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[bookmark: _Toc172722970][bookmark: _Toc175864686]Chapter 1: Introduction
Emotional Intelligence (EI) has emerged as a critical component in understanding effective leadership within organizational contexts. Over the past few decades, research has increasingly highlighted the importance of EI in determining leadership success and organizational outcomes (Cherniss et al., 2021; Goleman, 2020). As organizations face complex challenges in a rapidly changing global environment, leaders with high emotional intelligence are better equipped to manage stress, navigate interpersonal conflicts, and inspire their teams (Ashkanasy & Humphrey, 2022). 
1.1 [bookmark: _Toc172722971][bookmark: _Toc175864687]Significance of the Topic
The importance of EI in leadership is increasingly recognized across various industries and organizational contexts. Emotional intelligence contributes to a leader's ability to foster a positive work environment, which in turn enhances team collaboration, employee satisfaction, and productivity (Brackett et al., 2019). Moreover, EI enables leaders to navigate the emotional landscape of their teams, manage stress effectively, and drive organizational change with empathy and resilience (Goleman et al., 2017). The growing emphasis on EI in leadership development programs highlights its relevance in cultivating leaders who can inspire and motivate their teams towards achieving organizational goals.


[bookmark: _Toc172722972][bookmark: _Toc175864688]1.2 Purpose of the Research
The purpose of this research is to explore the complex relationship between emotional intelligence and leadership effectiveness through a qualitative approach. By conducting in-depth interviews, this study aims to uncover the underlying mechanisms through which EI influences various dimensions of leadership. Specifically, the research seeks to elucidate how emotionally intelligent leaders perceive and manage their own emotions, navigate interpersonal relationships and communication, and make decisions and resolve conflicts within their leadership roles (Salovey & Mayer, 1990).

1.3 [bookmark: _Toc172722973][bookmark: _Toc175864689]Problem Statement
 
The problem statement addresses the current gap in understanding the impact of emotional intelligence (EI) on leadership effectiveness within organizational contexts. Despite the growing recognition of the importance of EI in leadership, there remains a significant need for deeper exploration into how EI can be strategically leveraged to enhance leadership practices and organizational outcomes (Goleman, 2017; Newman et al., 2019). Recent research highlights the role of EI in influencing various aspects of leadership, including decision-making, conflict resolution, and team dynamics (Miao et al., 2018; Cherniss et al., 2020). However, there is still a lack of comprehensive understanding of the specific mechanisms through which EI contributes to leadership effectiveness. This study seeks to fill this gap by examining the nuanced ways in which EI influences effective leadership, providing insights that can inform the development of more targeted leadership development and training programs (Zeidner et al., 2020).

[bookmark: _Toc172722974][bookmark: _Toc175864690]1.4 Research Rationale
The research rationale justifies the importance and relevance of the study by discussing the increasing recognition of EI in organizational settings and the growing emphasis on effective leadership (Goleman, 1998). As organizations face complex challenges and dynamic environments, leaders with high emotional intelligence are seen as better equipped to drive success. Additionally, this study addresses gaps in the existing literature by providing up-to-date insights and highlighting the need for further research to understand the multifaceted relationship between EI and leadership effectiveness (Jordan & Troth, 2020).

[bookmark: _Toc175864691][bookmark: _Toc172722975]1.5 Research Focus
 The research focuses on examining specific aspects of emotional intelligence and its relevance to leadership effectiveness. Key areas of exploration include the definition and characteristics of EI, its impact on leadership behaviors, and the mechanisms through which it influences leadership outcomes (Mayer et al., 2018). The study will investigate how EI affects decision-making, communication, and conflict resolution, as well as its impact on team dynamics, employee engagement, and overall organizational performance. By clarifying these boundaries, the study aims to provide a comprehensive understanding of EI's role in leadership.

[bookmark: _Toc172722976][bookmark: _Toc175864692]1.6 Research Aim
The aim of this study is to deepen our understanding of the role of emotional intelligence in effective leadership within organizational contexts.

[bookmark: _Toc175864693][bookmark: _Toc172722977]1.7 Objectives
1. [bookmark: _Toc175864694]To explore how emotionally intelligent leaders perceive and understand their own emotions and those of others.
2. To investigate the influence of emotional intelligence on decision-making, communication, and conflict resolution in leadership roles.
3. To examine the impact of emotional intelligence on team dynamics, employee engagement, and organizational performance.
4. To identify the strategies and practices employed by emotionally intelligent leaders to enhance their effectiveness in leading teams and organizations.

[bookmark: _Toc175864695]1.8 Research Questions 

1. How do emotionally intelligent leaders perceive and manage their own emotions in leadership roles?
2. Why does emotional intelligence influence decision-making, communication, and conflict resolution in leadership contexts?
3. In what way does emotional intelligence impact team dynamics, employee engagement, and organizational performance?
4. What strategies and practices do emotionally intelligent leaders employ to enhance their effectiveness in leading teams and organizations?
By addressing these objectives and research questions, this research aims to provide valuable insights into the critical role of emotional intelligence in effective leadership, thereby contributing to both theoretical understanding and practical implications for organizational leadership development.
[bookmark: _Toc172722979][bookmark: _Toc175864696]Chapter 2: Literature Review

[bookmark: _Toc172722980][bookmark: _Toc175864697]2.1 Introduction
Emotional intelligence (EI) has increasingly become a focal point of research in understanding its critical role in enhancing leadership effectiveness within organizations. As global business environments grow more complex, the demand for leaders who can navigate both emotional and interpersonal challenges is greater than ever (Clarke, 2022). Recent studies underscore the importance of EI not only in managing personal emotions but also in influencing the emotions of others, thereby fostering a positive organizational climate and promoting team cohesion (Goleman, 2020; Wong & Law, 2023).

The growing body of literature on EI highlights its multifaceted impact on various aspects of leadership, such as decision-making, conflict resolution, and employee engagement. Despite significant advancements in the understanding of EI, gaps remain, particularly in how different models and theories of EI apply across diverse leadership contexts (Newman et al., 2022). This chapter provides a comprehensive review of the existing literature on emotional intelligence, exploring its theoretical foundations, models, and practical implications in leadership. The review will also identify gaps in the current research, setting the stage for further exploration of the intersection between EI and leadership.

