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ABSTRACT

The purpose of this study is to find out the relationship between emotional intelligence and motivation,
empowerment and organizational structures. Emotional intelligence can be understood by ability model. It includes
understanding of emotions and how emotions lead to actions and thoughts. A survey of 231 employees of different
universities in Islamabad covered measures of emotional intelligence, motivation, empowerment and organizational
structures and the scale was adopted. The relationships between emotional intelligence and motivation,
empowerment and organizational structures were analyzed using correlations and regression analysis. The findings
revealed that emotional intelligence has positive impact on motivation, empowerment and organizational structures.
The sample represented only universities located in Islamabad Pakistan. The paper provides practitioners with some
advice about understanding and managing emotional intelligence. The paper is the first study that examines the
relationship between emotional intelligence, motivation, empowerment and organizational structures.
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1.0 INTRODUCTION

The initiative for efficiency in organizations is driving the search for understanding the knack and competency
of the people that generate or define effectiveness [2]. The emotional and social intelligence capabilities explain a
considerable and significant variance in predicting or accepting performance in capability studies [3]. Emotional
intelligence has been the subject of a significant volume of literature over the past two decades [4]. The perception
of capability-based human resources have gone from a new procedure to a shared practice since [5] as an important
differentiator of performance [2]. A capability is explained as a competence or ability [3,5,6,7]. In majority of
competency studies, the sample of “outstanding” or “superior” performers is established people are recognized by
manifold individuals from each of compound sources [2,3,6,8]. A concept of performance is the foundation for the
conception of capability [2].

There are three bunches of competencies that discriminate out performing from ordinary performers all over
the world [3,6,8,9,10,11,12,13,14,15,16,17]. Their competencies are classified into three groups such as

(1) Cognitive competencies, such as systems thinking and pattern recognition.

(2) Emotional intelligence competencies, including self-awareness and self-management competencies, such as
emotional self-awareness and emotional self-control.

(3) Social intelligence competencies, including social awareness and relationship management competencies, such
as empathy and teamwork.

Emotional intelligence is a recent phenomenon and scholars are studying this field for the last couple of
decades. Researchers from different school of thought have discovered the contribution of emotional intelligence.
Emotional intelligence explains possible outcomes which can be mental and physical health, wellbeing and social
support. Very little attention has been given to functions, expression of emotional intelligence in a workplace [18]
and its role in shaping employee behavior and work attitudes. Emotional intelligence includes understanding of
emotions and how emotions lead to actions and thoughts [1]. Mayer and his colleagues initially used emotional
intelligence [19] and ability model of emotional intelligence was described by Salovey and Mayer. Emotional
intelligence as a set of ability and social skill, but it is different from intellectual intelligence [20].Emotional
intelligence (EI) is not a solitary construct, but many constructs were developed that measure diverse individual
attributes or traits. As research on emotional intelligence has advanced, scientists have identified two unique models
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of EI: trait EI and ability EI. This is important to discuss that trait emotional intelligence is related with personality
traits. Ability EI is correlated with emotional regulations and coping skills; however ability EI and trait EI are just
slightly related concepts, as they have a tendency to be just marginally connected with each other.

Three essential frameworks have developed [21]. The frameworks were focused around the [22] model of
emotional intelligence that underscores emotional intelligence as being a construct that was focused around a
connection cognition and emotions. Scholar saw emotional intelligence as an ability that can be measured by
conventional intelligence tests with an ability test. A variation of this is given by the researchers who concur with
[22], however, contend that this ability can be measured through a self-report test. Researchers argue that emotional
intelligence is a kind of personality variable. This model of emotional intelligence is regularly alluded to mixed
model of emotional intelligence. There has been a lot of accentuation on determining these contrasting models of
emotional intelligence [23] furthermore that most researchers now recognize the [22] model as a support for
emotional intelligence in research. Researchers discussed the essentialness in measuring emotional intelligence [24].

