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Abstract
Emotional intelligence (EI) has become an important topic in modern management because managers are expected to achieve results while also managing people, pressure, change and relationships. This report examines how emotional intelligence can support effective managerial leadership. It focuses on five widely used components of EI: self-awareness, self-regulation, motivation, empathy and social skills. The report uses secondary research from peer-reviewed journals, meta-analyses, systematic reviews and trusted organisational sources. The evidence suggests that emotionally intelligent managers can communicate more carefully, build stronger trust, respond to pressure with greater control and understand the needs of employees. Research also links EI with leadership behaviours, job performance, job satisfaction and team outcomes, although the strength of these relationships depends on how EI is defined and measured. Real-world examples, including Microsoft under Satya Nadella and research in healthcare management, show how empathy, collaboration and emotional awareness can support organisational culture and innovation. However, EI should not be treated as a complete explanation for leadership success. Recent research highlights measurement problems, common-method bias and the risk of overstating causal claims. The report concludes that EI is best viewed as one useful part of managerial capability alongside technical knowledge, ethical judgement, experience and strategic thinking. Organisations can develop EI through feedback, reflective practice, coaching, active listening and leadership development, but training should be evidence-based and evaluated rather than accepted as automatically effective.
1. Introduction
Managers work in environments where technical ability alone is rarely enough. They have to set goals, make decisions, communicate expectations, respond to conflict, support employees and often lead through uncertainty. These responsibilities involve emotions as well as logic. A manager may need to remain calm when a project is failing, notice when a team member is struggling, give difficult feedback without damaging trust, or motivate people after a setback. For these reasons, emotional intelligence has become closely connected with discussions of modern leadership.
Salovey and Mayer (1990) introduced emotional intelligence as a set of abilities connected with recognising, understanding, using and regulating emotions. Later, Goleman (1998) popularised the idea in management by describing five practical components: self-awareness, self-regulation, motivation, empathy and social skill. These five components are especially relevant to this assignment because they connect individual emotional awareness with everyday managerial behaviour. However, the academic literature does not treat all EI models as identical. Ability-based models focus on emotional reasoning, while mixed models combine emotional abilities with broader competencies and personality-related qualities (Mayer et al., 2008; Côté, 2014). This difference is important because research findings can change depending on which definition and measurement method is used.
The topic is also relevant to current employment needs. The World Economic Forum (2025) reported that leadership and social influence, motivation and self-awareness, and empathy and active listening are among skills employers consider important. This does not prove that EI directly causes business success, but it shows that many capabilities connected with EI remain valuable in modern workplaces. Managers increasingly lead diverse teams, hybrid workers and employees facing rapid technological and organisational change. In such settings, the ability to understand emotional reactions and communicate appropriately can influence whether employees feel respected, motivated and willing to contribute.
The aim of this report is to analyse how emotional intelligence can improve managerial leadership. The report first explains the meaning and main components of EI, then evaluates the relationship between EI and leadership effectiveness. It considers how emotionally intelligent managers can improve communication, trust and motivation, and it reviews real-world evidence from organisations and applied management research. The report also considers criticisms of EI so that the discussion remains balanced. The central argument is that EI can strengthen managerial leadership when it is used alongside other capabilities, but it should not be treated as a substitute for knowledge, judgement, ethics or organisational systems.
2. Literature Review
2.1 Meaning and Models of Emotional Intelligence
The academic idea of emotional intelligence began with Salovey and Mayer (1990), who described a group of skills related to the appraisal and expression of emotion, regulation of emotion, and the use of feelings to support motivation, planning and achievement. Later work by Mayer, Salovey and Caruso developed an ability model in which EI is treated as a form of information processing about emotions. Mayer et al. (2008) argued that some people are better able to process emotional information and use it to guide thinking and behaviour. This approach treats EI as an ability rather than simply as a positive personality style.
