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Abstract
Background and aim: Quotient is one of the basic competencies that promote the managers. New approach in
current century believes the relationship between spiritual quotient and transformational leadership style of managers
with organizational commitment of staffs as a new aspect of organizational performance. Therefore, this research was
aimed to determine the relationship between spiritual quotient and the transformational leadership of managers with staffs’
organizational commitment in headquarters departments of Tehran University of Medical Sciences (TUMS), Tehran, Iran.
Materials and methods: This was a descriptive analytical and cross-sectional research that induced at 2014-2015. The
research community was 225 staffs and 70 senior, middle and junior managers. The research tools were three questionnaires
including MLQ for assessment of transformational leadership, Badie for spiritual quotient, and Allen and Meyers for the
organizational commitment of the staffs. The data was collected and analyzed by SPSS software, using average, and
percent for descriptive statistics, and Pearson, t-student and variance analysis for analytical statistics.
Results: The results of this research showed that TUMS headquarters department’s managers had desired
transformational leadership and spiritual quotient, but the organizational commitment of the staffs was moderate. Using
Pearson method showed that there was significant relationship between these variables.
Conclusion: The managers with increased spiritual quotient and transformational leadership cause motivate and
develop the staffs to be more commitment in their organizations.
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Introduction
Management is an important challenging issue for both current and
future organizations. Managers’ intelligence is a pivotal competency that
contributes to the organizational success. Spiritual quotient (SQ) is a type
of intelligence that enables managers to make strategic decisions in the
current complicated business world [1]. The concept of contributions of
spiritual quotient of managers to organizational commitment of staffs’
performance appear a new aspect to organizational activities in order to
move them towards achieving success and dignity [2].
In 1995, Goleman [3] suggested that success in life required more
than high intelligence quotient (IQ), and proposed emotional quotient
(EQ) which encompassed such characteristics as self-awareness, task
performance ability, flexibility, self-control and direct perception.
However, nowadays it is claimed that even both IQ and EQ are not
completely sufficient, and there is a strong need as a third factor which
is called spiritual quotient (SQ) [3].

tend to direct the attentions of their followers toward team goals to
attain organizational goals through stimulation of their motivation
[8]. These leaders move beyond the interactive leadership style which
is solely based on punishment or reward system. By securing the trust
and loyalty of others, transformational leaders inspire the followers to
develop stronger commitment to change and high levels of self-control.
They help the staff to be a change agent and push the organization
toward a bright future [9].
Transformational leadership which is an indispensable constituent
of learning organizations could envisage necessary and modern paths
for new organization [10,11]. To preserve continuity, stability and
development, private and public organizations have to improve the
staff ’s knowledge regarding the environment of organization and ways
of kick starting sweeping changes in structures, cultures and trends,
where the roles of transformational leaders for pushing the organization
from now toward future, recognizing environmental requirements and
bringing about necessary changes are highlighted [12].

Spiritual quotient refers to a collection of abilities, capacities
and spiritual resources which enhance an individual’s adaptability to
environmental conditions [4]. Although, spiritual quotient applies to
all organizational levels, it is crucial for success of management ranking [5].
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Spiritual quotient supports the values and believes of leaders and
is associated with continuation of organizational commitment [6].
Managers with high spiritual quotients are capable of developing
different methods of directing the staffs and creating proper working
conditions, and thus can promote their organizational commitment [7].
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Stough and Gardner [8] reported that transformational leaders
would stimulate the needs of the staffs and promote their motivation,
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Organizational commitment as an important job attitude has
been the focus of extensive research in recent years. Organizational
commitment is a form of emotional attachment to the organization.
Those who have developed this commitment feel strong loyalty to
their organizations and use organizational commitment to associate
themselves with their respective organization [13].

measuring organizational commitment, 225 questionnaires were
returned (a response rate of 70%).

Spiritual quotient as an effective factor on individual-social
behaviors and consequently on organizational commitment is a recent
concept. It has now been established that organizational commitment in
general and emotional commitment in particular are closely associated
with spiritual quotient [14].

3 types of questionnaires were employed in this research. The
first named transformational leadership style as a part of MultiFactor Leadership Questionnaire (MLQ) encompasses 26 items with a
5-point Liekert-type scale, ranging from 1 or “always” to 5 or “never”
Avolio, et al. [19,20]. This questionnaire includes 20 items to assess
five components of transformational leadership, consist of idealized
characteristics (4 items), idealized behavior (4 items), inspirational
motivation (4 items), intellectual stimulation (4 items) and individual
considerations (4 items).

Organizational commitment as an ethical pillar is a spiritualbased, essential and notable issue in an organization with considerable
contributions to its success [15]. Different levels of organizational
commitment have a positive and significant correlation with
transformational leadership of organizations [16]. Moreover, the
managers could positively affect the organizational commitment and
trust of the staff via adoption of transformational leadership styles [17].