Emotional intelligence is one of the leadership abilities to know one’s own and others emotions, differentiation
between these emotions and the use of this information to direct one’s behavior and thinking [20]. This definition
can be divided into three main parts, expression and evaluation of one’s emotion, regulation of these emotions and
use of these emotions in the decision making. Scholars discussed that emotional intelligence consists of four
components that are regulation of emotions, use of emotions, self-appraisal emotions and others emotions appraisal
[25]. Thus emotional intelligence can be understood by ability model. It includes an understanding of emotions and
how emotions lead to actions and thoughts [26].

Most of researchers come to agree that emotional intelligence is also a contributing factor in the positive
attitude behavior and outcomes. The linkage between motivation and emotions has been stated in a vast range of
research [27, 28] and motivation is a basic ingredient of a behavior while developing his concept of emotional
intelligence [29].Motivation is an area of interest by many practitioners and scholars since the last century. Previous
literature has divided the motivation into two dimensions. Management can motivate the employees by using
coercive power or use reward power. From 1900 to 1970 the management follows the two dimensions one is tobe
tough and the second to be good. These approaches have significant importance and center of management while
motivating workforce.

The purpose of this paper is to review the relevant emotional intelligence literature and to examine the
influence of emotional intelligence on motivation, empowerment, organizational structure, and at large the
organizational performance particularly in the educational sector. This paper deals with the emotional intelligence
competencies to explain how they affect motivation, empowerment, organizational structure and at large
organizational performance. The paper will shed light how emotional intelligence plays vital to motivate, empower,
and organizational structure amongst the university professional.

2.0 LITERATURE REVIEW

2.1 Motivation

Motivation is one of the tools which is used by organizations to gain the competitive advantage and
compete in the local as well as in the international markets. Contemporary organizations usually develop themselves
to compete with their competitors. In the last century organizations have enough time for research and development
and new product development. Organizations engage themselves for 5 to 20 years in research and development [30].
With the modernization, the luxury of spending more time has been reduced due to increase in the cost. The time in
the decision making and problem solving has also decreased. Those organizations which are slow to change will be
eliminated from the market.

Porter and Lawler discussed that both the equity and expectancy models do not fulfill the complex and
complicated process of motivation [31]. The model suggests the possibility of achieving rewards and utility of
rewards is derived from equity of employees input and output in the job.

Fincham and Rhodes discussed satisfaction as employee encounters in the workplace setting [32]. It has
multiple dimensions. According to Porter and Lawler the relationship with the motivation is not determined from the
total value of rewards. The value of rewards can be derived with the comparison with their peers it includes intrinsic
as well as extrinsic rewards. Employee motivation is usually linked with economic reasons on the other side human
mind is more complex and related to satisfaction. The motivation of an employee is divided into two parts extrinsic
motivation and intrinsic motivation. Extrinsic motivation can be explained as the employees are able to satisfy his
needs and wants through some monetary rewards or compensation. Money may be the primary goal that satisfies the
individual needs and wants [33]. External motivation, coordination can be achieved by linking monetary rewards by
the organizational goals and objectives. Organizational main idea is to reward the employee, according to their
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performance. This philosophic idea can be taken from the reinforcement theory which discuss that pay should be
based on the performance.

Another form of motivation is the intrinsic motivation that describes that an individual performs certain tasks
for his own sake [34,35], gives psychological advantages of wellbeing [35], enhancing the responsibility[36].

Mathis and Jackson discussed that meaning of the motive is human emotion or it would be some need that
makes him to act [37]. Motivation can be seen in three aspects, it encourages certain behavior, it gives direction or
cancel that behavior and it tells that how a behavior can be preserved or maintained.

A lot of scholars discuss that money is the poor motivator and hinder in the way of intrinsic motivation, i.e.
innovation, creativity and novelty [35,36,38,39,40]. The individual who is more inclined towards the intrinsic
motivation are engaged in finding and accepting the challenges [41]. The individual has a high level of interest,
confidence and excitement which are driven by intrinsic motivation and explained that intrinsic motivation
decreases the extrinsic reinforcement [42]. Intrinsic motivation is the facilitator in the multiple task problems
[43,44,45]. The intrinsic motivation describes the desired behavior and outcomes that are required from an
individual.

