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ABSTRACT 
This study aimed to investigate the relationship between transformational leadership styles and emotional intelligence with organizational 
health among north Fars PayameNour University. The present study is descriptive and correlation because of nature of the subject. The 
statistical population of this study consists of all staff at north Fars Payame Noor Universities which include the cities Abade, Eghlid, 
Safashahr, Bavanat, and carried out from the school year of 2013 to 2014 (total number of 57 individuals).Due to the low statistical 
population, the size of population and sample was considered equal.Also we have used Bass and Avolio's Transformational Leadership 
Questionnaire, Goleman Emotional Intelligence Questionnaire and Hoy Organizational Health Questionnaire for collecting data.The 
validity of questionnaires was confirmed by a number of prominent scholars.Research findings showed that there is a significant 
relationship between different types of leadership styles (idealized influence, inspirational motivation, considerateness, rational 
persuasion) with organizational health.As the results of multiple regressions showed, the best predictor of organizational health is 
leadership style and rational persuasion in the first step. The findings also showed that there is a significant relationship between emotional 
intelligence and organizational health.The results showed that among the studied variables (emotional intelligence and organizational 
health) in multiple regression, best predictor of organizational health in the first step was social skills and self-control in the second step. 
Also a significant relationship was found between transformational leadership style and emotional intelligence. Considering the results 
obtained in this study, it is clear that we have to consider selecting qualified managers with emotional intelligence characteristics 
especially in educational centers like universities, to increase educational quality.So, according to these characteristics managers cause 
ideas production, emotions, and strengthening the spirit of cooperation among the employees through applying true thoughts and feelings 
as well as his understanding of the feelings of himself and others can attain insight about individuals’ incentive at work. 
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INTRODUCTION 

 
The most fundamental factor to create favorable conditions in order to reach the system goals is 

administrators of the system subsections like managers [4].Attending to the leadership styles for such managers 
plays an important role in the participation of individuals and achieving objectives of the organization [3]. In 
this regard, recent theories emphasize on a certain style of leadership that manages organizational 
transformation [4]. 

Leaders with transformational leadership style, motivate their followers with the goals and a clear vision, 
and develop their ability to think about old problems in a new way. Hence, the leadership style promotes 
ordinary people to extraordinary levels, and has been considered as the most effective leadership style in today's 
organizations [4].In addition, the necessity of paying attention to emotions has become a hot topic in managerial 
circles. In this regard, the emotional intelligence, puts intelligence and emotion together with regard to feelings 
as the sources of information can be used to understand the social environment [13].Accordingly, the emotional 
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intelligence can have a significant impact in the attitude of managers with their subordinates. Therefore, 
emotional intelligence has created a huge shift in management systems of organizations by using the term 
“hearts management” [3]. 
2. The principles and framework of the study: 

For many years, researchers and human resource professionals are aware of this issue that what 
distinguishes average employees from prominent individuals, is not technical skills which are easy to learn and 
simple for recognition and also is not necessarily for the person to be intelligent. There is another factor that is 
possible to identify it easily, but it’s precise definition will be difficult and it is social skills. Those who think 
valuing and assessing ability to interpret people, understanding people and their feelings are impossible because 
of software skills, should reconsider their position. In this issue, emotional intelligence has the ability as a social 
skill or set of capabilities [8]. 

Organizational health as an important managerial structure and focuses on favorable organizational 
positions for working means the places where people feel comfortable and satisfaction toward the objectives of 
the organization and their ability to act responsibly [10].Manager's role is as the main factor in creating and 
developing health level at centers. Managers have duties in the centers which should understand the 
organizational roles, interpersonal relations and the objectives of that center clearly. They should try in order to 
meet the needs of members and clients of the center. The organization should also enable the center to deal with 
external and internal forces successfully, so it can guide destructive forces in order to reach the organization's 
main goals, to provide the center’s objectives and to ensure its effectiveness and viability. In this regard, trying 
to maintain organizational health and compatibility of education systems with complex social changes, requires 
having high-quality education for all, as well as human interactions globalization. Meaning that managers 
become the most important factor in modernization of the educational system and the employees’ academic 
achievement instead of being administrators and simple employees [2]. 