In management, Goleman's model became especially influential because it translated EI into leadership behaviours that are easy to understand and discuss. Goleman (1998) highlighted self-awareness, self-regulation, motivation, empathy and social skill. This model is often called a mixed model because it combines emotional abilities with competencies, behaviours and motivational qualities. Côté (2014) explains that EI research includes different definitions and measurement approaches, including performance-based tests and self-report measures. Therefore, a manager who scores highly on one EI scale may not necessarily score equally highly on another. This is one reason why managers should be cautious about using a single EI test as a final judgement of leadership potential.
Despite these differences, the models share an important idea: emotions contain information that can influence thinking, relationships and behaviour. Effective managers do not need to remove emotion from the workplace. Instead, they need to recognise when emotion is affecting a situation and respond in a controlled and appropriate way. This is particularly important during conflict, change, performance discussions, customer complaints and periods of stress. EI therefore has practical relevance because managerial work involves continuous interaction with people.
2.2 The Five Main Components of Emotional Intelligence
Self-awareness is the ability to recognise one's own emotions, reactions, strengths, limitations and emotional triggers. A self-aware manager is more likely to notice when frustration, anxiety or overconfidence is influencing a decision. This awareness can improve leadership because it creates a moment for reflection before action. For example, a manager who recognises that they are becoming defensive during criticism can choose to ask questions rather than immediately reject the feedback. Self-awareness also supports realistic confidence. A manager who understands personal weaknesses can seek advice, delegate to people with stronger expertise and avoid pretending to know everything.
Self-regulation refers to the management of emotional responses. It does not mean hiding all feelings or appearing emotionless. Instead, it involves controlling impulsive reactions and choosing behaviour that fits the situation. Gross (1998) explains emotion regulation as the ways individuals influence which emotions they have, when they have them and how they experience or express them. In management, self-regulation can be seen when a leader remains professional during a disagreement, avoids sending an angry message, or takes time to gather facts before responding to a mistake. This can protect relationships and reduce unnecessary conflict. It can also support more consistent decision-making because employees are less likely to experience a manager as unpredictable.
Motivation in Goleman's model refers to an internal drive to achieve, improve and persist. Emotionally intelligent motivation is not simply pressure to meet targets. It includes maintaining commitment when progress is difficult and helping others connect work with meaningful goals. A motivated manager can influence team energy through realistic optimism, persistence and recognition of progress. However, motivation should be balanced with empathy. A manager who focuses only on targets may unintentionally create stress or burnout. EI is useful when managers can recognise when employees need encouragement, resources, clearer priorities or recovery rather than additional pressure.
Empathy is the ability to understand another person's feelings, perspective and situation. Empathy does not mean agreeing with every employee or avoiding difficult decisions. A manager can understand why an employee is disappointed and still make a decision that the employee does not prefer. The value of empathy is that it improves the quality of information available to the manager. When employees believe that their manager will listen, they may be more willing to explain concerns, admit mistakes and raise risks early. Empathy also supports inclusive leadership because managers become more attentive to different experiences and communication styles.
Social skills involve building relationships, communicating clearly, managing disagreement, influencing others and supporting cooperation. These skills connect the other EI components with visible leadership behaviour. A manager may be self-aware and empathetic, but leadership effectiveness also depends on expressing ideas in ways others can understand. Social skills include active listening, constructive feedback, negotiation and relationship building. In practice, strong social skills help managers coordinate people with different priorities and reduce the risk that small misunderstandings become larger conflicts.
2.3 Emotional Intelligence and Leadership Effectiveness
Research generally suggests a positive relationship between EI and leadership, but the size and meaning of that relationship require careful interpretation. Wong and Law (2002) found exploratory evidence that the emotional intelligence of leaders and followers was related to job outcomes. Harms and Credé (2010) later reviewed 62 independent samples and found that EI was related to transformational leadership. However, they also found a major difference depending on who provided the ratings. When the same source rated both EI and leadership, the relationship was much stronger than when different sources provided the ratings. This suggests that common-method bias can make relationships appear larger than they really are.
