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[bookmark: _Toc1069037780]Abstract 

The study was designed to investigate the relationship between Emotional Intelligence (EI) and the perception of role stress among engineering managers in the workplace, with a specific focus on their work attitudes, behaviors, and outcomes. This emphasizes the significance of emotional intelligence in managing job-related stress and establishing a conducive work atmosphere. The research shows that the emotional intelligence of leaders impacts how subordinates react to and perform under stressful circumstances. This topic is of major importance and has much to offer modern workplaces, particularly in the engineering sector, where it is considered crucial in its most refined form. Studies indicate that emotional intelligence (EI) significantly impacts leadership and management across several industries, especially in engineering companies. The study examined the impact of emotional intelligence (EI) on leadership and management strategies, the obstacles encountered in implementing these approaches, and potential methods for improving organizational practices. The research substantiated its findings using positivist, logical, and other relevant approaches. The results demonstrate a significant association between the leadership and management approaches of leading engineering organizations, suggesting that leveraging emotional intelligence (EI) to enhance leadership and management could improve corporate development and success. Emotional intelligence is essential for achieving success in life, particularly in establishing and nurturing personal and professional relationships. During my research, I observed that the concept of working in corporate organizations has undergone substantial changes, profoundly impacting work culture and performance, which are linked to EI.
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People widely recognise emotional intelligence (EI) as a crucial skill for achieving optimal organisational performance (Darby, 2023). However, this recognition is not universal across all industries. Emotional intelligence (EI) refers to the ability to recognise, articulate, comprehend, regulate, and employ emotions (Drigas and Papoutsi, 2018). Research by Kotsou et al. (2018) has demonstrated that emotional intelligence (EI) significantly influences performance, relationships, and health . The ability to perceive, understand, manage, and regulate emotions in oneself and others is known as emotional intelligence (EI). Interpersonal capabilities and characteristics cover a variety of abilities that impact its effectiveness in managing relationships and navigating social complexity (Munir, 2021). Daniel Goleman, a prominent psychologist, brought the idea of emotional intelligence It underscores the significance of emotional intelligence across various domains and its impact on both personal and professional accomplishments. Goleman's theory of emotional intelligence (EI) outlines four fundamental elements: self-awareness, self-management, social awareness, and relationship management (Filice and Weese, 2024). These components collectively form the foundation for understanding and applying emotional intelligence in various situations. Managing the emotional aspect of leadership can be particularly difficult in times of rapid change (Turay, 2023). 
Emotional intelligence is crucial for companies aiming to transform their human resources into strengths by empowering employees and improving their performance (Udod et al. 2020; Kičeec 2024). Abhinaya (2024) shares that investing in emotional intelligence (EI) training is important for promoting innovation, creativity, workplace diversity, and inclusion. It is essential to conduct specific training sessions that concentrate on enhancing emotional intelligence (EI) abilities, including empathy, self-regulation, and social skills. This is vital for establishing positive work environments and promoting trust, cooperation, and effective communication (Gilar-Corbi et al. 2019; Leys, 2024). Leaders possess the ability to envision the future, foster individual growth, and adjust to changing demands (Chen & Guo, 2018). Research shows that emotional intelligence can lead to improved company performance. Emotionally smart leaders develop their company file, positively influencing profitability and performance. Engineering is not only about self-development; it encompasses a range of skills and attributes that contribute to how effectively it handles interpersonal relationships and navigates social complexities. The impact on engineering leadership is relatively unexplored (Tallman, 2021). Daniel Goleman, a prominent psychologist, popularised the concept of emotional intelligence in his 1995 book, emphasising its significance across various fields and its impact on both personal and professional success. Goleman’s (1995) EI theory identifies four core components: self-awareness, self-management, social awareness, and relationship management, which together form the foundation for understanding and applying emotional intelligence in various contexts. 
Following the publication of Goleman's (1995) work on the subject, various fields, including the engineering sector, have highlighted the importance of emotional intelligence (EI). Dr. Howard Gardner first introduced emotional intelligence as a modern concept in 1920 and further developed it in 1980. Subsequently, other social scientists and psychologists conducted extensive studies in this field and made diligent attempts to explain this concept using alternative terminology (Dasgupta & Arora, 2012). This research aims to address these deficiencies by investigating the impact of emotional intelligence on management practices and stress levels among engineers.  According to Martinez (2020) motivation EI helps maintain high levels of motivation by providing a roadmap for professional growth, even in stressful situations, by focusing on positive outcomes and goal orientation. This is essential for sustaining productivity and enthusiasm when facing project challenges or deadlines. These programs equip engineers with the tools needed to manage their emotions and support their colleagues effectively. Establishing mentoring programs where experienced engineers coach younger staff on EI development is vital for professional growth (CIPD, 2023).
This not only enhances EI skills but also reinforces a culture of emotional understanding and regulation within the team. According to Goleman (2021), creating a culture of open and constructive feedback helps individuals understand and manage their emotions effectively. This is fundamental in engineering, where feedback can have a direct impact on a project's success and the team's well-being (Tam et al. 2020). Integrating wellness programs that promote overall well-being and stress management, such as mindfulness practices and EI workshops, helps engineers manage stress and maintain mental health. Goleman provided many reasons for the positive link between EI and individual work success (Singh, 2023). Enhancing EI among engineers through training, mentoring, feedback, and wellness programs can lead to better stress management, improved teamwork, and overall project success (Baker and Waring, 1999). The engineering industry, which historically focused on technical skills and innovation, should realise the value of emotional intelligence (EI) in team relations and project success (Tang et al. 2020). Company leadership development may benefit from emotional intelligence training by increasing emotion management and monitoring. Jagadeesh and Baranidharan (2022) found that facial expressions may reveal emotions that skilled viewers may overlook and connect with. Signal awareness training improves these abilities. This dissertation examines engineering company management techniques, emotional intelligence, and job stress (Martin, 2008). This research seeks to examine leadership and EI to find ways to promote employee well-being and organisational effectiveness.







[bookmark: _Toc329027480][bookmark: _Toc1866307464]Chapter Two - Literature Review
                                                                                                                    
Daniel Goleman’s groundbreaking work (1995) brought attention to the importance of emotional intelligence (EI) across various professions, including engineering. This work helped elevate EI to a prominent position in professional discourse. Key aspects of EI include motivation, self-awareness, social skills, empathy, and self-regulation. These abilities enable individuals to manage their emotions effectively and engage in meaningful interpersonal interactions. Mayer and Salovey (1997) developed a system for assessing EI, emphasizing its role in leadership and stress management. Emotional intelligence, which is often compared to cognitive ability or IQ, has expanded beyond the concept of intrinsic intelligence to include multiple forms of intelligence. Goleman (1995) defines EI as the capacity to understand, control, and utilize emotions in oneself and others, a skill that is increasingly valued in leadership roles. According to recent perspectives, EI is a crucial factor in enhancing leadership effectiveness, particularly through its emphasis on interpersonal skills (Cherry, 2023).
The MIS theory focusses on the cultivation of cognitive abilities over hereditary factors. EI is a component of social intelligence that involves observing and understanding one's own emotions and those of others, then using this information to guide behavior. Goleman (1995) defines EI as the ability to understand, control, inspire, identify, and govern emotions and interpersonal connections. When it comes to handling issues including managerial elements and emotional linked concerns within a certain circumstance and culture, emotional intelligence may therefore be considered an art (Othman, Madume, and Owulo, 2024). Goleman (2001) outlines emotional intelligence through four core competency dimensions, providing a specific definition of EI. 

