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Original Research Article
EFFECTOF TRANFORMATIONAL LEADERSHIP ON EMPLOYEE

ORGANIZATIONAL COMMITMENT: MODERATING ROLE OF EMOTIONAL
INTELLIGENCE

Abstract

The role emotional intelligence (El) is one of thest important skills in current organizations.
Several studies recommend that ElI has the valuesribance employee organizational
commitment (OC). The main objective of this reshans to investigate the effect
oftransformational leadership (TNL) of cellular cpamies of district Peshawar-Pakistanon
employee OC. The current research investigates adociation betweentransformational
leadership and employee organizational commitm&@@ staff members from five different
cellular companies participates in this researcitlysResults of the analysis showing positive
and significance relationship betweeRL and OC i.e.hypothesis H1. Similarly result of D€
and El is positive and significant i.e. hypothesdsikk found that there is a significant impact of
TNL on employee OC and El of salespeople was moder#ism@ssociation between TNL and
OC. Finally we conclude that transformational leatg have effective role on employee
organizational commitment.

Key words: Transformational leadership, emotional intelligenoe organizational commitment

I ntroduction

Modern organizations face with new challenges maggithem to adopt effective decisions in
order to resolve complicated issues. Such decisiars usually adopted in the top of
organization. On this level, leaders and directengoy power and control for influencing
objectives of organization. Every organization reeetfective leaders who fulfill organizational
productivity by increasing follower's job satisfiact, performance and commitments. The
potential consequences relating to influence afidiefcy of leadership behavior will affect
organizational objectives. These objectives mayluge increasing morale, occupational



31
32

33
34
35
36
37
38
39
40
41

42
43
44
45
46
47
48
49
50
51
52
53
54
55
56

57
58
59

satisfaction, organizational commitments; or desirgp absence, delays or dislocation and

transfers of personnel[1]

Transformational leadership is the capability oo have an impact on the ideology, ideas,
and actions of people to achieve objectives of dhganization [2dnd positive association
between TNL and the degree of motivation and desigchieve goals[3][4][5]. A change in the
organization can occurs and transformational ledmdercan have influence on it by making a
clear vision, getting this vision accepted and @kena strong link between his vision and the
follower’s interest[6] In the history of organizational behavior somedkzahip theories focus
that both for manager as well as for leaders ematiand social intelligence are more important
because if there is rational and behavioral conipleand flexibility is present then it is

considered as important characteristics for leadgrs

Many emerging topic such as psychological, edunatioand management researchers and
consultants regard emotional intelligence (El) e f the main research study.Most of the
multinational organizations have strong focus oeethotional intelligence training courses.
Therefore to improve their management skill, orgation sent their employee to various
training conducted by management consultant.Varitusughts and study revealed that
emotional intelligencehas a key role in the empdoyhysical and mental health as well as
employee’s career achievements[8]. Leadership ibutés a central role in human development
and it referred to the procedure to push an orgdéioiz towardsachieving goals and
objectives.Many past research studies have shawterkst in transformational and transactional
leadership styles. Transformational leadershipgaag vital role in created vision and ideas and
bring opportunities for the advancing of organiaaf9].

Emotional intelligence, as originally conceptuatizédy involves the ability to perceive
accurately, appraise and express emotion; the dapato judge thoughts when and to
understand emotional knowledge and emotions anthtaet to regulate emotions to encourage
emotional growth and intellectual growth[10].

Recent researcher have emphasized that markeplesca of continuous growth and evolution.
Customer’'s demand increased which create spaceefmarch and development as a result

innovation in the products. A company’s successeddp upon well trained and qualified
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employee. Many research studies results revealbtigainizations have a competitive advantage

over employees[11].

Transformational leadership not onlyengagesin transformational behavior but also
displays transactional leadership, consistently took part in motivation and work
engagement among employee and subordinates. As a result of these influences create
conducive work environment which coincides with favorablework attitudes in
employees, such as job satisfaction and organizationalcommitment.Due to these
developments in motivation and attitudes, organization mission and objective shows
visible change in performance[12].

Theobjectives of this study are to investigate theelationship between
transformationalleadershipstylesof with employeengotment in cellular service sector of
Pakistan. Research finding will also check the matileg role of Emotional Intelligence on the

association between transformational leadershiyi_{.

