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Figure 3. Bar graph of the participants' profession. Source: SPSS 25. 

Note. N = 90. 

 

 

 

 

Figure 4. Bar graph of the participants' position. Source: SPSS 25. 

Note. N = 90. 
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The psychometric characteristics of the scale scores for employee learning, 

emotional intelligence, and organizational performance are shown in Table 2. The 

employee learning scale, which has 15 items, had a mean of M = 22.5, a standard 

deviation of SD = 15.2, and a Cronbach’s alpha of α = .99. The emotional intelligence 

scale, which has 24 items, had a mean of M = 17.4, a standard deviation of SD = 11.1, 

and a Cronbach’s alpha of α = .95. The organizational performance scale, which has 12 

items, had a mean of M = 17.2, a standard deviation of SD = 15.1, and a Cronbach’s 

alpha of α = .99. According to the results of Cronbach’s alpha (α = .99, α = .95, α = .99), 

the three scales were highly reliable because the rule of thumb requires a reliability of 

0.70 or higher.   

Table 2 

Psychometric Characteristics of Summated Scale Scores 

Variables 

 

Number of 

Items 

 

M SD α 

Employee 

Learning 

15 

 

22.5 15.2 .99 

Emotional 

Intelligence 

24     17.4 11.1 .95 

Organizational 

Performance 

12 17.2 15.1 .99 

 

Note. N = 90. 

 

To produce descriptive statistics and perform correlation, ANOVA, and 

regression analyses, SPSS software for Macintosh Version 25 was used. The typical 5% 

alpha-level was used in this study as appropriated in the business research to calculate 

inferential statistics. As discussed in Chapter 3, three methods of analysis were used to 
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analyze data: correlation, ANOVA, and regression. Pearson correlation was used to 

determine the strength of the association between the variables. ANOVA and multiple 

regression were used to determine the relationship between the variables. Regression 

explains if change in one variable predicts the change in another variable (Bujang & 

Baharum, 2016). Statistical assumptions to use parametric tests such as normality, 

linearity, and equality of variance were assessed prior to analysis. Normality was 

examined using the Kolmogorov Smirnov (KS) test. The three p-values of the normality 

tests were found to be greater than 0.05. It can be concluded that the data do follow a 

normal distribution. The regression standardized predicted value shown linearity in the 

regression plots of the two independent variables and the dependent variable (see Figure 

5 and Figure 6). The ANOVA test found an F = 45.984 and a p = .000. The squared 

multiple correlation 8453.635/13692.983 = 0.617, indicated that 61.7% of the variability 

in the organizational performance variable was explained by employee learning and 

emotional intelligence. That portion of variance explained by the model was significant 

(see Table 3).   
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Figure 5. Regression plot graph of organizational performance by employee learning in 

the model summary. Source: SPSS 25. 

 

 
Figure 6. Regression plot graph of organizational performance by emotional intelligence 

in the model summary. Source: SPSS 25. 
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Table 3 

ANOVAa 

 

 

Sum of 

Squares 

 

Mean Square F Sig. 

Regression   8453.635 4226.818 45.984 .000b 

Residual   5239.348     91.918   

Total 13692.983    

 
a Dependent Variable: Organizational performance                                               
b Predictors: (Constant), employee learning, emotional intelligence  

 

Research Questions and Hypotheses 

Research question 1 asked: What is the relationship between employee learning 

and organizational performance in multinational corporations established in Puerto Rico? 

To answer research question 1, the following hypotheses were formulated: 

H01. There is no statistically significant relationship between employee learning 

and organizational performance. 

Ha1. There is a statistically significant relationship between employee learning 

and organizational performance. 

To test the null hypothesis, Table 4 displays the Pearson correlation for employee 

learning and organizational performance. Employee learning was found to have a 

statistically significant positive correlation with organizational performance (r = .722, p = 

.000). The two variables were strongly correlated. The ANOVA test found an F = 45.984 

and a p = .000. The regression analysis found that both R2 and adjusted R square (.617, 

.604) indicated a strong positive relationship between the variables. There is 60% 

likelihood of future events falling within the predicted outcomes. Employee learning and 
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emotional intelligence were significant predictors in the model by 60% (see Table 5). 