The concept of emotional intelligence as capability to identify and manage emotions [20].Motivation is not a
part of emotional intelligence construct [22].Christie and her colleagues argued that motivation is related to
emotional intelligence, but motivation is not a part of emotional intelligence [46]. Emotional intelligence is a
primary component from which motivation arises. Emotional intelligence is related motivation [47].People with
high level of emotional intelligence have ability to motivate one self [20].

Goleman discussed that the human mind consists of emotional mind and rational mind. Employees perception
and judgment can be influenced by emotional and rational mind [48]. He said that emotions can grasp the behavior
of an individual. He discussed that emotional intelligence can influence in judgment. The rational follows the logical
reasoning while the emotional mind does not follow logic, they follow emotions and feelings.

2.2 Empowerment

The empowerment is frequently used term in the management sciences. With the growth of the management
discipline and the addition of the new dimensions in the management science the concept of empowerment is being
applied and practiced. There are many definitions of the concept and all are agreed upon one point that employee
empowerment is a set of managerial practice enhancing work responsibility and autonomy. Individuals are more
proactive work oriented. Those who considers the empowerment from the individual perspective takes it a process
and refers to “The process of gaining influences over events and outcomes of importance to an individual or group”
[49].In other words “empowerment” can be defined as an awarding autonomy to the employees who can work and
complete the task at their convenience [50].

Mayoux explained various and multiple dimensions of empowerment make it a difficult concept to define [51].
Its multiple dimensions is co-related with the emotional intelligence (EQ). After many years continuous research, it
is now widely accepted that empowerment has become a tool to enhance job satisfaction and job performance. Past
research shows that when the authority is given to the employees it increases his internal motivation that leads
towards job satisfaction. Empowerment is positively related to the job satisfaction [52].Empowerment means
showing the inner abilities and additionally giving chances to employees to demonstrate their capabilities,
autonomies and self-determination in working environment[62].The importance is more for the employees who
work in the service sector and become a bridge between the firm and its customers [53].The empowered people are
very much careful about what they are producing and they have trust and believe in them[63].

The emotional intelligence and the empowerment both relate to the state of mind and have direct relation and
concept of empowerment is motivational term[54].Empowerment is multidimensional and cannot be understood by
one concept [55]. They presented four dimensions in an individual’s role which are meaning, competence, self-
determination and impact. So an individual can be empowered only by understanding his competence and self-
determination which can be judged through emotional intelligence (EQ).

Empowered means to understand the human abilities to give birth a human social order [56]. It is to interact
with each other’s results more productivity. The mutual understanding can only be developed by being at same
emotional (EQ) level. Robinson claims that empowerment can have positive as well as negative repercussions. The
empowerment can motivate and can bring more results at the same time empowerment can exploit and bring
negative results. The manipulative results of empowerment can yield more serious consequences [56]. The
empowerment and emotional intelligence (EQ) are interlinked in this context. The direct linkage can be found
between the EQ and empowerment by finding the results after and before empowerment.
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2.3 Organization structure

The creation of structures in organizations which fulfill the needs of modern day has become the critical issues
for the managers [57]. The importance of different structures in organizations cannot be neglected. It has a strong
impact on the managers. The simple and complex organization structures impacts depending on its structures.

The organization structure can be differentiated in three different aspects. The organizations has different types
of organizational structures which depends upon the size and volume of the organization. The three hierarchies are
vertical differentiation, horizontal differentiation and job specialization or formalization. The vertical differentiation
simply as the hierarchical levels in an organization [58] and the horizontal differentiation in functional specification
terms [59]. That is the division of various tasks in terms of specialization. Job specialization is the quantity of job
titles in an organization and formalization is the set of written certain rules and procedures [59].

