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Abstract
[bookmark: _Hlk165664412]These three aspects link management, job satisfaction, and inspiring motivation are the central concerns of this study that seeks to unravel how emotional intelligence relates to good leadership. By using empirical data collected from a wide range of CEOs in various industries, we examined the predictive nature and correlations between emotional intelligence traits as well as leadership efficacy. Inspiring motivation, job satisfaction, and relationship management are the important aspects of building effective leadership traits as our research has shown. Our study revealed highly positive correlations between the Emotional Intelligence assessments and effective leadership. As shown in the regression analysis, leaders who score well on measures of emotional intelligence are also more effective at their positions. This study adds to what is already known about emotional intelligence leadership by giving hard data on the effects of three factors: Relationship management, job satisfaction, and motivational inspiration. By analyzing several emotional intelligence traits in combination, we offer a detailed understanding of the complex interplay between emotions and leadership outcomes. This work affects both theoretical and practical spheres. Two theoretical implications are a better understanding of the processes that underlie great leadership practices and an emphasis on emotional intelligence as one quality of good leaders. Our results have important management implications and can be of great benefit to organizations wanting to improve organizational performance and leadership effectiveness. These initiatives include providing an environment that encourages emotional intelligence in leadership, integrating emotional intelligence tests into the recruitment of leaders and even holding seminars about it. Emotional intelligence is valuable in predicting positive organizational outcomes and effective leadership behaviors as demonstrated by this study. Through the training of emotionally intelligent leaders and by creating an atmosphere that appreciates emotional intelligence in management, companies can achieve employee buy-in which leads to increased team productivity hence guaranteeing success even with all competition present today.
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1. [bookmark: _Toc165547748]Introduction
The need to recognize and successfully manage the emotional states of individuals is being increasingly recognized in the modern dynamic leadership environment (Alotaibi et al., 2020). This is a rising acknowledgment of the relevance of this. The significance of emotional intelligence in leadership has been extensively investigated because of the recognition by businesses of the influence that emotionally intelligent individuals can exert on the dynamics of teams, the decision-making processes, and the overall accomplishments of organizations (Alshammari et al., 2020). The capacity to recognize, interpret, and manage one's own emotions while concurrently exhibiting sensitivity towards the emotions of others has acquired substantial significance in discourses regarding the efficacy of leadership.
Leaders who have strong levels of emotional intelligence demonstrate expertise in sensing and exerting control over the emotions of those who are in their immediate proximity (Blaik Hourani et al., 2021). The dynamic relationship between feelings and the efficacy of leadership has a substantial influence on a variety of components of the workplace, such as the culture, the level of employee engagement, and the ability to persevere in the face of negative circumstances. As we get a deeper knowledge of the role that emotional intelligence plays in the context of leadership, it is becoming increasingly apparent that this intangible attribute has a massive impact on the landscape of leadership. Within this atmosphere, people can flourish, teams can achieve their goals, and organizations can transcend their aims.
[bookmark: _Toc165547749]1.1 Background of the study
Organizations are presented with a variety of challenges in the context of a global environment that is becoming increasingly dynamic. As a consequence of this, the relevance of emotional intelligence within the sphere of contemporary research on leadership has experienced a process of expansion. It has recently become known that there is a more sophisticated viewpoint on effective leadership, which emphasizes the significance of skilfully managing the complex terrain of human emotions (Miao et al., 2021). This perspective surpasses the traditional leadership paradigm, which primarily focuses on technical expertise and strategic acumen the phrase "emotional intelligence" was originally coined and the foundational work for the area was established in the early 1990s by psychologists Peter Salovey and John D. Mayer (Baba et al., 2021). The landmark work "Emotional Intelligence," written by Daniel Goleman, a psychologist and author, and released in 1995, had a vital influence in bringing attention to this notion in discussions about leadership. According to Goleman, the intelligence quotient (IQ) of a leader is not as important as the self-awareness, self-regulation, motivation, empathy, and social skills of a leader. Goleman believes that these qualities are even more important than average. Because of the rising acknowledgment within companies of the link between a leader's emotional intelligence and the accomplishment of organizational successes, several research endeavours have been launched to examine the various implications of emotional intelligence on leadership efficacy. These endeavours have been spurred by the fact that there is a correlation between the two. In the modern business environment, which is characterized by fierce rivalry and frequent change, it is very necessary to have a full understanding of the influence that emotional intelligence has on leadership behaviours and the repercussions that come from those behaviours (Mysirlaki & Paraskeva, 2020). To make a significant contribution to the growing body of knowledge, the major purpose of this research is to investigate the complex ways in which emotional intelligence influences leadership. This research intends to provide valuable insights that can be utilized to enhance leadership development programs and foster the growth of leaders who are more adept at navigating the complexities of contemporary organizational environments while prioritizing the needs and well-being of individuals. This research will accomplish these goals by conducting the aforementioned activities.
[bookmark: _Toc165547750]1.2 Problem statement
"The Impact of Emotional Intelligence in Leadership" sheds light on a notable knowledge deficiency about the elements that contribute to favourable outcomes in leadership, namely in the domains of Inspirational Motivation, Relationship Management, and Job Satisfaction. While the recognition of emotional intelligence in leadership has been extensively acknowledged, further research is required to gain a comprehensive understanding of the precise mechanisms underlying inspirational motivation and its influence on team performance (Lee, 2019). Additionally, there is a need to explore the intricate role of relationship management in shaping organizational culture, as well as to examine the direct effects of emotional intelligence on job satisfaction. To attain enduring success, organizations must address the deficiencies in their employees' leadership competencies, teamwork proficiencies, and general workplace well-being.
[bookmark: _Toc165547751]1.3 Research Aim
This study aims to find the impact of emotional leadership in an organization. This study aims to understand how emotional leadership affects business. Emotional leadership involves managing and expressing one's own emotions and recognizing and addressing coworkers' feelings. Our study aims to examine how emotional leadership affects teamwork, staff morale, decision-making, and organizational effectiveness. The study aims to illuminate emotional leadership's effects to improve leadership, company culture, and employee satisfaction and productivity. To assist leaders and organizations in succeeding through emotional intelligence, this study studies emotional leadership dynamics to find patterns, connections, and development opportunities.
[bookmark: _Toc165547752]1.4 Research Questions
The research purpose is to figure out the multi-dimensional way in which emotional intelligence contributes to the performance of leaders through the angle of motivational inspiration, interpersonal management, and job satisfaction. The study endeavours to dissect the connections between these prominent motivators, consisting of the concept of inspirational resources, which empower and excite people to pursue a single goal, and management skills, which include communication and trust dynamics. Furthermore, the research focuses on job satisfaction too, it reflects the level of contentment of an individual concerning the role that they are in as well as fulfilment in their position and relates this to the emotional intelligence of leaders. Through the detailed research which the research will undertake the study shall help unearth the complex way in which emotional intelligence and different leadership characteristics are intertwined creating an avenue for people to comprehend the intricate processes behind effective leadership practice.
[bookmark: _Toc165547753]1.5 Research objectives
· To identify the impact of Inspirational motivation on emotional intelligence leadership.
· To analyse the impact of Relationship management on emotional intelligence leadership.
· To observe the impact of Job satisfaction on emotional intelligence leadership.
[bookmark: _Toc165547754]1.6 Research Significance
Understanding the importance of emotional intelligence is of utmost importance for executives in contemporary work environments. This research makes a substantial contribution to the current body of knowledge in several aspects:
Enhancing Leadership Effectiveness: Research on emotional intelligence provides insights into how leaders can effectively utilize their emotional skills to enhance productivity in various domains, including decision-making, teamwork, and overall output (Khan et al, 2021)).
Improving Organizational Culture: The correlation between emotional intelligence and leadership is of considerable importance since leaders who grasp this relationship can effectively cultivate more nurturing organizational cultures inside their organizations (Görgens-Ekermans & Roux, 2021). Consequently, employees experience disengagement, demotivation, and dissatisfaction.
Informing Leadership Development Programs: The findings of this study have the potential to inform the development of customized educational programs that specifically target leadership skills (Freire & Bettencourt, 2020). When enterprises possess knowledge regarding the specific dimensions of emotional intelligence that have the greatest significance, they can allocate a greater number of resources toward fostering and developing those particular competencies within their prospective leaders.
Boosting Team Dynamics: The examination of the impacts of emotional intelligence has resulted in a more profound understanding of how leaders can cultivate dynamic teams by employing inspirational motivation and effective relationship management (Hajncl & Vučenović, 2020).
Addressing Workplace Satisfaction: This study extensively examines the correlation between emotional intelligence exhibited by leaders and job satisfaction, resulting in valuable suggestions for organizations aiming to cultivate work environments that enhance both employee well-being and performance (Hyseni Duraku & Hoxha, 2021).
Strategic Human Resource Management: To assure congruence with the emotional intelligence criteria essential for proficient leadership, the discoveries can be employed to direct human resource management strategies, recruiting processes, and talent cultivation practices within organizations (Khan et al, 2021).
Contributing to Academic Discourse: This work makes a valuable contribution to the scholarly discourse on leadership by offering nuanced insights into the complex relationship between emotional intelligence and leadership effectiveness, thus enhancing our comprehension of this subject matter.
The establishment of a leadership paradigm that is both emotionally intelligent and effective necessitates more than a mere comprehension of theory. This is precisely why research examining the impact of emotional intelligence in the workplace holds significant value for business leaders, human resources experts, and scholars.
[bookmark: _Toc165547755]1.7 Research Scope
The present study aims to examine the correlation between distinct elements of emotional intelligence and effective leadership to understand the impact of emotional intelligence on leadership. The scope of research is well-tailored according to the specified objectives, directing towards the investigation of the relationship between emotional intelligence, inspirational leadership, and job satisfaction dimensions. The research initiative will primarily focus on the following topics:
The study will set on to investigate the effect of inspirational motivation from emotional intelligence in leadership and secondly, how leaders of an emotionally intelligent nature inspire and motivate their teams towards better performance and outcomes by building collaboration and commitment among them. 
The study will deal with an investigation of the emotional intelligence of leadership and its correlation with relationship management. 
To understand how managing interpersonal dynamics plays out with leaders having high emotional intelligence and how they build trust in this process and develop a positive working environment. 
Through analyzing the relationship between job satisfaction and emotional intelligence leadership, the study seeks to delve further into how leaders with highly developed emotional intelligence create an environment that is both stimulating and fulfilling and thus contributes to the overall good of the organization. Viewed in light of the aim of this research, which is to appraise emotional intelligence and effective leadership, these objectives collectively and comprehensively reveal the broader dimensions of this linkage.
1.8 [bookmark: _Toc165547756]Research Rationale
With the coming age of emotional intelligence becoming an indispensable competence of leaders, the focus is now transposing this concept into the value base. Given that organizations must operate in complicated and rapidly changing contexts, leaders are expected to exercise positive emotional management to adapt to the rapidly changing circumstances (Baba, 2020).
Organizations working in unstable international markets experience different difficulties including the act of quick technology o two types of market dynamics and geopolitics uncertainty (Caraway, 2023). In such a setting role leaders will need the expertise to steer through the uncertainty, inspire their teams, and stimulate interactions among members of their team.
Emotional intelligence-based leadership traits have been applauded and recognized, however, it is a lackluster understanding of its vital influence on inspirational motivation, relationship management, job satisfaction, and so forth (Dunsborough et al, 2020). While emotional intelligence in this respect seems to have a noticeable effect on the said aspects, its exact mechanisms need to be analyzed more deeply.
Prior work provided the basis, particularly by delineating the basics concerning emotional intelligence and how they relate to leadership effectiveness. Even though the positive effect of emotional intelligence on leadership has been extensively studied, further research is needed to elaborate on the nuances behind the connection between emotional intelligence and leadership (Blaik Hourani et al, 2021).
The exploration of these relationships may play an invaluable position in the design of leadership development programs, shaping organizational culture, and creating a healthy working environment. Organizations can equally achieve this smart leadership by understanding how emotional intelligence impacts leadership efficacy (Alzoubi & Aziz, 2021). Thus, leaders are well-placed to face complicated challenges and stimulate organizational success.
[bookmark: _Toc165547757]1.9 Definition of terms
Emotional Intelligence (EI): Emotional intelligence entails the capacity of a person to understand, reason, and control his or her feelings and moods as well as those of other people. This concept infers being aware of own feelings and the supposition of those emotions of others as well as the idea that emotional information can be used to improve thinking and behaviour. Emotional intelligence depicts an individual's ability to recognize and understand their own and other people's emotions and to regulate their emotions. It can be well described as an umbrella term that incorporates the idea of emotional intelligence.
Inspirational Motivation: Inspirational motivation means an act or a style of leading or behaving that intensifies the positive emotions of other people towards the achievement of a certain goal or organization's vision. Leaders with inspirational motivation are equipped with the dexterity to express an absolute vision, make clear communication for the popularization of values to the team, and inspire their members with eagerness and devotion.
Relationship Management: The concept of relationship management is a term to depict people, who can leverage interpersonal connections, good relations, and ways to enhance their interactions with other people. In its essence, it is social interaction based on the capacity to communicate, empathy for the feelings of others, mediation between contradictory positions, collaboration, and trust. Leaders who thrive in relationship management are good at forming and nurturing good interpersonal relationships, developing teamwork strategies, and resolving complex social problems in a team or a whole organization.
Job Satisfaction: Happiness in a workplace is typically a steady and ever-present emotional state of a person. It shows those factors that have driven employees to look up or down to their jobs, such as their tasks, duties, relationships with co-workers, working conditions, salaries, and opportunities to develop or move on. The happiness of job satisfaction is reflected in the enthusiasm to work, increased engagement, and performance of various tasks.
Emotional Intelligence in Leadership: Leadership which humanizes intelligence most is mixed with identifying, reflecting, and controlling not your emotions and the emotions of others to run your organization effectively and influence others. Leaders with a high degree of emotional intelligence possess excellent managerial skills stemming from self-awareness, mood regulatory capacity, social awareness, also relationship management which make them very much able to encourage, motivate, and empower their team members and develop positive organizational culture as well as to attain the desired result.