These findings provided support to reject the null hypothesis for research question 1. 

Table 4 

Correlations for Employee Learning, Emotional Intelligence with Organizational 

Performance 

 

Variables 

 

 

 

Pearson 

Correlations 

Organizational 

Performance 

 

 Sig. (2-tailed) 

Employee 

Learning 

 .722  .000 

Emotional 

Intelligence 

 .606  .000 

 

Note. N = 90.  

 

 Table 5 displays the model summary from the multiple regression analysis for the 

two independent variables, employee learning and emotional intelligence, and the 

dependent variable organizational performance. The correlation coefficient was R = .786, 

the coefficient of determination was R2 = .617, and the adjusted R square was .604. Both 

R2 and adjusted R square (.617, .604) indicated a strong positive relationship between the 

variables. There is 60% likelihood of future events falling within the predicted outcomes. 

Employee learning and emotional intelligence were significant predictors in the model by 

60%.   
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Table 5 

Multiple Regression Analysis: Model Summaryb 

 R 

 

R Square Adjusted R 

Square 

Std. error of 

the Estimate 

Model .786a .617 .604 9.587 

     
 

a Predictors: (Constant), employee learning, emotional intelligence 
b Dependent variable: Organizational performance 

                                                                                                         

Research question 2 asked: What is the relationship between emotional 

intelligence and organizational performance in multinational corporations established in 

Puerto Rico? To answer research question 2, the following hypotheses were formulated:   

H02. There is no statistically significant relationship between emotional 

intelligence and organizational performance. 

Ha2. There is a statistically significant relationship between emotional intelligence 

and organizational performance.                                                                 

To test the null hypothesis, Table 4 displays the Pearson correlation for emotional 

intelligence and organizational performance. Emotional intelligence was found to have a 

statistically significant positive correlation with organizational performance (r = .606, p = 

.000). The two variables were fairly correlated. The ANOVA test found an F = 45.984 

and a p = .000. The regression analysis found that both R2 and adjusted R square (.617, 

.604) indicated a strong positive relationship between the variables. There is 60% 

likelihood of future events falling within the predicted outcomes. Employee learning and 

emotional intelligence were significant predictors in the model by 60% (see Table 5). 

These findings provided support to reject the null hypothesis for research question 2.                                        
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 Table 6 displays the multiple regression analysis coefficients. Emotional 

intelligence (β = .348, p = .000) had a lower score than that of employee learning (β = 

.563, p = .000). Both employee learning and emotional intelligence were found to have a 

statistically significant positive relationship with organizational performance.  

Table 6 

Multiple Regression Coefficientsa 

Model B 

 

Std. Error Beta Sig. 

(Constant) -2.466 2.395  .308 

Employee 

Learning 

   .566   .093 .563 .000 

Emotional 

Intelligence 

   .481   .127 .348 .000 

     
 

a Dependent variable: Organizational performance 

  

Summary 

The answer for research question 1 stated that employee learning was found to 

have a statistically significant relationship with organizational performance. The answer 

for research question 2 stated that emotional intelligence was found to have a statistically 

significant relationship with organizational performance. The regression analysis found 

that both R2 and adjusted R square (.617, .604) indicated a strong positive association 

between the variables. ANOVA and correlation supported these results. 

Most of the participants were women (52%) between the ages of 18 and 29 years 

(32%). The most common profession was business or finance (59%). Most of the 

participants were frontline staff (39%). The final sample of the study was 90. Cronbach’s 

alpha reliability coefficients ranged from α = .95 to α = .99. The three scales were highly 
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reliable according to the results of Cronbach's alpha. Statistical assumptions to use 

parametric tests such as normality, linearity, and equality of variance were assessed prior 

to analysis. 

