	
	
	







                                                            
                                                                         [image: ]   

                                 UNIVERSITY OF WALES TRINITY SAINT DAVID

BA Leadership and Management for the Workplace

Independent project: 
„The Role of Emotional Intelligence in Leadership: A Case Study of Google’s Innovative Management Strategies and Their Impact on Employee Wellbeing and Productivity”

Supervisors: 
Dr. Abdallah Naiser, Dr. Samuel Ofori

Student:
 Annamaria Balazs – 2215419
Date: 15/10/2025










Acknowledgement:

I would like to sincerely thank God for letting me go through this experience. I also want to thank my supervisors, Dr. Abdallah Naser and Dr. Samuel Ofori, for their unwavering guidance, encouragement, and insightful feedback throughout this dissertation. Their patience, expertise, and belief in my abilities have been a constant source of motivation and inspiration.
I am also grateful to the academic staff and lecturers at the University of Wales Trinity Saint David for providing a supportive and stimulating learning environment, which has greatly enriched my understanding of leadership, emotional intelligence, and employee wellbeing.
I would like to extend my heartfelt thanks to my friends and peers, whose encouragement, advice, and shared experiences have helped me stay focused and motivated during challenging times.
Finally, I wish to express my deepest gratitude to my family, especially my mother, for their unconditional love, patience, and belief in me. Their support has been invaluable in helping me navigate this journey and achieve this milestone.


ABSTRACT


Considering Google's creative management techniques, this dissertation investigates how emotional intelligence (EI) in leadership affects worker productivity and well-being. To improve workplace performance and employee satisfaction, the research attempts to offer companies useful suggestions for developing emotionally intelligent leadership. 

The study used a mixed-method approach based on secondary data, integrating quantitative data from productivity and employee engagement metrics with qualitative insights from corporate reports, leadership case studies, and scholarly literature. To ensure a balanced understanding, the research incorporates both positivist and interpretivist philosophical viewpoints. While positivism advocates objective analysis of organisational outcomes, interpretivism permits the investigation of subjective human experiences pertaining to welfare and leadership.
The results show that empathy, communication, and psychological safety are key components of Google's leadership culture, which strongly supports EI concepts. Initiatives like Search Inside Yourself and Project Oxygen show how Emotional Intelligence (EI) may be included in management and leadership development programs. According to the study's findings, emotionally intelligent leadership greatly improves worker engagement, well-being, and organisational success. However, it also highlights difficulties like preserving equilibrium and avoiding burnout. 
Implementing EI-based leadership development, encouraging psychological safety, including EI in hiring and evaluation, assisting with work-life balance, and developing emotionally intelligent organisational cultures are some of the recommendations. All things considered, the study shows that emotional intelligence is a strategic leadership skill that is necessary to maintain wellness and productivity in contemporary organisations, not only a personal quality.
Keywords: Google, Organisational Culture, Leadership, Wellbeing, Productivity, and Emotional Intelligence.
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CHAPTER 1: Introduction
1.1 Backround
The success of every organization depends on both management and leadership, two concepts that go hand in hand. Google's managers and leaders collaborate to generate fresh concepts and accomplish their objectives. According to Ahmad and Sharma (2023), Google's cross-functional or team-based management structure is the reason for its global success. Leading entails motivating others to collaborate toward a common objective, fostering innovation, and advocating for change. On the other hand, management is focused on effectively allocating resources, carrying out plans, and finishing tasks. Because of this, fresh ideas are always being developed at work.

In contrast, Google manages its workforce and assets to achieve its long-term objectives. Some claim that a leader may influence others' attitudes, behaviors, and thoughts to achieve their goals. Projects benefit from the guidance of leaders. This combination of management and leadership enables Google to tackle challenging issues while adhering to its core principles. 

The purpose of this paper is to examine the distinctions between management and leadership and demonstrate how they complement one another to increase an organization's effectiveness (Amjad et al. 2021). The study examines how Google's leadership and management approaches contribute to the company's success. All employees are required to abide by a set of social norms, values, and beliefs that they have established.

1.2
Rationale of the study: 

Why is studying EI and leadership at Google relevant?
The study of Emotional Intelligence (EI) and leadership at Google holds relevance due to its connection to contemporary workplace challenges such as burnout and remote work.

Google is a prime example of how creative, people-centered management techniques may improve employee wellness and productivity; researching emotional intelligence (EI) and leadership at the corporation is especially pertinent. As Google has repeatedly shown, emotionally intelligent leaders—those with self-awareness, empathy, and good interpersonal communication skills—create inclusive, psychologically secure work environments that foster creativity and teamwork (Goleman, 1998; Boyatzis, 2018). The importance of psychological safety, a crucial consequence of emotionally intelligent leadership, for team performance and employee engagement has been emphasised by internal efforts like Project Aristotle (Duhigg, 2016; Google re:Work, 2015).
Google also puts a lot of money into leadership development programmes that teach managers how to spot and deal with emotions, give helpful feedback, and support mental health initiatives (Bock, 2015). This connection between emotional intelligence and organisational strategy shows how leadership styles can affect both the well-being of individuals and the success of organisations. In a time of fast technological change, more remote work, and more stress at work, looking at Google's approach can help companies identify ways to make their workers strong, motivated, and productive. Because of this, Google is a wonderful place to look at what emotionally intelligent leadership means in the real world of work today.


