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Abstract: 

The study focused on three important factors in institutions: emotional intelligence 

strategies, transformational leadership, and organizational social capital. The goal of the 

research was to examine the relationship and impact between emotional intelligence 

strategies and transformational leadership on organizational social capital in the Iraqi 

Ministry of Planning. A total of 90 managers were included from various departments 

within the ministry. Questionnaires were distributed to 125 managers, with 100 being 

returned. After excluding 10 incomplete responses, statistical methods such as the Spearman 

correlation coefficient and simple linear regression coefficient were used to analyze the data 

and test the hypotheses. The results indicated a positive relationship between emotional 

intelligence strategies, transformational leadership, and the development of organizational 

social capital in management. Furthermore, the study emphasized the importance of moving 

away from bureaucratic models and adopting modern management concepts that align with 

global developments in order to achieve organizational goals. 
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The Introduction: 

It is essential to develop work plans and programs that promote institutional growth and 

nurture the human factor in order to comprehend the Ministry of Planning's strategic goals 

at all levels. This is required to encourage teamwork among leaders and to enable efficient 

communication between them. In order to comprehend, apply, and ultimately attain the 

intended direction, employees must have the ability to provide feedback, Techniques like 

emotional intelligence, transformative leadership, and social capital can be used to achieve 

this. It focuses on influencing employees' behavior as well as increasing their emotional 

skills through support and encouragement. The study of these social behavior tactics in 

firms is a relatively young area, It is crucial to take into account the idea of “social capital” 

in order to handle the issues and challenges that their Institutions are facing. This idea, 

which belongs to the behavioral sciences, focuses on comprehending and examining social 

interactions and relationships inside professional networks. These socially integrated 

networks seek to promote coordination, collaboration, and mutual benefit for the institution, 

instead of severe management, the current state of affairs in huge institutions like the Iraqi 

Ministry of Planning demands for effective leadership, Over the past fifty years, the 

institution has operated under a bureaucratic model that has been more formal, 

uninteresting, and centralized.  Institutions need administrators and leaders, but they should 

not place an excessive emphasis on administrative modernism. A good leader is someone 

who can motivate their team members and consistently looks for new strategies to get 

people to pay attention to and follow directions, Additionally, they make an effort to know 

what their subordinates are thinking in order to inspire them to work toward the institution's 

objectives. Since the Iraqi Ministry of Planning deals with concerns relating to the social 

and human components of their vision, it is crucial to perform a field study there. The 

ministry is a shining illustration of why greater leadership is required, especially in light of 

its major influence on the evolution of Iraqi society. 

First: The Problems of study 

For managers at all levels, the emotional intelligence approach is a critical tool for 

navigating the challenges of the workplace and inspiring and guiding others toward 

constructive social goals. Those that possess emotional intelligence are devoted to the 

company, finding fulfillment in their work, and putting teamwork ahead of personal benefit 

whenever possible. Effective managers must be able to motivate their staff, instill loyalty 
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and dedication, deal with difficult situations, and build relationships with prominent groups 

both inside and outside of the firm, However, a lot of managers focus entirely on the 

administrative aspect of their jobs, oblivious to people's feelings and thoughts, and wary of 

interfering with their work. The success of an institution cannot be entirely attributable to 

material elements; it also requires great leadership that encourages innovation and energy. 

As a result, scholars have focused on studying issues connected to the human and social 

dimensions. Consequently, the following inquiries about the current issue are the focus of 

this investigation: 

1. Is there an impact of emotional intelligence strategic on transformational leadership 

strategic? 

2. Is there an impact of emotional intelligence strategic on organizational social capital? 

3. Is there an impact of transformational leadership strategic on organizational social capital? 

4. Is there an impact of Emotional Intelligence strategic and Transformational Leadership 

Strategic Combined on Organizational Social Capital? 

Second: The importance of study 

The importance of the study can be determined as follows: 

1. The scientific importance: Lies in the current study, as it considers modern management 

concepts in the administrative agenda, by developing a theoretical framework linking three 

variables “emotional intelligence strategic, transformational leadership strategic, and 

organizational social capital” that are of interest to study, in addition to having an academic 

accumulation in The field of administrative sciences, as a result of the important role it 

plays in developing the skills and capabilities of administrative leaders and finding solutions 

to the problems they face, in order to create additional capabilities that help them in facing 

current and future challenges, and to ensure a broad and integrated vision in the ministry 

under study. 

2. practical importance: The Ministry of Planning is crucial to decision-making because it 

establishes the strategic goals that the ministry wants to attain. Making informed decisions 

to deal with a variety of situations and crises efficiently depends on it. Additionally, the 

ministry uses particular methods to evaluate and examine study plans within its purview. 

This is a crucial step in improving performance in line with benchmarks and norms around 

the world. It requires making sensible suggestions and recommendations and putting them 

into action successfully. 
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Third: The Objective of Study 

The study aims to achieve: 

1. Sstatement the relationship between strategic emotional intelligence and transformational 

leadership strategic. 

2. To explore the impact of strategic emotional intelligence and organizational social capital. 

3. To examine whether the transformational leadership strategic and organizational social 

capital. 

4. To explore the impact of emotional intelligence and transformational leadership strategies 

on organizational social capital. 

Fourth: the study model 

Based on the study problem and objectives, a hypothetical scheme was created to 

illustrate the impact of emotional intelligence strategies and transformational leadership 

patterns on social capital. The scheme was constructed by examining relevant literature on 

the topic, as depicted in Figure (1), The study based their model on Goleman's (1998) study, 

which identified four dimensions of the emotional intelligence strategic (self-awareness 

Self-management Relationship management Social skills), Additionally, the study 

considered Bass & Avolio's (2000) and Xiaoxia (2006) studies, as well as Al-Zubaidi's 

(2007) study, which identified four dimensions of transformational leadership (Idealized 

Influence Inspirational Motivation   Intellectual Stimulation Individualized Consideration), 

The study also reviewed Al-Naqqar's (2008), Tsui et al.'s (1992), and Paunescu & Badea's 

(2014) studies, which identified three dimensions of organizational social capital 

(Structural - Cognitive - Relational), Social capital was identified as the response variable 

(dependent variable) in this study. 
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Figure (1): The hypothetical scheme of the study 

Source: study's work. 

Fifth: Hypotheses 

The first hypothesis: There is a significant correlation between the strategies of emotional 

intelligence and transformational leadership. 

The second hypothesis: There is a statistically significant relationship and effect between 

the strategic of emotional intelligence and organizational social capital. 