[bookmark: _Toc172722981][bookmark: _Toc175864698]2.2Definition and Characteristics of Emotional Intelligence
Emotional intelligenc e (EI) has garnered substantial attention in recent years for its pivotal role in effective leadership within organizational contexts. This chapter delves into various aspects of EI, including its definition, characteristics, importance, models, theories, advantages, disadvantages, and challenges, gaps , using sources from the past five to six years to ensure the information is current and relevant.
Emotional intelligence is broadly defined as the ability to recognize, understand, manage, and influence one's own emotions and those of others (Goleman, 2017). It encompasses several key components: self-awareness, self-regulation, motivation, empathy, and social skills (Mayer et al., 2018). Self-awareness involves recognizing one's emotions and their impact, while self-regulation refers to managing emotions effectively. Motivation is the drive to achieve goals, empathy involves understanding others' emotions, and social skills pertain to managing relationships adeptly.

According to Cherniss et al. (2020), these characteristics allow individuals to navigate social complexities and maintain positive interpersonal relationships, which are crucial in a leadership context. The ability to manage one's own emotions and remain calm under pressure is particularly significant for leaders, as it directly impacts their decision-making processes and conflict resolution capabilities (Brackett et al., 2019).

[bookmark: _Toc172722982][bookmark: _Toc175864699]2.3 Importance of Emotional Intelligence in Leadership
The importance of EI in leadership is well-documented, with research indicating that leaders with high emotional intelligence are better equipped to handle the complexities of modern organizational dynamics. Such leaders can foster a positive work environment, enhance team collaboration, and drive organizational success (Brackett et al., 2019). Emotional intelligence allows leaders to manage stress, navigate interpersonal conflicts, and inspire their teams, leading to improved employee satisfaction and productivity (Cherniss et al., 2020).
Goleman (2017) emphasizes that emotionally intelligent leaders are adept at recognizing their own emotional states and those of others, which enables them to respond to team members' needs and concerns more effectively. This heightened emotional awareness contributes to better communication, stronger team cohesion, and higher levels of trust within the organization (Newman et al., 2019). Furthermore, emotionally intelligent leaders are more likely to exhibit transformational leadership behaviors, which are associated with higher levels of employee engagement and organizational performance (Miao et al., 2018).

[bookmark: _Toc172722990][bookmark: _Toc175864700]2.4 Theories and Models Relating to EI and Leadership:
Understanding the theories and models of emotional intelligence (EI) is crucial for comprehending its application in leadership. Several models have been proposed, each offering unique insights into how EI operates and influences leadership effectiveness.
The first model, that I want to discuss is the Ability Model
The Ability Model, developed by Mayer and Salovey, posits that emotional intelligence comprises four branches: perceiving emotions, using emotions to facilitate thinking, understanding emotions, and managing emotions (Mayer et al., 2018). This model views EI as a cognitive ability, where individuals process emotional information and apply it to navigate social environments. Leaders high in EI are adept at recognizing their own emotions and those of others, utilizing this awareness to guide their thinking and behavior. For instance, a leader might perceive a team member's frustration and address it promptly, thereby maintaining a harmonious work environment.
Next model to be reviewed is the Mixed Model :
Goleman's Mixed Model of EI combines emotional competencies with personality traits and behavioral patterns (Goleman, 2017). This model includes five key components: self-awareness, self-regulation, motivation, empathy, and social skills. Goleman argues that these competencies are essential for effective leadership and can be developed through targeted training. For example, self-awareness enables leaders to understand their emotional triggers, helping them remain composed during stressful situations, which in turn positively influences their decision-making processes.
Now let’s take a look on Trait EI Model
The Trait EI Model, proposed by Petrides and colleagues, conceptualizes emotional intelligence as a collection of emotional self-perceptions located at the lower levels of personality hierarchies (Petrides et al., 2018). Trait EI is measured through self-report questionnaires and reflects how individuals perceive their own emotional abilities. This model suggests that trait EI is relatively stable over time and influences various life outcomes, including leadership effectiveness. Leaders with high trait EI are likely to experience better mental health, job performance, and interpersonal relationships, all of which are critical for successful leadership.
Recent advancements in neuroscience have provided insights into the neural underpinnings of EI, suggesting that it has a distinct biological basis (Barbey et al., 2018). Neuroimaging studies have identified specific brain regions associated with emotional processing and regulation, such as the prefrontal cortex and the amygdala. These findings imply that EI involves complex interactions between cognitive and emotional systems in the brain, reinforcing the idea that EI is not just a psychological construct but also a neurobiological one.
[bookmark: _Toc175864701]2.5 Recent Developments in Emotional Intelligence Research 
Recent studies have furthered our understanding of EI's role in leadership. Research by Newman et al. (2019) suggests that emotional intelligence can enhance transformational leadership behaviors, which are critical for inspiring and motivating employees. Another study by Miao et al. (2018) found that EI is positively correlated with job performance and organizational citizenship behaviors, indicating its broad impact on workplace dynamics. Moreover, recent advancements in neuroscience have begun to uncover the neural underpinnings of emotional intelligence, offering deeper insights into how EI functions at a biological level (Barbey et al., 2018). Additionally, research by Schutte et al. (2018) has highlighted the role of EI in promoting ethical leadership, suggesting that emotionally intelligent leaders are more likely to engage in ethical decision-making and behavior. This is particularly relevant in the context of corporate scandals and ethical lapses, where emotionally intelligent leaders can play a crucial role in fostering a culture of integrity and accountability

