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Abstract 

In the global competitive market of today, Human Resources are playing a vital role in almost all 

aspects of life and in organizational development. As more and more organizations are making 

progress, by making the use of human resources, they need some means to increase the 

performance in human resource by increasing the efficiency of leaders and their followers. 

Emotional Intelligence is playing the vital role in the performance of the leaders and the 

efficiency of leadership skills. Despite the very valued job that emotional intelligence (EI) could 

play in enhancing individuals’ recital and line of work prospects in administration, people 

employed, managers and line of work professionals through the world  are  still  in  search  of  

practical  frameworks  for  understanding  the concept. This is because EI examine end yield 

from academics still continue mostly as relationships, co-variations and associations between EI 

and other variables. This paper looks for to give a useful plan that could aid managers, people 

employed and line of work advisors appreciate what EI competencies population want to procure 

and how these could be deduced through EI training. Leadership study and practice has obtained 

new vigilance in recent years next unprecedented transformation skilled by associations in the 

direction of the end of the last millennium. The proportions of this form include: loans a dream, 

directs and boosts change, leverages discovering and development, examines out for other ones, 

lauds accomplishment, and inhabits by example. According to the outcomes of this study, the 6-

L structure assists as a helpful form for authority performance. 

Keywords:  Emotional Intelligence (EI), Intelligence Quotient (IQ), Leadership followers. 
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1. Introduction 

In this chapter attempt has been made to introduce the present study, which argues for rational 

background of the study, followed by scope, objectives, though the history of Emotional 

Intelligence and Leadership Performance . It has been observed that Emotional Intelligence and 

leadership Performance has a high impact on leadership followers which leads to the 

Organizational Development. This chapter will provide the summary of the study.  

1.1 Background: 

Ever since there has been a need to hire someone to do a job, employers have been trying to 

figure out how to hire the right person. This is not a simple task and with our increasingly 

complex society it to becomes more difficult. Hiring the wrong employees can be costly to 

organizations. Even hiring employees that just perform at the status quo becomes costly to 

organizations in today’s competitive business climate. Organizations need people with the 

abilities to move the company forward and keep the company’s competitive edge. The 

difficulties in finding the uniquely gifted persons who can do so is reflected in the old Chinese 

proverb, “An army of a thousand is easy to find, but, ah, how difficult to find a general.” Many 

tools have been used to find just the right employee. Most prominently is perhaps the 

Intelligence quotient (IQ) test. 

This paper will discuss intelligence testing and also a relatively new concept called Emotional 

Intelligence (EI). Intelligence quotient measurement has long been a tool used to measure 

cognitive abilities and predict career success. Stephen Jay Gould (1981) notes that Terman, an 

investigator of IQ early in the last century believed that, “Society may need masses of the 

‘merely inferior’ to run its machines… but its ultimate health depends on the leadership of EI 

and Career Success 8 rare geniuses with elevated IQ’s” (Gould, p. 183). Since Daniel Goleman's 

(1996) popular book on the subject of Emotional Intelligence, the idea that IQ is the best 

predictor is being questioned (Dulewicz, & Higgs, 2000). Dr. Harvey Silver, a leading 

management consultant in Canada, has said that “Around one-third of a leader’s success is based 

on IQ and expertise, the other two-thirds on EQ (EI)” (Tomlinson, 2002, p. 7). This does closely 

parallel research into the importance of EI in career success (Dulewicz, & Higgs, 2000). 
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1.2 Scope of Study: 

The past decade of leadership theory and research has delivered considerable support for the 

value of evolutional and charismatic leadership in organizations. They are focused on leadership 

models centers on the leader’s establishment, communication, and implementation of a vision, 

defined here as a highly enviable and colorful future organizational state that motivates followers 

(Strange and Mumford, 2002; Berson et al., 2001). Indeed, most current leadership scholars 

argue that exemplary leaders are described by their followers as visionary and inspirational 

(Rafferty and Griffin, 2004; Bass and Avolio, 1994; Conger, 1999), while recent experimental 

studies and meta-analytic reviews exhibit the powerful effects of visionary leadership on the 

individuals and groups with derive directly toward to organizational development. The 

realization of the utilization of Emotional Intelligence amount the leaders are been neglected and 

performance of the Leaderships been reduced for the followers. 