The second questionnaire which measures spiritual quotient
was first used as a researcher made by Badie et al. [21] in 2010. This
questionnaire has 26 items, ranging from 1 or “completely agree” to 5 or
“completely disagree” including 4 components of general thought and
the belief (12 items), having ability to deal and interact with problems
(15 items), promotion of moral virtues (8 items)) and self-awareness,
love, interest, empathy and philanthropy with others (7 items) [21].

The committed workforce may recover probable financial losses,
bring added value, profit and utility to an organization, and strengthen
its financial assets through its satisfactory performance and behavior,
and also adoption of timely decisions [18].

The third questionnaire which measures organizational commitment
was designed by Allen and Mayer in 1993. This questionnaire covers
3 components of emotional commitment (8 items), continuous
commitment (15 items) and normative commitment (6 items) [22].
Demographic data of the respondents such as age, gender, marital
status, occupational classification, educational degrees and the years of
experiences were collected in all questionnaires.

Considering the above-mentioned arguments, this study
intends to determine the relationship between the spiritual quotient
and transformational leadership of managers with organizational
commitment of the staff in of Tehran University of Medical Sciences,
Iran.
As no similar study to date has been conducted in the field of
health system in Iran, if a relationship between the spiritual quotient
and transformational leadership and its influences the organizational
commitment of the staff are established, laying the new and appropriate
groundwork via selection of managers commanding high levels of
spiritual quotient and transformational abilities is thus expected. This
improves the organizational commitment of the staff and as a result
enhances the organizational performance and productivity in various
parts of the staff department.
The conceptual model of this research in the Figure 1 displays the
relationship between spiritual quotient and transformational leadership
styles of the managers and the organizational commitment of the staff.

Research Methodology
The study was an applied descriptive-analytical and cross sectional
research that, conducted in 2015 in the headquarters departments of
Tehran University of Medical Sciences (TUMS), Iran.
The statistical population of this research included all the senior,
middle and junior managers along with the staff of headquarters
departments consisted of vice chancellor of education, research and
technology, medicine, health, culture, student’s affairs, international
relations, management development and resource planning
departments.
The number of managers participated in this study was 80, and thus
the sampling performed by censes method. The statistical population
of the staff was estimated to be 1912. Using Cochran sampling formula,
320 respondents were selected by stratified sampling at a confidence
level of 95% (p=q=0.5, z=1.96) and 5% level of error. 70 questionnaires
were returned measuring spiritual quotient and transformational
leadership (a response rate of 87.5%). Also out of 320 questionnaires
Review Pub Administration Manag, an open access journal
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Content validity was used to determine the validity of all three
questionnaires. For this, two English translators first rendered the
original versions into Persian. Then two other translators were
commissioned to check the translations in terms of adequacy, clarity,
translation quality, terminology and contextual equivalents. In next
stage, the translations were back translated by another translator, and
then the results were compared. Later, all three questionnaires were
submitted to 12 experts of healthcare management, organizational
behavior management, and psychology to receive their feedbacks and
comments. In the last stage, Content Validity Index (CVI) revealed to
be 0.82 for transformational leadership, 0.87 for spiritual quotient and
0.83 for organizational commitment that all indicating the sufficient
validity of the questionnaires.
To examine the reliability of the questionnaires using Testretest technique, all 3 questionnaires were completed by 20 staff
and managers that had not been included in the research sample for
the first time and completed again by them with a 2-week break to
prevent chances of remembering. Therefore, the Internal Correlation
Coefficients (ICC) for transformational leadership, spiritual quotient
and organizational commitment questionnaires were respectively 0.89,
0.85 and 0.80. Also, Alpha Cronbach formula was employed to calculate
the internal cohesion and coherence of the measurement instruments.
For transformational leadership, spiritual quotient and organizational
commitment questionnaires scores are 0.82, 0.84 and 0.75 respectively.
The researcher handed the questionnaires in person to the staff and the
managers of headquarters departments, and later visited them to collect
the completed questionnaires.
In order to ethical research consideration, the necessary permission was
acquired from the senior managers of headquarters departments and research
objectives were completely explained to the respondents. Moreover, the
respondents were assured of the confidentiality of their personal information
at any rate and were informed that the results and findings would be submitted
to the senior managers of headquarters departments.
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Idealized characteristics

Self-awareness, love, interest,
empathy and philanthropy with
others

Inspiring motivation
Idealized behavior

Transformational
leadership

Mental encouragement

Spiritual
quotient

General thought and belief
Having ability to deal and
interact with problems

Individual considerations

Promotion of moral virtues

Organizational commitment

Continuous
commitment

Emotional
commitment

Normative
commitment

Figure 1: The research conceptual model.
Statistical Indices (Spiritual quotient Components)

Average

SD

General thought and belief

4.43

0.43

Promotion of moral virtues

4.23

0.42

Self-awareness, love, interest, empathy and
philanthropy with others

3.86

0.58

Having ability to deal and interact with problems

3.18

0,.46

Spiritual quotient

3.93

0.34

Table 1: The mean and standard deviation of the components of spiritual quotients
among the managers of headquarters departments of Tehran University of Medical
Sciences, Iran.
Statistical indices
Transformational leadership