[bookmark: _Toc172722984][bookmark: _Toc175864702]2.6 Advantages of Emotional Intelligence in Leadership
Leaders with high emotional intelligence exhibit several advantages that contribute to their effectiveness. They are adept at building strong relationships, which fosters trust and collaboration within their teams (Cherniss et al., 2020). High EI leaders are also skilled at managing their own emotions and those of their team members, which enhances decision-making and conflict resolution processes (Brackett et al., 2019). Furthermore, emotionally intelligent leaders are more resilient and adaptable, enabling them to navigate organizational changes and challenges effectively (Goleman, 2017).
Research by Newman et al. (2019) indicates that emotionally intelligent leaders are more likely to engage in transformational leadership behaviors, which are characterized by inspiring and motivating followers to achieve higher levels of performance. These leaders are also better equipped to handle stress and maintain their composure under pressure, which contributes to a positive organizational climate and higher levels of employee satisfaction (Miao et al., 2018). Additionally, emotionally intelligent leaders can effectively manage conflicts and foster a culture of open communication, leading to improved team dynamics and overall organizational performance (Barbey et al., 2018).
[bookmark: _Toc172722985][bookmark: _Toc175864703]2.7 Disadvantages and Challenges of Emotional Intelligence in Leadership
Despite its many advantages, there are also challenges and potential disadvantages associated with high emotional intelligence in leadership. One challenge is the potential for emotionally intelligent leaders to overemphasize interpersonal relationships at the expense of task-related goals (Jordan & Troth, 2020). Additionally, leaders with high EI may become overly empathetic, leading to burnout or difficulty making tough decisions that negatively impact team members (Cherniss et al., 2020). There is also the risk that EI could be used manipulatively, with leaders leveraging their emotional skills for personal gain rather than the benefit of the organization (Brackett et al., 2019).
Another challenge is the potential for emotionally intelligent leaders to become overly reliant on their emotional skills, neglecting other critical aspects of leadership such as strategic planning and technical expertise (Antonakis et al., 2019). This can result in a leadership style that is overly focused on managing emotions and relationships, potentially leading to a lack of focus on achieving organizational objectives. Moreover, the effectiveness of EI in leadership can be influenced by cultural factors, with some cultures placing a higher value on emotional expression and empathy than others (Zeidner et al., 2020).

[bookmark: _Toc172722986][bookmark: _Toc175864704]2.8 Recent Developments in Emotional Intelligence Research 
Recent studies have furthered our understanding of EI's role in leadership. Research by Newman et al. (2019) suggests that emotional intelligence can enhance transformational leadership behaviors, which are critical for inspiring and motivating employees. Another study by Miao et al. (2018) found that EI is positively correlated with job performance and organizational citizenship behaviors, indicating its broad impact on workplace dynamics. Moreover, recent advancements in neuroscience have begun to uncover the neural underpinnings of emotional intelligence, offering deeper insights into how EI functions at a biological level (Barbey et al., 2018). Additionally, research by Schutte et al. (2018) has highlighted the role of EI in promoting ethical leadership, suggesting that emotionally intelligent leaders are more likely to engage in ethical decision-making and behavior. This is particularly relevant in the context of corporate scandals and ethical lapses, where emotionally intelligent leaders can play a crucial role in fostering a culture of integrity and accountability
[bookmark: _Toc172722987][bookmark: _Toc175864705]2.9 EI and Leadership Effectiveness
The relationship between emotional intelligence and leadership effectiveness is complex and multifaceted. Leaders with high EI are better equipped to understand and manage their own emotions, which is crucial for maintaining personal well-being and performance (Goleman, 2017). They are also more effective in recognizing and responding to the emotions of others, which enhances their ability to lead and motivate their teams (Brackett et al., 2019). The ability to manage emotions helps leaders to remain calm under pressure, make balanced decisions, and navigate conflicts constructively (Cherniss et al., 2020).Moreover, research by Harms and Credé (2018) suggests that EI can enhance leaders' ability to foster a positive   climate, which is associated with higher levels of employee engagement and job satisfaction. Leaders with high EI are also more likely to engage in transformational leadership behaviors, which have been shown to be effective in driving organizational change and innovation (Newman et al., 2019).
[bookmark: _Toc172722988][bookmark: _Toc175864706]2.10 Emotional Intelligence Training and Development Given the significant impact of EI on leadership effectiveness, many organizations are investing in EI training and development programs. These programs aim to enhance leaders' emotional skills through various techniques, such as mindfulness training, emotional regulation exercises, and empathy-building activities (Nelis et al., 2019). Research indicates that EI can be developed and improved with targeted interventions, leading to long-term benefits for leaders and their organizations (Goleman, 2017).
For instance, a study by Clark et al. (2018) found that participants in EI training programs exhibited significant improvements in emotional self-awareness, empathy, and relationship management skills. These improvements were associated with higher levels of job performance and job satisfaction, suggesting that EI training can have a positive impact on both individual and organizational outcomes.
[bookmark: _Toc172722991][bookmark: _Toc175864707]2.11 The Role of EI in Leadership
The role of emotional intelligence in leadership is multifaceted, influencing various aspects of leadership behavior and outcomes. Leaders with high EI are better equipped to manage their own emotions, understand and influence the emotions of others, and navigate the social complexities of the workplace.
Enhancing Interpersonal Relationships
One of the primary roles of EI in leadership is enhancing interpersonal relationships. Leaders who are emotionally intelligent can build strong, trusting relationships with their team members, which is fundamental for effective leadership (Cherniss et al., 2020). By recognizing and responding to the emotional needs of their team, these leaders can foster a positive and inclusive work environment. For instance, an empathetic leader who understands the personal challenges faced by a team member can offer appropriate support, thereby enhancing that individual's engagement and productivity.
Improving Decision-Making
Emotional intelligence also plays a critical role in decision-making. Leaders with high EI are capable of making balanced decisions that consider both rational analysis and emotional implications (Brackett et al., 2019). This dual approach ensures that decisions are not only logical but also aligned with the emotional climate of the organization. For example, a leader might consider the potential emotional impact of a significant organizational change on employees and take steps to mitigate any negative effects.
Facilitating Conflict Resolution
Effective conflict resolution is another area where EI is essential. Leaders with high emotional intelligence can navigate conflicts constructively by understanding the emotional dynamics at play and addressing the underlying issues (Brackett et al., 2019). They can mediate disputes, facilitate open communication, and promote a culture of collaboration and respect. This capability is crucial for maintaining team cohesion and ensuring that conflicts do not escalate into larger problems.
Promoting Transformational Leadership
Emotional intelligence is closely linked to transformational leadership, a style characterized by inspiring and motivating followers to achieve higher levels of performance (Miao et al., 2018). Transformational leaders with high EI can connect with their team members on an emotional level, articulate a compelling vision, and foster an environment of trust and innovation. This leadership style has been shown to enhance employee engagement, job satisfaction, and overall organizational performance.
Enhancing Organizational Performance
The impact of EI on organizational performance is significant. Leaders with high emotional intelligence contribute to a positive organizational climate, which in turn boosts employee morale, reduces turnover, and enhances productivity (Cherniss et al., 2020). By effectively managing their own emotions and those of their team members, emotionally intelligent leaders create a supportive and motivating work environment that drives organizational success.
Addressing Ethical Leadership
Research has also highlighted the role of EI in promoting ethical leadership. Leaders with high EI are more likely to engage in ethical decision-making and behavior, fostering a culture of integrity and accountability within the organization (Schutte et al., 2018). This is particularly important in the context of corporate governance and ethical scandals, where emotionally intelligent leaders can play a crucial role in upholding ethical standards and promoting transparency.
Adapting to Change
Finally, EI enables leaders to adapt to change effectively. In today's rapidly changing business environment, leaders must be resilient and adaptable, qualities that are enhanced by high emotional intelligence (Goleman, 2017). Emotionally intelligent leaders can navigate organizational changes, manage stress, and guide their teams through transitions smoothly, ensuring that the organization remains agile and competitive.