1.3 Limitation and Future Research Scope: 

The results of this case study were limited to data gathering and analysis from some region of an 

organization. Therefore, one should be careful not to generalize the findings to other settings or 

organizations. The study did not intend to determine whether Emotional Intelligence is more or 

less effective in promoting employee. The data was collected just from the some major national 

and multinational companies in Pakistan. The data was not just collected from any particular 

group or gender. 

2: Literature Review: 

Beginning as early as the late 1980s, leader-ship scholars have examined emotional binding 

proficiencies as key predictors of fruitful visionary leader-ship. Empirical examinations by 

Howell and Frost (1989), Holladay and Coombs (1994), Awamleh and Gardner (1999) and Den 

Hartog and Verburg (1997) deliberated the bindings amidst vision content (visionary vs 

nonvisionary) and binding manner (nonverbal expressiveness vs no nonverbal expressiveness) 

employing lectured actors as foremost figures and scholars as followers delineating their insights 

of visionary leader-ship, charisma, and leader-ship effectiveness. The results of these 

examinations and other ones commonly support the binding between an emotionally expressive 

binding manner, distinguished by eye convey, facial expressiveness, fruitful signals, and vocal 
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kind, and follower insights of visionary leader-ship, charisma, and leader-ship effectiveness. 

However, no study to designated day has examined the bindings amidst emotional binding 

proficiencies, visionary leader-ship, and leader-ship demonstration utilizing bona fide managers 

and their direct statements in bona fide organizations. Thus, the justification of this study is to 

carry on the visionary leader-ship publications by deeming how older organizational leaders’ 

emotional expressivity assists to their direct followers’ insights of visionary leader-ship, leader-

ship effectiveness, and organizational change.  

Leader-ship authors have recently dedicated considerable vigilance to the function of emotional 

intelligence as a critical interpersonal competency for today’s leaders. Both theoretical and 

empirical enquiries provide signs for the attachment between foremost emotional competencies, 

including self-awareness, emotional expressivity, self-monitoring, and empathy, and a kind of 

important leader-ship outcomes. 

Research attempted over the last 10 years has showed the power of transformational and 

charismatic leader-ship in organizations. Although the theoretical types inherent transformational 

(Bass and Avolio, 1994) and charismatic (Conger and Kanungo, 1998) leader-ship have some 

dissimilarities, they all assertion that exemplary leader-ship enumerations mostly on the 

articulation of an inspiring and viable illusion (Strange and Mumford, 2002). Indeed, the creative 

attachment of a viable illusion is affiliated to a very broad kind of affirmative deductions, 

including organizational production (Waldman et al., 2001), followers’ mind-set and production 

(Dumdum et al., 2002), top management assembly cohesion and organizational citizenship 

behaviors. Overall, comprehensive meta-analyses by Lowe et al. (1996) and Dumdum et al. 

(2002) determination that visionary leader-ship is powerfully affiliated with follower job 

acceptance and insights of leader-ship effectiveness. 

An ever-increasing number of investigators integrate the Big Five in their study, permitting them 

to contrast their outcome with other studies. However, time or space to encompass added 

questionnaires is often restricted, as is the motivation and vigilance of participants, so some short 

devices to consider the Big Five have been evolved (e.g., Gosling, Rentfrow, & Swann, 2003). 

The BFI is particularly intriguing in this consider because it is without coercion accessible and 

thus broadly utilized in Internet evaluation (e.g., Srivastava, John, Gosling, & Potter, 2003). 

An ever-increasing number of investigators integrate the Big Five in their study, permitting them 

to contrast their outcome with other studies. However, time or space to encompass added 



 
      ijcrb.webs.com 
     INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 
 

 
COPY RIGHT © 2012  Institute of Interdisciplinary Business Research  

1293

 
 
JANUARY 2012 
VOL 3, NO 9 
 

questionnaires is often restricted, as is the motivation and vigilance of participants, so some short 

devices to consider the Big Five have been evolved (e.g., Gosling, Rentfrow, & Swann, 2003). 

The BFI is particularly intriguing in this consider because it is without coercion accessible and 

thus broadly utilized in Internet evaluation (e.g., Srivastava, John, Gosling, & Potter, 2003). 