The third hypothesis: There is a statistically significant relationship and impact between 

the transformational leadership strategic and organizational social capital. 

The fourth hypothesis: There is a statistically significant effect between the combined 

strategic of emotional intelligence and transformational leadership on organizational social 

capital. 

Sixth: Previous study 

This paragraph will discuss previous study conducted in the areas of emotional 

intelligence, transformational leadership strategic, and organizational social capital. 

1. Study  Cabral, et.al  (2020) We believed that the emotional and cultural intelligence of top 

managers were crucial aspects of the foreign strategic of the business and played a 

significant role in their decisions and actions. In this article, we utilize and study the 

comprehensive model developed by Kuivalainen, Sundqvist, Saarenketo, and McNaughton 
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in 2012 to analyze the global scale and extent of strategic groups within small and medium-

sized enterprises (SMEs), The majority (86%) of respondents displayed a high level of 

performance in understanding emotions, while the remaining respondents were evenly 

distributed between the categories of competent and developing. The distribution of 

respondents across the three levels of controlling emotions was equal. 

2. Study (Zaman et.al.,2020) Project portfolio management ensures that projects are prioritized 

appropriately in order to achieve the strategic goals of an organization. However, this study 

has found that a lack of project integration discipline can obscure the investments and 

anticipated benefits of project portfolios, leading to a situation where uncoordinated and 

failing projects overcrowd the organization. This study specifically focuses on the Asia-

Pacific region and examines project portfolio success from a transnational and cross-cultural 

perspective. The correlations between variables were analyzed using partial least squares 

structural equation modeling (PLS-SEM), and data from the information and 

communications technology industries in Pakistan and the Republic of Korea were used as 

samples. The study's findings indicate that CEO transformational leadership has a 

significant and positive impact on the success of project portfolios. 

3. Study (Khan et.al.,2020) The goal of this study was to empirically evaluate a model that 

explains the steps involved in turning social capital (SC) in SMEs in developing nations like 

Pakistan into strategic renewal (SR), This process incorporates both the contingent effects 

of a firm's absorptive capacity (AC) as well as the mediating role of a firm's strategic agility 

(SA), In this study, a cross-sectional approach was used to assess the model being 

examined. To test the model's validity, information was gathered from 519 individuals in 

leadership positions (such as CEOs, owners, finance managers, and managing directors) 

from 123 manufacturing units involved in various industries, including agricultural 

machinery, automobile accessories, pharmaceutical instruments, electrical equipment, IT-

related accessories, and garments. Findings between SC and SA on the relationship between 

SC and SR is also supported by the findings of this study, Furthermore, this construct has 

been verified and demonstrated to act as a driving force in the connection between service 

quality and customer satisfaction. 

4. Study (Al-Taie&Dahm,2008), the focus was on examining the influence of emotional 

intelligence on organizational intelligence. The objective of the study was to explore the 

applicability of these two concepts within the General Company for Electrical Industries. 

The study included a sample of 50 workers who were randomly selected. The findings of 
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the study revealed that certain dimensions of emotional intelligence, particularly in regards 

to self-management, were found to be lacking within the organization. 

5. Study (Al-Zaidi,2007) aimed to examine the relationship between organizational citizenship 

behavior and transformational leadership and how they contribute to achieving institutional 

excellence. The study was conducted in the banking sector, specifically focusing on four 

governmental banks (Al-Rafidain Bank, Al-Rashid Bank) and two private banks (Iraqi 

Investment Bank, Bank of Baghdad), The sample size consisted of 150 individuals, 

representing 50% of the study population and including general managers and department 

managers. The study revealed several key findings, such as the significant impact of 

transformational leadership and organizational citizenship behavior on organizational 

excellence, which further increased when both factors were present. 

6. Study (Xiaoxia,2006) focused on comparing transformational leadership and transactional 

leadership in the context of search engine marketing in China and Sweden. The study aimed 

to investigate the impact of gender and culture on leadership styles in small and medium-

sized companies in both countries and determine which style was more influential, The 

study included a sample of 46 individuals from Chinese institutions and 44 individuals from 

Swedish institutions. The findings of the study suggested that gender had no effect on 

leadership styles, while culture had a minor influence in both China and Sweden. 

Additionally, the study revealed that a cross-leadership style was the most commonly 

observed in the surveyed organizations in both countries. 

Seventh: the procedural definitions of the study variables 

First: Emotional intelligence strategic: Emotional intelligence is the individual's ability to 

control his feelings and the feelings of others, and direct them in the appropriate way and at 

the right time, which enables him to make positive decisions that have a good effect on 

others and himself. The positive results of these decisions have four. 

Second: The transformational leadership strategic is the leadership approach that the 

administrative leader summarizes by meeting the needs and reasons of subordinates, 

enhancing their capabilities to the maximum extent, and enhancing their awareness of the 

desired goals and values in management, and motivate them to adhere to the common vision 

and work in a team spirit, This strategic consists of four dimensions. 

A third aspect to consider is organizational social capital in the organization. This term 

describes the importance that individuals hold in the different work networks within an 
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organization. It is achieved through trust, compatibility, interaction, and fruitful cooperation 

among these individuals. This strengthens unity and social connections, ultimately helping 

the organization achieve its individual and collective goals and objectives. 

Eighth: Data Analysis and Results 

1. Theoretical side: Using the accessible resources such as studies, study, articles in both 

Arabic and foreign languages, and online sources. 

2. Practical aspect: The study depend on the questionnaire as a practical means to gather data 

and information, the questionnaire consists of several fundamental factors, such as the 

emotional intelligence strategic with its four sub-factors, and the transformational leadership 

strategic with its own four sub-factors. The variable that is measured is the organizational 

social capital variable, which encompasses three sub-factors, All these variables were 

examined using internationally recognized and approved scientific methods, The 

arrangement of the questions in the questionnaire can be found in Table (1) of the current 

study. 

Table (1): The paragraphs in the questionnaire for the study 

Source 
Numb

ers 

The 

number 

of 

paragrap

hs 

Sub dimensions 
The main 

variables 

Goleman, 1998 

Zirak and Ahmadian, 2015 

1-4 4 Self-awareness 

Emotional 

intelligence 

strategic 

5-8 4 
Self 

management 

9-12 4 
pihsneitaleR  

astseiaitn 

13-16 4 Social skills 

Bass and Avolio, 2000 

Xiaoxia, 2006, Al-Zaidi, 2007 
17-20 4 

Idealized 

Influence 

Transformation 

leadership 
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21-24 4 
Inspirational 

Motivation 

strategic 

25-28 4 
Intellectual 

Stimulation 

29-32 4 
Individualized 

Consideration 

Tsui, et al, 1992 

lh-rsqqsN , 2008 

Andrews, 2007 

Paunescu and Badea, 2014 

33-36 4 Structural 

Organizational 

social capital 

37-40 4 Cognitive 

41-44 4 Relational 

Source: from the work of the study. 