1.3 Research Aim:
 The research aim is to provide practical recommendations for fostering emotionally intelligent leadership – suggesting strategies that other organisations can adopt to improve employee wellbeing and productivity.


1.4 Research Objectives:

To investigate emotional intelligence and the theoretical connection between successful leadership in the workplace.
To evaluate Google's management and leadership approaches to find emotionally intelligent organisational culture practices.
To assess how emotionally intelligent leadership affects psychological safety, engagement, and job satisfaction among employees.
To evaluate the connection between productivity and employee well-being in the context of Google's organisation.
To create useful suggestions for businesses looking to improve worker productivity and well-being via emotionally intelligent leadership techniques.


 1.5. Problem statement:
 Some things that managers might do could also hurt Google's success. It's beneficial to have empathy and acceptance at work, but too much of either can make people lazy and unwilling to question how things are done. Some people, like reviewers and inspectors, have also pointed out the weird things Google does (Fujisaki et al. 2023). People may not give or get helpful comments or have healthy conversations when they feel like they are understood and accepted. Such attitudes could stop progress and growth. People who work at Google can choose how they do their jobs.
People aren't sure about the company's motto, "Don't be evil," because of privacy problems, competition, and claims that the company controls how people act. Innovation in leadership can also push people to do great things, but it can also cause stress and high standards (Tchokponhoué et al. 2021). There is no set way for Google workers to use their workspace. They are free to change it however they like it. Employees at Google have the freedom to carry out their tasks without feeling constrained. Workers feel free to do their jobs, as though they are not being restricted or kept in line. Due to its expertise in identifying and displaying ads online, Google faces significant legal challenges. This expertise in finding and displaying ads online has led to significant legal trouble for Google. Lawyers and competitors say Google is abusing its market power to keep other companies from joining the market.




1.6 Research Question:
How does leadership emotional intelligence affect employee wellbeing and productivity in the workplace?

1.7 Chapter summary:

CHAPTER 1 
 This includes the background, research statement, purpose, goals, research questions, and importance of the study.

CHAPTER 2 
Literature Review

CHAPTER 3
 The chapter explains the study procedures, which include the instrument, sample, strategy, methodology, approach, philosophy, and ethical considerations.

CHAPTER 4 
The findings include data analysis and corresponding conversations.

CHAPTER 5 
This section presents the limits, recommendations, and conclusions of the study.


CHAPTER 2: LITERATURE REVIEW


2.1 Introduction 
With an emphasis on Google's management methods, this chapter critically reviews the body of research on leadership theories, employee wellness, productivity, and emotional intelligence (EI). It highlights important gaps that the current study attempts to fill and lays out the theoretical groundwork for comprehending how emotionally intelligent leadership might affect workplace outcomes.

2.2 Concept and Frameworks of Emotional Intelligence

Salovey and Mayer (1990) first proposed the idea of emotional intelligence (EI), defining it as the capacity to identify, comprehend, and control one's own emotions as well as those of others. Later, Goleman (1995) popularised emotional intelligence (EI) by putting out five essential elements: motivation, self-regulation, self-awareness, empathy, and social skills. Many leadership studies have used Goleman's (1998) paradigm, which contends that emotional intelligence (EI) is a better indicator of success in the workplace than IQ or technical proficiency.

Boyatzis (2018) expanded the concept, proposing that emotionally intelligent leaders foster supportive work environments, enhance team performance, and cultivate healthy relationships. These emotional skills are crucial in contemporary organisations that demand creativity, flexibility, and teamwork. However, detractors like Antonakis (2004) have questioned the validity of Emotional Intelligence (EI) as a separate construct, arguing that it is hard to measure objectively and may overlap with well-established personality traits.





2.3 Leadership Styles and Emotional Intelligence

The behavioural approach a leader takes when managing, inspiring, and guiding others is referred to as their leadership style. Since emotional intelligence (EI) affects self-awareness, self-regulation, empathy, and social skills, it is crucial in evaluating how well a leader can implement any leadership style (Goleman, 1998). Higher EI leaders are typically more flexible, able to foster trust, and uphold healthy work environments (Boyatzis, 2018).
Transactional paradigms of leadership have given way to more people-centered ideas that are closely related to emotional intelligence. According to Bass and Riggio (2006), there is a strong correlation between EI characteristics and transformational leadership, which is marked by inspiration, empathy, and motivation. High EI leaders are better able to build open communication, handle conflict, and inspire trust (Clarke, 2010).
By promoting creativity and expressing a compelling vision, transformational leaders inspire their followers. They exhibit genuineness, sensitivity, and a profound affinity for the ideals of their staff (Bass and Riggio, 2006). This approach is supported by emotional intelligence since transformational leaders need to be able to identify and control their own emotions while also reacting tactfully to those of their teams (Goleman et al., 2013). Transformational leadership at Google is demonstrated by the way managers encourage teams to try new things, take chances, and learn from mistakes, fostering an emotionally supportive environment that fosters wellbeing and creativity (Bock, 2015).