Mean

SD

Idealized characteristics

3.85

0.72

Inspirational motivation

3.75

0.68

Intellectual encouragement

3.55

0.88

Idealized behavior

3.50

0.66

Personal considerations

3.31

0.59

Table 2: The average and standard deviation of the components of transformational
leadership of headquarters department managers of Tehran University of Medical
Sciences, Iran.
Statistical indices
Organizational Commitment Components

Average

SD

Continuous commitment

81

59

Normative commitment

76

55

Emotional commitment

68

86

Organizational commitment

75

46

Table 3: The average and standard deviation of the components of organizational
commitment of headquarters department staff of Tehran University of Medical
Sciences, Iran.

Findings
The results revealed that the age groups of 30-40 and over 50 had
the highest and lowest frequencies in this study. One third of the staff
was females, and the rest were males. 26.6% of the staff was single and
73.4% were married. Those with 5-10 and 10-15 years of experiences
had the highest and lowest portions of the staff, respectively. The staff
with master degrees had the highest portion regarding the educational
degree with 46.2%. As for employment status, temporary staff was the
largest group with 48% of the whole.
The demographic characteristics of the managers showed that
the age group 40-50, male and married mangers had the highest
Review Pub Administration Manag, an open access journal
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frequencies, while those 10-20 years of experiences, M.A degrees,
permanent employment status, had the highest frequencies.
As Table 1 shows, the average of spiritual quotient and all
components are over 3 which indicate that the headquarters
department’s managers are at relatively satisfactory levels in terms of
spiritual quotients. Although, general thought and believe dimension
had the highest score, while having ability to deal and interact with
problems had the lowest scores
As Table 2 suggests, the average of transformational leadership
and all components are over 3 which indicates that the headquarters
departments managers are at relatively satisfactory levels in terms
of this kind of leadership. Moreover, the component of idealized
characteristics had the highest score, while personal considerations had
the lowest scores.
As the Table 3 suggests, the average of all organizational
commitment and all components are below 3 which indicates that
headquarters department’s managers are at average levels in terms of
this kind of commitment.
The results of 2 samples T-test revealed a significant relationship
between personal considerations of the transformation leadership
styles and the marital status of the managers; i.e., married managers
had more personal considerations in comparison with their single
counterparts (p=0.02).
The results of one-way variance analysis test revealed a significant
relationship between personal considerations of the transformation
leadership styles and the managers’ years of experiences; i.e., the
longer the tenure of managers, the more personal considerations they
have (p=0.004). Moreover, no significant relationship was observed
between transformational leadership and its components with the other
demographic characteristics of the headquarters managers (p˃0.05).
Furthermore, according to the results of T-test and variance analysis,
no significant relationship was observed between organizational
commitment and its components with demographic characteristics of
the headquarters staff (p˃0.05).
According to Table 4, and using Pearson correlation coefficient, the
results showed that there was no significant relationship between selfawareness, love, interest and empathy with others, and promotion of
moral virtues, while other components showed significant relationship
with each other’s. Also, there was no significant correlation between
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General
thought and
belief

Selfawareness,
love, interest
and empathy
with others

Having ability
to deal and
interact with
problems

Promotion of
moral virtues

Emotional
commitment

Continuous
commitment

Normative
commitment
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Correlation
coefficient

1

0.207

0.505

0.604

-0.565

0.233

-0.373

Significance
level

-

0.011

0.000

0.000

0.000

0.004

0.000

Correlation
coefficient

0.207

1

0.283

0.037

-0.233

0.005

-0.211

Significance
level

0.011

-

0.000

0.654

0.004

0.147

0.009

Correlation
coefficient

0.505

0.283

1

0.424

-0.473

0.37

0.413

Significance
level

0.000

0.000

-

0.000

0.000

0.244

0.000

Correlation
coefficient

0.604

0.037

0.424

1

-0.523

0.216

0.435

Significance
level

0.000

0.645

0.000

-

0.000

0.008

0.000

Correlation
coefficient

-0.565

-0.233

-0.473

-0.523

1

-0.22

0.781

Significance
level

0.000

0.004

0.000

0.000

-

0.006

0.006

Continuous commitment

Correlation
coefficient

0.233

0.005

0.038

0.216

-0.223

1

0.435

commitment

Significance
level

0.004

0.147

0.244

0.008

0.006

-

0.000

Normative commitment

Correlation
coefficient

-0.373

-0.211

0.413

0.345

0.781

0.435

1

Significance
level

0.000

0.009

0.000

0.000

0.000

0.000

-

Components

General thought and belief

Self-awareness, love,
interest and empathy with
others
Having ability to deal and
interact with
problems

Promotion of moral virtues

Emotional commitment

Emotional
commitment

Consistent
commitment

Normative
commitment

Inspirational motivation

Idealized
behavior

Personal considerations

Inspirational
motivation

Intellectual encouragement

Personal
considerations

Idealized characteristics

Statistics

Intellectual
encouragement

Components

Idealized
characteristics

Table 4: The relationship between spiritual quotient components and its dimensions among the managers and the organizational commitment of the staff of the staff
departments of Medical University of Tehran, Iran.

