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Abstract 
The research explores the role of Emotional Intelligence in regard to shaping the managerial leadership efficacy within the organisations in the modern landscape. The insights related to EI components such as empathy, social skills, motivation, self-regulation and self-awareness are examined throughout the research. The mentioned possession of components among leaders pursuing EI have driven trust, engagement, communication and development of organisational performance. Literature findings highlight that emotionally intelligent leaders significantly improve workplace trust, ethical decision-making, employee engagement, teamwork, and organisational sustainability. Real-world examples including Starbucks, Costco, Microsoft, and PepsiCo demonstrate the positive impact of emotionally intelligent leadership on organisational culture and customer satisfaction. The thematic analysis further identified that empathy, supportive communication, and emotional resilience strengthen managerial leadership effectiveness within customer-focused industries. The secondary qualitative data collection method has been used for exploration of pertinent information related to the research contexts by considering journals and company reports. The real-world examples are explored in order to understand the linkage among EI and the leadership prospects in shaping the success of the organisation. The study concludes that emotional intelligence is a critical managerial capability that enhances organisational performance, employee wellbeing, and sustainable business success within dynamic and digitally transformed business environments.
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[bookmark: _Toc230275635][bookmark: _h5mvo1g0iy0t]1. Introduction 
[bookmark: _Toc230275636][bookmark: _dfu1vnc49z9y]1.1 Background of research 
The “Emotional Intelligence (EI)” has been the central prospect in shaping leadership and organisational behaviour because of the ability in shaping ways individuals process, manage emotions and perceive. The EI has five main competencies vital for effective leadership such as self-regulation, social skills, empathy, motivation and self-awareness (Salameh-Ayanian et al. 2025). For instance, Burberry has focused on building in-depth connections with customers through increasing engagement and evoking brand values. The strategy has been focused by leaders in regard to shaping EI has been related to rise in demand among customers for formation of emotional connections (Burberry, 2024). The leader EI has referred to the ability towards guiding thoughts along with action by identifying and usage of others' feelings and thoughts. The leadership efficacy has been partially explored through emotional understanding along with abilities associated with EI (Lee et al. 2023). The positive engagement of employees has been associated with supervisors and managers aware about EI. The employees of the retail sector are engaged in their workplace through guidance by the emotional intelligent leaders (Maurer, 2024). EI has shaped managerial leadership efficacy in organisations driving engagement and performance outcomes. 