The structures are not constant, it’s frequently changing and evolving. The working structure in terms of social
and functional footing [60]. The functional dimension of structures can be well understood by the three above
mention differentiations whereas the social dimension is dynamic and confusing.

Researchers discussed that different structural forms are adopted by local and international organizations [61]
and the super technology organizations follow composite structural configurations [S58].The structural differentiation
in the organization has linkage with each other. The emotional intelligence (EQ) co-relates to the three levels of
differentiations in organizational structures. The co-relation can be better understood in terms of employee and the
employer. Emotional intelligence (EQ) has impact on the structures of the organizations.

Theoretical Framework Motivation

. . E
Emotional Intelligence / mpowerment

M Organization structure

3.0 RESEARCH METHODOLOGY

Population is the people employed in the universities which are located in the geographical area of
Islamabad. The sample of this study is first line managers, the middle level managers and top level management of
the universities. The sample size of this study is 231 respondents.

3.1 Unit of analysis

The units of analysis are the individual from different universities in the Islamabad where at least two

levels of hierarchy are found easily.

3.2 Type of study

This study is casual research, it is also quantitative research in which the researchers are trying to find out
the impact and relationship between emotional intelligence (EQ) motivation, empowerment and organization
structures. It is descriptive and hypothesis testing study.
Methods: Data reliability, demographic statistics, descriptive statistics, correlation, and regressions tests and
methods were applied to analyze the data.

4.0 Data Analysis

Reliability Statistics Table: 1

Variable Name N of items Cronbach's Alpha
Emotional Intelligence 4 .663
Motivation 7 736
Empowerment 8 712
Organizational structures 3 871

N =231
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In our study we use Cronbach’s alpha for the reliability. Cronbach’s alpha is used for internal consistency
that shows how the items are closely interlinked or related in a group. If the value of Cronbach’ s alpha is near to 1 it
is better close to one shows that the items are internally consistent. Value of Cronbach’s alpha should be greater than
0.65.Cronbach’s alpha of an individual variable has been computed.

Descriptive Statistics Table: 2

Variable Minimum Maximum Mean SD Skewness Kurtosis
Emotional Intelligence 2.50 5 3909 .6736 -.591 -.259
Motivation 1.86 5 3239 7647 358 364
Empowerment 2.13 4.75 3.795  .6130 -1.0 .650
Organization structures 1.67 5 4277 1.111 -.077 -1.396

N =231

Descriptive analysis includes skewness, kurtosis, standard deviation, Mean of the variables and minimum
and maximum range. The likert scale ranging from (1=Strongly disagree) to (5= Strongly agree) is used.Skewness is
used for the data spreadness or how the data is symmetric. The curve of skewness should not exceed +1 and it
should be less than -1. Kurtosis is used to measure the steepness or flatness of the data. The range for the kurtosis
should be in between -3 to +3. Otherwise the data is not normal.

Demographic Table 3

Demographics Number of Participants (N) Percentage (%)
Age
20 or less 3 1.3
21-30 years 147 63.6
31-40 years 63 273
41-50 years 18 7.8
Gender
Male 219 94.8
Female 12 5.2
Qualification
Graduate 33 143
Masters or Above 198 85.7
N=231

Age table shows that only 3 respondents lies in the age bracket 20 or less. 147 respondent belongs to age
group of 21 to 30 and contribute about 63.6% of the total respondent. Respondent in the age group of 31-40 were 63
which represent 27.3 % of the total sample. 18 respondents lies in the age bracket 41- 50 years. In our study 219
respondents were male which contributes about 94.8 % of the total sample. While females are 12 and contributes
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about 5.2 percent in the sample. This above table shows the qualification of the respondents, Out of 231 respondents
198 respondents were master or above and 33 respondents were graduates.