Correlation
coefficient

1

0.625

0.580

0.704

0.783

0.465

0.343

-0.413

Significance
level

-

0.000

0.000

0.000

0.000

0.000

0.006

0.000

Correlation
coefficient

0.625

1

0.563

0.436

0.733

-0.517

0.141

0.387

Significance
level

0.000

-

0.000

0.000

0.000

0.000

0.086

0.000

Correlation
coefficient

0.580

0.563

1

0.579

0.859

0.761

0.215

0.565

Significance
level

0.000

0.000

-

0.000

0.000

0.000

0.008

0.000

Correlation
coefficient

0.704

0.436

0.579

1

0.766

-0.623

0.318

-0.445

Significance
level

0.000

0.000

0.000

-

0.000

0.000

0.008

0.000

Correlation
coefficient

0.783

0.733

0.859

0.766

1

-0.756

0.215

-0.542

Significance
level

0.000

0.000

0.000

0.000

-

0.000

0.008

0.000

Table 5: The relationship between transformational leadership and its dimensions among the managers with the organizational commitment of the staff headquarters
departments of Tehran University of Medical Sciences, Iran
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Intellectual
encouragement

Personal
considerations

Inspirational
motivation

Correlation coefficient

-0.072

-0.060

-0.056

-0.049

0.350

Significance level

0.704

0.753

0.769

0.799

0.048

Correlation
coefficient

0.003

0.026

0.045

0.008

-0.050

Significance level

0.037

0.891

0.814

0.968

0.792

Correlation
coefficient

-0.066

0.030

0.031

-0.043

0.190

Transformational Components
Statistic
Spiritual quotient Component
General thought and belief
Self-awareness, love, interest and empathy with others

Having ability to deal and interact with problems

Idealized
behavior

Idealized
characteristics
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Significance level

0.728

0.044

0.872

0.821

0.315

Correlation
coefficient

-0.112

0.057

0.028

-0.174

-0.120

Significance level

0.555

0.766

0.882

0.358

0.527

Promotion of moral virtues

Table 6: The relationship between spiritual quotient components and transformational leadership components in headquarters departments’ managers of Medical University
of Tehran, Iran.
Components
Spiritual
quotient
Transformational
Leadership

Statistics

Spiritual
quotient

Correlation
Coefficient

1

0.011

0.302

Significance
Level

0.033

0.049

0.034

Correlation
Coefficient

0.011

1

0.445

Significance
Level

0.049

0.000

0.007

0.302

0.445

1

0.034

0.002

0.007

Correlation
Organizational Coefficient
commitment Significance
Level

Transformational Organizational
leadership
commitment

Table 7: The relationships between the three research components.

continuous commitment with self-awareness, love, interest and
empathy with each other and having ability to deal with problems.
Finally, significant relationship was observed between organizational
commitment dimensions.
According to Table 5, using the Pearson correlation coefficient, the
results showed that significant relationships between all dimensions of
transformational leadership with organizational commitment, expert
between inspirational motivation with continuous commitment.
According to Table 6, the Pearson correlation coefficient revealed
significant correlations between general thought and belief with
idealized behavior, between having ability to deal and interact
with problems with intellectual encouragement, and between Selfawareness, love, interest and empathy with others with Idealized
characteristics. However, there was no significant relationship between
other dimensions (P>0.05).
According to the Table 7, The Pearson coefficient correlation showed
a significant relationship between spiritual quotient, transformational
leadership of the managers with organizational commitment of the staff
(P<0.05).