Chapter 5 is the final chapter of this study. It provides an interpretation of the 

findings by comparing, analyzing, and interpreting them with what was found in Chapter 

2. In addition, the limitation of the study, recommendations, implications, and 

conclusions are also provided.   
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Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of this quantitative study was to assess the relationship between 

employee learning and emotional intelligence to organizational performance, controlling 

for age, gender, profession, and position, for employees at multinational corporations in 

Puerto Rico. The sample for this study included 90 employees of multinational 

corporations on the Island. The instrument that was used in this study to measure 

employee learning was the survey developed by Fontana et al. (2015). To measure 

emotional intelligence, I used a modified version of TMMS created by Fernández-

Berrocal and Extremera (2008). To measure organizational performance, the survey 

developed by Elbanna (2012) was used. This study was conducted because studies on the 

relationship between employee learning and emotional intelligence to organizational 

performance in multinational corporations in Puerto Rico after Hurricane Maria have not 

been done, according to my review of the literature. 

 Findings revealed that employee learning and organizational performance were 

strongly positively correlated (Pearson correlation: r = .722, p = .000), and emotional 

intelligence and organizational performance were fairly positively correlated (Pearson 

correlation: r = .606, p = .000). ANOVA found an F = 45.984 and a p = .000. The 

squared multiple correlation 8453.635/13692.983 = 0.617, indicated that 61.7% of the 

variability in the organizational performance variable was explained by employee 

learning and emotional intelligence. The multiple regression analysis found a correlation 

coefficient of R = .786, a coefficient of determination of R2 = .617, and an adjusted R 

square of .604. Both R2 and adjusted R square (.617, .604) indicated a strong positive 
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relationship between the variables. There is 60% likelihood of future events falling within 

the predicted outcomes. Employee learning and emotional intelligence were significant 

predictors in the model by 60%. The multiple regression analysis coefficients found out 

that emotional intelligence (β = .348, p = .000) had a lower score than that of employee 

learning (β = .563, p = .000). Both employee learning and emotional intelligence were 

found to have a statistically significant positive relationship with organizational 

performance. Most of the participants were women (52%) between the ages of 18 and 29 

years (32%). The most common profession was business or finance (59%). Most of the 

participants were frontline staff (39%). The three scales were highly reliable according to 

the results of Cronbach’s alpha, from α = .95 to α = .99.  

Interpretation of Findings 

 Most of the studies discussed in Chapter 2 revealed a positive relationship 

between employee learning and organizational performance (see Goh et al., 2012). As 

discussed in this section, the findings of this study confirm those results. I found that 

employee learning and organizational performance were strongly positively associated. 

This finding is consistent with those of Goh et al. (2012), who presented a meta-analysis 

of a subset of published empirical research papers whose authors had measured learning 

capability and linked the concept to organizational performance. The findings supported a 

positive relationship between learning capability and organizational performance, with 

stronger results for nonfinancial than financial performance (Goh et al., 2012). According 

to Goh et al., this finding has significant implications for justifying the investment in 

building a learning capability in organizations. 
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The findings of this study also confirm those from a descriptive quantitative study 

that was carried out to investigate the relationship between organizational learning and 

organizational performance in the insurance industry of Tehran in Iran (Azizi, 2017). The 

results of Azizi’s (2012) investigation showed that there was a positive relationship 

between organizational learning and organizational performance of Tehran insurance 

companies. The results also showed that there was a positive relationship between the 

transfer and integration of knowledge and organizational performance (Azizi, 2017).  

The results of the current study also confirm an interpretive case study whose 

authors explored access to information by a team of physicians in a university hospital 

through an analysis of sources and strategies. Byström and Isah (2015) revealed that the 

learning of physicians through medical conventions, communities of practice, and daily 

access to information was enacted, integrated, and sustained as part of the work activity 

itself. They also noted that sharing information in the community produced better results 

in organizational performance. In support of the benefits and evaluation of employee 

learning, Beausaert et al. (2011) found in their research that in the government 

organization studied, learning activities played a mediating and key role in the PDP and, 

consequently, better performance. The researchers concluded that, only when a 

supervisor motivates and encourages employees to use the PDP, can employees receive 

and undertake more learning activities and, consequently, show a better job performance 

(Beausaert et al., 2011). 

