decade (Hall, 2010), there is
still a lack of understanding of emotional competencies among managers (Joseph and
Newman, 2010). Despite, multiple forms of intelligence are needed to achieve
effectiveness (Boyatzis and Ratti, 2009); EI skills became increasingly more important
than intelligence quotient (IQ) in workplace (Stein et al. 2009). In fact, only 20% of the

variance of people’s success is accounted by cognitive intelligence, whereas, the



remaining 80% is explained by EI (Goleman, 1995; Bar-On and Parker, 2000).
Therefore, it is clear that El is a very important skill that required for success in

nowadays organizations.

More recently, many researchers supported that EI has a significant relationship
with leadership effectiveness and success (e.g. Cavallo and Brienza, 2000; Stein et al.
2009; and Tang et al. 2010). It means that, leaders who have high level of EI lead more
effectively and successfully than those with low level of El. Therefore, emotionally
intelligent leaders are more likely to be better performers in organizations (Koman and
Wolff, 2008), which lead them to yield high profit-earning companies (Stein et al.
2009), and achieve business outcomes (Rosete and Ciarrochi, 2005). Leaders’ EI is also
related to both positive work attitudes and work effectiveness (Carmeli, 2003). It has
been linked to improve workplace behavior (Jordan and Lawrence, 2009), for example,
organizational citizenship behaviors (Carmeli and Josman, 2006), and job satisfaction
(e.g. Guleryuz et al. 2008). However, one of the most important workplace behaviors
that have linked to El is organizational commitment (e.g. Bar-On, 2000; Howard, 2008;
Bennett, 2011).

Indeed, emotionally intelligent leaders have increasingly substantial impact on
organizational commitment (Carmeli, 2003; Mert et al. 2010). Therefore, employees’
OC is considered as one of dependent variables that can be highly predicted by
leadership effectiveness (Mayfield and Mayfield, 2002). For example, when leaders deal
with their subordinates in respected way and considerations (DeCotiis and Summers,
1987), express a positive mood (George, 2006), and utilize participating style more often
(Wu et al. 2006), subordinates showed greater levels of OC. However, employees with
high level of OC and work under emotionally intelligent leaders are more likely to
always remain with their organizations even in difficult situations, sharing
organization’s values, goals and concerns, and spending effectively and freely in
achieving the desired results (Steers, 1977; Meyer and Allen 1997; Tella et al. 2007).



Although, most of previous studies, in the available literature, provided a strong
correlation between El and OC either positive relationship (e.g. Hall, 2010; and Bennett,
2011) or negative relationship (e.g. Wong and Law, 2002; and Sy et al. 2006), but there
are some studies provided a contrast results. Ruestow (2008) and Miller (2011) found
that there is no relationship between leaders’ EI and subordinates’ OC. It means that,
high level of EI among leaders may do not play direct role in increasing or decreasing
subordinates’ OC. These inconsistent results, therefore, led to increasing the need for
more examination of the leader/subordinate EI/OC relationship and impacts, to test
variables with new methods. This current study, however, aims to examine this issue, to

provide more relationship and impacts evidences.

Moreover, in researches, several background issues, such as, type of
organizations, job duties, and subordinates’ characteristics, may lead to different
findings. For example, academic settings are quite different from business settings
(Spendlove, 2007). In fact, academic settings have complexity in terms of their multiple
goals, traditional values (Petrov, 2006), and employees’ duties (Toker, 2011) and
characteristics (Middlehurst, 1993). Most of the previous studies that examined the
leader/subordinate EI/OC relationship, focused on private sector companies (Hall, 2010;
Bennett, 2011; and Miller, 2011), public human service organization (Ruestow, 2008),
so, there is a lack of studies that have been applied in education sector. Therefore, the
current study investigated the leader/subordinate EI/OC relationship and impacts
focusing on academic setting to fill the knowledge gap of literature and provide useful

results for education sector.

1.4 Research Questions

Based on the problem statement of the study that mentioned above, the premise

of the research is expressed in the following three research questions:



1. What are the levels of emotional intelligence (EI) of UTM leaders?
2. What are the levels of organizational commitment (OC) of UTM academic staff?

3. What are the impacts of El and its dimensions (intrapersonal RAeq, interpersonal
EReq, stress management SMeq, adaptability ADeq, and general mood GMeq)
of UTM leaders on OC of UTM academicians?

1.5 Objectives of the Study

The purpose of the current study was to examine the impacts of leaders EI on the
OC of their subordinates. In other words, it determined whether the leader’s level of EI
affects the OC level of their followers in academic setting. Specifically, does the
academic staff of leader with higher EI have higher levels of OC? Results of this
research help to refine the theory of El, add to the body of research some evidences
about the relation and impacts of leader’s El on their followers, and examine EI/OC

impacts in an academic context.

Moreover, it helps the university to identify the EI levels of its academic leaders
(heads of faculties departments) and the OC levels of its academic staff, which lead to a
number of benefits, for example, contributing in developing leadership training

programs of university.

The purpose of current study may be summarized within the three following

objectives:
1. To determine the levels of UTM leaders’ emotional intelligence.

2. To determine the perceived levels of UTM academic staff organizational

commitment.