Additionally, servant leadership and authentic leadership models, which place a strong focus on empathy, openness, and moral behavior, align with emotionally intelligent leadership (George, 2003). It has been demonstrated that these strategies improve psychological safety and wellness, which increases worker dedication and creativity (Carmeli, 2003; Avolio and Gardner, 2005).
The goal of servant leadership is to put followers' development and well-being first. Instead of exercising power, leaders listen to their staff members' needs and work as facilitators (Greenleaf, 1977). By fostering empathy and understanding, which are necessary for fostering cooperation and trust, emotional intelligence enhances servant leadership (Liden et al., 2015). In emotionally intelligent businesses, servant leaders foster psychological safety and inclusion, believed to enhance morale and productivity (Edmondson, 1999).
Democratic leaders promote cooperation, open communication, and shared decision-making. Strong interpersonal and emotional abilities are necessary for this type to manage potential conflict and balance opposing points of view (Lewin et al., 1939). By recognising the feelings of their employees and upholding mutual respect, leaders with high EI can foster a participatory environment that increases engagement and productivity (Mayer, Salovey, and Caruso, 2008).
Transparency, moral behaviour, and self-awareness are key components of authentic leadership. By ensuring consistency in conduct and coordinating actions with ideals, emotionally intelligent leaders exhibit authenticity (Avolio and Gardner, 2005). Emotional intelligence (EI) helps real leaders control their feelings in a positive way, which builds credibility and trust in groups. Self-awareness and mindfulness techniques are important Emotional Intelligence (EI) competencies that support authentic leadership, and they are incorporated into Google's leadership development programmes like Search Inside Yourself (Tan, 2012). 
Clear frameworks, incentives, and sanctions are the cornerstones of transactional leadership. Even though it doesn't seem emotionally motivating, emotional intelligence still plays a part in its efficacy. Emotionally intelligent leaders express expectations and acknowledge accomplishments in ways that keep morale and motivation high (Bass, 1985). Transactional executives who lack emotional intelligence run the danger of coming across as aloof, which could erode employee happiness and trust.
The Connection Between Organisational Outcomes, Emotional Intelligence, and Leadership Style
Emotionally intelligent leadership practices have been repeatedly found to improve worker engagement, performance, and well-being (Côté, 2014). Situational leadership flexibility, as defined by Hersey and Blanchard (1993), is the ability of leaders to modify their approach to fit various circumstances and people. Emotionally intelligent leadership is crucial for sustaining teamwork, adaptability, and creativity in forward-thinking companies like Google, which directly boosts output and long-term performance (Grant, 2019).

Conversely, leaders lacking emotional competence often cultivate environments characterised by anxiety, apathy, and fatigue (Ashkanasy and Daus, 2005). Thus, the environment and performance of an organisation can be significantly impacted by the existence or lack of emotionally aware leadership.

2.4 Productivity, Employee Wellbeing, and Emotional Intelligence

Employee wellness and emotionally intelligent leadership are strongly correlated, according to research. Employees who work for leaders who exhibit empathy and emotional control report feeling less stressed, being more satisfied with their jobs, and having better mental health (Wong and Law, 2002; Clarke, 2010).

Carmeli (2003) discovered that managers with higher EI encouraged less turnover and more organisational commitment. In a similar vein, Grant (2019) contended that emotionally savvy leaders outperform others due to their ability to control interpersonal dynamics and sustain motivation in the face of change. These results improve general productivity as well as well-being.

Additionally, emotional intelligence facilitates the development of psychologically safe workplaces where staff members feel appreciated and free to express their opinions without worrying about backlash (Edmondson, 1999). It has been demonstrated that these kinds of settings enhance creativity, teamwork, and problem-solving—all of which are essential for an organisation to succeed.

2.5  Google`s Leadership and Emotional Intelligence in Practice

Google provides a unique organisational context for examining emotionally intelligent leadership. The company is globally recognised for its open culture, collaborative management style, and focus on employee wellbeing (Bock, 2015). Google’s Project Aristotle found that psychological safety—the belief that team members can take risks without feeling insecure—was the single most important factor in team effectiveness (Duhigg, 2016; Google re:Work, 2015).
Google leaders are encouraged to show empathy, humility, and good communication, which are all parts of Goleman's EI framework (Schmidt and Rosenberg, 2014). Programmes such as “Search Inside Yourself” focus on mindfulness and self-awareness to enhance EI among managers (Tan, 2012). These initiatives reflect Google’s commitment to fostering emotionally intelligent leadership as a driver of both wellbeing and innovation.
However, while Google’s culture is often celebrated, some scholars argue that high-performance environments can still lead to stress and burnout if not carefully managed (Kohll, 2018). Thus, the relationship between EI, wellbeing, and productivity remains complex and warrants deeper investigation.


2.6 Summary and research gap
Overall, emotional intelligence is a fundamental quality that influences how well different leadership philosophies work. Leaders who successfully comprehend and control their emotions are better able to motivate, encourage, and retain staff members, whether they are transformative, servant, or genuine. Businesses like Google show how emotionally intelligent leadership can promote wellness and performance by integrating EI into organisational culture and leadership development.
Research indicates that emotional intelligence is a crucial leadership skill that fosters worker happiness, engagement, and output. Research that incorporates these ideas into the framework of creative, tech-driven companies like Google is still scarce, though. Most of the current research focuses on leadership effectiveness in general rather than the precise processes via which Emotional Intelligence (EI)-oriented leadership influences productivity and well-being.
By examining how emotionally intelligent leadership functions inside Google's organisational culture and how other organisations may adopt these strategies to improve employee welfare and performance outcomes, this study aims to close this gap.