Results and Discussion
The present research attempted to determine the relationship
between spiritual quotient and transformational leadership of managers
with organizational commitment of staff in headquarters departments
of Tehran University of Medical Sciences. The research was completed
in 2014-2015 by employing 225 of the staffs and 70 of managers.
Review Pub Administration Manag, an open access journal
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It was found out that the headquarters managers were at relatively
satisfactory levels in terms of spiritual quotient and its dimensions with
general thought and belief receiving the highest scores. Rastegaryan
and Jaefari showed that the promotion of moral virtues had the highest
scores among the managers of Ahwaz city in Iran [23] which are not
consistent with the results of this research. This could be explained by
the type of the studied organization and the research community. Also,
managers working in headquarters departments are generally expected
to have stronger general thought and belief due to the nature of their
jobs.
The findings showed that the headquarters managers were at
relatively satisfactory levels in terms of transformational leadership and
its dimensions with idealized characteristics receiving the highest scores.
Emmons and Price [6,24] suggested that spiritual quotient integrates
spirituality and intelligence constructs into the new structure. Spiritual
quotient focuses on strong preservation of individual values and is
associated with the factors that contribute to consistent organizational
commitment [24]. Tischler et al. [25] declared that spiritually speaking,
leaders could have the strongest influence on their followers, and in
this way might understand their feelings, thoughts and viewpoints [25].
Jafari et al. [26] reported that except for personal considerations,
all other dimensions of transformational leadership of a manufacturing
company had received low scores [26]. These findings are not consistent
with the results of the current research. However, Malazenian et al. [27]
demonstrated that the average of Transformational leadership styles
obtained by nursing administrators of teaching and non-teaching
hospitals of Central Khorasan in Iran were at satisfactory level which
was partially consistent with this study [27].
The findings of this research showed that TUMS staffs had average
organizational commitment with continuous commitment receiving
the highest average. In their study on nurses of Ontario teaching
hospital, Laschinger and Finegan [28] reported average organizational
commitment for the staff [28]. Also, Delgoshaie et al. reported that
emotional commitment had high score, and normative commitment
had lowest score among the staffs of teaching hospitals in Hamedan,
Iran [29]. Moreover, Yaghoubi [30] reported that among the staffs
of hospitals of Isfahan, emotional commitment was the strongest
and normative commitment was the weakest form of organizational
commitment [30]. Han et al. [31] conducted a study in South Korea
among 416 permanent and temporary nurses in terms of empowerment,
job satisfaction and organizational commitment showed that emotional
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commitment was the strongest, and continuous commitment was the
weakest form of organizational commitment [31]. These findings
are not consistent with the results of the present research. Although,
Eskandari [32] reported the continuous commitment as the dominant
form of organizational commitment among the nurses of Zanjan
hospitals in Iran that is compatible with current research [32]. The
differences in results between current studies and mentioned studies
and also stronger continuous commitment among the TUMS staffs
might be explained by differences in leadership styles, human resource
management and the quality of the relationship between staff and
managers under different cultural and environmental conditions.
The findings suggested that there was significant relationships
between spiritual quotient with years of experiences with having ability
to deal and interact with problems, and promotion of moral virtues
(p=0.004); i.e., the longer the tenure of the managers, the higher the
rates of promotion of moral virtues and having ability to deal and
interact with problems.
These findings contradict the study of Hariri and Zarrin Abadi.
That suggested these were no relationship between demographic
characteristics and spiritual quotient [33]. Although, Sayyar found a
significant relationship between males and females’ spiritual quotients
[34], it seems that differences in the statistical population and also
recruiting managers with longer tenures could explain the differences
between the findings of current study and previous ones.
The findings indicated that from the transformational leadership
dimensions, only personal considerations had significant relationships
with demographic characteristics, namely years of experiences and
marital status (p=0.004); i.e., married individuals had more personal
considerations than single ones. Also, the longer the tenure, the
higher the personal considerations (p=0.035). However, no significant
relationship was found between transformational leadership and other
demographics. Javdani [35] observed a significant relationship between
transformational leadership rates of females and males with females
outdoing men in this regard [35] which is not consistent with current
research. Differences in statistical populations, organizational cultures
and environmental, geographical and ethnicity differences may help
explain the contradictions.
According to the current findings, there was no relationship
between organizational commitment and demographic characteristics
of the staffs such as age, gender, education, years of experiences, and
marital and employment status. Yaghoubi et al. [36] and Delgoshaei
showed that staffs with different educational backgrounds had the same
organizatioanal commitment [30,36] which is consistent with current
research. However, Yaghoubi et al. [36] and Allah Dadi [37] found
out stronger organizational commitment with longer age and years
of experiences [36,37] which is not consistent with current research.
Allah Dadi found [37] a significant relationship between demographic
characteristic and organizational commitment; i.e., stronger
organizational commitment deponds of age and years of experiences
[37]. Salami [38] did not find any relationship between demographics
characteristic and organizational commitment [38] that is compatible
with current study. It seems that dominant social and cultural
conditions in organizations and different research communities have
led to development of different directions in previous researches.
This research indicated that there was a significant relationship
between transformational leadership and spiritual quotient. [39-44]
in Utara University demonstrated a simple, multiple, and positive
relationship between spiritual quotient and transformational leadership
Review Pub Administration Manag, an open access journal
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styles [40-44]; i.e., the higher the spiritual quotient of the managers,
they are more likely to implement a transformational leadership style
in an organization. However, Zwart [45] did not report this relationship
as significant which seems is due to application of different spiritual
quotient measurement instruments [45].
The current findings indicated that there was a significant
relationship between spiritual quotient of the managers and the
organizational commitments of the staffs. Moreover, three components
of spiritual quotient including having ability to deal and interact
with problems, promotion of moral virtues and self-awareness, love,
interest and empathy with others had direct and positive effects on
direct interaction with the staffs and improving their organizational
commitments. Farhangi et al. [40] employed spiritual quotient as an
applicable aspect of the spirituality concept and its dimensions influence
the transformational leadership styles [39,40]. Srivastara and Misra
found out a positive correlation with spirituality and transformational
styles of leaders. In other words, more spiritual leaders are more likely
to use transformational leadership styles [39].
Ghahramani demonstrated that spiritual quotient had a positive and
direct and significant relationship on the organizational commitments
of the staffs [46]. This is consistent with researches conducted by Avolio
et al. [20] performed on French nurses, [47] conducted in Pakistan,
Parandeh et al. [48], Seyyedi et al. [49], Emmons and Price [6,24].
According to current findings, there was a relationship between
organizational commitment of staff and transformational leadership
styles of the managers which is consistent with the findings of Amir
kabiri et al. [50], Javdani [35], and Tredget [7] who found a significant
relationship between these components. Therefore, it is concluded
that in organizations where managers implementing transformational
leadership styles, the staffs develop stronger organizational
commitment.
Considering the significant relationships between spiritual quotient
and transformational leadership (p=0.011) and the spiritual quotient
with organizational commitment (p=0.34), also the relationship
established between managers’ transformational leadership and
the organizational commitment of the staffs in Tehan University
of Medical Sciences, it could be claimed that the conceptual model
of the research has been proven. In other words, higher promoting
spiritual quotients and promotion of transformational leadership
styles improve the organizational commitment of the staff. Tredget [7]
concluded that the managers enjoying higher spiritual quotients could
come up with innovative methods of managing and guiding the staffs.
Transformational leaders improve the organizational commitment of
the staffs through creation of positive and supporting environment [7].
In Yee Min et al. [51] research on numerous students across the
world, they found out a relationship between spiritual quotients and
their use of transformational leadership styles. Moreover, they revealed
that the student were at average levels in terms of transformational
leadership and spiritual quotients [51].
Vatankhah et al. [52] found out that managers’ spirituality had a
significant and positive effect on their leadership styles (P≤0.01) in
Tehran University of Medical Sciences [52]. Therefore, as spirituality
is associated with transformational practice of managers, recruiting
managers with high spiritual dedications is recommended.
Kabiri et al. [50] observed a significant relationship between
transformational leadership styles and the organizational commitment
of the staffs. They also noted that managers use transformational
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leadership styles tend to be more successful in promotion of
organizational commitment of their staffs [50]. Nahrir et al. [53]
addressed the relationship between job satisfaction and organizational
commitment of nurses in a number of hospitals and found out
that job satisfaction might contribute to improved organizational
commitment of the staffs [53]. Therefore, it is proven in all studies that
using transformational leadership styles by managers could improve
organizational commitments of staff and finally job satisfaction.
Finally, reported that observing spiritual regulations in organizations
and organizational commitments have a significant relationship
with managers’ spiritual quotient [54]. This was corroborated in the
conclusion of the present research.
The most removable limitation of the present study was using selfassessment questionnaires landed to headquarters staff and managers of
Tehran University of Medical Sciences. Second, this study was induced
cross-sectionally in 2015. Therefore, the kind of correlation between
two mentioned variables may be different in similar studies. Third,
our research only studied the relationship between spiritual quotient
and transformational leadership of managers with organizational
commitment of staff. But, there may be the other factors influencing
the organizational commitment of the staffs.