Figure 1.1: EI competencies for leadership efficacy
(Source: Inspired from Salameh-Ayanian et al. 2025)
[bookmark: _Toc230275637][bookmark: _5iidl35zcw61]1.2 Aim, Objectives and Questions
Aim 
The aim of the research is to explore contexts of emotional intelligence as the tool for shaping efficacy of managerial leadership by exploration of real-world examples. 
Objectives
· To analyse emotional intelligence components such as self-regulation, empathy, social skills, motivation and self-awareness.
· To discuss relationships among leadership efficacy and emotional intelligence in driving organisational performance.
· To evaluate ways emotional intelligent managers improve trust, employee motivation and communication.
· To explore real-world examples of leaders in the organisation through successful implementation of emotional intelligence. 
Questions 
1. What is the significance of components of emotional intelligence like empathy, motivation, self-awareness, social skills and self-regulation?
2. How is the relation between emotional intelligence and leadership effectiveness in shaping performance of an organisation?
3. What ways do emotional intelligent managers adopt in order to develop motivation, communication and trust?
4. What are some real-world examples of leaders who have successfully integrated emotional intelligence within the organisation?
[bookmark: _Toc230275638][bookmark: _cr94pwbpnsq]1.3 Problem statement and Rationale
Managers lacking EI have prospects and likeability of being manipulative that leads to rise in the toxic culture in the workplace. The managers struggling towards processing emotions have lacked adequate skills towards leading work authentically (London Business News, 2025). This indicates that low EI among managers have hindered leadership efficacy along with disrupting organisational works and performance. It is evident that approximately three quarters ranging to 72% of the managers in the UK have stated emotional skills as the main priority (Wyatt, 2024). EI has been considered as the core competency for the aspiring managers in shaping their leadership capabilities and work outcomes. In this regard, the main rationale behind conducting the research is to explore relationships related to EI and leadership efficacy in the organisation in regard to development of trust, motivation and communication. 
[bookmark: _Toc230275639][bookmark: _887w1rub835r]1.4 Significance of research 
The research has provided significant contribution towards exploration of the varied folds of EI and leadership effectiveness through consideration of real-world examples that shapes organisational performance. As stated by Anvari et al. (2026), the high levels of EI has a positive impact on enhancement of team dynamics and trust for improvement of project outcomes. EI denotes the significance of self-management along with empathy considered essential for enhancing trust in the workplace. The core components of EI along with shaping the leadership functioning in the organisation has been explored by considering evidence from real cases.
[bookmark: _Toc230275640][bookmark: _epechpbffika]2. Literature Review
[bookmark: _Toc230275641]2.1 Effectiveness of emotional intelligence in developing managerial leadership
Emotional intelligence has been considered as the notable capability that develops managerial leadership by improving emotional awareness, behavioural control, decision-making and interpersonal relationships. According to Daniel Goleman’s Emotional Intelligence (EI) model, emotional intelligence consists of self-awareness, self-regulation, empathy, motivation, and social skills that collectively enhance multiple leadership competencies. As per the view of Chakkaravarthy & Bhaumik (2025), emotionally intelligent leaders respond significantly towards workplace issues, employee relationships and productivity metrics in the digital business environment. Self-awareness allows the managers to recognize their strengths, weaknesses and emotions while making significant decisions during stressful situations. Leaders with robust self-awareness illustrate confidence along with authenticity that has a significant positive impact on employee motivation and their productivity level. Howard Schultz leveraged emotional awareness for creating a people-oriented culture within Starbucks through focusing on employee wellbeing and suitable communication (Sekar, 2024). Motivation helps the leaders in obtaining organisational goals by boosting workforce to deliver high-level productivity. While empathy aids the managers in perceiving employee emotions, workplace concerns along with cultural differences. This basically helps in developing trustworthiness along with employee satisfaction in the workplace. Self-regulation can assist leaders in controlling emotions and responding ethically instead of impulsively. Satya Nadella has illustrated self-regulation as well as empathy while transforming the competitive culture of Microsoft into a collaborative workplace situation (Boyd et al. 2025). In addition, social skills reinforce leadership by implementing effective communication, negotiation, relationship management and teamwork.  Emotionally intelligent leadership plays a crucial role in enhancing organisational profitability and brand reputation.  
[bookmark: _Toc230275642]2.2 Relationship between leadership efficacy and emotional intelligence in developing organisational performance 
Leadership effectiveness along with emotional intelligence are robustly connected in developing organisational performance, workforce productivity and employee relationships. According to Padhy et al. (2024), emotional intelligence can manage employee emotions and positively influence leadership performance, employee involvement and commitment of the organisations. In terms of the retail industry, emotional intelligence enhances quality of customer service and teamwork as employees feel valued as well as motivated. Indra Nooyi has successfully utilised empathy along with relationship management for developing employee morale along with organisational performance at PepsiCo (Freeland, 2021). Emotionally intelligent leadership also supports adaptability, advancements and especially ethical decision-making that play a critical role in obtaining organisational sustainability along with competitive advantage within modern business environments.  
[bookmark: _Toc230275643]2.3 Ways leveraged by emotionally intelligent managers in enhancing communication and employee motivation
Emotionally intelligent managers enhance collaboration and employee motivation through empathy, active listening, transparency along with supportive leadership practices. Effective communication allows the employees to express their concerns, ideas and feedback in open discussion. This can reinforce trust along with organisational relationships significantly. As per the view of Singh et al. (2025), emotionally intelligent leaders are capable of creating psychologically safe workplace situations by motivating the workforce and making them feel valued for greater contribution. Managers with emotional intelligence utilise empathy for understanding employee challenges along with emotional requirements especially during organisational transformation and workplace stress. The specific leadership approach develops employee wellbeing and reduces workplace conflict. In the retail sector, emotionally intelligent leadership is significantly important as employees often interact with customers under stressful operational conditions. For instance, Howard Schultz implemented employee recognition programmes, healthcare benefits and robust communication strategies to motivate the entire workforce (Sekar, 2024). This has resulted in greater employee loyalty, customer satisfaction along with organisational performance. Similarly, Costco has adopted emotionally intelligent management practices through offering fair wages, supportive work culture along with employee enhancement opportunities (Bauer et al. 2023). This has contributed towards minimised employee turnover and high-level customer satisfaction. Emotionally intelligent managers encourage employees by employing constructive feedback, workplace recognition along with empowerment strategies. Positive leadership behaviour boosts employees for staying committed towards organisational goals and develops comprehensive productivity. Hence, emotional intelligence has significant contributions towards communication development, employee involvement and organisational effectiveness within the retail industry.
