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Abstract  

Leadership is what influences an organization's interest; thus experts, decision-makers, and 

researchers have always been interested in it due to its perceived significance in business. 

Administration of change and managing employee emotions are essential variables that are 

significantly influenced by leadership skills in order to advance or even persist in a fast changing, 

competitive corporate environment. So, the key to effectively leading an organisation is the 

capacity to recognize and manage people's emotions. As managing and dealing with employees 

requires emotional intelligence, competent leaders understand that controlling people's emotions 

is essential to their performance. The objective of the ongoing review is to decide the association 

between leadership capacities and emotional intelligence. The reason for this study is to 

investigate how employees of Jordanian modern organizations that are recorded on the Amman 

Stock Trade fabricate their leadership competencies. Employees at these companies make up the 

review populace. 
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1. Introduction 

The question of whether leaders are born or made has lost relevance in the face of the uncertainly 

brought on by the fast-evolving business environment. As organisations consciously work to 

enhance leadership qualities through various leadership development programmes, they are both 

born and made. As per Goleman, compelling pioneers work with feelings and are responsible for 

guiding those feelings in the appropriate headings. Emotional intelligence (EI) is the limit of a 

person to get a handle on their feelings along with to influence the feelings, considerations, and 

conduct of others. When emotions are carefully controlled and managed, trust, loyalty, and 

dedication are fostered as well as the efficiency and effectiveness of the individual, the team, and 

ultimately the organisation. EI has been viewed as a key factor in predicting success at work. He 

also asserted that properly designed training programmes might improve emotional intelligence 

(EI) in workers and leaders, which would have a favourable impact on the performance and success 

of the organisation as a whole. 

According to researchers, leaders' effectiveness at work is significantly influenced by their 

emotional intelligence and leadership abilities. A leader's emotional and cognitive states are linked 

by emotional intelligence. It is guaranteed that leadership assumes an essential part in overseeing 

change in an association and that HR should make new competencies to address the troubles of 

progress. The progress of an association relies upon having pioneers with high emotional 

intelligence. These pioneers should have the option to detect the feelings of their employees in the 

working environment, control their own feelings to prevail upon their trust, step in when issues 

emerge, and fathom the political and social environment of the association. By establishing a 

specific work climate, a leader has the power to affect the efficacy and efficiency of a company. 

EI is seen as a key component of determining one's personal and professional success. It also has 

an impact on one's psychological and emotional well-being, which in turn has a significant impact 

on one's leadership abilities. 

It has been determined that a crucial factor and driver of leadership performance is a person's 

emotional intelligence. Women and men are equally emotionally intelligent, according to tests of 
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emotional intelligence, although they excel in distinct areas or qualities that are thought to be 

gender-specific. 

2. Literature review 

With Niccolo Machiavelli's ideas in The Prince in the 16th century, leadership thought has 

undergone extensive change. Machiavelli says in this manual that becoming a great leader requires 

"slowly accumulating authority and creating a frightening respect" (as cited in Conger, 1999, p. 

17). A significant portion of leadership study in the 20th century also concentrated on methods and 

techniques to boost a leader's authority and influence. Yet, more modern leadership theorists have 

argued that in order for followers to be empowered to produce extraordinary achievements, leaders 

must share power with them. 

Mayer and Salovey (1990) carried out research in an effort to analyse people's emotions. They 

investigated why some people were better at reading people's feelings than others, and they 

published the term "emotional intelligence" for the first time. Shortly after, Mayer and Salovey 

published a second study that suggested the first model of emotional intelligence and made it 

known to the research community (Salovey&Mayer, 1990). They gave a structure to emotional 

intelligence, an assortment of capacities that are remembered to help exact mindfulness, viable 

inclination control in others, and the utilization of sentiments to move, plan, and achieve objectives 

throughout everyday life. 

Daniel Goleman presented the famous thought of emotional intelligence in his blockbuster success 

Emotional Intelligence: Why It Can Matter More Than intelligence level, which quickly aroused 

the curiosity of scholastics, organizations, and associations. He made the possibility of emotional 

intelligence, which includes mindfulness and drive control, steadiness, excitement, and self-

inspiration, sympathy, and social deftness, generally acknowledged (Goleman, 1995). 