Conclusion
This research assessed direct and significant relationship between
spiritual quotients, transformational leadership styles of the managers
and the organizational commitments of the staffs in Tehran University
of Medical Sciences. As, human capital is the most valuable asset of every
organization, focusing on this capital could considerably contribute
to success of the organization. Therefore, managers should attempt
to raise their spiritual quotients and also follow transformational
leadership styles to encourage the staffs to enhance their organizational
commitments. Committed and professional workforce could provide
the organizational development.
Moreover, as spiritual quotient could be learned, it is possible to
improve this quotient. To this end, and for education and measurement
of spiritual quotient, recruiting organizational psychologists is highly
recommended. This education should not be limited to the theoretical
aspect. The trainees must be placed in leadership positions and receive
guidance at the same time from experienced instructors.
As spiritual quotient, transformational leadership styles of the
managers and the organizational commitments are positively related,
managers with high spiritual quotients tend to opt for transformational
leadership which contributed to stronger organizational commitments
among the staff and make them more loyal. Because a variety of factors
influence the organizational commitment of the staffs, these factors
should be studied in future researches, in particular, the relationships
between environmental, cultural and organizational factors,
organizational justice and job satisfaction.
Acknowledgements
This study was supported as a grant by Vice Chancellorship of Research in
Tehran University of Medical Sciences, Iran. The authors like to thank all staff and
managers of TUMS headquarters departments.

References
1. Naderi N, Rajaeepour S (2010) Management with a spiritual approach:
indicators assess the realization of spirituality in the organization. Islamic
Studies in the Humanities 1: 113-119.
2. Bonab GB, Salimi M, Saliyani L, Moghadam NS (2007) Spiritual Intelligence. Q
Res J Andishe-e-Novin-e-Dini 3: 125-147.