[bookmark: _Toc172722989][bookmark: _Toc175864708]2.10 Gaps Identified to Situate Own Research
Despite the extensive research on EI, several gaps remain. There is a need for more longitudinal studies to understand the long-term effects of EI on leadership effectiveness. Additionally, the influence of cultural factors on EI and its applicability in different organizational contexts warrants further investigation (Zeidner et al., 2020). Another gap is the need for more rigorous methodologies to measure EI accurately and differentiate it from other related constructs.

[bookmark: _Toc172722992][bookmark: _Toc175864709]2.13 Summary of chapter 2: In summary, emotional intelligence is a multifaceted construct that plays a crucial role in effective leadership. High EI leaders are adept at managing their own emotions and those of others, which enhances their decision-making, conflict resolution, and ability to inspire and motivate their teams. Several models and theories have been proposed to explain EI, each offering unique insights into its components and applications. While the advantages of EI in leadership are well-documented, there are also challenges and potential disadvantages that warrant consideration. Recent research has expanded our understanding of EI's impact on leadership effectiveness, ethical behavior, and organizational outcomes. Despite criticisms and ongoing debates about its definition and development, the evidence suggests that emotional intelligence remains a valuable asset for leaders in today's complex organizational environments.


[bookmark: _Toc175864710]Chapter 3: Research Methodology
[bookmark: _Toc175864711]3.1 Introduction :
This chapter outlines the research methodology employed to explore the relationship between emotional intelligence (EI) and leadership effectiveness within organizational settings. Given the complex and multifaceted nature of EI, a well-structured research approach is essential to uncover the nuanced ways in which EI influences leadership behaviors and outcomes. The methodology is designed to provide a robust framework for examining the key research questions and objectives laid out in the previous chapters.
The research adopts an interpretivist paradigm, which is particularly suited to understanding the subjective experiences and perceptions of emotionally intelligent leaders (Smith, 2021). A qualitative research method is utilized, allowing for an in-depth exploration of these experiences through rich, contextual data (Creswell & Poth, 2018). The study follows an inductive approach, aiming to build theory from the ground up based on the data collected rather than testing a pre-existing hypothesis (Saunders et al., 2019).
This chapter also details the research strategy, data collection techniques, sampling methods, and data analysis procedures employed in this study. By employing qualitative interviews as the primary data collection method, the research aims to gather comprehensive insights into the lived experiences of leaders and their application of emotional intelligence in their roles (Denzin & Lincoln, 2021). The chapter concludes with a discussion on the ethical considerations and the measures taken to ensure the validity and reliability of the research findings.
[bookmark: _Toc175864712]3.2 Research Philosophy
The research philosophy adopted for this study is interpretivism, which is predominantly associated with qualitative research. Interpretivism emphasizes understanding the subjective meanings and experiences of individuals within their specific contexts (Creswell & Poth, 2018). This philosophy is well-suited for examining the nuanced dimensions of emotional intelligence (EI) in leadership, as it allows for an in-depth exploration of leaders' personal experiences and perceptions.
[bookmark: _Toc175864713]3.3 Research Type
This research utilizes primary data. Primary research involves collecting original data that is specifically tailored to address the research questions. Given the focus on understanding contemporary leadership practices and the role of emotional intelligence, primary data collection through interviews provides rich, firsthand insights into leaders' experiences and perspectives.
[bookmark: _Toc175864714]3..4 Research Approach
An inductive approach is employed in this study, aligning with the principles of qualitative research. Inductive reasoning involves generating theories and patterns from the collected data, rather than testing pre-existing hypotheses (Bryman, 2016). This approach is appropriate for exploring the emergent themes and concepts related to EI in leadership, as it allows for a deeper understanding to develop from the data itself.
[bookmark: _Toc175864715]3.5 Research Method
The study adopts a qualitative research method. Qualitative research focuses on understanding phenomena from the participants' perspectives and utilizes non-numerical data (Denzin & Lincoln, 2018). This method is particularly suitable for capturing the complexity of emotional intelligence and its impact on leadership through detailed, descriptive data.
3.5.1 Justification for Qualitative Research
Qualitative research is chosen for this study because it allows for an in-depth exploration of complex phenomena that are difficult to quantify (Creswell & Poth, 2018). Emotional intelligence and leadership involve intricate human emotions and behaviors that can best be understood through detailed narratives and personal accounts (Denzin & Lincoln, 2021). Qualitative methods enable researchers to capture the richness and depth of these experiences, which is essential for generating meaningful insights into how EI influences leadership (Braun & Clarke, 2019). 
3.5.2 Data Collection Techniques in Qualitative Research
In qualitative research, data collection techniques are designed to gather rich, detailed information from participants. The primary data collection technique employed in this study is semi-structured interviews. This technique involves guided conversations with participants, allowing flexibility to explore topics in depth while maintaining a focus on the research questions (Kvale & Brinkmann, 2015).