Findings of the current study disconfirm the results of some studies discussed in 

Chapter 2. Nesbit (2003) presented the results of a study in corporations from Canada, 
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Great Britain, and the United States visualized within the unions on how to provide 

education and training to employees. Although he acknowledged that the benefits of 

educating and training the workforce are accepted worldwide, his results did not show 

sufficient recognition of these benefits in practice in these countries. Nesbit concluded 

that education as a tool for transformation and innovation and the investment in personnel 

training to foster organizational change had little support in the unions. Authors of a 

quantitative study examined the relationship between employee learning and 

organizational performance in the State University of Tabriz, Islamic Azad Universities 

and Higher Education Institutes (Adelzadeh et al., 2014). The results did not reveal a 

relationship between learning levels and organizational performance (Adelzadeh et al., 

2014).   

In the current study I found that emotional intelligence and organizational 

performance had a significant positive relationship. This finding is also consistent with 

the study by Kalaiarasi et al. (2014) discussed in Chapter 2. That study was conducted to 

determine the influence of emotional intelligence on job performance in Tamilnadu 

(Kalaiarasi et al., 2014). Analysis revealed a positive relationship between emotional 

intelligence and job performance. The researchers concluded that the emotions of 

individuals have intensive effects on their behavior. They also noted that organizations 

should understand and accept that emotional intelligence is a key factor in successful 

performance and strategy and that inculcating emotional intelligence among their 

employees creates effective and efficient workplaces (Kalaiarasi et al., 2014).  
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The results of Sahdat et al. (2011) and Chin et al. (2015) pointing to emotional 

intelligence as a predictor of organizational performance are consistent with what was 

found in this study. Sahdat et al. conducted a conceptual study to examine the impact of 

emotional intelligence on organizational productivity in the banking sector of Pakistan. 

After reviewing and analyzing the literature, the researchers concluded that emotional 

intelligence was positively associated with organizational productivity (Sahdat et al., 

2011). They concluded that there is a need to develop emotional intelligence 

competencies in employees to improve administrative performance and practices (Sahdat 

et al., 2011). Chin et al. (2015) carried out a quantitative study to determine the influence 

of emotional intelligence on the performance of an organization. The researchers 

determined that emotions direct cognition and emotional management play an important 

role in the performance of the organization (Chin et al., 2015). These results showed a 

positive relationship between emotional intelligence and organizational performance.  

The current study also confirms the results of a study that was conducted to 

examine relationships between emotional intelligence and organizational effectiveness 

among Farhangian University managers (Ahghar et al., 2013). The findings of this study 

indicated that there was a direct and positive relationship between emotional intelligence 

and organizational effectiveness. Ahghar et al. (2013) concluded that emotional 

intelligence has a strong relationship with the success rate of managers. Those who 

acquire high emotional intelligence are more able to resist and manage stress-prone 

situations, to improve their work environment, and to face ups and downs along the way 

to growth (Ahghar et al., 2013).  



99 

 

Limitations of the Study 

Generalization of results of the current study is limited to multinational 

corporations full-time employees in Puerto Rico who have a minimum of two years of 

experience at their current organization. Given that the participants answered a large 

number of questions, 56, this may have led to not-so-accurate answers to their true 

opinions for wanting to finish the surveys in less time. Many multinational corporations 

in Puerto Rico suffered damages and losses caused by Hurricane Maria. This fact caused 

some companies to partially or totally close operations. To some extent these events 

could affect the number of employees to answer the surveys. This study established an 

association between variables only. Other confounding variables could intervene in the 

results without being any causal relationship between the variables established in this 

study.  

Recommendations 

I used a quantitative design to collect and analyze data. Given the nature of the 

independent variable emotional intelligence, a mixed methodology is recommended for 

future research. This design allows data to be collected both quantitatively and 

qualitatively. The qualitative method allows obtaining deep answers that gather the 

essence of the feeling and thinking of the participants. It is recommended to use focus 

groups, individual interviews, and open-ended-questions for this particular case. 

It is recommended to carry out studies on the relationship between emotional 

intelligence and organizational performance that compare the results by groups. It can be 

beneficial for the decision making of human resources management to know the 



100 

 

differences between a managerial group and a non-managerial group. An appropriate 

design could be mixed or quantitative only. 