2. [bookmark: _Toc157311250][bookmark: _Toc165547758]Literature review
[bookmark: _Toc157311251][bookmark: _Toc165547759]2.1 Emotional Intelligence in Leadership
The recognition of emotional intelligence as a crucial factor in effective leadership is gaining traction among corporations, as it is increasingly understood to impact the efficacy of leaders. Goleman's seminal work in 1995 established the groundwork for further research, wherein he delineated fundamental components such as self-awareness, self-regulation, social awareness, and relationship management. Emotional intelligence, which refers to the capacity to recognize, assess, and regulate both personal and interpersonal emotions, is often regarded as a crucial determinant of effective leadership (Al-Dhuhouri et al., 2021). Based on scholarly study, it has been found that individuals who possess a high level of emotional intelligence demonstrate enhanced capabilities in effectively managing the intricacies of the contemporary work environment, fostering positive relationships, and enhancing the overall dynamics within teams (Neupane, 2021). In situations where tasks are distributed among smaller groups, individuals who do not have official authority sometimes find themselves propelled into leadership roles. Leadership emergence is the term that has been used to describe this phenomenon (Gómez-Leal et al, 2022). Research conducted by Lubbadeh, (2020) discovered that leadership posts are filled based on demographics, personality traits, and cognitive quotient. 
[bookmark: _Toc165547760]2.1.1 An Emotional Intelligence in Diversified Leadership  
The diversity in leadership emergence that cannot be explained by these personal attributes is something that we suggest can be accounted for by emotional intelligence. There are a variety of characteristics that work well together, and emotionally intelligent individuals may be more inclined to take the lead in smaller groups than their less intellectual colleagues. This is because of the strengths that they possess. Moon, (2021) states that the first phase is a correct social appraisal of the situation. Goleman, (2021) states that individuals have the potential to gain a great deal of knowledge from their emotional responses. In the case of counterparties, for example, research (Görgens-Ekermans & Roux, 2021) indicates that counterparties utilize indications about a negotiator's determination and emotional outward displays to impact their conduct. Individuals who possess an important level of emotional intelligence can get significant insight into the mindsets, interests, and ambitions of others around them because they can recognize and discriminate between the feelings that other people are experiencing. It is expected that they will be able to persuade the other members of their group to recognize, comprehend, and fulfil their unconscious desires if they are self-aware in this manner (Al-Dhuhouri et al, 2020). According to Mysirlaki & Paraskeva, (2020), to persuade the other members of the group, they must define goals within which they can all agree and provide support. As a consequence of this influence, it ought to make it possible for persons who are more emotionally developed to assume leadership roles in relatively smaller groups. Because emotions affect cognitive processes such as risk tolerance and the efficiency with which information is processed (Abdullahi et al, 2020), there may be a relationship between emotional intelligence and the capacity to take control in smaller groups. 
[bookmark: _Toc165547761]2.1.2 An individual behavioural impact on diversified Leadership  
Individuals who are high in emotional intelligence can conduct in-depth analyses of data and make judgments that improve the output of the team. In addition to this, they are aware of the power that emotions possess and may employ them to generate ideas. Those individuals who are aware of the fact that they tend to become too optimistic while they are experiencing happiness, for example (Dunsborough et al, 2022), could decide to wait until they are emotionally stable before digesting any details concerning the group project. Because of this, individuals can create concepts that are superior and more beneficial. By offering constructive criticism and recommendations, an individual who possesses an elevated level of emotional intelligence may be able to influence the project that the group is working on and emerge as a potential leader. Another connection between emotional intelligence and group leadership is the association between emotional control abilities and emotional intelligence. One of how people may affect a group is by influencing the perspectives of their contemporaries on significant issues, the likes of which include attempts to bring about change (Alotaibi et al, 2020). It is possible to acquire emotional capacities through the process of learning by trial and error, at least to a reduced level (Chen & Guo, 2020). Emotionally intelligent individuals, according to this school of thought, have experimented with a variety of techniques for managing their feelings in the past, analysed how each one worked, and then perfected the techniques that proved to be the most successful. Once they have this information, they will be able to decide how to elicit the desired feelings (such as happiness or sorrow) from the other members of the group. Emotionally intelligent people tend to use strategies that are thought to be effective, such as recalling pleasant memories, and avoid strategies that are thought to be ineffective, such as avoiding problems (Hajncl & Vučenović, 2020). These findings lend credence to the claims that have been made. It is possible that those who are skilled at understanding and managing their feelings would also benefit from learning and utilizing these abilities. It is possible that they gained a significant amount of knowledge on the approaches and how to use them through the process of trial and error (Blaik Hourani et al, 2021). Therefore, it is reasonable to assume that leaders who are emotionally informed will have a considerable influence on the emotions of others who are in their immediate vicinity through the strategic use of suitable techniques. Considering the information presented above, we produced the hypothesis that there would be a favourable connection between emotional intelligence and the development of leadership skills. We predicted that each of the four individual talents that are included in Mayer and Abdullahi et al.'s (2020) model of emotional intelligence would have a favourable connection to the development of leadership.
[bookmark: _Toc157311252][bookmark: _Toc165547762]2.2 Impact of Emotional Intelligence on Leadership Effectiveness
Some surprising results have come from studying how emotional intelligence affects leadership. Kessi et al. (2022) discovered that mentally clever leaders get their teams to think outside the box. Motivating their teams and making the workplace a good place to be can help boost happiness and performance. A study by Mansel and Einion, (2019) found that emotional intelligence is especially important when making decisions. This study shows that leaders need to be emotionally intelligent to make business decisions that are both moral and useful.
[bookmark: _Toc165547763]2.2.1 Different Perspectives of Leadership
Western countries have known for a long time that emotional intelligence is a key part of good leadership and the success of organizations. To be emotionally intelligent, especially in business, you need to know what your fans think, feel, and think about you. This kind of knowledge is necessary for success. Leaders who have a good relationship with their employees are good at their jobs (Görgens-Ekermans & Roux, 2021). Gómez-Leal et al, (2022) conducted research in which they interviewed 188 chief executive officers from renowned Western companies. He discovered that self-awareness, self-control, motivation, empathy, and social ability were among the most significant characteristics of a good leader. Mysirlaki & Paraskeva, (2020), who conducted a literature study on the subject, asserted that emotional intelligence is more crucial for the performance of a leader than either cognitive or technical ability.
Studies that were conducted in Western cultures that are analogous to American circumstances suggest that individuals who score higher on measures of emotional intelligence may be more flexible and productive on the job (Fareed et al, 2021). It has been suggested by Chen & Guo, (2020) that certain individuals may be capable of making thoughtful decisions while being subjected to emotional impact. According to Rinfret et al, (2020), an emotionally intelligent leader can evaluate the positive and negative aspects of their own emotions and then effectively tackle both personal and organizational issues. Singh, (2021) discovered that the capacity of a leader to regulate their emotions was just as important as their drive when it comes to the process of producing ideas and making decisions.
[bookmark: _Toc165547764]2.2.2 Understanding the Role of Emotional Intelligence in Leadership Performance
Chishti et al, (2020) say there are a lot of arguments about whether a leader's emotional intelligence can tell the difference between average and deficient performance. This is happening because emotions are being talked about more and more in leadership books. A wide range of skills are included in the concept of emotional intelligence. These skills include self-awareness, perception, and communication of emotions; knowledge of and access to one's own and other people's emotional experiences; an article written by the ability to harness and direct emotions for adaptive behavior and cognitive processing; and control over one's emotional states as well as the emotional states of other people. "Emotional intelligence,"(Al-Dhuhouri et al, 2020). According to Supramaniam & Singaravelloo, (2021), emotional intelligence is the skill of recognizing and managing one's own and other people's feelings, as well as the skill of making choices and acting on those choices. Leaders need to be aware of and in charge of their feelings and a study by Miao et al, (2021) says that this skill helps leaders figure out how their people are feeling and tell the difference between real and fake feelings. In this way, a leader who possesses this quality will have an advantage over others. Mysirlaki & Paraskeva, (2020) make the argument that having elevated levels of emotional intelligence is essential for effective leadership and contributes to the overall performance of firms.
[bookmark: _Toc157311253][bookmark: _Toc165547765]2.3 Dimensions of Emotional Intelligence in Leadership
Goleman looked into emotional intelligence in leadership, which included managing relationships, in 2021. Good relationship managers can read and react to complicated interpersonal dynamics. They can also make real links with their teams and make the workplace a happy, productive place to be. Majeed and Jamshed (2021) found that good leaders inspire their teams to work together to reach a shared goal. It is important to think about how leaders can use emotional intelligence to make their companies better. The information you have already read is helpful, but there are still a lot of questions. Hu et al. (2023) say that more research should be done on the links between emotional intelligence skills, how well a company works, and job happiness. Not much global or cross-industry study has been done. Filling in these gaps could help us learn more about leadership and emotional intelligence and this will help with work-related tasks like teaching leaders.
[bookmark: _Toc157311254][bookmark: _Toc165547766]2.3.1 Self–awareness
Emotional intelligence affects how leaders do their jobs to be mentally smart, and they need to know themselves well. Emotional intelligence studies got better when Fianko et al, (2020) focused on self-awareness in leadership. A key part of having higher-level emotional intelligence, which is important for leadership, is being able to understand and deal with your feelings. Zurita-Ortega et al, (2020) say that self-aware leaders may be better able to control their feelings and deal with tough conditions. Knowing skills and flaws and how they affect other people is part of being self-aware (Lubbadeh, 2020). It is more than just naming basic feelings. CEOs who knew themselves better were more likely to use innovative leadership, which was good for business (Alshammari et al, 2020). Self-awareness is a key part of emotional intelligence and a key factor in being a good leader, according to researchers.
As a leader, knowing yourself changes not only how to deal with other people but also all the choices make. Miao et al, (2021) say that self-aware leaders may be better able to control their feelings and make decisions based on facts. A study by Görgens-Ekermans & Roux, (2021) found that people who can control themselves are better able to manage stress and stay cool. Aguilar Yuste, (2021) says that self-aware leadership makes it easier for people to talk to each other and work together because leaders are more aware of how their words and actions affect other people. This is especially true when it comes to partnerships. Self-awareness is constantly emphasized as a leadership trait in the study. Being self-aware affects how you deal with your emotions, make decisions, and connect with others.
[bookmark: _Toc157311255][bookmark: _Toc165547767]2.3.2 Self-Regulation
Self-control is an important part of emotional intelligence and is needed to be a good leader. Self-regulation, according to Linares et al, (2020), means being able to oversee your feelings, actions, and thoughts, the study further said that self-control is important for being a good boss. Schlaegel et al, (2022) say that leaders must be able to stay cool and make smart choices when they are under a lot of stress. The study of Baba et al, (2021) highlighted being a leader means being able to control your emotions in tough and risky scenarios. Self-control was found to be important for leadership by Hajncl & Vučenović, (2020) and the study found that mentally stable leaders did a better job and got more done for their businesses. Self-regulation has been shown over and over again to help leaders stay cool and make smart choices.
[bookmark: _Toc157311256][bookmark: _Toc165547768]2.3.3 Motivation
Motivation is a big part of emotional intelligence because it is what makes groups and leaders work well. According to Gómez-Leal et al, (2022), motivation is the power to seek and reach goals, even when things get hard constantly and continuously. When leaders inspire their teams, those people want them to do better, and they do. According to Stige-Skuskovnika, (2022), there is a strong connection between how motivated executives are and how well the company does. The poll also talked about how important highly driven leaders are for making the workplace exciting and goal oriented. Al-Dhuhouri et al, (2020) say that leaders who were inspired raised their mood and productivity by setting goals that were challenging but attainable and working hard to reach them. A study by Awwad et al, (2020) highlighted that leadership drive makes work settings that encourage innovative ideas, persistence, and long-term goals.
[bookmark: _Toc157311257][bookmark: _Toc165547769]2.3.4 Empathy
Empathy is a key part of emotional intelligence and is needed for good leadership (Abdullahi et al, 2020). A new study backs up this finding. Chen & Guo, (2020) say that empathy is "the ability to understand and relate to the feelings of another person." This is an especially important skill for having good relationships. Leaders with a lot of understanding can read how their employees are feeling, which makes the workplace nicer and helpful. Leaders who show empathy make teams work better, which makes employees more engaged and happier (Krén & Séllei, 2021). Blaik Hourani et al, (2021) say that compassionate leaders may change the way they lead to meet the emotional needs of both the group and the person. Leaders who care about their teams know the problems they face. A study by Stoller, (2021) highlighted that leaders who show empathy do a better job. It makes teams much more productive and happier because it encourages emotional intelligence and teamwork in the workplace.
Top of Form
[bookmark: _Toc157311258][bookmark: _Toc165547770]2.4 Transformational Leadership Theory in Emotional Intelligence
The Transformational Leadership Theory is widely recognized and extensively researched as the predominant framework in the realm of leadership and emotional intelligence. According to Görgens-Ekermans & Roux, (2021), it is posited that exceptional leaders surpass the act of transactional leadership and instead inspire their people to accomplish exceptional accomplishments. Transformational leaders are characterized by their idealistic influence, ability to inspire enthusiasm, capacity for intellectual stimulation, and commitment to personalized consideration. According to Gomez-Leal et al. (2022), one of the characteristics that allow transformational leaders to stand out from other types of leaders is their capacity to make more effective use of emotional abilities within the context of emotional intelligence. According to Bayighomog and Arasli (2022), one of the skills that is strongly related to inspirational leadership is the ability to encourage subordinates to work towards achieving a common goal. According to Fareed et al. (2021), leaders who demonstrate a genuine concern for the growth and happiness of their subordinates are exhibiting emotional intelligence, which is one of the characteristics connected with relationship management.
[bookmark: _Toc165547771]2.4.1 Traits of Emotional Intelligence Required for Transformational Leadership
According to the study of Khan et al, (2021), there is a favourable correlation between revolutionary leadership and emotional intelligence (EQ). According to the study by Moon, (2021) transformational leadership is seen to result in more favourable work conditions and better levels of employee satisfaction when it is practiced by leaders who possess an elevated level of emotional intelligence. Because of the striking similarities between the principles of transformational leadership and the transformative impact that leaders with high emotional intelligence exhibit, the aforementioned theory is extremely pertinent to comprehending the intricate relationships that exist between emotional intelligence and effective leadership in organizational contexts (Ntalakos et al, 2022). Even though there are several methods for assessing emotional intelligence (EQ), an increasing number of studies are focusing their attention on the relationship between EQ and transformational leadership. There is a lot of discussion going on right now about how important emotional intelligence is. According to Rajee et al, (2020), the trait of a competent leader that is considered to be the most significant is emotional intelligence. According to a growing corpus of theoretical research by Santa et al, (2023), there is a significant connection between emotional intelligence and transformational leadership.
[bookmark: _Toc165547772]2.4.2 The Role of Social Intelligence in Leadership Success
Optimism, self-confidence, self-awareness, self-control, empathy, and openness are all traits of emotional intelligence (EI) that are required for transformational leadership (Mona & Subagja, 2020). These characteristics are all necessary for the accomplishment of transformational leadership. Emotionally intelligent people have a stronger tendency to put the requirements of others ahead of their requirements. There is a strong correlation between leaders who are self-aware and a stronger sense of meaning and purpose in life. One must do two things to effectively manage emotions: one must support positive results, and one must win the trust of those who follow them. According to Diana & Sudarma, (2021), transformational leaders are required to build an emotional connection with their followers to be able to encourage and inspire their organisations' employees. It has been said by Mekpor & Dartey-Baah, (2020) that both emotional intelligence and transformational leadership are concerned with the upholding of professional and ethical standards in the workplace. About this aspect, there is a similarity between the two approaches. According to the study of Rajee et al, (2020), there is a connection between emotional intelligence and the three dimensions of transformative leadership. Idealized influence, extremely motivating inspiration, and personalized attention are some of the traits that you will find among these examples. Ntalakos et al, (2022) highlighted that emotionally competent leaders can maintain control of their feelings when communicating with other people. As a result of this, they can identify instances in which their followers require support and respond appropriately. It is necessary to possess a high level of social intelligence to be a successful leader. The capacity to perceive and regulate one's sentiments, motives, and actions, as well as those of other people (Moon, 2021).
[bookmark: _Toc157311259][bookmark: _Toc165547773]2.5 Relationship Management
Over the course of the past four decades, the leadership-management dichotomy has been the focus of five main theoretical frameworks that have been published in prestigious publications. According to Pellegrini et al, (2020), leaders and managers are quite different from one another in terms of their personalities, the way they were raised, and the perspectives they have on the world. The characteristics of stability, order, and efficiency are associated with managers, in contrast to the characteristics of leaders, who are known for their diversity, ingenuity, and adaptability. Furthermore, according to the study by Salazar-Rebaza et al, (2022), management and leadership are two independent processes that frequently complement one another and work together to influence the strategy of an organization. There have been parallels made between management and leadership from the point of view of process, function, and form (Alblooshi et al, 2021). Transactional leadership Chaithanapat et al, (2022) and reverse hierarchical leadership Nani & Safitri, (2021) are two other hierarchical approaches and both theories acknowledge that management is an essential component of the leadership position. 
[bookmark: _Toc165547774]2.5.1 Emotional Intelligence and Managing Relationships
Managing relationships, which is a big part of emotional intelligence, has an impact on the goals of leadership and organizations. The study of Dunsborough et al, (2022) highlighted that relationship management means getting to know people, keeping them as friends, helping them through tough social situations, and getting them to work together. Kaur & Hirudayaraj (2021) highlighted that leaders who are good at managing relationships have strong human relationships, effective communication skills, and the ability to produce new ways to solve problems. Alzoubi & Aziz, (2021) found that leaders who know how to build relationships can make teams that do great work. Oliver, (2020) says that communication and teamwork that are open may make employees happier and more engaged and these things help keep workers healthy at work. Even worse, good relationship management includes clients, partners, and other important people who are not on the near team. Baba, (2020) highlighted that leaders who are good at managing relationships make agreements that last. Leaders who can manage a lot of people and win over key partners may be able to deal with the organization's goals to be met. According to Cavaness et al, (2020) managing relationships is an important part of being a boss and relationship management affects the strategic goals of leaders, the way teams work together, and the culture of the company. The study of Black et al, (2023) highlighted CEOs who are good with people make the workplace more peaceful and cooperative, which boosts the company's success both inside and outside the company. Every viewpoint needs to be backed up by evidence, as will be demonstrated below.
[bookmark: _Toc157311260][bookmark: _Toc165547775]2.5.1 Bipolarity