Research has shown that the managers will win future competitions which are able to have relationship with 
their human resources effectively. In this field, emotional intelligence is one of the elements that can play a 
great role in manager’s relationship with the organization members, and according to Goleman (1998), this is an 
inevitable condition in the organization. According to Goleman, a leader should pay attention to the concept of 
emotional intelligence in development strategies. Whatever we go to higher levels in organizations, the 
importance of emotional intelligence increases comparing with rational intelligence. 

According to research conducted, managers with high emotional intelligence, have 127 percent productivity 
more than others.In jobs that require mechanical skills, employees with high emotional intelligence, have 
productivity twelve times more than those with low emotional intelligence. Studies show that emotional 
intelligence is involved in individuals’ position and occupational success15-45 percent, while it is said that 
general IQ portion in it is less than 60 percent [9]. 

Considering Lynden and Klingel (2000), organizational health is relatively a new concept and includes the 
organization's ability to carry out its duties effectively in line with organizational development and 
improvement. A healthy organization is where people want to stay and work, there as well as wanting to be 
helpful and effective. 

Organizational health can have a positive impact on students’ performance and their learning through 
improved working relationships and enhancing the effectiveness of center staff. We can identify the members’ 
talents via organizational health to achieve the organization's objectives desirably [11]. 

According to Saint Louis University research (2009), educators in 23 states of USA have used 
organizational health as a diagnostic and troubleshooting tool to improve the management and organizational 
effectiveness [5]. 

Viitanen and Konu (2009), investigated the leadership styles among average level managers in Finland 
university hospitals. The results of this study indicate that there is a significant difference between the leadership 
styles of managers in terms of gender, work experience, activity and size of the unit. In addition, leadership 
styles affect the organization's activities, while less attention is on cross-organizational roles. 

In a research was conducted by Yaqubi,Yazdani Moghadami in 2013, entitled "The Relationship between 
emotional intelligence and transformational leadership style", data analysis using the Spearman correlation 
coefficient showed that the relationship between emotional intelligence and transformational leadership style is 
significant.In addition, all components of emotional intelligence and transformational leadership style have a 
significant relationship. Also multiple regression analysis indicated that among the components of emotional 
intelligence, self-awareness and relations management have the greatest impact in transformational leadership 
[7]. 
 
Research Methodology: 

The present research is practical in terms of purpose and is descriptive -correlation in terms of methods of 
running. The research statistical population examined in this study include all north Fras University of Payame 
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Noor staff (Abade, Eghlid, Safashahr, Bavanat), with total of 57 people (57 questionnaires were given to the 
staff which 34 people responded and handed over). 

This research was conducted using three types of questionnaires. Sieberia Shrink Questionnaire was used 
for measuring the emotional intelligence. It should be noted that this test has been normalized by Mansouri 
(2001) in the form of master's thesis. The reliability coefficient was calculated 85%. 

We also used Bass and Avolio'strans formational leadership questionnaire which examine four dimensions 
(idealized influence, inspirational motivation, considerateness, rational persuasion).This questionnaire has been 
adjusted by 20 items based on the Likert five-item scale (5 = Always, often = 4, sometimes=3, rarely = 2 and 
never = 1) and has prepared in two special for leaders and followers which examines the way ofa person's 
leadership and his followers from their points of view. Reliability coefficient of this questionnaire in the pilot 
study on a sample of 30 people was 0.88. We also applied Hoy et al used questionnaires to assess organizational 
health which has seven dimensions: 1) institutional integration,2) manager influence, 3)consideration, 
4)structuring, 5) resource supporting, 6) spirit and 7) scientific emphasize. The questionnaire consists of 44 
items that were completed by staff. The reliability coefficient 90% calculated in this test demonstrates excellent 
validity of the tool. We have used correlation tests and multivariate regression in this study to analyze collected 
data, which is the perfect tool for finding relationship between the variables.  
 