Ninth: Study Limits 

1. Spatial Limits: The study included the center of the Ministry of Planning, and the 

distribution of the questionnaire focused on the departments of the center of the ministry on 

the undersecretaries, general managers, heads of departments, and people's officials in their 

departments. 

2. Time Limits: The practical data of the Ministry under study was limited to the time period 

between 2/5/2023/ to 30/5/2023. 

Study community and sample 

The study focused on leaders within the Ministry of Planning, including senior, middle, 

and executive officials. This ministry is considered an important service sector in society 

and consists of various departments such as the minister's office, technical agent's office, 

administrative agent's office, administrative and financial department, legal department, 

sectors planning department, economic policies department, human development 

department, government investment programs department, regional development 

department, international cooperation department, and government contracts department, 

the main objective of this study is to achieve economic and social development by 

effectively utilizing energy, materials, and human capabilities. It also aims to improve 
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administrative, economic, and social development processes to enhance the performance of 

the government apparatus. The total population of the ministry is 1230, and it is essential for 

the study sample to accurately represent this population. The selected sample consisted of 

deputies, general managers, managers of departments, their number reached 125 managers 

and heads of departments, as they have the authority to make administrative decisions in a 

suitable manner. Moreover, their characteristics and the ministry's environment were 

compatible with the requirements of the study, there were a total of 125 individuals in this 

sample, with 125 questionnaires distributed. Of these, 100 questionnaires were retrieved, 

while 10 were excluded due to inaccurate data. Thus, 90 questionnaires were available for 

analysis. 

Table (2): Results of the distribution of the study questionnaire 

bNstasiNsT

hi 

RiNtitnsei 

 scTsta 

RiNtitns

ei 

bli tuaTiN 

is lshef 

quianeittseN

ia siN 

stshcaea 

bli tuaTiN 

is NinNeilif 

quianeittseN

ia 

bli tuaTiN 

is 

feanNeTunif 

quianeittseN

ia 

lsaRh

i 

lihua

i 

72% 80% 99 099 025 025 

Source: the study's work. 

Literature review 

First: the concept of emotional intelligence strategic 

In the twentieth century, the term emotional intelligence emerged in the United States. 

Study discovered that a person's success and happiness in life are not solely dependent on 

their intellectual intelligence Instead, it is influenced by qualities and skills that may or may 

not be present in highly intelligent individuals. This concept was coined as emotional 

intelligence, with Salovey and Meyer being the pioneering authors in studying emotional 

strategies during the 1990s. However, it was Daniel Goleman and his book "Emotional 

Intelligence: Why It Can Be More Than IQ" that made this concept widely known. 

Emotional intelligence plays a vital role in determining our ability to acquire and develop 

practical skills, which can be categorized into two main dimensions(Goleman,2006:25) 

personal competence and social competence, as illustrated in Figure 2. 
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Figure (2): personal competence and social competence 

Source: Goleman,Daniel (2006), "Working with Emotional Intelligence" ,Bantam Books,3
rd

 edition, 

New york P:26-27. 

where Goleman believes that intelligence and feeling work in harmony and 

compatibility, and are not in contradiction or dissonance, moreover Thus, logical thinking 

processes do not conflict with emotional intelligence and general intelligence, but rather 

they are independent of each other (Abraham,1999: 209), In contrast, there is no specific 

definition of emotional intelligence, as (Burnett,1996:45) indicates that intelligence 

Emotional intelligence arises from merging terms such as feelings, emotions, and 

intelligence, Accordingly, the definitions of emotional intelligence strategic have increased 

based on the contribution of many study. The most important definitions mentioned can be 

summarized in Table (3): 

Table (3): The concept of strategic emotional intelligence  

Author tittiRn 

BarOn 1997:54 

It is the individual's ability to understand and express his feelings, and to have a 

positive self-evaluation and broad realization of his abilities to live a comfortable 

and happy life, that is, the ability to understand the way others feel, and the ability 

to establish relationships with mature and responsible personalities without turning 

into dependence on others, Optimistic, flexible, and realistic individuals who 

successfully solve problems and deal with stress without losing control. 

Goleman The ability to know our feelings and the feelings of others, motivate ourselves, 

Self-Awareness 

Personal competence 

Social competence 

Empathy 

Self-Regulation 

Emotional 

Intelligence 

Motivation  

Social Skills 
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1998:15 manage our emotions and our relationships with others effectively, the ability to 

arouse enthusiasm in oneself, maintain a spirit of hope and optimism when facing 

problems, empathize with others, know what is going on inside them, and the 

ability to persuade and lead them. 

Zirak & 

Ahmadian 

2015:599 

It is a set of personal qualities and social and emotional skills that enable a person 

to understand the feelings and emotions of others, and then be more able to 

rationalize his psychological and social life. 

Source: The work of the study based on previous sources. 

Based on the above: 

1. Manage, organize, and direct the control strategic, interaction, and sensations of oneself and 

others. 

2. Positive response and interaction with others and communicate with them with a sense of 

empathy. 

3. Emotional intelligence strategic can be acquired or inherited, as the individual can learn it 

through Life experiences and situations, through which the individual can deal and learn 

with himself and with others. 

Second: the significance of having a strategic for emotional intelligence 

The strategic of emotional intelligence greatly affects human life, whether the 

emotions associated with it are positive or negative, as it reveals our feelings towards others 

and towards ourselves (Ledoux,1995:123), and this strategic helps to enhance creativity, 

love, responsibility and concern for others and the development of friendships and social 

relationships (George, 2000:27), and George also explains the importance of the emotional 

intelligence strategic in the concept of attention, as it helps to focus and make the right 

decisions instead of the immediate emotional response to initial challenges 

(George,2000:27), otherwise people with emotional intelligence show a greater response In 

addition, studies have shown that emotional intelligence contributes to creative thinking and 

proposing new solutions to problems, and helps to deal with others with confidence and 

empathy (Al-Tai&Daham,2008:74), and emotional intelligence also teaches us how to 

change our thinking patterns and view things positively and for a longer period, and 

emotional intelligence is also important at the social level, as it affects social relationships 
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and interactions between individuals, and contributes to organizing An integrated cycle of 

influence, interaction and results through Figure No. (3): 

 

 

                                                                                                                          

                 

 

 

 

 

 

Third: The dimensions of strategic the emotional intelligence  

The study focuses on the study of the dimensions of emotional intelligence 

presented by the psychologist Goleman in his model that he presented in 1998, which 

included comprehensiveness, self-understanding, and self-regulation and there are also 

some other scholars mentioned such as (Goleman,et.al., 2002) that enhance motivation to 

work and the strategic of social skills required by this current study, namely: 

1. “Self-awareness”: These include emotional self-understanding, accurate self-evaluation, 

self-confidence, leveraging strengths, ability to carry out difficult tasks, presence and 

popularity, and other aspects (Kaufhold&Johson,2005:615). 