CHAPTER 3 

Research Methodology

3.1 Introduction 

With an emphasis on Google's creative management techniques, this chapter describes the research strategy and methods used to examine how emotional intelligence in leadership affects worker productivity and well-being. It describes the design, methodology, data gathering strategies, analysis approaches, research philosophy, and ethical considerations. This methodology's goal is to guarantee that the research is reliable, repeatable, and consistent with the goals and purposes of the dissertation.
 

3.2 Research Philosophy

 This research has a hybrid philosophical stance, blending interpretivism with positivism. 

Because a portion of the research entails examining quantitative secondary data, such as employee productivity measures, engagement statistics, and organisational performance indicators, the positivist viewpoint is acceptable (Saunders, Lewis, and Thornhill, 2019). Positivism encourages unbiased research using available facts and quantifiable results.

But because leadership, emotional intelligence, and wellness are socially constructing ideas that necessitate an understanding of subjective meanings and human experiences, the study also adopts an interpretivist viewpoint (Bryman, 2016). The interpretivist method makes it possible to investigate how emotional intelligence appears in employee views, organisational culture, and leadership behaviour inside the Google context. 

A balanced and comprehensive knowledge of the phenomenon can be obtained by combining the two viewpoints; interpretivism enhances contextual interpretation, while positivism supports empirical validity (Creswell and Plano Clark, 2018).


3.3 Research Approach

The study employs a deductive-inductive methodology. To determine whether recognised models (e.g. Goleman, 1998; Boyatzis, 2018) are obvious in Google's leadership practices, the deductive element applies current theories of emotional intelligence and leadership to the company's situation. The inductive component entails extracting themes and ideas from secondary data analysis to formulate more general findings regarding the ways in which emotional intelligence promotes productivity and well-being. 

This mixed method works well for complicated social issues when analysis is guided by theoretical frameworks but also yields fresh insights from the interpretation of data (Saunders et al., 2019).

3.4 Research Design
To incorporate both qualitative and quantitative secondary data, a mixed-methods approach has been selected. 

Leadership case studies, organisational culture reports, journal articles, interviews that have been published in reliable sources, and Google's internal documentation (such as Project Aristotle and re:Work) are examples of qualitative data. These resources aid in the interpretation of employee welfare tactics, emotional intelligence exercises, and leadership behaviours.
Statistics like productivity numbers, retention rates, employee satisfaction scores, and performance rankings published by Google and outside organisations (such as Fortune's "Best Companies to Work For" and Glassdoor surveys) are examples of quantitative data. 

Triangulation is made possible by this approach, which compares several types of evidence to strengthen validity (Creswell, 2014).

3.5 Data collection
Because this study uses secondary data, no primary fieldwork (e.g. interviews or surveys) will be conducted. Instead, the research will draw upon credible and recent sources, including:
· Peer-reviewed academic journals and leadership studies.
· Google’s official reports and HR publications (Google re:Work, Project Aristotle).
· Books and case studies on Google’s management strategies (e.g. Bock, 2015; Schmidt and Rosenberg, 2014).
· Reliable business databases, industry reports, and government publications.
These materials will be critically evaluated to ensure authenticity, relevance, and accuracy. Sources will be chosen based on their reliability, publication quality, and alignment with the research objectives.
The research team selected 180 teams to examine (115 project teams in engineering and 65 pods in sales), including a mix of high- and low-performing teams, based on feedback from executives worldwide. The study examined the effects of team dynamics (such as how it was to collaborate with teammates) and team makeup (such as personality traits, sales abilities, and team demographics) on team effectiveness. Concepts were drawn from Google's own experience with what constitutes an effective team as well as from previous research.
To understand what leaders believed drove team effectiveness, they conducted hundreds of double-blind interviews with them. To determine which factors might be associated with efficacy, the researchers then examined survey data that was already available, including more than 250 items from Google's longitudinal study on work and life (gDNA) and the annual employee engagement survey. Participants in the study were asked to indicate whether they agreed or disagreed with the following sample items:
Group dynamics: I feel comfortable voicing differing views to the group. 
Skills: I am adept at overcoming obstacles and hurdles.
Personality traits: According to the Big Five personality evaluation, I consider myself to be a dependable employee. 

Emotional intelligence: According to the Toronto Empathy Questionnaire, I don't care about other people's troubles. (Google re:Work, Project Aristotle).

3.6 Data Analysis

Descriptive analysis will be used for numeric data and thematic analysis for qualitative elements. 

Finding recurrent themes and patterns pertaining to leadership philosophies, emotional intelligence, productivity, and well-being is the goal of thematic analysis (Braun and Clarke, 2006).
Numerical data on productivity, employee engagement, and turnover will be compiled and interpreted using descriptive analysis using secondary datasets. 

This combination makes it possible to interpret organisational results objectively and in depth.

3.7 Ethical considerations
 Even though this study only uses secondary data, ethical integrity is still crucial. No sensitive or private information will be accessed, and only publicly accessible and appropriately referenced resources will be used. To prevent plagiarism, all sources are cited using Harvard for referencing. Additionally, the researcher seeks to eliminate bias and distortion by interpreting all data objectively (Resnik, 2020).
3.8 Limitation of the method
Lack of control over data quality, accuracy, and context is the primary drawback of using secondary data (Johnston, 2017). Furthermore, the validity of the information currently available regarding Google—which could be impacted by corporate viewpoints—determines the study's conclusions. The inability of secondary data to accurately represent unique emotional experiences or subtleties of leadership that could be discovered through primary research methods like interviews is another drawback. Notwithstanding these drawbacks, the triangulation of several data sources strengthens the findings' resilience.
3.9 Summary
In conclusion, this chapter describes the research methodology, data analysis techniques, and philosophical underpinnings used in this dissertation. A mixed-methods methodology employing secondary data, along with positivist and interpretivist perspectives, offers a thorough framework for analysing the relationship between emotional intelligence in leadership and worker productivity and well-being at Google. The results of this data analysis will be presented and discussed in the upcoming chapter.