4. Data Analysis and research findings: 

The first main hypothesis: there is a relationship between emotional intelligence and organizational health. 
 
Table 1: Correlation coefficient between emotional intelligence and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Emotional Intelligence 0.205* 0.042 0.048 
P=0.05 

 
The results showed correlation coefficient between emotional intelligence and organizational health was 

significant. Also according to the coefficient of determination (0.205), there was a significant relationship 
between emotional intelligence and organizational health; therefore, first main hypothesis that there is a 
relationship between emotional intelligence and organizational health, was confirmed (Table 1). 

The second main hypothesis: there is a relationship between transformational leadership and organizational 
health. 
 
Table 2: The Correlation coefficient between transformational leadership and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Transformational leadership 0.295* 0.067 0.012 
P=0.05 

 
The results showed correlation coefficient between transformational leadership and organizational health 

was significant. Also according to the coefficient of determination (6.7), percent of the variance in 
transformational leadership and organizational health was common. Therefore, the second main hypothesis that 
there is a relationship between transformational leadership and organizational health, was confirmed (Table 2). 

The third main hypothesis: there is a relationship between transformational leadership and emotional 
intelligence. 
 
Table 3: The Correlation coefficient between transformational leadership and emotional intelligence 

Transformational leadership variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Emotional intelligence 0.314* 0.098 0.002 
P=0.01 

 
The results showed correlation coefficient between emotional intelligence and transformational leadership 

was significant, this means that, there was a significant relationship between emotional intelligence and 
transformational leadership (r=0.314). Also according to the coefficient of determination (r2) (9.8), percent of 
the variance in emotional intelligence and transformational leadership was common. Therefore, the third main 
hypothesis that there is a relationship between transformational leadership and emotional intelligence, was 
confirmed (Table 3).  
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First subsidiary hypothesis: there is a relationship between idealized influence and organizational health 
 
Table 4: The correlation coefficient between idealized influence and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Idealized influence 0.230* 0.052 0.027 

P<0.05 

 
The results showed correlation coefficient between idealized influence and organizational health was 

significant, this means that, there was a significant relationship between idealized influence and organizational 
health (r=0.230). Also according to the coefficient of determination (r2) (5.2), percent of the variance in 
idealized influence and organizational health was common. Therefore, the first subsidiary hypothesis that there 
is a relationship between idealized influence and organizational health, was confirmed (Table 4). 

The second subsidiary hypothesis: there is a relationship between inspirational motivation and 
organizational health 
 
Table 5: The correlation coefficient between inspirational motivation and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Inspirational motivation 0.216* 0.046 0.038 

P<0.05 

 
The results showed correlation coefficient between inspirational motivation and organizational health was 

significant, this means that, there was a significant relationship between inspirational motivation and 
organizational health (r=0.216). Also according to the coefficient of determination (r2) (4.6), percent of the 
variance in inspirational motivation and organizational health was common. Therefore, the second subsidiary 
hypothesis that there is a relationship between inspirational motivation and organizational health, was confirmed 
(Table 5).  

The third subsidiary hypothesis: there is a relationship between rational persuasion and organizational 
health 
 
Table 6: The correlation coefficient between rational persuasion and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Rational persuasion 0.354* 0.125 0.001 

P<0.05 

 
The results showed correlation coefficient between rational persuasion and organizational health was 

significant, this means that, there was a significant relationship between rational persuasion and organizational 
health (r=0.354). Also according to the coefficient of determination (r2) (12.5), percent of the variance in 
rational persuasion and organizational health was common. Therefore, the third subsidiary hypothesis that there 
is a relationship between rational persuasion and organizational health, was confirmed (Table 6). 

The fourth subsidiary hypothesis: there is a relationship between idealized influence and organizational 
health 
 
Table 7: The correlation coefficient between chariness-oriented style and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   

Chariness-oriented style 0.173* 0.030 0.097 

P<0.05 

 
The results showed correlation coefficient between chariness-oriented style and organizational health was 

significant, this means that, there was a significant relationship between chariness-oriented style and 
organizational health (r=0.173). Also according to the coefficient of determination (r2) (3), percent of the 
variance in chariness-oriented style and organizational health was common. Therefore, the fourth subsidiary 
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hypothesis that there is a relationship between chariness-oriented style and organizational health, was confirmed 
(Table 7). 