Example Interview Questions:
· How do you perceive the role of emotional intelligence in your leadership style?
· Can you describe a situation where your emotional intelligence significantly impacted your leadership effectiveness?
· How do you develop and enhance your emotional intelligence skills?
Interviews are conducted in a manner that encourages participants to share their experiences and insights freely. Open-ended questions are used to prompt detailed responses, while follow-up questions probe deeper into specific areas of interest.
· First one is the Triangulation: Multiple sources of data are used to cross-verify the findings. For instance, interview data may be supplemented with relevant documents or observational notes.
· Second is Member Checking: Participants are given the opportunity to review and confirm the accuracy of the interview transcripts and preliminary findings.
· Third is Thick Description: Detailed descriptions of the research context, participants, and data collection process are provided to enable readers to understand the depth and context of the study.
· And lastly, Audit Trail: A transparent and detailed record of all research activities, decisions, and reflections is maintained to ensure the research process can be followed and evaluated by others.
3.6 Research Strategy
The research strategy chosen for this study is a combination of a case study approach and online ethnography (netnography). A case study allows for an in-depth examination of a specific context or phenomenon within its real-life setting (Yin, 2018). By focusing on a particular organization or a selected group of leaders, the case study strategy provides a comprehensive understanding of how emotional intelligence is manifested and leveraged in leadership practices. Additionally, the incorporation of an online method, or netnography, enables the study to explore the digital interactions and behaviors of leaders in online environments, such as social media platforms and virtual workspaces. This approach captures how emotional intelligence is expressed and perceived in online settings, which are increasingly relevant in today's digitally connected leadership landscapes (Kozinets, 2020).
3.7 Data Collection Techniques
The primary data collection technique employed is semi-structured interviews. This technique involves guided conversations with participants, allowing flexibility to explore topics in depth while maintaining a focus on the research questions (Kvale & Brinkmann, 2015). The interview questions are designed to elicit detailed information about leaders' experiences and perspectives on emotional intelligence and its role in their leadership practices.
3.7 Sample Size and Sampling Method
A non-probability purposive sampling method is used to select participants. Purposive sampling involves selecting individuals who are most likely to provide rich, relevant, and diverse data (Patton, 2015). The sample consists of 6 leaders from various organizational contexts who are recognized for their leadership roles and have demonstrated high levels of emotional intelligence. This sample size is considered sufficient to achieve data saturation, the point in qualitative research where no new information or themes emerge from further data collection, indicating that the sample has adequately captured the key aspects of the phenomenon under study (Guest, Namey, & Mitchell, 2017).
The choice of 5-10 participants is justified by the focus on in-depth, qualitative analysis. Smaller sample sizes in qualitative research allow for a deeper exploration of individual experiences, which is critical when studying complex constructs such as emotional intelligence and leadership. This range is particularly effective for detailed case studies or interviews, where the richness of data is prioritized over the number of participants (Hennink, Kaiser, & Marconi, 2017). Additionally, research has demonstrated that data saturation can often be reached with as few as 5-10 participants, especially when the research questions are narrowly focused and the participants are carefully selected to ensure they are knowledgeable about the topic (Vasileiou et al., 2018)
3.8 Data Analytical Tools and Techniques
The data collected from the interviews will be analyzed , by using thematic analysis. Thematic analysis involves identifying, analyzing, and reporting patterns (themes) within the data (Braun & Clarke, 2016). The following steps will be taken:
1. Familiarization: Transcribing interviews and reading through the data to become immersed in the content.
2. Coding: Generating initial codes from the data that capture interesting features related to the research questions.
3. Searching for Themes: Collating codes into potential themes, gathering all data relevant to each potential theme.
4. Reviewing Themes: Checking if the themes work in relation to the coded extracts and the entire data set, generating a thematic map.
5. Defining and Naming Themes: Refining the specifics of each theme and developing clear definitions and names for each theme.
6. Writing the Report: Weaving the analytic narrative and data extracts to tell a coherent and persuasive story about the data, relating it back to the research questions and literature.
NVivo software will be utilized to assist in managing and analyzing the qualitative data. NVivo facilitates the organization and coding of large volumes of text data, allowing for efficient thematic analysis and the generation of insights from the data.
Summary of chapter 3
This chapter has detailed the research methodology employed in this study, justifying the use of an interpretivist paradigm, primary data collection, an inductive approach, qualitative methods, a case study strategy, semi-structured interviews, purposive sampling, and thematic analysis. This rigorous methodological approach ensures that the study is well-positioned to generate meaningful and in-depth insights into the role of emotional intelligence in leadership.