While the dialogues above portray EI as a virtuous particular feature or are there careers / 

occupations / duties in which a high crosswise of EI might presently be a penalty or could be 

adapted to the detriment of others? Research is scanty in countering this question. However, 

there are republican literatures available in the print media that advise population on themes such 

as “Emotional abuse”, “Emotional blackmail”, “how to calm people”, etc.. These literatures, 

though, do not promulgate population to exercise EI in any negative or undesirable ways. Instead 

they advise population on how to trade with relationships and instances after other population 

exercise be dismayed, responsibility, and guilt to guide and receive item done. 

The 6-L framework comprises six behavioral proportions of leadership.  (Tirmizi, 2002) 

According to the form, productive leaders adequately display these behaviors. The proportions 

and their interpretation follow. In recounting these proportions, linkages are conceived with 

living leadership literature. 

This can be utilized to characterize a leader who hunts for new possibilities for the organization; 

trials persons to trial new things; stimulates in other ones new perspectives and modes of 

managing things; proposes new modes of looking at how to entire assignments; explorations out-

of-doors the prescribed boundaries of his/her association for innovative modes to advance what 

is being finished (Tirmizi, 2002). 

According to a vintage saying, actions speak louder than words. One way a leader can leverage 

subordinate firm promise is by exemplary demeanor in day-to-day interaction with subordinates. 

This is furthermore renowned as roe modeling. (Tirmizi, 2002) Leaders who are function forms 

comic for their beliefs. They perform what they preach. They display other ones by their own 

demonstration that they reside by the standards that they profess. It is consistency between 

phrases and activities that builds a leader’s integrity (Kouzes and Posner, 1987). 

The third dimension that appeared as significant was lands achievement. This dimension is about 

recognition. Recognizing engages giving applaud and displaying admiration to other ones for 

productive presentation, important achievements, and significant assistance to the association. 
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• Extraversion 
• Agreeableness 
• Conscientiousness 
• Neuroticism 
• Openness 

 

• Leads and encourages change 
• Lives by example 
• Lauds achievement 
• Lends a vision 
• Leverages Learning and 

development 
• Looks out for others 

Emotional Intelligence 

Leadership Performance 

Organizational 
Development 

Independent Variable Mediating Variable Dependent Variable 

Extraordinary accomplishments seldom flourish in unappreciative settings. Effective leaders 

made an attentive effort to strengthen any activity that is helpful for the association (Bass, 1990). 

A vision is an ideal and unique photo of a regular future. It is a mental diagram of what 

tomorrow will facade like. Leadership vision though noteworthy, is adequate for an organization 

to transfer forward. What is steadily noteworthy is the talent to acquaintance that vision so that 

others suppose what the leader sees. According to (Tirmizi, 2002) the leader acts as a channel of 

expression and demonstrates the population how the vision can straight away superiority them, 

and how their actual requires can be satisfied. Vision is a noteworthy constituent in close to all 

the charismatic and transformational theories and models of leadership detected above. 

The natural environment of most organizations is evolving dynamic and competitive. To battle 

such dynamic and turbulent times, associations require persons who are oriented in the direction 

of discovering, and furthermore leaders who leverage discovering and development. Leaders can 

manage several things to conceive situation favorable to discovering and development.  

This dimension recounts the span to which leaders’ display anxiety for the welfare of the other 

constituents of the group. It can be glimpsed as a pro-social demeanor for example assisting, 

distributing, cooperating and volunteering. (Tirmizi, 2002) Leaders manifest it by performing a 

considerate method, forfeiting their own concerns, and expending time and power for the 

individual welfare of work unit members. They trial to conceive a natural environment of 

Emotional support, heat and friendliness. Moreover, the leaders are approachable and manage 

things to make work pleasant. 

3. Theoretical Framework 
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3.1 Model: 

3.2 Formula: 

Impact of Emotional Intelligence on Organizational Development 

OD = α + β (EI) 

EI = α + β1(E) + β2(A) + β3(C) + β4(N) + β5(O) 

Impact of Leadership Performance on Organizational Development 

OD = α + β (LP) 

LP = α + β1(LEC)+β2(LBE)+β3(LA)+β4(LV)+β5(LLD)+β6(LoO) 

4. Research Methodology: 

This research has been quantitative and was a descriptive in nature. The research was only been 

conducted in non-contrived environment by which all employees could easily understand the 

survey questionnaire. In non-contrived environment we can only perform field experiment. 