CHAPTER 4: Findings and discussions

4.1 Introduction


The results of the secondary data analysis on Google's management and leadership practices are presented and discussed in this chapter. The main issues that emerged from the literature and data review serve as the framework for the discussion: (1) The leadership competency of emotional intelligence; (2) The contribution of emotionally intelligent leadership to the enhancement of employee well-being; (3) The correlation between productivity and well-being; and (4) The pragmatic implementation of emotional intelligence in Google's organisational culture. To bolster qualitative insights, quantitative measures of employee engagement, retention, and productivity are also examined.

4.2 Emotional Intelligence as a Leadership Competency at Google
According to the statistics, Google's leadership model demonstrates emotionally intelligent conduct through collaborative, trusting, and empathetic practices. Effective leaders exhibit excellent communication skills, empathy, and support for the professional and personal growth of their team members, according to Project Oxygen, Google's internal leadership study programme (Garvin, 2013; Bock, 2015). These qualities, especially the elements of empathy, self-control, and social skills, are in good agreement with Goleman's (1998) paradigm of emotional intelligence.
Through internal training initiatives like Search Inside Yourself, which aims to improve leaders' emotional capabilities, Google encourages its executives to cultivate self-awareness and mindfulness (Tan, 2012). These programmes are examples of how Google operationalises emotional intelligence in leadership development. This strategy backs up Boyatzis' (2018) assertion that emotionally savvy leaders are essential to maintaining productive workplace environments that boost engagement and motivation.





4.3 Emotional Intelligence and Employee Wellbeing
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The Hierarchy of Needs, developed by Abraham Maslow in 1943, is one of the most important psychological theories that explains human motivation. According to this theory, people are motivated by a hierarchy of demands that progress from basic physiological necessities to self-actualisation. This concept offers a framework for comprehending how workers' demands affect their performance and well-being in the workplace (Maslow, 1954).

The following is a direct application of Maslow's hierarchy of needs' five stages to employee wellbeing:

a. Needs of the Body

These stand for the necessities of life for humans, like food, sleep, and shelter. This pertains to equitable compensation, secure working environments, and sufficient downtime in the organisational setting (Neher, 1991). Employees may get stressed, tired, or disengaged if these needs are not satisfied, which lowers productivity.

b. Needs for Safety

Employees need stability and safety after their physiological demands are satisfied. This encompasses psychological safety, safe physical surroundings, and work stability (Edmondson, 1999). This is encouraged by emotionally intelligent leaders who provide open communication, trust, and regular feedback, which makes workers feel comfortable sharing their thoughts and worries.

c. Belongingness and Social Needs

People have a strong desire to fit in and build wholesome relationships. This entails social connection, inclusivity, and teamwork in the workplace (Baumeister and Leary, 1995). Empathic leaders that encourage teamwork increase a sense of belonging, which boosts engagement and morale. For example, Google promotes this through open lines of communication and cross-functional cooperation (Bock, 2015).

d. Needs for Esteem

Workers want respect, acknowledgement, and a feeling of achievement. According to Robbins and Judge (2019), fulfilling esteem requirements include offering opportunity for growth, relevant feedback, and recognition initiatives. Emotionally intelligent managers support their staff members and recognise their accomplishments, which helps them gain confidence and self-worth.



e. Realisation of Oneself

Self-actualisation, which is at the top of the hierarchy, means reaching one's full potential and doing meaningful creative work. This trait is demonstrated by the autonomous, innovative, and ever-learning culture found in companies such as Google (Tan, 2012). Supporters of self-actualisation encourage staff members to strive for both professional and personal development, which raises wellbeing and job satisfaction.
According to Maslow's hierarchy of requirements, leadership is essential to meeting these demands. Leaders with emotional intelligence are better able to identify the level of need that each employee is attempting to satisfy and modify their strategy accordingly (Goleman et al., 2013). For example:

A leader with a high level of empathy can identify emotional discomfort and help, attending to social and safety concerns.

Leaders that are self-aware can foster an environment that encourages self-worth and self-actualisation.
Leaders with strong social skills can create connections and teamwork, fulfilling belonging demands.

Organisations can improve wellness, engagement, and retention by matching leadership style to the psychological demands of their workforce (Grant, 2019). Google's leadership style, which emphasises trust, adaptability, and personal development, is a prime example of how meeting the hierarchical demands of employees fosters greater creativity and productivity.

Criticisms and Contemporary Relevance

Maslow's paradigm has been criticised for being inflexible and lacking empirical universality, despite its continued influence (Wahba and Bridwell, 1976). Not all employees go through the hierarchy in the same sequence, and needs may overlap depending on context and culture. However, when used flexibly, it continues to be a helpful framework for comprehending wellbeing and motivation.

