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Abstract 
 

Despite the fact that numerous studies have been conducted on Emotional Intelligence (EI) and Transformational Leadership (TL), 

the relationship between EI and TL is yet to be identified. The purpose of this research is to determine the relationship between EI 

and TL skills among managers in manufacturing companies in Batu Pahat. In this research, a survey questionnaire was administered 

to fifty managers. Pearson correlation coefficient analysis was employed to test the correlation among variables, including Perceiv-

ing Emotion, Facilitating Thought, Understanding Emotion, and Managing Emotion with TL skills. The outcome was that a positive 

relationship was found between EI and TL skills. This quantitative research is important in providing management with better in-

formation regarding the relationship between EI and TL skills among managers so that managers can learn and improve their func-

tions.  
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1. Introduction 

Recent studies have shown that EI has an influence in TL. How-

ever, there has been widespread uncertainty about the link be-

tween EI and TL outcomes and many studies have failed to find 

notable relationships between EI and TL in particular (1-3). The 

EI research has little empirical evidence and the relationship be-

tween EI and TL is still not fully identified. What is more con-

cerning is that it is seen by many as vitally important for leaders to 

be emotionally intelligent for organizational success, but there is 

not much methodologically defensible evidence for this require-

ment. In addition, while studies have been conducted to investi-

gate the relationship between EI and TL in foreign countries, there 

is a lack of research on this issue in Malaysia. Therefore, this 

study seeks to fill these gaps and addresses this issue in specific 

manufacturing companies in Batu Pahat. Within the company 

context, it is crucial to identify the existence of a relationship be-

tween TL and EI. 

The impact of leadership is a vital factor of productivity in any 

organization. Transformational leadership (TL) is a leadership 

style that refers to the process of building commitment to the or-

ganization’s objectives and empowering followers to accomplish 

these objectives (4, 5). explains that transformational leadership 

philosophies emerge from the researcher’s pursuit of the emotion-

al and denotative facets of leadership impact. On the other hand, 

the phrase ‘Emotional Intelligence (EI)’ was used by, (6), and 

indicates the degree of insight with which people perceive feelings, 

inspire and regulate emotions in life. As leadership style and EI 

often predict the quality of employees’ performance, (6) suggest 

that managers who are in charge of the process must possess good 

leadership traits and be emotionally intelligent. These people are 

able to get things done by influencing others to execute the neces-

sary actions to achieve individual and management goals.  

2. Literature Review 

Emotional Intelligence, also called Emotional Quotient (EQ), 

refers to ‘the ability to perceive accurately, appraise, and express 

emotion; the ability to access and/or generate feelings when they 

facilitate thought; the ability to understand emotion and emotional 

knowledge; and the ability to regulate emotions to promote emo-

tional and intellectual growth’ (7). EI has its roots in the concept 

of social intelligence, introduced by Thorndike in 1920 (8), which 

refers to the ability to understand others and to act wisely in hu-

man relations. This intelligence includes self–awareness, empathy 

and handling interpersonal relationships which rebuild and reha-

bilitate the core of emotional intelligence, which is essential for 

the social intelligence dimension (9). construction of EI comprises 

an aptitude for: appraising and expressing emotions in self and 

others; regulating emotions in self and others; and using emotions 

in adaptive ways.  

Perceiving emotions concerns the ability to perceive feelings in 

self and others. Emotional perception involves fixating on, and 

accurately decoding, emotional signals in facial expression, tone 

of voice, and artistic expressions (6). Besides, facilitating Thought 

is the ability to employ feelings to enhance mental processing. As 

such, this ability can be harnessed for more efficacious problem-

solving, reasoning, decision-making, and creative endeavours (6). 

Furthermore, understanding emotions deals with a person’s ability 

to understand the causes and consequences of emotions (7). More-

over, emotional management refers to the proactive evaluation and 

management of one’s own and other people’s emotions (9).  

TL theory has derived over time from the historical evolution of 

leadership theory from its initial focus on Great Man and trait 
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theory to the contemporary study of transformational leadership 

offered. Transformational leaders germinate positive relationships 

with subordinates in order to fortify employee and organizational 

operation. Besides, transformational leaders improve the perfor-

mance of their followers by attracting them to higher ideals and 

values such as autonomy, equity, serenity, and parity (10). On the 

other hand, individualized consideration deals with underlying TL 

demeanour of addressing individuals as crucial contributors to the 

work environment. Leaders who utilize this style of leadership 

show consideration for their workers’ needs and are able to boost 

and train the development of an encouraging workplace environ-

ment(10). 