Through this type of experiment the internal validity could not be affected either the study 

conducted on trail or annually basis. The research design support causal study as we know that 

the cause and effect relationship can be assessed accurately and results in generalized.  

Business research can be classified into deductive and inductive approaches. We have chosen the 

deductive approach as it is the most appropriate for this research study. Business research 

strategy can be differentiated into to qualitative and quantitative methods. The best form of 

quantitative research is use of a questionnaire (Bryman and Bell, 2003). In combination with the 

deductive research approach, this research study will be quantitative in nature.  

The questionnaire is used as tool to gather primary data and ensure the level to which the 

Emotional Intelligence, Leadership Performance and Organizational Development can be 

acquired. It is worth mentioning that most of the organizations are focused on IQ instead of EQ. 

In this research target population is employees who are serving in six different organizations, 

including banks, healthcare hospital, engineering company, educational Institution, construction 

company, and pharmaceutical company operating in Pakistan. The samples of populations were 

fairly combinations of males and females. The entire six organizations samples were equally 

divided. However, in this study conveniently sampling was selected. 
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This study is based on quantitative method for the collection and analysis of data. First of all by 

Cronbach’s alpha, the reliability of the scale was assessed. The value of Cronbach’s alpha shows 

the consistency of respondent’s answers. Finally, Correlation Coefficient, Regression analysis 

and ANOVA will be run to test the research hypothesis. The above tests were analyzed through 

SPSS (statistical package for social sciences). 

Total number of 200 respondent participated in the survey out of which 195 responses were 
select and the rest were omitted due to the surrogate error. The respondent includes 141 (72 
percent) males and 54 (28 percent) females. The experience breakdown of the respondent was as 
follows: less than 3 months n=0 (0 percent), 3 months - 1 year n=8 (4 percent), 1 - 3+ years n=56 
(29 percent), 4 - 6+ years n=65 (33 percent), 7 - 10+ years n=45 (23 percent), and 10+ years 
n=21 (11 percent). The age breakdown of the respondent was as follows: 18-24 years n=23 (12 
percent), 25-34 years n=73 (37 percent), 35-44 years n=77 (39 percent), 45-54 years n=22 (11 
percent), and 55-60 years n=0 (0 percent). The marital status breakdown of the respondent was 
as follows: married n=137 (70 percent), single n=58 (30 percent), widowed n=0 (0 percent), and 
divorced n=0 (0 percent). The education breakdown of the respondent was as follows: Graduate 
n=8 (4 percent), postgraduate n=94 (48 percent), professional degree n=42 (22 percent), and 
masters or PhD n=42 (22 percent). 

5. Analysis and Results: 

5.1 Regression (Emotional Intelligence): 

H01a: Big Five Indicators (Extraversion, Agreeableness, Conscientiousness, Neuroticism and 

Openness) has no significant impact on Emotional Intelligence. 

5.1.1 Descriptive Statistics: 

 Mean Std. Deviation N 

Emotional Intelligence 3.7190 .33767 195

Extraversion 3.3392 .37806 195

Agreeableness 3.5468 .43854 195

Conscientiousness 3.5116 .50794 195

Neuroticism 3.4042 .55286 195

Openness 3.6791 .52550 195

Table 5.1. 1 Descriptive Statistics 

 



 
      ijcrb.webs.com 
     INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 
 

 
COPY RIGHT © 2012  Institute of Interdisciplinary Business Research  

1297

 
 
JANUARY 2012 
VOL 3, NO 9 
 

5.1.2 Correlation: 

 
Emotional 

Intelligence 
Extraversion Agreeableness Conscientiousness Neuroticism Openness

Emotional 

Intelligence 
1.000   

Extraversion .629 1.000   

Agreeableness .582 .128 1.000   

Conscientiousness .531 .513 .071 1.000  

Neuroticism .534 .034 .763 .139 1.000 

Openness .559 .132 .701 .162 .754 1.000

Table 5.1. 2 Correlation 

5.1.3 Model Summary: 

Change Statistics 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error 

Estimate 
R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .859a .738 .731 .17524 .738 106.263 5 189 .000

a. Predictors: (Constant), Openness, Extraversion, Conscientiousness, Agreeableness, Neuroticism 

Table 5.1. 3 Model Summary 

5.1.4 ANOVA: 

 
 
  b. Dependent Variable: Emotional Intelligence 
 
 
   Table 5.1. 4 ANOVA 
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5.1.5 Coefficients: 

Collinearity Statistics 

Model B 

Std. 