[bookmark: _Toc175864716]Chapter 4 : Discussions and Data Analysis

[bookmark: _Toc175864717]4.1 Introduction
This chapter presents the analysis of the data collected from the interviews conducted with 5-10 leaders recognized for their emotional intelligence within various organizational contexts. The analysis is aimed at uncovering patterns, themes, and insights that address the research questions concerning the role of emotional intelligence (EI) in leadership. The findings are discussed in relation to the existing literature, highlighting new insights, confirming previous research, or offering alternative perspectives. The chapter concludes with a discussion of how these findings contribute to our understanding of EI in leadership and their implications for practice and further research.
[bookmark: _Toc175864718]4.2 Thematic Analysis of Emotional Intelligence and Leadership
The data was analyzed using thematic analysis, a qualitative method for identifying, analyzing, and reporting patterns (themes) within the data (Braun & Clarke, 2019). This approach is particularly suitable for exploring complex constructs like emotional intelligence, as it allows for the systematic coding and categorization of data into meaningful themes.
4.2.1 Theme 1: Self-Awareness in Leadership
Self-awareness emerged as a critical theme in understanding how emotionally intelligent leaders perceive and manage their own emotions. Participants consistently highlighted the importance of being aware of their emotional states and understanding how these emotions influence their decision-making and interactions with others. Leaders reported that self-awareness enabled them to remain composed in high-pressure situations and to make decisions that were aligned with both their values and organizational goals.
For example, one participant noted, "Being aware of my emotions helps me to pause and think before reacting, which is crucial in leadership." This finding is consistent with the literature, which identifies self-awareness as a foundational component of EI that contributes to effective leadership by fostering reflective practices and emotional regulation (Goleman, 2017).
4.2.2 Theme 2: Empathy and Relationship Management
Empathy was another prominent theme, with leaders emphasizing its role in building strong, trust-based relationships within their teams. Participants described empathy as the ability to understand and share the feelings of others, which allowed them to connect with their team members on a deeper level. This connection was seen as essential for motivating employees, resolving conflicts, and fostering a positive work environment.
One leader shared, "Empathy allows me to see things from my team's perspective, which helps in managing conflicts and keeping everyone engaged." This aligns with recent studies that suggest empathy is a critical element of emotionally intelligent leadership, contributing to higher levels of employee satisfaction and organizational commitment (Cherniss et al., 2020).
4.2.3 Theme 3: Emotional Regulation and Decision-Making
The ability to regulate emotions was frequently mentioned as essential for effective leadership. Leaders described how managing their emotions helped them to maintain focus, make rational decisions, and guide their teams through challenging situations. Emotional regulation was particularly important in high-stakes environments where the ability to remain calm and think clearly was crucial for success.
For instance, one participant explained, "Emotional regulation helps me stay calm during crises, which is important for making sound decisions and leading my team effectively." This observation is supported by the literature, which indicates that emotional regulation enhances leadership effectiveness by reducing emotional reactivity and enabling more deliberate decision-making processes (Brackett et al., 2019).
4.2.4 Theme 4: Influence of EI on Team Dynamics and Organizational Performance
Leaders reported that their emotional intelligence had a significant impact on team dynamics and overall organizational performance. They observed that by fostering an emotionally intelligent culture, they were able to improve communication, enhance collaboration, and increase productivity within their teams. Leaders also noted that their ability to manage emotions positively influenced the morale and engagement of their employees, leading to better organizational outcomes.
One participant remarked, "When I apply emotional intelligence, I notice a more cohesive team and better performance across the board." This finding is corroborated by research showing that emotionally intelligent leaders are more likely to create positive organizational climates that drive employee engagement and performance (Miao et al., 2018).
[bookmark: _Toc175864719]4.3 Discussion of Findings
The analysis of the data reveals several key insights into the role of emotional intelligence in leadership. These insights are discussed below in relation to the existing literature.
4.3.1 Confirmation of Existing Research
The findings of this study confirm much of the existing research on the importance of emotional intelligence in leadership. The themes identified—self-awareness, empathy, emotional regulation, and the impact of EI on team dynamics and performance—are consistent with the established literature on EI (Goleman, 2017; Cherniss et al., 2020). This suggests that the core components of EI continue to play a vital role in effective leadership, regardless of the specific organizational context.
4.3.2 New Insights and Contributions
While the study supports existing research, it also offers new insights into how leaders apply emotional intelligence in their daily practices. For example, the emphasis on empathy as a tool for conflict resolution and employee engagement highlights a nuanced understanding of how EI can be leveraged to address specific leadership challenges. Additionally, the study underscores the importance of emotional regulation not just for personal well-being but as a strategic asset in decision-making and crisis management.
These insights contribute to the literature by providing a deeper understanding of the practical applications of EI in leadership, particularly in how leaders use EI to navigate complex organizational dynamics.
4.3.3 Implications for Leadership Development
The findings have important implications for leadership development programs. Given the critical role of EI in leadership, organizations should consider incorporating EI training into their leadership development initiatives. This could include workshops on self-awareness, empathy-building exercises, and strategies for emotional regulation. By enhancing leaders' emotional intelligence, organizations can foster more effective leadership and improve overall organizational performance.
[bookmark: _Toc175864720]4.4 Summary of Chapter 4
This chapter presented the findings from the qualitative analysis of interviews with leaders recognized for their emotional intelligence. The thematic analysis revealed key themes related to self-awareness, empathy, emotional regulation, and the influence of EI on team dynamics and organizational performance. These findings confirm much of the existing literature while also offering new insights into the practical applications of EI in leadership. The chapter concludes with a discussion of the implications of these findings for leadership development and organizational success.

