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Abstract
Chapter 1, Introduction, investigates emotional intelligence as a precursor to effective leadership in the context of organisations while describing the background of the study, aim, objectives, questions, rationale and significance. It also showcases the significance of emotional intelligence to enhance leadership skills, employee engagement, and organisational effectiveness.
The literature review has critically evaluated existing literature on emotional intelligence and leadership effectiveness to establish the theoretical and conceptual foundation of the study. The review has identified that key dimensions of emotional intelligence support decision-making and problem-solving capabilities of effective leaders.  
The methodology chapter has outlined the methodological framework adopted to investigate the role of emotional intelligence in leadership effectiveness. The research has utilised interpretivism research philosophy along with inductive research approach to support secondary qualitative methodology. Utilising this approach, 12 peer-reviewed journal articles have been gathered along with four themes have been identified based on recurring patterns. 
The findings and analysis chapter has discussed the discussion of the findings and compared it with the literatures to understand the effective role of emotional intelligence within organisation. Leadership training and self-regulation are effective for conveying emotional awareness and adoption of EI leadership practices that enhance overall leadership effectiveness. Consequently, adoption of emotional intelligence in leadership fosters resilience across leaders in enhancing overall organisational effectiveness and reducing conflicts, leading to improvement in employees' competency and business outcomes. The chapter is important to analyse the different findings and provide the outcomes for the dissertation effectively. 
Lastly, it can be concluded that influence of emotional intelligence on the effectiveness of leadership in various aspects related to employee motivation, conflict management, decision-making and problem solving. The results have shown that emotional intelligence is a vital competency for effective leadership that correlates with the success of the organization, and the lack of emotional intelligence has a negative impact on the relationships between employees and the effectiveness of leadership.
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[bookmark: _Toc231916373]Chapter 1: Introduction
[bookmark: _Toc231916374]1.1 Introduction
Emotional Intelligence (EI) is the ability of an individual to identify, comprehend, regulate and profit from emotions within themselves and others. Leadership is processes that influence, guide and motivate people or groups to achieve common goals and objectives. Leadership effectiveness is the leader’s skill and ability to be effective in achieving organisational objectives and in improving employee performance, engagement and satisfaction. The relationship between emotional intelligence and leadership is that a leader who is emotionally intelligent can understand and manage the emotions of others and communicate effectively, build relationships and lead teams effectively. This chapter builds a strong foundation of the entire research by offering a brief background, aim and objectives together with research rationale and significance.
[bookmark: _Toc231916375]1.2Research Background
Emotional intelligence (EI) plays a significant role in the context of enabling leaders to motivate staff members by displaying empathy and care towards the workers across organisational settings. In accordance with the statement of Babatunde et al. (2023), emotional intelligence assists individual leaders in overcoming the risk of conflicts throughout working environments by communicating effectively with staff members. As a consequence, business leaders are able to foster an inclusive and diverse workplace in terms of positively inspiring staff members through the adoption of EI. Hereby, the lack of EI across organisational working environments is perceived to be a major leadership drawback in terms of retaining skilled employees across the UK. Reports highlight that the rate of unemployment is at 4.8% across the UK in August 2025 (Gov, 2025). In essence, business leaders are likely to focus on embracing EI approaches to enhance the margin of employment through staff attraction and recruitment. Thus, EI has a favourable impact in positively influencing leadership effectiveness by treating staff members with respect and integrity across workplaces. 
[image: ]
[bookmark: _Toc231914711]Figure 1.1: The unemployment margin in the UK
(Source: Gov, 2025)
Moreover, the emotionally intelligent leader is able to acknowledge employee emotions and meet them, thereby enhancing employee relations at work. Managing emotions is also vital for leaders to make balanced decisions during times of uncertainty and change within the organisation (Narendran et al. 2024). This helps employees to have higher engagement, job satisfaction and organisational commitment. EI also helps leaders develop a positive culture and environment that encourages collaboration and trust. Thus, the significance of emotional intelligence in improving the effectiveness of leadership and the development of the future of the organisation is important.
[bookmark: _Toc231916376]1.3 Research Aim and Objectives
This research aims to evaluate and explore the role that emotional intelligence plays in the context of enhancing the effectiveness of leadership approaches in a significant way.  
The core objectives of this research will be as follows:
· To explore the key factors that significantly influence the need for adopting emotional intelligence in leadership practices
· To evaluate the impact that the embracement of emotional intelligence has on determining the effectiveness of leadership approaches in terms of problem-solving and decision-making
· To examine the negative impact of poor emotional intelligence across the working environment on leadership effectiveness
· To recommend alternative courses of action in terms of enabling leaders to address the challenges associated with the adoption of emotional intelligence in the working environment 
[bookmark: _Toc231916377]1.4 Research Questions
· What are the major factors that predominantly influence the need for adopting emotional intelligence in leadership practices?
· How does the embracement of emotional intelligence determine the effectiveness of leadership approaches in terms of problem solving and decision-making? 
· In which manner does the poor emotional intelligence impact the leadership effectiveness across the working environment? 
· What are the alternative courses of action in terms of enabling leaders to address the challenges associated with the adoption of emotional intelligence in the workplace? 
[bookmark: _Toc231916378]1.5 Research Rationale
The final deliverables of this research are likely to be effective in terms of identifying the need for EI in relevance to strengthening leadership effectiveness across organisational settings. Apart from this, the impact that EI has on enhancing leadership capabilities can also be observed through this research in an effective manner. Besides, this research is also justified, as it will focus on recognising the critical challenges that individuals encounter in terms of adopting EI. Thus, this research can help leaders to positively overcome the challenges and eventually leverage EI to enhance employee encouragement. Moreover, the study will bring significant lessons for the association between emotional intelligence and successful leadership practices of contemporary organisations. The understanding between EI and leadership effectiveness help organisations to develop leadership programs that focus on emotional and interpersonal skills (Singh et al. 2024). The study further enriches the knowledge base by making recommendations for effective leadership using the concept of emotional intelligence.