[bookmark: _Toc230275644]2.4 Theoretical viewpoints
Various leadership and emotional intelligence theories highlight the importance of emotionally intelligent leadership within organisations. Daniel Goleman’s Emotional Intelligence Theory indicates self-awareness, self-regulation, empathy, motivation, and social skills as major components impacting leadership success. This theory explains that emotional skills are highly essential rather than technical abilities in managing the workforce effectively. Howard Schultz has applied Goleman’s Emotional Intelligence Theory in Starbucks through focusing on empathy, communication, along with employee wellbeing through healthcare benefits and supportive workplace culture (Sekar, 2024). The concept of this theory can be utilised in the retail sector organisations for increasing employee wellbeing significantly.
 In addition, According to Munir et al. (2025), Transformational Leadership Theory denotes that emotionally intelligent leadership mainly focuses on inspiration, employee motivation along with relationship-building. Transformational leaders boost innovation, trust along with organisational commitment through emotionally supportive behaviours. Transformational leaders inspire organisational teams through understanding, utilising and tackling emotions. Satya Nadella has implemented transformational leadership practices by implementing collaboration, emotional awareness as well as ethical communication for transforming organisational culture and innovation (Boyd et al. 2025). This theory is highly useful in developing supportive leadership practices in the retail sector business organisations. 
Human relations theory indicates the significance of employee emotions, social interaction and especially communication in the aspect of organisational performance (Boccoli et al. 2023). The specific theories illustrate that intelligent leadership develops organisational sustainability, workforce satisfaction and ethical organisational norms. The concept of this theory is applied in organisations such as Costco, where supportive communication, workforce recognition, and fair workplace policies enhance employee satisfaction, teamwork, and long-term organisational sustainability (Bauer et al. 2023). The specific theory is useful in developing employee satisfaction and high retention rate in retail industry companies. 
[bookmark: _Toc230275645]2.5 Literature gap
Existing literature significantly investigates emotional intelligence along with leadership effectiveness in the aspect of general business environments. Chakkaravarthy & Bhaumik (2025) mainly focuses on leadership results without evaluating how emotional intelligence offers support towards employee wellbeing, seamless communication along with workplace diversity within retail organisations. Available research also lacks in-depth analysis about integration of emotional intelligence with technological innovations. This study has addressed the significant gaps by incorporating emotionally intelligent leadership related data in the context of customer-focused industries by keeping focus on employee emotions, customer experiences and organisational reputation.  
[bookmark: _Toc230275646][bookmark: _b90c98x5v09r]3. Methodology 
[bookmark: _Toc230275647][bookmark: _fv7gjubvkolc]3.1 Research Philosophy
The interpretivism research philosophy has been used in the research for exploring subjective insights related to EI role on shaping leadership efficacy of managers. According to Pervin & Mokhtar (2022), the main principle of interpretivism philosophy has been related to working with subjective insights and meanings that have existence in the social context. The identification of insights, reconstruction and further use as the building blocks in context of theorising in exploration of social realities. The mentioned philosophy explores the subjective information associated with EI in driving motivation, trust and enhancing communication practices among managers and workers in the organisation. 
[bookmark: _Toc230275648][bookmark: _wlbtr1b5iwqp]3.2 Research Approach 
The inductive approach has applied in the research for exploration of insights, identification of recurring patterns and formation of theories. Laari (2025), pointed out that the inductive approach has been referred to as the process for development of inferences from the gathered data and exploration of new concepts. This ensures the derivation of meaningful phrases aided assistance towards answering questions of research. The detailed findings are explored through adhering to the inductive research approach in this research in generation of comprehensive knowledge regarding EI in shaping organisational work dynamics and performance. 
[bookmark: _Toc230275649][bookmark: _3vmo8j285gz6]3.3 Research Design
The research has intended towards following the exploratory research design for detailed elaboration of the contexts of subject matter. According to Saka et al. (2023), the exploratory design has been valuable in regard to seeking new information and assessment of the insights in the new context. The mentioned design intends towards investigation of the undefined problem through carrying out in-depth research. The "exploratory design” ensured the evaluation of main components of EI in shaping leadership prospects like self-regulation, self-awareness, empathy, social skills and others. 
[bookmark: _Toc230275650][bookmark: _pzjctu8s0ghs]3.4 Data collection method
The secondary qualitative data collection method has been used in the research for gathering relevant insights from secondary or existing sources. Kelly et al. (2024), stated that secondary data has been identified as cost-effective, efficient and accessible information. The existing data has been further used for answering the new set of questions in research. The secondary data has been gathered in the research by considering 12 articles including both journals and company reports for exploration of the context of EI and managerial leadership efficacy. The articles have been chosen based on publication date within the last five years that is from 2022 to 2026 along with free accessibility without requiring payment. The combination of both journals and company reports aids support towards exploring general contexts of EI and leadership with reference to real-world examples. 
[bookmark: _Toc230275651][bookmark: _l88h86anpdja]3.5 Data analysis
The thematic analysis technique has been used for assessing the data collected through formation of themes based on the research objectives and context. According to Ahmed et al. (2025), thematic analysis has been referred to as a flexible and structured process for exploration of information. The steps followed in conduction of thematic analysis are familiarising data, code identification, theme searching, reviewing, naming themes and writing down the information. Based on assessment of information, four themes have been formed that align with the research objectives. 