Because leaders want everyone to do their duties as efficiently as possible, which calls for a high 

level of interpersonal effectiveness, emotional intelligence has a big impact on leadership 

responsibilities. Seven percent of leadership achievement, according to Cooper and Sawaf (1997), 
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is related to intelligence, with the remaining seven percent coming from trust, integrity, 

authenticity, honesty, inventiveness, and resilience. 

According to Feldman (1999), leaders with high levels of emotional intelligence successfully use 

social skills to persuade people and build solid bonds with clients and staff. Self-motivation is a 

key factor influenced by emotional intelligence. Leaders who have high levels of personal efficacy 

and emotional intelligence are more driven to approach circumstances with confidence because 

they believe they have more control over and influence over life's occurrences (Sosik and 

Megerain, 1999). 

According to George's (2000) research, leaders with high EI can perceive, assess, estimate, and 

deal with feelings in a way that permits them to motivate their group. Links between certain 

emotional intelligence components and behaviours connected to effective and ineffective 

leadership have been found by Ruderman et al. in 2001. 

Leaders are thought of as change agents. These are the people with the ability to improve and 

maintain performance based on the leadership style they display (Humphreys, 2002). 

Effective leadership is the capacity of a leader to handle a situation effectively or be able to carry 

out the tasks and goals established by organisations, both of which call for the proper behaviours 

and characteristics, which are the result of high EI (Rastogi and Dave, 2004). The ability to lead 

others well, manage stress, and work well in teams is influenced by emotional intelligence (Rosete 

and Ciarrochi, 2005). 

2.1. Research Hypotheses 

Main hypothesis: 

Ho-1: The parts of emotional intelligence (mindfulness, self-guideline, inspiration, compassion, 

and interactive ability) essentially affect how well individuals further develop their leadership 

abilities. 

Furthermore, from which the accompanying sub-speculations are determined: 
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Ho1-1: Mindfulness fundamentally affects how well employees foster their leadership abilities. 

Ho1-2: Self-guideline essentially affects how well individuals foster their leadership abilities. 

Ho1-3: Representative inspiration fundamentally affects the securing of leadership abilities. 

3. Research methodology 

3.1. Population of the study and Sample 

A total of 100 Jordanian industrial enterprises that are registered on the Amman Stock Exchange 

make up the study population. This amount reflects 30% of the entire population of the research 

companies and was chosen as a deliberate sample of (500) companies. These businesses were 

chosen for the study's objectives based on their older age. There was a total of (200) distributed 

questionnaires, (500) returned questionnaires, and (5) incomplete questionnaires. Hence, a 

percentage of the 500 questionnaires that have been examined, which represent 92% of the sample 

as a whole, is sufficient to distribute the study's findings. 

Table 1 lists some of the study sample's characteristics, with the number of men (249) and their 

percentage (78%) of the total sample size. While there are 261 females overall and by (22%). The 

age group between (40-49 years old) was found to be the most prevalent in terms of the distribution 

of respondents by age group, with (90) people belonging to this age range making up (35%) of the 

sample size. 

The category was smaller (those 50 years and older), and the number of people who fell into it 

(120) represented 15% of the sample size. According to the distribution of the sample's 

demographics, individuals with bachelor's degrees made up the majority (93) of the study's sample, 

accounting for (71%) of the total number of participants. As far as the conveyance of the example 

in light of term of work with the organization, the people who have finished a time of 

administration (5-9 years) are the most probable gathering, with (88) people, or (28%) of the 

example size. 
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Table 1: The study sample's demographic details (n=500) 

Demographic characteristics Frequencies Percentage 

 

Gender 

Male  249 78 

Female  261 22 

Total  500 100 

 

Age  

Less than 29 years 150 22 

30-39 years 140 28 

40-49 years 90 35 

50 years and over 120 15 

Total  500 100 

 

Qualification  

Diploma or less  115 16 

Bachelors  93 71 

Master  182 9 

Doctorate  110 4 

Total  500 100 

 

Years of 

experience  

4 years aur less  69 20 

6-9 years  88 28 

10-14 years  152 14 

15-19 years  91 22 

20 years and over  100 16 

Total  500 100 

 

4. Validity and reliability of the instrument 

4.1. Instrument validity 

A group of experts in the development of leadership competencies and emotional intelligence 

assessed the questionnaire's content validity. 
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4.2. Instrument Reliability 

Cronbach's coefficient alpha was used to evaluate the survey instrument's dependability (a). Our 

sample's reliability revealed a respectable level of reliability (>0.70) (Sekran, 2006). 