[bookmark: _Toc175864721]Chapter 5: Conclusion, Limitations, and Recommendations
[bookmark: _Toc175864722]5.1 Conclusion
This dissertation set out to explore the role of emotional intelligence (EI) in leadership, focusing on how EI influences leadership practices within various organizational contexts. Through qualitative research involving in-depth interviews with leaders recognized for their emotional intelligence, this study has provided significant insights into the ways EI contributes to effective leadership.
The findings reveal that emotional intelligence plays a crucial role in several key areas of leadership. These include self-awareness, empathy, emotional regulation, and their collective impact on team dynamics and organizational performance. Leaders with high EI were found to possess a heightened awareness of their own emotions and the emotions of others, which enabled them to make more informed decisions, resolve conflicts more effectively, and foster stronger relationships within their teams. Furthermore, the study highlighted the importance of emotional regulation as a tool for maintaining composure and making sound decisions, particularly in high-pressure situations.
These insights confirm existing theories and models of EI, while also offering new perspectives on its practical application in leadership. The research contributes to the broader understanding of EI by demonstrating its relevance not only as a theoretical construct but as a critical competency that can be developed and harnessed to enhance leadership effectiveness. The study underscores the need for organizations to prioritize the development of EI in their leaders as a means of driving organizational success and improving overall employee well-being.
[bookmark: _Toc175864723]5.2 Limitations of the Study
Despite the valuable contributions of this research, several limitations should be acknowledged. First, the study employed a qualitative research design with a relatively small sample size of 5-10 participants. While this approach allowed for an in-depth exploration of the leaders' experiences and perspectives, it limits the generalizability of the findings. The insights gained from this study may not be applicable to all leadership contexts or to leaders with different backgrounds and experiences (Guest, Namey, & Mitchell, 2017).
Second, the study relied on self-reported data from the participants, which may be subject to bias. Participants may have consciously or unconsciously presented themselves in a more favorable light, particularly given the focus on emotional intelligence—a trait often associated with positive leadership attributes. This potential bias could have influenced the findings and the interpretation of the data (Bryman, 2016).
Third, the research focused primarily on leaders recognized for their high levels of emotional intelligence, which may have resulted in an overemphasis on the positive aspects of EI. Future research could benefit from including a more diverse sample, including leaders with varying levels of EI, to gain a more balanced understanding of its impact on leadership.
Lastly, the study's focus on qualitative data means that the findings are more interpretative than definitive. While thematic analysis provided rich insights into the participants' experiences, it does not allow for the statistical validation of the relationships between EI and leadership outcomes. Therefore, the findings should be interpreted with caution and considered as part of a broader body of research on the topic.
[bookmark: _Toc175864724]5.3 Recommendations for Future Research
Based on the findings and limitations of this study, several recommendations for future research can be made.
First, future studies should consider using a mixed-methods approach that combines qualitative and quantitative data. This would allow for a more comprehensive analysis of the relationship between emotional intelligence and leadership, providing both depth and breadth of understanding. Quantitative measures, such as EI assessments and leadership performance metrics, could complement qualitative insights, offering a more robust validation of the findings (Creswell & Creswell, 2017).
Second, expanding the sample size and diversity of participants would enhance the generalizability of the results. Including leaders from different industries, cultural backgrounds, and with varying levels of emotional intelligence would provide a more nuanced understanding of how EI influences leadership in different contexts. Additionally, longitudinal studies could track the development of EI in leaders over time, offering insights into the long-term effects of EI on leadership effectiveness.
Third, future research could explore the impact of specific EI competencies—such as empathy, self-awareness, or emotional regulation—on different aspects of leadership. For example, researchers could investigate how empathy specifically affects conflict resolution or how emotional regulation influences decision-making under pressure. Such studies would help to disentangle the complex relationships between different EI components and leadership outcomes, providing more targeted insights for leadership development programs (Miao et al., 2018).
Finally, there is a need for further exploration of the potential challenges and disadvantages of high emotional intelligence in leadership. While this study primarily focused on the positive aspects of EI, understanding its potential drawbacks—such as the risk of emotional exhaustion or the possibility of manipulation—would provide a more balanced perspective and inform the development of EI in a way that mitigates these risks (Jordan & Troth, 2020).
[bookmark: _Toc175864725]5.4 Practical Recommendations for Leadership Development
In light of the findings, several practical recommendations can be made for organizations seeking to enhance leadership effectiveness through the development of emotional intelligence.
First, organizations should integrate EI training into their leadership development programs. Training modules could focus on building self-awareness, enhancing empathy, and improving emotional regulation skills. These competencies can be developed through techniques such as mindfulness training, emotional regulation exercises, and empathy-building activities, all of which have been shown to enhance EI (Nelis et al., 2019).
Second, organizations should create a culture that values and supports emotional intelligence. This could involve recognizing and rewarding emotionally intelligent behaviors, such as effective conflict resolution, empathetic communication, and collaborative decision-making. By fostering an environment that encourages the application of EI, organizations can promote more effective leadership and improve overall organizational performance.
Third, leadership assessments should include measures of emotional intelligence. Incorporating EI assessments into the selection and evaluation processes for leadership roles can help identify individuals with the potential to lead effectively. These assessments could be used alongside traditional measures of leadership competence to provide a more holistic view of a leader's capabilities (Bar-On, 2019).
Finally, ongoing support and coaching should be provided to leaders to help them continuously develop their emotional intelligence. This could include regular feedback, mentoring, and opportunities for leaders to reflect on and refine their emotional skills in real-time situations. By investing in the continuous development of EI, organizations can ensure that their leaders remain effective in navigating the complex emotional dynamics of the modern workplace.
[bookmark: _Toc175864726]5.5 Summary of Chapter 5
This chapter has provided a comprehensive conclusion to the study, summarizing the key findings, acknowledging the limitations, and offering recommendations for both future research and practical applications in leadership development. The research highlights the critical role of emotional intelligence in effective leadership and underscores the need for organizations to prioritize the development of EI in their leaders. While the study contributes valuable insights, it also opens up new avenues for exploration, emphasizing the importance of ongoing research and practice in this dynamic field.
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Appendix

Appendix A: Interview Guide
Purpose: The interview guide was developed to ensure that all relevant topics related to emotional intelligence (EI) and leadership effectiveness were covered during the semi-structured interviews with participants. This guide helped maintain consistency across interviews while allowing flexibility to explore emergent themes.
Sample Interview Questions:
1. Introduction to Emotional Intelligence:
· Can you describe your understanding of emotional intelligence?
· How do you perceive the role of emotional intelligence in your leadership style?
2. Self-Awareness:
· How do you recognize and manage your own emotions in a leadership context?
· Can you provide an example of a situation where your emotional awareness influenced your leadership decisions?
3. Self-Regulation:
· How do you control or adjust your emotional responses in high-pressure situations?
· What strategies do you use to stay calm and focused when dealing with conflict or stress?
4. Motivation:
· How do your emotional drivers influence your goals and performance as a leader?
· Can you share an experience where your motivation was key to achieving a leadership objective?
5. Empathy:
· How do you approach understanding and responding to the emotions of your team members?
· Can you give an example of a time when empathy played a crucial role in your leadership?
6. Social Skills:
· How do you leverage your social skills to manage team dynamics and foster collaboration?
· Can you discuss a situation where your ability to build relationships significantly impacted your team’s performance?
7. Leadership Challenges:
· What challenges have you faced in managing emotions, both your own and others', in your leadership role?
· How have you addressed these challenges?
8. Impact on Organizational Performance:
· In what ways do you think your emotional intelligence has contributed to the overall performance of your team or organization?
· Can you provide specific examples where your EI positively influenced outcomes?
Closing Questions:
· Is there anything else you would like to add regarding the role of emotional intelligence in leadership?
· Do you have any questions or suggestions regarding the topics we discussed?

