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[bookmark: _Toc227676826]Abstract 
This research critically reviews the connection of emotional intelligence (EI) with the performance of an organisation using a systematic literature review. Emotional intelligence has attracted growing attention in the field of management study because it has been perceived to have a positive impact on the effectiveness of leadership, employee engagement, and relationship in the workplace. Nevertheless, the current studies provide inconsistent results, the greatest part of which is caused by the differences in conceptualization and measurement of EI.
The philosophy and approach followed in the study are interpretivist and inductive analysing recent peer-reviewed articles over the period of 2020-24. The results show that there is no uniform direct effect of emotional intelligence on organisational performance. Rather, its impact is mostly indirect, which is achieved via other means like leadership behaviour, teamwork, and the results of the employees. The review also points to the major limitations in literature such as the use of self-report measure, non-standardised frameworks of EI, and the insufficient focus on contextual variables.
The research contributes to the field of knowledge as it provides a more critical and balanced view on emotional intelligence, proving assumptions of its universal validity wrong. It shows the necessity of further and stricter research and application. The results have implications to the organisations, which can be summarised as the need to ensure that EI is included in wider leadership and management policies, instead of being viewed as a performance instrument.
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[bookmark: _Toc227676827]CHAPTER 1 – INTRODUCTION 
[bookmark: _Toc227676828]1.1 Introduction to the Study 
Emotional Intelligence (EI) is a concept that has gained significance in the contemporary organisational contexts more so regarding how people handle emotions within the workplace relationship. It is greatly associated with leadership performance, employee involvement, team collaboration, and decision making, which affect the performance of an organisation. Nonetheless, it remains a debatable issue whether EI has a direct impact on the direct performance contribution or not, despite increasing popularity. There are studies which indicate a strong positive correlation, and weak or context specific effects. The incompatibility of this fact poses questions concerning the conceptualisation and application of EI in organisations, and thus, it is a topical field to be critically researched.
[bookmark: _Toc227676829]1.2 Background and Context 
Emotional intelligence has become a topic of growing research in management in the last 20 years, especially because organisations have been confronted with more sophisticated and human-focused issues. The conventional tests of intelligence, including cognitive ability (IQ) and technical capability are no longer regarded as adequate predictors of workplace performance, in particular, leadership positions (Côté, 2020). Rather, organisations have realised the relevance of interpersonal skills, emotional control and social awareness.
Real life issues like workplace stress, employee burnout and leadership failures are other factors that have altered this shift, as they have illustrated the shortcomings of purely technical competence. To illustrate, the increased rates of stress and burnout at the workplace have compelled organisations to rethink the impact of leadership behaviours on the welfare and performance of employees (Gallup, 2023). Consequently, EI is getting a closer consideration as a major contributor to people management. Nevertheless, even with the mounting significance, there is confusion regarding the stability of EI contribution to the organisational performances.
[bookmark: _Toc227676830]1.3 Problem Statement 
Though emotional intelligence has been extensively related with positive organisational results, the available studies show mixed and even conflicting results about the effects of emotional intelligence on organisational performance. This is one of the main problems, as there is no single definition of EI, with the other models conceptualising it as a cognitive ability or a combination of personality traits and competencies (O’Connor et al., 2021). Moreover, there are differences in the method of measurements, especially self-reporting techniques, and this makes reliability and bias issues. Moreover, the association between EI and performance seems to be situational since it is different in terms of industry, job, and corporate climate. These discrepancies form a distinct gap in the literature, thus a need to have systematic and critical review to gain a better insight on the actual effect of EI on organisational performance.
[bookmark: _Toc227676831]1.4 Research Aim 
The aim of this study is to critically examine the effects of emotional intelligence on organisational performance by conducting a systematic literature review, paying attention to the consideration of the various theoretical views, deriving main trends and discrepancies as well as determining the applicability of the available research to modern organisational practice.
[bookmark: _Toc227676832]1.5 Research Objectives 
The objectives of this research are:
· To critically examine key theories and models of emotional intelligence used in organisational research
· To analyse the relationship between emotional intelligence and organisational performance outcomes
· To identify recurring themes, patterns, and inconsistencies within existing studies
· To evaluate methodological limitations in current research on emotional intelligence
· To provide practical implications for managers and organisations in applying emotional intelligence effectively

[bookmark: _Toc227676833]1.6 Research Questions 
This study is guided by the following research questions:
1. How is emotional intelligence conceptualised and measured within organisational research?
2. What impact does emotional intelligence have on organisational performance outcomes?
3. What gaps and limitations exist in the current literature on emotional intelligence and organisational performance?

[bookmark: _Toc227676834]1.7 Rationale and Significance 
The research is of scholarly and practical importance. Academically, it provides an answer to the current controversy of emotional intelligence by critically synthesising the research available and providing important discrepancies in the findings. Considering the differences in models of EI and methods of measurement, it is evident that a systematic review is needed to analyse the reliability and validity of existing evidence.