In 1977, Zaleznik posed the question, "Are managers and leaders different?" Zaleznik's query was originally posed more than three decades ago. According to his point of view, the corporate world has institutionalized bureaucratic control through the problem-solving manager, who is different from a leader in many different ways (Zaleznik, 1977). The aims of administration are based on responses to events that have occurred in the past, whereas the purposes of leadership are focused on the future (Men et al, 2020). Because their job is both enabling and practical, managers are required to continually coordinate their efforts to achieve their goals. Leaders motivate their teams by establishing high standards and conveying those expectations through symbols and meanings that are meaningful to employees (Migdadi, 2021). Rather than interacting with others on a functional level, leaders are more emotionally intelligent and empathetic than they are functionally connected. Leaders aspire for societal transformation and personal mastery, whilst managers strive to maintain order. Leaders tend to be more ambitious than managers (Islam et al, 2021). The order and stability of the rational manager are inherently in conflict with one another when contrasted with the vision of the leader, which is characterized by disruption and change.
[bookmark: _Toc157311261][bookmark: _Toc165547776]2.5.2 Uni-Dimensionality (Leader = Manager)
According to Mintzberg's (1973) research on managerial work, the rational planner archetype does not fit the working day of a manager. This is the conclusion that can be drawn from the study. Interruptions, diversity, briefness, overload, and reactivity are some of the characteristics that define the manager's function, quite the opposite of what one might expect. The majority of decisions are made through political procedures, the majority of planning is done on the fly and is based on gut impressions, and spoken encounters are frequently brief. According to current research on leadership Chen et al, (2021) highlighted there is a need for a more in-depth investigation of the intricacies of contemporary leadership. There is a consensus across both schools of thinking that managers and leaders are confronted with a wide range of issues inside the environments of organizational structures (Migdadi, 2021). In the context of organizational structures that are constantly evolving, it can be challenging to differentiate between the responsibilities and actions of managers and those of individuals in leadership positions.
[bookmark: _Toc157311262][bookmark: _Toc165547777]2.5.3 Bi-Dimensionality
Several leadership researchers Salazar-Rebaza et al, (2022), are among those who most frequently endorse, either directly or indirectly, the viewpoint that management and leadership are distinct processes that frequently complement one another. From Pellegrini et al, (2020), it is clear that every single person is seen to be an essential component of the organization's expansion and upkeep. Even though one job could be complementary to the others, Ntalakos et al, (2022) contend that not every manager also functions in the capacity of a manager. This is consistent with what Mekpor & Dartey-Baah, (2020) assert, which is that management and leadership, which are currently distinct systematic duties, need to be integrated into one to foster the growth of corporations.
[bookmark: _Toc157311263][bookmark: _Toc165547778]2.5.4 Hierarchical: Management within Leadership
It has been suggested by Fayol (1916) and Kotter (2008) that theories of leadership that have been around for a long time include task-oriented behaviours as a significant component. Commanding, coordinating, controlling, planning, and arranging are all examples of activities that fall under this category. Behavioural theory is the foundational theory in this group (Bayighomog and Arasli, 2022), followed by participative theory (Alzoubi & Aziz, 2021), team theory (Kaur & Hirudayaraj, 2021), strategic theory (Krén & Séllei, 2021), and transformational theory (Awwad et al, 2020) in terms of decision-making and functional problem-solving. Behavioural theory was developed by Fleishman in 1953. If we accept these concepts at face value, we might be able to position management inside the larger leadership domain (Fleishman, 1953). The concept of operational leadership, which was proposed by Mitrović Veljković et al, (2020), the administrative leader in the complexity leadership theory, which was proposed by Lee et al, (2023), and the strategic management functions of executive leadership, which proposed by Linares et al, (2020) are all examples of theories that capture the idea that leaders need to be able to successfully implement their visions.
[bookmark: _Toc157311264][bookmark: _Toc165547779]2.5.5 Hierarchical: Leadership within Management
A clear connection exists between the following leadership ideas: strategic leadership (Finkelstein & Hambrick, 1996), consideration (Fleishman, 1953), sense-making (Baba et al, 2021), and integrity of character (Drucker, 1954). These concepts were developed by Finkelstein and Hambrick. Other notions that are related include forecasting the future (Fayol, 1916), fulfilling the motives of the members of the group (Barnard, 1968), and arranging the experience of the group from the perspective of Follett (2013).
[bookmark: _Toc157311265][bookmark: _Toc165547780]2.6 Job Satisfaction
The term "job satisfaction" refers to the pleasant or outstanding emotional state that an employee has because of thoroughly enjoying their job or work experience (Febrian & Sani, 2023). This phenomenon has been the subject of a significant amount of research. The degree of happiness or discontent that an employee has with their employment is impacted by the correlation that exists between the person's expectations and the results that they obtain when engaged in their work. According to a two-factor theory that was presented by Herzberg, Dung & Hai, (2020), dissatisfaction with one's job and contentment with one's job are two distinct phenomena that should not be assessed on the same continuum. It is common for individuals to describe external factors, such as concerns about cleanliness, as "dissatisfiers," whereas they prefer to name internal factors, such as intrinsic motivation, as "satisfiers." Zhou et al, (2021) developed an alternative model of satisfaction in the workplace. This theory was published in 1975. It is stated that employees are more likely to provide valuable feedback on the job that they do if they have ambitious goals for themselves, are aware of how they are performing, and accept responsibility for their actions. The research that was conducted by Mwesigwa et al, (2020) revealed a strong correlation between the features of leadership, the culture of the company, and the level of satisfaction one experiences in their employment. Several organizational behaviours, including warmth among coworkers, mutual trust, respect, and rapport between coworkers and superiors, have the potential to be highly predictive of the level of job satisfaction experienced by healthcare professionals. According to the findings of research conducted by Wong et al, (2020), some factors, such as leadership support, limited role conflict, and work engagement, have the potential to predict other factors, such as job commitment, job satisfaction, and intention to leave. Therefore, leadership is a component of the job that has an impact on the performance, behaviour, and well-being of employees in every aspect of the workplace.
[bookmark: _Toc165547781]2.6.1 Impact of organizational culture on job satisfaction
Studies on leadership and studies on organizational culture have both conducted extensive research on the subject of employee work satisfaction. The Hawthorne experiments, which took place between 1924 and 1932 at the turn of the century, are cited by Freire & Bettencourt, (2020) as proof that monetary incentives do not entirely explain employee behaviour and that attitude has a correlate with performance. These investigations were conducted around the turn of the century. According to Rivaldo (2021), the outcome of this was the birth of the human relations movement, which demonstrated that leaders ought to place a priority on the well-being of their employees while they are on the job. In the second piece of study, it was discovered that servant leadership, which places a focus on relational components such as developing community and task components such as setting targets, has the potential to boost organizational work satisfaction by fostering a more inclusive perspective of what constitutes successful job performance. According to Novitasari et al. (2020), workplaces that are open, collaborative, and communicative, as well as workplaces that value feedback and recognition, are more likely to have elevated levels of employee satisfaction, which in turn leads to increased corporate success. According to Febrian & Sani, (2023), the chief executive officer and the culture of the organization are said to participate in a dynamic interplay. A leader will invariably bring their own culture with them as they develop an organization that represents their ideas and values during the course of their leadership. Nevertheless, cultures are more likely to go through a period of change than they are to remain unchanged. As a consequence of this, it affects the behaviours and approaches of the leader and continues to develop (Dung & Hai, 2020). Therefore, it is possible to claim that the leader and their leadership approaches grow via the process of establishing the culture, even if the leader is primarily accountable for this responsibility.
[bookmark: _Toc157311266][bookmark: _Toc165547782]2.7 Inspirational Motivation
There is a correlation between the development of inspired motivation and the utilization of persuasive methods that are both effective and compelling. "This behaviour articulates the importance of leaders communicating high expectations to employees, inspiring and motivating them by providing meaning and challenge to the employees so that they can develop a shared vision in organizations," (Shafi et al, 2020). "This behaviour provides employees with the opportunity to develop a shared vision for the organization." The ability to combine personal and organizational goals in such a manner that achieving organizational goals becomes an alluring means of achieving personal goals is a trait that is possessed by managers who can inspire others. According to Salas-Vallina et al, (2020), inspirational motivation is a behaviour-based strategy that is used to encourage and inspire employees. It is described as the process of giving recipients a challenge and a common goal. Motivated and inspired to work, employees are motivated and inspired to work when their company provides them with a feeling of purpose and a sense of challenge. According to Hyseni Duraku & Hoxha, (2021), leaders can inspire their followers to be passionate, collaborative, and optimistic by creating a vision of a bright future and establishing lofty objectives that everyone should aspire to attain. This is the reason leaders can motivate their followers. When it comes to motivating people, one of the most important strategic components is making sure that the requirements of the organization are satisfied in conjunction with their own. As stated by Acquah et al. (2021), transformational leaders make it their mission to establish a culture that is characterized by dedication and collaboration. They do this by providing their employees with a distinct vision of the future and the purpose of the organization, and by motivating them to collaborate to achieve shared objectives. Inspiring motivation may be defined as "the act of expressing the vision with assurance and positivity, exhibiting vigour and passion to create an appealing and compelling vision" (Dai et al, 2022). This is one description of inspiring inspiration and according to Ochilova, (2020), transformational leaders should engage in conduct that serves as an example for their team members, including inspiring and encouraging them. The following are some instances of the kind of behaviour that falls under this category: encouraging members of the staff to collaborate, recounting the positive outcomes that have resulted from their efforts, calling attention to certain aims, and gently reflecting optimism and enthusiasm.
[bookmark: _Toc157311267][bookmark: _Toc165547783]2.8 Theoretical Explanation
[bookmark: _Toc157311268][bookmark: _Toc165547784]2.8.1 Social learning theory
Albert Bandura's social learning theory, which is covered under the heading "The Impact of Emotional Intelligence on Leadership," says that employees learn to control their feelings by watching how leaders do it. To do that, let us use Social Learning Theory to look at the case:
· Observation and Modeling: This is why people who follow leaders always respect them. People at work watch how the leadership team acts and feels. Emotionally intelligent leaders can keep their employees motivated, handle relationships well, and be happy at work. From what I have seen, being a boss takes emotional intelligence (Bakker et al, 2023).
· Reinforcement and Punishment: Depending on emotional intelligence may rise or fall and leaders with high emotional intelligence make the workplace more helpful, which makes people happier at work and improves their social skills (Li et al, 2020. Emotional intelligence and the ability to copy others can positive feedback improve both. Leaders who do not have emotional intelligence may unintentionally promote bad behaviour, which can hurt relationships and happiness at work.
· Imitation and Behavior Acquisition: Seeing people in charge teaches. If the boss is emotionally intelligent, the people on the team will want to be inspired and driven by them (Løvaas et al, 2020). A leader's emotional intelligence and ability to build strong relationships at work both improve when they are good at managing connections.
· Reciprocal Determinism: Bandura's theory of mutual determinism shows how people, their actions, and their surroundings are all linked (Meier et al, 2020). Emotionally intelligent leaders make the office a better place to be. Emotionally intelligent leaders get other people to be emotionally intelligent too. When teams work together, leaders and their teams both wins.
· Social Reinforcement: Emotional intelligence is improved by healthy interactions and links. A better social environment is made by leaders who can handle relationships and motivate their followers. A positive feedback loop is made when people can share and improve their emotional intelligence at work in a safe and supportive setting.
The Social Learning Theory says that people learn how to handle their emotions by watching and copying leaders. Leaders who are emotionally intelligent motivate their workers to be happy. Over time, this changes how you lead, how happy you are at work, and how you manage relationships.
2.9 Literature Gap Identification
Considerable progress has been made in comprehending the complex correlation between Emotional Intelligence and proficient leadership within the extant body of literature. However, there exists a notable dearth of scholarly investigations about the indirect ramifications of emotional intelligence competencies, such as the influence of inspiring leadership and interpersonal skills, on both job satisfaction and organizational productivity. Existing research has indicated the significance of emotional intelligence for leaders in a broad sense. However, limited attention has been given to identifying the specific attributes that are crucial for fostering a productive work environment on a global level and across many industries. This gap necessitates further inquiry into the correlation between emotional intelligence and leadership. Consequently, there is a need for studies to address this gap and offer valuable insights for the development of leadership training courses.
[bookmark: _Toc165547785]2.10 Research Rationale
In the contemporary dynamic and constantly evolving realm of business enterprises, the presence of executives possessing emotional intelligence is of paramount importance. Leaders who possess a comprehensive understanding of emotional dynamics can significantly enhance culture, teamwork, and productivity. Our study seeks to contribute to the academic discourse while addressing a practical requirement in the business realm, namely, the development of leaders who can effectively navigate intricate work environments while prioritizing the well-being and satisfaction of their people. The study paradigm employed in this research is positivism, which focuses on quantitative analysis. The objective of this study is to examine the impact of emotional intelligence on leadership within organizational settings. This will be achieved using survey questions and a deductive approach.
[bookmark: _Toc165547786]2.11 Summary of the literature review
The emotional intelligence literature review points out the specific connection between emotional intelligence and leadership effectiveness, highlighting the role of emotional intelligence in self-awareness, self-regulation, motivation, inspiring employees, and effective relationships. It highlights emotional intelligence as its active key component, being used to inspire motivation and influence organizational change. Another side that is accentuated is the ability of highly emotionally intelligent leaders to mobilize and inspire team members to work towards mutually set goals. The review additionally goes further through the theoretical frameworks of the Transformative Leadership Theory and the Social Learning Theory, to present how emotions are learned and reinforced at the workplace. Also, it delineates a lack of information presented in literature about secondhand impacts of emotional intelligence on employees’ satisfaction with their jobs and organizational productivity, which points out that this area of research still needs much exploration. For the most part, the review demonstrates that emotional intelligence is a critical competence of successful leaders and organizations and sets scholars the course for further research.
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[bookmark: _Toc165547787]3. Methodology
[bookmark: _Toc165547788]3.1 Research aim
This research sheds light on the role of charismatic leadership which is concerned with issues of organizational effectiveness such as teamwork, morale, and decisions, among others. The purpose of this is to enhance leadership, gain a better sense of culture within the company, and be able to provide opportunities for development by observing trends and getting possibilities for growth.
[bookmark: _Toc165547789]3.2 Research question
The current experiment will interview experienced leaders to explore how emotional intelligence impacts leadership effectiveness on a deeper level via motivational inspiration, interpersonal management, and job satisfaction. It looks at identifying links between these factors and gets a clear picture of how they support responsible leadership discipline.
[bookmark: _Toc165547790]3.3 Research objectives
· To identify the impact of Inspirational motivation on emotional intelligence leadership.
· To analyses the impact of Relationship management on emotional intelligence leadership.
· To observe the impact of Job satisfaction on emotional intelligence leadership.
3.4 Research Onion Framework
The research onion is not just a conceptual image but an actual structure that includes all the processes and layers that must be gone through by any research product. Saunders et al. (2007)'s model which combines layers of research methodology into one neat structure, is a tool that allows researchers to organize different components of research into phases. Tiers in my framework usually consist of assumptions of a philosophical nature, research techniques, strategies of research, time limits, techniques for gathering data, and methods of data analysis. The Multi-layered Research method, which is a multi-point and thorough structure, is utilized by researchers since the researcher model provides systematic and comprehensive academic issues and their solutions. Because of that, the researchers can feel secure that their investigation is well-structured, well-planned, and has the same goals. 
[bookmark: _Toc165547791]3.4.1 Reasons for Selection 
Researchers will deliberately select one specific approach they have worked out, which is to clarify their research goals, supplant the nature of the research questions by the research approach, and examine the resource availability. For instance, subjective experiences can be looked at if the research is on this field or perspective. In such cases, a qualitative method may be used in the research. Instead, if the research subscribes to causal connection creation and measurement of variable quantification, a quantitative method could be a better option. Having this said, the suitability of the research approach should be determined by the needs of the given study and the proper addressing of research questions. The research design of this investigation is informed by the Research Onion framework put forward by Saunders et al. (2018). According to Saunders et al. (2018), this comprehensive approach encompasses several elements such as philosophical underpinnings, research methodologies, strategies, temporal aspects, data collection techniques, and analytical frameworks, which collectively aid in efficiently navigating the research process.
[bookmark: _Toc165547792]3.5 Research Philosophy
The selected research philosophy for this study is interpretivism, a philosophical stance that posits the objectivity of the cosmos and its potential for scientific measurement and examination. Positivism prioritizes the utilization of qualitative techniques to generate data that can be subjected to statistical evaluation, hence facilitating the identification of patterns and linkages. The perspective aligns with the primary objective of the study, which is to employ qualitative metrics to evaluate the impact of emotional intelligence on leadership effectiveness.
Advantages and Disadvantages:
· Advantages: The research's adherence to positivism aligns with its mission of gathering and analysing data in an unbiased manner, employing quantitative methodologies to ensure a thorough identification and examination of patterns and connections through statistical analysis.
· Disadvantages: The potential inadequacy of interpretivism lies in its inability to incorporate subjective or qualitative distinctions, which could hinder its ability to offer the contextual perspectives essential for a thorough comprehension.
[bookmark: _Toc165547793]3.6 Research Approach
The research methodology followed in this study is inductive in nature, wherein the investigation commences with a reason that is derived from existing theories and subsequently subjected to empirical testing. The methodology employed in this study involves deriving explicit assumptions from established theories, namely those related to emotional intelligence and leadership. Subsequently, a qualitative research design is developed to empirically examine this study. The deductive approach facilitates the generalization of findings to a larger population, so enabling a more comprehensive understanding of the relationship between emotional intelligence (EQ) and leadership performance.
· Advantages: This study used an inductive approach to examine the established notions regarding the correlation between emotional intelligence and effective leadership. Such a methodological choice is deemed appropriate for this research endeavour.
· Disadvantages: Insufficient investigation of emerging phenomena may result from the presence of preconceived assumptions.
[bookmark: _Toc165547794]3.7 Research Strategy
The study applies qualitative methodology and aims at tracking down extremely specific insights about leaders' visions and assessments of emotional intelligence and leadership effectiveness. Through analysis of qualitative sources, the research seeks to embrace the depth and variety of leaders' stories, which enable for exploring the multiple dimensions in the leaders' stories.
[bookmark: _Toc165547795]3.8 Research Data Collection and Technique
Primary Study: The collection of primary data has been used by researchers to obtain information about organizational leaders. This approach facilitates the acquisition of primary experiential knowledge that is directly relevant to the objectives of the study.
Survey Questionnaire: In the process of collecting quantitative data, it is customary to utilize a survey questionnaire. The questionnaire was developed based on established scales and validated measures of emotional intelligence and leadership effectiveness. The utilization of this standardized instrument ensures the attainment of consistent data collection, a crucial need for conducting statistical analysis.