Transformational leadership is relevant because it involves inspiring employees, encouraging development and creating commitment to shared goals. Emotionally intelligent managers may find it easier to recognise how people are responding to change, adjust communication and provide individual support. Miao, Humphrey and Qian (2018a) reported a positive relationship between EI and authentic leadership in a meta-analysis. Another cross-cultural meta-analysis found that leader EI added predictive value for subordinate task performance and organisational citizenship behaviour even after controlling for cognitive ability and the Big Five personality traits, although the strength of relationships varied across cultural settings (Miao et al., 2018b). This suggests that EI may contribute to leadership, but context matters.
EI is also linked with work performance more broadly. O'Boyle et al. (2011) analysed three major streams of EI research and reported corrected correlations between EI and job performance in the range of approximately .24 to .30. Joseph and Newman (2010) also found that the relationship between EI and performance is complex and depends on factors such as the specific emotional abilities being measured and the emotional demands of the job. These findings are useful for managers because they show that EI may support performance, but it is not the only predictor. Cognitive ability, personality, experience, job design and resources also matter.
2.4 Communication, Trust and Employee Motivation
Communication is one of the clearest areas where EI can influence managerial practice. Employees do not only respond to the words a manager uses; they also respond to tone, timing, fairness and whether the manager appears to listen. Self-awareness helps a manager notice how their own mood may shape communication. Self-regulation helps them avoid aggressive or defensive responses. Empathy helps them understand how a message may be received, while social skills help them explain expectations and invite questions. Together, these abilities can make communication clearer and more respectful.
Trust is especially important because employees often depend on managers for information, performance evaluation, work allocation and support. A manager who responds consistently and listens carefully can become more predictable and credible. A 2023 study of real estate brokerage teams found that leader emotional intelligence, transformational leadership and transactional leadership were positively related to individual job performance, and trust in the supervisor played an important mediating role (Liu et al., 2023). Although one study cannot prove that the same pattern applies to every industry, it provides practical evidence that the relationship between EI and performance may operate partly through trust.
The idea of psychological safety is also relevant. Edmondson (1999) defined team psychological safety as a shared belief that the team is safe for interpersonal risk-taking. Her research found that psychological safety was associated with team learning behaviour. EI and psychological safety are not the same concept, but emotionally intelligent managerial behaviour may support conditions where employees feel more comfortable asking questions, admitting uncertainty and discussing mistakes. For example, an empathetic and self-regulated manager is less likely to react harshly when an employee raises a problem. This can improve the quality of information reaching management.
Employee motivation can also be influenced by the emotional climate created by managers. Miao, Humphrey and Qian (2017) found across studies that different forms of EI were positively related to job satisfaction, although the strength of the relationships varied by type of EI measure. From a managerial perspective, this suggests that emotionally skilled leadership may support positive work attitudes. However, EI should not be used to shift responsibility for motivation entirely onto individuals. Fair pay, workload, job security, development opportunities, staffing and organisational policies remain important. An emotionally intelligent manager cannot fully compensate for poor systems or unfair treatment.
2.5 Emotional Intelligence and Team Performance
Teams require coordination between people who may have different personalities, roles, levels of experience and priorities. Emotional intelligence can help managers notice tension before it becomes open conflict and understand how different employees respond to pressure. A manager who uses empathy and social skill can adapt communication while still maintaining consistent standards. This is useful during deadlines, organisational change and cross-functional work, where misunderstandings can quickly reduce cooperation.
Evidence from leadership research supports this connection. Miao et al. (2018b) found that leader EI was related to subordinate task performance and organisational citizenship behaviour, with cultural differences affecting the strength of the relationship. This is important because modern organisations often operate across countries and cultures. A communication style that appears supportive in one setting may be interpreted differently in another. Therefore, EI should include sensitivity to context rather than assuming one emotional response is correct everywhere.