 
                      [image: ]                      
                                          Figure: 1 Source: Landry (2019).

Self-awareness has been considered the most significant dimension (Goleman, 1996; Bar-On, 1997). Self-awareness significantly impacts an individual's productivity, effectiveness, and personal development in both practical and social aspects (Murad, 2021). According to Hirudayaraj et al. (2021), engineers with high EI are skilled at identifying their own stress triggers and emotional responses, identifying possible solutions, and maintaining confidence. Recognizing early signs of stress allows them to take proactive steps to manage their emotions, preventing them from negatively affecting their work, so knowledge is power.
Self-regulation is the second element of EI. Goleman (1996) and Elegbe (2015) suggest that individuals with high EI emphasise that self-regulation is crucial for engineers, enabling them to control their emotions and prevent stress from escalating and affecting their performance and decision-making. This skill ensures that stressors do not disrupt project timelines and quality standards, leading to far more emotionally balanced and successful leadership.
 
Social awareness Goleman (1996) claimed that without social awareness, one cannot understand the emotions of others, just as one cannot know themselves. This allows engineers to recognise and understand the stress experienced by their team members. It is also crucial for fostering a supportive work environment and ensuring cohesive team dynamics, especially in collaborative projects typical of the engineering sector. (Goleman, 2004) 
Relationship management is the ability to control emotions in other people, which it appears refer to be ‘’ friendliness with a purpose.’’ It is the ability to move people in the desired direction by motivating others, resolving disagreements, promoting collaboration, and other talents" (Goleman 2023). Studies made by Landry (2019) indicate that each unresolved issue can consume around eight hours of corporate resources. According to Goleman (1996), emotionally sensitive individuals are more successful in many sectors of life and organisational politics because they recognise and control their own emotions and properly handle those of others. The business world recognises EI as beneficial in terms of performance and outcomes (Sharp et al. 2020). 
According to Davaei et al. (2022), motivation, empathy, and effective communication are crucial components of emotional intelligence (EI) that can help mitigate misunderstandings and conflicts in team-based projects. In the context of engineering, empathy is particularly important for effective leadership. It motivates them to go above and beyond, and they concentrate on being creative, learning, and taking pride in their work. According to Goleman (2004), empathy has always been vital in terms of a leader's capacity to retain and develop excellent employees. They set the bar for success and stay positive even when things are hard. Enhancing emotional intelligence among engineers facilitates smoother interactions and more efficient project execution (Chaves, 2019). Various researchers have worked to identify the determinants of leadership; two significant bodies of work on emotional intelligence (EI) are pivotal to recent theorizing in the field. Daniel Goleman (1996) proposes the Emotional Intelligence framework, and the Four-Branch EI model developed by Peter Salovey and John Mayer. According to this model, EI comprises four essential abilities related to emotions. These abilities include perceiving and expressing emotions, using feelings to enhance thinking, understanding emotions, and effectively managing emotions in oneself and others (Brackett et al., 2024). 

There have been significant contributions to the field of emotional intelligence (EI), with two major bodies of work playing a crucial role in recent theorising. The Emotional Intelligence framework proposed by Goleman (1996) and the Four-Branch EI model developed by Salovey and Mayer (1990) and later formalised in 2008 both highlight the significance of perceiving and expressing emotions, utilising emotions to improve thinking, comprehending emotions, and effectively managing them on personal and social levels. In addition, Morris (2023) discusses Bar-On's concept of emotional intelligence (EI), which explore into the various factors that contribute to an individual's ability to understand and express themselves, interact with others, and handle the demands and challenges of everyday life. 

Pfeiffer (2001) and Antonopoulou (2024) highlighted the importance of five essential employee elements: self-awareness, self-regulation, motivation, empathy, and social skills, which form emotional intelligence. These elements not only differentiate exceptional leadership but also correlate with enhanced performance, a better life, and happiness (ICAEW Insights, 2021). Leaders play a crucial role in promoting work engagement among those they lead (Rahmadani et al. 2020). 
Therefore, cultivating emotional intelligence within engineering teams not only fosters stress management but also lays the foundation for effective leadership. According to Abid et al. (2021), successful leadership requires an understanding of unique traits and characteristics. Building on this Elankumaran (2002) suggests that EI assists managers and employees in recognising and interpreting emotions, thereby promoting self-control and social harmony. In the workplace, EI supports the primary outcomes of social relationships, group projects, individual development, and corporate expansion (Kaur and Hirudayaraj 2021). The development of scales to measure EI, as detailed by Mayer et al. (1999), provides a more in-depth description of tasks defining the four tiers or branches of EI. Olsson (2024) presents a four-branch model of EI, which encompasses the perception of emotions, the use of feelings to enhance thinking, the comprehension of emotions, and the management of emotions.
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      Source: Mayer and Salovey (1997).
Emotional intelligence (EI) is becoming increasingly crucial for leaders in problem-solving and decision-making (Maldonado and Márquez, 2023; Control 2024). Problem-solving requires enthusiasm, determination, and a strong desire to achieve goals, where emotional intelligence often surpasses intellectual intelligence (Coronado-Maldonado; Benítez-Márquez 2023). However, there is a lack of consensus among researchers regarding the relationship between IQ and EI. Some regard EI as the most sophisticated form of intelligence, though opinions vary. 
According to several studies, including those by Goleman (1995), Cherniss & Goleman (2001) and Bar-On (2006), it consistently concludes that effective leadership involves EI traits like empathy, motivational power, intuition, and honesty (Ahmad Bashir, 2017). EI aids in recognising stressors through mental processes, as stress is known to impair cognitive function. This study explores the connection between leadership, emotional intelligence, and stress in the workplace. 
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Emotional intelligence (EI) plays a crucial role in achieving success in both personal and professional life by enabling individuals to recognize, manage, and evaluate emotions (Houston, 2024). This skill, which can be innate or developed over time, is essential across various fields, including engineering (Cherry, 2018). EI is categorized into four main models: ability-based, trait-based, and two mixed models, including Goleman’s (1998) and Bar-On’s (2006), emphasizing emotional and social functioning. Boyatzis et al. (2019) propose that EI involves an interaction between social behavior, characteristics, and emotional skills. The ability model focuses on emotional mental processes, while the trait model views EI as a personality trait encompassing emotion-related behaviors and self-perceptions.
Understanding and wisely using emotions significantly impact behavior, decision-making, health, and relationships (Takacs, 2020). These abilities are critical for success in life, including education, work, and relationships. EI is particularly relevant in leadership roles within the engineering sector (Antoniadou et al., 2020). Leaders need self-awareness, self-management, social awareness, and relationship management, which are key components of Goleman’s (1998) EI dimensions. Effective leaders can manage emotions, avoiding overwhelm (Ikpesu, 2017).
Since 2020, interest in EI within engineering has grown, drawing on Gardner’s Theory of Multiple Intelligences, which includes interpersonal and intrapersonal intelligence. EI, as defined by Goleman (1995), involves recognizing one’s own and others’ feelings, motivating oneself, and managing emotions in relationships (Lozano et al., 2022). Leadership issues often develop gradually (Wolor et al., 2022), and constructive feedback is crucial (Goleman, 2020). The World Economic Forum (2020) predicts that EI will be among the most important leadership skills by 2025. Research highlights the positive impact of EI on leadership in engineering, particularly in managing motivation and performance (Asadullah et al., 2021). Leaders with high EI can effectively manage teams, resolve conflicts, and create a positive work environment (Ashkanasy, 2003). According to Yan et al. (2021), successful leaders inspire positive emotions, fostering problem-solving and reducing negative behavior.
Over the last two decades, studies show that EI may surpass IQ in leadership effectiveness, particularly in stress management (Cavaness et al., 2020). A literature review by Vrontis et al. (2021) confirms a positive relationship between managers’ EI and employee performance in engineering. Goleman (1995) argues that enhancing EI through specific training, including empathy, self-regulation, and social skills, is essential for improving employee performance. Reilly (2022) emphasizes the importance of training, mentorship, feedback, and wellness programs to enhance EI in engineers, boosting stress management and collaboration.
Mentorship programs for engineers are crucial for fostering professional advancement and developing EI skills (Girardi et al., 2022; Elelebe, 2015). A culture of open and constructive criticism aids emotional management (Hartmann et al., 2020), while wellness initiatives, such as mindfulness exercises and EI seminars, help in managing stress (Zhang and Fan, 2013). Feedback is vital in engineering, affecting both project success and team well-being (Salido et al., 2023).
Despite extensive research, understanding EI’s precise effects in engineering remains challenging (Iyanda et al., 2024). Goswami and Banerjee (2023) identify gaps, such as inconsistencies across contexts, ongoing theoretical debates, and limited real-world applications. Knott et al. (2022) call for more robust, context-specific studies to enhance employee performance and adaptability. Bru-Luna et al. (2021) note the need for a cohesive definition of EI, while Gillioz et al. (2023) point out the limited exploration of EI’s link with emotional information processing (EIP). More research is needed on the relationship between EI and IQ, as well as on linguistic and nonverbal intelligence (Nuthanapati and Battini, 2024; Martí et al., 2020). Carstensen et al. (2011) suggest that EI improves with age, a factor often underestimated.
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[bookmark: _Toc186595187][bookmark: _Toc447328802]Aims and Objectives 
 The aims and objectives of this research are to:
· Measure emotional intelligence levels among engineers using standardised instruments.
· Examine the relationship between emotional intelligence and stress management and how it influences stress management.
· Investigate the impact of emotional intelligence on management practices. Analyse the impact of emotional intelligence on management effectiveness and decision-making in engineering roles.