In practical terms, the study is applicable to managers, HR professionals and organisational leaders who are increasingly using EI in their leadership development strategies, employee engagement strategies, and their performance management strategies. The information on whether EI can really improve the performance of an organisation and under what circumstances is critical towards making informed decisions. In the absence of this clarity, organisations are likely to waste money on training and development programmes which do not always yield similar results (Furnham et al., 2021). Thus, the study will offer evidence-based information that can be used to facilitate better organisational practices.
[bookmark: _Toc227676835]1.8 Scope of the Study 
The research is founded on the secondary research, relying on the available academic literature and reliable sources to analyse the correlation between emotional intelligence and organisational performance. It only focuses on organisational settings, especially leadership, teamwork and employee performance. The focus of the research of the review is the area of studies published after 2020 as an aspect of the relevance and correspondence to the research trends of today. Although the research will be thorough in form of analysis, it lacks primary data collection and testing.
[bookmark: _Toc227676836]1.9 Structure of the Dissertation 
There are five chapters in this dissertation. Chapter 1 presents the topic, aim and objectives of the research. In chapter 2, a critical review of literature on emotional intelligence and organisational performance is given. Chapter 3 provides the research methodology in the study. Chapter 4 outlines and talks about the results of the literature analysis. Chapter 5 is the last chapter of the study where the main findings, limitations, and future research and practice recommendations are outlined.
[bookmark: _Toc227676837]1.10 Chapter Summary 
This chapter has presented the topic of research, described the major problem, and defined the aim, objectives and research questions. It has also expounded on the meaning and the extent of the research. The second chapter will critically analyse the existing literature to understand the relationship between emotional intelligence and organisational performance.
[bookmark: _Toc227676838]CHAPTER 2 – LITERATURE REVIEW 
[bookmark: _Toc227676839]2.1 Introduction 
The chapter is a critical analysis of the current literature concerning emotional intelligence (EI) and its connection to organisational performance. Instead of a descriptive overview, the review compares rival theories, empirical evidence and methodological sights to determine the points of consensus, conflict as well as weakness. The chapter has been organised thematically, and the chapter opens with conceptualisations of EI, which has been followed using EI in organisational set-ups as well as its relation to performance results. It ends by finding research gaps that can support the necessity of this research. This critical approach, through which the chapter approaches the research, is seeking to establish a robust analytical basis of the research.
[bookmark: _Toc227676840]2.2 Conceptualising Emotional Intelligence 
[bookmark: _Toc227676841]2.2.1 Ability Model
The original model of emotional intelligence created by Mayer and Salovey is the ability model, which is a cognitive ability which deals with noticing, interpreting, and controlling emotions. This model is generally considered to be theoretically sound since it considers EI as a kind of intelligence that can be compared to the conventional cognitive skills (MacCann et al., 2020). The use of performance-based assessments is one of its strongest areas because it attempts to measure actual emotional processing and not the self-perception.
Nevertheless, the conceptual clarity of the ability model has been criticised due to the scarcity of its practical use in the organisational context. Performance-based measures tend to be complicated, time-consuming, and inaccessible when it comes to using them in large organisations (Fiori and Vesely-Maillefer, 2021). Besides, other scholars claim that the predictive validity of ability-based EI in workplace outcomes is lower than expected, especially in comparison with bigger personality constructs (Joseph et al., 2021). Consequently, although the model is rigorous in theory, its applicability to the actual performance of organisations is still controversial.
 
[bookmark: _Toc227676842]2.2.2 Mixed Models
Mixed models of emotional intelligence, including those popularised by Goleman, are the contrast of emotional abilities and personality characteristics, motivation and social competencies. All these models have found application in the organisational setting since they are more aligned with the leadership behaviours and performance in the workplace (Côté, 2020). This has rendered them especially powerful in the field of leadership development and human resource practices due to their practical relevance.
There is however a great amount of criticism about the conceptual ambiguity of mixed models. They overlap with the known personality constructs, as they include such traits as motivation and social skills, which makes them a cause of redundancy and overstated relations with performance outcomes (O’Connor et al., 2021). Opponents suggest that this conceptual arbitrariness invalidates the fact that EI is related to organisational success because it is not clear whether the results are being caused by EI or larger personality factors (Furnham, 2022).
