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ABSTRACT 

 

This paper explores the relationship between emotional intelligence and transformational leadership.  The study involves an extensive 

reviewed on the literature regarding emotional intelligence and transformational leadership.  A conceptualized model of leadership style, 

emotional intelligence was proposed as final output.  This study will clarified the independent variables in emotional intelligence that 

consist of four dimensions that are self-awareness, self-management, social awareness and relationship management in order to investigate 

the relationship towards on transformational leadership. On the other hand, the dependent variable, transformational leadership also 
consists of four characteristics, namely idealized influence, inspirational motivation, intellectual stimulation and individualized 

consideration.  The results of the study are expected to prove that the transformational leadership styles appear to have a symbiotic 

relationship with emotional intelligence within leadership styles domain. 
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INTRODUCTION 

 

 Leadership development is becoming an 

increasingly critical and strategic authoritative for 

organizations in the current business environment 

[32]. Leadership development is an important area 

which is considered and implemented in 

organizations to increase human capability and some 

other benefits like to gain competitive advantages. At 

the same time as, emotional intelligence also has 

caught the popular imagination and has appeared as a 

skill set that enhances leadership. This is because 

emotional intelligence is one of the most applied 

constructs which emotional intelligence has been 

associated with is that of leadership. 

 Emotional intelligence refers to one’s ability to 

know their own emotions as well as understand the 

emotions of others. It has been stated that emotional 

intelligence may have more influence on an 

individual’s success in life than traditional 

intelligence [17].  Leadership behaviors also are 

widely studied in management literature.  

Transformational leadership behaviors are those that 

inspire and motivate followers.  A leader who 

frequently engages in transformational behavior is 

able to challenge followers to fulfill their potential 

within the organization. It has been found that 

transformational leadership behavior contributes 

positively to organizational success [25]. 

 According to Ngambi [27], he claimed that 

leadership is a process of influencing others 

commitment towards realizing their full potentials in 

achieving a value added, shared vision with passion 

and integrity. Emotional intelligence is the capacity 

to effectively observe, express, understand, and 

manage your emotions and the emotions of others in 
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a positive and productive manner.  Emotional 

intelligence empowers the manager with the ability 

to understand naturally what others need and want 

and develop strategies to fulfilling those needs and 

wants.  The relationship between the emotional 

intelligence and leadership were explored by many 

researchers [7] and they emphasize the significance 

of emotional intelligence in the leadership and 

organizational context. 

 

2. Problem Statements: 

 Leadership behaviors are also a topic of interest 

within organizations. Although attitudes towards the 

definition of effective leadership have evolved 

through history, leadership is an important aspect of 

a business.  In the past 10 years, many studies have 

been conducted to evaluate the relationship between 

emotional intelligence and its impact on leadership 

style. Emotional intelligence is the ability to perceive 

emotions, to access and generate emotions so as to 

support thought, to understand emotions and 

emotional knowledge, and to regulate emotions 

reflectively so as to promote emotional and 

intellectual growth [26].  Emotional intelligence 

entails not only being aware of one’s own emotions, 

but also using these emotions in cognitive processes, 

such as decision making and planning [20]. 

 According to Goleman [20], the most effective 

leaders have mastered four or more of the six 

leadership styles.  Additionally, they are strongly 

sensitive to the impact they are having on others, and 

switch flexibly among the leadership styles as 

needed.  The literature review provides evidence that 

transformational leadership increases organizational 

effectiveness and that emotional intelligence can be 

measured and developed.  Goleman, Boyatzis, and 

McKee [21] argued that emotional intelligence 

competencies are considered the factors that 

contribute to leaders being extraordinary rather than 

average since leaders are essential in driving 

emotions toward the right direction to increase 

productivity. 

 Emotional intelligence significantly influences 

the performance of a leader [12].  A leader who has a 

high level of emotional intelligence will have a 

greater effect on an organization than a leader with a 

low level of emotional intelligence [11]. 

Organizational leaders are realizing that emotional 

intelligence is an essential part of an organization's 

management process and, with the current emphasis 

on team building and adapting to change, emotional 

intelligence becomes even more critical [18]. 

 If there is a relationship between emotional 

intelligence and transformational leadership, leaders 

can be helped to grow in emotionally intelligent 

behaviors that will expand and build their leadership 

ability.   The credibility of these leaders rests in their 

ability to act consistently with their words, to live 

what they say they believe. Increasingly questions 

are raised when a gap is seen between the stated 

values of these organizations and how their members 

and particularly their leaders behave.  The purpose of 

this study is to investigate the relationship between 

emotional intelligence and leadership style. 