2. “Self management”: These include self-control, clarity, adaptation, initiative, direction 

towards achievement, optimism, a positive view of others, and the expectation that he and 

others will achieve a better future. 

3. “Relationship Management”: The key to determining motivation lies in the term 

achievement. What motivates ordinary individuals to work? Is it the high salary or the social 

prestige resulting from obtaining a leadership position? On the contrary, leading individuals 

are moved by a real inner desire to achieve and achieve success (Al-Majidi&Al-

Anazi,2017:250), If we are looking for leaders, how can we identify individuals who are 

Emotional attraction 
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positive 

 

Fluctuatin
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Social 

Episodes 

emotional impression 

Interaction 

with 

EI high 

 EI weakness 

Figure (3): The importance of strategic the emotional intelligence on the social level 

Source: Thomas Kunnantt, James (2010), Emotional intelligence: Theory and description, a complete model for 

interpersonal effective, Journal of management development, Vol. 16, No.3/4, pp.614-629. 

Social skill Managing 
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Self-

management 
Self-

awareness 
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most motivated by external stimuli? The main indicator (Al-Anzi, 2017:240) is their 

feelings towards the work itself, as these leaders seek creative challenges, love learning, and 

gaining pride and appreciation at work. Even if they fail the mission. 

4. “Social skill”: Within the three components of emotional intelligence that were previously 

mentioned, all of them are self-management skills. As for the remaining two components, 

emotional empathy and social skill, they relate to the individual’s ability to manage 

relationships with others(Kaur&Jaswal,2005), in order to reach their objective, individuals 

must progress in the direction they desire, whether it be adopting a fresh marketing tactic or 

discovering a new product. Those with strong social abilities should possess an extensive 

understanding of various subjects, talents, and the capacity to establish agreement, foster 

cooperation, and facilitate effective communication, even when faced with diverse obstacles 

or conflicting paths. 

Fourth: The concept of strategic transformational leadership  

The concept of transformational leadership was introduced by American political 

scientist James MacGregor Burns in 1978 in his book titled "Leadership." (Al-

Amiri,2004:18) The theory of transformational leadership is built upon and influenced by 

other leadership styles. It focuses on creating dedication to the mission, goals, and strategies 

of the organization. In 1985, Bass made significant contributions to the development of 

transformational leadership by introducing a systematic theory and creating models and 

measures to assess leadership behavior. This assessment tool is known as the Administrative 

Leadership Scale (MLQ) (Taqi&Daqana,1988) The development of a model known as 

Transformational leadership has been influenced by the need for an alternative to traditional 

leadership that is based solely on transactions. This model places emphasis on the 

importance of influencing subordinates by acknowledging their emotions and aims to 

achieve organizational goals. Transformational leaders stand out from other leaders due to 

their encouragement of adaptation, compensation, self-confidence, and integration. They 

also prioritize promoting development and strategic thinking, clarifying boundaries, and 

showing genuine concern for others (Al-Majidi&Al-Anazi,2017:253), Those who excel at 

bringing about change are the ones who lead the process most efficiently, and what sets 

these leaders apart is that they are not limited by factors such as gender, race, religion, age, 

or social class, a few examples of such transformative leadership are highlighted in Table 

(4). 
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Table (4): Definitions of strategic transformational leadership  

 tittiRn 

Burns 

1978: 2 

A process through which the leader and subordinates seek to promote each 

other to reach the highest levels of realism and ethics. 

Bass 1985: 

17 

Transformational leadership affects rearranging the needs of subordinates 

according to their importance, and requires high levels of mental thinking, 

sacrifices, and the participation of subordinates in achieving important goals. 

AL-dmahG 

2006  :72 

This approach is based on understanding the obvious and hidden needs of 

subordinates, working to meet those needs, and investing all their strength with 

maximum efficiency in order to achieve the required change. 

emahS 2014 

 :64 

Transformational leadership aims to build a generation of leaders who have the 

characteristics of true transformational leaders in that they set more 

challenging expectations that exceed the expected performance. 

Al-

Enezi,2017:

370 

Broad imagination and long-term future visions with the ability to influence 

others and listen to their opinions, and the leader's willingness to sacrifice and 

bear the consequences, and is committed to presenting his ideas and views to 

others. 

Source: The study worked on previous studies. 

the aforementioned, the transformational leadership strategic aims to achieve social 

change characterized by growth and adaptation to the environment and meeting the needs 

and requirements of working individuals by avoiding practices related to giving orders and 

complying with formal procedures, getting rid of negative feelings such as hatred, hatred 

and selfishness, and creating an appropriate positive climate. 

Fifth: The Importance of Strategic Transformational Leadership  

Organizations nowadays require a new leadership strategy due to the continuous 

increase in the dramatic changes in the environment, the fierce competition and the 

advancement of technology, And this strategy must be characterized by a high degree of 

adaptability and innovation capable of facing these changes and adapting to them 
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(Bascregio,2006), And the strategy of transformational leadership plays an important role in 

motivating subordinates (Bass&Regio,2006), and at present the business organization tends 

to form collaborative and creative teams to obtain effective results (Alim&Alban,2001:27), 

Organizations adopt this strategy to achieve their goals, and it is considered a new way to 

lead groups and their participation in the management of organizations, As the 

transformational leader has great skills with which he can develop these organizations and 

their subordinates and enhance innovation and communication, the transformational 

leadership strategy is an important factor in managing change and creativity, and is 

important and beneficial to subordinates, Figure (4) shows this: 

 

 

 

 

 

 

 

 

 

 

 

 

Figure (4): Importance of Transformational Leadership 

Source: Al-Anazi, Saad Ali and Al-Majidi, Abdul-Razzaq Jabr (2017), Principles of 

Business Administration, 1st edition, Adnan Library for Printing, Publishing and 

Distribution, Baghdad, Iraq: 253. 
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Sixth: Dimensions of the strategic transformational leadership  

Based on management and leadership study, Scientific Thinkers (Bass) have identified 

four dimensions of transformational leadership strategies (Bass&Avolio, 1994:3). 