3. To investigate the impacts of the selected independent variable: emotional
intelligence of UTM leaders and its dimensions (intrapersonal,
interpersonal, stress management, adaptability, and general mood) on the
selected dependent variable: organizational commitment of UTM academic
staff.

1.6 Research Hypotheses

To understand the leader/subordinate EI/OC impacts, several hypotheses are
provided in this study. The hypotheses are predictions of the relationships and impacts

among variables of the research. The hypotheses of the current study as follow:

H1o: There is no significant impacts exist of leaders' El and its dimensions (RAeq,
EReq, SMeq, ADeq, and GMeq) on the OC.

H2,: There is no significant impacts exist of leaders' El and its dimensions (RAeq,
EReq, SMeq, ADeq, and GMeq) on the AC.

H3o: There is no significant impacts exist of leaders' El and its dimensions (RAeq,
EReq, SMeq, ADeq, and GMeq) on the CC.

H4,: There is no significant impacts exist of leaders' El and its dimensions (RAeq,

EReq, SMeq, ADeq, and GMeq) on the NC.

1.7  Significance of the Research

The current research examined the impacts of leaders' El on the followers’ OC.

However, understanding how the emotionally intelligent leaders affect the subordinates’
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behaviors and attitudes is critical to building and driving a prosperous organization. This
study suppose to add some contributions to the growing body of research on El, and help
continue refining the EI theories and its impact on leaders and followers effectiveness in

the workplace.

In brief, the this research has the following important advantages:

1. The outcomes of this study have some contributions to a full knowledge of

this topic.

2. The findings of the present study can assist academic leaders to understand

some variables that affect on their academic subordinates’ OC.

3. It is a contribution to help UTM to develop training programs for staff to

improve its leaders’ characteristics and skills.

1.8 Scope of the Study

The specific problem which investigated in the current study was that there was a
challenge in academic context to understand whether highly emotionally intelligent
managers influence academic staff to remain committed to their organization or not.
There was an old axiom that “people do not leave companies, they leave bosses” (Reid
and Crisp). The scope of the current study was limited to academic staff of university
technology Malaysia (UTM) Skudai campus, Johor Bahru state, Malaysia in 2011/2012.
This current study was limited to academicians of UTM who are full-time employees,
hold jobs at rank of professor, associate professor, senior lecturer, assistant lecturer, or
tutor, and report to one of heads of departments in UTM faculties. The managers/leaders
in this study were heads of departments in each faculty of UTM, who supervise and
assess the performance of academic staff. The current study used multi-rater assessment

instrument to obtain information pertaining to leaders’ El (operationalized by RAeq,
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EReq, SMeq, ADeq, and GMeq), from academic followers’ perceptions. It used also,
self-report assessment instrument to obtain information pertaining to academicians' OC
(operationalized by AC, CC, and NC) of the same leaders. The following section

addresses the operational definitions of terms that are used in the context of this study.

1.9 Limitation of the Research

A review of relevant studies noted that emotionally intelligent leaders are likely
to be effective in building and driving successful organizations. It is interesting to
observe that, due to the popularity of the EI concept and leadership effectiveness, most
of studies and research in the literature have investigated EI in laboratory conditions,
using student only, employees only, or leaders only as sample populations (Lopes et al.
2004; Ruestow, 2008; Howard, 2008; Stewart, 2008; and Guleryuz et al. 2008). Most of
the research examined the relationship between a leaders’ El and their success, and
many used self-report measures rather than objective measures which needed to meet

sufficient validity and reliability standards.

Even most studies that examined the impacts and relationship of leader’s El and
level of followers” OC were in USA organizations settings, and shortage in the number

of studies have been applied in the academic context.

1.10 Conceptual and Operational Definition

This section describes the terms that used in the current study of leaders’ El, and

their employees/followers’ (academicians’) OC. The study was conducted at Universiti
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Teknologi Malaysia (UTM) Skudai campus that is located in Johor Bahru state in
southern portion of Peninsular Malaysia.

Emotional Intelligence (EI) refers to "the ability to deal effectively with
emotions”, a simple definition that characterizes the relatively low level of agreement
across the major EIl views. Goleman (1995) described El as the awareness of one’s
feeling, the awareness of the feeling of others, and how the individual transcend that
awareness towards the treatment of others. Whereas, Salovey and Mayer (1997) defined
El as “The ability to perceive emotions, to access and generate emotions so as to assist
thoughts, to understand emotions and emotional knowledge, and to reflectively regulate
emotions so as to promote emotional and intellectual growth” (p. 5). On the other hand,
Bar-On (1997) characterized EI as “an array of non-cognitive capabilities,
competencies, and skills that influence one’s ability to succeed in coping with
environmental demands and pressures” (p. 14). However, the terms emotional
intelligence and EI are used interchangeable in the current study.

El in the current study used Bar-On (2000) model of intelligence known "Mixed
Model”; It includes the mental abilities as self-emotional awareness, and personal
characteristics are separate from the mental abilities as personal independence, where he
considered that EI consists of (15) skills and competencies, distributed into five
dimensions in the personal, social and emotional aspects about the individuals
successful. These dimensions are:

- Intrapersonal (RA): it explains the relationship of the individual with him/herself,

(i.e. assesses individual’s understanding, expression, and development of him/her

self). This component includes five capabilities are self-regard, emotional self-

awareness, assertiveness, independence, and self-actualization.