[bookmark: _Toc231916379]1.6 Research Significance
The research helps to understand the role of emotional intelligence in improving the effectiveness of leaders in organisations. The understanding can assist in determining what factors contribute to leaders’ decision to employ EI practices and enhance their leadership skills (Gómez-Leal et al. 2022). It will also add to the existing academic knowledge by exploring the difficulties involved in the implementation of emotional intelligence in leadership. In addition, the results could help organisations to devise effective leadership strategies that foster employee engagement, harmony in the workplace and organisational success.
[bookmark: _Toc231916380]1.7 Dissertation Structure

[bookmark: _Toc231914712]Figure 1.2: Dissertation Structure
(Source: Self-developed)
Chapter 1: Introduction - This chapter introduces the topic of the research, the research aim, research objectives, research questions, research significance and the overall background of the research.
Chapter 2: Literature Review - This chapter critically examines the existing academic literature on emotional intelligence, leadership effectiveness, theories related to emotional intelligence and leadership effectiveness, influencing factors, impacts, and implementation issues.
Chapter 3: Research Methodology - This chapter discusses the research philosophy, research approach, research design, data collection, data analysis, ethical consideration, and research limitations used for this study.
Chapter 4: Result and Analysis - This chapter uses the data gathered and presents the findings and analyses the results based on the research objectives and questions.
Chapter 5: Discussion -This chapter interprets the research findings and compares these with existing literature, theories and previous research.
Chapter 6: Conclusion -The chapter offers conclusions, suggestions for future studies, recommendations, and implications.


[bookmark: _Toc231850001][bookmark: _Toc231916381][bookmark: _Toc231836168]Chapter 2: Literature Review
[bookmark: _Toc231850002][bookmark: _Toc231916382]2.1 Introduction
The chapter emphasises on the existing literature on emotional intelligence and leadership effectiveness to establish theoretical foundation and comparative analysis on leadership styles. The review aims to examine the dimensions of emotional intelligence along with its impact on leadership effectiveness. Furthermore, utilising the critical theoretical framework of Goleman, it presents the ways critical leadership factors influence decision-making, problem-solving, communication, employee motivation, and organisational performance. Lastly, evaluating the discussion, the literature review highlights gaps along with a critical focus regarding conceptual basis for the subsequent research investigation.  
[bookmark: _Toc231850003][bookmark: _Toc231916383]2.2 Analysing the relation between emotional intelligence and leadership effectiveness
It has been recognised that Emotional intelligence (EI) works as the foundational engine behind leadership effectiveness. Based on the views of Jasubhai (2025), emotional stability of leader creates a psychological safety within teams and keeping the members focused during crises. On the contrary, high EI of leader indicates the skill of self-awareness and regulation. Leaders who understand their own emotional triggers pause instead of reacting carelessly under pressure. EI of a person reflects the social awareness regarding empathy and empathy allows leaders for understanding the diverse perspectives, reduce employee burnout, as well as grasp the unsaid dynamics within a diverse team (Hetemi et al. 2023). Based on the research of Sharipov and Jabbarova (2024), leadership influence for collaboration, and driving change that led by high-EI leaders. Organisational leader with high EI results in constructive feedback, conflict resolution, and inspirational communication. Emotional intelligence of leaders helps in building alignment by establishing deep trust. However, the project urgency and handling team complexity are the two factors that create barriers to leader in establishing a high EI (Evans-Uzosike et al. 2024). Leader's effectiveness is recognised to be capped by their ability for connecting with motivation as well as guiding members in a critical environment.
[bookmark: _Toc231850004][bookmark: _Toc231916384]2.3 Impact of emotional intelligence of leaders on decision-making and problem-solving within organisations
Leadership effectiveness across the modern business environment involves adaptation with technological advancements, workforce diversity, followed by rapidly changing market dynamics. According to Easton and Steyn (2022), leadership styles dominating contemporary organisations include transformational approach along with directive or transactional employees, as it prioritises both tasks and relationships at the workplace. Analysing the insight, effective leadership has transcended beyond technical expertise and emotional capabilities, as it requires focusing on building socio-technical collaboration. On the other hand, Moore and Hanson (2022) have highlighted that leadership effectiveness often depends on identifying value gaps in culture and conducting scenario-based intervention. Evaluating the literature, the study has emphasised on the effective leadership standards including core values, attributes and behaviour. Hence, comparing the insights, effectiveness of leadership behaviour stems from attitude and core values, which further leads to adoption of leadership approach. 
Emotional intelligence influences leadership by improving decision-making, reducing staff turnover and depression, while increasing performance. As per Shah and Sah (2024), emotional intelligence refers to a set of mental capabilities that is positively interrelated with both tasks and relationships. In this regard, leaders of modern organisations often encounter complex situations that require assessing information, managing uncertainty, and making decisions affecting employee performance. Analysing the literature, emotional intelligence enables leaders to differentiate personal bias and impulsive decision-making through self-regulation and building self-awareness. On a different note, Koutsioumpa (2023), has highlighted that emotional leadership positively influences training abilities along with problem-solving and emotion recognition abilities. A key insight of the literature includes that emotional intelligence improves decision-making among leaders by eliminating impulsive thoughts and potential bias, while creativity emerging from self-management helps in problem-solving. Thus, emotionally intelligent leaders experience advantages in forms of decision-making and idea-sharing through open communication, mutual respect and incorporating diverse perspectives for innovative thinking. 
[bookmark: _Toc231850005][bookmark: _Toc231916385]2.4 Negative Influence of poor emotional intelligence on hindering leadership effectiveness in organisations
Emotional intelligence has been a major factor driving leadership effectiveness, while underserved EI causes barriers in proper decision-making and conflict resolution at the workplace. As discussed by Milhem et al. (2024), transactional leadership based on reward-publishment principle often demonstrated higher emotional intelligence by assessing employee performance based on metrics over cognitive bias. In this context, transactional leaders have effectively utilised effective self-regulation and awareness, especially by eliminating potential bias within decision-making. However, Norena-Chavez and Thalassinos (2022) have highlighted that transactional leadership experiences barriers in relationship management due to a limited focus on collaboration along with building opportunities for employee development. Demonstration of poor emotional intelligence within transactional leadership consists of depending on rigid structures and incentives, instead prioritising individual growth and psychological safety through empathy skills. As a result, considering the barriers, emotional intelligence in leadership approaches have been affected due to limited emphasis on developing empathy skills along with regulating individual emotions.
