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Abstract: Emotional quotient is gradually more pertinent for different approaches of transformational leadership
to foster traditional organization into organizational learning because EQ principles furnish new approaches
to understand and assess self awareness, self management, social awareness and social skills. The objective
of this research is to evaluate the role of emotional quotient and transformational leadership in learning
organization. Three hundred questionnaires were distributed out of which 250 complete questionnaires were
received and 5 points Likert scale was used to collect responses from industrial and banking sectors of Pakistan
and hundred organizations were targeted. Results indicate highly significant role of emotional quotient and
transformational leadership in organizational learning. This study provides new directions for HR directors to
realize the significant importance of emotional quotient, transformational leadership and its contingent role on
organizational learning. Research limitations and future directions are also discussed in this study. 
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INTRODUCTION are obtaining words of mouth for themselves and their

Discriminations in  majority cases, one does not within the service regions of our economy. Thus, each
relentlessly have the magnificent hiring of fresh person inside and outside to the organization discriminate
employee's and their promotion leading to a director's or the significance of team efforts, who can effectively
manager's post, the person in charge be obliged to treat synergize and most significantly, plan for the excellence
with what they inherit. Typically one must effort with of the organizations in service sectors. Recognition and
those who have led them in the organization. Mangers try utilization associated to emotional intelligence can simply
to synchronize the efforts of employee's having emotional become a way of not only encouraging team
quotient regarding their groups and individuals. Emotions communications, but also personal progress. This thing
and the vitality necessitate them to be harnessed for the desires to be element of an overall strategic thinking to
excellence  of all and not much be treated as ridiculous build up a dynamic pliable prospectus upon which the
and  wasteful.  No  apprehension  what  we  are  and organization can challenge to synchronize the reassure of
where  we  work,  engage  in recreation, or entertain, we the notorious present with threat of uncertain future [1].
are persistently trying to persuade someone about The objective of this research is to evaluate the role
something. Daily meetings with colleagues, friends and of emotional quotient and transformational leadership
executives entail us to utilize our emotional intelligence approaches in organizational learning. Emotional
perhapes we are not aware of doing so. Those who Intelligence is gradually more pertinent to organizational
perform well in such social interactions are considered as development and leadership's development because the
team players and may be from those who will much likely EQ principles furnish a  new  approach  to  understand
be provoked back or asked to throw in again. Those who and  assess  leadership behavior, management approach,

organization being a kind and caring, especially beneficial
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mind-set, interpersonal skills and potential. Emotional One cause of superior leader's EI might be in
quotient is an important deliberation in HR plans, profiles,
interviews, selection procedures, organizational
development programs. This study provides new
directions for HR directors to realize the significant
importance of emotional quotient and its contingent role
on leadership's approach and organizational development.

Literature Review: Prominent nonexistence is perhaps
due to a comparable absence of psychological research in
construction management or in real estate business, but
also a general reluctance of industry to spotlight on
individual's psychology. The potential of the individual
analyzes, whether any instrument or procedure is
effectively implemented. In acknowledgement of this
apparent, yet much disregarded fact, psychologists have
investigated the concept individual's EI [2]. Positive
psychology is considered as a pivotal part of emotional
intelligence [3]. 

High level of organization's policies about EI presents
high level of organizational development. For more
instance, simplicity, clarity and suspend duration involves
more complications to exhibit honesty while organizations
give more rewards to their employees get more
advantages not only in effectiveness but also in
organizational development. These problems bring the
employees at a single point of action like discussions and
dialogue for the solutions of the problems [4]. 

To enhance the productivity and effectiveness,
organizations should focus on leader's emotional
quotient.  Although females have significant role in the
organizations but their contribution towards achieving
emotional quotient is comparatively less than males.
Constructive and destructive outcomes of the
organizations depend on employee's emotional quotient
if they fail to manage their state of emotions its role would
be on organizational development and productivity [5]. 