- Interpersonal (ER): This group of components explains the relationship of the

individual with others, as, it shows the individual’s interpersonal skills and
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functioning. It comprises three capabilities are empathy, social responsibility,
and interpersonal relationship.

- Stress Management (SM): it assesses how well individual is perceived to be able
to withstand stress and manage his impulses. It includes two capabilities are

stress tolerance and impulse control.

- Adaptability (AD): it addresses insights of how successfully individual is able to
cope with environmental and social demands by effectively "sizing up" and
dealing with problematic situations. It comprises three capabilities are reality

testing, flexibility, and problem solving.

- General Mood (GM): it assesses the level to which individual is perceived to
maintain a positive outlook on, be contented with, and actively enjoy life. It
includes two capabilities are optimism; the ability to look at the bright side of

life, and happiness; sense of satisfaction and enjoyment of life (Bar-On, 2000).

Organizational commitment (OC) is “the relative strength of an individual’s
identification with and involvement in a particular organization” (Porter et al. 1974, p.
27). In addition, developing OC over time made scholars from the different background
give their own definitions as to how the construct should be define. Hall et al. (1970),
for instance, have defined OC as the “process by which the goals of the organizations
and those of the individual become increasingly integrated and congruent” (p. 176).
Sheldon (1971) defines OC as an attitude or an orientation towards the organizations,
which links or attracts the identity of the person to the organizations. Salancik (1977)
defines OC as “a state of being in which an individual becomes bound by actions to
beliefs that sustains activities and involvement” (p. 62). Meyer and Allen (1997) define
OC as “the psychological link between the employee and the organization and the
employee's desire to remain with the organization” (p. 11). However, the terms

organizational commitment and OC are used interchangeable in the current study.
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OC in the current study utilized three-component model of commitment
introduced by Meyer and Allen (1991); it includes:

- Affective Commitment (AC) which defined as a member’s emotional attachment

to, identification with, and involvement in the organization. People with strong

affective commitment stay employment with their organization because they

want to.

- Continuance Commitment (CC) which refers to employee’s awareness about
whether the cost associated with leaving the organization will be more/less than
stay in or not. So, people with continuance commitment do not leave their

organizations due to they need to stay.

- Normative Commitment (NC) which reflects a feeling or sense of obligation to
continue employment in the organization. People with a high level of normative
commitment believe that, they ought to stay with their organization (Meyer and
Allen, 1991).

This section provided definition of terms that used in the context of this study, to

facilitate a better understanding of the overall study.

1.11 Summary

The importance of leader’s EI and how it can influence organizational factors has
demonstrated in the background of this study. In addition, although, there are many
studies have examined El with many variables, but studying the impacts of leader’s EI

on employees’ OC in academic context was very limited.
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Thus, this study aimed to determine whether the leader’s level of EI influences
the OC of followers in academic staff. Specifically, do the academic followers of leaders
with higher EI have higher levels of OC? In addition, the level of El leader in UTM and
level of OC of UTM academic staff ware identified. This chapter has showed research

questions, significance, and scope of the study.

The following chapter reviews the literature of ElI and OC. Specifically, El
history, definitions, theories, models, development, and its relationship with leadership
effectiveness were reviewed. On the other hand, OC history, definitions, theories,
components, antecedents and sequences, and its relationship with leadership behaviors
were reviewed also. However, it discusses the relationship between El and OC based on

the literature.



References

Abonada, S. (2007). The relationship between some of personal variables and
leadership patterns, and organizational commitment and sense of

organizational justice. Master thesis. Islamic University, Gaza.

Abrahamsson, P. (2002). The role of commitment in software process improvement.
Ph.D. thesis. Oulu University, Oulu.

Adeyemo, D.A., and Ogunyemi, B. (2005). Emotional Intelligence and Self-Efficacy
as Predictors of Occupational Stress among Academic Staff in a Nigerian
University. Electronic Journal of Organisational Learning and Leadership.
4(2). weLEAD In Learning.

Al-ajmi, R.S. (1999). The Organizational Commitment and Job Satisfaction: A
Comparative Study of the Public and the Private Sectors in the State of
Kuwait. Journal of King Abdul-Aziz University: Economy and
Administration. 13(1), 49-70.

Aljabhan, D.S. (2009). The relationship between emotional intelligence and leaders’
performance level at the private organizations in Riyadh. Master thesis. The
Arab Open Academy, Denmark.

Assisi, S. (2003). The patterns of leadership behavior and its relationship with social
skills among Egyptian managers. Journal of Managerial Research. 4(2), 31-
48.

Atwater, L.E., and Yammarino, E.J. (1992). Does self/other agreement on leadership
perceptions moderate the validity of leadership and performance predictions?.
Personnel Psychology, 45(1), 141-164.



109

Barling, J., Slater, F., and Kelloway, E. (2000). Transformational leadership and
emotional intelligence: An exploratory study. Leadership and Organization
Development Journal, 21(3), 157-161.

Bar-On, R. (1997). The Emotional Intelligence Inventory (EQ-I): Technical manual.
Toronto: Multi-Health Systems.