Correlation Table: 4

1 2 3 4
1. Emotional Intelligence _
2.  Motivation (.353™) —
3.  Empowerment (.665™) (248" —
4. Organizational Structure (.534™) (.181) (.432™) —

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

Person’s correlation is used to measure the relationship between the variable. How the variables are related
to each other. The range of correlation matrix lies between -1 to +1. If the variable has negative sign it means it has
negative relationship with other variable. If the variable has value near to +1 it means it is strongly positive
relationship with other variable. The correlation which is diagonal is always 1 which means that they have perfectly
positive linear relationship. If the significance level is smaller than 0.05 it means that variables have linear
relationship. In the above table emotional intelligence is positively correlated and have linear relationship with the
motivation, empowerment and organization structures (r =. 353, .665, .534, p = .000).

Regression Analysis Table: 5

B SE § t
(Constant) 1.663 486 3.420
Motivation 401 123 353 3.272

R2=.125, AR*=.113, F=10.705, p value .000

**#pP<0.01

R square is the percentage variation in the dependent variable, the value of R square is .125. Adjusted R
square describe that motivation rely .113 or 11.3 % on the emotional intelligence. 1 standard deviation changes in
independent variable brings. 401 changes in the dependent variable. Beta shows per unit change how much the
criterion variable was influenced by the predictor variable the value of beta is .353. t describes the impact on the
predictor variable. If the value of t is greater than +2 or -2 it means it has influence on the criterion variable. The
value of t is 3.272 which shows that it has influence on the criterion variable.

Regression Analysis Table: 6

B SE § t
(Constant) 1.429 311 4.592
Empowerment .605 .078 .665 7.718

R?*= .665, AR>= 443, F= 59.565, p value .000

**P<0.01

R square is the percentage variation in the dependent variable that is .665. Adjusted R square describes that
empowerment rely.443 or 44.3 % on emotional intelligence. The value of t is 7.718 it means it has influence on the
criterion variable.
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Regression Analysis Table: 7

B SE § t
(Constant) -.164 .639 -.256
Organizational Structure 174 161 .534 5.463

R?*= 285, AR?*= 275, F=29.843, p value .000
**P<0.01

R square is the percentage variation that is .285 in the organizational structures. Adjusted R square
describes that organization structures rely.275 or 27.5 % on the emotional intelligence .174 changes in the dependent
variable. Beta shows per unit change how much the criterion variable was influenced by the predictor variable the
value of beta is .534. If the value of t is 5.463 it means it has influence on the criterion variable.

DISCUSSION

The purpose of this study is to find how much the impact of emotional intelligence on motivation,
empowerment and organization structures. The sample size of our study is 231 respondents. A questionnaire was
used to collect the data and reliability test, descriptive test, correlations and regression test were applied.

Hi: There is a relationship between emotional intelligence and employees’ motivation

When the correlation test was applied, the result indicates that there is a positive relation between the
emotional intelligence and motivation. The correlation between the independent variable and dependent variable is
.353. Value of t is 3.272 with (.000) significance affects the motivation. The results says that emotional intelligence
has positively impact on motivation

Ha: There is a relationship between emotional intelligence and employees’ empowerment

When the correlation test was applied. The results indicate the positive relationship between the independent
variable and dependent variable. Correlation between the emotional intelligence and empowerment was 0.665.Value
of t is 7.718 with the significance of (.000). Our results shows that emotional intelligence has an impact of
empowerment Hj: There is relationship between emotional intelligence and organizational structure

When the correlation test was applied, the result shows positive relationship. Correlation between emotional
intelligence and organization structures was.534.Value of t is 5.463 with significance of (.000).Result shows that
emotional intelligence has an impact on organization structures. To check the dependency regression test was used.
In our study the value of F test is 10.705, 59.565 and 29.843 with significance of (.000) which shows model fitness.
Our results show that emotional intelligence have an impact on the motivation, empowerment and organizational
structures.

5.0 Implications of study

There are many implications for the managers, scholars and practitioner. The literature gives the direction to
explore emotional intelligence and its impact on the motivation. The results shows E.Q has positive impact on
motivation, empowerment and organization structures Managers who are internally motivated, they are empowered
in the decision making and having the suitable organization structures are more emotional intelligent. Managers
should realize the impact of E.Q on the intrinsic motivation.