The fifth subsidiary hypothesis: there is a relationship between self-motivation and organizational health 
Table 8: The Correlation coefficient between self-motivation and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Self-motivation 0.209* 0.044 0.044 

P<0.05 

 
The results showed correlation coefficient between self-motivation and organizational health was 

significant, this means that, there was a significant relationship between self-motivation and organizational 
health (r=0.209). Also according to the coefficient of determination (r2) (4.4), percent of the variance in self-
motivation and organizational health was common. Therefore, the fifth subsidiary hypothesis that there is a 
relationship between self-motivation and organizational health, was confirmed (Table 8). 

The sixth subsidiary hypothesis: there is a relationship between self-awareness and organizational health 
 
Table 9: The correlation coefficient between self-awareness and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Self-awareness 0.203* 0.041 0.051 

P<0.05 

 
The results showed correlation coefficient between self-awareness and organizational health was 

significant, this means that, there was a significant relationship between self-awareness and organizational 
health (r=0.203). Also according to the coefficient of determination (r2) (4.1), percent of the variance in self-
awareness and organizational health was common. Therefore, the sixth subsidiary hypothesis that there is a 
relationship between self-awareness and organizational health, was confirmed (Table 9). 

The seventh subsidiary hypothesis: there is a relationship between self-control and organizational health 
 
Table 10: The correlation coefficient between self-control and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Self-control 0.228* 0.052 0.028 

P<0.05 

 
The results showed correlation coefficient between self-control and organizational health was significant, 

this means that, there was a significant relationship between s self-control and organizational health (r=0.228). 
Also according to the coefficient of determination (r2) (5.2), percent of the variance in self-control and 
organizational health was common. Therefore, the seventh subsidiary hypothesis that there is a relationship 
between self-control and organizational health, was confirmed (Table 10). 

The eighth subsidiary hypothesis: there is a relationship between social consciousness and organizational 
health 
 
Table 11: The correlation coefficient between social consciousness and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Social consciousness 0.033* 0.001 0.753 

P<0.05 

 
The results showed correlation coefficient between social consciousness and organizational health was 

significant, this means that, there was a significant relationship between s social consciousness and 
organizational health (r=0.033). Also according to the coefficient of determination (r2) (0.1), percent of the 
variance in social consciousness and organizational health was common. Therefore, the eighth subsidiary 
hypothesis that there is a relationship between social consciousness and organizational health, was confirmed 
(Table 11). 

The ninth subsidiary hypothesis: there is a relationship between social skills and organizational health 
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Table 12: The correlation coefficient between social skills and organizational health 

Organizational health variable 
Statistical Indicators 
 
Predictor variables 

Correlation coefficient The square of Correlation 
coefficient 

Significance level 

   
Social skills 0.342** 0.117 0.001 

P<0.01 

 
The results showed correlation coefficient between social skills and organizational health was significant, 

this means that, there was a significant relationship between s social skills and organizational health (r=0.342). 
Also according to the coefficient of determination (r2) (11.7), percent of the variance in social skills and 
organizational health was common. Therefore, the ninth subsidiary hypothesis that there is a relationship 
between social skills and organizational health, was confirmed (Table 11). 

 
The tenth subsidiary hypothesis: the dimensions of emotional intelligence can predict organizational health: 
 
Table 13: Multiple correlation coefficient between the dimensions of emotional intelligence and organizational health 

Statistical Indicators 
 
 
The criterion variable 
 

Predictor 
variables 

Multiple 
correlation 
coefficient 

The square 
of multiple 
correlation 
coefficient 

The square 
of modified 
multiple 
correlation 
coefficient  

F Coefficient 
 

Significance 
level 

Organizational 
health 

The 
second 
step 

Social skills, 
self-control 

0.402 0.162 0.143 7.696 0.001 

P<0.01 

 
As the findings of Table 13 shows, among the studied variables in regression, the best predictor of 

organizational health is social skills in the first step and self-control in second one. Based on stepwise regression 
analysis results, the relationship between dimensions of social skills and self-control with the organizational 
health was significant. On this basis, in the second step, the social skills and self-control dimension coefficients 
explains the organizational health variance of 16.2%. F observed in level p< 0.01 was significant. So, the 
regression can be generalized to statistical community. 