[bookmark: _Toc1476882850][bookmark: _Toc1618737855]Research Rationale 
Previous research has emphasized the importance of emotional intelligence (EI) across various fields. Hendon et al. (2017) and Rezvani and Khosravi (2019) found that EI improves performance, well-being, leadership, teamwork, and job satisfaction. Similarly, Rezvani et al. (2018) suggest that EI helps engineers manage stress, improve communication, and overcome social obstacles. Despite its importance, there is limited research on EI in engineering, where professionals manage complex projects, meet deadlines, and work in multidisciplinary teams (Chiadinotu, 2024). Goleman (1996) noted that the mind regulates emotions and suggested that awareness might enhance EI. This study aims to explore how EI affects engineering management and stress, providing insights to enhance leadership, teamwork, and stress management. The results will inform training and professional development initiatives to improve project outcomes and work environments.


[bookmark: _Toc1899546724][bookmark: _Toc1611665064]Research Design 
Research design is a critical framework that guides the research process. Saunders et al. (2016) proposed the research onion, which organizes research design by following its layers step by step (Melnikovas, 2019). 
[image: ]
          Source: Melnikovas (2019)

This model helps determine appropriate procedures for gathering information and materials to address research questions (Thomas, 2013; Cohen et al., 2017). It is important to consider time limitations, availability of primary data, and word count when selecting a research approach (Descombe, 2014; Hennink et al., 2020). This study employs a mixed-method approach, combining qualitative and quantitative methods to understand the impact of EI in the workplace (Knott et al., 2022; Bhat, 2024). The quantitative component includes surveys distributed to 100 engineers to evaluate EI levels, stress management techniques, and perceptions of leadership effectiveness. Commonly used tools such as the Emotional Intelligence appraisal and the perceived stress scale are utilized (Tessesma, 2010). The qualitative component involves semi-structured interviews with ten engineers to gain insights into their personal experiences with EI and professional stress (Chan et al., 2018). This approach provides a comprehensive understanding by integrating quantitative data with qualitative insights (Cohen et al., 2017; Coghlan, 2019).


[bookmark: _Toc897383049][bookmark: _Toc501881248]Research Paradigm 
Organizational psychology often discusses three main research paradigms: positivist, interpretivist, and critical paradigms (Ryan, 2018). The positivist approach, rooted in the scientific method, focuses on empirical data and observable phenomena to study workplace behavior, aiming to identify generalizable patterns. Auguste Comte’s positivist philosophy uses observation and reason to scientifically study human behavior, presuming a single, measurable reality (Ugwu, Ekere, and Onoh, 2021). In contrast, interpretivism emphasizes subjectivity and explores individual behavior and the meanings attached to experiences. Critical theory, developed by the Frankfurt School, examines political and social oppression and sometimes incorporates feminist perspectives. Ulz (2024) defines a paradigm as “a philosophical and theoretical framework within which hypotheses, rules, generalizations, and tests are formulated.” Understanding these paradigms is crucial for justifying a research approach and informing design, methodology, and analysis. The pragmatic paradigm, which combines positivist and interpretivist features, is ideal for this study. Pragmatism emphasizes practical results and real-world applications, making it suitable for educational mixed-methods research (Johnson and Onwuegbuzie, 2004). This approach allows the methodology to yield better results than monomethod research, although it requires collaboration and consistency (Pretorius, 2024). The survey component examines 100 engineers on EI, stress management, and leadership effectiveness. Standardized measures such as the perceived stress scale and EI evaluation are used (Thulasingam et al., 2020; BPsySc, 2024). Semi-structured interviews with 10 engineers explore their subjective EI and professional stress experiences, providing a complete picture of EI in the workplace (Almalki, 2016). Surveys enable researchers to gather and analyze data effectively and integrate findings from multiple sources.




[bookmark: _Toc1311430173][bookmark: _Toc1073302374]Data Collection 
Data collection is fundamental to the research process, laying the foundation for analysis and conclusions. A well-structured data collection method ensures that the information gathered is relevant and reliable for addressing research questions. Various methodologies offer unique insights depending on research objectives. Garg (2016) emphasizes the importance of defining a framework that aligns closely with research goals. Similarly, Bell, Bryman, and Harley (2019) note that surveys and interviews require systematic approaches to ensure comprehensive and reflective data. Di Benedetto (2023) supports exploratory research using foundational principles to understand the subject matter. Surveys will measure EI, stress, and perceived management effectiveness among engineers, providing statistical data to understand trends and correlations (Leong and Austin, 2006). Additionally, interviews will explore participants’ views on EI and stress management, providing in-depth insights through both quantitative and qualitative data collection. Semi-structured interviews with 10 engineers will capture detailed narratives that enrich the quantitative findings. According to Menon (2024), questionnaires are cost-effective, time-efficient, and can swiftly gather data from a broad population. Their standardized structure ensures consistent findings, and anonymity encourages honest responses. However, surveys have limitations such as response bias, potential misunderstandings, and lower depth compared to interviews. Understanding these strengths and weaknesses helps researchers design effective surveys (Lindemann 2024). 