 The problem is the acknowledgment that while a 

significant amount of research on leadership exists 

[34], the emotional intelligence research is 

comparatively thin and the relationship between 

leadership and emotional intelligence is smaller yet.  

Emerging research suggests that emotional 

intelligence conceptualized as an intellectual ability 

may be a necessary for effective leadership [29].  

Even less research has been devoted to how other 

personal aspects of the leader may influence the 

relationship of emotional intelligence and 

transformational leadership. 

 

3. Research Objectives: 

 The main purpose of this study was to 

investigate the significance of the relationship 

between emotional intelligence and transformational 

leadership styles among public organizations 

concerns.  The research objectives are: 

i. To explore the emotional intelligence and 

transformational leadership styles of public servants 

nowadays; 

ii. To clarify the indicators of emotional 

intelligence factors and transformational leadership 

styles. 

 

4. Literature Review: 

Emotional Intelligence: 

 Emotional intelligence is a relatively new and 

growing field of research, essential for many areas 

such as business and management.  Peter Salovey and 

John Mayer first proposed their theory of emotional 

intelligence in 1990. In 1990, they published an article 

that presented a framework for emotional intelligence 

[31]. Interestingly, the concept of an emotional 

intelligence was not new. Earliest intelligence 

researchers understood there was more to the construct 

of intelligence than the mental abilities represented in 

the traditional intelligence tests of the day.  Salovey 

and Mayer [30] originally conceived emotional 

intelligence as a subset of social intelligence. 

 In a recent attempt at clarification of the concept 

of emotional intelligence, Cherniss [14] suggested that 

the extreme views about the construct of emotional 

intelligence, both for and against, are incorrect and 

that the truth about emotional intelligence is more 

complex.  Cherniss (2010b) also noted that there are 

many conflicting definitions and models of emotional 

intelligence. Indeed, emotional intelligence seems to 

suffer from an acute form of the theoretical pluralism 

that the leadership field often exhibits [16].  This 

theoretical pluralism poses both benefits and 

challenges to an academic field. However, the 

fundamental premises behind emotional intelligence 

are simple enough.  As Cherniss [14] indicates, the 

concept of emotional intelligence is based on these 
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three premises.  Emotions play an important role in 

daily life; people may vary in their ability to perceive, 

understand, use, and manage emotions; and these 

variances may affect individual adaptation in a variety 

of different contexts, including the workplace. 

 Goleman [18], who was responsible for the 

popularization of the concept, has defined emotional 

intelligence as the capacity for recognizing our own 

feelings and those of others, for motivating ourselves, 

and for managing emotions well in ourselves and in 

our relationships. Emotional intelligence at the most 

general level refers to the abilities to recognize and 

regulate emotions in ourselves and in others [20].  He 

formulated his model in terms of a theory of 

performance since, as he suggested, his model has 

direct applicability to the domain of work and 

organizational effectiveness, particularly in predicting 

excellence in jobs of all kinds, from sales to leadership 

[19]. 

 Finally, Bar-On [3] has placed emotional 

intelligence in the context of personality theory. He 

defined emotional intelligence as an umbrella concept 

of non-cognitive capabilities, competencies, and skills, 

which helps an individual to become more efficient in 

coping with environmental demands and pressures.  

He proposed a model of non-cognitive intelligences 

that includes five broad areas of skills or competencies 

from the personality domain, and within each, more 

specific skills that appear to contribute to success.  

These include intra-personal skills, inter-personal 

skills, adaptability, stress management, and general 

mood. 

 Goleman [17] conceived of emotional intelligence 

as a deeply intertwined combination of skills and 

abilities which had positive effects in terms of efficacy 

and performance.  Goleman [18] views emotional 

intelligence as a series of competencies broken down 

into four clusters.  Accordingly, Boyatzis, Goleman, 

and Rhee [9] developed the Emotional Competency 

Inventory (ECI) that was designed to measure 

competency by using observer ratings such as 360-

degree feedback.  As a 360-degree tool, the ECI has 

been developed to assess the emotional competencies 

of individuals and organizations [9].  It is an informant 

measure which provides a greater view of how other 

perceive the frequency of a person’s behaviour, and a 

behavioural measure of the underlying dispositional 

characteristics. 