Healthcare provides a useful applied example because managers work in high-pressure environments where communication, emotional control and teamwork can affect both staff and service quality. A 2024 systematic review of healthcare leadership studies found that leader EI was associated with outcomes including job satisfaction, reduced emotional exhaustion, teamwork, organisational culture, empowerment and job performance. The authors also stressed that the evidence was limited by differences between studies and did not justify simple causal conclusions (Chaudry et al., 2024). Earlier research with nurse managers similarly reported positive relationships between EI, transformational leadership and leadership outcomes such as extra effort, effectiveness and satisfaction (Spano-Szekely et al., 2016). These examples show why EI is attractive in management practice, while also showing the need for careful interpretation.
2.6 Critical Perspectives and Limitations
A strong report on EI should include criticism because the concept remains debated. One problem is definition. Ability EI, trait EI and mixed EI do not measure exactly the same thing. When studies use the same term for different constructs, comparing results becomes difficult. Côté (2014) notes that EI can be measured through performance-based tests or self-report approaches, and each method has strengths and limitations. Self-report measures are simple to use, but people may overestimate or underestimate their abilities. Performance tests attempt to measure ability more directly, but deciding what counts as the objectively correct emotional response can also be difficult.
A second issue is overlap with other characteristics. Some EI measures include qualities that are close to personality, confidence or motivation. This raises the question of whether EI adds enough new information beyond established predictors such as cognitive ability and the Big Five personality traits. Meta-analytic research suggests that EI can add some predictive value, but the amount varies across measures and outcomes (Joseph & Newman, 2010; O'Boyle et al., 2011). Therefore, organisations should avoid assuming that an EI score alone can identify the best manager.
A recent critical meta-synthesis by Davis and Mahoney (2026) adds an important warning. Reviewing 73 EI-focused systematic reviews and meta-analyses, the authors rated a large majority as low or unacceptable quality and argued that many discussion sections used language that overstated what the underlying evidence could support. This does not mean that all EI research is unreliable. It does mean that claims such as "EI is essential for every leader" or "EI training will automatically improve performance" should be avoided unless evidence directly supports them. For managerial practice, the sensible position is to treat EI as a useful set of capabilities that may improve leadership in suitable contexts, while measuring actual behaviour and outcomes rather than relying on fashionable claims.
3. Methodology
This report uses a secondary research methodology. No primary interviews, surveys or experiments were conducted. The purpose of the review was to understand how emotional intelligence is defined, how it relates to managerial leadership, and what evidence exists for communication, trust, motivation and team performance. Sources were selected from peer-reviewed academic journals, meta-analyses, systematic reviews, university or publisher repositories, and a small number of trusted organisational sources used for current context or real-world illustration.
The source selection followed four main principles. First, foundational research was included to explain the development of EI, particularly Salovey and Mayer (1990), Goleman (1998) and Mayer et al. (2008). Second, higher-level evidence such as meta-analyses and systematic reviews was prioritised because these studies combine findings across multiple samples. Third, applied research was used to connect EI with real managerial settings, including healthcare and brokerage teams. Fourth, recent sources were included where they added current relevance or criticism, such as the World Economic Forum (2025), Chaudry et al. (2024) and Davis and Mahoney (2026). An official Microsoft source was used only as an illustrative organisational example and not as independent proof of causation.
The analysis compared common themes across the literature: leadership effectiveness, communication, trust, motivation, team performance and limitations. Because the report is a narrative academic review rather than a formal systematic review, it does not claim to include every EI study. The main limitation of this methodology is that it depends on existing research, which uses different definitions and measures of EI. To reduce this problem, the discussion distinguishes between positive findings and areas where evidence is mixed or methodologically limited.
4. Findings
4.1 EI Supports Important Leadership Behaviours
The first major finding is that emotional intelligence is consistently connected with leadership behaviours that involve relationships, communication and influence. Managers with stronger emotional awareness may be better able to understand how their behaviour affects others, regulate their reactions and adapt communication. Research links EI with transformational and authentic leadership, although the strength of these links varies depending on measurement method and rating source (Harms & Credé, 2010; Miao et al., 2018a). Therefore, EI appears relevant to leadership effectiveness, but it should be described as a contributing factor rather than a complete explanation.