1. Research Strategy (Quantitative):
· Advantages: Quantitative approaches involve the systematic collection of numerical data in an organized manner, to conduct statistical analysis.
· Disadvantages: By neglecting to consider the qualitative dimensions of leadership and emotional intelligence, this method poses the potential danger of oversimplifying intricate circumstances.
2. Data Collection and Technique (Survey Questionnaire):
· Advantages: The utilization of standardized data collection processes, such as survey questionnaires, enables the application of statistical analysis and the identification of trends.
· Disadvantages: There is a potential for the presence of response bias, whereby the responses provided may tend superficial and lack contextual depth.
3.6 Sample and population
The sample size for this study would be around 100-120 respondents and the population for this study would be managers and chief executives for the organizations who play the role of a leader as well will be the targeted population of this study and the sampling method will be purposive sampling.
Secondary Study: The data collection is supervised through interviewing organizational leaders with a semi-structured approach method. This strategy facilitates participants to interact in a more personal manner which gives more room for questions, thinking, and recalling experiences as a way to expand the topic of emotional intelligence and leadership.
Thematic Analysis: Qualitative data will be collected using a structured thematic analysis, where we will systematically identify primary themes, patterns, and meanings from the data. This protocol allows the researcher to go into empirical areas and find concepts that will provide significant perceptions from the narratives of the respondents.
1. Research Strategy (Qualitative):
· Advantages: Qualitative approaches explain complex phenomena fully unlike quantitative analysis focuses on mere numerical values and thus gives detailed analyses and thorough intelligence about the experience of the participants.
· Disadvantages: The subjective quality of qualitative data could pose some threats to the scientific-ness and applicability of the findings, and this might just require the researchers to carefully consider the role of researcher bias and interpretation.
2. Data Collection and Technique (Interviews):
· Advantages: Interviews enable us to delve into the everyday imagery of participants in depth. This mode of data gathering is not only precise but also enriches the overall study.
· Disadvantages: Some may take refuge in the provisions of time and resources this process takes; also, potential biases can be a problem while trying to ensure that the data collected at every session remains consistent.
[bookmark: _Toc165547796]3.10 Statistical technique
The crux of this approach, however, is based on thematic analysis, which will be used to find patterns and meanings within the qualitative data. By using such a method, the analysis can take into consideration not only emotions but also participants' viewpoints about empathy and leadership skills development.
[bookmark: _Toc165547797]3.11 Pilot test
The data started with a pilot study intent on making the protocol review and ensuring the entire question was successfully answered. The pilot study will consist of conducting a limited number of interviews plus evaluating the feasibility and suitability of the participants to check whether the interviewee guide is ready to use.
Methodological Limitations:
1. Reliability:
· Limitation: In qualitative research, validation of the process used for the research is more critical than that of the collected data or the research itself. Techniques such as researcher reflexivity and inter-coder reliability will be in use in response to these, so we can make this study trustworthy and dependable.
2. Validity:
· Limitation: The degree of validity in qualitative research consists of the extent to which the research comprehensively registers the phenomenon in the focus of the study. To up the validity, methods of member checking, peer review, and triangulation will be used to confirm the findings and ensure the reliability and credibility of the research.