Bar-On, R. (2000). Emotional and social intelligence: Insights from the Emotional
Quotient Inventory (EQ-I). In Bar-On, R., and Parker J. D. A. (Eds.) The
handbook of emotional intelligence (pp. 363-388). San Francisco: Jossey-

Bass.

Bar-On, R. (2004). BarOn emotional quotient inventory: Technical manual. Canada:
Multi-Health Systems.

Bar-On, R., and Handley, R. (2003). Bar-On Emotional Quotient — 360: Technical
manual. Toronto: Multi-Health Systems.

Bar-On, R., and Parker, J. D. A. (Eds.) (2000). The handbook of emotional
intelligence: Theory, development, assessment, and application at home,

school, and in the workplace. San Francisco: Jossey-Bass.

Bar-On, R., Maree, J., and Elias, M. (Eds.) (2007). Educating people to be

emotionally intelligent. Westpoint, CT: Praeger.

Becker, H. S. (1960). Notes on the concept of commitment. American Journal of
Sociology. 66(1), 32-40.

Becker, T. (1992). Foci and bases of commitment: Are they decisions worth

making? Academy of Management Journal. 35(1), 232-244.

Becker, T., Billings, R., Eveleth, D., and Gilbert, N. (1996). Foci and bases of
employee commitment: Implications for job performance. Academy of
Management Journal. 39(2), 464-482.

Benkhoff, B. (1997). Ignoring commitment is costly: new approaches establish the
missing link between commitment and performance. Human Relations. 50(6),
701-726.



110

Bennett, D. (2011). Examining the Relationship Between Emotional Intelligence of
Managers and Organizational Commitment of Subordinates. Doctor

Philosophy, Northcentral University, Arizona.

Boyatsis, R. E. and Ratti, F. (2009). Emotional, social and cognitive intelligence
competencies distinguishing effective Italian managers and leaders in a
private company and cooperatives. Journal of Management Development.
28(9), 821-838.

Brown, B.B. (2003). Employees’ Organizational Commitment and their Perception
of Supervisors’ Relations-Oriented and Task-Oriented Leadership Behaviour.
Doctor Philosophy, Virginia University, Falls Church, Virginia.

Bryman, A., and Bell, E. (2007). Business Research Methods. (2** ed.), Oxford

University Press, Oxford.

Buchanan, B. (1974). Building organizational commitment: the socialization of
managers in work organizations. Administrative Science Quarterly. 19(4),
533-546.

Butler, C.J., and Chinowsky, P.S. (2006). Emotional intelligence and leadership
behaviour in construction executives. Journal of Management in Engineering.
22(3), 119-125.

Bycio, P., Hackett, R., and Allen, J. (1995). Further assessment's of Bass’s (1985)
conceptualization of transactional and transformational leadership. Journal of
Applied Psychology. 80(4), 468-478.

Camp, S. D. (1994). Assessing the Effects of Organizational Commitment and Job
Satisfaction on Turnover: An Event History Approach. The Prison Journal.
74(3), 279-305.

Carmeli, A. (2003). The relationship between emotional intelligence and work
attitudes, behavior and outcomes: An examination among senior managers.

Journal of Managerial Psychology. 18(8), 788-813.



111

Carmeli, A., and Josman, Z. (2006). The relationship among emotional intelligence,
task performance, and organizational citizenship behaviors. Human
Performance. 19(4), 403-4109.

Carson, K., and Carson, P. (1998). Career commitment, competencies, and
citizenship. Journal of Career Assessment. 6(2), 195-208.

Cavallo, K. & Brienza, D. (2002). Emotional Competence and leadership excellence
at Johnson & Johnson: The emotional intelligence and leadership study.

Available at: http://www.eiconsortium.org/ .

Chermiss, C., and Adler, M. (2000). Promoting emotional intelligence in
organizations: Make training in emotional intelligence effective. Washington,

DC: American Society for Training and Development.

Cherniss, C., and Goleman, D. (2001). The emotionally intelligent workplace: How
to select for, measure, and improve emotional intelligence in individuals,

groups, and organizations. San Francisco: John Wiley and Sons.

Church, A. H. (1997). Managerial self-awareness in high-performing individuals in

organizations. Journal of Applied Psychology. 82(2), 281-92.

Clark, D. (2009). Learning domains or Bloom’s Taxonomy. International Journal of
Project Management. 28, 461-468

Colquitt, J. A, LePine, J. A., and Wesson, M. J. (2011). Organizational behavior:
Improving performance and commitment in the workplace. New York:
McGraw-Hill.

Cooper, R. K. (1997). Applying emotional intelligence in the workplace. Training
and Development. 51(12), 31-38.

Cooper, R.K., and Sawaf, A. (1997). Executive EQ: Emotional Intelligence in

Leadership and Organization. New York: Grosset/Putnam.

Costa, P. T. Jr., and McCrae, R. R. (1997). Longitudinal stability of abult personality.
In Hogan, R., Johnson, J. A. and Briggs S. R. (Eds.) Handbook of personality
psychology (pp. 269-290). New York: Academic Press.



112

Creswell, J. (2003). Research design: Qualitative, quantitative, and mixed methods

approaches (2" ed.). Sage: Thousand Oaks.

Davenport, J. (2010) Leadership Style and Organizational Commitment: The
Moderating Effect of Locus of Control. ASBBS Annual Conference: Las
Vegas. 17(1), 277-290.