Although in this study employee learning was found to have a statistically 

significant positive association with organizational performance, more quantitative 

studies are needed. For a more complete study of employee learning and its impact on 

performance, it is recommended to conduct quantitative studies that use treatment with a 

control group. This procedure allows to more accurately insight about the effectiveness of 

some training method.  

In this study, only multinational corporations participated in Puerto Rico. It is 

necessary to carry out studies using the same variables in national companies of Puerto 

Rico. The findings could be used to make comparisons between national companies and 

multinational companies. It is also recommended to repeat this same study in 

multinational corporations in the United States.  

Future investigations could also include cause and effect and one or more 

covariates in this type of study. The variables to be used can be employee learning and 

organizational performance only. An experimental quantitative design may be 

appropriate. In addition, establishing differences by gender can be useful. 

In terms of disaster recovery strategies, the one presented by Berke, Kartez, and 

Wenger (1993) is recommended. It consists of establishing a vertical and horizontal 

integration of communities. Such integration links local people and organizations in an 

equalitarian way to face the recovery. Motivating elected officials and administrative 

staff to participate in planning before disaster strikes is also appropriate (Berke et al., 
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1993). It is also recommended to implement the following disaster recovery strategies 

proposed by Faertes (2015): 

 A contingency plan should be conceived with due anticipation. 

 In addition to the failures related to infrastructure, political, social, and 

economic scenarios, both national and international, should be considered 

in disaster management. 

 In the implementation of business continuity management programs, 

reliability and risk management should be an essential part. 

 The modeling of supply chain can be extended, amplifying the evaluation 

scope of risks that could compromise security of supply. 

  It is possible to address probabilities of occurrence to all kind of disasters 

and to evaluate the associated impacts, gathering suitable expertise. 

 The physical, mental, and emotional abilities of employees have to be 

considered as key support tools when thinking about business continuity 

management programs. 

  Employees of all hierarchical levels should receive the proper training 

and have the appropriate emotional intelligence to be ready for a prompt 

response (Faertes, 2015).  

It is recommended to develop an employee learning plan that is appropriate to 

position and particular needs. Cultivating an atmosphere of collaboration, motivation, 

respect, and teamwork is necessary for learning to emerge effectively and is also 

recommended. Emotional intelligence is a skill that can be developed. In order to acquire 
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this skill that leads to better organizational performance, managers and supervisors are 

recommended to earn a certification in emotional intelligence. In addition, it is 

recommended that human resources managers motivate their employees to receive the 

following courses: 

 Emotional intelligence workshop to gain a better understanding of self-

management and self-awareness  

 Inspiring leadership through emotional intelligence 

 Leading with emotional intelligence 

 Empathy and emotional intelligence at work 

 Developing your emotional intelligence 

 Emotional training to work effectively 

Implications  

As discussed in Chapter 2, there is sufficient literature and extensive research to 

make clear the benefits that employees and organizations acquire when staff is properly 

trained. In addition, employees at all hierarchical levels recognize the importance of 

learning on their own in order to fulfill their duties, with their professional growth goals, 

and with departmental objectives. Although these facts are well known worldwide, there 

are still companies that refuse to invest in the learning of their employees. Others, on the 

other hand, instead of training them, rather provide them with a hostile, uncomfortable, 

and even repressive work environment. The results of this research are added to the 

scientific literature regarding the recognition of the intellectual, professional, and 

motivational value of employee learning in the workplace. 
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The results of this study infer that with higher levels of learning, higher levels of 

organizational performance can be obtained. Managers need to embrace an organizational 

culture that ensures employee learning regardless of age, race, nationality, or hierarchical 

status within the organization. Entrepreneurs and executives can have a higher degree of 

security that will see a return on investment in employee learning. The results that could 

be obtained in the short, medium, and long term are of benefit for employees as well as 

for companies and countries in general. An educated country becomes a prosperous 

country. In addition, the results of the current study could contribute to timely and 

appropriate decision making regarding the professional growth of employees.           