[bookmark: _Toc165547798]Chapter 4: Results
This research study examined the convergence of sentimental intelligence and leader effectiveness inside a work environment. The study is led through statistical analysis with reliability testing, regression, and correlation assessment; the study explores how emotional leadership shapes organizations. The study ascertains incentives related to motivation (attachment), interpersonal relationships, and job satisfaction as predictive factors associated with emotional intelligence in leadership, respectively. This paragraph implies the key points that the student has gotten out of the research, giving information regarding the reliability of measuring, demographic distribution, regression results, and the correlation between various variables. Demonstration of the relevance of these factors is significant for the study of leadership effectiveness and organizational outcomes.
[bookmark: _Toc165547799]4.1 Reliability
In the process of assessing the scale reliability of various scales concerning emotional intelligence constructs, Cronbach's Alpha figures were obtained as values related to each scale. Regarding the Inspirational Motivation scale, Cronbach's Alpha value of 0.719 represented a satisfactory level of interiority consistency, which means that the three parts that are composed of this construct provide reliable measures of emotional intelligence. On the same note, for Test-Retest Reliability the internal consistency exhibited a high degree, and Cronbach's Alpha of 0.814 sealed the reliability issue at hand. Interestingly, correlation analysis revealed that the Job Satisfaction scale also demonstrated reasonable levels of internal consistency with a Cronbach's Alpha value of 0.718. The last thing determined was emotional intelligence in leadership, and Cronbach's Alpha after creation the scale is medium, which is 0.722. These results thereby ascertained the scales suited for the interviews as valid platforms for measuring the elements of emotional intelligence associated with effective leaders.