[bookmark: _Toc227676843]2.2.3 Critical Comparison
The ability versus mixed models is one of the focal points of the EI research. Although the ability model is precise in theory, it is not practical but mixed models are relevant to organisations, but they are conceptually overlapping. Such discrepancy can have a serious impact on the results of research since the studies based on other models frequently yield different conclusions. Such research is more likely to identify a stronger relationship between EI and performance, and this may be because of measurement inflation (Miao et al., 2021). Conversely, weaker yet stronger effects are often demonstrated in ability-based studies.
This controversy indicates one of the central weaknesses in the discipline; there is no single model of defining and measuring EI. This, in turn, makes it problematic to compare the findings across studies, which will add to the inconsistent evidence base that this research aims to fill.
[bookmark: _Toc227676844]2.3 Emotional Intelligence in Organisations 
[bookmark: _Toc227676845]2.3.1 Leadership
Emotional intelligence has often been associated with good leadership, and this has mostly been related to interpersonal relationships and good working environments. High EI leaders tend to be more emphatic, flexible, and communicate well, which could be used to improve team performance (Harms et al., 2021). Nonetheless, other studies indicate that the effect of EI on leadership performance is situational and that it is different across organisational culture and styles of leadership (Miao et al., 2021).
[bookmark: _Toc227676846]2.3.2 Teamwork and Communication
EI is also connected with the enhanced teamwork and communication. More emotionally aware employees are more likely to work together and solve conflicts more beneficially (Rezvani et al., 2021). This notwithstanding, the intensity of such relationships is not always the same. Certain studies are pointing to specific roles, which need high emotional labour, and its benefits in these jobs are disproportionately stronger, implying that its influence is not universal (Miao et al., 2021).
[bookmark: _Toc227676847]2.3.3 Decision-making and Stress
According to the belief, EI is helpful in making decisions and managing stress in strenuous environments. Emotionally well-regulated people have a higher chance of keeping their heads calm and making rational decisions during stressful situations (Côté, 2020). There is however some conflicting evidence that sometimes, over awareness of emotions can lead to overthinking or emotional bias, which can impede decision-making (Fiori and Vesely-Maillefer, 2021). This brings out the complexity of EI in an organisational context and justifies the emphasis on the context.
[bookmark: _Toc227676848]2.4 Organisational Performance 
[bookmark: _Toc227676849]2.4.1 Financial Performance
Financial indicators have been the traditional measures of organisational performance that include profitability, revenue growth, and return on investment. These are quantifiable and precise outcomes that sometimes are relatively simple to attain but fail to reflect the larger forces of long-term success (Richard et al., 2021). Therefore, it is still difficult to connect EI with financial performance.
[bookmark: _Toc227676850]2.4.2 Non-financial Performance
Employee engagement, customer satisfaction, and organisational culture are examples of non-financial performance measures that are also gaining acceptance as key success indicators (Saks, 2022). These results are more in line with the interpersonal and emotional nature of EI, which implies the intermediary association between EI and organisational performance.
[bookmark: _Toc227676851]2.4.3 Behavioural Outcomes
Other significant aspects of performance are behavioural, including organisational citizenship behaviour (OCB), teamwork and less turnover (Podsakoff et al., 2020). They are also usually affected by emotions and social factors, which are especially applicable to EI studies.
The major problem, however, is that organisational performance is multi-dimensional in nature. Various research works employ various performance measures, which makes the comparison challenging and adds to the lack of consistency in the results of different sources (Hamann et al., 2021).
[bookmark: _Toc227676852]2.5 EI and Organisational Performance Relationship 
[bookmark: _Toc227676853]2.5.1 Evidence Supporting Positive Relationship
A considerable amount of evidence confirms that emotional intelligence and organisational performance are associated with a positive relationship. There has been a meta-analysis that EI is positively linked to job performance, leadership effectiveness, and employee well-being (Miao et al., 2021). On the same note, researchers indicate that EI may help achieve better organisational performance due to improved communication, teamwork, and conflict management (Côté, 2020).
[bookmark: _Toc227676854]2.5.2 Contradictory Findings
This does not mean that a strong relationship is supported by all studies. Other studies have weak or insignificant effects especially after the adjustment of personality characteristics and cognitive capacity (Joseph et al., 2021). This is an indication that the influence of EI is probably exaggerated in certain settings especially when quantified through self-reporting.