Deutschendorf, H. (2010). The other kind of smart. Business Book Review Library,
27(4),1-9.

Downey, L. A., Papageorgiou, V., and Stough, C. (2006). Examining the relationship
between leadership, emotional intelligence and intuition in senior female
managers. Leadership and Organization Development Journal. 27(4), 250-
264.

Dulewicz, S. V., and Higgs, M. J. (2000). Emotional Intelligence Questionnaire
Manual and Users’ Guide. Windsor: ASE/NFER-Nelson.

Dulewicz, V., and Higgs, M. (2003). Leadership at the top: The need for emotional
intelligence in organizations. International Journal of Organizational
Analysis. 11(3), 193-210.

Dunham, R. B. Grube, J. A. and Castenada, M. B. (1994). Organizational
commitment: The utility of an integrative definition. Journal of Applied
Psychology. 79, 370-380.

Engstrom, M. (2005). A study of emotional intelligence as it relates to organizational
outcomes beyond what is contributed by personality. Doctor of Education.

Loyola University, Chicago.

Frenkel, M.T., Schechtman, J.L. and Koenigs, R.J. (2006). Too much of a good
thing? Values in leadership for educational organizations. International
Journal of Educational Management. 20(7), 520-528.

Fukami, C. V., and E. W. Larson (1984). Commitment to company and union:
Parallel models. Journal of Applied Psychology. 69(3), 367-371.



113

Gardner, H. (1983). Frames of mind: Theory of multiple intelligences. New York:
Basic Books.

Gardner, H., and Hatch, T. (1989). Multiple intelligences go to school: Educational
Implications of the Theory of Multiple Intelligences. Educational Researcher.
18(4), 8-14.

Gardner, L., and Stough, C. (2002). Examining the relationship between leadership
and emotional intelligence in senior level managers. Leadership and

Organization Development Journal. 23(2), 68-78.

Gautam, A. (no date), Application of Three-Component Organizational Commitment

in Nepal. Available at: www.sosref.org.np/my_file/28.pdf .

Gellatly, I. Meyer, J. Luchak, A. (2006). Combined effects of the three commitment
components on focal and discretionary behaviors: A test of Meyer and
Herscovitch’s propositions. Journal of Vocational Behavior. 69, 331-345.

George J. M. (2006). Leader Positive Mood and Group Performance: The Case of
Customer Service. Journal of Applied Social Psychology. 25(9), 778-794.

George, J. M. (2000). Emotions and leadership: The role of emotional intelligence.
Human Relations. 53(8), 1027-1055.

Ghorbani, N., Bing, M., Watson, P. J., Davidson, H. K., and Mack, D. A. (2002).
Self reported emotional intelligence: Construct similarity and dissimilarity of
higher-order processing in Iran and the United States. International Journal
of Psychology, 37(5), 297-308.

Goleman, D. (1995). Emotional Intelligence: Why it can matter more than 1Q. New
York: Bantam Books.

Goleman, D. (1998). What makes a leader?. In a Harvard Business Review
Paperback. Harvard business review on what makes a leader. (pp. 1-25).

Harvard: Harvard business school press.

Goleman, D. (2000a). Working with emotional intelligence. New York: Bantam
Books.


http://www.sosref.org.np/my_file/28.pdf

114

Goleman, D. (2000b). Leadership that gets results. In a Harvard Business Review
Paperback. Harvard business review on what makes a leader. (pp. 53-85).
Harvard: Harvard business school press.

Goleman, D., Boyatzis, R. E., and McKee, A. (2004). Primal leadership: learning to
lead with emotional intelligence. Boston: Harvard business school press.

Groves, K., McEnrue, M., and Shen, W. (2008). Developing and measuring the
emotional intelligence of leaders. Journal of Management Development.
27(2), 225-250.

Guleryuz, K., Guney, S., Aydin, E.M., and Asan, O. (2008). The mediating effect of
job satisfaction between emotional intelligence and organizational
commitment of nurses: a questionnaire survey. International Journal of
Nursing Studies. 45(11), 1625-1635.

Halawani, E. A., Alsabban, A. A., and Zaki, K. M. (1991). The Lost Essence of
Administrative Leadership, A Study about Human Relations in Public
Organizations. A Case Study on the Western Province, Saudi Arabia. Journal

of King Abdul-Aziz University: Economy and Administration. 4. 127-179.

Hall, D. T., Schneider, B. and Nygren, H. T. (1970). Personal factors in
organizational identification. Administrative Science Quarterly, 15(2), 176-
190

Hall, E. (2010). Relationship between emotional intelligence of managers and
voluntary turnover intentions of employees/followers. Doctor of Philosophy.

University of Phoenix, Arizona.

Herscovitch, L. Meyer, J. (2002). Commitment to organizational change: extension

of three component model. Journal of Applied Psychology. 87(3), 474-487.

Higgs, M., and Aitken, P. (2003). An exploration of the relationship between
emotional intelligence and leadership potential. Journal of Managerial
Psychology. 18(8), 814-823.



115

Hollander, E. P. (1979). Leadership and social exchange processes. In K. Gergen,
M. S. Greenberg, and R. H. Wills (Eds.). Social exchange: Advances in
theory and research. (pp. 103-118) New York: Winston-Wiley.