Error Beta t Sig. Tolerance VIF 

(Constant) .386 .147  2.622 .009   

Extraversion .400 .040 .448 10.034 .000 .697 1.436

Agreeableness .220 .047 .286 4.638 .000 .365 2.741

Conscientiousness .156 .030 .235 5.290 .000 .701 1.426

Neuroticism .101 .041 .165 2.453 .015 .308 3.250

1 

Openness .088 .039 .137 2.285 .023 .386 2.589

a. Dependent Variable: Emotional Intelligence 

Table 5.1. 5 Coefficients 

 

5.1.6 Reliability: 

Cronbach's Alpha N of Items 

.749 15

Table 5.1. 6 Reliability 

 

The data was analyzed through SPSS (statistical package for social sciences) software by using 

correlation and regression. The correlation test indicates that the correlation between the 

variables. The correlation values show that there is a positive correlation of Emotional 

Intelligence with Extraversion, Agreeableness, Conscientiousness, Neuroticism and Openness.  

The dependent variable “Emotional Intelligence” has the strongest positive correlation with 

Extraversion (0.629**), with Agreeableness there is moderate positive correlation (0.582*), with 

Conscientiousness moderate positive correlation (0.531*), with Neuroticism moderate positive 

correlation (0.534*) and with Openness moderate correlation (0.559*) at α=0.05.  
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Adjusted R2 tells that 73.1% variation in emotional intelligence is explained by the model, which 

is a good estimate. All the p-values for regression coefficient of independent variable are below 

0.05. Therefore, linear model can be fitted. The F shows the combination of all variable, overall 

significances of the Model its mean one variable intercept on other variable. The value F 

(106.23) shows that the model is significantly fit. It can be concluded that H11a of our research 

hypotheses is confirmed. Moreover, VIF factors of all predictors is less than 5 hence shows that 

no multicollinearity problem exist in the model. 

The alpha coefficient for the five items is .749, suggesting that the items have relatively high 

internal consistency.  (Note that a reliability coefficient of .70 or higher is considered 

"acceptable" in most social science research situations)  

5.2 Regression (Leadership Performance): 

H02a: 6-L Framework (Leads and encourages change, Leads by example, Lauds achievement, 

Lends a vision, Leverage learning and development and Look out for others) has no significant 

impact on Leadership Performance. 

H12a: 6-L Framework (Leads and encourages change, Leads by example, Lauds achievement, 

Lends a vision, Leverage learning and development and Look out for others) has no significant 

impact on Leadership Performance. 

5.2.1 Descriptive Statistics: 

 Mean Std. Deviation N 

Leadership Performance 3.9839 .37537 195

Leads and encourages change 3.3273 .42154 195

Lives by example 3.9300 .48746 195

Lauds achievement 3.7079 .43124 195

Lends a vision 4.0294 .45337 195

Leverages Learning and development 4.0278 .51119 195

Looks out for others 4.3010 .39892 195

Table 5.2. 1 Descriptive Statistics 
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5.2.2 Correlation: 

 

Leadership 

Performance 

Leads and 

encourages 

change 

Lives by 

example

Lauds 

achievement

Lends a 

vision 

Leverages 

Learning 

and 

development 

Looks 

out for 

others 

Leadership 

Performance 

1.000 .727 .613 .571 .819 .567 .354

Leads and 

encourages 

change 

.727 1.000 .615 .501 .532 .352 .233

Lives by 

example 

.613 .615 1.000 .463 .533 .493 .555

Lauds 

achievement 

.571 .501 .463 1.000 .441 .652 .030

Lends a vision .819 .532 .533 .441 1.000 .446 .229

Leverages 

Learning and 

development 

.567 .352 .493 .652 .446 1.000 .179

Looks out for 

others 

.354 .233 .555 .030 .229 .179 1.000

Table 5.2. 2 Correlation 
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5.2.3 Model Summary: 