[bookmark: _Toc227676855]2.5.3 Moderating Factors
There are also several moderating factors in the relationship between EI and performance. The context of industries is also influential, and more noticeable in service-based and people-lucent industries (Rezvani et al., 2021). Equally, the applicability of EI depends on type of job where leadership and frontline jobs are more relevant.
Findings are also dependent on the method of measurement. Research with mixed models and self-report instruments is more likely to report stronger correlations, which makes it questionable concerning the possibility of bias (O’Connor et al., 2021).
[bookmark: _Toc227676856]2.5.4 Methodological Issues
The evidence base is also complicated by methodological limitations. Data about numerous studies is based on cross-sectional designs, which restricts causal inferences and complicate the establishment of the fact whether EI contributes to better work or vice versa (Furnham, 2022). Moreover, it is a self-report bias that predisposes inflating correlations by the extensive use of self-report measures (Podsakoff et al., 2020).
These problems demonstrate the necessity to adopt stricter research designs and standardized methods of measurement.
[bookmark: _Toc227676857]2.6 Research Gaps 
Based on the literature, there are several significant gaps that warrant the conduction of additional research. One, emotional intelligence is inconsistently conceptualised and measured, so results presented by different studies are not consistent. The ability and mixed models coexistence brings confusion, and it is hard to compare results and make firm conclusions.
Second, there are also methodological weaknesses as a concern. The dependency on self-report measures and cross-sectional designs lowers validity of results and fails to create causal associations. It is undeniable that further longitudinal and experimental research is necessary to have a better understanding of whether the relationship between EI and organisational performance has a direction and strength.
Third, a great part of the current research is not contextualized. The effects of EI are found to differ across industries, organisational cultures and job positions but the fact that these variables have been inadequately incorporated in most studies. This reduces the extent of generalisation and indicates that, EI might not exert a universal impact on performance.
Lastly, little combination among theoretical and practical viewpoints is observed. Although EI is propagated extensively in the organisational practice, the results of its effectiveness are varied. These gaps need to be filled to come up with a better and more dependable explanation of EI in an organisational setting.
[bookmark: _Toc227676858]2.7 Conceptual Framework 
This research follows a conceptual framework that puts emotional intelligence as an antecedent of major processes in organisations, such as effectiveness of a leadership, teamwork, and behavioural traits of the employees. In its turn, these processes affect such outcomes of organisational performance as productivity, engagement, and overall effectiveness. The framework recognizes the fact that the connection between EI and performance is indirect, and contextual aspects like industry, type of roles, and method of measurement moderate it. The combination of these factors in this framework gives us a systematic platform on which we can discuss the multidimensional and multiple facet relationship between emotional intelligence and organisational performance.
[bookmark: _Toc227676859]2.8 Chapter Summary 
The chapter has critically reviewed the body of literature on the effect of emotional intelligence and organisational performance by outlining important theoretical constraints, empirical evidence and methodological shortcomings. It has demonstrated that although EI has been commonly linked to good organisational performance, the evidence lacks consistency as there is diverse conceptualisation, measurement, and context. The chapter has also described that there are major gaps in research, such as the necessity to use more rigorous methodologies and understand the context better. This information gives the next chapter its basis as it gives the research methodology followed to comprehensively analyse the available literature.
[bookmark: _Toc227676860]CHAPTER 3 – METHODOLOGY 
[bookmark: _Toc227676861]3.1 Introduction 
The chapter provides the research approach that will be applied in examining the relationship between emotional intelligence and organisational performance. It outlines the research philosophy, approach, and design, data collection and data analysis. Reliability, validity, ethical considerations, and methodological limitations are also discussed in the chapter to promote transparency and academic rigour.
[bookmark: _Toc227676862]3.2 Research Philosophy 
The research philosophy that this study takes is that of interpretivist which is suitable in the context of the study of how concepts like emotional intelligence are perceived in various organisational settings. Interpretivism is based on the premise that knowledge is an outcome of social construction and context that cannot be measured objectively and universally (Saunders et al., 2023). Since emotional intelligence deals with subjective experience, behaviours, and perceptions, an interpretivist approach provides a chance to explore the meanings more in-depth within the existing literature. Instead of the causal relationship, this method has been used to interpret trends, assumptions, and views across studies. This is specifically appropriate in a literature-based study which tends to critically analyse various perspectives as opposed to generate generalisable empirical results.