 A common theme present within the numerous 

definitions and descriptions of emotional intelligence 

is the human ability to use the emotional capacity of 

the brain to live, works and relate more effectively in a 

social world.  For the purpose of the present study, the 

researcher used the theoretical framework proposed by 

Goleman [20] to describe emotional intelligence. In 

this framework, emotional intelligence is defined 

within four domains.  There are self-awareness, self-

management, social awareness, and relationship 

management.  Each domain is divided into a series of 

competencies that further delineate the essence of each 

domain.  The domains of self-awareness and self-

management address an individual's personal 

competence.  The domains of social awareness and 

relationship management address an individual's social 

competence. 

i. Self-awareness 

 In the model of emotional intelligence proposed 

by Goleman [20], self-awareness includes three 

personal competencies which are emotional self-

awareness, accurate self-assessment and self-

confidence.  Self-awareness is the ability to honestly 

reflect on and understand one's emotions, strengths, 

challenges, motives, values, goals, and dreams.  Well-

respected authors on leadership speak to the 

importance of being self-aware [28].  Self-awareness 

provides the foundation on which the other three 

domains build.  Without first adequately knowing and 

understanding self, it is difficult to manage one's 

emotions, accurately assess emotions in others, or to 

use that information to manage one's relationships 

with others.  These competencies enable a leader to be 

conscious of personal limitations and use personal 

strengths to further the work of achieving 

organizational goals. 

ii. Self-management 

 Self-management encompasses six personal 

competencies.  There are emotional self-control, 

transparency, adaptability, achievement, initiative and 

optimism.  According to Goleman [20], self-

management is equated to an on-going inner 

conversation and it is the component of emotional 

intelligence that frees us from being a prisoner of our 

feelings.  Without effective self-management, it is 

difficult to reach one's personal goals and dreams let 

alone to lead an organization to realizing its goals and 

dreams.  Managing one's emotions and being open to 

others about one's feelings, beliefs, and actions helps 

to establish trust, integrity, and personal capital.  

These are key ingredients in developing healthy 

working relationships and a culture and climate that is 

conducive to furthering the work of organizational 

leadership. 

iii. Social Awareness 

 Social awareness is comprised of three social 

competencies which are empathy, organizational 

awareness and service.  Social awareness is being 

acutely aware of the emotions and needs of others. 

Goleman et al. [21] note the following: by being 

agreed to how others feel in the moment, a leader can 

say and do what's appropriate whether it be to calm 

fears, assuage anger, or join in good spirits. This 

atonement also lets a leader sense the shared values 

and priorities that can guide the group. Social 

awareness allows a leader to monitor and adjust 

strategy, direction, and work toward accomplishing a 

shared vision.  It helps a leader know when to push 

and capitalize on the momentum of the group and 

when to pull back and encourage reflection and 

collective re-examination of purpose and priorities. 

iv. Relationship Management 
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 Relationship management involves seven social 

competencies.  There are inspirational leadership, 

influence, developing others, change catalyst, conflict 

management, building bonds, and teamwork and 

collaboration. Relationship management stems from 

the domains of self-awareness, self-management, and 

social awareness allowing the emotionally intelligent 

leader to effectively manage emotions perceived in 

others. In the leadership setting, relationship 

management is building rapport and nurturing the 

capacity in others to share leadership.  Relationship 

management is cultivating webs of relationships, 

finding common ground, and using shared vision to 

motivate people to move forward toward 

accomplishing a mission or goal. 

 

Transformational Leadership: 

 Researchers have examined the concept of 

transformational leadership intensively in recent years 

and found this concept is effective both in terms of 

increasing follower’s performance expectations [6] 

and transforming their personal values and self-

concept into a higher level of needs and aspirations 

[24].  Transformational leadership was derived by 

Bass from Burns’s qualitative classification of 

transactional and transformational political leaders 

where in transactional leadership, leader–follower 

relationships are based on a series of exchanges or 

bargains between leaders and followers [23].  Another 

way to look at transformational leadership is in terms 

of the effect on followers; that is, followers experience 

a sense of significance, motivation, and commitment 

to leader ideals [15]. This also relates to contingent 

reward theory and management-by-exception, which 

can be distinguished as either active or passive [23]. 

 According to Tucker and Russell [33], 

transformational leadership creates new pathways in 

an organization. The ability to create new pathways 

comes from several characteristics within 

transformational leadership.  One characteristic is 

questioning assumptions. This questioning and 

promoting non-traditional thinking makes areas of 

problem solving take on a different perspective [33]. 