Review Pub Administration Manag, an open access journal
ISSN: 2315-7844

3. Goleman D (2005) Emotional intelligence: Why it can matter more than IQ.
New York, USA: Bantam Books: 1: 16-26.
4.

Mike G (2006) Practical application of spiritual intelligence in the workplace.
Human Resource Management International Digest 14: 3-5.

5. Salman V, Selman GR, Salman E (2005) Spiritual intelligence/quotient. CTMSJ
1: 23-30.
6. Price B (2008) The intelligent workforce. J Nurs Manag 15: 28-33.
7. Tredget D (2001) Spirituality in the worksplace. MA: Berkeley Graduate
Theological Union 2: 10-14.
8. Gardner L, Stough CK (2002) Examining the relationship between leadership and
emotional intelligence in senior level managers. Leadership Org Dev J 23: 68-78.
9. Barling J, Loughlin C, Kelloway EK (2002) Development and test of a model
linking safety-specific transformational leadership and occupational safety. J
Appl Psychol 87: 488-496.
10. Amram JY (2005) Intelligence beyond IQ: The contribution of emotional and
spiritual intelligences to effective business leadership.
11. Senge PM, Ross R, Smith B, Roberts C, Kleiner A (1994) The fifth discipline
field book: strategies and tools for building a learning organization. New York,
NY: Currency Doubleday.
12. Mooghali A, Hassanpoor A, Hassanpoor M (2009) Surveying of the relationship
between employee empowerment and organizational commitment in the 19
districts of Tehran Education Organization. J Public Adm 1: 119-132.
13. Sarooghi A (1997) Organizational commitment and its relationship with turnover
intentions. JOM & DP 10: 65-73.
14. Ghorbani M, Haghighi M, Tajrishi MI, Rasteh-moghadam A (2012) The
relationship between spiritual intelligence and organizational commitment in
public sector. JOM & DP 25: 67-92.
15. Dashti JF, Araghi KM, Yaghinlo M (2003) Unwritten of professional ethics:
professional ethics and practice of development. Monthly Tadbir 136: 64-72.
16. Etebariyan A, Panahabadi A (2010) The relationship between perceived
organizational justice and conscience Khoarsgan employees of Islamic Azad
University. J Educ Leadersh Adm 4: 23-41.
17. Mahdavi M, Arab M, Mahmoudi M, Fayazbakhsh A, Akbari F (2014)
Organizational commitment and intention to leave among hospitals’ employees
in Tehran, Iran. J Hosp Manag 12: 19-29.
18. Shahnawaz MG, Juyal RC (2006) Human resource management practices and
organizational commitment in different organizations. JIAAP 32: 171-178.
19. Anonumous (2016) Multifactor Leadership Questionire.
20. Avolio BJ, Zhu W, Koh W, Bhatia P (2004) Transformational leadership and
organizational commitment: mediating role of psychological empowerment and
moderating role of structural distance. J Organ Behav. 25: 951-968.
21. Badie A, Savari E, Dashtbozorg BN, Latifi Zadgan V (2011) Make and validation
of spiritual intelligence questionnaire. Proceedings of the First National
Conference on Psychology in Payam Noor University.
22. Jaros S (2007) Meyer and Allen model of organizational commitment:
measurement issues. The ICFAI University Press 6: 1-20.
23. Rastgar AA, Jafariyan Y (2014) Spiritual intelligence and spiritual leadership
performance Ahvaz city school principals and the effect of mediation spirituality
in the workplace. International Conference on Management, Challenges and
Solutions, Shiraz, Iran.
24. Emmons RA (2000) Is spirituality an intelligence? motivation, cognition, and the
psychology of ultimate concern. Int J Psychol Relig 10: 3-26.
25. Tischler L, Biberman J, McKeage R (2002) Linking emotional intelligence,
spirituality and workplace performance: definitions, models and ideas for
research. J Manage Psychol 17: 203-218.
26. Jafari AH, Ebrahim PS, Moradi M, Taslimi MS (2011) Examine the relationship
between transformational leadership style and emotional intelligence and IQ. J
Manage 7: 62-75.
27. Molazemian MH, Seidi M, Karimi HM (2012) Relationship between nurse
managers’ emotional intelligence and their transformational leadership styles.
J Nurs Manag 1: 63-69.

Volume 5 • Issue 2 • 1000210

Citation: Hossein D, Zeynab R, Hamideh R (2017) Relationship Between Spiritual Quotient and Transformational Leadership of Managers with
Organizational Commitment of Staffs: A Case Study in the Tehran University of Medical Sciences in Iran. Review Pub Administration Manag
5: 210. doi:10.4172/2315-7844.1000210

Page 8 of 8
28. Laschinger HKS, Finegan J (2005) Using empowerment to build trust and
respect in the workplace: a strategy for addressing the nursing shortage. Nurs
Econ 23: 6-13.

42. Hartsfield M (2003) The spirit of transformational leadership: emotions or
cognition? Paper presented at the Annual conference of Christian Business
Faculty Association, Virginia Beach, VA.