[bookmark: _Toc743505910][bookmark: _Toc1211696501]Population and Sample 
This research follows a deductive approach, strongly supported by positivist philosophers (Kumari et al., 2022). The target population consists of employees in the engineering sector with at least one year of work experience. This ensures that participants provide informed responses about the relationship between management, EI, and workplace stress. The study uses stratified sampling to enhance accuracy and precision within subgroups, although it presents challenges in stratifying populations (Barreiro and Albandoz, 2001). A purposive sampling technique selects participants studying and working in engineering roles, targeting approximately 100 survey participants to ensure data saturation and manageability for analysis.

[bookmark: _Toc1255441818][bookmark: _Toc1300488514]Data Analysis 
Considering that EI-related talents are important in roles requiring extensive interpersonal contacts (Sharma & Tiwari, 2023), this study uses statistical analysis software such as SPSS or R (Bryman, 2002). Data collected from Google Forms will be analyzed using descriptive statistics, correlation, and regression analysis. Thematic analysis will interpret interview data, categorizing responses into relevant themes (Willig and Rogers, 2017). 
[bookmark: _Toc614453777][bookmark: _Toc1084683182]Reliability and validity 
To ensure valid research, the questionnaire was reviewed by academic tutors with expertise in engineering. Minor modifications were made after a pilot study, ensuring the questionnaire’s clarity and comprehensiveness (Hinkin, 1998). Pre-tests confirmed the validity, comprehensiveness, and logical coherence of the measurements, ensuring that the research method aligns with the specific topic under investigation.


[bookmark: _Toc155409996][bookmark: _Toc2051635220]Limitations of the Research 
The research identified several limitations, including gaps in the literature and potential biases in self-reported data. Engineers’ preference for online questionnaires and reluctance to participate in interviews significantly impacted the results. Future research on the relationship between management, EI, and workplace stress could focus on presentations and training to address these issues (Slaski and Cartwright, 2022). Limitations such as sample size and measurement necessitate further research on the relationship between EI management and workplace stress (Besharat, 2007).

[bookmark: _Toc1610231807][bookmark: _Toc1277122959]Research Ethics 
When conducting research on human subjects, it is crucial to prioritize their well-being, minimize risks, and maximize benefits. Respect for dignity, privacy, and autonomy is essential, especially when working with vulnerable populations. Fairness in distributing the benefits and burdens of research is also important. Ethical considerations are paramount in survey research and interviews, ensuring credibility (Gov.UK, 2019). Participants were informed about the research objectives and their right to withdraw at any time (Petrova et al., 2014). Data was anonymized and used solely for academic purposes, maintaining confidentiality allign with (Thattamparambil 2023). Conducting research within one’s organization presents ethical challenges, which were managed by standardizing and verifying tools through a qualitative assessment designed for managerial-level personnel in the engineering sector. The ethical approach ensured the integrity and credibility of the research (Govil, 2013).


                 


                              


[bookmark: _Toc1708427887][bookmark: _Toc841355339]Chapter Four - Findings

This chapter presents the analysis of the data collected from the questionnaire on the connection between emotional intelligence and stress management among engineers. It includes a detailed examination of the responses to each question, with an emphasis on identifying trends and drawing insights. The search yielded 100 questionnaires. Regarding research methods at that juncture, we would be able to address research enquiries.

[bookmark: _Toc853096687]Questionnaires
The initial set of questions in the study focused on the age and gender of the respondents to understand their potential impact on emotional intelligence (EI) levels and perceptions of stress. Most participants fall within the age categories of thirty-five to forty-four and forty-five to fifty-five, indicating a prevalence of seasoned engineers. This distribution suggests that the age and experience of the engineers could influence their EI levels and stress perceptions, as older and more experienced engineers are likely to have developed more effective stress management mechanisms over time. Goleman (1995) posits that emotional intelligence often increases with age due to cumulative life and job experiences, which facilitate the acquisition of enhanced coping strategies and resilience. The significantly lower number of participants under the age of twenty-five may suggest a possible underrepresentation of younger engineers in this research, potentially limiting the generalizability of the results to younger professionals. Richard et al. (2020) have noted that diverse experiences and challenges across different age groups can influence emotional intelligence and stress levels in varying ways. Regarding gender distribution, the nearly equal proportion of male and female respondents indicates a balanced representation, which is advantageous for evaluating EI and stress responses across genders. Bar-On (2000) suggests that examining gender differences in emotional intelligence may provide valuable insights into the distinct ways in which men and women manage stress. The presence of thirteen participants who chose not to disclose their gender underscores the need for inclusive research methodologies. As Jobs (2023) emphasizes, it is important to continuously strive for diversity and inclusion in research. Future studies might focus on understanding how non-binary individuals perceive EI and stress, as their absence could overlook significant insights and potentially distort the results of the investigation.