[bookmark: _Toc230275652][bookmark: _taut7yfs9lkr]3.6 Time Horizon
The cross-sectional time horizon has been followed in the research in order to complete the research within the short and specific period of time frame. The cross-sectional time horizon ensures assessing variables and associated insights within a short period. This paradigm has been considered efficient for research conduction and inexpensive (So et al. 2025). The specific research has been directed to complete within the six weeks’ time frame. 
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Table 3.1: Research Timeline
(Source: Created by Author)
[bookmark: _Toc230275653][bookmark: _x0nucerwzpzv]3.7 Ethical considerations 
The guidelines of the University have been followed throughout the research to avoid legal obligations in the completion of research. The research relying on secondary data has a requirement of focusing on adequate referencing of authors to avoid copyright issues. The “Copyright, Designs and Patents Act, 1988”  derives rights in regard to copyright works in reference to databases and others (Government of UK, 2026). The authors have been acknowledged properly in the research in regard to usage of information for addressing research objectives. 	
[bookmark: _Toc230275654][bookmark: _1dsbe45yi3c7]4. Findings
[bookmark: _Toc230275655]4.1 Thematic analysis 
Theme 1:  Emotional Intelligence (EI) has regulated emotions for driving self-awareness, empathy, social skills and self-regulation for positive change.  
The EI has ensured driving the capability of comprehending and effective regulation of emotions of individuals. This has been further done in regard to perceiving and navigation of emotions of other people. The EI has underscored the importance of emotions in regard to human behaviour and cognition through deliberate practice and targeted training programs  (Antonopoulou, 2024). Similarly, EI has varied dimensions such as social skills, self-awareness, empathy and self-regulation. Moreover, EI has been referred to as the critical factor responsible for enhancement of self-efficacy. This directs that effective association among self-efficacy and EI has directed skills of emotional regulation allowing individuals to transform and shift anxiety towards productive engagement (Xuan, 2025). For instance, the “We Care Network” of Sainsbury’s has intended towards making care visible through increasing awareness along with supporting individuals to reach their adequate potential towards accomplishment of work. This also directs towards development of flexibility and empathy for ensuring positive change in cultural aspects in the organisation (Sainsbury’s, 2025). Therefore, the EI has shaped the prospects of leaders in the organisation in order to enhance the working environment. 
Theme 2: Emotional Intelligence facilitates relationships of leaders with others through self-regulation, optimism, feedback gathering and adaptability
The EI has been referred as the main factor for the leaders due to facilitation of positive relationships with others along with in-depth understanding of varied emotions. EI has directed integration of transformational leadership assisting towards promotion of happy and healthy environments at the workplace. Controlling of emotions has aided support towards controlling frustrations and enhancing creative capabilities. This further ensures in enhancing competencies along with sustainable growth of the organisation (Eslava-Zapata et al. 2022). Leaders applying EI strengthens adaptive coping segments of employees along with shaping self-regulation. This ensures the maintenance of personal drivers like intrinsic motivation, sense of purpose and optimism. The mentioned capabilities have protected emotional energy responsible for driving a positive stance along with reinforcement of organisational resilience (Freedman et al. 2025). For instance, feedback has been gathered from colleagues at Burberry for shaping the learning and development prospects. The accumulation of employee voices and feedback through conduction of surveys at Burberry ensures in shaping actions in the organisation (Burberry, 2025). Therefore, the leadership effectiveness has been nurtured through possession of EI in raising positive contribution towards uplifting organisational performance. 
Theme 3: Empathy and supportive leadership strategies help emotionally intelligent managers in reinforcing workplace trust, motivation and communication
Emotionally intelligent managers have the capability of improving workplace trust, employee motivation along with communication through creating emotionally secured organisational environments. Managers with high-level emotional intelligence leverage active listening, self-awareness and empathy to understand the in-depth problems faced by the workforce (Dutta et al. 2025). The specific leadership approach boosts transparent communication and aids employees in feeling respected, valued and safe within the organisation. Supportive communication from emotionally intelligent leaders helps in developing employee morale, confidence along with organisational commitment (Lee et al. 2022). This can have a positive impact on entire productivity and workforce performance. According to Nguyen (2025), emotionally intelligent communication is highly essential in the customer-focused retail industry as the employee behaviours have a direct impact on the customer satisfaction along with brand reputation. For example, Howard Schultz illustrated how empathetic leadership and workforce-focused communication enhance loyalty, teamwork along with organisational success. Therefore, emotional intelligence acts as the crucial managerial capacity that reinforces organisational culture, employee involvement along with sustainable business performance. 
Theme 4: Emotional intelligence improves leadership effectiveness using self-awareness and ethical decision-making
Emotional intelligence develops effectiveness of managerial leadership through improving emotional control, self-awareness and ethical decision-making within organisations. The managers with robust emotional intelligence can identify their own emotions, attitude patterns along with leadership strengths (Drigas et al. 2023). This has been allowing them to respond effectively in the context of workplace conflicts, operational disputes and transition towards innovation. Emotionally intelligent managers leverage self-regulation to balance stress and avoid impulsive as well as unethical decisions that can have a negative impact on employees and organisational performance (Salameh-Ayanian et al. 2025). Ethical leadership supported through emotional intelligence promotes fairness, inclusion, accountability along with employee wellbeing. The specific leadership approach is highly significant within retail organisations where managers often manage customer complaints, employee dissatisfaction and operational situations with high burdens (Saadi, 2025). Satya Nadella has illustrated how emotionally intelligent leadership can change organisational culture through implementing empathy can change organisational culture with collaborative strategies and ethical communication. His leadership has helped in enhancing employee engagement, innovation and team work. Therefore, it can be inferred that emotional intelligence can support leadership effectiveness through reinforcing ethical management practices, emotional resilience along with sustainable organisational performance in this digital era. 
[bookmark: _Toc230275656][bookmark: _uukthuu4df]5. Discussion
[bookmark: _Toc230275657][bookmark: _ad1rgjs8iilz]5.1 Discussion of findings 
Dimensions of emotional intelligence 