Another characteristic of a transformational leader is 

follower self-improvement and positive feedback.  A 

transformational leader wants to help his or her 

followers to develop from a lower level to a higher 

level of maturity, and they engage the full person to 

help them develop into leaders [33]. 

 Bass and Steidlmeier [5] believed that 

transformational leadership that tramples on ethical 

norms, behavioral ideals, and motivation is pseudo-

transformational leadership.  They also believed that 

within pseudo-transformational leadership, followers 

should not be a means to self-satisfying ends for the 

leader.  These leaders conduct themselves in ways that 

are contradictory to authentic transformational leaders.  

Pseudo-transformational leaders highlight fictitious 

we–they differences in value, seek power and position 

even at the expense of their followers, and idealize 

themselves as honest and straightforward and 

supportive of their organization’s mission, but their 

behavior is inconsistent and unreliable [4].  

 Empowering followers to attain organizational 

goals and performance targets is the very essence of 

transformational leadership [8]. Indeed, 

transformational leadership acts as a catalyst for 

learning and thus should enhance follower 

performance. Furthermore, empowering followers by 

providing them with autonomy to manage their work 

and by increasing their perceived meaningfulness of 

their work would arguably facilitate their work-related 

learning and thereby improve both their satisfaction 

with the leader and performance.  According to Bass 

and Avolio, [6], specifically, transformational leaders 

develop followers to higher levels of personal and 

professional development, and display four types of 

behaviors which are idealized influence, inspirational 

motivation, intellectual stimulation, and individualized 

consideration. 

i. Idealized Influence 

 Following Burns [10], proposed that 

transformational leadership is associated with distinct 

dimensions of charisma or idealized influence (extent 

of pride, trust, and respect engendered by and 

emotional identification with the leader), intellectual 

stimulation (extent the leader encourages followers to 

question their own way of doing things and become 

innovative), and individualized consideration (extent 

the leader provides personal attention and 

encouragement for self-development of followers).  

The transformational leader has the capacity to 

motivate subordinates to do more than normally 

expected. 

ii. Intellectual Stimulation 

 Transformational leadership involves 

intellectually stimulating followers thereby 

encouraging them to learn new ways to do their work 

[4] and ultimately improving their performance. 

Transformational leadership facilitates the 

development of trust in the leader because such 

leadership involves showing concern for the individual 

needs of followers as well as behaving in ways that are 

consistent with adopted values [4].  Transformational 

leadership requires trust in the leader because of the 

uncertainty inherent in changing the status quo.  

iii. Inspirational Motivation 

 Inspirational motivation allows leaders to provide 

meaning and challenge their followers work [1]. This 

also allows the leader to get the followers involved in 

envisioning future states and demonstrates 

commitment to goals and the shared vision [2]. The 

third component, intellectual stimulation, encourages 

creativity; there is no criticism of member’s mistakes, 

and their ideas are not criticized if they differ from the 

leaders [2]. 

iv. Individualized Consideration 

 Individualized consideration allows a leader to 

identify individual differences and needs, listen 

effectively, and see the individual as a whole person 
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rather than just an employee [2].  Bass’s original 

conceptualization of transformational and 

transactional leadership had seven factors, which were 

labelled charisma, inspirational, intellectual 

stimulation, individualized consideration, contingent 

reward, management by- exception, and laissez-faire 

[1].   

 

5.0 Methodology: 

 In this cross sectional survey, a quantitative 

approach is being used.  By using the quantitative 

approach, all the variables will be measured to test the 

relationship of emotional intelligence and 

transformational leadership.  The designed 

questionnaire will be distributed among the public 

servants as respondents and the data collected will be 

analyzed using Statistical Package for Social Sciences 

(SPSS) version 20.0 in order to test the relationship the 

variables.  In this study, random sampling technique 

was chosen. The respondents were drawn from the 

target population randomly. Each population has an 

equal chance of being the subject of the sample. Public 

servants are made up from several departments, thus 

the respondent will be chosen from these departments. 

 

6.0 Conclusion: 

 
Research Framework: 

 Diagram above shows the conceptual framework 

of relationship between emotional intelligence and 

leadership style. In the implementation of emotional 

intelligence it covered several dimension or key 

determinant that are frequently discussed which are 

self-awareness, self-management, social awareness 

and relationship management.  Under transformational 

leadership, there are four characteristics that will be 

measured. There are idealized influence, inspirational 

motivation, intellectual stimulation and individualized 

consideration.  Thus, this model will give a 

comprehensive understanding on the relationship 

between the variables. 
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