Change Statistics 

Mod

el R 

R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 
R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .917a .841 .836 .15185 .841 166.245 6 188 .000

a. Predictors: (Constant), Looks out for others, Lauds achievement, Lends a vision, Leads and 

encourages change, Leverages Learning and development, Lives by example 

Table 5.2. 3 Model Summary 

5.2.4 ANOVA: 

Model Sum of Squares Df Mean Square F Sig. 

Regression 23.000 6 3.833 166.245 .000a

Residual 4.335 188 .023   

1 

Total 27.335 194    

a. Predictors: (Constant), Looks out for others, Lauds achievement, Lends a vision, Leads and 

encourages change, Leverages Learning and development, Lives by example 

b. Dependent Variable: Leadership Performance 

Table 5.2. 4 ANOVA 

 

 

 



 
      ijcrb.webs.com 
     INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 
 

 
COPY RIGHT © 2012  Institute of Interdisciplinary Business Research  

1302

 
 
JANUARY 2012 
VOL 3, NO 9 
 

 

5.2.5 Coefficients: 

Unstandardized 

Coefficients 

Standard

ized 

Coeffici

ents Correlations 

Collinearity 

Statistics 

Model B 

Std. 

Error Beta T Sig. 
Zero-

order

Partia

l Part 

Tolera

nce VIF

(Constant) -.048 .160  -.304 .762      

Leads and 

encourages 

change 

.335 .036 .376 9.255 .000 .727 .559 .269 .512 1.955

Lives by 

example 

-.099 .037 -.129 -

2.654

.009 .613 -.190 -.077 .359 2.785

Lauds 

achievement 

.083 .037 .095 2.208 .028 .571 .159 .064 .458 2.184

Lends a vision .438 .031 .529 14.21

7

.000 .819 .720 .413 .609 1.641

Leverages 

Learning and 

development 

.123 .030 .167 4.080 .000 .567 .285 .118 .504 1.985

1 

Looks out for 

others 

.173 .035 .184 4.986 .000 .354 .342 .145 .622 1.609

a. Dependent Variable: Leadership Performance 

Table 5.2. 5 Coefficients 
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5.2.6 Reliability Statistics: 

Cronbach's Alpha N of Items 

.828 18

Table 5.2. 6 Reliability Statistics 

 

The data was analyzed through SPSS (statistical package for social sciences) software by using 

correlation and regression. The correlation test indicates that the correlation between the 

variables. The correlation values show that there is a positive correlation of Leadership 

Performance with Leads and encourages change, Leads by example, Lauds achievement, Lends a 

vision, Leverage learning and development and Look out for others.  

The dependent variable “Leadership Performance” has the strong positive correlation with Leads 

and encourages change (0.727**), with Leads by example there is strong positive correlation 

(0.613**), with Lauds achievement moderate positive correlation (0.571*), with Lends a vision 

strongest positive correlation (0.819**) with Leverage learning and development there is a 

moderate positive correlation (0.567*), and with Look out for others week positive correlation 

(0.354) at α=0.05.  

Adjusted R2 tells that 83.6% variation in Leadership Performance is explained by the model, 

which is a good estimate. All the p-values for regression coefficient of independent variable are 

below 0.05. Therefore, linear model can be fitted. The F shows the combination of all variable, 

overall significances of the Model its mean one variable intercept on other variable. The value F 

(166.245) shows that the model is significantly fit. It can be concluded that H11a of our research 

hypotheses is confirmed. Moreover, VIF factors of all predictors is less than 5 hence shows that 

no multicollinearity problem exist in the model.    