The EI has ensured in shaping the emotions of individuals by driving expressive prospects and controlling negative aspects such as anxiety. The cognitive thinking and human behaviour has been shaped through reference to EI in regard to attending training and practices in the organisational context (Antonopoulou, 2024). In a similar context, leaders possessing a high level of self-awareness have directed an increase in confidence and authenticity resulting in shaping the motivation level.  The increased motivation of employees at the workplace have shaped the productive outcomes and performance in regard to the dynamic business environment. Moreover, EI has been responsible for the formation of a people-oriented culture directed at Starbucks that shapes communication and well-being (Sekar, 2024). This directs in driving regulative behavior, enhancing empathy and social skills for excelling in the workplace.  The analysis of findings backed by instances from literature review denotes that dimensions of EI have shaped the leadership efficacy of managers. 
Relationship among EI and leadership in organisation 
Leaders possessing EI have been responsible for management of emotional energy that directed better commitment and positive culture in the organisation. Optimistic attitude and motivation have been responsible for driving emotional balance in the workplace  (Freedman et al. 2025). Moreover, EI drives empathy skills among leaders that shapes customer service at the retail sector operations. EI shapes the performance of leaders in order to ensure adequate management and involvement of employees driving the collaborative prospects and engaging environment for work success (Padhy et al. 2024). The insights denote that EI and leadership prospects have linkage and correlation in order to uplift the organisational performance in the competitive landscape. 
Efficacy of supportive leadership strategies in strengthening workplace trust, motivation and communication
Emotionally intelligent managers significantly improve workplace communication, employee motivation along with organisational trust through incorporating empathy, active listening along with supportive leadership practices. Employees can feel psychologically safe as well as valued while leaders boost transparent communication and constructive feedback (Singh et al. 2025). The specific leadership enhances customer satisfaction and employee loyalty because workforce behaviour has a direct influence on service quality within the retail industry. The specific findings can be aligned with Dutta et al. (2025), who suggested that emotional intelligence reinforces employee morale, organisational commitment along with workforce productivity. Real-world examples of Howard Schultz and Costco support the positive organisational impact related to emotionally intelligent leadership. 
Emotional intelligence enhances leadership outcomes using self-awareness and ethical decision-making
Managers with strong emotional intelligence have effectively managed workplace conflicts, employee dissatisfaction, and organisational transformation by recognising emotions and behavioural patterns (Drigas et al. 2023). The specific findings can be aligned with the literature review that identified self-awareness along with self-regulation as necessary emotional intelligence components that can influence leadership success and organisational sustainability (Chakkaravarthy & Bhaumik, 2025). Emotionally intelligent leadership generally promotes fairness, ethical behaviour, responsibility, teamwork along with employee wellbeing through strong communication and collaborative management operations. Real-world examples of Satya Nadella have supported these positive leadership outcomes. 
[bookmark: _Toc230275658]6. Conclusion
[bookmark: _Toc230275659]6.1 Conclusion
The research concludes that emotional intelligence can play a critical role in enhancing managerial leadership effectiveness within modern organisations. In this regard, components including self-awareness, empathy, self-regulation, motivation along with social skills support the managers in reinforcing communication, ethical decision-making, employee motivation and employee relationships. The real-world examples from multiple organisations including Starbucks and Costco demonstrate that emotionally intelligent leadership has a positive impact on employee satisfaction, organisational culture, teamwork along with business performance. Therefore, emotional intelligence can be observed as a significant managerial capability for obtaining long-term organisational success along with effective workforce management in this digital era.  
[bookmark: _Toc230275660]6.2 Linking with objectives
The first objective of this study has been achieved by evaluating vital emotional intelligence components such as empathy, motivation, self-awareness, self-regulation, and social skills. The 2.1 point in Literature review, theme 1 and first paragraph of discussion has illustrated this. The second objective has been fulfilled through interpreting the relationship between emotional intelligence along with leadership effectiveness in enhancing organisational performance. The 2.2 point in Literature review, theme 2 and second paragraph of discussion has demonstrated this. The third objective has been accomplished through analysing how emotionally intelligent managers can develop communication, trust, and employee motivation through supportive leadership strategies. The 2.3 point in Literature review, theme 3 and third paragraph of discussion has highlighted this. This research has addressed the fourth objective by analysing and incorporating real world examples of emotionally intelligent leaders including Satya Nadella, Howard Schultz and Indra Nooyi in the aspect of customer-focused and retail organisations.
[bookmark: _Toc230275661]6.3 Research limitation
This study has been primarily dependent on secondary qualitative data from journals, news articles and online sources. This has been limiting first-hand organisational insights along with practical observations. This study has significantly focused retail and consumer-oriented industries, that can minimise generalisability across different sectors. In addition, time constraints along with restricted access towards organisational employees has also obstructed the accumulation of primary data using interviews and surveys. 
[bookmark: _Toc230275662]6.4 Research recommendation
· This research recommends that organisations need to incorporate emotional intelligence training for leadership development programmes to enhance managerial efficacy. 
· The organisations need to integrate emotionally intelligent HR practices including employee recognition at workplace, inclusive leadership along with supportive organisational culture for reinforcing employee involvement and retention (Pougajendy et al. 2024). 
· Making investment in emotional intelligence enhancement can be helpful for supporting long-term organisational sustainability. 
· Integration of primary data through conducting surveys and interviews can help in incorporating first hand data about industrial insights to make this study more authentic. 
[bookmark: _Toc230275663]6.5 Future scope
Future research can help in exploring the influence of emotional intelligence in the aspect of digitally transformed organisations along with remote working situations. In addition, future study can analyse how emotional intelligence influences employee wellbeing, customer satisfaction as well as leadership efficacy in multiple industries. The relationship between emotional intelligence and Artificial Intelligence (AI) within modern organisations can be evaluated while proceeding with future research. In addition, comparative research among emotionally intelligent leadership and traditional leadership strategies can offer significant insights related to sustainable organisational performance.