Table 1-Reliability value
	Reliability Statistics

	Variables
	Cronbach's Alpha
	N of Items

	Inspirational Motivational
	.719
	3

	Relationship Management
	.814
	3

	Job Satisfaction-reliability
	.718
	3

	Emotional Intelligence in Leadership
	.722
	5



[bookmark: _Toc165547800]4.2 Demographics overview of the study

Demographics of the Study: For example, the focus can be on an overview of the market structure, outlining key market characteristics and players, and discussing market drivers and risks. In a study conducted by interviewing a sample of 100 people from a variety of organizations who could be potential candidates for exploring the link between emotional intelligence (EI) and effective leadership (EL), I saw the participant selection being a paramount issue.
Gender Distribution: The table in the discussion of Emotional intelligence and leadership outlines the gender distribution among participants. Data show that there are 61.6% of men among the total participants and their female counterpart’s amount to only 38.4%. According to the distribution, it would seem that by gender the research enrolled more males than females. To study the possibility of gender differences in emotional intelligence and leadership traits, one must have a clear picture of the distribution between men and women. The Possibility that genders plays a part in emotional intelligence and leadership effectiveness, sets up an understanding of the results reported by the study.
Age Range: The age demographics of the study are shown in Table 2 below, which then explains a detailed distribution of participant ages. The sample is mostly comprised of people in the age range between 25 and 34 years, representing half of those who took part in the questionnaire. The next age group between 18 and 24 years is responsible for the other percentage of about thirty-two-point one percent. 3. The percentage of the under-eighteen population is at 0.8, over age45 stands at 5, and for ages between 36 to 49 years old, it goes up by a further value of around. The distribution becomes increasingly narrow as one advances towards older age groups. Researchers need to have a solid understanding of the age distribution of persons to take into consideration any changes in leadership behavior and emotional intelligence that may be related to aged individuals. Furthermore, it assists in evaluating whether the association between emotional intelligence and leadership effectiveness is consistent across age groups and, if it is, what the patterns are that characterize this correlation.
Occupational Background: This study had a wide spectrum of occupational settings represented amongst the participants, like management roles, followed by executive positions, and led teams. Such a variety of professional backgrounds makes possible the fact that such a team would comprise individuals with different accounts to give on challenges they had to surpass in their leadership positions and finally contribute to the formation of a comprehensive perspective on the impact of emotional intelligence on leadership effectiveness.