1. “Ideal Influence”: According to the ideal influence, leaders take a path that makes them role 

models for people over time, and become worthy of admiration, respect and trust. One of 

the things leaders do to be perfectionists is consider the needs of others rather than their 

own and be willing to sacrifice personal gain for the benefit of others 

(Avolio&Bass,2002:652-667). 

2. “Inspirational Motivation”: The transformational leader employs motivating and inspiring 

techniques to have a positive impact on those in his vicinity. This approach adds purpose 

and complexity to the tasks of his team members, strengthens the importance of unity within 

the group, displays enthusiasm and positivity, and concentrates on the growth and progress 

of his subordinates. Moreover, he contemplates intriguing and varied future matters. 

(Bass,1990:36). 

3. “Intellectual Stimulation”: As per this perspective, the leader supports the employees they 

oversee in reevaluating and finding new and accurate approaches to work-related matters, 

challenges, and strategies, while also motivating them to be inventive and enhance their 

creative abilities. (Moran, 2003:4). 

4. “Individualized Consideration”: The transformational leader demonstrates an attribute of 

diligently considering the requirements of every individual in their team in order to foster 

their development, boost their effectiveness, and encourage their personal growth. They 

function as a guide, advisor, supporter, and role model, ensuring they take into account the 

individual needs of each team member. (Al-Anzi,2017:373). 

Seventh: the concept of social capital 

In 1916, the sociologist Hannevian wrote about the concept of social capital goes 

back to the specific social matters with which it is associated Examining the experience of 

establishing rural schools in West Virginia, Hanevian's definition of social capital 

encompasses the intangible resources present in people's daily lives. These resources 

encompass aspects such as goodwill, empathy, and the social interaction among individuals 

and families that make up social units. Additionally, Hanevian suggests that in rural 

communities, the school serves as a central and significant hub (Putnam, 2000: 19) and one 

of the most important writers in this regard was Jean Calup, Pepper Bourdieu, James 
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Coleman, Robert Putnam, and the advanced studies Paint is an important component of 

social organization and a potential source of value that can be developed and transformed 

into a product. Achieving the strategic goals after being included in the organizational 

structure (Cohen&Prusak,2001) and (Lin,2001), Writers and study in the field of 

management began to improve the social vision of organizations, where the main goal is to 

create and enhancement knowledge and opportunities and encourage organizational 

competition by developing capabilities and capabilities to enhance communication of ideas 

and information within institutions (Andrews, 2007:.03), on the basis of this, study believe 

The most appropriate and accurate expression that can be used to refer to social capital in 

the framework of structures and organization is creative social organizational capital" and 

this can distinguish it from social capital which is considered the main source in the fields 

of sociology, and many definitions can be reviewed that It reflects the historical 

development of this concept, as shown in Table (5). 

Table (5): Concepts of social capital 

Author tphcSoC 

Bourdieu”1985 
The collection of current and possible resources linked to possessing a particular 

network of connections built on shared understanding. 

Coleman"1988 

A varied collection of entities that consist of two fundamental parts, all of which 

contribute to social structures and enable individuals and organizations to carry out 

their functions. 

Tsui et al.1992 

Social organizations are made up of interconnected social connections that operate 

based on a set of shared values, principles, morals, and standards. These elements 

work together to foster trust and strong relationships within the network of social 

connections. 

Nahapiet & 

Ghoshal”1998 

A social organization is defined by its values, norms, relationships, interactions, and 

networks. 

“Putnam”2000 
Social structures like networks, norms, and social systems that enable the 

coordination of processes, teamwork, and the achievement of shared advantages. 

Andrews 2007 A valuable asset in an organization is the way social relationships are formed and 
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perceived among team members, This mutual trust and teamwork ultimately 

contribute to the creation of value. 

Source: From the study's work, based on previous sources. 

      After analyzing the definitions mentioned earlier, the study provide a more precise 

explanation of organizational social capital. They define it as the social assets that an 

organization possesses through its employee networks, characterized by trust, cooperation, 

interaction, and harmony. These networks aim to enhance cohesion and reinforce the 

relationships that exist within the organization, ultimately leading to the fulfillment of both 

individual and organizational objectives. Therefore, the significance of organizational social 

capital in companies can be evaluated by considering the following factors: Individuals and 

groups in organizations and societies can enhance their capabilities and achieve their goals 

by participating in organizational social work networks. Furthermore, organizational social 

capital plays a crucial role in this process by offering developmental advantages that 

improve work efficiency and ultimately drive effectiveness. (Putnam, 1995). Also, social 

capital is seen as the primary reason for enhancing organizational loyalty. This includes 

adopting a high-performance work culture and creating more chances for innovation and 

growth. 

Eighth: Dimensions of Organizational Social Capital 

Numerous studies and study have focused on the various aspects of organizational 

social capital. However, study have found discrepancies in how writers and study classify 

its dimensions. Table (6) illustrates this disparity, highlighting the diverse perspectives on 

the relational, communicative, and collaborative dimensions. Some study propose an 

alternative classification, encompassing Trust, Fairness, Reputation, Collaboration, Sharing, 

and Community, these dimensions offer a more practical and precise representation of 

organizational social capital, which the current study will utilize by examining its structure, 

perception, and relationships.  
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Table (6): Dimensions of organizational social capital 

seaitaeita cisN Author NO. 

Nihsneitsh Cognitive lCrucCuras 1992 Tsui et al 0 

Nihsneitsh Cognitive lCrucCuras 1998 Tsai & Ghoshal 0 

Nihsneitsh Cognitive lCrucCuras 1998 Nahapiet & Ghoshal 2 

 Cognitive allpcsaCssS 2002 Adler & Kwon 3 

tiaautetsneli Cognitive allpcsaCssS 2004 
Beugelsdijk & 

Smulders 
4 

Nihsneitsh Cognitive lCrucCuras 2003 Vilanova & Jose 5 

Nihsneitsh Cognitive lCrucCuras 2004 Alexopoulos & Monk 6 

Nihsneitsh Cognitive lCrucCuras 2005 Kono 7 

 Cognitive allpcsaCssS 2007 Patulny & Svendsen 8 

Nihsneitsh Cognitive lCrucCuras 2006 Balatti & Falk 9 

Nihsneitsh Cognitive lCrucCuras 2008 CmS cssceSr 09 

Nihsneitsh Cognitive lCrucCuras 2009 Schneider 0 0  

Nihsneitsh Cognitive lCrucCuras 2010 Andrews 0 2  

Nihsneitsh Cognitive lCrucCuras 2011 Carr, et al 0 3  

Nihsneitsh Cognitive lCrucCuras 2014 ls-iaas  14 

Nihsneitsh Cognitive anNutnuNsh 2014 lTsfe 15 

Source: from the work of the two study. 