[bookmark: _Toc227676863]3.3 Research Approach 
This study uses an inductive method of research because it gives the opportunity to identify the themes and patterns through the analysis of existing literature instead of researching the previously developed hypotheses. Induction specifically suits exploratory research when the theoretical clarity is restricted or even incoherent (Bryman, 2021). Since emotional intelligence studies are disjointed, this method helps the research to find common themes, contradictions, and gaps. It also facilitates the ability to develop a more subtle idea of the connection between the organisational performance and emotional intelligence in various settings.
[bookmark: _Toc227676864]3.4 Research Design: Systematic Literature Review 
This paper has a research design of a systematic literature review (SLR). SLR is a systematic and open way of recognising, assessing and integrating the current findings to reduce bias and improve reliability (Snyder, 2019). In contrast to the conventional narrative reviews that can be biased, and descriptive, systematic reviews have specified steps to search, screen, and analyse the literature.
The SLR is quite suitable in terms of this research because emotional intelligence studies are fragmented and not consistent. The research will use systematic criteria that will limit the inclusion of irrelevant and low-quality sources. This increases the validity of results and provides a more objective comparison of studies. Moreover, the systematic methodology enhances transparency, and therefore, the study process can be replicated and assessed by other individuals, which is a major criterion of academic rigour (Booth et al., 2021).
[bookmark: _Toc227676865]3.5 Data Sources and Search Strategy
The information pertaining to this research is gathered using reliable academic databases, such as Scopus, Google Scholar, and Emerald Insight. These databases have been chosen because they are comprehensive in covering peer-reviewed journal articles in the research of business and management. Certain keywords were used as the search strategy, including emotional intelligence, organisation performance, leadership, and workplace outcomes.
Search results were refined with the use of Boolean operators (e.g. AND, OR) so that the results were relevant. The literature review is concerned with the publications of 2020-2024 to make sure that the results also demonstrate the recent trends in the research. Preference was also put on peer-reviewed journal articles and those with high citation to be credible and academic (Gusenbauer and Haddaway, 2020).
[bookmark: _Toc227676866]3.6 Inclusion and Exclusion Criteria
Certain inclusion and exclusion criteria were used to provide consistency and relevance. Studies that were included were peer-reviewed, in English, and concerned emotional intelligence in the organisational context. The studies that included 2020 and later were considered to stay relevant.
The studies were not included because they had no clear methodology or were not peer-reviewed; the studies were also not conducting emotional intelligence outside the organisational environment, including education or clinical psychology. This organized process of selection prevents bias and leads to better reliability of the review (Page et al., 2021).
[bookmark: _Toc227676867]3.7 Data Analysis Method (Thematic Analysis)
Instead, the study uses the thematic analysis to synthesise the findings of the selected literature. Thematic analysis is a method of identifying, coding, and analysing patterns in qualitative data in a systematic manner (Braun and Clarke, 2021). The first step involved coding important concepts and findings of individual studies to derive the recurring ideas.
The codes were then categorized into more general themes, like the leadership, teamwork, and performance outcomes. The themes were contrasted in studies to find out the consistencies, contradictions and gaps in the literature. Such an approach is especially appropriate to a systematic review because it enables free but organized examination of various research results. It also encourages critical interpretation as opposed to mere description that is needed in higher academic work.
[bookmark: _Toc227676868]3.8 Reliability and Validity 
The systematic and transparent research process is used to assure reliability and validity. The study can increase the validity of the results by using well-defined inclusion criteria and concentrating on peer-reviewed resources. Also, this reduces chances of selection bias since several databases were used. The systematic review of the literature is also structured, which also enhances consistency, thereby permitting the replication and evaluation of the research process (Tranfield et al., 2020).
[bookmark: _Toc227676869]3.9 Ethical Concerns 
Since I will use only secondary data in this study, there are low chances of ethical risks. Academic honesty, however, is observed by proper citation, referencing, and plagiarism should be avoided. There is no fabricated data and misrepresentation of data.
[bookmark: _Toc227676870]3.10 Limitations of Methodology
The study is also limited by the fact that it uses secondary data and hence it does not provide control over the quality of the data, its context, and consistency among the sources. Research designs and methodologies of measurement might pose a challenge in terms of comparability. Also, publications bias can affect evidence, since studies showing a positive result are more likely to be published and this can limit the ability to have a more balanced representation of evidence.
[bookmark: _Toc227676871]3.11 Chapter Summary 
This chapter has outlined and justified the research methodology adopted in this study, including the philosophical stance, research approach, and systematic literature review design. It has also detailed the data collection and analysis methods, while addressing reliability, validity, ethical considerations, and limitations to ensure a transparent and academically rigorous research process. 