Educational Qualifications: Besides their educational qualifications, the applicants were MBAs and management certification holders with leadership skills and undergraduates as well. The diversity of educational preparation improves the quality of the study as it provides perspectives of people who have various levels of education and who also have distinct tracks for their profession with leadership roles in the organization.
Industry Representation: This program attracted individuals from various sectors, such as healthcare, technology, finance, and education. This diversity of industries that the study covers will enable the exploration of the extent of the validity of the concepts presented of emotional intelligence across positions, sectors, and organizations, and the search for universal leadership obstacles and solutions for success.
The sample that was reviewed in the study shows us a broad picture of the ability to put emotional intelligence as an evident factor in leadership. The study intends to include different people's ideas, experiences, and views as sources of knowledge to give the researchers the ability to clearly understand the impact of emotional intelligence in developing leadership effectiveness and organizational performance in multiple contexts and situations.
[bookmark: _Toc165547801]4.4 Thematic Analysis
The thematic analysis is a qualitative research technique that intends to uncover the main patterns appearing over again in the studied set of content. Researchers discriminate this information to reveal overall similarities/differences and they make sense of the things by coding them into specific categories or ideas. These codes are then clustered into higher levels to get the big picture of what is the most prominent theme in the set of data. The findings' final presentation involves the researchers outlining each theme with quotes or examples drawn from data. They will further discuss the significance of these themes for theory/practice and research. The summary must be short, clear, and well-grounded, having data as a reference. Therefore, readers can focus on the study´s findings and not get multi-directional information.
Theme 1: Inspirational Motivation and Emotional Intelligence Leadership
Positive motivation is the driving force of emotional intelligence perception because this encourages people to do the things they want and those that can help them succeed as individuals and as a group. In the opinion of Mansel & Einion, (2019), top managers who demonstrate the communication of their grand expectations to employees and translate it to the elements of the work environment become highly successful in the growth of emotional intelligences among the team members. These means of behavior would create a sense of meaning and direction by the employees and the vision for the organization is also a shared factor. Additionally, Neupane, (2021) indicates that leaders who stimulate their followers by creating a vision of a better tomorrow and assigning inspirational ambitious targets increase collaborations, commitments, and a sense of optimism. Hence, by directing individuals to some specific future vision and getting their support, leaders not only encourage their team but also ensure that emotional intelligence is one of the main leadership skills. One of the respondents said,
“Leadership movement sways the emotional quotient in leadership greatly. The skill of a manager in helping form self-motivated teams lays a foundation for an empowering and involving environment that inspires. Implementing high standards of prediction and bonding schedules helps achieve the connection among team members, which increases both leadership proficiency and emotional intelligence.”
Such interplay between inspirational motivation and emotional intelligence in leadership which is in line with the research findings of Dai et al (2022) simply defines motivational inspiration as characterized by the positioning of vision positively and the expression with assurance. The positive emotions and vigor in the leader build passion and enthusiasm in the workforce creating a compelling vision. Well-connected leaders who are role models for their team give an indication for team members to collaborate, look optimistically, and, finally, spread excitement among the whole workforces. In the topical lecture of Lee et al, (2023), the idea of ‘action-inspiring’ and ‘team-coordinating’ is conveyed when the leaders follow a positive model of behavior. Leaders should be positive when engaging their followers and encourage them to maximize collaborations and collective results. These inferences reveal the great implication of great motivation on work groups' emotional intelligence, suggesting the fact that the practice of effective leadership will have to be a priority for emotional intelligence to prevail in teamwork.
Theme 2: Relationship Management and Emotional Intelligence Leadership
Relationship management and emotional intelligence co-exist and what roles they play in leadership. Productive leaders comprehend the distinctness of creating a good relationship or team spirit. The process of developing these factors as leaders; namely, trust, solid communication, and teamwork creates a climate where emotional intelligence can thrive. A study by Majeed & Jamshed, (2021) refers to leaders as those who should be able to lead their followers to believe in changing the environment into a bright future by using noble goals and objectives. Here the focal point is rather the degree to which emotional intelligence relates to the leadership of relationship management in creating a dynamic team environment. During the interview one of the respondents said,
“I do firmly maintain that everything in leadership does start from establishing and subsequently managing the relationships among members of a team. In my view, as a leader, the lines have always been to make some open communication, build trust with members of the team, and encourage cooperation within them. My fellow researchers and I have seen evidence that leaders with high personal IQ care about the well-being and individual growth of each person in the group and that this can contribute to success.”
In addition, Ntalakos et al, (2022) report the leader's ability to inspire team working and collaborating skills by having appropriate relationship-building abilities. They are considered leaders who are available to include social and collaborative activities and are likely to be more powerful in building relationships and curving emotional intelligence among their teams. This theme is complemented by the fact that those leaders who are professional are more likely to be experts in relationship management and are emotionally intelligent as well with the assistance of which they will lead their teams towards a common goal.
Theme 3: Job Satisfaction and Emotional Intelligence Leadership: 
Emotionally intelligent leaders can be both satisfied and at the same time effective. It goes ahead to explain how individuals who choose to practice some of the traits that were identified as the desirable qualities and attributes of a leader tend to produce a higher level of emotional intelligence as a key element of their leadership behaviors. Research findings of Purwanto, (2020) have proved that satisfaction in work correlates highly with emotional intelligence ability. Emotional leaders are more effective in fostering a conducive working atmosphere and meeting the needs of the employees (Oliver, 2020). Leaders with the priority of employee happiness fill this role as understand that employee morale and engagement impact the organizational goals leading to a higher emotional intelligence in the leader’s behavior. One of the respondents said,
“From the point of view of meanings of leadership, job satisfaction is a key factor in leadership. However, if workers find joy in their roles, that creates more engagement and overall productivity across the team. Paying more attention to the participant’s experience of positive cooperation is what brings up an environment of support and thereby a better relationship and better team performance.”
It has been established that a happy workforce is a productive one and the level of employee satisfaction is a strategic leadership component (Rivaldo, 2021). Discovering the magic wand that could bring job satisfaction to leaders is often challenging. Leads who place value on job satisfaction are more likely to display the traits of emotional intelligence: empathy, understanding, as well as good communication. In that way, leaders can stimulate an environment in which their teammates’ job satisfaction is the top priority (Schlaegel et al, 2022). This may contribute to the growth of trust and loyalty among the team members and the level of emotional intelligence of these leaders, which expands their leadership ability. The designer of this inference also brings out how important it is for leaders to master the art of emotional intelligence with the help of job satisfaction. This theme also emphasizes the need for leaders to take care of the work environment of their teams by giving a positive and collaborating with the team.
[bookmark: _Toc165547802]4.5 Findings of the results
Based on these findings, it would indicate that leaders who possess a high degree of emotional intelligence are more likely to have high levels of job satisfaction, the ability to motivate others, and the capacity to effectively manage relationships. Based on the findings of this study, it can be concluded that emotional intelligence and other associated skills are essential for successful leadership and the implementation of organizational objectives.
[bookmark: _Toc165547803]Chapter 5: Discussion
Besides providing a better understanding of the interdependence between emotional intelligence and productive leadership, research findings reveal substantial contributions from some element’s Emotional intelligence like motivational speaking job satisfaction, and relationship management. The study has established considerable positive correlations between emotional intelligence in leadership and its predictor factors; individuals with a higher level of emotional quotients are more likely to have better relationship management skills, inspiring motivation as well as high levels of job satisfaction. Moreover, the results of regression indicated that these components of emotional intelligence did have a significant impact on leadership success. The most significant aspects that defined leadership effectiveness were the capacity to oversee relationships, the ability to motivate others, and satisfaction with work environments. These findings then show that emotional intelligence is a major factor in the development of effective leadership practices and profitable business entities. Every single one of the previous studies that have been conducted about leadership and emotional intelligence has arrived at the same conclusion: The emotional intelligence of a leader stands out as the only most important aspect that determines how they perform in their professional roles. Emotionally intelligent executives are more capable of dealing with intricate relationships, inspiring their teams, and creating positive environments for work. These results provide empirical support for the exact emotional intelligence dimensions that are essential to good leadership. This study provides solid evidence from regression coefficients and correlations that tie emotional intelligence to leadership performance, thereby contributing to the existing knowledge base in this area and this is done by showing the data that demonstrate a correlation between variables.
Different studies (Al-Dhuhouri et al, 2021; Fareed et al, 2021) found emotional intelligence is one of the most important attributes which contributes to effective leadership and its impact on businesses. Emotional intelligence has three qualities that are effective predictors of leadership effectiveness; the ability to inspire motivation, relationship management skills, and work satisfaction. The results have significant implications for the firms that try to create and sustain great leaders. Leadership can encourage collaboration, morale, and productivity if it can identify the skills related to emotional intelligence (Görgens-Ekermans & Roux, 2021). Research in this area may broaden to explore how different aspects of emotional intelligence influence the effectiveness of leadership in various types of firms.
Focusing on the research of this study, which is aimed at finding a complicated connection between emotional intelligence and efficient leadership, it should be noted that in the process of investigation, several aspects were considered as important among them – relationships management; work satisfaction; inspiration motivation. Moreover, the study of Hu et al, (2023) shows that emotional intelligence skills are strongly predictive of effective leadership and such qualities are closely related to an effective leader. Successful leaders are probably high on emotional intelligence, which manifests itself in their ability to motivate followers, maintain healthy relationships, and focus on the needs of team members (Kessi et al, 2022). The findings of the study of Lee, (2019) have brought to light the fact that emotional intelligence is relevant in determining how leaders behave and which organizations succeed. The results of this study are consistent with other studies that have shown that emotional intelligence is an important element in fostering effective leadership behaviors. As noted in the results of this study, a high level of emotional intelligence is associated with better working conditions, better employee engagement, and overall performance. The study of Miao et al, (2021) has shown, there are significant positive correlations between emotional intelligence and successful leadership that correspond to what was found in another research. The findings of Neupane (2021) also add to the current result of this study in terms of empirical data regarding the specific effects that relationship management, work satisfaction, and inspiring motivation have on emotional intelligence among leaders. Therefore, this study has a deeper understanding of the dynamics that go into effective leadership. On the contrary, the study of Alotaibi et al, (2020) has focused on certain aspects of emotional intelligence or ignored their importance and this study shows how broad is EI about leadership success. Simultaneously analyzing numerous EI features can provide a comprehensive picture of the complex link between EI and leadership outcomes (Alzoubi & Aziz, 2021). The study of Bakker et al, (2023) concentrates on other aspects of emotional intelligence and their associations with successful leadership. Furthermore, treatments and approaches that focus on enhancing the emotional intelligence of leaders to advance organizations can also be studied.
[bookmark: _Toc165547804]5.1 Inspirational Motivation on Emotional Intelligence Leadership
To be a leader with emotional intelligence, one must be able to inspire and encourage people to collaborate with them to achieve a common objective engagingly. The study of Black Hourani et al, (2021) has shed light on the relevance of inspiring members of a team to be enthusiastic, devoted, and creative, as well as the role that inspired motivation plays in the process of effective leadership. The ability of leaders to bring about good change within their organizations and unite their followers around a shared goal is one of the reasons why people look forward to leaders who have elevated levels of inspiring motivation. It is still a topic of this study and analysis to determine the implications that motivating inspiration has on emotional intelligence leadership, as well as its linkages to other aspects of emotional intelligence (Chen & Guo, 2020).
The focus of this study investigated the relationship between emotionally intelligent leadership and the ability to motivate others, as well as other critical emotional intelligence aspects like interpersonal relationship management and satisfaction in performing one’s job. As revealed by the study of Dunsborough et al, (2021) a strong positive relationship is observed between emotional intelligence in leadership and motivation. This can be found that leaders who are initiative-taking to inspire their followers, also tend to possess an important level of psychological brightness. The results of this study corroborate other research works which found that inspiring motivation was a crucial factor in the creation of good leadership behaviours and positive working conditions. Moreover, the results of our study showed that controlling others to reach a common goal is highly predictive of emotionally intelligent leadership performance. This implies that emotional intelligence is an important aspect of this domain.
The findings of this study show that inspirational motivation makes a unique and notable contribution to emotional intelligence leadership while the majority of previous studies may have focused on other aspects of such component. Although previous studies have recognized the importance of inspirational motivation, our results seem to indicate that these effects are not identical to other dimensions of emotional intelligence leadership such as relational management or job satisfaction. This not only promotes a subtler analysis of the role that inspiring motivation performs in effective leadership but also brings to light this factor’s importance for contemporary organizational situations.
[bookmark: _Toc165547805]5.2 Relationship Management on Emotional Intelligence Leadership
Emotionally intelligent leaders naturally possess relationship management abilities as a key characteristic. The study of Dung & Hai, (2020) found such talents include the ability to bond with people and keep those connections for a long time. Much attention has been devoted in the past to relationship management and its function for trust, cooperation, as well as employee engagement. This is because relationship management forms an integral part of good leadership and the traits that are common to relationship-managing leaders include the capacity for understanding others, conflict resolution skills, and creating a work environment. The study of Follett, (2013) emphasized more research and analysis must be done on the specific effects of relationship management on emotional intelligence (EQ) leadership as well as its interplay with other EQ attributes.
In addition to other important characteristics, such as the ability to support others and achieve one’s own work goals, our study aimed at determining how emotional intelligence in leadership relates to relation management. The results found a strong positive relationship between emotional intelligence and the management of relationships. The study by Freire & Bettencourt, (2020) showed that emotionally intelligent leaders have better relationship management skills because of emotional intelligence. The results are in line with the study of Goleman, (2021) that has shown the importance of relationship management as far as making good leaders and producing positive outcomes for organizations is concerned. Additionally, the study by Kaur & Hirudayaraj, (2021) found the predictive potential of relationship management to explain the variance in leadership emotional intelligence, as well as the major influence that it has on the efficacy of leadership.