Appendix B: Participant Consent Form
Purpose: This consent form was provided to all participants to ensure they understood the nature of the study, their rights as participants, and the measures taken to protect their confidentiality.
Participant Information:
· Study Title: Exploring the Role of Emotional Intelligence in Leadership Effectiveness
· Researcher: Ivan Hristov Stoyanov	
· Institution: University of Wales Trinity Saint David 
· Contact Information: Ognyan Troychev 
Consent Form Content:
1. Study Overview:
· You are invited to participate in a research study exploring how emotional intelligence impacts leadership effectiveness. The study involves a semi-structured interview lasting approximately 45-60 minutes.
2. Voluntary Participation:
· Participation in this study is entirely voluntary. You may decline to participate or withdraw from the study at any time without any consequences.
3. Confidentiality:
· All information collected will be kept confidential. Your responses will be anonymized, and no identifying information will be shared in the study's findings.
4. Risks and Benefits:
· There are no significant risks associated with participation. The potential benefit of this study is contributing to a deeper understanding of the role of emotional intelligence in effective leadership.
5. Consent:
· By signing this form, you acknowledge that you have read and understood the information provided, and you agree to participate in this study.
Participant Signature:
· Name: Ognyan Troychev
· Signature: O.T.
· Date: 12.08.2024

Appendix C: Data Collection and Analysis Process
Data Collection:
· Method: Semi-structured interviews were conducted with 6 leaders from various organizational contexts known for demonstrating high levels of emotional intelligence.
· Recording: All interviews were audio-recorded with participant consent for accuracy and were transcribed verbatim for analysis.
Data Analysis:
· Tool: Thematic analysis was utilized to identify patterns and themes within the data. Transcripts were coded using [software/tool, e.g., NVivo] to assist in the systematic organization and analysis of qualitative data.
· Process: The coding process involved identifying initial codes, grouping similar codes into themes, and refining these themes to align with the research objectives.
· Validation: Member checking was employed to validate the findings, where participants reviewed the results to confirm the accuracy of interpretations.

Appendix D: Ethics Approval
Purpose: This section includes documentation of the ethics approval obtained for conducting this research study, ensuring that all ethical guidelines were followed throughout the research process.

Appendix E: Sample Data and Coding
Example Excerpts and Codes:
1. Excerpt: "I find that being aware of my own emotions helps me stay grounded, especially during stressful decision-making processes."
· Code: Self-Awareness
2. Excerpt: "When my team faces conflicts, I try to understand everyone's perspective before making a decision."
· Code: Empathy
3. Excerpt: "My motivation comes from a deep commitment to our organization's goals, which I believe resonates with my team."
· Code: Motivation
Thematic Categories:
· Theme 1: Emotional Self-Awareness and Leadership Decisions
· Theme 2: Empathy as a Tool for Conflict Resolution
· Theme 3: Motivation and Organizational Commitment

Appendix F: Research Timeline
Timeline of Key Research Activities:
1. Proposal Development:
· Date: 24.03.2024 to 25.04.2024
· Activities: Literature review, development of research questions and objectives, submission of proposal.
2. Ethics Approval:
· Date: 20.08.2024 to 21.08.2024
· Activities: Submission and review of ethics application, receiving approval.
3. Data Collection:
· Date: 25.07.20204 to 10.08.2024
· Activities: Recruitment of participants, conducting semi-structured interviews.
4. Data Analysis:
· Date: 10.08.2024 to 20.08.2024
· Activities: Transcription of interviews, thematic analysis, coding, and theme development.
5. Dissertation Writing:
· Date: 15.06.2024 to 30.08.2024
· Activities: Writing chapters, reviewing drafts, final submission.
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	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
6

(this box should expand as you type)

	11
	Who will the participants be?

	

Friends , ex – colleagues , colleagues , friends of my family 
(this box should expand as you type)

	12
	How will you identify the participants?
	

Very ambitious , intelligent and inspirational 
(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☒

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☒

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants: NO


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	NO


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

NO

(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	NO
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:
NO

(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
I will have a separate conversation with each one , once my dissertation is completed.

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	


(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	


(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐[image: Checkmark with solid fill]

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐[image: Checkmark with solid fill]

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	

Only me (Ivan Hristov Stoyanov)
(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
Ivan Hristov Stoyanov

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
PC (Laptop)

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☐

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☐





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Ivan Stoyanov I.S.
	Date:30.08.2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr. Anupam Mazmudar/ Olusoyi (Richard) Ashaye
	Date:30.08.2024

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




Participation Consent Form 
University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk 
            londonstudentservice@uwtsd.ac.uk 


[image: ]

	

	Rhif Adnabod Cyfranogwr: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	Teitl Y Prosiect: / Project Title:  The role of emotional intelligence in Leadership effectiveness.

	Enw'r Ymchwilydd / Name of Researcher:  Ivan Stoyanov 



	1
	I confirm that I have read and understand the information sheet dated  27.08.2024 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.
	
[image: Checkmark with solid fill]


	2
	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.

	
[image: Checkmark with solid fill]

	3
	I understand that any information given by me may be used in future reports, articles or presentations by the research team.

	
[image: Checkmark with solid fill]

	4
	I understand that my name will not appear in any reports, articles or presentations.

	
[image: Checkmark with solid fill]

	5
	I agree to take part in the above study.

	
[image: Checkmark with solid fill]

	Name of Participant

	
Ognyan Troychev
	Signature
O.T.

	Researcher

	Ivan Stoyanov 
	Signature
I.T.




	You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.
When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:

NAME & ADDRESS OF RESEARCHER

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@uwtsd.ac.uk
         : londonstudentservice@uwtsd.ac.uk 
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