Poor emotional intelligence among leaders causes challenges such as strained relationships, inadequate conflict resolutions, impaired decision-making, and communication breakdowns. Based on Harahap et al. (2023), leaders exhibiting low-levels of emotional intelligence fail to anticipate requirements of subordinates and build a collaborative work atmosphere. Regardless of leadership approaches, poor emotional intelligence threatens effectiveness by limiting ladders’ understanding on interpersonal relationships and inspires employees for continuous learning. Supporting this Kumari et al. (2022) have further discussed that servant leadership emphasises on employee welfare and promotes positive behaviour by strengthening emotional intelligence qualities among employees. However, a challenge of over-empathetic qualities includes high stress and anxiety, causing influencing in balancing personal and professional life. Thus, on a comparative note, poor emotional intelligence causes barriers by affecting team morale, communication breakdowns and positive relationship management, which further threatens leadership effectiveness. 
[bookmark: _Toc231850006][bookmark: _Toc231916386]2.5 Evaluation of leadership strategies for overcoming barriers of emotional intelligence adoption
Adoption of emotional intelligence experiences barriers in forms of lack of emotional regulation and limited empathy skills leading to issues such as cultural constraints, inadequate decision-making and collaboration. According to Mugabekazi et al. (2026), emotional intelligence has been higher within transformational leadership, as it emphasises on empowerment and recognising individual needs. Assessing emotional intelligence, key factors consist of self-regulation, motivation, empathy, and self-awareness, which further aligns with transformational leadership attributes of individualised consideration and idealised consideration. Following this Hsu et al. (2022), have highlighted that transformational leadership characteristics have been based on idealised influence, inspirational motivation, individualised consideration, along with intellectual stimulation. In this regard, adoption of transformational leadership enables leaders to widely strengthen emotional intelligence and develop skills related to relationship management and fostering an innovative work environment. Hence, comparing the synthesis, a key strategy associated with overcoming emotional intelligence barriers involves shifting to a transformational leadership at the workplace that offers continuous learning and emotional regulation. 
Addressing challenges of emotional intelligence, another strategy includes focusing on creating feedback loops and strengthening training opportunities for employees within organisations. As found by Vistorte et al. (2024), AI-driven approaches enable person-sided training by building continuous feedback that highlights areas of improvements and creates continuous learning opportunities. Considering this insight, integration of advanced technologies enables organisations to strengthen leadership effectiveness by tackling individual weaknesses, while building adaptability for a complex emotional environment. In contrast, Filice and Weese (2024) have presented that self-awareness has been a critical concept of emotional intelligence, while developing the component involves practicing mindfulness and determining morals. Evaluating the review, it has been identified that building components of emotional intelligence includes raising objective thinking, using mindfulness to understand individual strengths and weaknesses. Therefore, comparing the literature, strategies related to development of emotional intelligence consist of technological integration for personalised training, adoption transformational leadership for strengthening motivational abilities. 
[bookmark: _Toc231850007][bookmark: _Toc231916387]2.6 Theoretical Frameworks
[bookmark: _Toc231850008][bookmark: _Toc231916388]2.6.1 Goleman's Emotional Intelligence Theory
Goleman's Model of EI highlights the emotional competence as a stronger predictor of success, leadership, along with personal well-being than traditional IQ (Chaidi and Drigas, 2022). This theory will be used for addressing the EI development issues among the organisational leaders. Self-Awareness, Self-Management, Social Awareness, and Relationship Management are the main four domains of this EI model that can guide leader to be highly aware about team management. On the other hand, Zadorozhny et al. (2024), have stated that Trait EI Theory indicates the collection of personality traits for managing self-perceptions regarding one's own emotional world. Thus, Trait EI Theory can also be implicated for levelling up the EI among leaders.
[image: ]
[bookmark: _Toc231914713]Figure 2.1: Goleman’s EI Model
(Source: Self-Developed)
Considering the above figure, Goleman’s EI model consists of empathy, social skill, self-awareness, self-regulation, and motivation. In this aspect, emotional intelligence enables leaders to perceive, understand and manage emotions to avoid outbursts along with the influence of bias. According to Sfetcu (2023), Goleman’s EI model has discussed that self-awareness enables accurate self-assessment, while self-management helps in adaptability, and empathy helps recognise different emotions. Implementation of Emotional Intelligence theory has highlighted that leadership effectiveness is influenced by attributes such as demonstrating self-awareness and regulating individual emotion. In this context, building emotional intelligence enables leaders’ to recognise emotions of self and team members while focusing on avoiding bias during decision-making. On a different perspective Maity et al. (2025), have highlighted that enhancing EI among leaders reduces burnout along with symptoms of stress as it provides effective management of impulsive and negative emotions. Hence, linking the theoretical framework, enabling emotional intelligence leads to effective communication, balanced decisions, and team motivation. 
[bookmark: _Toc231850009][bookmark: _Toc231916389]2.6.2 Transformational Leadership Theory
The transformational leadership has proposed that effective leaders focus on empowering employees, building inspiration and providing support to achieve a broader vision related to the organisation's objectives. Defining transformational leadership Agazuet al. (2025) have mentioned that key dimensions influencing effective leaders’ attributes include idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration. Analysing the theoretical framework, transformational leaders display higher emotional intelligence due to emotional awareness, acting as a role model through idealised influence, which further leads to self-regulation and empathy. In this regard, the theoretical framework offers ground related to the ways emotional intelligence contributes to leadership effectiveness.
[image: ]
[bookmark: _Toc231914714]Figure 2.2: Transformational Leadership
(Source: Self-Developed)
Referring to the above figure, transformational leadership following the attributes emphasises employee empowerment, achieving organisational objectives and building continuous collaboration. As found by Deng et al. (2023), transformational leadership has been widely adopted due to high emotional intelligence dimensions along with focus on managing both tasks and relationship-based aspects within the organisation. Using a comparative analysis, transformational leadership offers employee empowerment instead of task-based perspective adopted by transactional leadership hindering employee motivation at the workplace. Hence, self-awareness, management, empathy, social skills and motivation further influence transformational leaders to understand employee concerns and provide individualised support, which is a key component of effective leadership. 