This finding of this research, in contrast to the study of Linares et al, (2020) that has concentrated on other components of emotional intelligence or minimized its significance, emphasizes the unique and significant role that relationship management plays in emotional intelligence leadership. The findings of the study of Lubbadeh, (2020) differentiate relationship management from other aspects of emotional intelligence, such as inspiring followers and work happiness, and illustrate the unique influence that it has on emotional intelligence leadership. This is even though previous research (Men et al, 2020; Moon, 2021) has acknowledged the value of relationship management and through shedding light on the significance of relationship management in current organizational contexts, this nuanced perspective contributes to this growing awareness of the function that relationship management plays in effective leadership.
[bookmark: _Toc165547806]5.3 Job Satisfaction on Emotional Intelligence Leadership
The degree to which an individual feels content and fulfilled in their work environment is a significant indicator of emotional intelligence in leadership (Ochilova, 2020). Job satisfaction is an essential measure of emotional intelligence in leadership and the study by Purwanto, (2020) found that a happy workplace has a favorable impact on the efficacy of leadership, the morale of employees, the motivation of workers, and the productivity of workers. Leaders can cultivate a pleasant work environment, increase employee engagement, and achieve higher levels of success and performance if they place a high priority on and support the happiness of their employees in the workplace. The study of Salas-Vallina et al, (2020) has also been analyzed and conducted to investigate the precise relationship that exists between emotionally intelligent leadership and work happiness, as well as how these two attributes interact with one another.
Besides exploring other crucial aspects of emotional intelligence, including people’s motivation and relationship management, this study has developed to understand how employees` satisfaction with work relates to EI leadership. The study of Singh, (2021) has revealed a positive significant relationship between emotional intelligence leadership and work satisfaction. Considering this, it has been found that leaders who can make their fellow workers at work happy are also usually emotionally intelligent. This study by Pellegrini et al, (2020) is consistent with the findings of this study that proved satisfied workers tend to adopt effective leadership practices and benefit their organizations. As another result of the study Mwesigwa et al, (2020) found that work satisfaction as a determinant of emotional intelligence leadership variance has an appreciable effect on the effectiveness of leadership.
The study of Mona & Subagja, (2020) focused on other elements of emotional intelligence or discount the value it has in terms of leadership effectiveness, but rather brings out its distinctive and irreplaceable role in emotional intelligence-based leadership. The findings of Mwesigwa et al, (2020) show that job satisfaction is one of the major determinants of emotional intelligence leadership. This is so despite other aspects of emotional intelligence, including relationship management and inspiring inspiration that have been found with subtle stances, emphasizing the importance of work satisfaction in contemporary organizational settings provides a more elaborate view on how it contributes to leadership efficacy (Moon, 2021).
[bookmark: _Toc165547807]5.4 Conclusion 
This study has concluded that there is a strong correlation between emotional intelligence and leading others effectively. As the results of this study show, such particular areas as inspiring motivation, relationship management, and job satisfaction have been investigated. We found empirical evidence that some emotional intelligence qualities have a high relationship with the effectiveness of leadership, and the significance of their predictive value. It is leaders who are successful that have a high level of emotional intelligence which could be reflected in their ability to inspire followers, retain good relationships, and meet the needs of team members.
Giving empirical evidence of how successful emotional intelligence leadership is impacted by aspects like relationship management, work satisfaction, and inspirational motivation, our findings contribute to the current body of research by giving evidence of how these factors manifest themselves. This study’s analysis highlights the unique contribution that these aspects of emotional intelligence make to the efficacy of leadership, even though previous research has highlighted the significance of emotional intelligence in motivating successful leadership practices. This study has offered a detailed examination of the intricate relationship between emotional intelligence and leadership outcomes by simultaneously analysing a large number of attributes.
There are implications for both theory and practice that can be drawn from this work. The theoretical understanding of the processes that underlie good leadership behaviours will be expanded, and the significance of emotional intelligence in effective leadership will be brought to the forefront. When it comes to management, our results have a lot of implications for businesses that want to improve the efficiency of their leadership and the success of their organizations. The establishment of training programs for emotional intelligence, the incorporation of evaluations of emotional intelligence into the selection and advancement of leaders, and the creation of an organizational culture that values and promotes emotional intelligence in leadership are some of the measures that are included in this category.
As this research draws to a conclusion, it would want to highlight the significance of emotional intelligence in predicting productive leadership actions and excellent organizational consequences. In today's highly competitive business environment, organizations have the potential to increase employee engagement, boost team performance, and expand sustainably if they allocate resources to the cultivation of emotionally intelligent leaders and promote a culture that acknowledges the significance of emotional intelligence in leadership. It is necessary to do more study to have a deeper comprehension of how other characteristics of emotional intelligence influence the efficacy of leadership in a variety of organizational settings.
[bookmark: _Toc165547808]5.5 Recommendation
The findings of the study serve as the basis for several suggestions that are intended to improve the effectiveness of leadership and the efficiency of organizations:
Emotional Intelligence Training: One of the most important objectives of the training programs that any organization should strive to achieve is the development of emotional intelligence abilities among corporate leaders. There is a possibility that the primary focus of these workshops will be on developing skills such as relationship management, motivational speaking, and enhancing happiness on the job (Mysirlaki & Paraskeva, 2020). It is possible that giving leaders the resources they require to comprehend and control their own emotions as well as the emotions of those around them is all that is required to improve the efficacy of leaders in their roles as leaders.
360-Degree Feedback: Leaders may learn more about their emotional intelligence by utilizing a 360-degree feedback system. This approach can assist leaders in understanding both what they do well and where they can improve. Leaders can acquire a more comprehensive awareness of how their emotional intelligence behaviours influence their performance as leaders if they request and take into consideration the feedback of their subordinates, peers, and superiors (Nani & Safitri, 2021). By using such an input strategy for individualized development targeted at enhancing emotional intelligence abilities can be developed.
Promotion of Positive Organizational Culture: A corporation should create an environment that promotes positive working conditions that recognize and appreciate emotionally intelligent leaders. Leaders should do all they can to build an environment that is accommodating and cooperative, where workers are appreciated and recognized as well as encouraged in their efforts to reach their best potential (Novitasari et al, 2020). Programs such as reward programs, regular communication, and growth opportunities are some of the initiatives that can be used to achieve this.
Leadership Selection and Promotion: In addition to the standard leadership requirements, a corporation that is trying to promote from within should consider the emotional intelligence abilities of applicants. Perhaps, after using some assessment tools it will be much easier to identify people who have the right set of emotional intelligence features. Emotional intelligence can be high on the priority list when companies choose and promote leaders, thus businesses can create an environment of success due to a leadership pipeline.
Ongoing Evaluation and Support: It is a consistent activity to keep up and further develop the emotional intelligence in leadership that requires constant assessment from those who are leading. Leaders can improve their EI by getting feedback from the companies, seizing opportunities for enhancement, and being coached regularly (Nani & Safitri, 2021). As leaders set time to do self-evaluations and reviews, they will be able to monitor their progress as well as identify the areas that require changes. Setting up a support forum for leaders comprising peers with whom the leader can share subjective experiences and seek guidance may also help in developing emotional intelligence.
Such principles may be helpful to organizations in developing an emotionally intelligent leadership culture. The consequence of this is that there are improvements in team performance, employee engagement, and the success of the institution. Investments are required in the emotional intelligence skills of leaders to develop a positive and productive workplace. This investment also improves the performance of leaders as leaders.Top of Form
[bookmark: _Toc165547809]5.6 Future studies
It may be that future research into emotional intelligence and leadership will investigate several perspectives to improve organizational processes as well as gain deeper knowledge. The following is a list of specific recommendations for more research:
Longitudinal Studies: Using longitudinal research, find out the effects that the growth of emotional intelligence has on leadership effectiveness and performance enjoyed by organizations. For instance, if the emotional intelligence of a leader is measured in an overtime manner, then it can help to get better insights into how EI affects leadership effectiveness, workforce engagement, and the success of an organization.
Cross-Cultural Studies: In what ways do cultural factors shape the relationship between emotional intelligence and successful leadership, and how are such results significant? Cross-cultural studies allow a deeper understanding of the impact that culturally specific concepts, communication practices, and norms have on how emotional intelligence behaviours in leadership roles are perceived and performed. Comparison of leadership strategies in the contexts across many cultures provides us with an opportunity to gain experience not only about specific cultural peculiarities but also universal principles of emotional intelligence.
Mediating and Moderating Factors: Discover what components can function as mediators or moderators between Emotional Intelligence and effective leadership, then explore those variables. Depending on the culture of an organization, member-leader relationship dynamics in a team, and the complexity of work involved emotional intelligence can impact leadership outcomes differently. It is also possible that in the future, research may focus on these areas to understand how emotional intelligence operates within leadership positions.
Intervention Studies: Train leaders in improving their emotional intelligence through the development and evaluation of initiatives. The intervention studies could be considered as one of the methods that can help to check how effective different coaching approaches, training programs, and organizational interventions are in increasing emotional intelligence among leaders. It would be helpful to investigate the effects of these therapies on leadership practices, organizational results, and employee outcomes so that a clear understanding can establish how emotional intelligence is built in such roles.
Multi-level Analyses: Perform a multi-level analysis to assess the degree of Emotional intelligence influence on leadership effectiveness at different organizational levels. From the individual, team, and organizational perspectives, it is necessary to study how emotional intelligence behaviours manifest themselves and influence outcomes. By analysing leadership dynamics from different angles, researchers can acquire a holistic view of the impact that emotional intelligence has on organizational success.
Neuroscience and Physiology: The physiological and neurological signs of emotional intelligence should be studied to understand the basic processes that lie at the basis of leadership. Physiological and neuroimaging techniques such as functional magnetic resonance imaging (fMRI) or heart rate variability enable some insight into the brain and physiological roots of emotional intelligence behaviours in leadership roles. Using the integration of behavioural and neuroscience approaches, we can understand at a deeper level what is behind emotional intelligence in professional leadership from a neurological perspective.
Technology and Virtual Leadership: The role that emotional intelligence plays in virtual leadership situations, along with how technology affects behaviours connected to emotional intelligence. Considering the number of remote work and virtual teams that are emerging, it is extremely critical to understand how emotional intelligence affects leadership success in such environments. It may be that, in the future studies will address challenges and opportunities of effective virtual leadership as well as approaches to improve the emotional intelligence of digital leaders.
By delving into these potential future research directions, academics have the opportunity to enhance our comprehension of the intricate relationship that exists between emotional intelligence and effective leadership, contribute to the development of evidence-based practices, and assist in the formation of competent leaders who can propel the success of organizations in environments that are constantly changing.
Top of Form
[bookmark: _Toc165547810]5.7 Managerial implication
The findings of the study have several significant management implications for companies who are looking to enhance the performance of their workers and leadership, including the following:
Emotional Intelligence Training Programs: The implementation of specialized training courses is one way in which businesses may aid their executives in developing their emotional intelligence. The major goals of these classes should be to enable students to develop their abilities, notably in the areas of relationship management, motivation, and work satisfaction (Migdadi, 2021). Businesses can produce emotionally intelligent leaders who are capable of effectively navigating interpersonal relationships and effecting good change inside the company provided they provide leaders with the skills necessary to recognize, control, and grasp their own emotions.
Selection and Promotion Criteria: Apart from the usual leadership qualifications, a corporation that is trying to promote someone internally should also consider the emotional intelligence skills of applicants. It is also likely that with the help of evaluations and interviews, it will be much easier to locate people who have a good mix of emotional intelligence traits (Mona & Subagja, 2020). Organizations can ensure that their leaders have the necessary talents to lead success by making emotional intelligence more of a priority in hiring and promotion practices.
Feedback and Development Plans: To help leaders know themselves better in terms of their strengths and opportunities for emotional intelligence development, organizations should resort to 360-degree feedback systems. If leaders seek and consider feedback from their followers, peers, as well as superiors then they can get a better understanding of how behaviours based on emotional intelligence affect leadership performance (Mysirlaki & Paraskeva, 2020). This feedback can be used as a basis for the development of individualized personal plans that aim at improving leadership effectiveness and increasing emotional intelligence.
Promotion of Positive Organizational Culture: A corporation should create an environment that encourages a positive work culture where leaders with high emotional intelligence are recognized. It is up to the leaders of any organization to ensure that they go all out in creating a work environment where workers are valued and appreciated and allowed freedom from fear to be able to operate freely without intimidation or harassment (Ntalakos et al, 2022). Some of the initiatives that can be used to achieve this include recognition programs, regular communication, and opportunities for professional development.
Ongoing Evaluation and Support: Keeping and nurturing emotional intelligence in leadership involves continuous analysis by those who are the leaders. Leaders can improve their emotional intelligence through feedback given by the companies, opportunities for improvement, and regular coaching (Oliver, 2020). However, if leaders commit to self-evaluation and review every so often, they can check their progress and identify areas in which changes should be made. Peer support systems may also help in developing emotional intelligence among leaders as it would allow them to share personal narratives with their peers and receive advice.
The management implications described above have the possibility of organizations creating an emotionally intelligent leadership culture. This culture can boost team performance, increase employee satisfaction, and support organizational success. It is critical to invest in emotionally intelligent leaders today because of the competitive business environment aimed at creating a healthy work-life and long-term success.
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	Gender:

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Female
	61
	38.4
	38.4
	38.4

	
	Male
	98
	61.6
	61.6
	100.0

	
	Total
	159
	100.0
	100.0
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	Age:

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18-24
	51
	32.1
	32.1
	32.1

	
	25-34
	80
	50.3
	50.3
	82.4

	
	35-44
	14
	8.8
	8.8
	91.2

	
	45 or above
	8
	5.0
	5.0
	96.2

	
	Under 18
	6
	3.8
	3.8
	100.0

	
	Total
	159
	100.0
	100.0
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