[bookmark: _Toc227676872]CHAPTER 4 – FINDINGS AND DISCUSSION
[bookmark: _Toc227676873]4.1 Introduction 
In this chapter, results of the systematic review on emotional intelligence (EI) and organisational performance are introduced and critically evaluated. The discussion will be divided into four major themes identified using a thematic analysis conceptual difference in EI, leadership effectiveness, team and employee outcomes, and organisational performance. Instead of merely explaining results, this chapter analyses trends, points out discrepancies and assesses the quality of available data. Analysis is also connected with the literature review to evaluate whether the results confirm or refute the existing theories. The chapter in this way gives a greater insight into the role of emotional intelligence in the organisational settings.
[bookmark: _Toc227676874]4.2 Theme 1: Conceptual Differences in Emotional Intelligence 
Among the most notable discoveries made in the literature is the evident lack of agreement on what constitutes emotional intelligence and how the concept can be measured. Research has remained able-based or mixed models which has resulted in the differences in the operationalisation and measurement of EI. A study based on ability-based models has a larger tendency to report on more conservative and controlled relationships between EI and organisational outcomes as they are cognitive emotional processing models (Miao et al., 2022). Conversely, research that has taken up mixed models usually has stronger correlations, partly since mixed models use wider competencies such as motivation and interpersonal skills.
This is a significant implication on the interpretation of results. To give an example, self-report measures often report overstated correlations between EI and performance, which is a cause of concern about common method bias (Credé et al., 2021). Conversely, weaker yet more credible results are usually obtained in performance-based assessments. This implies that the EI-performance relationship strength might rely on the methods of EI measurement than its actual effects.
In addition, the conceptual ambiguity reduces the comparability of studies. In the absence of a standardised framework, it will be hard to know whether various studies are gauging the same construct. This supports the issues stated in the literature review about the fragmentation of EI research. However, although the mixed models are quite relevant in practical terms, the fact that they overlap with personality traits creates concern over whether EI is a new concept being repackaged or just a reselling of already existing ideas.
Importantly, this lack of consistency has the direct impact on the validity of the conclusions about the role of EI in the organisational performance. It also clarifies the reason as to why results of different studies tend to be conflicting. Thus, the theoretical problem of conceptual ambiguity of EI is not only theoretical but also a significant constraint that determines the evidence base altogether.
[bookmark: _Toc227676875]4.3 Theme 2: EI and Leadership Effectiveness 
The positive correlation between emotional intelligence and leadership effectiveness remains a constant theme of the literature. According to numerous studies, leaders that portray high EI exhibitors have a stronger interpersonal capability, conflict skills, and flexibility, which leads to enhanced team performance (Miao et al., 2022). Emotional intelligence is especially applicable in the context of leadership where there is high demand of emotional labour, including dealing with diverse staffs or in organisational change.
The strength of this relationship is however not all-encompassing. According to some studies, EI does not influence leadership effectiveness directly but through some conditions. By way of example, a study indicates that EI can have only a positive impact on leadership performance when used in conjunction with other skills, including cognitive ability or experience (Antonakis et al., 2021). This dismisses the view that EI is a sufficient condition of successful leadership.
Also, it can be proved that the perceived relevance of EI in leadership is possibly overestimated. According to some researchers, situational factors and organisational context have a stronger impact on leadership performance than the emotional ability of individual leaders (Banks et al., 2022). An example of this is that in a very structured or technical situation, EI might be of low value relative to knowledge or judgment skill.
The second major concern is that the studies of leadership are based on subjective measures of performance. Most of the studies determine leadership effectiveness using self-reported or subordinate-reported data, introducing possible bias and exaggerated effect of EI (Harari et al., 2021). This makes one question the validity of results and suggests that more objective performance measures are required.
Altogether, although there is good evidence of the importance of EI in leadership, the results are not always homogenous. The correlation seems to be conditioned by the context, measurement ability and the interplay of EI and other competencies. This implies that EI must be considered as part of the leadership performance and not a predictor of its own.
[bookmark: _Toc227676876]4.4 Theme 3: EI and Team/Employee Outcomes 
Other interesting results of the analysis also show a rather positive correlation between emotional intelligence and team and employee results, especially in the aspects of engagement, communication and organisational citizenship behaviour (OCB). Higher EI employees have better chances to regulate interpersonal relations, which results in a higher level of collaboration and a lower rate of conflict at the working place (Miao et al., 2022). This is more so within team-based settings where emotional sensitivity and communication is paramount.