Review of Literature

According to [13]Transformational leadership is alues-laden influence process whereby
leaders elicit superior follower performance throughe alignment of work values.
Transformational leadership was positively assediatith follower stakeholdeorporate social
responsibilitfyCSR) values and negatively related to follower rehalder CSR
values.[14]transformational leadership as an ad&teto their positive psychological capital—a
higher-order construct that represents an indiviguaotivational propensity and perseverance
toward goals. Positive psychological capital, imithas in-role performance and organizational
citizenship behavior as consequences. [15]The teffet transformational leadership
characteristics and empowerment on service quiéyrelationship between empowerment and
selected transformational leadership charactesistig.e. intellectual stimulation and
individualized consideration) is positively and rigcantly correlated with service
quality.Empowerment does act as a full mediatingakde in the leadership model of the
organization under study. Moreover, the influendeharacteristics of leadership on job
performance is indirectly affected by empowerment.

[16]found that followers and leaders worked at etéit locations, visionary leadership was

positively related to work attitudes, provided thlgbmotion focus was sufficiently high or
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prevention focus was sufficiently low. Furthermongien followers and leaders worked in the
same location, personal recognition was positiaslsociated with work engagement, especially
if prevention focus or performance goal orientatraas high.[17] suggested that effectiveness is
enhanced in interprofessional teams when transtiomed leaders engender dynamics that are
characterized by interprofessional motivation apdrmess to diversity. Further, we suggest that
this moderating role is such that conditions ofhhiggative affect enhance the mediating role of
interprofessional motivation, while low negativefeat strengthens the mediating role of
openness to diversity.

[18]explore that manager who is expanding theiirmss at global levelis the main concern for
sustaining emotionally intelligent knowledge workaf strategic human resource management
(SHRM). In addition describe that nurturing thenteéearning behavior among the diverse
workforce of global business organizations to depdearning organizations. It provides new
avenues for the promotion of team learning in thganization.[19]Found that importance of
studying emotional intelligence in students is ingpge since it indicates other competencies
such as communication and interpersonal relatiglagority of students were quite low in terms
of emotional intelligence. Moreover, revealed teatotional intelligence is the grassroots of all

intelligence dimensions.

[20]state that measurement model for job satisfactvas a valid reliable model. In testing
structural relationships, the results showed theddérship practices directly affect job
satisfaction and indirectly affect it through orgaational commitment.[21]argue for opposite
relations of the two leadership constructs on tiiecive organizational commitment climate.
Leadershipresearch suggests that collective-focusedership climate and differentiated
individual-focused leadership might simultaneousigt oppositely, affect collective outcomes.
Subsequently theorize that contingent-reward lesdjer climate moderates these opposing
relationships, making our study the first in thisld to investigate moderators.[22] investigates
the mediating role of EI on the relationship betw&CB and transformational leadership (TNL).
Furthermore describe that Managers’ emotional ligesice (EI), organizational citizenship

behavior (OCB) and leadership styles play an intperaole in the organizational success.
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[23]revealethat the relation between leaders’ individualizednsideration and idealized
influence (attributed) and perceived strain is matksl by affective organizational commitment.
In addition, the relationships between transfororatl leadership and perceived strain were
examined on the level of dimensions with two indefet samples. Moreover, moderating
processes were addressed. As expected, we foundispelations for the different leadership
dimensions with perceived strain. Particularly, iwilalized consideration and idealized
influence (attributed) appeared to be the most mapd predictors, whereas inspirational

motivation and idealized influence (behavior) dat explain incremental variance in strain.

Accordind24] Leadership influences internal public relagdoy building the linkage between
transformational leadership, the use of commuroocathannels, symmetrical communication,
and employee satisfaction. Furthermore, it examities effectiveness of various internal
communication channels. Leaders’ use of face-te fetannels is positively associated with
employee satisfaction. Employees mostly prefer Emm&o receive information from the
organization regarding new decisions, policies, nésje or changes, followed by general

employee meetings and interpersonal communicatithmanagers.

[25]states thathe relationship between transformational leadprbbehavior and organizational
citizenship behavior, as a result transformatideatlership has a major role. It was find that
indirect relationship between leadership and eng#dyehavior and emphasize the relevance of
public service values when analyzing leadershipabiein in public sector organizations.
[26]argues that leadeand leadership becomes virtualized through the mmeexha and proposes
the Virtual Leader Construct (VLC) — a non-humarage of a leader who is purposefully
created by an organization. It is argued that Vicas and do perform potent transformation
leadership functions for organizations — functidhat are further enabled the more they are

virtualized.