4.2 Trust and Communication Are Key Mechanisms
The second finding is that trust and communication help explain why EI can matter. Emotionally intelligent behaviour can make managers more consistent, attentive and respectful during daily interactions. In the brokerage study discussed earlier, trust in the supervisor helped connect leader EI and leadership styles with employee job performance (Liu et al., 2023). This supports the idea that employees may respond positively not simply because a manager has an EI score, but because the manager behaves in ways that create confidence and stronger working relationships.
4.3 EI Is Relevant to Motivation, Satisfaction and Team Outcomes
The third finding is that EI is associated with employee attitudes and team outcomes. Meta-analytic evidence links EI with job satisfaction and performance, and cross-cultural research links leader EI with subordinate task performance and citizenship behaviour (Miao et al., 2017; Miao et al., 2018b). In healthcare, systematic review evidence connects leader EI with job satisfaction, lower emotional exhaustion, teamwork and empowerment (Chaudry et al., 2024). These relationships are especially relevant in people-intensive roles where managers must manage emotional pressure and cooperation.
4.4 Real-World Example: Microsoft
Microsoft provides a useful organisational illustration of empathy in leadership. An official Microsoft feature described how Satya Nadella emphasised empathy, learning and collaboration after becoming chief executive in 2014. Employees in the report connected this cultural direction with greater collaboration, internal hackathons and product development, including accessibility-focused innovations (Ray, 2019). The example is consistent with EI ideas because empathy and social awareness can help leaders understand users and encourage cooperation across teams. However, the source is produced by Microsoft itself, so it should be treated as an illustrative case rather than neutral evidence that empathy alone caused the company's performance or innovation.
4.5 EI Has Important Limits
The final finding is that EI research contains important methodological limitations. Different definitions, self-report bias and overlap with personality complicate the evidence. Harms and Credé (2010) showed that EI-leadership relationships became much smaller when different raters measured the two constructs, which is a warning against relying only on self-reported data. Davis and Mahoney (2026) also argue that some reviews use stronger language than their evidence justifies. As a result, organisations should evaluate EI alongside actual leadership behaviour, performance data, employee feedback and other relevant competencies.
5. Discussion
Overall, the evidence suggests that emotional intelligence can improve managerial leadership mainly by improving the quality of interpersonal behaviour. The strongest practical value is not that EI makes a manager automatically successful, but that it gives managers a framework for noticing emotions and responding more deliberately. Self-awareness can improve reflection, self-regulation can reduce impulsive behaviour, motivation can support persistence, empathy can improve understanding and social skills can strengthen communication. When these abilities are combined, a manager may be better positioned to handle difficult conversations, conflict and change.
The relationship between EI and communication is especially important. Poor communication often becomes worse when managers are stressed or defensive. An emotionally intelligent manager can separate the issue from the immediate emotional reaction. For example, if an employee misses a deadline, a low-control response might involve public criticism or blame. A more emotionally intelligent response would first gather facts, communicate the impact of the delay, listen to the employee's explanation and agree on corrective action. This approach does not remove accountability. Instead, it makes accountability more constructive and increases the chance that the manager receives accurate information.
Trust is another important result. Employees are more likely to trust managers who are predictable, fair and willing to listen. EI can support these behaviours, but trust also depends on integrity and competence. A manager who is empathetic but regularly makes poor decisions will not necessarily be trusted. Similarly, a manager with strong social skills could use them manipulatively. This shows why EI must be connected with ethics. Emotional awareness gives a manager more information about other people's feelings, but ethical judgement determines how that information is used. Managers should use EI to improve understanding and fairness, not to pressure or manipulate employees.