The alpha coefficient for the four items is 0.828, suggesting that the items have relatively high 

internal consistency.  (Note that a reliability coefficient of .70 or higher is considered 

"acceptable" in most social science research situations) 

5.3 Regression (Organizational Development with Emotional Intelligent): 

H01: Emotional Intelligence skills will not have any impact on Organizational Development. 
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5.3.1 Descriptive Statistics: 

 Mean Std. Deviation N 

Organizational Development 4.2834 .30565 195

Emotional Intelligence 3.7190 .33767 195

Table 5.3. 1 Descriptive Statistics 

5.3.2 Correlation: 

  Organizational 

Development 

Emotional 

Intelligence 

Organizational Development 1.000 .273 

Emotional Intelligence .273 1.000 

Table 5.3. 2 Correlation 

5.3.3 Model Summary: 

Change Statistics 

Model R 

R 

Square

Adjusted R 

Square 

Std. Error 

of the 

Estimate 
R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .273a .075 .070 .29479 .075 15.563 1 193 .000

a. Predictors: (Constant), Emotional Intelligence 

Table 5.3. 3 Model Summary 

5.3.4 ANOVA: 

Model Sum of Squares df Mean Square F Sig. 

Regression 1.352 1 1.352 15.563 .000a

Residual 16.772 193 .087   

1 

Total 18.124 194    

a. Predictors: (Constant), Emotional Intelligence 

b. Dependent Variable: Organizational Development 

Table 5.3. 4 ANOVA 



 
      ijcrb.webs.com 
     INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 
 

 
COPY RIGHT © 2012  Institute of Interdisciplinary Business Research  

1305

 
 
JANUARY 2012 
VOL 3, NO 9 
 

 

5.3.5 Coefficients: 

Unstandardized 

Coefficients 

Standardized 

Coefficients Correlations 

Model B Std. Error Beta t Sig. 
Zero-

order Partial Part 

(Constant) 3.364 .234  14.372 .000    1 

Emotional 

Intelligence 

.247 .063 .273 3.945 .000 .273 .273 .273

a. Dependent Variable: Organizational Development 

Table 5.3. 5 Coefficients 

5.3.6 Curve Fit: 

Model Summary 

Equation R Square F df1 df2 Sig. 

Linear .075 15.563 1 193 .000

Logarithmic .076 15.873 1 193 .000

Inverse .077 16.089 1 193 .000

Quadratic .076 7.919 2 192 .000

Cubic .076 7.919 2 192 .000

Compound .080 16.840 1 193 .000

Power .082 17.246 1 193 .000

S .083 17.552 1 193 .000

Growth .080 16.840 1 193 .000

Exponential .080 16.840 1 193 .000

Logistic .080 16.840 1 193 .000

The independent variable is Emotional Intelligence 

Dependent Variable: Organizational Development. 

Table 5.3. 6 Curve Fit 
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The data was analyzed through SPSS (statistical package for social sciences) software by using 

correlation and regression. The correlation test indicates that the correlation between the 

variables. The correlation values show that there is a positive correlation of Organizational 

Development with Emotional Intelligence.  

The dependent variable “Organizational Development” has the week positive correlation with 

Emotional Intelligence (0.273), at α=0.05.  

Adjusted R2 tells that 07.0% variation in Organizational Development is explained by the model. 

The p-values for regression coefficient of independent variable is below 0.05. Therefore, linear 

model can be fitted. The F shows the combination of all variable, overall significances of the 

Model its mean one variable intercept on other variable. The value F (15.563) shows that the 

model is significantly fit. It can be concluded that H11 of our research hypotheses is confirmed. 

5.4 Regression (Organizational Development with Leadership Performance): 

H02:  Leadership Performance will not have any impact on Organizational Development 

5.4.1 Descriptive Statistics: 

 Mean Std. Deviation N 

Organizational Development 4.2834 .30565 195

Leadership Performance 3.9839 .37537 195

Table 5.4. 1 Descriptive Statistics 

5.4.2 Correlation: 

 Organizational 

Developement Leadership Performance

Organizational Development 1.000 .630

Leadership Performance .630 1.000

Table 5.4. 2 Correlation 
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5.4.3 Model Summary: 

Change Statistics 

Model R R Square

Adjusted R 

Square 

Std. Error of 

the Estimate
R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .630a .397 .394 .23801 .397 126.922 1 193 .000

a. Predictors: (Constant), Leadership Performance 

Table 5.4. 3 Model Summary 

5.4.4 ANOVA: 

Model Sum of Squares df Mean Square F Sig. 