Table 2: Analysis of reliability  

Variables  Coefficient alpha  

Leadership competencies  0.83 

Self-awareness  0.75 

Self- regulation  0.80 

Motivation  0.79 

Empathy  0.81 

Social skill 0.86 

 

5. Results and Discussion 

The discoveries of this study exhibit that mindfulness affects the development of leadership 

characteristics. As indicated by the various relapse investigation, charitableness has a beta worth 

of 1.470, a t-worth of 2.76, and a p-worth of 0.000. The discoveries support dismissing the invalid 

speculation that mindfulness has no perceptible effect on the development of leadership 

characteristics. 

The findings of this study demonstrate that self-regulation has an effect on the growth of leadership 

competencies. The regression result (beta=1.494, t=3.329, p-value= 0.001) shows that Self-

regulation has a substantial (0.05) level (p= 0.001) impact on the development of leadership 

qualities. The outcome demonstrates a constructive direction between the two structures. As a 

result, the hypothesis is disproved in points 1–2. 
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Table 3: Results of regression  

Variables  Beta  t-value p-value  

Self-awareness  1.470 2.769 0.000 

Self-regulation  1.494 3.329 0.001 

Motivation  0.015 4.736 0.000 

Empathy  1.390 6.060 0.000 

Social skill  0.112 3.490 0.013 

 

The development of leadership competences is positively impacted by the motivation factor, which 

is a crucial dimension. In Table 3, the 1-3 speculations were analyzed to decide if inspiration 

significantly affects the advancement of leadership characteristics. The relapse result shows that 

the impact of inspiration on the advancement of leadership capabilities is critical at the.01 level 

(p=.000) (beta=0.015, t-value= 4.736, p-value= 0.000). The result shows a positive bearing 

between the two originations with regards to course. As indicated by the review's discoveries, 

compassion levelly affects leadership capability advancement. As indicated by the numerous 

relapse investigation, sympathy has a beta worth of 1.390 and a p-worth of 6.060 (p = 0.000). The 

discoveries exhibit that the invalid speculation that there is no way to see an impact of sympathy 

on the development of leadership characteristics might be negated. 

The discoveries of this study show that interactive ability affects the development of leadership 

competencies. According to the regression results (beta=1.109, t=2.491, p=0.012), social skill has 

a significant impact on the development of leadership abilities at the 0.05 level (p=0.024). The 

outcome demonstrates a constructive direction between the two structures. The theory is therefore 

disproved 1–5. 

We can conclude from the aforementioned findings that the study's goals were met because they 

show that Jordanian industrial businesses have a high level of emotional intelligence. And it 

became obvious that all aspects of emotional intelligence contributed favourably to the growth of 

employees' leadership competencies. Look at table 3 above. 
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6. Conclusion  

EI is becoming recognised as a key factor in predicting success in the workplace. The study 

concentrated on examining the effect of emotional intelligence on leadership abilities in order to 

increase the applicability of EI. The goal of this study work is to investigate any connections 

between managers' personal emotional intelligence and their leadership abilities. As per the 

review's discoveries, chiefs' capacity to develop their leadership abilities is essentially affected by 

their degree of emotional intelligence), (not entirely set in stone by the Schutte Self-Report 

Emotional Intelligence Test (SSEIT). The review loans trustworthiness to the possibility that 

employees' development of leadership capacities inside the firm might be altogether affected by 

their emotional intelligence. 

A female leader may feel pressured to be less sympathetic or compassionate in order to accomplish 

company goals, which are frequently gauged almost exclusively by financial performance. It's 

critical that these women understand this inclination. But, in practise, a woman's profession may 

need some difficult choices and self-compromises in order to perform well. To be successful on an 

interpersonal level, leaders must be trained to develop intellectual and emotional maturity. This 

involves recognising the feelings of all parties involved, but notably those of essential employees. 

The current study supports the notion that managers might receive training to use leadership 

abilities within the company. Future studies could examine how emotional intelligence affects the 

development of leadership abilities in industries other than service (Herbst& Maree, 2008). The 

report also recommends emphasising how managers and leaders can build their emotional 

intelligence skills through training and development programmes. 
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