[bookmark: _Toc1851608373]Occupations and Executive Roles
  

	                    Position
	     Number of Respondents

	Junior Engineer
	15

	Senior Engineer
	39

	Manager
	19

	Director
	7

	Other
	20


                    Figure: 2 – Employment position         
The next series of questions is designed to ascertain the respondents’ current job status and management roles. Thirty-nine percent of the respondents hold senior engineer positions, indicating that the survey includes insights from individuals in leadership roles. This representation is crucial since senior engineers are likely to experience various pressures and may exhibit different levels of emotional intelligence compared to their younger colleagues. Kozlowski and Ilgen (2006) emphasize that understanding how various positions within an organization interact can be beneficial in developing specific methods for emotional intelligence (EI) and stress management. This comprehensive approach ensures that the research considers the needs and experiences of both entry-level engineers and those in other positions, offering a holistic view of the engineering workforce.
The distribution reflects a well-rounded mix of experience levels, ranging from one year to over ten years. Engineers with longer tenure might exhibit higher EI due to greater exposure to workplace challenges. The potential correlation between experience and stress management skills can inform training programs tailored to different experience levels (Maddocks and Hughes, 2019).
The subsequent group of questions aimed to evaluate the respondents’ levels of emotional intelligence and their effectiveness in stress management. Self-awareness refers to the ability to recognize and understand one’s own thoughts, feelings, and behaviors. Emotion regulation, on the other hand, involves the ability to manage and control one’s emotions in a healthy and adaptive manner. Devenish-Meares (2021) suggests that individuals experiencing stress may successfully cope with it by engaging in self-care and self-reflection, which can be facilitated by enhancing emotional intelligence in the workplace.
[image: ]
Figure: 3 Self-awareness and stress management
Self-Awareness in the Workplace all participants evaluated their level of emotional self-awareness in the workplace using a rating scale ranging from one to ten. This question aimed to assess the respondents’ ability to identify and understand their own emotions within a professional environment, which is a fundamental aspect of emotional intelligence (EI). The respondents rated their emotional self-awareness on a scale from one to ten, with the following distribution of responses: one to two (zero percent), three to four (twenty-six percent), five to six (thirty-one percent), seven to eight (thirty-two percent), and nine to ten (eleven percent).
The range of responses indicates varying levels of self-awareness among participants. Sutton (2016) found a direct relationship between increased self-awareness and enhanced stress management skills. As shown in Figure Four, a significant majority of participants—seventy percent—reported that they often or consistently manage to control their emotions while dealing with demanding assignments. These findings suggest that individuals with higher levels of self-awareness are better equipped to regulate their emotions when faced with stressful situations.
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Figure: 4 Emotional regulations during stressful projects
Emotional regulation during challenging projects Participants were queried on the frequency with which they effectively manage their emotions when doing demanding technical jobs. This question evaluates their proficiency in efficiently regulating their emotions in high-stress circumstances, which is another crucial facet of emotional intelligence. Rate of occurrence the total number of individuals who responded 
Twenty-six individuals reported frequent successful management of their emotions during challenging technical tasks, whereas forty-four people reported regular effective management. In addition, twenty-two responders sometimes control their emotions, six participants seldom manage their emotions properly, and two participants never manage their emotions in these settings. These findings align with the research by Megías-Robles et al. (2019), which also indicates that a substantial number of individuals consistently manage their emotions, reflecting a high level of emotional intelligence. 
Respondents were asked to score their level of drive to meet employment targets despite underlining stress. The answers to this question show their resilience and capacity to stay goal-oriented even under demanding circumstances. Important markers are the degree of drive as well as the response count. Eighty-eight of all the respondents were very driven; eleven were moderately motivated; one was slightly uninspired; and zero were very unmotivated. High motivated engineers show great resilience and a strong concentration on reaching their objectives (Whitfield & Wilby, 2021). 
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Figure: 5 Frequency of empathy display
Apart from evaluating , participants were also questioned about the regularity with which they show sympathy for the problems experienced by their engineering colleagues. This question tests their ability to understand and sympathise with the feelings of their peers, which is essential for group projects and the effective information flow. Twenty-five respondents display daily empathy, sixty do so weekly. fourteen monthly, one annually,none indicated that they never show emphathy. Zhang et al. (2021) assert that empathy is essential for understanding and experiencing the emotions of others, everyday communication and existence depend on it. Regular shows of empathy clearly point to the existence of this essential emotional intelligence component. 
Effectiveness in Resolving Conflicts Respondents rated their social skills in resolving conflicts during engineering projects. This question evaluates their ability to navigate interpersonal issues and maintain a harmonious work environment. Effectiveness Level Number of Respondents Very Effective eighteen Somewhat Effective sixty-eight Neither Effective nor Ineffective eleven Somewhat Ineffective one,Very Ineffective zero Most respondents describe their social skills as effective, indicating high EI. However, targeted improvement is needed for those who find their skills less effective (Cottrell, 2015).
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                  Figure: 6 Effectiveness in resolving conflict

The next group of questions focused on understanding the stress levels experienced by engineers and how stress impacts their performance. Project-Induced Stress Levels Participants provided ratings for their typical stress levels on a numerical scale ranging from one to ten when engaged in engineering assignments. This question aids in comprehending the total levels of stress that engineers encounter while doing their profession. Rate on a scale of one to ten Respondent count
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Figure: 7 Stress level among engineers
The sequence is as follows: one to two, zero, three to four, twenty-six, five to six, thirty-one, seven to eight, thirty-two, nine to ten, and fourteen. The proliferation of stress levels suggests a very demanding work environment. Identifying the elements that contribute to reduced stress levels may aid in the development of optimal strategies for managing stress (CIPD, 2023).


	Frequency
	Number of Respondents

	Daily
	62

	Weekly
	30

	Monthly
	6

	Yearly
	1

	Never
	1


Figure: 8 Frequency of stress affecting performance
The frequency of occurrence is as follows: Frequency Number of Respondents: The frequency of occurrence is as follows: daily-sixty-two times, weekly-thirty times, monthly-six times, yearly-one time, and never-one time. The frequent occurrence of daily and weekly stress has a considerable influence on performance, highlighting the need for efficient stress management measures (Stults-Kolehmainen & Sinha, 2013). 
The following set of questions sought to ascertain the main causes of stress in the engineering job setting. The survey participants identified the primary sources of stress in their engineering jobs. This inquiry helps identify precise stresses that need attention to enhance workplace well-being.
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Figure: 9 Stress factors in Enginering sector
There were eighty respondents who mentioned the stress factor and tight time constraints. Sixty-nine has an elevated workload. The technical obstacles score eighty-five, the lack of assistance from management scores seventy-nine, the interpersonal issues score sixty-eight, and the other category scores fifty-nine. The most often mentioned sources of stress are tight deadlines and technical obstacles, which indicate the areas where help is most necessary (Bhui et al., 2016). 
The next group of questions focused on availability and participation in EI training programs and their perceived effectiveness. Participants were asked to indentify their level of engagemnet in wellness or mindfulnes programs provided by their engineering organisation. 
This question evaluates the accessibility and utilisation of support programs specifically designed to improve emotional intelligence and cope with stress. Software applications Number of respondents who participated The number of "yes" thirty, while the number of “no” responses is fifty-one. The limited engagement in wellness initiatives, possibly nineteen indicates a need for more accessibility and motivation (Baker, 2023). Assessment of managers' emotional intelligence Participants evaluated the emotional intelligence of their engineering manager. This question assesses the perceived emotional intelligence (EI) of leadership within their organisations. Assessment of managers’ emotional intelligence: Participants evaluated the emotional intelligence of their engineering manager. This question assesses the perceived emotional intelligence (EI) of leadership within their organisations. The number of respondents for each EI level is as follows; the values are as follows: The values are classified as Very High (thirteen), High (thirty), and Moderate (thirty-one). The value of twenty-five is considered low, while the value of zero is considered very low.
Constructive criticism and understanding: Participants were asked to identify the frequency with which their engineering manager offers constructive comments and demonstrates empathy towards the engineering staff. This question evaluates the frequency of managers’ supporting behaviours, which are crucial components of emotional intelligence. Frequency: The total number of respondents. The distribution of frequency is as follows: very often (fifteen), often (twenty-seven), sometimes (forty-one), rarely (fourteen), and never (zero).
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Figure: 10  Team stress management effectiveness
 
Efficiency in team stress management during projects. Participants assessed their supervisor’s effectiveness in managing the team’s stress levels during projects. This question assesses managers’ capacity to provide a nurturing work atmosphere and effectively manage stress-related matters. Efficacy,The effectiveness ratings for each level, based on the number of respondents, are as follows: nineteen respondents found it very effective, sixty-nine respondents found it somewhat effective, five respondents found it neither effective nor ineffective, five respondents found it somewhat ineffective, and zero respondents found it not effective at all. According to Riemer (2023), individuals differ in their ability to use their emotions successfully to confront and overcome issues.
The next group of questions aimed to understand the perceived importance of EI in the engineering workplace, as well as its impact on relationships and stress reduction. The significance of emotional intelligence: Participants evaluated the level of significance they attribute to emotional intelligence (EI) in the engineering professional environment. This question evaluates the general acknowledgement of the usefulness of emotional intelligence among engineers. Significance Level: Respondent Count. Significantly crucial ninety-three, Significant six, Insignificant zero. The study focused on emotional intelligence’s influence on interpersonal relationships. Participants provided accounts of how emotional intelligence (EI) affects the dynamics and interactions among engineering colleagues.
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Figure: 11 Impact level during projects

This question assesses the impact of Emotional Intelligence (EI) on workplace dynamics and the level of cohesiveness among teams. Impact Level: Number of Respondents. Eighty-four responses were classified as Very Positive, twelve as Positive, four as Negative, and four as Very Negative, zero. Respondents reported that the engineering sector is slowly but progressively becoming more diverse.
 