Howard, M. (2008). Emotional intelligence as a predictor of job satisfaction,
organizational commitment, and occupational commitment among human

service workers. Doctor of Philosophy. Capella University, Capella.

Hrebeniak, L. G., and Alutto, J. A. (1972). Personal and role related factors in the
development of organizational commitment. Administrative Science
Quarterly. 17(4), 555-573.

Humphrey, R. H. (2002). The many faces of emotional leadership. Leadership
Quarterly. 13, 493-504.

Hussein, M.F., and Costa, J.L.D. (2008). Organizational Commitment and its
Relationship to Perceived Leadership Style in an Islamic School in a Large
Urban Centre in Canada: Teachers’ Perspectives. Journal of Contemporary
Issues in Education. 3(1), 17-38.

Ashman, 1. (2006). An investigation of the British organizational commitment scale:
A qualitative approach to evaluating construct validity. Management
Research News. 30(1), 5-24.

Jaros, S. T., Jermier, J. M., Koehler, J. W., and Sincich, T. (1993). Effects of
continuance, affective, and moral commitment on the withdrawal process: An
evaluation of eight structural equation models. Academy of Management
Journal. 36(5), 951-995.

Johnson, B., and Christensen, L. (2008). Educational research (3 ed.). Thousand
Oaks, CA: Sage.

Johnson, G. (2010). Strategic leadership development program at the University of
York. Strategic HR Review. 9(4), 5-12.

Johnson, G. D. K. (2008). Learning styles and emotional intelligence of the adult
learner. Doctor Philosophy. Auburn University, Alabama.



116

Jordan, P. J.,, and Lawrence, S. A. (2009). Emotional intelligence in teams:
Development and initial validation of the short version of the Workgroup
Emotional Intelligence Profile (WEIP-S). Journal of Management and
Organization. 15(4), 452-470.

Joseph, D. L., and Newman, D. A. (2010). Emotional intelligence: An integrative
meta-analysis and cascading model. Journal of Applied Psychology. 95(1),
54-78.

Kerr, R., Garvin, J., Heaton, N., and Boyle, E. (2006). Emotional intelligence and
leadership effectiveness. Leadership and Organizational Development
Journal, 27(4), 265-279.

Koman, E. S., and Wolff, S. B. (2008). Emotional intelligence competencies in the
team and team leader. Journal of Management Development. 27(1), 55-75.

Krejcie, R. V. and Morgan D. W. (1970). Determining sample size for research

activities. Educational and psychological measurement. 30(3), 607.

Kruger, J., and Dunning, D. (1999). Unskilled and unaware of it: how difficulties in
recognizing one’s own incompetence lead to inflated self-assessments.

Journal of Personality and Social Psychology. 77(6), 1121-1134.

Landy, F. (2005). Some historical and scientific issues related to research on

emotional intelligence. Journal of Organizational Behavior. 26, 411-424.

Lopes, P. N., Brackett, M. A., Nezlek, J. B., Schutz, A., Sellin, 1., and Salovey, P.
(2004). Emotional intelligence and social interaction. Personality and Social
Psychology Bulletin. 30(8), 1018-1034.

Lowe, W. C., and Barnes, F. B. (2002). An examination of the relationship between
leadership practices and organizational commitment in the fire service.

Journal of Applied Management and Entrepreneurship. 7(1), 112-127.

Higgs, M. (2003). How can we make sense of leadership in the 21st century?.

Leadership and Organization Development Journal. 24(5), 273-284.



117

Mathieu, J. E., and Zajac, D. M. (1990). A review and meta-analysis of the
antecedents, correlates, and consequences of organizational commitment.
Psychological Bulletin. 108(2), 171-194.

Matthews, G., Zeidner, M., and Roberts, R. D. (2002). Emotional intelligence:
Science and myth. Cambridge MA: The MIT Press.

Mayer, J. D., and Salovey, P. (1997). What is emotional intelligence?. In Salovey P.
and Sluyter D. J. (Eds.). Emotional development and emotional intelligence:

Educational implications. (pp. 3-31). New York: Basic Books.

Mayer, J. D., Salovey, P., and Caruso, D. R. (2004). Emotional intelligence: Theory,
findings, and implications. Psychological Inquiry. 15(3), 197-215.

Mayfield, J., and Mayfield, M. (2002). Leader communication strategies critical
paths to improving employee commitment. American Business Review. 20(2),
89-95.

Kennedy, M. J. R. and Anderson, R. D. (2005). Subordinate-manager gender
combination and perceived leadership style influence on emotions,
self-esteem and organisational commitment. Journal of Business Research.

58(2), 115-125.

McEnrue, M. P., Groves, K. S., and Shen, W. (2009). Emotional intelligence
development: Leveraging individual characteristics. Journal of Management
Development. 28(2), 150-174.

Meany, M. J. (2001). Maternal care, gene expression, and the transmission of
individual differences in stress reactivity across generations. Annual Review
of Neuroscience. 24(38), 1161-1192.

Mert S. I, Keskin, N and Bas, T (2010) Leadership Style and Organizational
Commitment: Test of A Theory in Turkish Banking Sector. Journal of
Academic Research in Economics. 2(1), 1-20



118

Meyer, J., and Allen, N. (1991). A three-component conceptualization of
organizational commitment. Human Resource Management Review. 1(1), 61-
89.