The empirical evidence about the positive and significant relationship between 

emotional intelligence and organizational performance is of great proportions. Although 

the term emotional intelligence has spread globally and its benefits have been recognized, 

there are still executives who are reluctant to put into practice the postulates of emotional 

intelligence. This study also suggested that raising employees' emotional intelligence 

level has the potential to improve organizational performance. From the publication of 

such results, it can be expected that employees of all hierarchical levels to take the first 

steps to create an organizational culture that promotes cooperation, motivation, 

recognition, respect, consideration, and understanding of employees' feelings. This could 

be a positive social change.  

As mentioned in Chapter 1, the Puerto Rican population experienced great 

material losses but the emotional damage caused by Hurricane Maria was greater. Given 

the lack of training in the handling of emotions in this type of case, the managers had 
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enormous difficulties to face the damages to the mental health of the workers. Although 

this study was limited to multinational corporations only, the importance of emotional 

intelligence was evident. The results of this study could also impact the decisions of 

human resources managers in terms of training employees in the acquisition of adequate 

techniques to face emotional crises.  

Based on the findings of the current study, it is recommended to promote 

employee learning in all its forms. Cultivate an environment of trust, honesty, respect, 

collaboration, and teamwork to achieve personal and organizational goals in 

multinational corporations in Puerto Rico, is also recommended. Managers are advised to 

take action to recognize their true emotions and have control over them in order to 

understand and properly manage the emotions of their subordinates.  

Conclusions 

The purpose for the quantitative study was to assess the relationship between 

employee learning and emotional intelligence to organizational performance. The 

theoretical framework was human capital theory. Multiple regression analysis found a 

statistically significant positive relationship between the variables (R = .786, R2 = .617, 

adjusted R square = .604; β = .563, p = .000; β = .348, p = .000). Employee learning and 

emotional intelligence were significant predictors in the model by 60%. These findings 

suggested that higher levels of employee learning and emotional intelligence, afford 

higher levels of organizational performance. Results of the current study confirmed 

literature and human capital theory as discussed in Chapter 2.  
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The results of this research are added to the scientific literature that recognizes the 

intellectual, professional, and motivational value of employee learning in the workplace. 

In addition, the empirical evidence showed that positive relationships existed between 

emotional intelligence and organizational performance and also contributed to the 

scientific literature regarding the benefits of emotional intelligence in staff management. 

The results of this study recognized that both employee learning and emotional 

intelligence were of benefit in an organizational setting as stated by empirical research.  

The results of this study might impact the decisions of managers in terms of 

training employees on the acquisition of effective techniques to face emotional crises in 

multinational corporations in Puerto Rico. Based on such results, organizational leaders 

could create an environment that promotes respect, dignity, loyalty, cooperation, 

motivation, recognition, and understanding of employees' feelings. It is recommended 

that future research explore these variables using a mixed method, an experiment with 

treatment and control groups, national companies, and differences by gender. Repeating 

this same study in multinational corporations in the United States was also recommended. 
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Appendix A: Participant Cover Letter 

Dear potential participant, 

My name is José Antonio López Martínez and I am a doctoral student at Walden 

University in the school of management. For my dissertation, I am examining the 

relationship between employee learning, emotional intelligence, and organizational 

performance. Because you are an employee of a multinational corporation in Puerto Rico, 

I am inviting you to participate in my research study by completing the attached surveys. 

 

To complete these questionnaires you will require approximately ten minutes. If you 

choose participate in this study, please answer all questions as honestly as possible. There 

is no compensation for responding nor is there any known risk. Participation is voluntary 

and you may refuse to participate at any time.  In order to ensure that all information will 

remain confidential, please don’t include your name, birthday, and contact information.  

 

Thank you so much for your time and disposition to assist me in my educational 

endeavors. The data collected will provide valuable information regarding employee 

learning, emotional intelligence, and organizational performance. If you require 

additional information or have questions, please contact me by email at [redacted] or at 

the number listed below.  

 

Thank you for your collaboration.  

 

Sincerely, 

 

José Antonio López Martínez 

Phone: [redacted] 
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Appendix B: Demographic Information 

Instructions: Please check the box of the category to which you belong. 