	Contribution Level
	Number of Respondents

	Yes
	95

	No
	1

	Maybe
	4


Figure: 12 EI role in management
Contribution to Alleviating Workplace Stress Participants were asked to give their opinion on whether emotional intelligence (EI) has a role in minimising workplace stress within the engineering industry. This question examines the perceived efficacy of emotional intelligence (EI) in the management of stress. Contribution Level Number of Respondents The responses include ninety-five affirmatives,one negative, and four uncertain.       
The analysis reveals key insights into the relationship between emotional intelligence and stress management in the engineering sector. In addition, as illustrated in Min's (2013) study regarding the connection between emotional intelligence and workplace stress in the engineering industry, the findings and analysis of the data acquired from the surveys and interviews provided useful insights into the relationship. The study's variables were examined to verify their adherence to the normalcy assumption. EI Levels show that the majority of participants had elevated levels of self-awareness and motivation while displaying comparatively lower levels of empathy and social skills (Turner and Lloyd‐Walker 2008). On stress management, Suárez and Vizcaíno (2023) emphasise that engineers with elevated levels of emotional intelligence (EI) reported superior abilities to handle stress and greater levels of work satisfaction. Leadership effectiveness teams viewed leaders with high emotional intelligence (EI) as more successful and helpful (Nguyen 2024).

[bookmark: _Toc1113432108]Engineer Interviews

The research included a diverse group of ten engineers with varying job roles and expertise levels, ranging in age from 18 to 60 years and including individuals of both genders. The interviews, conducted from May to July 2024, were guided by a structured interview format focused on the influence of Emotional Intelligence (EI) on stress management, collaboration, and conflict resolution. Most participants demonstrated an open and proactive attitude, indicating their willingness to fully engage in the research. Their responses highlighted recurring themes, emphasizing the critical role of EI in the workplace and its potential to enhance organizational success.
The interviews began by exploring the engineers’ perceptions of the importance of emotional intelligence in their professional environment. A substantial number of participants emphasized the significance of EI in fostering effective communication, enhancing cooperation, and achieving successful project outcomes.
One engineer commented that emotional intelligence is essential for understanding team dynamics and managing interpersonal relationships effectively, which leads to smoother project implementation and better dispute resolution.
This sentiment was echoed by a senior engineer, who emphasized that EI is crucial in the engineering field for improving project outcomes through effective communication, conflict resolution, and teamwork.
All participants underscored the link between emotional intelligence and stress management, noting that EI helps them identify stressors and apply techniques such as mindfulness and deep breathing to manage stress.
One participant remarked that being aware of their emotions enables them to use stress-reduction techniques and maintain focus, a perspective supported by others who found that emotional intelligence helps them remain calm and focused under pressure.
When asked how they receive feedback on their emotional intelligence, the participants reported varying frequencies and levels of formality in receiving such feedback, but agreed on its importance for professional growth.
One participant mentioned, “I receive feedback on my emotional intelligence through regular quarterly evaluations and informal discussions with colleagues and my supervisor. This input is essential for improving my interpersonal skills.” The engineers discussed the critical role of EI in resolving conflicts and fostering collaboration. For instance, one participant shared a situation where a conflict arose over resource allocation during a project, and they used emotional intelligence to facilitate a resolution that satisfied all parties involved. These examples illustrate how EI enables engineers to effectively manage interpersonal challenges, leading to enhanced collaboration and project success.
When asked for recommendations on how their organizations could better support the development of emotional intelligence, the engineers generally called for consistent EI training and a supportive work environment.
One engineer suggested implementing regular EI workshops and establishing a support system where employees can discuss challenges and receive guidance on managing emotions effectively.

[bookmark: _Toc396799053]Managers Interviews   
The managers were asked about the significance of emotional intelligence (EI), its correlation with leadership and stress management, and how they utilize EI in mentoring younger engineers. According to Tenney et al. (2024), EI is not merely a trendy concept in organizational behavior; it is a critical skill that profoundly shapes workplace culture and team dynamics. The responses from the managers shared common themes.
The interviews began with questions regarding the importance of emotional intelligence in the engineering workplace. One participant highlighted that EI is crucial for facilitating better communication, collaboration, and conflict resolution, ultimately leading to more successful project outcomes. This perspective aligns with the broader engineering consensus on the importance of EI in the profession.
Another participant emphasized the role of EI in maintaining composure and making rational decisions during stressful situations, further exploring the relationship between emotional intelligence and stress management. Similarly, one manager mentioned using emotional self-awareness and techniques like mindfulness to stay calm under pressure, illustrating how EI helps managers handle the stresses of leadership, ensuring they remain focused and efficient.
The managers also discussed how they receive feedback on their emotional intelligence, typically through structured performance assessments and regular check-ins with their superiors. This feedback is considered essential for personal growth and enhancing leadership effectiveness. One participant shared that feedback on their emotional intelligence, gathered through performance reviews and regular meetings with supervisors, is highly beneficial for personal development and improving leadership skills.
The significance of emotional intelligence in leadership and conflict resolution was a recurring theme. The managers noted that EI aids in understanding diverse perspectives and fostering constructive discussions. One manager recounted a situation where a conflict among team members regarding project responsibilities was resolved by facilitating a discussion that created an environment where everyone could openly express their viewpoints, eventually leading to a mutual agreement.
When asked for recommendations on enhancing EI within their organizations, the managers, like the engineers, suggested regular EI training and creating a supportive environment for addressing emotional challenges (Ayeni et al., 2024). One manager proposed implementing structured training sessions focused on EI, along with fostering a culture that encourages open communication and constructive feedback. This reflects a general belief in the necessity of a well-organized program to develop EI within the organization.

Interviews with both engineers and managers revealed a shared recognition of the importance of emotional intelligence in the professional setting (Hourani et al., 2020). Both groups emphasized how EI improves communication, stress management, conflict resolution, and leadership (Tran et al., 2020). The ongoing need for more training and institutional support for EI development highlights its vital role in enhancing workplace dynamics and project outcomes at all levels within the engineering field (Rezvani et al., 2020).
Effectively managing project deadlines and achieving work-life balance are crucial aspects of the engineering environment. In such a high-stress setting, empathy is essential for leaders to cultivate a supportive and harmonious work atmosphere (Baghshandeh et al., 2024; Rothwell et al., 2023). Regarding training requirements, many participants expressed a need for structured EI programs (Sommet et al., 2023) to enhance their interpersonal skills and stress management capabilities. Additionally, planning studies effectively requires determining the expected effect size of the condition (Sommet et al., 2023).