1. The structural dimension: The structural dimension consists of network structure, 

impersonal (formal) relationships of individuals and groups, interdependence and 

interaction (Al-Naqqar,2008:56), It is the lens through which to think about the formal 

social relations that bind individuals working within social networks and act as sources of 
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knowledge and information enhancement, They constitute the center of the structural 

dimension that generates value for the organization through communication links. 

2. Cognitive dimension: In addition to a shared vision, goals, and social values held by each 

employee that support inclusion and foster a sense of shared responsibility and teamwork, it 

also refers to resources that offer common representations, interpretations, and systems of 

m e a n i n g f u l  m e a n i n g  b e t w e e n  t h e  p a r t i e s  ( A d l e r & K w o n , 2 0 0 2 : 8 5 ) . 

3. Relational dimension: It refers to the type of interpersonal relationships that people 

develop each other through experience In interactions, where these relationships reinforce 

the interactions that emerge between individuals within the informal work organization by 

means of the mutual trust that the person possesses Within it, the relational dimension is 

centered according to (Tasi&Ghosal,1998:465), on the rooted origins of those relationships 

that center on Characteristics, values, trust and commitments that create opportunities for 

t h e  m e m b e r s  o f  t h e  r e l a t i o n s h i p . 

Ninth: The impact of strategic emotional intelligence and transformational leadership 

on the enhancement of organizational social capital 

The use of emotional intelligence as a strategy has become crucial for business 

leaders today, it is essential for managing the various challenges they encounter in their 

work and also helps managers stand out and succeed in a competitive environment. 

Feldman suggests that leaders with emotional intelligence can not only enhance their own 

skills, behaviors, and strategies, but also influence the emotional and social abilities of their 

subordinates and aid in their growth (Feldman,1999:32) Leaders and managers must strive 

to enhance their understanding of themselves and their subordinates when it comes to 

managing employees (Carr,et.,al.,2011:1210), in order to achieve this, the organization's 

leadership needs to overcome obstacles and create a sense of trust and communication with 

employees. Trust is seen as a key factor in fostering productive collaboration and 

information sharing within work networks, leading to successful decision-making and future 

interactions. It is important for leaders to prioritize building bridges of trust and 

communication instead of creating barriers, (Ibrahim,2009:100) Considering the 

information mentioned earlier, the study has the belief that in order for the leader of the 

organization to be successful in leading a group, they need to have knowledge about various 

aspects, This includes understanding the dynamics between members of the organization, 

recognizing the importance of individuals forming connections and the benefits they gain by 

being part of social networks. These networks help in accomplishing organizational 
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objectives. Additionally, the leader should also have a clear understanding of the social 

environment and be able to identify any divisions that may exist among different work 

groups (Andrews,2011:241), in order to have a clearer understanding and fulfill the needs, 

desires, and demands of employees, as well as to assess their own performance, exhibit self-

control, and handle emotions in a way that aligns with employee needs, it can be stated that 

there is a strong connection between the utilization of emotional intelligence strategies and 

transformational leadership in building a positive organizational culture. 

Check the validity of the search tool: 

Cronbach's alpha value was calculated to find the consistency of the internal data of 

the content of the questionnaire list that was presented to arbitrators with specialization in 

the field of public administration and business administration (Uma Sakran,2006), in order 

to find out their opinions, observations and appreciation of the validity of the questionnaire's 

expressions and their suitability for the proposed axes for the study. 

Table (7): Cornbach’s alfa reliability coefficient 

eCaisssCe cpSiiscsShC huhiSr pi omralSl  sarsahCl 

0.85 4 Self-awareness 

0.78 4 Self management 

0.80 4 pSsaCsphlmso  hahaeShShC 

0.84 4 Social skills 

0.80 4 Idealized Influence 

0.79 4 Inspirational Motivation 

0.74 4 Intellectual Stimulation 

0.83 4 Individualized Consideration 

0.83 4 Structural 

0.78 4 Cognitive 
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0.81 4 Relational 

Source: The study based on the results of the statistical analysis (spss). 

Descriptive Statistics: 

Table (8): Descriptive Statistics 

Relative 

importance 

coefficient 

of 

difference 

standard 

deviation 

Arithmetic 

mean 
Banishment 

3 0.22 0.77 3.5 
Strategic Emotional 

intelligence  

1 0.19 0.75 3.8 
Strategic Transformational 

leadership  

2 0.21 0.78 3.6 
RAS Social Organizational 

Money 

Source: The study based on the results of the statistical analysis (SPSS). 

Table No. (8) shows the order of the relative importance dimensions of the study 

variables, and it is noted that the transformational leadership variable, which has an 

arithmetic mean of (3.8) and a standard deviation of (0.75), and a coefficient of difference 

of (0.19), and thus ranked first compared to the rest of the variables. 

hypothesis testing 

The first hypothesis: There is a significant correlation between the strategies of strategic 

emotional intelligence and strategic transformational leadership. 

In this section, the correlation coefficient was calculated between the dimensions of 

the variables of strategic emotional intelligence, strategies transformational leadership, and 

testing (t) as follows: 
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Table (9): The correlation between strategies emotional intelligence and transformational 

leadership 

The result aee. t 
correlation 

coefficient 
lsNesThi 

Acceptance 0.000 5.66 0.811** 

Strategic Emotional intelligence  

Strategic Transformational 

leadership  

Source: The study based on the results of the statistical analysis (SPSS). 

iaisS (9) shows there is a strong positive correlation between the strategies of 

emotional intelligence and transformational leadership, where the value of the correlation 

coefficient was (0.811**), while the value of (t), was (5.66), which is greater than t* tabular 

value of (2), as the value of the significance level was less than 0.05, and from these results 

we accept the first hypothesis, and this result is consistent with the study (Kilduff, 

et.al.,2010) 

2- The second main hypothesis: There is a statistically significant relationship and effect 

between the strategy of emotional intelligence and organizational social capital. 