[bookmark: _Toc231850010][bookmark: _Toc231916390]2.7 Conceptual Framework
	Relation between emotional intelligence and leadership effectiveness
Training strategies and transformational leadership supporting emotional intelligence
Poor emotional intelligence hindering leadership effectiveness in organisations
Emotional intelligence of supporting rational decision-making 
Dependent Variable
Leadership Effectiveness
Independent variable
Emotional Intelligence
THE ROLE OF EMOTIONAL INTELLIGENCE IN LEADERSHIP EFFECTIVENESS
The Goleman’s EI model emphasises on skills such as empathy, social skills, adaptability and motivation
Core attributes of TFL includes acting as a role model and empowering employees
Goleman’s EI Theory
Transformational Theory



[bookmark: _Toc231914715]Figure 2.3: Conceptual Framework
(Source: Self-Developed)
[bookmark: _Toc231850011][bookmark: _Toc231916391]2.8 Literature Gap
The existing literature has identified the concepts of emotional intelligence and leadership effectiveness, with numerous studies suggesting a positive relationship between the two variables. However, the discussion on the role of emotional intelligence on driving specific aspects of effective leadership has been limited, especially in terms of decision-making and problem solving. Additionally, the literature review has offered limited analysis regarding the key barriers that hinders emotional intelligence development along with strategies showcasing tailored development among leaders. Hence, the existing literature has been conducted in specific industries, regions, or cultural contexts, limiting the generalisability of findings across diverse organisational environments.
[bookmark: _Toc231850012][bookmark: _Toc231916392]2.9 Summary
Summarising the chapter, a critical review of the literature has highlighted that emotional intelligence and leadership effectiveness have interrelationship, as the former influence leadership style along with decision-making. Applying Transformational leadership and Emotional Intelligence theory, it has been gathered that effective leadership practices involve developing EI in terms of self-awareness, empathy, social skills and adaptability, as it leads to positive employee management. On the other hand, negative consequences of poor emotional intelligence have been highlighted including influence of impulsive decisions and cognitive biases at the workplace. Therefore, addressing literature gaps such as lack of analysis on interrelationship between EI and leadership decisions, the research further intends to adopt secondary qualitative methodology to gather information. 


[bookmark: _Toc231850505][bookmark: _Toc231916393]Chapter 3: Methodology
[bookmark: _Toc231850506][bookmark: _Toc231916394]3.1 Introduction
This chapter outlines the research methodology adopted to investigate the role of emotional intelligence in leadership effectiveness by highlighting philosophical stance and data collection methods. Adopting secondary qualitative methodology, the section presents a justification on chosen approaches along with discussion the criteria of data collection. Furthermore, ethical considerations relevant to the research process have been included in order to highlight research's credibility and integrity, while maintaining transparency. Hence, a key focus of the chapter includes aligning methodological choices with the research objectives, especially to explore the relationship between emotional intelligence and leadership effectiveness. 
[bookmark: _Toc231850507][bookmark: _Toc231916395]3.2 Research Philosophy
The study has adopted interpretivist research philosophy as a key philosophical stance due to its assumption on the subjective aspect of reality and its construction through human experiences. According to Junjie and Yingxin (2022), a key aspect of interpretivism philosophy involves focusing on lived experience, human motives and intentions over objectivity interpretation relying on statistical interpretation. In this context, application of interpretivism has resulted in examining different leadership behaviour influenced by emotional intelligence along with assessing the barriers of developing EI. On the other hand, Ali (2024) has discussed that positivism philosophy interprets reality through logic and objective analysis while depending on numerical evaluation. Considering the secondary qualitative nature of the research, positivism has been excluded due to its lack of focus on subjective experiences. Hence, the research has explored meanings, experiences, and interpretations of emotional intelligence by applying interpretivism that has enabled understanding on the influence of different subjective factors. 
[bookmark: _Toc231850508][bookmark: _Toc231916396]3.3 Research Approach
A key purpose of research approach involves offering a structured process to analyse and collect data, while its common classifications consist of deductive and inductive. Based on the findings of Kumar and Ujire (2024), the inductive approach prioritises gathering information from observation and building a theoretical framework that considers relevant phenomena. The research has adopted an inductive research approach, as it has supported review of secondary sources to interpret patterns commonly affecting emotional intelligence among leaders. On a different note, deductive approach involves testing hypotheses found from theoretical evidence and testing different realities through statistical evaluation. In this aspect, due to research’s focus involved analysing recurring themes linked with leadership and emotional intelligence, it has found inductive approach over deductive method. Thus, applying an inductive research approach, the study has gathered information on various interpretations associated with emotional intelligence’s role in leadership and identified recurring patterns. 
[bookmark: _Toc231850509][bookmark: _Toc231916397]3.4 Research Design
A descriptive research design has been chosen for the research to maintain credibility and offer a detailed synthesis on gathered information. As discussed by Furidha (2023) descriptive data consists of providing accurate description of samples and key characteristics of findings. In this context, descriptive design has enabled providing a detailed discussion related to the fundamentals of emotional intelligence and its role in leadership effectiveness. However, explanatory and exploratory research design prioritises identifying novel information and establishing cause-and-effect relationships respectively. Considering this, the research has excluded exploratory and explanatory research designs, as instead of novel data or cause-and-effect variables, the study intended to highlight the relationship between EI and leadership effectiveness. Therefore, descriptive design has been found suitable, as apart from accurate description, it has further helped avoid data manipulation by modifying variables to suit research’s needs. 
[bookmark: _Toc231850510][bookmark: _Toc231916398]3.5 Research Strategy
The research has adopted a secondary qualitative strategy, which consists of analysing previously-published information gathered from credible databases and sources. As per Cheong et al. (2023), secondary qualitative methodology provides opportunities to reinterpret empirical evidence and conduct comparative analysis. In this regard, the research has focused on analysing information using databases such as Google Scholar, Wiley, ScienceDirect, Springer, Emerald Insight, and ResearchGate. Boolean Operators such as AND, OR NOT has been applied to string keywords such as “Emotional Intelligence” AND “Leadership Effectiveness”, “Poor Emotional Intelligence” OR “Low Emotional Intelligence”, “Emotional Intelligence Adoption” AND “Leadership Development”. Lastly, inclusion criteria of the research involved use of peer-reviewed journal articles published in the last five years, written in English language and relevant with the research topic. Hence, considering the mentioned criteria, the research has excluded journal-articles with only abstract and older than 2022, along with written in languages other than English. 