In such multifaceted state of affairs public and private
sectors have to straight way to cope effectively in the
organization. Emotional Intelligence has imperative
function in serving managers and workforce to manage
this vibrant change in current organizational environment
[6]. Analyze significant difference between students and
alumnae quality and ability of emotional intelligence [7].
Considerable relationships among leader's emotional
expressivity, creative leadership and the level of
organizational revolutionize must be observed. Initially,
the cross-sectional research design rule out causal
conclusion about relationships amongst the variables of
interest [8]. 

preference of leadership approach which usually leaders
exercise. Leaders having more  intelligent  quotient  may
be more credible to use different approaches that would
successfully use for superior sympathetic of leader's
emotional positions and those of their supporters [9].
Transformational leadership exhibited more by female
managers and expected high level of emotional quotient
[10].  Highly motivated employees have an extravagant
observation of emotional intelligence capabilities and
fewer similarity with perceptions of other individuals who
effort with them over and over again and have better
understanding than lower-level employees. Such valuable
information is precious for consumers because preceding
research has resolutely established that more achievers
have a tendency to more strict.  Consequently, executives
enhanced understanding that has momentous
implications for recital improvement [11].

Methodlogy: To acquire the most important information
questioners are filled by the respondents and separate
questionnaires are filled by the employees and leaders to
analyze the role of emotional quotient and
transformational leadership on organizational learning.
“Bar-On Emotional Quotient Inventory” and “Emotional
and Social Competency Inventory” is adopted and some
variables added and totally reproduce all the items. Both
questionnaires contain following information

Demographic Section
Subjective section 

Demographic section comprises of Gender, Age,
Marital status, Industrial composition, Sector,
Establishment size and job tenure of both employees and
leaders in organization. Subjective section comprises of
Self Awareness (SA), Social Awareness (SA), Self
Management (SM), Social Skills (SS) [12], Organizational
Learning (OL), Transformational Leadership (TL),
Leadership Style (LS), Teamwork and Collaboration (TC)
Employees Performance (EP). In this study emotional
quotient of leaders and organizational learning are tested
and other variables are excluded. 200 employees and 50
leaders are selected to get responses to analyze the role
of leader’s emotional quotient and 55 items are considered
to get responses from leaders and employees. While 5-
points Likert scale is used to measure the responses. Data
is collected from industrial and banking sectors of
Pakistan with non-probability random sampling technique
and 100 organizations are targeted in Gujranwala division
of the Punjab, Pakistan.
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RESULTS AND DISCUSSION alpha is .811 that shows 81.1% reliability of the survey

To observe the role of EQ and transformational self management as an emotional quotient is strongly
leadership that will contribute in organizational learning, correlated with organizational learning and also significant
Pearson’s moment correlation was analyzed and to test correlate with transformational leadership. 3.48 is close to
the relationship of leadership emotional quotient and 4 that shows emotional quotient increases self awareness
organizational learning linear regression was conducted. of leadership while .53 is the standard deviation that
Descriptive statistics was also computed to analyze the shows 53% variation among responses where as alpha is
tendency of the respondents and Cronbach’s alpha was .709 that shows 70.9% reliability of the survey about self
measured to test the reliability of the analysis. awareness of the leaders. Table 1 shows self  awareness