According to Burke and Collins (11), transformational leaders 

accomplish these results in one or more of the following ways, 

which comprise one of four interrelated elements of TL: (i) Ideal-

ized Influence is behaviour that arouses vigorous follower emo-

tions and identification with the leader; (ii) Intellectual Stimula-

tion is behaviour that increments cognizance of problems and 

influences followers to view problems from an incipient perspec-

tive; (iii) Individualized Consideration includes providing support, 

encouragement, and coaching to followers;  (iv) Inspirational Mo-

tivation includes communicating an appealing vision, utilizing 

symbols to focus subordinate effort, and modelling felicitous be-

haviour. 

Numerous studies had been conducted to investigate the relation-

ship between emotional intelligence and transformational leader-

ship. In the study of Barling et al.(12), positive relationships were 

found between EI and three aspects of TL (idealised influence, 

inspirational motivation, individualised consideration)(13). found 

significant correlations between some components of TL (ideal-

ized influence, inspirational motivation, individualized considera-

tion) and the EI subscales. Besides, the finding from the study of 

Gardner and Stough (14), indicated that EI correlated strongly 

with all components of TL, with the components of understanding 

of emotions (external) and emotional management being the best 

predictors of this type of leadership style. 

The study of (15) demonstrated that leaders who reported higher 

ratings of EI were perceived by their followers as being higher in 

TL and more efficacious. According to Duckett and MacFarlane 

(15), there was a strong connection between the theory of EI and 

TL: however, distinctions between the idealised and genuine EI 

scores were mainly located in transactional capabilities. Further-

more, (16) found a significant predictive relationship (p < .05) 

between TL style and EI. Leban and Zulauf (17), demonstrated 

linkages between project managers' EI abilities and TL styles un-

der a systems thinking and project management approach. The 

results of the study found that a project manager's TL style has a 

positive impact on genuine project performance, and that emo-

tional insight contributes to a project manager's TL style and sub-

sequent genuine project performance. 

Moreover, (18). examined how leaders' emotional apperception 

ability and personality characteristics influenced the performance 

of TL behaviour. Emotional apperception, positive affectivity, and 

agreeableness positively predicted such behaviour. They addition-

ally provided construct validity evidence for TL behaviour by 

demonstrating differing effects of these antecedents on contingent 

reward behaviour. Furthermore, the study of Downey et al., (19), 

revealed that female managers displaying transformational leader-

ship traits were more liable to exhibit higher levels of EI and intui-

tion than female managers displaying less transformational leader-

ship traits. A study done by (20) showed significant differences 

across the different disciplines and illustrated that emotional intel-

ligence and gender roles predict TL. 

Hence, the following hypotheses are suggested in this study: 

H1: Perceiving Emotions is positively related to transformational 

leadership. 

H2: Facilitating Thought is positively related to transformational 

leadership. 

H3: Understanding Emotions is positively related to transforma-

tional leadership. 

H4: Managing Emotions is positively related to transformational 

leadership.  

3. Material and Methods 

3.1. Respondents and Procedure 

There were 50 managers involved in this study. They were chosen 

randomly from the manufacturing companies in Batu Pahat, Ma-

laysia. Among them, 44 (88%) were male and 6 (12%) female. 

Based on age, 14% were aged between 26 and 35 years, 30% were 

aged between 36 and 45 years, 44% were aged between 44 and 55 

years, and 12% were aged 56 years and over. More than half of 

the respondents (56%) had more than ten years of work experi-

ence, followed by 42% who had between six and nine years of 

work experience. The rest had between two and five years of work 

experience. Twenty-nine of the managers (58%) came from man-

agement departments, while six (12%) were from finance depart-

ments and four (8.5%) were from operation departments; the re-

maining eleven of them came from other departments.  

A quantitative approach was used for this study. Quantitative re-

search involves explaining phenomena by collecting numerical 

data that are analyzed using mathematically based methods, par-

ticularly statistics (21). Quantitative research is well suited for the 

testing of theories and hypotheses. In this study, data were collect-

ed through questionnaires during the process of gathering and 

measuring information on variables. The data collection procedure 

began in September 2015. A pre-test was conducted, during which 

ten sets of survey questions were distributed in one manufacturing 

company in Batu Pahat. Then the main questionnaires were dis-

tributed and collected three weeks later during visits to the select-

ed companies.  

The collected data were analyzed using IBM Statistical Package 

for the Social Sciences (SPSS) version 16.0. The data were ana-

lyzed using descriptive and inferential statistics. Descriptive statis-

tics such as frequencies and percentages were used to measure the 

percentage of returned questionnaires and also to describe the 

respondents’ profiles. Correlations were used for inferential statis-

tics to determine the relationships between independent and de-

pendent variables, namely Emotional Intelligence and Transfor-

mational Leadership behavior. 