Table (10): The correlation and effect relationship between emotional intelligence strategies 

and organizational social capital 

lsNesThi 
correlation 

coefficient 
R

2
 

constant 

value a 
β 

ANOVA 

t aie. bli Niauhn 

Sig F 

Emotional 

intelligence 

strategy 0.781** 0.71 1,375 0.657 0.000 28 5.06 0.000 Acceptance 

Organizational 

social capital 

Source: The study based on the results of the statistical analysis (SPSS). 
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 Table No. (10) shows the presence of a significant positive correlation between the 

strategies of emotional intelligence and organizational social capital, as the value of the 

correlation coefficient was (0.781**), which is a strong correlation, while the value of the 

correlation coefficient was (0.781), (R
2
 = 0.71) of the variance in social capital is explained 

by the emotional intelligence strategy, and (29%) represents the percentage effect of other 

unknown variables, while the beta coefficient (β=0.657) indicates that one unit change In 

emotional intelligence, it is accompanied by a change (0.657) in capital. Social 

organizational, and the value of the beta coefficient reflects the importance of emotional 

intelligence, as indicated by the value of F for (28), and with statistical significance showing 

the existence of homogeneity and acceptable variation between the strategies of emotional 

intelligence and social organizational capital, and the coefficient (t-=5.06), which is greater 

than the table t* From (2) with a level of significance less than (0.05) confirms the strength 

of the relationship between the variables as a result of the homogeneity of their averages. 

This is confirmed by the value of the fixed term of the regression curve (a =1.375) and 

shows its difference from zero. Thus, the relationship between the two variables is 

confirmed, and it becomes clear that there is an effort in the field of study to pay attention to 

social capital, and this result is consistent with the study (Thomas 2010). 

3- The third hypothesis: There is a statistically significant and impactful relationship 

between the transformational leadership strategy and organizational social capital. 

Table (11): The correlation and impact relationship between strategic transformational 

leadership and organizational social capital 

lsNesThi 
correlation 

coefficient 
R

2
 

constant 

value a 
β 

ANOVA 

t  sig. bli Niauhn 

Sig F 

strategic 

Emotional 

intelligence  0.761** 0.67 1,325 0.717 0.000 0.539 4.76 0.000 Acceptance 

Organizational 

social capital 

Source: The study based on the results of the statistical analysis (SPSS). 
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 Table (11) indicates a strong positive correlation between transformational 

leadership strategies and organizational social capital. The correlation coefficient has a 

value of 0.761**, suggesting a significant relationship. Further, the R
2=

0.67 signifies that 

67% of the variation in social capital can be explained by the transformational leadership 

strategy, while 33% can be attributed to other unknown factors. The beta coefficient, 

represented by β=0.717, implies that a one-unit increase in transformational leadership leads 

to a 0.717 increase in organizational social capital. This suggests the considerable 

importance of transformational leadership, supported by the F value of 0.539, which is 

statistically significant at a level below 0.05. Notably, the consistency of the means of the 

variables strengthens their relationship, evident in the fixed limit of the regression curve 

(a=1.325) indicating a non-zero relationship. This aligns with the findings of Al-Qaisi's 

study in 2009. 

4- The fourth hypothesis: There is a statistically significant relationship between the 

combined strategy of emotional intelligence strategy and transformational leadership on 

organizational social capital. 

Table (12): The relationship and effect between strategies (emotional intelligence and 

transformational leadership) in organizational social capital 

lsNesThi 
correlation 

coefficient 
R

2
 

constant 

value a 
β 

ANOVA 

t aie. bli Niauhn 

Sig F 

strategic 

Emotional 

intelligence  0.779** 0.85 1,125 0.376 0.000 33 4.41 0.000 Acceptance 

Organizational 

social capital 

Source: The study based on the results of the statistical analysis (SPSS). 

 Table (12) presents findings that indicate a significant positive correlation between 

the strategies of emotional intelligence and transformational leadership in organizational 

social capital. The correlation coefficient (0.779**) suggests a strong correlation. 

Furthermore, the value of R
2
 =(0.85) indicates that 85% of the variation in social capital can 

be explained by the strategies of emotional intelligence and transformational leadership, 
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while the remaining 15% represents the influence of other unidentified variables, the beta 

coefficient (β = 0.376) demonstrates that a one-unit change in the strategies of emotional 

intelligence and transformational leadership leads to a change of 0.717 in organizational 

social capital. This highlights the importance of these strategies, The F=33, along with 

statistical significance, suggests a satisfactory level of consistency and variation between 

the strategies. Additionally, the t coefficient (t=4.41), which exceeds the critical t* value of 

2 with a significance level lower than 0.05, confirms the strength of the relationship 

between these variables due to their similar averages. This is further supported by the 

regression curve's intercept value (a=1.125), which differs from zero, ensuring the validity 

of the relationship between the variables. 

Conclusions: 

1. By encouraging its staff members to come up with creative ideas, the ministry's senior 

officials have started the reform process. Through a variety of service programs coordinated 

by the Ministry of Planning, they want to leverage these concepts to bring about beneficial 

improvements in the neighborhood. 

2. The organization's strategic goal and ongoing efforts to change the organizational culture to 

reflect its ideal state define the transformational leadership style, this strategy aims to 

benefit both the organization's employees and the organization as a whole. 

3. They are able to assess the pros and cons of the studied organization and match them up 

with the advantages and difficulties that the enterprise. 

4. The development of corporate social capital is facilitated by the mutually beneficial 

interaction between emotional intelligence and transformational leadership techniques, this 

suggests that Ministry of Planning managers have high emotional intelligence levels, which 

have a favorable effect on the social dynamics at their workplace. 

5. Higher levels of emotional intelligence lead to greater trust in the institution under study, 

and its personnel will have the ability to influence others and efficiently handle their 

interactions with coworkers and superiors within the ministry. 

6. Since it is so important for generating social work networks, establishing trust, and 

encouraging collaboration within the ministry, social capital is a critical resource for the 

organization, it makes a substantial contribution to the creation of fresh intellectual capital. 
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Recommendations: 

1. Highlighting the importance of further enhancing the positive impact aspect by promoting 

subordinate involvement in decision-making, creating plans, discussing issues at work, 

making efforts to solve them, and finding suitable solutions as a team. Focusing on their 

intellectual abilities and professional growth. 

2. The Ministry of Planning in Iraq is encouraged to engage in the advancements of 

management practices. Currently, it operates under a bureaucratic model, but it should 

embrace and promote modern management concepts. By staying updated on global 

advancements, the organization can effectively work towards achieving its goals. 

3. The Ministry of Planning must understand that emotional intelligence is a vital component 

in developing effective leaders, it is a top priority for modern organizations as it helps build 

strong relationships, trust, loyalty, and collaboration, fostering a positive atmosphere. 