M ethodology

1. Sample and data collection:
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This study was carried out in Peshawar region. cbeteindustry was selected as a field of the
study. The main organizations of this industry &vea, mobilink, warid, zong and telenorin this

specific area. Due to time and budget constraihisdstudy was limited to only Peshawar region.
A total of (N=100) employees were taken as a sarspke of the study. A well-structured and

comprehensive questionnaire was developed to tottex data from the respondent. The
guestionnaire was pre-tested so that rectifiesetiners.The primary data was taken randomly
from the different level of managers in their regpe offices. This data was punched in to the
computer for the analysis of the study.

2. Theoretical framework

The relationship between dependent variable (Orgéional commitment) and independent
variable (TransformationalLeadership)and the eftédhe moderator variables illustrated in the

schematic diagram as follows:

EMOTIONAL INTELLIGENCE

TRANFORMATIONAL l »| ORGANIZATIONAL
LEADERSHIP COMMITEMENT

3. Modeling specification
The following empirical regression models were used
Y (Orgcom) = S0+ SITNF + &
Y (Orgcom) = S0+ (BITNF * B2El) + &

Hypothesis

0 H1: There is a positive effect of transformatiole@dership on organizational commitment.
o H2: Emotional intelligence is positively moderatee trelationship between transformational

leadership and organizational commitment.

Results and Discussions:
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Table 1 presents the results of the reliabilitylgsia of the study. Alpha values demonstratethat
either result is reliable or unreliable. Alpha \alior transformational leadership was calculated
0.86showing reliable value. Similarly, Alpha values emotional commitment was obtained

0.62 showing also reliable result. Moreover, alphhie of the organizational commitment was

found 0.65 having reliable value.

Table 1.Rdliability analysisof the study

Variable Name AlphaValue Reliable/Unrdiable
Transformational L eadership 0.86 Reliable
Emotional Intelligence 0.62 Reliable
Organizational commitment 0.65 Reliable

The personal impact of an individual change is maitiative function of or based on the
relationship of transformational leadership andofeers commitment.The result shows that
transformational leadership is strongly signifidprelated with follower's commitment. For
leaders who were not viewed as transformationahdgohange-management practices were
found to be associated with higher levels of chaogemitment.To test mediation effect of
organization commitment, followed by the procedorglined by [27]specifically multi-level
mediation testing procedures recommended by [2Bo2@hediation testing. According tothese
researchersfour terms analysis needed to be mmipport full mediation. First, there will be
significant relationship between an independeniatée and dependent variable, second, there
will be significant relationship between an indegent variable and mediator variable, and the
thirdcondition is there will be significant relatiship between mediator and dependent variable.
Finally, the relationship between independent vdeiand dependent variable must be disappear
when mediator variables is introduced into the eésgion equation predicting dependent then
will be a complete mediation. If the coefficienttween leadership styles and job performance
after introducing organization commitment into tiegression equation remained significant but
is reduced, there was evidence for partial mediatio

Results of the regression analysis (Table 2)showaismgnificance relationship between TNL and
OC. R value was calculated as 0.513 estimated that pesitlationship between TNL and
OC.R valugor OC and El was obtained 0.42showing apositiveraiatippbetweenthese two

variables.The coefficienpquantifies that change of dependent variables weébpect to



204 independent variables either positively or negdfiv®rganizational commitment (OC) will
205 increase 0.513 units with one unit increase ofdfi@mational leadership and Organizational
206 commitment (OC) will increase 0.42 with one unitrigase in emotional intelligence (El).
207  RPvalue of transformational leadership calculated®@63, which shows that 26.3 % variation
208 in OC has been explained by variation in transfdional leadership. The value of’dX
209 emotional intelligence (EI) was obtained 0.183, ahhishows that 18.3 % variation in

210 Organizational commitment (OC has been explaineddosation in emotional intelligence.

211  Table 2.Regression analysisof the study

Organizational commitment
' B R? T F p
Transformational leadership 0.513 0.263 590 35.01 0.000
Interaction P R’ ! F P
0.428 0.183 4.69 22.06 0.000