 

1. Age 

☐ 17 years or younger  

☐ 18 – 29 years 

☐ 30 – 39 years 

☐ 40 – 49 years 

☐ 50 – 59 years 

☐ 60 years or older 

 

2. Gender 

☐ Male 

☐ Female 

☐ Other 

 

3. Profession or occupation 

☐ Architecture or engineering  

☐ Construction 

☐ Education 

☐ Legal 

☐ Medicine 

☐ Business or finance  

☐ Security 

☐ Manufacturing 

☐ Computer technology  

☐ Hospitality  

☐ Science (biology, chemistry, physic, etc.) 

☐ Other, specify  

 

4. Position within your company 

☐ Senior Manager 

☐  Supervisor 

☐  Frontline Staff 
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Appendix C: Workplace Learning Scale 

Instructions: Please indicate the frequency of your participation in the following 

workplace learning activities. There are no correct or incorrect responses.  

 

 

Workplace Learning Criteria Never Sometimes Many 

times 

Always 

1. Acquiring new information     

2. Following new developments 

in my field 

    

3. Asking colleagues for advice     

4. Performing new tasks     

5. Attending a training course or 

using self-study materials 

    

6. Finding better ways to do a 

task by trial and error 

    

7. Setting personal standards for 

performance in my job 

    

8. Setting goals to help me 

manage the time I spend learning  

    

9. Setting realistic deadlines for 

learning when I have identified a 

learning need 

    

10. Using specific strategies for 

different type of things I need to 

learn 

    

11. Writing down a plan to 

describe how I hope to achieve 

my learning goals 

    

12. Changing strategies when I 

don’t make progress while 

learning  

    

13. Applying ideas from my 

previous experience to my job 

where appropriate  

    

14. Looking for opportunities to 

engage in tasks that require me to 

learn 

    

15. Trying to understand how 

new information I’ve learned 

impacts my work 

    

© Fontana, Milligan, Littlejohn, & Margaryan (2015). All rights reserved 
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Appendix D: Trait Meta-Mood Scale (TMMS-24) 

Instructions: Below you will find some affirmations about your emotions and feelings. 

Please read carefully each one and mark (X, ) the option that best describes your opinion 

using the following scale: 

 

1 2 3 4 5 

Disagree Slightly agree Agree Strongly agree Completely 

agree 

There are no right or wrong responses. Please do not spend a lot of time on each one.  

 

 Items 1 2 3 4 5 

1 I pay much attention to my feelings.      

2 I usually care much about what I am feeling.      

3 I usually spend time thinking about my emotions.      

4 I think it's worth paying attention to my emotions and 

mood. 

     

5 I let my feelings interfere with what I am thinking.      

6 I think about my mood constantly.      

7 I often think about my feelings.      

8 I pay a lot of attention to how I feel.      

9 I am usually very clear about my feelings.      

10 I can often define my feelings.      

11 I almost always know exactly how I am feeling.      

12 I usually know my feelings about people.      

13 I often realize my feelings in different situations.      

14 I can always say how I feel.      

15 Sometimes I can tell what my feelings are.      

16 I understand my feelings very well.       

17 Although I am sometimes sad, I have a mostly 

optimistic outlook.  

     

18 No matter how badly I feel, I try to think about pleasant 

things. 

     

19 When I become upset, I remind myself of all the 

pleasures in life. 

     

20 I try to think good thoughts no matter how badly I feel.      

21 If I find myself getting mad, I try to calm myself down.      

22 I worry about being in too good a mood.       

23 I have much energy when I feel happy.      

24 When I'm angry, I try to change my mood.      

© Fernández-Berrocal & Extremera (2008). All rights reserved 
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Appendix E: Organizational Performance Scale 

 

Instructions: Please rate the performance of your organization at the current time in 

comparison to organizations similar in size and scope on each of the following criteria.  

 

Performance criteria Very 

poor 

Poor Almost 

the same 

Good Excellent 

1.Growth rate of 

revenues 

     

2. Financial soundness 

 

     

3. Efficiency of 

operations 

 

     

4. Use of organization 

assets 

     

5. Quality of 

products/services 

     

6. Employee 

satisfaction 

 

     

7. New 

products/services 

development 

     

8. Employee 

development 

 

     

9. Employee talent 

 

     

10. Quality of 

management 

 

     

11. Customer 

satisfaction 

 

     

12. Social 

responsibilities 

 

     

13. If you want to receive a summary of the results of this study, please provide an 

email address here. 