[bookmark: _Toc1338070221][bookmark: _Toc266917376]Chapter Five - Summary and Conclusion
The research identifies a significant gap in the engineering sector regarding the connection between emotional intelligence (EI) and successful stress management. Engineers with high levels of EI manage stress better, resulting in improved performance and job satisfaction (Sharma & Tiwari, 2022). Leadership influenced by high EI significantly enhances work atmosphere, team interactions, and productivity (Sujila et al., 2023; Jamshed & Majeed, 2023).
Emotional intelligence is a reliable indicator of employee performance, with higher EI and self-awareness correlating with better stress management and motivation (Gonnabathula & Chandramohan, 2021). Engineers with high EI frequently regulate emotions during stressful projects, although participation in EI training remains limited. Those who do participate report significant benefits. The findings underscore the importance of EI in enhancing workplace performance and reducing stress among engineers. Leaders with lower stress levels, which may result from their leadership approach, further highlight EI’s role (Sherman et al., 2012). The study faced challenges, particularly the reluctance of participants to engage in interviews (Solarino & Aguinis, 2020). Managers with high EI are better at recognizing and managing emotions, both their own and those of their employees, helping manage stress more effectively. Improved communication, fostered by EI, reduces misunderstandings and conflicts, thus lowering stress. Strong interpersonal relationships, developed through EI, create a supportive work environment, mitigating stress as employees feel understood and valued. High EI in management also enhances conflict resolution, preventing prolonged stress from unresolved disputes (Skinner & Spurgeon, 2005).
Empathy and support from emotionally intelligent managers are crucial in recognizing when employees struggle with stress and providing necessary assistance, whether through direct help, workload adjustments, or access to resources like counseling. A positive and emotionally healthy work environment, cultivated by EI, reduces overall stress by promoting well-being and job satisfaction. Managers with high EI are also more adept at implementing stress management techniques, such as mindfulness practices, flexible work arrangements, or team-building activities. Additionally, these managers help build resilience by fostering a growth mindset and encouraging adaptive coping strategies. This research reveals a clear connection between management emotional intelligence and stress in the engineering sector. The next chapter will discuss the implications and offer recommendations for enhancing EI within the engineering industry.
A workplace prioritizing emotional intelligence fosters a positive environment where individuals care about each other’s well-being, enhancing the quality of professional life for all. Feedback emphasizes the importance of integrating EI courses in the workplace (Zobi et al., 2024). Understanding the EI-stress management link provides leaders with a tool to be more effective in the engineering sector (Zea et al., 2020). The relationship between management’s EI and workplace stress depends on employees’ EI levels (Mindeguia et al., 2021). High EI among leaders results in improved productivity and contributes to a positive organizational culture, enhancing overall performance (Yandi, 2022).
This study offers a comprehensive examination of the connection between management, emotional intelligence, and workplace stress, particularly within the engineering industry. The evaluation procedure for this dissertation has been meticulously crafted to ensure transparency and openness, incorporating well-defined criteria, precise data extraction, and comprehensive reporting. Using a five-step systematic review technique (Atfield, Hunt, & Luchinskaya, 2021), the research thoroughly investigates the significant relationships among emotional intelligence, management, and stress in the engineering industry. The study integrates both quantitative and qualitative research approaches, offering a thorough examination of EI’s effects on leadership effectiveness, stress management, and workplace performance. Key findings suggest that engineers with high self-awareness exhibit superior stress management and motivation skills, crucial for sustaining productivity and producing high-quality work. Despite the high-stress environment, participation in EI training among engineers is low. However, those who engage in EI training report notable advantages, including better stress management and improved cooperation. Managers with high EI positively impact team dynamics, stress handling, and decision-making processes, underscoring EI’s significance in leadership roles (Carrié, 2024). The results indicate that emotional intelligence plays a vital role in improving management techniques and decreasing stress levels in the engineering profession.
Companies should allocate resources towards EI training and development to enhance both individual and organizational performance. Recommendations include establishing comprehensive EI training programs, implementing mentorship and coaching, and fostering a culture of constructive feedback. Wellness initiatives, like mindfulness exercises and EI courses, can help engineers manage stress and maintain mental well-being (De Zulueta, 2015).
In summary, this dissertation emphasizes the significant influence of emotional intelligence on management practices and stress management in the engineering industry. The data indicates that EI is crucial for personal and professional success, promoting effective leadership and a positive work environment (Jain & Ackerson, 2023). Integrating EI training into organizational processes can significantly impact the high-stress engineering sector, enhancing stress management, collaboration, and overall success. Further research should focus on exploring the practical applications of EI in various engineering settings to fill existing knowledge gaps. By valuing EI, companies can create a resilient, productive, and supportive work environment, leading to long-term success in the competitive engineering industry. Additionally, fostering inclusion, ensuring equitable rewards, and cultivating supportive cultures are essential (Wall, 2017). Regaining trust in leaders, major corporations, and institutions is also vital. This dissertation investigated the correlation between management, emotional intelligence, and stress in the engineering workplace. The findings reveal a strong link between EI, stress management, and leadership effectiveness (Lee et al., 2023). Managers with high EI in the engineering sector, who lead with empathy, demonstrate superior stress-handling abilities, resulting in enhanced work performance and satisfaction (Kumari et al., 2022). Leaders with high EI cultivate a supportive and productive work environment, benefiting the entire organization.


[bookmark: _Toc810455001][bookmark: _Toc299641389]Recommendations
It is advisable to implement emotional intelligence programs in engineering to enhance organizational capability, maximize employee performance, and foster strong workplace connections (Jain and Ackerson 2023). This contributes to enhancing work engagement, fostering trust, and upholding integrity, consequently cultivating more efficient teams, and retaining a brilliant workforce (Tenney et al. 2024). 
· Organisations should create and execute thorough emotional intelligence (EI) training programs that concentrate on crucial abilities like empathy, self-control, and social aptitude. These programs facilitate the development of workers' skills in managing interpersonal relationships and enhancing team unity (Sauli et al., 2022). 
· Encourage Mentorship and Coaching: Implementing mentoring programs that match seasoned engineers with less experienced ones may facilitate the development of emotional intelligence abilities. Mentorship fosters the development of self-awareness, empathy, and interpersonal communication skills, which are essential for effective team cooperation and leadership (Opengart and Bierema 2015). 
· Promote a Feedback Culture: Fostering a conducive environment in which engineers feel at ease providing candid and constructive comments helps enhance their comprehension and regulation of their emotions (Irenita et al., 2024). Engaging in this activity improves one's ability to communicate effectively and fosters a working culture that is characterised by transparency and trust. 
· Implement Wellness Programs: Implementing wellness programs that include mindfulness methods and stress management courses might enhance the psychological well-being of engineers. These activities promote emotional equilibrium and fortitude, which are crucial for sustaining optimal performance in stressful situations (O’Connor et al., 2019). 
· The focus should be on the long-term impacts of emotional intelligence (EI) training. Further research is required to determine the long-term impact of emotional intelligence (EI) training on organizations' overall performance and employee well-being. Examining the impact of certain emotional intelligence (EI) abilities on team dynamics and project achievements will help to improve these programs for more favourable outcomes (Lima and Silva 2020).
· Prioritise emotional intelligence in organisational culture: This strategy not only improves the team's effectiveness but also plays a role in keeping employees and achieving long-term success in a competitive sector (Matta and Alam 2023).
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	Cyfranogwr Rhif Adnabod: 
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CWESTIYNAU CYFWELIAD SAMPL 

	
SAMPLE INTERVIEW/ SURVEY QUESTIONS 


	TEITL Y PROSIECT: / PROJECT TITLE: The Connection Between Management, 

Emotional Intelligence and Stress in the Workplace. 






	1


	What is your age?  

	2


	What is your gender?  

	3


	What is your current position within the engineering company? 

	4


	How much do you believe improving your personal emotional intelligence would influence your engineering career? 

	5


	How would you describe the relationship between your engineering manager and the team in terms of emotional support? 

	6

	What do you consider the most stressful factors in your engineering work? 

	7


	What kinds of classes or training have you done to improve your emotional intelligence?