4. Administrative leaders in the relevant ministry should be mindful of the significance of 

possessing effective self-understanding and self-management strategies. These strategies 

play a vital role in fostering a positive relationship between superiors and subordinates by 

enabling them to effectively handle and control their emotions. This includes being able to 

absorb any anger that subordinates might express due to the repetitive nature of tasks, 

overlooking their thoughts and emotions, and minimizing any negative impact on their 

performance. 

5. The ministry in question is committed to further augmenting the social connections within 

the organization and empowering social work networks. This will be accomplished through 

the sharing of knowledge and information, as well as addressing ongoing issues and 

obstacles that colleagues may face, in order to attain a sense of unity and overall 

organizational success. 
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تأثٍز انثقت انتنظًٍٍت وانصزاع انبناء فً راص انًال الاجتًاعً, دراست استطلاعٍت َراء (، 2004ابشاْيى، نيث خهيم ) .40

، سعانت ياجغخيش في عهٕو اداسة الاعًال، كهيت الاداسة ٔالاقخصاد، جايعت انعايهٍن فً يعهد انتدرٌب اننفطًعٍنت ين 

 بغذاد.

(، انزكاء انشعٕسي ٔعلاقخّ بًُظ انقيادة انخحٕيهيت دساعت ييذاَيت 2000حايذ، عٓيش عادل ٔحغٌٕ، شفاء يحًذ عهي )" .42

 ، انعذد انثانث ٔانثايٌُٕ.دارة والاقتصاديجهت الافي انششكت انعايت نهصُاعاث انقطُيت، 

، سعانت ياجغخيش غيش يُشٕسة، كهيت تأثٍز انذكاء انىجدانى عهى يهاراث انقٍادة الإدارٌت(، 2002انخهيم، عبذانحًيذ )" .43

 انخجاسة، جايعت قُاة انغٕيظ.

ٍادة انتحىٌهٍت وأثزهًا فً تفىق , انعلاقت بٍن سهىك انًىاطنت انتنظًٍٍت وانق(2002انضيذي، َاظى جٕاد عبذ عهيًاٌ، )" .44

، أطشٔحت دكخٕساِ، كهيت الإداسة يدٌزي انًصارف انحكىيٍت والأههٍت انًنظًاث, دراست استطلاعٍت نعٍنت ين

 ."جايعت بغذاد -ٔالاقخصاد

، طشق انبحث في الإداسة: يذخم بُاء انًٓاساث انبحثيت، حشجًت: إعًاعيم عهي بغيَٕي، داس (2006عكشاٌ، أٔيا )" .45

 انًشيخ، انشياض.

 -تأثٍز الانًاط انقٍادٌت فً تنًٍت انًهاراث فً انًؤسست دراست حانت: يؤسست صناعت انكىابم(" 2004شيٍ، فيشٔص)" .46

 جضائش. -بغكشة-، اطشٔحت دكخٕساِ ، كهيت انعهٕو الاقخصاديت ٔانخجاسيت ، جايعت يحًذ خيضشبسكزة -فزع جنزال كابم

(، انًكخباث انعايت ٔدٔسْا في حًُيت سأط انًال الاجخًاعي: انًكخبت انًشكضيت انعايت في 2004انطائي، فيصم عهٕاٌ )" .47

 ."، انًجهذ انثاَي عشش، انعذد الأليجهت جايعت كزبلاء انعهًٍتيحافظت كشبلاء إًَٔرجا، 

https://www.researchga/
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ط انًال الاجخًاعي بحث اعخطلاعي لاساء (، دساعت انعلاقت بيٍ ساط انًال انبششي ٔسأ2004انعبادي، ْاشى فٕصي )" .48

 ."، يجهذ انثايٍ، انعذد انحادي ٔانثلاثٌٕيجهت انغزي نهعهىو الاقتصادٌت والادارةعيُت يٍ انخذسيغيٍ في جايعت انكٕفت، 

، تطىٌز اداة نقٍاص سهىكٍاث انقٍادة انتحىٌهٍت فً الادارة انتزبىٌت(، 2004عبذانغُي يحًذ اعًاعيم) انعًشاَي،" .49

 ."سعانت دكخٕساِ غيش يُشٕسِ، انجايعت الاسدَيت، كهيت انذساعاث انعهيا، قغى الاداسة انخشبٕيت ، الاسدٌ

، 0، طانسهىك انتنظًًٍ انعكاساث انسهىكٍاث انىظٍفٍت نهعايهٍن فً اداء انًنظًاث(، 2002انعُضي، ععذ عهي حًٕد)" .59

 ."داس ٔكخبت عذَاٌ نهطباعت ٔانُشش ٔانخٕصيع، بغذاد انعشاق

، داس ٔيكخبت عذَاٌ نهُشش ٔانطباعت 0، طيبادئ إدارة الأعًال(، 2002عبذانشصاق جبش) انعُضي، ععذ عهي ٔانًاجذي،" .50

 ."ٔانخٕصيع، بغذاد، انعشاق

يزكش انبحىث (، انقيادة انخحٕيهيت في الاجٓضة الايُيت انغعٕديت إًَرج يقخشح، 2002انغايذي، ععيذ بٍ يحًذ )" .52

 ."ك فٓذ الايُيت، كهيت انًهواندراساث

تأثٍز بعض الانًاط انقٍادٌت انحدٌثت فً راص انًال الاجتًاعً انتنظًًٍ دراست (، 2004)انقيغي، عٓا عذَاٌ عهًاٌ " .53

، سعانت ياجغخيش غيش يُشٕسِ، كهيت الاداسة استطلاعٍت لأراء عٍنت ين انًدٌزٌن فً وسارة انبهدٌاث والاشغال انعايت

 ٔالاقخصاد، جايعت بغذاد.

انعلاقت بٍن يقدراث الابداع الاستزاتٍجً وسهىكٍاث انقٍادة انتحىٌهٍت واثزهًا (، 2002انًغعٕدي، يحًذ اصبع بكال )" .54

 ."، سعانت ياجغخيش غيش يُشٕسة في إداسة الاعًال، كهيت الإداسة ٔالاقخصاد، جايعت بغذادفً انًٍشة انتنافسٍت

فً اطار انزبط بٍن رأص انًال الاجتًاعً ونظى ادارة انًعزفت  تفىق انًنظًاث(، 2002انُقاس، عبذالله حكًج عبٕٔ)" .55

، اطشٔحت دكخٕساِ فهغفت في الاداسة انعايت غيش يُشٕسة، كهيت الإداسة ٔالاقخصاد، دراست يٍدانٍت فً وسارة انكهزباء

 .جايعت بغذاد