 

© Elbanna (2012). All rights reserved 
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Appendix F: Permission to Use the Workplace Learning Scale From Dr. Rosa Pia 

Fontana 

 

September 29, 2018 

 

Name: Dr. Rosa Pia Fontana 

Institution: Glasgow Caledonian University, Scotland, UK 

Department: Caledonian Academy 

Email: [redacted]  

 

Dear Dr. Fontana,  

 

My name is José Antonio López Martínez and I am a doctoral student at Walden 

University in the School of Business. I am requesting your permission to use the Self-

Regulated Learning at Work Questionnaire to collect data for my dissertation research 

project. I am writing my research study titled “Relationship between Employee Learning, 

Emotional Intelligence, and Organizational Performance.”  

 

I would like to use your survey under the following conditions: 

 I will use the surveys only for my research study and will not sell or use it with any 

compensated or curriculum development activities. 

 I will include the copyright statement on all copies of the instrument. 

 I will send a copy of my completed research study to your attention upon 

completion of the study. 

 

If you think that I should use some updated version of the instrument, could you please 

attach me a copy?   

 

Please feel free to contact me if you need any further information.  

 

Sincerely, 

 

 

José Antonio López Martínez 

Doctoral Candidate 
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      redacted redacted redacted 
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Appendix G: Permission to Use the Trait Meta-Mood Scale (TMMS-24) From Dr. Pablo 

Fernández-Berrocal 

 

September 29, 2018 

 

Name: Dr. Pablo Fernández-Berrocal 

Institution: University of Malaga 

Department: Faculty of Psychology 

Email: [redacted] 

 

Dear Dr. Fernández-Berrocal,  

 

My name is José Antonio López Martínez and I am a doctoral student at Walden 

University in the School of Business. I am requesting your permission to use the 

modified version of Trait Meta-Mood Scale (TMMS-24) to collect data for my 

dissertation research project. I am writing my research study titled “Relationship between 

Employee Learning, Emotional Intelligence, and Organizational Performance.”  

 

I would like to use your survey under the following conditions: 

 I will use the surveys only for my research study and will not sell or use it with any 

compensated or curriculum development activities. 

 I will include the copyright statement on all copies of the instrument. 

 I will send a copy of my completed research study to your attention upon 

completion of the study. 

 

If you think that I should use some updated version of the instrument, could you please 

attach me a copy?   

 

Please feel free to contact me if you need any further information.  

 

Sincerely, 

 

 

José Antonio López Martínez 

Doctoral Candidate 

 

 

 

 

 

 

 



122 

 

                                                                   redacted redacted  

  

 

 

                                      redacted redacted redacted 
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Appendix H: Permission to Use the Organizational Performance Scale From Dr. Saïd 

Elbanna 

 

September 29, 2018 

 

Name: Dr. Saïd Elbanna 

Institution: Qatar University  

Department: Department of Management & Marketing 

Email: [redacted] 

 

Dear Dr. Elbanna, 

 

My name is José Antonio López Martínez and I am a doctoral student at Walden 

University in the School of Business. I am requesting your permission to use your 

organizational performance survey that is based on four perspectives: the financial 

perspective, the customer perspective, the internal business perspective, and the learning 

perspective.   

 

I am writing my research study titled “Relationship between Employee Learning, 

Emotional Intelligence and Organizational Performance” and I might use your instrument 

to collect data.    

 

I would like to use your survey under the following conditions: 

 I will use the surveys only for my research study and will not sell or use it with any 

compensated or curriculum development activities. 

 I will include the copyright statement on all copies of the instrument. 

 I will send a copy of my completed research study to your attention upon 

completion of the study. 

 

Since I have not been able to find this instrument, could you please attach me the survey 

along with the reliability and validity values? I will really appreciate your help. 

 

If you require additional information, please feel free to contact me. 

 

Sincerely, 

 

 

José Antonio López Martínez 

Doctoral Candidate 
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