[bookmark: _Toc231850511][bookmark: _Toc231916399]3.6 Data Collection and Analysis
The study has employed a secondary data collection method that involves gathering information from previously-published sources, especially existing datasets from published academic sources. Based on Dale et al. (2025), secondary data offers advantages such as reviewing empirical evidence and broadening scope of the study by including previously-conducted analysis. Applying secondary data collection, the research has gathered 12 peer-reviewed journal-articles from credible sources, whereas primary data collection has been excluded. A key factor of excluding primary data due to its limited focus on real-time responses and using statistical interpretation to offer generalised results considering the responses form the majority. As a result, through the secondary data collection method, the research has been able to include subjective interpretations and diverse experiences included in literature regarding leadership effectiveness. 
Thematic data analysis has been chosen for the research, as the method focuses on identifying recurring patterns from the qualitative data. As mentioned by Braun and Clarke (2024) thematic analysis consists of building familiarity with datasets along with using keywords to recognise similar patterns leading to broader themes. Implementing thematic analysis, the research has developed four themes addressing each objective and identified the influence along with barriers of emotional intelligence in leadership practices. Lastly, the research has excluded forms of secondary analysis such as discourse and content analysis, due to its superficial approach of prioritising similar keywords over in-depth themes found in the study. 
[bookmark: _Toc231850512][bookmark: _Toc231916400]3.7 Ethical Considerations
The study has exclusively relied on secondary data collection, which has led to ethical issues in forms of plagiarism, academic misconduct along with researcher’s bias. According to Baldwin et al. (2022), researcher’s bias involves influence of cognitive bias in data selection and analysis leading to specific selection of information that enables reaching a certain conclusion. In this regard, researchers’' bias leads to ethical issues such as data manipulation and fabrication of information to draw conclusions aligning with individual beliefs. The study has addressed the issue by maintaining integrity and using inclusion criteria along with descriptive design that enables accurate description of findings. Hence, the research has eliminated the issue of plagiarism by using accurate citations along with including a different perspective that limits individual bias and overemphasis on specific points. 
[bookmark: _Toc231850513][bookmark: _Toc231916401]3.8 Summary
Concluding the chapter, it has outlined the methodological framework adopted for the study including interpretivist philosophy, inductive approach, and descriptive research design. The section has offered an in-depth analysis regarding use of secondary qualitative methodology supported by thematic analysis to maintain research credibility. Hence, adopting the findings, the chapter has highlighted data collection of 12 peer-reviewed journal articles using cable databases such as ScienceDirect and ResearchGate. 
[bookmark: _Toc231850279][bookmark: _Toc231916402]Chapter 4: Findings and Analysis
[bookmark: _Toc231850280][bookmark: _Toc231916403]4.1 Introduction
The findings and analysis chapter discuss the proper analysis of the collected data through the peer-reviewed journals that are important for the completion of this dissertation. The generation of four themes from the literature review is mentioned to compare the discussion and findings and align them properly to create comprehensive ideas on effective leaders. The chapter also discusses the analysis section that analyses the findings and provides the comprehensive structure for understanding emotional intelligence. The discussion section provides holistic information by comparing the four themes with literature to provide the effective role of emotional intelligence in organisational output. The chapter is important in providing the proper analysis of the findings from the collected data to complete the dissertation with proper information on EI for leaders in organisations. 
[bookmark: _Toc231850281][bookmark: _Toc231916404]4.2 Findings
Theme 1: Influence of Emotional Intelligence on effective leadership’s employee motivation and conflict management
Emotional intelligence (EI) has been widely recognised as a critical factor influencing leadership effectiveness, particularly in relation to employee motivation and conflict management. As found by Tan et al. (2022), emotional leaders possess certain abilities including recognising others’ emotions, managing individual impulsive thinking and avoiding cognitive bias at the workplace. In this regard, the findings of the study have highlighted that regulation of emotions enables positive relationship building at the workplace, while it further helps demonstrate greater empathy and interpersonal competence that strengthens employee trust. On the other hand, Singh et al. (2024) have mentioned that emotional intelligence enables leaders to prioritise informed decision-making through inclusion of diverse perspectives. An advantage of emotional intelligence involves motivating individuals to focus on self-development while eliminating bias-related thinking to create an inclusive workplace. Supporting this, Chakkaravarthy and Bhaumik (2025) discussed that emotional intelligence builds critical leadership skills involving managing workplace conflicts by forming better-equipped responses. Comparing the insights, emotional intelligence contributes to the development of collaborative work environments through effective conflict management such as elimination of negative emotions during conflicts. 


Theme 2: Emotional Intelligence driving decision-making and problem-solving capabilities with regulation and collaboration
Emotional intelligence influences leadership decisions by enabling mindfulness and recognising different factors associated with maximising wellbeing through each decision. Effective leadership requires the ability to assess complex situations, manage uncertainty, and develop appropriate solutions while considering both organisational objectives and stakeholder interests. In this aspect, Awais et al. (2025) mentioned that emotional intelligence contributed towards rational thinking by enabling self-regulation, which eliminates impulsive decisions and negative emotions. Analysing the findings, emotional intelligence characteristics further include self-awareness that creates knowledge on individual shortcomings, which further assists in avoiding undertaking actions leading to negative consequences. On a different note, Idris (2023) mentioned that emotions influence judgement especially during critical situations or while experiencing uncertainty. In this context, the study has highlighted those individual emotions often lead to biased judgement or incorrect problem-solving due to low awareness of dynamics and relying solely on impulse. However, Yılmaz (2023) has argued that emotionally intelligent individuals demonstrate greater confidence, adaptability, and problem-solving effectiveness. As a result, emotional awareness among leaders influences effective stress management and avoids anxiety or bias during problem-solving. 