3.2. Measures 

3.2.1. Emotional Intelligence 

The emotional intelligence questionnaire was adapted from the 

ability model conceptualized by (7). It consisted of four dimen-

sions (perceiving emotion, facilitating thought, understanding 

emotion and managing emotion) to measure EI. This thirty-item 

scale uses a five-point Likert scale ranging from 1 = strongly disa-

gree to 5 = strongly agree. This instrument has been shown to 

have excellent internal consistency according to the guidelines set 

by George and Mallery (22), as its Cronbach Alpha score is 0.901.   

3.2.1. Transformational Leadership 

In this study, the transformational leadership questionnaire was 

adopted from Bass’s Multifactor Leadership Questionnaire 

(MLQ). This twenty-item questionnaire is based on a five-point 

Likert scale ranging from 1 = strongly disagree to 5 = strongly 

agree. The Cronbach Alpha for this instrument is 0.954. Hence, its 

internal consistency is judged as excellent, according to the guide-

lines set by (22). 
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4. Results 

Normality testing was conducted to determine whether or not the 

study population was normally distributed. Based on the tests 

carried out using the Kolmogorov-Smirnov method, both EI and 

TL displayed significant values of p>0.05. Therefore, it can be 

concluded that the data in this study are normally distributed. 

Therefore, Pearson correlation was used to measure the signifi-

cance of linear bivariate correlation between independent and 

dependent variables, thereby, achieving the objectives of this 

study (23). Variable association refers to a wide variety of coeffi-

cients which measure the strength of a relationship. In this study, 

variables relating to perceiving emotions and transformational 

leadership were significantly correlated, with a strong positive 

correlation (0.788). This result is consistent with the findings re-

ported by Barling et al., (12), who found a positive relationship 

between EI and TL. Besides, transformational leadership style and 

facilitating thought variables were significantly correlated, with a 

strong positive correlation (0.783), which is compatible with the 

results found in a study by (13). Significant correlations between 

some components of TL were confirmed. 

Furthermore, variables relating to understanding emotions and 

transformational leadership were significantly correlated, with a 

strong positive correlation (0.861). This is is in accordance with 

findings reported by Gardner and Stough (14), where EI correlated 

highly with all components of TL. Moreover, transformational 

leadership and variables relating to understanding and managing 

emotions were significantly correlated, with a strong positive cor-

relation (0.937). A positive relationship was found between EI and 

TL. This suggests that the abilities encompassed by EI are intrin-

sically related to the role of the transformational leader. 

5. Discussion and Conclusion 

The analysis indicates that there is a relationship between EI and 

TL in manufacturing companies in Batu Pahat. The linkages be-

tween EI and the ability to use the TL style are found to be posi-

tive in these companies: this suggests that qualified managers are 

those who use emotional intelligence in order to create positive 

performance. The result of correlation analysis in assessing the 

variables or the empirical relationship between emotional intelli-

gence supports the assumption hypothesized in this study. The 

positive association between emotional intelligence and the trans-

formational leadership style of managers supports the general 

claim worldwide, as discussed in the literature, and the concept 

development of emotional intelligence as interaction in transform-

ing managers. 

There are some recommendations for future studies. The present 

study’s sample size of 50 might not be enough to support the 

claim. A larger pilot study should be conducted to reveal issues 

with understanding the directions and data collection. To increase 

the response rate, the size of future samples should be maximized.   

In addition, future research should include a wider range of organ-

izations and locations in Malaysia. On the other hand, according to 

the theory, emotional intelligence can be developed throughout 

life. Thus, it is suggest conducting more training courses on EI for 

managers which would contribute to their performance (24). A 

longitudinal study that incorporates a development program along 

with pre-post-tests would be the best way to adequately assess 

development and improvement in an individual's level of emo-

tional intelligence. 

Various amounts of research on EI and studies on TL have been 

conducted, but there has been relatively little focus on the manu-

facturing industry. This study contributes to the existing literature 

by providing empirical evidence on the relationship between EI 

and TL among managers in manufacturing companies in Batu 

Pahat, thus helping to close the gap in knowledge. This study is 

also important, particularly in providing management with better 

information regarding the relationship between managers’ EI 

scores and their TL skills so that the managers can learn and im-

prove their functions. It is anticipated that the findings will be 

useful for improving the working culture and enhancing manag-

ers’ leadership and employees’ followership behavior.  
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