[bookmark: _Toc230275664][bookmark: _uqw4njharr9m]References
Ahmed, S. K., Mohammed, R. A., Nashwan, A. J., Ibrahim, R. H., Abdalla, A. Q., Ameen, B. M. M., & Khidhir, R. M. (2025). Using Thematic Analysis in Qualitative Research. Journal of Medicine, Surgery, and Public Health,. https://doi.org/10.1016/j.glmedi.2025.100198 
Antonopoulou, H. (2024). The Value of Emotional Intelligence: Self-Awareness, Self-Regulation, Motivation, and Empathy as Key Components. Technium Education and Humanities, 8(1), 78–92. https://doi.org/10.47577/teh.v8i.9719 
Anvari, R., Berishvili, N., & Mobarhan, R. (2026). The role of emotionally intelligent leadership and team trust in knowledge sharing behavior and project success. Social Sciences & Humanities Open, 13.  https://doi.org/10.1016/j.ssaho.2026.102578 
Bauer, T., Erdogan, B., Caughlin, D., & Truxillo, D. (2023). Human resource management: People, data, and analytics. Sage Publications. https://www.bauer.uh.edu/departments/management-leadership/docs/syllabi/MANA-7380-People-Analytics_Spring-2022_Abbott.pdf 
Boccoli, G., Gastaldi, L., & Corso, M. (2023). The evolution of employee engagement: Towards a social and contextual construct for balancing individual performance and wellbeing dynamically. International Journal of Management Reviews, 25(1), 75-98. https://doi.org/10.1111/ijmr.12304 
Boyd, K., Miniken, L., & Hirning, D. (2025). Digitally transforming Microsoft: Our IT journey - Inside Track Blog. Inside Track Blog. https://www.microsoft.com/insidetrack/blog/digitally-transforming-microsoft-our-it-journey/ 
Burberry. (2024). STRONG PROGRESS TO ACHIEVE OUR AMBITIONS. https://www.burberryplc.com/content/dam/burberryplc/corporate/2024-updates/strategic-report.pdf 
Burberry. (2025). Annual Report 2024/25. https://www.burberryplc.com/content/dam/burberryplc/corporate/oar/oar-2024-2025/strategic-report.pdf 
Chakkaravarthy, M., & Bhaumik, A. (2025). Impact of emotional intelligence and leadership styles on employees' job performance: a review paper. Journal of Multidisciplinary Research for SMET (JMR-SMET), 1(1), 40-57. https://smetjournal.com/index.php/jmr-smet/article/download/3/3 
Drigas, A., Papoutsi, C., & Skianis, C. (2023). Being an emotionally intelligent leader through the nine-layer model of emotional intelligence—The supporting role of new technologies. Sustainability, 15(10), 8103.  https://doi.org/10.3390/su15108103 
Dutta, P. K., Gupta, S., Kashyap, S., Gehlot, A., Karmakar, R., & Bhattacharya, P. (2025). Emotional Intelligence in the Digital Era. CRC Press. https://www.researchgate.net/profile/Chirra-Baburao/publication/391005069_A_Bibliometric_Review_Study_of_Emotional_Intelligence_and_Innovation/links/683291b78a76251f22e7ebeb/A-Bibliometric-Review-Study-of-Emotional-Intelligence-and-Innovation.pdf 
Eslava-Zapata, R., Chacón-Guerrero, E., & Esteban Montilla, R. (2022). Emotional intelligence and its relationship with leadership: research keys. Health Leadership and Quality of Life, 1, 175. https://doi.org/10.56294/hl2022175 
Freedman, J. M., Freedman, P. E., Choi, D. Y., & Miller, M. (2025). The Emotional Recession: global declines in emotional intelligence and its impact on organizational retention, burnout, and workforce resilience. Frontiers in Psychology, 16. https://doi.org/10.3389/fpsyg.2025.1701703 
Freeland, G. (2021, February 24). Indra nooyi’s passions: People, performance & purpose at pepsico and beyond. Forbes. https://www.forbes.com/sites/grantfreeland/2020/02/24/indra-nooyis-passions-people-performance--purpose-at-pepsico-and-beyond/ 
Government of UK. (2026). Copyright, Designs and Patents Act 1988. https://www.legislation.gov.uk/ukpga/1988/48/contents 
Kelly, M. M., Peters, T. M., & Farber, J. S. (2024). Secondary data analysis: Using existing data to answer new questions. Journal of Pediatric Health Care, 38(4), 615–618. ScienceDirect. https://doi.org/10.1016/j.pedhc.2024.03.005 
Laari, L. (2025). Inductive-Deductive Qualitative Data Analysis Logic in Health Sciences Research: A Framework for Analysing Qualitative Data. International Journal of Qualitative Methods, 24. https://doi.org/10.1177/16094069251381706 
Lee, C. C., Li, Y. S., Yeh, W. C., & Yu, Z. (2022). The effects of leader emotional intelligence, leadership styles, organizational commitment, and trust on job performance in the real estate brokerage industry. Frontiers in psychology, 13, 881725. https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2022.881725/pdf 
Lee, C.-C., Yeh, W.-C., Yu, Z., & Lin, X.-C. (2023). The relationships between leader emotional intelligence, transformational leadership, and transactional leadership and job performance: A mediator model of trust. Heliyon, 9(8). https://doi.org/10.1016/j.heliyon.2023.e18007 
London Business News. (2025). Managers who “lack emotional intelligence more likely to be manipulative.” https://londonlovesbusiness.com/managers-who-lack-emotional-intelligence-more-likely-to-be-manipulative/ 
Maurer, T. J. (2024). Keeping Retail Employees Engaged With Emotionally Intelligent Leaders - Jackson Lewis. Jackson Lewis. https://www.jacksonlewis.com/insights/keeping-retail-employees-engaged-emotionally-intelligent-leaders 