Regarding the level of employee engagement, the research indicates that emotionally intelligent leaders and employees can lead to more supportive and inclusive workplaces, which positively affect motivation and job satisfaction (Kim and Park, 2021). Equally, EI has been attributed to an increased level of OCB in that those with strong emotional awareness are more likely to be involved in behaviours likely to favour an organisation outside their job description.
Nevertheless, these relationships are also not always regular. Certain research suggest that organisational culture and job characteristics might determine the influence of EI on employee outcomes (Lee et al., 2020). As an illustration, in jobs that are highly task-oriented, and involve a little interpersonal interaction, the role of EI can be less important. Secondly, too much emotional awareness can also result into emotional exhaustion especially in jobs that require high emotional labour.
The second weakness is that most of the studies use self-reported indicators of EI and employee performance, which can create bias and inflated associations. It supports questions regarding the validity of the results and indicates that the usefulness of EI is not as prolific as it is commonly believed.
All in all, even though EI does seem to have a significant influence in the determination of employee behaviour and team dynamics, the implication has been context-specific and determined by organisational factors. This shows that situational variables should be taken into consideration in the relationship between the effectiveness of EI in work environments.
[bookmark: _Toc227676877]4.5 Theme 4: EI and Organisational Performance 
One of the most controversial sections in the literature is the relationship between emotional intelligence and the performance of organisations. The positive relationship has been proposed in many studies; however, the relationship is not usually direct but indirect. The intermediate outcomes related to EI include leadership effectiveness, engagement with employees and teamwork, which in turn have a role to play in organisational performance (O’Boyle et al., 2022).
There are inconsistencies in the support of direct relationships between EI and financial performance. Other studies indicate positive interdependencies, especially in service based sectors where interpersonal relationships are core to performance (Serrat, 2021). Nonetheless, other studies are unable to establish any or limited indirect effect that leads to financial outcomes, which implies that EI is not a potent predictor of financial results.
There are moderating factors that are important in defining this relationship. The level of contribution of EI to performance depends on industry type, organisational culture and the job roles. As an illustration, EI is likely to be more relevant to jobs that are customer-facing, in positions of leadership or in teams, but can become less relevant in technical or individualistic jobs (Kim and Park, 2021).
Problems of measurement also add to indicators of imprecise findings. Research based on subjective indicators of performance tends to find more robust relationships with those based on objective measures, which makes it questionable with regards to bias (Credé et al., 2021). Moreover, cross-sectional research designs do not allow proving causality, and it is unclear whether EI is the cause of better performance or merely a factor in the performance.
All in all, it appears that the evidence shows that EI can have an impact on organisational performance in the indirect ways. It depends on the circumstances and measurement methods, which corroborates the complexity of the relationship and the necessity to conduct more rigorous studies.
[bookmark: _Toc227676878]4.7 Implications 
These implications of the findings are significant to the managers and HR professionals. To the managers, the findings imply that emotional intelligence cannot be used as an independent solution to the problem of enhancing performance, and it should be developed together with other skills like technical skills and strategic thinking. The findings are of importance to HR practitioners since they demonstrate the need to select and consider the EI training programmes carefully so that they are evidence-based and context-specific. Another factor that organisations ought to take into consideration is the role of context since the effectiveness of EI is different in different jobs and industries. This practice could prevent the excessive use of EI and facilitate more balanced performance and leadership practices.
[bookmark: _Toc227676879]4.8 Chapter Summary
This chapter has examined the critical themes associated with emotional intelligence and organisational performance and has found both positive and negative results. It has shown that EI is not that valuable, but indirect and situational. The findings will give critical background to the final chapter where conclusions and recommendations will be given.
[bookmark: _Toc227676880]CHAPTER 5 – CONCLUSION, LIMITATIONS AND RECOMMENDATIONS 
[bookmark: _Toc227676881]5.1 Introduction 
This chapter gives the conclusions of the study, which correlates the findings to research aim and objectives. It gives major insider knowledge, describes the contributions of the study and its limitations. Informed and pragmatic suggestions are offered and recommendations given on future research in improving knowledge on emotional intelligence in organisations.
[bookmark: _Toc227676882]5.2 Summary of Key Findings 
This paper investigated the conceptualisation of emotional intelligence (EI), its influence on organisational performance and the weaknesses in the current research. The results affirm that EI does not have a coherent definition, and ability-based and mixed models generate varying interpretations and results. This discrepancy has a direct impact on the measurement of EI and is the reason behind the differences in study results (Fiori and Vesely-Maillefer, 2021).