6.0 Limitations and recommendations

Time constrain is our first limitation. Budget constrain is our second limitation. We have taken 231 sample
sizes which is small. To get better results and to make it more general, sample size should be increased. The
relationship between the motivation, empowerment and organization structures is quite clear but decision making;
problem solving and leadership style should be studied further. Whether have they positive impact or negative
relationship. Leader member exchange can also be studied as variable. Organization structure can be classified into
bureaucratic or flatter organization structures.
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7.0 Conclusion

In our study, we explained the linkage of emotional intelligence on motivation, empowerment and organization
structures. Emotional intelligence has vital importance in multiple ways. It increases productivity, develop job
satisfaction and enhances organizational commitment. Our study explained that emotional intelligence is connected
with motivation. Our study contributes in the field of motivation due to emotional intelligence. When the emotions
of the employees are hijacked, they are not motivated towards their job. Research shows that due to emotional
intelligence empowerment increases which also justify our findings. Emotional intelligence is an essential
component in the success of matrix organizational structures. Our study explores the relationship of motivation,
empowerment and organization structures with emotional intelligence. We have taken the manager’s perspective,
but researchers should also on the employee perspective. This study supports the theoretical hypotheses and its
contributions to understand the emotional intelligence. The aim of the study to understand and assistance of
emotional intelligence to motivation, empowerment and organization structure.

REFERENCES

1. Mayer, J. D., Roberts, R. Dand Barsade, S. G. 2008. Human abilities: Emotional intelligence. Annual. Rev.
Psychol., 59: 507-536.

2. Boyatzis, R. E. 2009. Competencies as a behavioral approach to emotional intelligence. Journal of
Management Development, 28(9): 749-770

3. Boyatzis, R.E. 2008. Competencies in the twenty-first century. Journal of Management Development,
27(1): 5-12

4. Hess, J. D., and Bacigalupo, A. C., 2011. Enhancing decisions and decision-making processes through the
application of emotional intelligence skills, Management Decision, 49(5): 710 — 721

5. McClelland, D.C., 1973. Testing for competence rather than intelligence, American Psychologist, 28 (1): 1-
40.

6. Boyatzis, R.E., 1982. The Competent Manager: A Model for Effective Performance, John Wiley & Sons,
New York, NY.

7. McClelland, D.C., 1985. Human Motivation, Scott, Foresman, Glenview, IL.

8. Spencer, L.M. Jr and Spencer, S.M., 1993. Competence at Work: Models for Superior Performance, John
Wiley & Sons, New York, NY.

9. Bray, D.W., Campbell, R.Jand Grant, D.L., 1974. Formative Years in Business: A Long-Term AT &T
Study of Managerial Lives, John Wiley & Sons, New York, NY.

10. Kotter, J.P. 1982. The General Managers, Free Press, New York, NY. Honold, L. (1998). Reviews.
Management Learning, 29(3): 395-399.

11. Thomas, K. Wand Velthouse, B. A. 1990. Cognitive elements of empowerment: An interpretive model of
intrinsic task motivation. Academy of management review, 15(4): 666-681.

12. Luthans, F., Hodgetts, R.M and Rosenkrantz, S.A. 1988. Real Managers, Ballinger Press, Cambridge, MA.

13. Goleman, D., Boyatzis, R.E and McKee, A. 2002. Primal Leadership: Realizing the Power of Emotional
Intelligence, Harvard Business School Press, Boston, MA.

14. Hopkins, M and Bilimoria, D., 2008. Social and emotional competencies predicting success for female and
male executives, Journal of Management Development, 12(1): 13-35.

15. Koman, L and Wolff, S., 2008. Emotional intelligence competencies in the team and team leader, Journal
of Management Development, 27 (1): 55-75.

16. Dreyfus, C., 2008. Identifying competencies that predict effectiveness of R&D managers, Journal of
Management Development, 27(1): 76-91.

17. Williams, H., 2008.Characteristics that distinguish outstanding urban principals. Journal of Management
Development, 27(1): 36-54.