Regression 7.190 1 7.190 126.922 .000a

Residual 10.934 193 .057   

1 

Total 18.124 194    

a. Predictors: (Constant), Leadership Performance 

b. Dependent Variable: Organizational Development 

Table 5.4. 4 ANOVA 

5.4.5 Coefficients: 

Unstandardized 

Coefficients 

Standardized 

Coefficients Correlations 

Model B Std. Error Beta t Sig. 
Zero-

order Partial Part 

(Constant) 2.240 .182  12.298 .000    1 

Leadership 

Performance 

.513 .046 .630 11.266 .000 .630 .630 .630

a. Dependent Variable: Organizational Development 

Table 5.4. 5 Coefficients 



 
      ijcrb.webs.com 
     INTERDISCIPLINARY JOURNAL OF CONTEMPORARY RESEARCH IN BUSINESS 
 

 
COPY RIGHT © 2012  Institute of Interdisciplinary Business Research  

1308

 
 
JANUARY 2012 
VOL 3, NO 9 
 

 

5.4.6 Curve Fit: 

Model Summary 

Equation R Square F df1 df2 Sig. 

Linear .397 126.922 1 193 .000

Logarithmic .401 129.467 1 193 .000

Inverse .404 130.600 1 193 .000

Quadratic .401 64.144 2 192 .000

Cubic .401 64.144 2 192 .000

Compound .399 127.890 1 193 .000

Power .407 132.386 1 193 .000

S .413 135.660 1 193 .000

Growth .399 127.890 1 193 .000

Exponential .399 127.890 1 193 .000

Logistic .399 127.890 1 193 .000

The independent variable is Leadership Performance 

Dependent Variable: Organizational Development. 

Table 5.4. 6 Curve Fit 

5.4.7 Reliability Statistics: 

Cronbach's Alpha N of Items 

.719 3

Table 5.4. 7 Reliability Statistics 

 

The data was analyzed through SPSS (statistical package for social sciences) software by using 

correlation and regression. The correlation test indicates that the correlation between the 

variables. The correlation values show that there is a positive correlation of Organizational 

Development with Leadership Performance.  The dependent variable “Organizational 
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Development” has the moderate positive correlation with Leadership Performance (0.630) at 

α=0.05.  Adjusted R2 tells that 39.4% variation in Organizational Development is explained by 

the model. The p-values for regression coefficient of independent variable are below 0.05. 

Therefore, linear model can be fitted. The F shows the combination of all variable, overall 

significances of the Model its mean one variable intercept on other variable. The value F 

(126.922) shows that the model is significantly fit. It can be concluded that H12 of our research 

hypotheses is confirmed. The alpha coefficient for the four items is .719, suggesting that the 

items have relatively high internal consistency.  (Note that a reliability coefficient of .70 or 

higher is considered "acceptable" in most social science research situations) 

6. Conclusion: 

Managers who own emotional Intelligence set about supervisory responsibilities from a distinct 

viewpoint than controlling managers. They realize the significance of broadcasting competently 

with employees constituents, and of healing each worker with respect. Those who desire to be 

productive managers are well assisted by evolving a deeper comprehending of the notion of 

emotional understanding and applying it to their administration strategies.  

Managers who have spectacular leadership features are inclined to own emotional intelligence. 

It's significant to recognize that authority isn't an inherent part of being in a place of authority. 

Leadership is certain thing that workers bestow upon the most productive managers, and is 

booked for persons with high measures of integrity and spectacular connection skills.  

A person who is in melody with his or her own strong sentiments is much more probable to be 

adept to realize and empathize with the strong sentiments that influence the mind-set and 

behaviors of others. This is why emotional significance is so precious for managers. It's 

absolutely crucial for managers who desire to be examined as managers to recall that activities 

talk louder than words. This is certain thing that persons who own a high stage of emotional 

understanding appear to inherently understand.  

Supervisors who take the time to get to understand and actually hear to their workers are utilizing 

emotional understanding as a administration scheme, if or not they recognize they are managing 

so. Most workers reply best to managers who heal them as persons who warrant respect. When 

you take the time to aim on an employees' desires and make yourself accessible to them, that's 

precisely what you're doing. 
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