Meyer, J., and Allen, N. (1997). Commitment in the workplace: Theory, research,
and application. Newbury Park, CA: Sage.

Meyer, J., Stanley, D., Herscovitch, L., and Topolnysky, L. (2002). Affective,
continuance, and normative commitment to the organization: A meta-analysis
of antecedents, correlates, and consequences. Journal of Vocational Behavior.
61, 20-52.

Middlehurst, R. (1993). Leading Academics. Buckingham: Open University Press.

Miller, J. (2011). A correlational study of managers' emotional intelligence with job
satisfaction, affective commitment, and turnover intent of subordinates.

Doctor of Philosophy. University of Phoenix, Arizona.

Momeni, N. (2009). The relation between managers’ emotional intelligence and the
organizational climate they create. Public Personnel Management. 38(2), 35-
48.

Moss, S. A., McFarland, J., Ngu, S., and Kijowska, A. (2007). Maintaining an open
mind to closed individuals: The effect of resource availability and leadership
style on the association between openness to experience and organizational

commitment. Journal of Research in Personality. 41(2), 259-275.

Mowday, R. (1998). Reflections on the study and relevance of organizational

commitment. Human Resource Management Review. 8(4), 387-401.

Mowday, R., Porter, L., and Steers, R. (1982). Employee organization linkages: The
psychology of commitment, absenteeism and turnover. New York: Academic

Press.

Muijs, D. (2004). Doing quantitative research in education with SPSS. London: Sage
Publications.



119

Muijs, D., Harris, A., Lumby, J., Morrison, M. and Sood, K. (2006), Leadership and
leadership development in highly effective further education providers. Is
there a relationship?. Journal of Further and Higher Education. 30(1), 87-
106.

Myers, L. L., and Tucker, M. L. (2004) Increasing awareness of emotional
intelligence in business curriculum. Business Communications Quarterly.
68(1), 44-52.

Nikolaou, 1., and Tsaousis, I. (2002). Emotional intelligence in the workplace:
Exploring its effects on occupational stress and organizational commitment.

The International Journal of Organizational Analysis. 10(4), 327-342.

Noor, H. A. K., and Noor, H. N. (2006). Evaluating the psychometric properties of
Allen and Meyer’s organizational commitment scale: A cross-cultural
application among Malaysian academic librarians. Malaysian Journal of
Library and Information Science. 11(1), 89-100

Nwokah, N. G., and A.l. Ahiauzu. (2010). Marketing in governance: Emotional
intelligence leadership for effective corporate governance. Corporate
Governance. 10(2), 150-162.

O'Reilly, C., and Chatman, J. (1986). Organizational commitment and psychological
attachment: The effects of compliance, identification, and internalization on

prosocial behavior. Journal of Applied Psychology. 83(6), 835-852.

Palmer, B., Walls, M., Burgess, Z., and Stough, C. (2001). Emotional intelligence
and effective leadership. Leadership and Organization Development Journal.
22(1), 5-10.

Petrov, G. (2006). The Leadership Foundation research on collective leadership in
higher education. Leadership Matters. 7(11), 11.

Polit, D., and Beck. C. (2004). Nursing research: Principles and methods.
Philadelphia, PA: Lippincott Williams and Wilkins.



120

Polychroniou, P.V. (2009). Relationship between emotional intelligence and
transformational leadership of supervisors the impact on team effectiveness.
Team Performance Management. 15(7/8), 343-356.

Porter, L., Steers, R., Mowday, R., and Boulian, P. (1974). Organizational
commitment, job satisfaction and turnover among psychiatric technicians.
Journal of Applied Psychology. 59(5), 603-609.

Pounder, J.S. (2001). New leadership and university organizational effectiveness:
exploring the relationship. Leadership and Organization Development
Journal. 22(5/6), 281-291.

Powell, D. M. Meyer J. P. (2004). Side-bet theory and the three-component model of

organizational commitment. Journal of Vocational Behavior. 65, 157-177.

Reichers, A. E. (1985). A review and reconceptualization of organizational
commitment. Academy of Management Review. 10(3), 465-476.

Rosete, D., and Ciarrochi, J. (2005). Emotional intelligence and its relationship to
workplace performance outcomes of leadership effectiveness. Leadership and

Organization Development Journal. 26(5), 388-399.

Rowden, R.W. (2000). The relationship between charismatic leadership behaviours
and organisational commitment. Leadership and Organization Development
Journal. 21(1), 30-35.

Rubin, R., Munz, D., and Bommer, W. (2005). Leading from within: The effects of
emotion recognition and personality on transformational leadership behavior.
Academy of Management Journal. 48(5), 845-858.

Ruestow, J. A. (2008). The effect of a leader’s emotional intelligence on follower job
satisfaction and organizational commitment: An exploratory mixed
methodology study of emotional intelligence in public human services. Doctor

of Philosophy. Capella University, Capella.

Rylander, D. H. (2003). Changes in organizational commitment for sales force
newcomers: An exploratory look at early employment influences. In Tate U.

S. (Ed.). Advances in Marketing: Proceedings of the Annual Meeting of the



121

Association of Collegiate Marketing Educators. (pp. 140-146). Denton, TX:
University of North Texas.