212 Correlation in Table 3 indicated that transformadbo leadership correlated positive to job
213 organizational commitment (r = 0.513, p <0.05) poditive related to emotional intelligence(r =
214 0.205 p < 0.001). Hypothesis 1 was supported. Emati intelligence also significantly
215  correlated to organizational commitment (r = 0.1p3< 0.001). Then, Gender significantly
216  correlated with transformational leadership (r #59, p < 0.05).Correlation in table 3 showed
217 that Gender correlated positively with organizatioommitment (r = 0.011, p < 0.001).
218  Furthermore, management level positively correlaigl transformational leadership (r = 0.019,
219 p < 0.001), also positively correlated with Emotabmtelligence (r = 0.074, p < 0.001), as well
220 significantly correlated withorganization commitrmaén= 0.306, p < 0.001). At the same time
221  age positivelycorrelated with transformational leasthip (r = 0.058, p < 0.001), also positively
222 correlated with Emotional intelligence (r = 0.238< 0.001) and significantly correlated with
223 organization commitment (r = 0.197,p< 0.001). Hyyesis 2 was supported. These results are in

224  line with the prior studies [30].

225
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Table 3.Correlations among gender, age, management level, transfor mational leader ship,
emotional intelligence, or ganization commitment and interaction (N=100)

Gender Age Mgtlvl MeanTNL MeanEl | MeanOC | Interaction
Gender Pearson 1
Correlation
Sig. (2-tailed)
N 100
Age Pearson "
Correlation -250() 1
Sig. (2-tailed) .012
N 100 100
Magtlvl Pearson -
Correlation --268(™) 017 1
Sig. (2-tailed) .007 .869
N 100 100 100
MeanTNL Pearson
Correlation .159 .058 .019 1
Sig. (2-tailed) 115 568 .848
N 100 100 100 100
MeanEl Pearson . "
Correlation 149 | .218(%) 074 .205(*) 1
Sig. (2-tailed) .138 .029 466 .040
N 100 100 100 100 100
MeanOC Pearson * i} - %
Correlation 011 | .197(% .079 513(**) | .103(%) 1
Sig. (2-tailed) 916 .049 434 .000 .309
N 100 100 100 100 100 100
Interaction Eearson. 190 |  .168 055 818(*) | .726(%) |  .428(*) 1
orrelation
Sig. (2-tailed) .059 .095 .586 .000 .000 .000
N 100 100 100 100 100 100 100

* Correlation is significant at the 0.05 level (2-tailed).
** Correlation is significant at the 0.01 level (2-tailed).

If organizations encourage the implementation afléxship programs and friendly policies they
will be successful in reducing the turnover becdeséeership can be helpful in attracting new
employees and improve the attitude and behaviowengbloyees and help in increasing their
commitment to organization[31]. Therefore it is cluded from the above discussionthat inside
in the organization decent leader style presend assult degree of satisfaction and level of
commitment of an employees will be increase tow#rd organization. In other words
transformation leadership affect the employee dmgdional commitment.

The results of leadership are found consistent wighresults of the research conducted across
the globe. It is found from the research of thadgtthat the factors associated with different

leadership styles bring variation in the degreegmployee commitment to the organization.
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Transformational leadership style is positivelyoasated with employee satisfaction as well as
their loyalty and commitment with the organizatibme findings of this study offer suggestions

for improvement of employee commitment through ératip style.

Conclusion

In conclusion, cellular companies’ key staff meniéeployee which they want to retain as
valuable assets for organisation are suggestedply ¢he techniques to foster more leadership
relating to transformations of their employees aall vas their organization. The research
provides guidelines for the organizations that hmmsformational leadership offer conducive
environment tosustainand motivate the employee jobmmitment and level of
satisfaction.Employee level of satisfaction dingctissociated with commitment and loyalty
towards organisation.Those employees who are ig@tiffom the organization they considered
are the important assets of an organization andnigtion want to retainthose employees’s on
long term and want to spend cost of training aneetibgment.It is suggested that consideration
should be given to the development of leadershifhénorganization setting in order to ensure
that this relevant style should match the situatlurthermore, Transformational leader should
emphasize more on guiding the employees in thenkvagtivities rather than directing them.
Finally, a supportive management is required toated leadership with management in
minimizing the conflict between manager and lead@p management should realize the
importance of leadership in getting the work ddm@ugh employees and to maintain them with

current organization.
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