 
Table 14: Beta coefficient to predict the dimensions of emotional intelligence and organizational health 

Statistical Indicators 
 
 
The criterion variable 
 

Predictor 
variables 

Non-standard Beta 
coefficients  
 
 
Beta-standard error 

Standardized 
Beta 

t Coefficient 
 

Significance 
level 

Organizational 
health 

The 
second 
step 

Social skills, 3.372 0.981 0.332 3.438 0.001 
Self-control 1.313 0.598 0.212 2.196 0.031 

P<0.01 

 
Results in Table 14 indicate that beta coefficient increasing per unit in the social skills dimension, would 

increase organizational health 0.332 per unit and the dimension of self- control increases organizational health 
0.212 per unit. 

The tenth prediction equation research hypothesis can be provided as follows: 
Organizational health = constant coefficient (31.544) + social skills (3.372) + self-control (1.313) 

 
Table 15:  External variables in the regression equation to predict organizational health and the dimensions of emotional intelligence 

 Scale Beta t value Significance level 
First steps Self-motivation 0.160 1.656 0.101 

Self-consciousness 0.055 0.433 0.666 
Social consciousness 0.162 1.459 0.051 

P<0.05 

 
According to the results presented in Table 15 the relationship between self-motivation, self-awareness, 

social consciousness and organizational health was not significant. 
The eleventh subsidiary hypothesis: dimensions of transformational leadership can predict organizational 

health. 
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Table 16: Multiple correlation coefficient of transformational leadership and organizational health 

Statistical Indicators 
 
 
The criterion variable 
 

Predictor 
variables 

Multiple 
correlation 
coefficient 

The square 
of multiple 
correlation 
coefficient 

The square 
of modified 
multiple 
correlation 
coefficient  

F Coefficient 
 

Significance 
level 

Organizational 
health 

The first 
step 

Rational 
persuasion 

0.354 0.125 0.115 13.010 0.001 

P<0.01 

 
As the findings of Table 16 shows, the best predictor of organizational health among the studied variables 

in the regression in the first step is rational persuasion dimension. According to the results of stepwise 
regression analysis, the relationship between rational persuasion and organizational health was significant. On 
this basis, in the first step, the rational persuasion dimension coefficient of 12.5% explained the of variance 
organizational health. F observed in level p<0.01 was significant .so the regression would be generalized to 
statistical population. 
 
Table 17: Beta coefficient to predict the dimensions of transformational leadership and organizational health 

Statistical Indicators 
 
 
The criterion variable 
 

Predictor 
variables 

Non-standard Beta 
coefficients  
 
 
Beta-standard error 

Standardized 
Beta 

t Coefficient 
 

Significance 
level 

Organizational 
health 

The first 
step 

Rational 
persuasion 

2.056 0.570 0.354 3.607 0.001 

P<0.01 

 
According to the results presented in Table 17, beta coefficient for one-unit increase in rational persuasion, 

organizational health increased 0.354 unit. 
The eleventh prediction equation hypothesis can be provided as follows: 
Organizational health = constant coefficient (146.399) + rational persuasion (2.056). 

 
Table 18: External variables in the regression equation to predict the organizational health and dimensions of transformational leadership 

  Scale Beta t value Significance level 
First steps Idealized influence 0.253 1.369 0.175 

Inspirational motivation 0.137 0.895 0.373 

Chariness-oriented style 0.278 1.764 0.081 

P<0.05 

 
According to the results presented in Table 18, there was no significant relationship between the dimensions 

of idealized influence, inspirational motivation, and chariness-oriented style with organizational health. 
 