Salancik, G. R. (1977). Commitment and control of organizational behaviour and
beliefs. In Staw B. M. and Salancik G. R. (Eds.). New Directions in
Organizational Behaviour (pp. 420-453). Chicago: St Clair Press.

Salovey, P. and Mayer, J. D. (1990). Emotional intelligence. Imagination, cognition,
and personality. 9(3), 185-211.

Salovey, P., and Sluyter, D. (1997). Emotional Development and Emotional

Intelligence: Educational Implications. New York: Basic Books.

Sheldon, M. E. (1971). Investments and involvement as mechanisms producing
commitment to the organization. Administrative Science Quarterly. 16(2),
143-150

Shipper, F. and Dillard, J.E. (2000). A study of impending derailment and recovery
of middle managers across career stages. Human Resource Management.
39(4), 331-345.

Spendlove, M. (2007). Competencies for effective leadership in higher education.
International Journal of Educational Management. 21(5), (407-417).

Steers, R. M. (1977). Antecedents and outcomes of organizational commitment.
Administrative Science Quarterly. 22(1), 46-56.

Stein, S., Papadogiannis, P., Yip, J.,, and Sitarenios, G. (2009). Emotional
Intelligence of leaders: a profile of top executives. Leadership and

Organization Development Journal. 30(1), 87-101.
Steiner, C. (1997), Achieving Emotional Literacy. London: Bloomsbury Publishing.

Stewart, G. (2008). The relationship of emotional intelligence to job satisfaction and

organization commitment. Doctor of Philosophy. Regent University, Virginia.

Stuart, A.D., and Paquet, A. (2001). Emotional intelligence as a predictor of
leadership potential. Journal of Industrial Psychology. 27(3), 30-34.



122

Sy, T., Tram, S., and O'Hara, L. A. (2006). Relation of employee and manager
emotional intelligence to job satisfaction and performance. Journal of
Vocational Behavior. 68(3), 461-473.

Tang, H. W., Yin, M. S., and Nelson, D. B. (2010). The relationship between
emotional intelligence and leadership practices: a cross-cultural study of
academic leaders in Taiwan and the USA. Journal of Managerial Psychology.
25(8), 899-926.

Tella, A., Ayeni, C. O., and Popoola, S. O. (2007). Work Motivation, Job
Satisfaction, and Organizational Commitment of Library Personnel in
Academic and Research Libraries in Oyo State, Nigeria. Library Philosophy

and Practice (e-journal): 118.

Tett, R. P., and Guterman, H. A. (2000). Situation trait relevance, trait expression,
and cross-situational consistency: Testing a principle of trait activation.
Journal of Research in Personality. 34(4), 397-423.

Thorndike, E. L. (1920). Intelligence and its uses. Harper's Magazine. 140, 227-235.

Toker, B. (2011). Job satisfaction of academic staff: an empirical study on Turkey.
Quality Assurance in Education. 19(2), 156-1609.

Trochim, W., and Donnelly, J. (2007). The research methods knowledge base (3"
ed.). Mason, OH: Thomson.

Vakola, M., Tsaousis, I, and Nikolaou, I. (2004). The role of emotional intelligence
and personality variables on attitudes toward organizational change. Journal
of Managerial Psychology. 19(ISS), 88-110.

Van Rooy, D.L., Viswesvaran, C., and Pluta, P. (2005). An evaluation of construct
validity: what is this thing called emotional intelligence?. Human
Performance. 18(4), 445-462.

Van Velson, E., Taylor, S. and Leslie, J.B. (1993). An examination of the
relationships among self-perception, accuracy, self-awareness, gender and

leader effectiveness. Human Resource Management. 32(2/3), 249-263.



123

Wasti, S. A. (2005). Commitment profiles: Combinations of organizational
commitment forms and job outcomes. Journal of Vocational Behavior, 67,
290-308.

Watkin, C. (2000). Developing emotional intelligence. International Journal of
Selection and Assessment. 8(2), 89-92.

Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of
Management Review. 7(ISS), 418-428.

Whitener, E.M. and Walz, P.M. (1993), Exchange theory determinants of affective
and continuance commitment and turnover. Journal of Vocational Behavior,
42(2). 265.

Wong, C. S., and Law, K. S. (2002). The effects of leader and follower emotional
intelligence on performance and attitude: An exploratory study. The
Leadership Quarterly. 13, 243-274.

Wood, L. M., Parker, J., and Keerer, K. V. (2009). Assessing emotional intelligence
using the Emotional Quotient Inventory (EQ-i) and related instruments. In
Stough, C., Saklofske D. H., and Parker J. (Eds.). Assessing Emotional

Intelligence. London: Springer Science.

Wu, T.F., Tsai, M.H., Fey, Y.S., and Wu, R.T.Y. (2006). A Study of the Relationship
between Manager’s Leadership Style and Organizational Commitment in
Taiwan’s International Tourist Hotels. Asian Journal of Management and
Humanity Sciences. 1(3), 434-452.

Zeidner, M., Matthews, G., and Roberts, R. (2004). Emotional intelligence in the
workplace: A critical review. Applied psychology: An international review.
53(3), 371-399.

Zikmund, W. (2003). Business research methods (7th ed.). Mason, OH: Thomson
South-Western.