Munir, R., Emeanulu, L. U., and Adeyemi, A. (2025). Examining the role of transformational leadership in shaping employee behaviour: an empirical analysis of Pakistani SMEs. Open Access Library Journal, 12(04), 1-23. https://www.researchgate.net/profile/Linus-Uche/publication/391340189_Examining_the_Role_of_Transformational_Leadership_in_Shaping_Employee_Behaviour_An_Empirical_Analysis_of_Pakistani_SMEs/links/682705a56b5a287c3041fd96/Examining-the-Role-of-Transformational-Leadership-in-Shaping-Employee-Behaviour-An-Empirical-Analysis-of-Pakistani-SMEs.pdf 
Nguyen, S. H. (2025). The role of customer orientation in emotional intelligence and sales performance: an empirical investigation in the pharmacy sector. International Journal of Productivity and Performance Management, 74(9), 3153-3171.  https://www.researchgate.net/profile/Sinh-Nguyen/publication/392098576_The_role_of_customer_orientation_in_emotional_intelligence_and_sales_performance_an_empirical_investigation_in_the_pharmacy_sector/links/683db28cd1054b0207f8fd4e/The-role-of-customer-orientation-in-emotional-intelligence-and-sales-performance-an-empirical-investigation-in-the-pharmacy-sector.pdf 
Padhy, T. P., Das, S., & Panda, L. P. (2024). Emotional intelligence and employee involvement: a study on the mediating effect of compassionate leadership. International Journal of Business Performance Management, 25(4), 565-588. https://www.researchgate.net/profile/Tara-Padhy/publication/377032409_Emotional_Intelligence_and_Employee_Involvement_A_Study_on_the_Mediating_Effect_of_Compassionate_Leadership/links/662b40fe35243041534ba37a/Emotional-Intelligence-and-Employee-Involvement-A-Study-on-the-Mediating-Effect-of-Compassionate-Leadership.pdf 
Pervin, N., & Mokhtar, M. (2022). The Interpretivist Research Paradigm: A Subjective Notion of a Social Context. International Journal of Academic Research in Progressive Education and Development, 11(2), 419–428. https://doi.org/10.6007/ijarped/v11-i2/12938 
Pougajendy, S., Mathiazhagan, A., & Karunamurthy, A. (2024). The role of organizational culture in driving employee engagement: insights and implications. Quing: International Journal of Multidisciplinary Scientific Research and Development, 3(3), 26-32. https://www.researchgate.net/profile/Dr-Akarunamurthy/publication/387258602_The_Role_of_Organizational_Culture_in_Driving_Employee_Engagement_Insights_and_Implications/links/67654a86117f340ec3cf74f0/The-Role-of-Organizational-Culture-in-Driving-Employee-Engagement-Insights-and-Implications.pdf 
Saadi, I. A. (2025). Emotional Intelligence and Ethical Leadership to Foster Employees’ Mental Health for Promoting Sustainable Development in Organizations: The Moderating Role of Organisational Culture. Journal of Administration and Economics Vol, 50(150). https://www.researchgate.net/profile/Ibraheem-Saadi-3/publication/398190115_Emotional_Intelligence_and_Ethical_Leadership_to_Foster_Employees'_Mental_Health_for_Promoting_Sustainable_Development_in_Organizations_The_moderating_role_of_Organizational_Culture/links/6936be03a1fd017989060e85/Emotional-Intelligence-and-Ethical-Leadership-to-Foster-Employees-Mental-Health-for-Promoting-Sustainable-Development-in-Organizations-The-moderating-role-of-Organizational-Culture.pdf 
Sainsbury’s. (2025). Good food for all of us Annual Report and Financial Statements 2025. https://corporate.sainsburys.co.uk/media/e1lfnybd/sainsbury-annual-report-and-financial-statements-2025.pdf 
Saka, R., Chinagozi, O. G., & Joe, O. N. (2023). Exploratory Research Design in Management Science: A Review of Literature on Conduct and Application. International Journal of Research and Innovation in Social Science (IJRISS), 7(4), 1384–1395. https://doi.org/10.47772/ijriss.2023.7515 
Salameh-Ayanian, M., Tamer, N., & Jabbour Al Maalouf, N. (2025). The importance of emotional intelligence in managers and its impact on employee performance amid turbulent times. Administrative Sciences, 15(8), 300. https://doi.org/10.3390/admsci15080312 
Salameh-Ayanian, M., Tamer, N., & Maalouf, A. (2025). The Importance of Emotional Intelligence in Managers and Its Impact on Employee Performance Amid Turbulent Times. Administrative Sciences, 15(8), 300. https://doi.org/10.3390/admsci15080300 
Sekar, N. (2024, June 12). Howard Schultz at Starbucks: Emotional Intelligence. Medium; Medium. https://medium.com/@nareshnavinash/howard-schultz-at-starbucks-emotional-intelligence-7413f8733b46 
Singh, K., Prakash, R., Rajpoot, H. S., Satapathy, P., Ambavale, R., & Parida, S. S. (2024). The Role of Emotional Intelligence in Effective Leadership and Decision-Making. Library of Progress-Library Science, Information Technology & Computer, 44(3). https://www.researchgate.net/profile/Rakesh-Prakash-3/publication/384647961_The_Role_of_Emotional_Intelligence_in_Effective_Leadership_and_Decision-_Making/links/6700ed97869f1104c6c67325/The-Role-of-Emotional-Intelligence-in-Effective-Leadership-and-Decision-Making.pdf 
So, K. K. F., Li, J., & Kim, H. (2025). A comparison of cross-sectional and longitudinal data in scale validation: the case of destination brand experience. Journal of Hospitality Marketing & Management, 1–22. https://doi.org/10.1080/19368623.2025.2578656 
Wyatt, H. (2024). Managers want, but aren’t getting, emotional intelligence training. https://www.hrmagazine.co.uk/content/news/managers-want-but-aren-t-getting-emotional-intelligence-training 
Xuan, Q. (2025). Emotional intelligence and holistic student development: an assessment of psychological and social efficacy in vocational university English education. Frontiers in Psychology, 16. https://doi.org/10.3389/fpsyg.2025.1664645 