In Table 1 Mean value  of  transformational as an emotional quotient is strongly correlated with
leadership   is   4.75  that  shows  positive  tendency  of organizational  learning  and  also significant correlate
the respondents. 4.75 is close to 5 that shows with transformational leadership. According to Pearson’s
transformational leadership have highly significant role in moment correlation  4.48  mean  value  shows  that
organizational learning  while .45 is the standard deviation leader’s emotional quotient is strongly correlated with
that shows 45% variation among responses where as transformational leadership and have greater role in
alpha is .876 that shows 87.6% reliability of the survey organizational learning.
about transformational leadership of the respondents. To test the relationship of leader’s emotional
Table 1 shows transformational leadership and emotional quotient, transformational leadership and organizational
quotient is strongly correlated with organizational learning linear regression is applied while to test the
learning and also significant correlate with each other. normality of data and nature of correlation Durbin-
3.96 is close to 4 that shows emotional quotient increases Watson is also applied.
social skills of leadership while 1.32 is the standard Table 2 shows R=0.779 shows 77.9% variation in
deviation that shows total variation among responses emotional quotient, transformational leadership and
where as alpha is .823 that shows 82.3% reliability of the organizational learning. R square is the coefficient of
survey about social skills of the respondents. Table 1 determination  which shows that 60.6% total variation
shows social skills as an emotional quotient is strongly with its linear relationship of transformational leadership
correlated with organizational learning and also significant and organizational learning. Durbin Watson test is used
correlate with rest of the variables. 2.98 is close to 3 that to test the nature of correlation whether it is  positive
shows respondents were moderate in their responses autocorrelation, negative   autocorrelation  and  zero
about social awareness while .66 is the standard deviation autocorrelation. Since the value of “d” is less than 2 it
that shows 66% variation among responses where as means there is positive autocorrelation. 
alpha is .732 that shows 73.2% reliability of the survey Table 3 of  ANOVA  shows  level  of  significance
about social awareness of the leaders. Table 1 shows since  the  value  of  “P”  is  less  than  .05  so it is
social awareness as an emotional quotient is strongly accepted that role of emotional quotient and
correlated  with organizational learning and also transformational leadership in organizational learning is
significant  correlate  with transformational leadership. highly significant.
3.26 is close to 3  that  shows  respondents  were In Table 4 A=.248 is the average of organizational
moderate  in  their  responses  about self management learning when  transformational  leadership  is  zero
while 0.41 is the standard deviation that shows 41% whereas .376 is the value of “beta” that shows one unit
variation among responses from strongly disagree to increase of transformational leadership will bring .376 unit
strongly agree of the  respondents  where  as increase in organizational learning.

about self management of  the  leaders.  Table 1 shows

Table 1: Pearson's moment correlation  N=250
Description of  Variables Mean SD Alpha 1 2 3 4 5 6
1. Transformational Leadership 4.75 .45 .876 1
2. Social skills 3.96 1.32 .823 .328**
3. Social Awareness 2.98 .66 .732 .515** .337**
4. Self Management 3.26 .41 .811 .632** .548** .575**
5. Self Awareness 3.48 .53 .709 .838** .718** .749** .760**
6. Organizational Learning 3.97 .832 .844 .328 ** .602** .337 ** .548** .718** 1
**. Correlation is significant at the 0.01 level (2-tailed).
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Table 2: Model Summary b

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson

1 .779a .606 .605 .24828 1.755

a. Predictors: (Constant), Emotional Quotient, Transformational Leadership
b. Dependent Variable: Organizational learning

Table 3: ANOVAb

Model Sum of Squares df Mean Square F Sig.

1 Regression 54.405 2 27.203 441.291 .000a

Residual 35.322 573 .062
Total 89.727 575

a. Predictors: (Constant), Emotional Quotient, Transformational Leadership
b. Dependent Variable: Organizational learning

Table 4: Coefficientsa

Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
---------------------------------- -------------------------------- --------------------------------

Model B Std. Error Beta t Sig. Tolerance VIF

1 (Constant) .248 .102 2.427 .016
Transformational Leadership .376 .051 .059 26.773 .000 .439 2.276
Emotional Quotient .935 .048 .489 40.229 .000 .297 3.364

a. Dependent Variable: Organizational learning

Organizational Learning = .248 + .376 (Transformational course  of  improving  leader’s  emotional quotient and
Leadership) transformational   leadership    in    organizational  learning

Above linear equation shows that one percent [13].
transformational leadership will bring 37.6% change in
organizational learning. Limitations and Furure Directions: Emotional quotient is

A=.248 is the average of organizational learning when considered as a significant factor for the effectiveness of
emotional quotient is zero whereas .935 is the value of the organization and their employees. Therefore, a further
“beta” that shows one unit increase in  emotional quotient research should be examined in other sectors for more
will bring .935 unit increase in organizational learning. concrete results. Future research should also effort to

Organizational Learning = .248+.935 (Emotional researchers can get better the general application of the
Quotient) current study by replicating these outcomes using other

Above linear equation shows that one percent change in statistical tools and methods [14]. Future research should
leader’s emotional quotient will bring 25.3% change in also focus on screening the most effective approaches of
organizational learning transformational leadership and leadership style in

According to table 4 if tolerance value exceeds than developing countries organizational perspective.
5 and VIF exceeds 10 it means Collinearity in data exist.
Table 4  indicates .439 and .297 tolerance value is less REFERENCES
than 5 and VIF is less than 10 that shows there is no
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