18. Law, K. S., Wong, C. S., Huang, G. Hand Li, X., 2008. The effects of emotional intelligence on job
performance and life satisfaction for the research and development scientists in China. Asia Pacific Journal
of Management, 25(1): 51-69.

29



19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.
30.

31.
32.
33.
34.

35.

36.

37.

38.
39.

40.
41.

42.

43.
44.

45.

J. Basic. Appl. Sci. Res., 5(6)22-31, 2015

Mayer, J.D., DiPaolo, Mand Salovey, P., 1990. Perceiving affective content in ambiguous visual stimuli: a
component of emotional intelligence. Journal of Personality Assessment, 54: 772-781.

Salovey, P and Mayer, J. D. 1989. Emotional intelligence. Imagination, cognition and personality, 9(3):
185-211.

Ashkanasy, N. M and Daus, C. S., 2005. Rumors of the death of emotional intelligence in organizational
behavior are vastly exaggerated. Journal of Organizational Behavior, 26(4): 441-452.

Mayer, J.D and Salovey, P. 1997. What is emotional intelligence, Emotional Development and Emotional
Intelligence: Implications for Educators, Basic Books, New York, NY: 3-31.

Cherniss, C. 2010. Emotional intelligence: towards the clarification of a concept, Industrial and
Organizational Psychology: Perspectives on Science and Practice, 3.

Jordan, P.J., Dasborough, M.T., Daus, C.S and Ashkanasy, N.M., 2010. A call to context: comments on
emotional intelligence and emotional social competencies, Industrial and Organizational Psychology:
Perspectives on Science and Practice, 3.

Wong, C. Sand Law, K. S. 2002. The effects of leader and follower emotional intelligence on performance
and attitude: An exploratory study. The Leadership Quarterly, 13(3): 243-274.

Mayer, J. D., Roberts, R. D and Barsade, S. G., 2008. Human abilities: Emotional intelligence. Annual.
Rev. Psychol., 59:507-536.

Frijda, N. H. 1994. Emotions are functional most of the time. In P. Ekman & R. J. Davidson (Eds.). The
Nature of Emotion: Fundamental Questions. New York.

Zurbriggen, E. Land Sturman, T. S., 2002. Linking motives and emotions: A test of = McClelland’s
hypotheses. Personality and Social Psychological Bulletin, 28(4): 521-535.

Goleman, D., 1998. Working with emotional intelligence. U.S.A.: Bantam Books

Boone, Land Kurtz, D., 1996. Contemporary marketing services: Competing through quality The Free
Press. New York.

Porter, L.W and Lawler, E.E, 1968. Managerial Attitude and performance, IL: Richard D.Irwin.

Fincham, R and Rhodes, P., 2005. Organizational Behavior (4ed).UK: Oxford press.

Calder, B. J and Staw, B. M. 1975. The self-perception of intrinsic and extrinsic motivation. J. Personality
Soc. Psych. 31: 599-605.

Frey, B. Sand Osterloh, M. (Eds.) 2002. Successful management by motivation: Balancing intrinsic and
extrinsic incentives. Springer Science & Business Media.

Ryan, R.M and Deci, E.L. 2000b. When rewards compete with nature: the undermining of intrinsic
motivation and self-regulation, in Sansone, C. and Harackiewicz, J.M. (Eds), Intrinsic and Extrinsic
Motivation The Search for Optimal Motivation and Performance, Academic Press, New York, NY. 13-54.
Herzberg, F., 2003. One more time: how do you motivate employees Harvard Business Review, 81 (1): 53-
62.

Mathis, R and Jackson, J., 1988. Personnel Human Resource Management, West Publishing Company, St
Paul, MN.

Amabile, T.M., 1998. How to kill creativity, Harvard Business Review, 76(5): 77-87.

Kerr, S., 1975. On the folly of rewarding A, while hoping for B, The Academy of Management Journal,
18(4): 769-83.