Relative to performance, the findings indicate that EI does not always lead to direct organisational performance gains. Rather, it has a significant impact that is mostly indirect and can be affected through mechanisms of leadership effectiveness, employee engagement, and interpersonal relationships (Côté, 2020). This means that EI can be said to have a performance contribution in that it determines behaviours in the workplace and not a driver of performance.
There were also some major gaps in the literature that were identified during the study, especially weak methods used to rely on self-report, and cross-sectional designs. Such considerations decrease the validity of the results and narrow down the opportunity to determine causality (Podsakoff et al., 2020). Overall, the results prove that EI is a useful concept, but its influence is contingent, situation-specific and exaggerated in the literature.
[bookmark: _Toc227676883]5.3 Achievement of Aim and Objectives 
A critical analysis of the effect of emotional intelligence on the performance of organisations has been accomplished in a successful attempt to examine the literature published on the topic in the past few years. All the objectives have been approached through discussing the EI models, their connection to the performance outcome, and establishing the main trends and discrepancies. The research also assessed the methodological limitations and offered any practical implication in the organisational use. The combination of theoretical insights and practical evidence provides a critical and balanced view of EI offered by the research. This fully corresponds to learning outcomes as it is an example of critical analysis, evaluation, and the possibility to make substantiated conclusions based on the available evidence (Saunders et al., 2023).
[bookmark: _Toc227676884]5.4 Contributions to Knowledge 
The present research adds to the body of knowledge because it provides a critical view on the issue of emotional intelligence instead of treating it as a universal concept and exercise. It brings out the fact that the relationship between EI and organisational performance is indirect and depends on contextual and methodological factors. The study questions simplified assumptions that are present in the existing research by revealing measurement and conceptualisation inconsistencies. It further highlights the necessity of considering EI in combination with other skills, including cognitive capacity and organisational environment. This will help to understand EI more realistically and invite further research studies to use more rigorous and standardised methods (Joseph et al., 2021).
[bookmark: _Toc227676885]5.5 Limitations 
Several limitations ought to be taken into consideration. First, the study is based purely on the secondary data, which does not allow controlling the quality and consistency of the original research. The differences in research designs, measurement tools and context of the samples present challenges in making direct comparisons. Second, the utilization of the previous studies presents the risk of publication bias, where the research having crucial findings is more likely to be published (Snyder, 2019). Third, differences in the definitions of EI and organisational performance make interpretation more difficult. Lastly, recent literature focus, though making sure that it is relevant, might miss out on earlier foundational research that might add more theoretical complexity.

[bookmark: _Toc227676886]5.6 Recommendations
Practically, organisations are advised not to make emotional intelligence a one-dimensional solution to improvement of performance. Rather, it is important to consider EI as part of larger leadership development and training programmes, which are specific to job positions and organisations. This is to make sure that EI is used in areas that it is most applicable.
Academically, needs of the future research should be the creation of standardised and validated EI measures to enhance consistency across studies. Longitudinal research designs are also necessary to improve the comprehension of the causal relationships of EI and study its effect on performance over the years (Harari et al., 2021).
[bookmark: _Toc227676887]5.7 Future Research Recommendations 
The research needs to be done in future where longitudinal and multi-method research can be conducted to establish better cause and effects regarding emotional intelligence and organisational performance. The industry circumstances and cultural disparities should also be taken into consideration more carefully. Creating coherent measurement systems will also increase the quality of consistency and comparability of results in this sector.
[bookmark: _Toc227676888]5.8 Final Conclusion 
Conclusively, emotional intelligence is a significant, yet complicated aspect of organisational performance. Its influence is indirect and contextual, measurement, and application. Its potential needs a harsher and evidence-based approach to be fully comprehended so that it could be used effectively in contemporary organisations.
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[bookmark: _Toc227676890]Appendix 
[bookmark: _Toc227676891]PRISMA Flow Diagram
To achieve transparency and methodological rigour in the systematic literature review, this appendix shows the process of study selection in terms of the PRISMA framework.
Study Selection Process
· Records identified through database searching: 120
(Scopus, Google Scholar, Emerald Insight)
· Duplicates removed: 25
· Records after duplicates removed: 95
· Records screened (title and abstract): 95
· Records excluded: 35
(Irrelevant topic, non-organisational context)
· Full-text articles assessed for eligibility: 60
· Full-text articles excluded: 30
(Lack of methodological clarity, not peer-reviewed, outside scope)
· Studies included in final review: 30
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