[bookmark: _Toc230275665]Appendices
[bookmark: _Toc230275666]Appendix 1: Thematic analysis 
	Data familiarisation
	Code generation
	Theme formation

	“Emotional intelligence encompasses the capacity to comprehend and effectively regulate one's
emotions, in addition to perceiving and navigating the emotions of others” (Antonopoulou, 2024).
	· Emotional Intelligence
· Comprehend
· Regulate
· Emotions
	Theme 1:  Emotional Intelligence (EI) has regulated emotions for driving self-awareness, empathy, social skills and self-regulation for positive change.

	“EI comprises multiple dimensions, including self-awareness, self-regulation, social skills, and empathy” (Xuan, 2025).
	· Dimensions
· Self-awareness
· Self-regulation
· Social skills
· Empathy
	

	“Our We Care network aims to make caring visible by raising awareness and supporting our carer colleagues to reach their full
potential by building empathy and real flexibility to drive positive culture change.” (Sainsbury’s, 2025).
	· Empathy
· Culture change
	

	“emotional intelligence is a key factor for those who assume the role of leaders since it facilitates relationships with individuals and the understanding of emotions.” (Eslava-Zapata et al. 2022).
	· Emotional Intelligence
· Facilitates
· Relationship
· Leader
	Theme 2: Emotional Intelligence facilitates relationships of leaders with others through self-regulation, optimism, feedback gathering and adaptability.

	“Leaders who apply emotional intelligence can strengthen employees’ adaptive coping and self-regulation, and maintain personal drivers such as optimism, intrinsic motivation, and a sense of purpose.” (Freedman et al. 2025).
	· Emotional intelligence
· Adaptive
· Self-regulation
· Optimism

	

	“Feedback from
colleagues led to a greater
focus on learning and
development through our
new digital learning platform.” (Burberry, 2025).
	· Feedback
· Learning and Development
	


	“Managers with high-level emotional intelligence leverage active listening, self-awareness and empathy to understand the in-depth problems faced by the workforce” (Dutta et al. 2025).
	• Active listening • Self-awareness • Empathy • Workforce understanding
	Theme 3: Empathy and supportive leadership strategies help emotionally intelligent managers in reinforcing workplace trust, motivation and communication

	“Supportive communication from emotionally intelligent leaders helps in developing employee morale, confidence along with organisational commitment” (Lee et al. 2022).
	• Supportive communication • Employee morale • Organisational commitment • Trust
	

	“Emotionally intelligent communication is highly essential in the customer-focused retail industry as employee behaviours have a direct impact on customer satisfaction and brand reputation” (Nguyen, 2025).
	• Customer satisfaction • Brand reputation • Retail leadership • Employee behaviour
	

	“Emotionally intelligent leaders utilise emotional awareness and self-regulation to improve ethical leadership and organisational sustainability” (Drigas et al. 2023).
	• Emotional awareness • Self-regulation • Ethical leadership • Sustainability
	Theme 4: Emotional intelligence improves leadership effectiveness using self-awareness and ethical decision-making

	“The importance of emotional intelligence in managers significantly influences employee performance during turbulent organisational situations” (Salameh-Ayanian et al. 2025).
	• Employee performance • Leadership effectiveness • Organisational challenges • Emotional control
	

	“Emotional intelligence and ethical leadership promote employee wellbeing, fairness and sustainable organisational culture” (Saadi, 2025).
	• Employee wellbeing • Fairness • Organisational culture • Ethical management
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