Kohn, A., 1993. Why incentive plans cannot work, Harvard Business Review, 71 (5): 54-63.

Deci, E. L., and Ryan, R. M., 1985. The general causality orientations scale: Self-determination in
personality. Journal of research in personality, 19(2): 109-134.

Kivetz, R., 2003. The effects of effort and intrinsic motivation on risky choice, marketing Science, 22. 477-
502.

Gibbons, R., 1998. Incentives in organizations. J. Economic. Perspectives. 12(4): 115-132.

Holmstrom, B., P. Milgrom.,1991. Multitask principal-agent analyses: Incentive contracts, asset ownership,
and job design. J. Law, Economic. Organ. 7: 2-52.

Prendergast, C., 1999. The Provision of Incentives in Firms. Journal of Economic Literature

30



46.

47.

48.

49.

50.

51.

52.

53.
54.

55.

56.

57.

58.

59.

60.

61.

62.

63.

Mohsin Atiq et al., 2015

Christie, A., Jordan, P. J., Troth, A. C., and Lawrence, S., 2007. Testing the Link between Emotional
Intelligence and Motivation. Journal of Management and Organization, 13(3): 212 —226.

Dubey, K., 2012. Emotional intelligence and academic motivation among adolescents: a relationship study,
International Journal of Multidisciplinary Research, 2(3): 142- 147

Goleman, D., 1995. Emotional Intelligence, Bantam, New York, NY.

Foster-Fishman, P.G and Keys, C.B. 1995. The inserted pyramid: how a well meaning attempt to initiate
employee empowerment ran afoul of the culture of a public bureaucracy, Academy of Management Journal
Best Papers Proceedings 1995. 364-72.

Sullivan, H. S., 1994. The interpersonal theory of psychiatry.

Mayoux, L. 1998. Participatory Learning for Women's Empowerment in Micro-Finance Programmes:
Negotiating Complexity, Conflict and Change. IDS bulletin, 29(4): 39-50.

Bordin, C., Bartram, Tand Casimir, G., 2006. The antecedents and consequences of psychological
empowerment among Singaporean IT employees. Management Research News, 30(1): 34-46.

Bowen, D.E and Lawler., 1995. Empowering service employees, Sloan Management Review36: 73-84.
Conger, J.A and Kanungo, R.N., 1988. The empowerment process: integrating theory and practice,
Academy of Management Review, 13(3): 471-482.

Thomas, K. W and Velthouse, B. A., 1990. Cognitive elements of empowerment: An interpretive model of
intrinsic task motivation. Academy of management review, 15(4): 666-681.

Robinson, B. E., 1998. The workaholic family: A clinical perspective. American Journal of Family
Therapy, 26(1): 65-75.

Black, J. Aand Edwards, S., 2000. Emergence of virtual or network organizations: fad or feature. Journal
of Organizational Change Management, 13(6): 567-576.

Blau, P. M., Falbe, C. M., McKinley, Wand Tracy, P. K., 1976. Technology and organization in
manufacturing. Administrative science quarterly, 20-40.

Pugh, D. S., Hickson, D. J., Hinings, C. R and Turner, C., 1968. Dimensions of organization structure.
Administrative science quarterly, 65-105.

Ranson, S., Hinings, Band Greenwood, R., 1993. The structuring of organizational structures.
Administrative science quarterly, 1-17.

Pettigrew, T. Fand Tropp, L. R., 2000. Does intergroup contact reduce prejudice: Recent meta-analytic
findings.

Goudarzvandchegini, M., Taleghani and M., Darvishi, N (2012) Determination of Relation between
Psychological Empowerment Factors with Delegated to Managers (Case study: Factories of Industrial City
of Rasht, Iran). Journal of Basic and Applied Scientific Research. (3): 3066-3076.

Moghimi-Firozabad, M (2014)The Mediating Effects of Psychological Empowerment and Job Satisfaction
in the Relationship between Transformational Leadership and Organizational Citizen Behavior, Journal of
Basic and Applied Scientific Research., 3(5): 237-244.

31