Contemporary modifications incorporate psychological safety and emotional intelligence into the paradigm, acknowledging that emotional fulfilment, purpose, and belonging are just as important to wellbeing as satisfying material or physical demands (Ryff, 1989; Seligman, 2011).
In conclusion, Maslow's Hierarchy of Needs offers a useful starting point for comprehending worker wellbeing. Emotionally intelligent leadership enhances this by acknowledging, attending to, and meeting the various psychological requirements of staff members. Businesses that use this strategy, like Google, foster an environment where workers feel appreciated, inspired, and capable of reaching their full potential, which promotes long-term wellbeing and productivity.

The comprehensive condition of an employee's physical, mental, emotional, and social health at work is referred to as employee wellbeing (Danna and Griffin, 1999). According to Diener et al. (2018), it includes both the absence of disease and the existence of favourable experiences, experiences including work-life balance, engagement, purpose, and job satisfaction. Businesses are realising increasingly that employee well-being is a strategic component that affects retention, productivity, and motivation.

Promoting employee health is essential to sustaining innovation and creativity in today's cutthroat and high-pressure work environments, like those found in tech giants like Google. By fostering psychologically secure environments, demonstrating empathy, and identifying the needs of their staff, emotionally intelligent leadership plays a critical role in promoting wellbeing (Goleman, 1998).


The results show a strong correlation between Google employees' well-being and emotionally savvy leadership. The organization's culture places a high value on diversity, open communication, and psychological safety (Edmondson, 1999; Google re:Work, 2015). These components create an atmosphere where workers feel appreciated, valued, and supported conditions that are closely related to mental health and job happiness.
The most successful teams included leaders that fostered empathy and established safe spaces for taking risks, according to Google's internal studies, including Project Aristotle (Duhigg, 2016). Additionally, the notion that emotionally intelligent leadership fosters healthy emotional climates is supported by Google's emphasis on work-life balance, mental health support, and wellness initiatives (Kohll, 2018).
This link is also supported by empirical data. When it comes to employee welfare and satisfaction, Google routinely rates among the best employers. For example, Google received excellent marks for workplace satisfaction, management calibre, and trust in Fortune's 100 Best Companies to Work For (2024). These results support Carmeli's (2003) 
EI-based leadership actions enhance affective commitment and reduce stress.

4.4 The relationship between wellbeing and productivity 

Preventing Employee Burnout: The Contribution of Mindfulness to Stress Reduction
1. Being Aware of Employee Burnout
According to Maslach and Leiter (2016), burnout is a condition of extreme physical, mental, and emotional tiredness brought on by ongoing stress at work and unreasonable demands. It has three dimensions that define it:
Emotional exhaustion: feeling overwhelmed and incapable of handling things.
Depersonalisation is the process of becoming cynical or alienated from one's employment. Diminished self-accomplishment—a feeling of inefficiency and failure.

Reduced productivity, absenteeism, and turnover are all consequences of burnout for both workers and organisations (Schaufeli et al., 2009). Maintaining wellbeing and creativity at high-performance, fast-paced workplaces like Google, where innovation and constant output are required, requires effective burnout risk management.

2. Reasons for Workplace Burnout
Burnout is caused by a few occupational issues, according to research:
Unrealistic expectations and excessive workload (Bakker and Demerouti, 2007)
Insufficient command or independence over one's responsibilities (Maslach and Leiter, 2016)
Inadequate acknowledgement or compensation
Personal and organisational ideals are at odds. 
Weak leadership and a lack of social support
By identifying early indicators of stress, fostering open communication, and supporting work-life balance, emotionally intelligent leadership can reduce these dangers (Goleman, 1998). Empathetic and conscious leaders can recognise when workers are in danger and take proactive measures to protect them.

3. Organisational Techniques for Avoiding Burnout

A comprehensive, organisation-wide strategy that incorporates leadership, culture, and wellness programmes is needed to prevent employee burnout. Strategies that work include:

 a. Encouraging Work-Life Harmony
Employees are better able to balance their personal and professional obligations when they have flexible work schedules, remote working choices, and reasonable performance standards (Kossek et al., 2011). For instance, Google offers stress-reduction tools, wellness initiatives, and "20% time" for personal pursuits (Bock, 2015).

b. Improving Autonomy and Job Control
Giving workers the freedom to decide and direct their own job boosts motivation and lessens helplessness (Deci and Ryan, 2000). According to Edmondson (1999), emotionally intelligent leaders encourage their staff, have faith in them, and provide a psychologically safe environment for creativity.

c. Promoting Recognition and Social Support
Strong protective factors against burnout include positive relationships at work (Halbesleben, 2006). By using team building, feedback, and recognition techniques that satisfy workers' demands for respect and belonging, leaders can promote connection (Maslow, 1954).

d. Providing Emotional Intelligence Training to Leaders
Leaders who receive emotional intelligence training are better able to recognise emotional signs and react to employee stress with empathy. Emotional intelligence and mindfulness training are incorporated into Google's Search Inside Yourself programme to improve emotional regulation and resilience (Tan, 2012).
4. Mindfulness's Contribution to Stress Reduction

According to Kabat-Zinn (1994), mindfulness is the practice of remaining open and judgement-free while paying attention to the present. By enhancing attention, self-regulation, and resilience, it has been demonstrated to lessen stress, anxiety, and emotional weariness (Good et al., 2016).