Theme 3: Poor emotional regulation affecting leadership effectiveness and decision-making
Emotional regulation is a fundamental component of emotional intelligence that enables leaders to manage individual emotions effectively and form appropriate responses to workplace challenges. However, Yuldasheva (2024) has identified that leaders with unregulated emotions indicate underdeveloped emotional intelligence, which causes high stress during complex situations. Emotional instability further leads to issues such as poor decision-making and fruition while its teams from low EI abilities. In contrast, Liu et al. (2022) have mentioned that individuals with lower confidence struggle to manage emotions and confront ethical dilemmas causing inadequate problem-solving. In this regard, poor emotional regulation and a lack of self-awareness increase the likelihood of poor decisions and prioritisation of short-term benefits. Following this, Gkintoni et al. (2022) have discussed that leaders with cognitive overload have limited strategic decision and decision-making abilities. In this aspect, barriers to emotional intelligence involve limited engagement with building mindfulness and self-regulation causing low emotional control in critical decision-making. Therefore, comparing the insights, leaders with poor emotional intelligence and regulation focus on impulsive reaction and display negative emotions during conflict that threatens collaboration at the workplace. 
Theme 4: Leadership training and self-regulation improving adoption of emotional intelligence in leadership
A growing importance of emotional intelligence in leadership has led organisations to invest in various leadership development initiatives aimed at strengthening emotional competencies among leaders. According to Welbeck et al. (2025), leadership effectiveness largely relies on awareness of emotions and shifting behavioural patterns to regulate response. Analysing the study, it has highlighted the significance of self-regulation developed through awareness and participation in leadership development initiatives that further enhance EI competencies. Contrastingly, Dimitrova and Tomova (2025) has explored the need of expanding leadership development beyond technical expertise and psychological wellbeing by further including emotional development practices. Key practices recommended within the study includes cultivating emotional intelligence by training leaders on building empathy skills and building scotia awareness that helps form appropriate responses. Similarly, Bataineh et al. (2025) has further recommended equipping leaders with transformational leadership ability that widely improves handling uncertain situations. Thus, strategies such as leadership training along with skilling leaders on transformational leadership widely improves emotional competencies that can be further developed through real-life experience. 
[bookmark: _Toc231916405]4.3 Analysis
Theme 1 
Emotional intelligence is effective for optimising leadership capabilities and addressing susceptible conflicts and motivation issues observed across companies. EI plays a crucial role in recognising responsible factors, triggering emotional changes across employees and responding towards stressful conditions (Singh et al. 2024). EI focuses on incorporating empathy, motivation and self-awareness across leaders in understanding employee emotions.  Employee motivation is significant for promoting trust, collaboration, and loyalty across employees as coordinated by leaders that reduces team conflicts. The maintenance of organisational effectiveness within leadership and improvement in job performance is undertaken through EI applied within leadership. Incorporation of EI helps in recognising and managing emotions of team members through communication and resilience while applying leadership (Segal et al.  2024). EI is responsible for influencing conflict resolution through collaboration within teams that support psychological well-being across respective members. In addition, EI is closely aligned with applying transformational leadership that focuses on motivating employees and improving team cohesion (Chakkaravarthy and Bhaumik, 2025). Consequently, the effectiveness of leadership approaches is managed through EI interventions, leading to improvement in work outcomes within teams.
EI influences team leaders in recognising and managing emotions across team members, which enhances the effectiveness of work outcomes (Chakkaravarthy and Bhaumik, 2025). The capability of understanding emotions of team members helps in improving interpersonal relationships through collaboration across dynamic work environments.  The interaction and relationship between team members and team leaders are influenced by emotions (Tan et al. 2022). As a result, the susceptibility of causing conflicts across team members can be mitigated using EI in leadership. Team leaders possessing a high EI can adapt to changes in conflicting environments and foster employee motivation Chakkaravarthy and Bhaumik, 2025). As a result, team leaders possessing a high EI can address conflicts across teams and maintain effective relationships. Emotionally intelligent leaders are more capable of influencing the emotional tone within teams (Singh et al. 2024). The effectiveness of leadership approaches, employee motivation and conflict resolution are dependent on EI capabilities possessed by team leaders.
Theme 2
EI helps in enhancing problem-solving and decision-making capabilities through collaboration. Self-regulation undertaken by leaders helps in developing clear strategies for resolving conflicts under pressurised conditions (Awais et al. 2025). As a result, effective studies can be undertaken for addressing complex situations, leading to a possibility of motivating employees to improve relevant competencies. Communication and active listening skills are undertaken for resolving conflicts and promoting teamwork (Awais et al. 2025). The relevant social skills are significant for making effective decisions undertaken through collaboration, which helps in communicating diverse perspectives for addressing conflicts. 
EI plays a crucial role in consolidating decision-making and problem-solving abilities through collaboration across teams and emotional regulation. Management of regulation, skills and emotional awareness are effective for addressing complexities in collaboration and developing trust within teams. (Idris, 2023). The possession of high levels of intrapersonal EI is essential for managing stress and addressing goals and obstacles influencing conflicts within teams. Consequently, team leaders, leading to achievement of improved organisational outcomes, can appraise the possibility of addressing complicated problems. 
Emotional regulation and responding to problematic situations are undertaken through incorporation of EI that supports effective decision-making. Individuals possessing high EI (Yılmaz, 2023) undertake the recognition of emotional cues and emotional responses to team conflicts. In addition, emotional intelligence training programs are also effective for regulating emotions and making decisions for enhancing self-awareness and relationships across team members in addressing complex situations.  
Theme 3
The effectiveness of leadership and decision-making can be declined by challenges associated with emotional regulation undertaken through EI perspectives. The avoidance of impulsive decisions is observed across individuals possessing strong self-regulation skills (Yuldasheva, 2024). This signifies that weak self-regulation induces quick judgments that may not be effective in incorporating adequate leadership approaches for addressing conflicts. However, the possibility of controlling one's emotions and reactions in making decisions signifies effective EI skills in tackling stressful conditions (Yuldasheva, 2024). Despite this, challenges in collaboration within a team still persist due to changes in one's own perspectives across teams that generate complexity.   
