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Odern organlsatlions
operate in increasingly
global and culturally
diverse environments,
requiring leaders to
develop strong
interpersonal and
cross—-cultural
capabilities

(Northouse, 2022) . 4

Introduction

Edith Heard (2022),
states: ‘I don’t think
of my lab members as
working for me; I’'m
working with them.’

Her leadership
philosophy highlights
the importance of
empathy, collaboration
and active listening,
reflecting the
principles of Emotional

Intelligence and
Cultural Intelligence.A/




Understanding Emotional
Intelligence 1n Leadership

The ability to become conscious of, understand, and manage your emotions
while i1dentifying and directing those of others is known as emotional
intelligence (EI) (Goleman, 1995).

Why is EI important in leadership?
* Builds trust and strengthens workplace relationships (Goleman, 1995)

* Improves communication and conflict resolution (Miao, Humphrey and Quian,
2018)

* Enhances employee motivation and engagement (Boyatzis, 2018)
* Supports effective decision-making under pressure (Boyatzis, 2018)

* Creates psychologically safe and collaborative workplaces (Miao, Humphrey
and Quian, 2018)



Goleman’s Five Components of
Fmotional Intelligence

Goleman (1995)
proposes that
effective leadership
1s underpinned bz
five key

competencies:

These
competencies
enable
leaders to
inspire
trust,
motivate
employees
and develop
positive
organisation
al cultures
(Boyatzis,
2018) .




Critical Evaluation of

B

motional Intelligence

Strengths

Improves communication, trust and employee engagement (Goleman, 1995)

Supports transformational leadership through empathy and relationship building
(Boyatzis, 2018)

Positively influences team performance and organisational outcomes (Miao, Humphrey
and Quian, 2018)

Limitations

Emotional Intelligence is difficult to measure objectively (Landy, 2005)

Some researchers argue that EI overlaps with personality traits rather than
representing a distinct form of intelligence (Locke, 2005)

EFmotional Intelligence alone may not prepare leaders to manage culturally diverse
teams.



Emotional Intelligence 1n

Organlisational Practice

Applying Emotional
Intelligence in Leadership

Microsoft - Satya Nadella

Introduced an empathy-driven
leadership culture after becoming CEO
in 2014 (Nadella, 2017)

Encouraged collaboration, innovation
and continuous learning across the
organisation (George, 2022)

Demonstrated how empathy and
communication can positively influence
organisational culture (Goleman, 1995)

Starbucks - Howard Schults

Adopted a people-first leadership
approach, prioritising employee
wellbeing and engagement (Schultz and
Gordon, 2011)

Built strong employee relationships,
contributing to customer satisfaction
and brand loyalty (George, 2022)

Demonstrated the practical application
of empathy and social skills in
leadership (Goleman, 1995)



Understanding
Cultural
Intelligence 1in

Leadershipiigence

(CQ) describes a person's capacity
to work well in culturally varied
settings by comprehending,
adjusting, and reacting suitably to
various cultural values and
behaviors. (Earley and Ang, 2003).

Why is CQ important in leadership?

* Promotes collaboration within
multicultural teams and supports
leadership effectiveness 1in global
organisations (Rockstuhl et al.,
2011)

* Reduces cultural misunderstandings
and workplace conflict (Earley and
Ang, 2003)

* Encourages inclusion, 1nnovation
and better decision-making
(Northouse, 2022)




harley and Ang’s Four-
Dimensional Model

Earley and Ang (2003) explain that Cultural Intelligence consists of four
interconnected capabilities:

Metacognitive CQ - thinking critically and modifying one's perspective
while interacting with people from other cultures

Cognitive CQ - recognizing societal norms, cultural values, and beliefs

Motivational CQ - displaying self-assurance and a desire to interact with
people from diverse backgrounds

Behavioral CQ - modifying both verbal and nonverbal cues to fit wvarious
cultural settings

Culturally intelligent leaders are better at fostering inclusive
workplaces, leading diverse teams, and enhancing international cooperation
(Ang and Van Dyne, 2015).




Critical Evaluation of
Cultural Intelligence

e Strengths

Improves leadership effectiveness in multicultural organisations
(Earley and Ang, 2003)

Encourages inclusion, adaptability and global collaboration (Ang and
Van Dyne, 2015)

Supports 1nnovation by encouraging diverse perspectives (Rockstuhl
et al., 2011)

e LLimitations

Developing cultural intelligence requires continuous learning and
practical experience and also cultural behaviour cannot always be
explained by national culture alone (Thomas et al., 2008)

Organisational culture may influence behaviour as much as national
culture (Northouse, 2022)



Cultural
Intelligence 1n
Organisational
Practice

Unilever

Invests in global leadership development and cross-cultural
collaboration, while it encourages knowledge sharing across
culturally diverse teams (IBM, 2024)

Demonstrates how CQ supports innovation and global decision-
making (Earley and Ang, 2003)

Promotes inclusive leadership across more than 190 countries,
and values cultural diversity to strengthen creativity,
collaboration and business performance (Unilever, 2024)

Embeds CQ into leadership development programs (Ang and Van
Dyne, 2015)




Integrating Emotional and
Cultural Intelliligence 1n
Leadership

Emotional Intelligence

» Focusses on recognizing and managing emotions (Goleman, 1995)

» Build trust, empathy and interpersonal relationships (Boyatzis, 2018)

» Improves communication and conflict resolution (Miao, Humphrey and Qian, 2018)

Cultural Intelligence

» Focuses on understanding and adapting to different cultural contexts (Earley and Ang, 2003)
» Promotes collaboration within multicultural teams (Ang and Van Dyne, 2015)

» Reduces cultural misunderstandings and encourages inclusion (Rockstuhl et al., 2011)

As Rocksthul (2011) states, EI and CQ are complementary leadership capabilities, rather than

competing concepts. Northouse (2022) is saying that leaders who combine both are better equipped to

manage diverse teams and organizational challenges.



Personal Leadership Reflection

Manufacturing Team Leader
has reinforced the
importance of Emotional
Intelligence and Cultural
Intelligence when leading

strengthened communication
and trust within my team,
while demonstrating empathy
has improved teamwork and
conflict resolutions.

Working with colleagues
from different backgrounds
has increased my
appreciation of CQ.




Conclusion

This presentation has demonstrated that EI and CQ are essential leadership
capabilities in today’s multicultural and collaborative organisations.

Key Findings

*

% EI strengthens communication, trust and employee engagement

% CI enables leaders to work effectively across diverse cultural environments

% Both capabilities complement one another and support more inclusive and
effective leadership.

Edith Heard’s leadership philosophy demonstrates that leadership is most
effective when leaders work with people, combining empathy, collaboration and
cultural understanding to achieve shared goals (Heard, 2022).
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