Employees can handle emotional demands and develop coping mechanisms in the workplace with the support of mindfulness-based interventions like breathing techniques, meditation sessions, and reflective journaling. By reducing cortisol levels, enhancing focus, and cultivating a sense of calm, these behaviours improve wellbeing (Hülsheger et al., 2013).
Employees at Google are trained in self-awareness, empathy, and compassion through programmes like Search Inside Yourself, which integrate mindfulness into the company culture (Tan, 2012). Research demonstrates that practising mindfulness enhances leadership, teamwork, and emotional intelligence (Chaskalson and Hadley, 2015).

5. How Emotionally Intelligent Leadership Is Supported by Mindfulness

Mindfulness strengthens the fundamental skills of emotional intelligence (Goleman, 1998).
Self-awareness is the ability to identify stress and avoid emotional overload.
Self-regulation is the ability to act composedly under duress.
Empathy is the ability to comprehend the feelings of others.
Social skills: preserving cordial dialogue in the face of disagreement.
Leaders who practise mindfulness can lower their own stress levels, set an example of emotionally intelligent behaviour, and foster a culture that prioritises welfare. Mindful Leaders are more sensitive to the needs of their teams, more sympathetic, and better able to maintain motivation and output (Reb et al., 2015).



6. Summary

A proactive, emotionally astute approach to culture and leadership is necessary to prevent burnout. For both managers and staff, mindfulness is an effective strategy for lowering stress and boosting resilience. Incorporating mindfulness into daily routines and leadership training can help people manage stress, stay balanced, and create a more positive, productive work environment.

Google's experience shows that developing emotional intelligence and mindfulness combined not only prevents burnout but also fosters creativity, teamwork, and long-term success.

The data shows a continuous pattern linking Google employees' well-being to increased productivity. Innovation and performance have been sustained by the company's engagement-focused leadership strategy (Bock, 2015). Emotionally intelligent leaders increase team productivity by improving communication and motivation, according to research published in the Harvard Business Review (Grant, 2019).

Another factor that leads to quantifiable results is Google's psychological safety culture. In terms of creativity and problem-solving, teams with strong psychological safety do better than others (Edmondson, 1999; Google re:Work, 2015). According to quantitative statistics from Statista (2024), Google has a staff retention rate of over 90%, which is consistent with its leadership style and wellness programs. Additionally, the tech industry continues to have some of the highest productivity metrics, including revenue per employee (Forbes, 2023). 

These findings suggest that emotional intelligence not only enhances wellbeing but also fosters engagement, creativity, and resilience among workers, all of which contribute to sustainable productivity.

4.5 Application of Emotionally Intelligent Leadership at Google

The management style of Google serves as an example of how organisational structures and culture may incorporate emotional intelligence. The organisation teaches managers how to be emotionally intelligent by practicing empathy, active listening, and emotional regulation (Bock, 2015). Feedback tools that facilitate two-way contact, like Google Geist and an annual employee survey, provide staff members with confidence to voice their opinions and concerns in a secure manner. 

Underpinned by emotional intelligence, Google's leadership approach blends aspects of servant leadership (empathy and staff development) and transformational leadership (inspiration and motivation) (Bass and Riggio, 2006; George, 2003). Employee motivation to perform and develop is increased by this hybrid model's creation of a culture of trust and cooperation.
Nonetheless, some data points to difficulties. Although Google encourages wellbeing, researchers like Kohll (2018) point out that if not properly managed, the fast-paced, high-demand workplace can lead to burnout. The report emphasises the significance of ongoing assessment and striking a balance between performance standards and psychological health.

4.6 Discussion
The results provide compelling evidence that emotional intelligence in leadership is essential for improving worker productivity and well-being. Higher levels of engagement, trust, and creativity are linked to emotionally intelligent leadership practices, including empathy, communication, and support, as evidenced by Google. 

These findings support the frameworks developed by Goleman (1998) and Boyatzis (2018), demonstrating that emotionally intelligent leadership influences both behavioural (productivity) and affective (wellbeing) outcomes. Furthermore, Google's decision to incorporate emotional intelligence (EI) into leadership training is indicative of the company's increasing understanding of EI as a strategic organisational talent rather than just a personal characteristic.
Combining positivist and interpretivist ideas also improves comprehension because quantitative evidence backs quantifiable results like performance and retention, while qualitative data captures employees' perceptions of psychological safety and trust. A thorough grasp of the practical effects of emotionally intelligent leadership is offered by this dual viewpoint.

Arguments Against and Restrictions on Emotional Intelligence

Despite its widespread appreciation, some academics contend that EI lacks consistent measurement and conceptual clarity (Joseph and Newman, 2010). According to critics, extraversion and agreeableness are examples of established personality qualities that overlap with emotional intelligence (EI) (Landy, 2005). Others wonder if emotional intelligence (EI) is real intellect or just a collection of learnt behaviours.

4.7 Summary of Emotional Intelligence Leadership Style


In conclusion, the results show that Google's emotionally intelligent leadership style cultivates a workplace culture that places a high value on both productivity and well-being. Initiatives for employee engagement, communication techniques, and leadership development all use emotional intelligence. Research indicates that emotionally intelligent leadership fosters innovation, lowers stress levels, and increases employee happiness. But preserving this equilibrium necessitates constant focus on organisational demands and task management. 

The conclusion and suggestions, together with doable tactics for other firms to promote emotionally intelligent leadership and enhance worker productivity and well-being, will be covered in the upcoming chapter.