Challenges faced across teams regarding emotional regulation negatively impact decision-making approaches and generate distrust across team members. A hindrance in making poor psychological regulation signifies ineffective decisions-making and reduced motivation across team members (Liu et al. 2022). This means that inadequate regulation of individual emotions negatively impacts the effectiveness of leadership and decisions within complex environments. As a result, the possibility of making confident and effective decisions towards addressing organisational conflicts is subject to decline. Moral decisions impose a negative impact on decision-making effects and foster motivation across employees in complex situations.  
Poor emotional regulation is responsible for lowering the effectiveness of leadership and decision-making approaches across teams. In effect, emotional regulation generates dissatisfaction across leaders when operating across dynamic business environments (Gkintoni et al. 2022). The necessity of managing corresponding emotional responses is important for leaders to address flaws in collaboration, managing diverse teams and reducing conflicts
Theme 4
Leadership training and self-regulation are important for adopting EI in leadership and mitigating susceptible conflicts across workplaces. The incorporation of EI training programs and workshops is effective for enhancing self-awareness and competency for inspiring team members (Welbeck et al. 2025). The importance of such training programs is effective in reducing conflicts, improving decision-making approaches, and improving workplace relationships. The adoption of EI into leadership practices is essential for promoting team management and improvement in job performance. Thus, the effectiveness of leadership is anticipated through EI’s adoption, leading to enhancing the effectiveness of leadership activities. Adoption of EI practices, such as wellness activities, self-regulation and stress management, is essential for optimising leadership abilities (Dimitrova and Tomova, 2025). As a result, such EI development strategies are essential for reducing burnout among leaders and ensuring possibilities of conflicts across teams while operating across complex business scenarios. Organisations that implement self-regulation training programmes gain opportunities to adopt EI strategies for handling crises (Bataineh et al. 2025). The adoption of training programmes helps in ensuring long-term sustainability and resilience in facing organisational conflicts. This means that adoption of EI through leadership training and self-regulation contributes towards transferring leadership capabilities positively.   
[bookmark: _Toc231850282][bookmark: _Toc231916406]4.4 Discussion
The discussion chapter involves the critical alignment of the theme 1 and the inferences of the literature review to affirm that emotional intelligence is the foundational catalyst of leadership effectiveness. In the literature review, Jasubhai (2025) explains that calm and composed leaders help in strategising to recover barriers and motivate through ensuring psychological safety among the employees. It implied that High-EI leaders utilised self-awareness and regulation to remain calm during unforeseen situations and maintain the focus within the team. Furthermore, the competencies directly shape the motivation of employees and conflict management by an emotionally intelligent leader within the modern organisational framework. The mentioned discussion aligns with the study of Singh et al. (2024) by mentioning the role of emotional intelligence in accurate decision-making and maintaining effective leadership for teams in organisations. Rather than escalating disputes during a situation, emotionally intelligent leaders can communicate reasonably and indulge in constructive problem-solving mindset to maintain the workflow properly. The mentioned empathetic approach helps in reducing employee burnout and develops deep trust within the employees and leaders of the organisations. Thus, assigning leaders with effective emotional intelligence is helpful in improving conflict management strategies and maintaining the flow of the working procedures within organisations. 
The discussion compares the literature review and second theme on impact of the emotional intelligence of leaders in decision-making and solving problems within organisations is demonstrated properly. Easton and Steyn (2022) discuss that leadership styles such as from transformational to transactional approaches need balance in operational demands with the management of relationships. It implies that leadership management requires strategic collaboration that is important for integrating emotional intelligence in organisations to achieve success in team work. On the other hand, Awais et al. (2024) states that emotional intelligence plays an important role in enhancing the decision-making capabilities for the leaders in an organisation. The inclusion of emotional intelligence with the daily work objectives can help in developing empathy in leaders towards the employees that can help in motivating during working hours. As per the view of Shah and Sah (2024), emotional intelligence is made up of an important set of mental capabilities that bridge the gap between task executions with relationship building. Using rigorous self-regulation and self-awareness, leaders can recognise their personal biases, manage uncertainty with effectiveness and avoid indulging in impulsive reactions. The mentioned self-management process can help in adopting creative problem-solving and emotion recognition processes, leading to leaders involved in more objective decision-making. Implementing this foundation, leaders, who are emotionally unintelligent can improve conflict management strategies and enhance motivation for employees. According to Koutsioumpa (2023) incorporating emotional intelligence helps in developing cultural empathy leading to enhancing training abilities and boosting motivation. The empathetic emotionally driven approach with leaders can help in transforming organisational conflicts into collaborative opportunities for personal and organisational growth.
The dissertation has discussed the comparison between the literature review and the related theme on impact of poor emotional regulation influencing the decision-making processes and leadership effectiveness. Poor emotional regulation among leaders significantly disrupts the effectiveness of the organisation by developing barriers to management of relationships, decision-making and resolving conflicts. As highlighted by Norena-Chavez and Thalassinos (2022), a lack of empathy and emotional awareness can cause breakdowns in communication and hinder collaborative approach in decision-making. Poor emotional intelligence regulation can lead to failure in adopting a collaborative, psychologically safe working environment for employees that can hinder the operational workflows of the organisations. The discussion also highlights the study of Harahapet al. (2023) mentioning that low levels of emotional intelligence make leaders unable to understand the needs of their subordinates. It can significantly hamper the operational strategies and infrastructure in delivering objectives within the stipulated time effectively. The study by Yuldasheva (2024), demonstrates that maintaining high emotional intelligence is important among effective leaders that can help in executing efficient decision-making for the organisations. The literature review has justified the discussion of theme 3 by highlighting the usefulness of EI and low EI can negatively impact the overall teamwork assigned to respective leaders within an organisation. Ineffective stress management among leaders can spread through the team and hinder the operational outcome of the team that ultimately, affect the growth of the particular organisation. 
The discussion has demonstrated the comparison between the literature review and the theme 4 in improving strategies for overcoming barriers integrating EI through leadership training and self-regulation. The effective adoption of emotional intelligence within the organisation requires implementing targeted developmental strategies to overcome the important barriers like improper regulation and limited empathy. The literature has highlighted the recovery strategies that strongly correlate with the attributes of transformational leadership. According to Mugabekaziet al. (2026), emotional intelligence is properly increased in transformational surroundings that focus on individual empowerment. The in-depth concepts of emotional intelligence such as motivation, self-regulation and empathy directly mirror the effectiveness of transformational leadership. Vistorteet al. (2024) shows that continuous person-sided training is important to increase the knowledge of handling situations with emotional intelligence. The study has highlighted the importance of employee training in becoming an emotional intelligent leader. The literature supports the study of Welbeck et al. (2025), by highlighting structured training for developing effective emotional intelligence can help in enhancing the performance of the teams within the organisations. 