29. Delgushayi B, Toufighi SH, Kermani B (2009) Relationship between
organizational climate and organizational commitment and university of medical
sciences teaching hospitals. Ofoghedanesh; 14: 60-68.

43. Ghorbanizadeh V (2013) Spiritual and moral intelligence relationship with
transformational leadership. J Ethics Sci Tech 8: 1-13.

30. Yaghoubi M, Karimi S, Javadi M, Hassanzadeh AA (2010) Survey on relationship
between job stress and three dimensions of organization commitment among
nursing manager. Midwifery Faculty 18: 5-15.
31. Han S, Moon SJ, Yun EK (2009) Empowerment, job satisfaction, and
organizational commitment: comparison of permanent and temporary nurses
in Korea. J Applied Nursing Research 22: 15-20.
32. Eskandari F (2010) Correlation between structural and psychological
empowerment and organizational commitment of nurses in hospitals of Zanjan
province in 8 years. M Sc Thesis for Nursing, School of Nursing and Midwifery,
Shahid Beheshti University of Medical Sciences, Iran.
33. Hariri N, Zarinabadi Z (2012) Analysis of demographic spiritual intelligence
librarians of Isfahan public universities. J Libr Inform Sci, Ferdowsi University
of Mashhad 1: 29-44.
34. Sayar S (2008) The relationship between spiritual intelligence and mental
health of people 15 years and older. MSc. Thesis for psychology. Payam Noor
University, Behshahr, Iran.
35. Javdani M (2011) Investigation the relationship between transformational
leadership and transactional and organizational commitment of teachers.
Journal Foundations of Education 1: 143-158.
36. Yaghoubi A (2010) The relationship between spiritual intelligence and happiness
of Bu-Ali Hamadan University staff. Journal of Research in Educational
Systems 4: 85-95.
37. Allahdadi I (2003) Specific characteristics of the organizational culture and
its relationship with organizational commitment customs. M.A. Thesis in
Educational Management. Shahid Beheshti University, Iran.
38. Salami SO (2008) Demographic and psychological factors predicting
organizational commitment among industrial workers. Anthropologist 10: 31-38.
39. Srivastara A, Misra S (2012) Is spiritual quotient a better tool of success:
spirituality in the new world order. IJMMS 2: 256-266.
40. Farhangi AA, Fatahi M, Vasegh B, Nargesiyan A (2009) Predictive intelligence
and transformational leadership: The relationship between spiritual intelligence,
emotional intelligence and transformational leadership. IJ Manag Sci 4:31-57.
41. Pandy A, Gupta PK (2008) Spirituality in management: a review of
contemporary and traditional thoughts and agenda for research. Global
Bussiness. Review 9: 65-83.

Review Pub Administration Manag, an open access journal
ISSN: 2315-7844

44. Higgs M, Rowland D (2002) Does it need emotional intelligence to lead
changer? J Gen Manag 27: 33-40.
45. Zwart G (2000) The relationship between spirituality and transformational
leadership in public, private, and nonprofit sector organizations. Dissertation
Abstracts, International University of La Verne, CA, USA.
46. Ghahremani S (2012) The relationship between spiritual intelligence
and commitment of employees, managers Iranian Oil Pipeline and
Telecommunication. MSc. Thesis in Public Managment. Allameh Tabatabai
University.
47. Batool BF (2013) An empirical study on effect of transformational leadership
on organizational commitment in the banking sector of Pakistan. IOSR-JBM
8: 38-44.
48. Parandeh A, Izadi A, Ebadi A, Ghanbari M (2011) Relationship between
spiritual intelligence and organizational commitment in nursing managers in
military hospitals. J Mil Psychol 2: 69-78.
49. Seidi F, Ansariyan KH, Falahati Ali (2014) The relationship between spiritual
intelligence and organizational commitment of National Distribution of
Petroleum products By Province of Kurdistan, Kermanshah And Ilam. The
second International Conference on Management, Entrepreneurship and
Economic development.
50. Kabiri AA, Khodayari E, Nazari F, Moradi M (2007) The relationship between
transformational and transactional leadership styles with organizational
commitment. J Organ Cult Manage 4: 117-142.
51. Tan SYM, Chin SST, Seyal AH, Ai Yeow J, Ai J, et al. (2013) The relationship
between spiritual intelligence and transformational leadership style among
student leaders. J Southeast Asian Res 2-17.
52. Vatankhah S, Ghorbaniyan M, Ghorbaniyan A (2013) The relationship between
leadership style and spirituality at work department staff development and
resource management, Tehran University of Medical Sciences, Iran. J Med
Juris 5: 171-192.
53. Nehrir B, Ebadi A, Tofighi Sh, Zarchi KAA, Honarvar H (2010) Relationship of
job satisfaction and organizational commitment in hospital nurses. Iranian J Mil
Med 12: 23-26.
54. Sagharvani S, Zabihi M (2013) Spiritual intelligence and organizational
commitment. J Public Manage Perspect 3: 107-126.

Volume 5 • Issue 2 • 1000210