5. Conclusions and Recommendations: 

In a research was conducted by Yaqubi,Yazdani Moghadami in 2013, entitled "The Relationship between 
emotional intelligence and transformational leadership style", data analysis using the Spearman correlation 
coefficient showed that the relationship between emotional intelligence and transformational leadership style is 
significant.In addition, all components of emotional intelligence and transformational leadership style have a 
significant relationship. Also multiple regression analysis indicated that among the components of emotional 
intelligence, self-awareness and relations management have the greatest impact in transformational leadership. 

The results of the questionnaire about the first question showed that there is a significant relationship 
between emotional intelligence and organizational health. Based on the determination coefficient of 2.4 %, the 
variance of emotional intelligence and organizational health was common. Also, by using multiple regression to 
examine the dimensions of emotional intelligence of organizational health prediction power, it was considered 
that the best predictor among the studied variables was social skills in the first step and self-control in the 
second Based on stepwise regression analysis, the relationship between social skills and self-control dimensions 
with organizational health was significant. F observed in level p<0.01 was significant, so, we can generalize the 
regression to the statistical population. It also suggests that beta coefficient increasing per unit in the social skills 
dimension, would increase organizational health 0.332 per unit and the dimension of self- control increases 
organizational health 0.212 per unit. Managers who have high social skills, will have healthier organization. 
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Reviewing the findings of the questionnaire for the second main hypothesis, showed there is a significant 
relationship between transformational leadership and organizational health (r = 0.259).Therefore, the second 
main hypothesis saying that there is a relationship between transformational leadership and organizational 
health, is confirmed. In reviewing the dimensions of transformational leadership with organizational health by 
means of multivariate regression, it was observed that among the studied variables in the regression, the best 
predictor of organizational health in the first step is rational persuasion dimension. According to the results of 
stepwise regression analysis, the relationship between rational persuasion and organizational health was 
significant. On this basis, in the first step, the rational persuasion dimension coefficient of 12.5% explained the 
of variance organizational health. F observed in level p< 0.01 was significant .so the regression would be 
generalized to statistical population. 

In other words, the persuasive leadership style has relationship with the components of organizational 
health and managers who use this style may affect the organizational health. The findings in this field shows that 
if the leadership style is based on trying to coordinate colleagues working as well as communicating easily with 
other staff, we can see improvement in regular learning environment at the universities. 

The results of the third main hypotheses showed that the correlation coefficient between transformational 
leadership and emotional intelligence is significant. It means there is a significant relationship between 
transformational leadership and emotional intelligence (r=0.314).Based on coefficient of determination (r2) 9.8 
%, the variance in emotional intelligence and transformational leadership has been common. So the third main 
hypotheses are confirmed saying that there is a relationship between the emotional intelligence and 
transformational leadership. 

Based on the foregoing, and because today, in modern leadership styles have been used in organizations as 
well as organizational health as a factor in achieving success and progress of the organization is very important, 
we should follow this issue that whether there is any relationship between the implementation of the new styles 
of leadership, combined with emotional intelligence in organizations and their organizational health? 

A leader who is emotionally intelligent can control his mentality through self-awareness, improve it by self-
regulation, understand its impact by sympathy, and via managing relationships, behave in a manner that would 
enhance the spirit of cooperation. Such leader can easily deal with problems and offer better solutions. His 
decisions are flexible and he creates enthusiasm, confidence and a sense of cooperation in his followers. Thus, 
most researchers have introduced emotional intelligence as a factor for effective leadership in recent decades. 
Organizational health is a key managerial structure, and focus on organizational desired position for working 
means places where people feel comfort and satisfaction towards the objectives of the organization and their 
ability to act responsibly. 

Considering the results obtained in this study, it is clear that we have to consider selecting qualified 
managers with emotional intelligence characteristics especially in educational centers like universities, to 
increase educational quality. So, according to these characteristics managers cause ideas production, emotions, 
and strengthening the spirit of cooperation among the employees through applying true thoughts and feelings as 
well as his understanding of the feelings of himself and others can attain insight about individuals’ incentive at 
work. 
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