	8


	

	9


	

	10


	




	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER



Alina Georgiana Muceniv                   480 Corporataion Road Newport 
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FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	TEITL Y PROSIECT: / PROJECT TITLE: The Connection Between Management, 

Emotional Intelligence and Stress in the Workplace. 



Name of Researcher:										         	
Please initial box

1.	I confirm that I have read and understand the information sheet dated 05/07/2024 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.

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

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

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

5.	I agree to take part in the above study.



________________________	________________	_____________________________
Name of Participant	Date	Signature



_____Alina Georgiana Mucenic________	________________	_____________________________
Researcher	Date 05/07/2024		Signature

You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No-one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed, please return in the envelope provided (if applicable).  One copy will be given to the participant and the original to be kept in the file of the research team at: PLACE:


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	TEITL Y PROSIECT: / PROJECT TITLE:



*THIS FORM IS TO BE AMENDED AND ADAPTED AS NECESSARY

Dear Participant: 

My name is Alina Georgiana Mucenuc and I am studying in the School of University of Wales Trinidy Saint David .

I would like to invite you to participate in my research project. This project will  take a deap reasearch of The Connection Between Management, Emotional Intelligence and Stress in the Workplace. 
 and aims to Improve emotional inteligence in Engeenering sector.

*Attached to this letter is a short questionnaire developed by Alina Georgiana Mucenic  which will assess Maria Hefferan I believe your opinions will be extremely helpful to me. 

Through your participation in the questionnaire and/or interviews, I hope to ascertain . 

All questionnaires will be kept strictly confidential to the researchers involved and at NO time will individual questionnaires be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your articipation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 

Our questionnaire should take about 10 minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is instruction sheet (e.g. an instruction sheet / a consent form /a feedback sheet). As this is a new project, your feedback is also important to us and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium but your opinions are very valuable to us. 

After careful and precise analysis of the data obtained from this questionnaire, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of The Connection Between Management, Emotional Intelligence and Stress in the Workplace and will be stored on my device. The results of the research will be fed back to myself.

We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 
	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Alina Georgiana Mucenic 
480 Corporataion Road Neport
NP19 0GP





Appendix 2: Questionary
	Nr
	Question 
	Response type
	Options 

	1
	What is your age?
	Single choice.
	Under 18
18-24
 25-34
 35-44
 45-54
55 and above


	2
	What is your gender? 
	Single choice.

	Woman
Man
Non-binary
Prefer not to say


	3
	What is your current position within the engineering company?
	Single choice.

	Junior Engineer 
Senior Engineer 
Manager 
Director 
 Other

	4
	How long have you been working or study in engineering sector?
	Single choice.

	Less than 1year 
1-3 years 
 4-6 years
7-10 years 
More than 10 years


	5
	How many years of experience do you have in the engineering field?
	Single choice.

	Less than 1year 
1-3 years 
 4-6 years
7-10 years 
More than 10 years


	6
	On a scale from 1 to 10, how would you rate your level of self-awareness regarding your emotions at work?
	Single choice.

	1 2 3 4 5 6 7 8 9 10


	7
	How often do you successfully regulate your emotions during stressful engineering projects?
	Single choice.

	Very often 
 Often 
 Occasionally 
 Rarely
Never


	8
	How motivated are you to achieve your engineering work goals despite stress?
	Single choice.

	Very motivated
Somewhat motivated
Neither motivated nor unmotivated
Somewhat unmotivated
Very unmotivated


	9
	How often do you show empathy towards your engineering colleagues’ challenges?
	Single choice.

	Daily
Weekly
Monthly
Yearly
Never


	10
	How effective are your social skills in resolving conflicts during engineering projects?
	Single choice.

	Very effective
Somewhat effective
Neither effective nor ineffective
Somewhat ineffective
Very ineffective


	11
	On a scale from 1 to 10, how stressed do you usually feel when working on engineering projects?
	Single line text.
	

1 to 10

	12
	How often does stress impact your engineering work or study performance?
	Single choice.

	
Daily
Weekly
Monthly
Yearly
Never



	13
	What do you consider the most stressful factors in your engineering work?
	Multiple choice.

	Tight deadlines 
 High workload 
 Technical challenges 
 Lack of support from management
Interpersonal conflicts
 Other


	14
	How well do you manage stress during engineering deadlines?
	Single choice.

	Extremely well
Somewhat well
Neutral
Somewhat not well
Extremely not well


	15
	Do you participate in any wellness or mindfulness programs offered by your engineering company?
	Single choice.

	Yes
No
Maybe

	16
	How would you rate your engineering manager’s level of emotional intelligence?
	Single choice.

	Very high 
High 
 Moderate 
Low 
 Very low


	17
	How often does your engineering manager provide you with constructive feedback?
	Single choice.

	Very often 
Often
 Occasionally
 Rarely
Never


	18
	How often does your engineering manager show empathy towards the engineering team?
	Single choice.

	Very often 
 Often 
 Occasionally
 Rarely 
 Never


	19
	How effective is your engineering manager in managing the team’s stress during projects?
	Single choice.

	Very effective
Somewhat effective
Neither effective nor ineffective
Somewhat ineffective
Not effective at all


	20
	How would you describe the relationship between your engineering manager and the team in terms of emotional support?
	Single choice.

	Very supportive 
 Supportive
 Neutral
Unsupportive


	21
	Have you ever participated in a course on emotional intelligence development specifically for engineers?
	Single choice.

	Yes
No


	22
	How useful do you think such a course would be for your engineering performance?
	Single choice.

	Extremely useful
Somewhat useful
Somewhat not useful
Not useful at all


	23
	How often do you receive guidance or mentoring on developing emotional intelligence within your engineering role?
	Single choice.

	Daily
Weekly
Monthly
Yearly
Never


	24
	Does your engineering company offer training programs focused on emotional intelligence?
	Single choice.

	Yes

No


	25
	Do you believe that emotional intelligence has been a factor in the success of the engineering projects you have worked on?
	Single choice.

	Yes
No


	26
	How important do you consider emotional intelligence in the engineering workplace?
	Single choice.

	Extremely important
Somewhat important
Not important


	27
	How would you describe the impact of emotional intelligence on relationships between engineering colleagues?
	Single choice.

	Very positive 
 Positive 
Negative 
Very negative

	28
	Do you think emotional intelligence contributes to reducing workplace stress in the engineering sector?
	Single choice.

	Yes
No
Maybe


	29
	How would you rate the impact of emotional intelligence on managerial decision-making in engineering projects?
	Single choice.

	Very high 
High
 Moderate 
 Low 
Very low

	30
	How much do you believe improving your personal emotional intelligence would influence your engineering career?
	Single choice.

	Very much
 Much
 Little 
Not at all



[bookmark: _Toc871747453]Appendix 3: Interview Questions
	How important do you think emotional intelligence is in the engineering workplace?

	Can you talk about a difficult project you worked on recently and how you dealt with your feelings during it?

	What do you think the connection is between emotional intelligence and how you deal with stress at work?

	How often do you get feedback on your emotional intelligence?

	Can you think of a time when your emotional intelligence helped you work out a problem with a coworker or on your team?

	How do you think your emotional intelligence affects the way you lead and make decisions?

	What kinds of classes or training have you done to improve your emotional intelligence?

	How do you help or guide younger engineers in getting better at emotional intelligence?

	How do you keep your feelings in check when you're under a lot of stress at work?

	What changes or improvements would you suggest that your company make to help its workers build their emotional intelligence?
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