[bookmark: _Toc231850283][bookmark: _Toc231916407]4.5 Summary
On a concluding note, the findings and analysis chapter highlight the major findings from the collected data and analyses the data to incorporate proper information for the completion of the research. The findings have mentioned 4 themes that are derived from the literature review of the same study on accurate decision-making and conflict management through effective emotional intelligence. Afterwards, the analysis of the findings has been demonstrated properly to include the strategic understanding of the emotional intelligence framework within different organisations. Furthermore, the discussion portion has created alignment through comparing the discussion of literature reviews and the developed themes in the findings section. Therefore, the discussion of the findings and analysing the findings has helped create holistic study mentioning accurate implication of emotional intelligence with effective leaders in driving operational workflows of organisations. 


[bookmark: _Toc231916408]Chapter 5: Conclusion
[bookmark: _5m9vilo3prwo][bookmark: _Toc231828340][bookmark: _Toc231916409]5.1 Conclusion
This research examines the relevance of emotional intelligence to improve the effectiveness of leadership in business organisations. The acquired results represented that emotional intelligence is an important component of effective leadership, which helps in enhancing the understanding and management of one's own and other people's emotions. The study discovered that emotionally intelligent leaders are better able to motivate their employees, deal with conflict at work and have better working relationships. These capabilities lead to better employee engagement, collaboration and organisational performance. Another aspect of emotional intelligence that emerged as an important part of the findings was that of decision-making and problem-solving. Leaders who were emotionally aware and self-regulated were identified as making balanced and informed decisions and effectively tackling organisational issues. Additionally, emotional intelligence is an important competency of an effective leader who helps in effective communication, conflict management, employee motivation, and high-quality decision-making. There is a strong link between emotional intelligence in leadership and the development of a productive workplace and sustainable organisational success. It is so that in modern business organisations, emotional intelligence should be acknowledged as an important part of effective leadership.
[bookmark: _Toc231916410]5.2 Linking with objectives 
Linking with objective 1
The first research objective was to investigate factors that would influence the use of emotional intelligence in organisations' leadership practices. Thematic analysis of secondary qualitative data collected was used to achieve all the research objectives successfully.  The results acquired from this research revealed empathy, self-awareness, emotional regulation, communication and relationship management as key determinants of emotional intelligence implementation. Thus, findings from thematic analysis were used to achieve the first objective successfully.
Linking with objective 2
The second research objective was to assess the effect of emotional intelligence on the effectiveness of leadership in decision-making and problem-solving abilities. The acquired results indicated that emotional intelligence had a positive effect on self-regulation, on minimising personal biases, and on making balanced decisions in complex scenarios. Emotional awareness has also promoted team problem-solving and enhanced leadership skills in solving organisational issues. As a result, the second objective was entirely met by collecting evidence from literature sources that were selected.
Linking with objective 3
The third research objective was to explore the detrimental effect of low EI in leadership. Results from the thematic analysis showed that emotional dysregulation led to communication difficulties, conflicts, hasty decisions and lower employee motivation. Low EI leaders were not good at handling stress and building relationships with staff. Hence, the third objective was met by analysing the problems related to low emotional intelligence.
Linking with objective 4
The fourth research objective refers to the possible steps to tackle challenges in the implementation of emotional intelligence in organisations. The results indicated that emotional intelligence is a significant predictor of leadership effectiveness, better decision making, higher employee motivation, better conflict management, and organisational performance. Leadership development, coaching, mentoring, self-regulation and transformational leadership were identified as effective practices. These facilitated the development of emotional competency and enhanced leadership effectiveness in various settings of the organisation successfully. Thus, the fourth objective was met with the help of practical recommendations based on the results of the research.
[bookmark: _wgxir2ndty0u][bookmark: _Toc231828341][bookmark: _Toc231916411]5.3 Recommendation
Recommendation 1: Structured emotional intelligence training programmes
Structured emotional intelligence training programmes should be developed in the organisations to improve leadership effectiveness. Structured emotional intelligence training programmes should target self-awareness, emotional management, empathy, communication and managing relationships (Antonopoulou, 2025). There are opportunities for continuous training to make leaders more aware of employee needs and better able to address the challenges in the workplace.
Recommendation 2: The adherence of emotional intelligence assessments in leadership development
Organisations need to incorporate emotional intelligence assessments in leadership development and performance assessment practices. Assessing emotional intelligence skills together with technical and managerial skills can assist organisations in understanding the leadership strengths and areas that need development (Gukssa, 2023). Thus, this strategy can contribute to the growth of better and more emotionally intelligent leaders.
Recommendation 3: Encourage mentoring and coaching programs for the development of emotional intelligence and nurture communication 
It is important for the organisation to foster an environment that promotes transparent communication and positive feedback. Employees to be given opportunities to share their experiences and concerns on leadership practices. The consistent use of feedback loops can assist leaders in recognising any misalignments in behaviour and enhance communication with their team members (Das, 2025). In addition, organisations should encourage mentoring and coaching programs for the development of emotional intelligence for existing and emerging leaders. The application of these strategies can help organisations to boost the effectiveness of their leadership, motivate their employees, minimise conflict in the workplace, and improve the performance of the organisation.
[bookmark: _svcn0yelb1di][bookmark: _Toc231828342][bookmark: _Toc231916412]5.5 Future scope
Future studies might explore emotional intelligence in specific sectors, such as healthcare, education, finance, and information technology, and determine sector-specific leadership needs. Primary research can also be performed in the form of interviews and surveys to gain first-hand insights from leaders and employees. Lastly, future research could explore the role of emotional intelligence in the performance of leaders in remote and hybrid working. Comparative research between various countries and organisational cultures would bring wider knowledge about the link between emotional intelligence and leadership. 
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