CHAPTER 5 Conclusion and recommendations

5.1 Introduction

This chapter wraps up the dissertation by providing an overview of the key findings and how they relate to the goals and purpose of the study. It also offers helpful suggestions for businesses looking to create emotionally intelligent leadership techniques that improve worker productivity and well-being. A review of the study's shortcomings and recommendations for additional research rounds up the chapter.
5.2 Summary of key findings
To create recommendations for other businesses, the goal of this study was to investigate how emotional intelligence (EI) in leadership affects worker productivity and well-being within Google's creative management framework. 

Several important discoveries were uncovered by the secondary data analysis:
Effective leadership requires emotional intelligence. 
Emotional intelligence (EI) principles are heavily reflected in Google's leadership practices, especially in the development of empathy, communication, and self-awareness (Goleman, 1998; Bock, 2015). Project Oxygen and Search Inside Yourself are two examples of initiatives that show how EI may be included in organisational culture and leadership development (Tan, 2012). 


The wellness of employees is improved by emotionally savvy leadership. 
Employees' mental health and job happiness are supported by Google's emphasis on psychological safety, inclusion, and work-life balance (Edmondson, 1999; Google re:Work, 2015). Stronger organisational commitment and reduced stress are two benefits of leaders who exhibit empathy and genuine communication.
Productivity and well-being are intimately linked. 
Research indicates that greater levels of engagement, innovation, and performance are strongly correlated with Google's high employee wellness and happiness (Fortune, 2024; Grant, 2019). By inspiring teams via empowerment and trust rather than control, emotionally intelligent leaders help to create long-term productivity.
The culture of the organisation acts as a mediator. 
Emotionally intelligent leadership approaches are supported by Google's creative, psychologically secure culture. High rates of creativity, retention, and productivity are maintained by this leadership-culture synergy (Duhigg, 2016). 


Maintaining equilibrium still presents difficulties. 
Google faces issues like workload constraints and burnout concerns despite its robust wellbeing measures (Kohll, 2018). These underscore the significance of consistently assessing emotional intelligence in leadership efficacy and guaranteeing that well-being is given equal weight with performance.

5.3 Conclusion
The results demonstrate that emotional intelligence in leadership greatly improves worker productivity and well-being. Google's model shows how leaders may foster motivating and innovative work cultures by exhibiting empathy, self-awareness, and effective emotional control. 

A thorough grasp of the subject was made possible by the dual philosophical lenses of positivism and interpretivism. While positivists allowed for the objective evaluation of productivity and engagement data, interpretivism provided insights into employee experiences and leadership behaviours.
Overall, this study finds that emotionally intelligent leadership is a strategic organisational talent that supports long-term economic success rather than only being a personal attribute. Businesses should anticipate increased organisational resilience, decreased staff turnover, and higher employee satisfaction when they invest in EI-focused leadership development.

5.4 Recommendations
The following suggestions are put out for organisations looking to cultivate emotionally intelligent leadership and improve workplace productivity and well-being, considering the findings: 

1. Put Emotion-Based Leadership Training into Practice 


The development of leaders' emotional intelligence competencies—self-awareness, empathy, social skills, and emotional regulation—should be the emphasis of organised training programs. One effective example of incorporating emotional intelligence and Google's Search Inside Yourself program (Tan, 2012) integrates mindfulness into professional growth (2012)..

2. Encourage psychological security. 

Leaders should create an atmosphere of trust and open communication where staff members may voice their thoughts and take chances without worrying about the repercussions. This encourages participation and inventiveness (Edmondson, 1999).
3. Include Emotional Intelligence in Hiring and Performance Evaluation 

Organisations should evaluate emotional intelligence in addition to technical expertise when hiring or promoting executives. Behaviour indicators of empathy, teamwork, and interpersonal success ought to be incorporated into performance reviews. 


4. Promote initiatives for wellbeing and work-life balance. 

Offering wellness initiatives, mental health services, and flexible work schedules improves job satisfaction and wards off burnout. These habits should be actively encouraged and modelled by emotionally savvy leaders.
5. Measure Productivity and Well-Being with Data 

To track success, businesses should routinely evaluate employee well-being using surveys and productivity indicators. Continuous improvement and accountability are guaranteed by a data-driven strategy (Saunders, Lewis, and Thornhill, 2019). 

6. Foster an Environment That Encourages Emotional Intelligence 

An inclusive, empathetic, and learning culture should support leadership behaviour. Frequent feedback platforms, like Google's Google Geist, support the preservation of openness and coordination between management and staff.

5.5 Restrictions and Upcoming Studies 

The study's dependence on secondary data limits the breadth of firsthand knowledge and in-the-moment observations. A more sophisticated picture of emotional intelligence in practice may be provided by primary research that involves surveys or interviews with leaders and staff.
Given the increasing popularity of digital work environments, future studies should also examine the impact of emotional intelligence in leadership on remote or hybrid teams. The uniqueness or industry transferability of Google's EI policies should be further confirmed by comparative research between tech companies.

5.6 Final Reflection

This dissertation shows that a key factor in determining employee happiness and organisational performance is emotionally aware of leadership. As demonstrated by Google's experience, fostering psychological safety, empathy, and communication not only helps workers but also fosters long-term creativity and productivity. It is both morally and strategically necessary for contemporary organisations to invest in the development of emotional intelligence. 


Organisations can create environments where workers flourish on all levels—emotionally, socially, and professionally—by implementing emotionally intelligent leadership techniques. This will provide long-lasting value for both people and performance.
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