The Microsoft example demonstrates how empathy can be linked with organisational culture and innovation. Nadella's emphasis on empathy and collaboration was presented by Microsoft as part of a broader cultural shift that encouraged employees to share ideas and work across traditional boundaries (Ray, 2019). The strongest lesson from this case is not that every company should copy Microsoft. It is that leadership language and behaviour can influence what employees believe is acceptable. When leaders show curiosity and respect for different perspectives, employees may feel more able to suggest ideas, ask for support and work across teams. This is similar to the idea of psychological safety described by Edmondson (1999).
Healthcare evidence provides another useful application because managers in hospitals and care settings often face emotional pressure, staffing challenges and high consequences for communication failures. The 2024 systematic review by Chaudry et al. found generally positive associations between EI leadership and organisational outcomes, but also highlighted heterogeneity and methodological limitations. This balanced result is important. It shows that managers should not simply purchase EI training and assume that outcomes will improve. Development should be connected to real behaviours such as listening quality, conflict management, feedback, staff support and team learning, and these outcomes should be evaluated after training.
Organisations can develop EI in several practical ways. First, managers can use structured reflection after difficult situations. A short reflection can ask what emotion they experienced, what triggered it, how it affected their behaviour, what effect their response had on others and what they would do differently next time. This strengthens self-awareness and self-regulation. Second, organisations can use 360-degree feedback so managers compare their own view with feedback from employees, peers and senior leaders. This can reduce the risk of relying only on self-perception. Third, coaching and mentoring can help managers practise difficult conversations and consider alternative responses.
Active listening should also be treated as a management skill rather than a personality trait. Managers can improve listening by allowing employees to finish speaking, summarising what they heard, checking understanding and asking open questions. Organisations can also include emotional and social behaviours in leadership expectations. For example, managers can be assessed not only on output targets but also on team development, communication quality, retention, conflict management and employee feedback. This encourages EI to become part of observable leadership practice rather than only a score from a questionnaire.
However, EI development should have boundaries. It should not be used to suggest that employees must always control emotions in unhealthy working conditions. If a team is understaffed, overworked or treated unfairly, the solution is not simply to teach everyone greater emotional control. Managers must address the structural cause. Similarly, organisations should avoid using EI tests as the single basis for recruitment or promotion. Given the disagreement over definitions and measurement, a fairer approach is to combine behavioural interviews, evidence of past performance, technical competence, references, situational exercises and feedback with EI-related assessment.
The research also indicates that context matters. Miao et al. (2018b) found cultural differences in the relationship between leader EI and follower outcomes. This means emotionally intelligent leadership should not be reduced to one universal style. In some situations, employees may value directness and clear authority; in others, consultation and relationship building may be more important. EI can help managers notice these differences, but effective leadership still requires knowledge of the team, task and organisational environment.
Finally, the recent criticism by Davis and Mahoney (2026) should improve rather than end discussion of EI. Their analysis warns researchers and practitioners to use careful language and avoid claims that go beyond the evidence. For a manager, this means focusing on measurable behaviour. Instead of simply saying that managers are emotionally intelligent, an organisation can ask whether managers listen effectively, respond constructively under pressure, build trust, support team learning and handle conflict fairly. These behaviours can be observed and improved. This practical approach keeps the useful parts of EI while avoiding exaggerated claims.
6. Conclusion
Emotional intelligence is a valuable concept for understanding the people side of managerial leadership. The five components of self-awareness, self-regulation, motivation, empathy and social skills provide a practical framework for behaviours that managers use every day. Research suggests that EI is associated with leadership behaviours, employee performance, job satisfaction, trust and teamwork. Evidence from healthcare settings and organisational examples such as Microsoft also shows how empathy, emotional control and collaboration can be relevant to real managerial practice.
At the same time, EI should not be treated as a guaranteed route to effective leadership. The research uses different definitions and measures, some studies depend heavily on self-report data, and recent critical work warns that claims about EI are sometimes stronger than the evidence. Leadership effectiveness also depends on technical competence, cognitive ability, ethics, organisational systems, resources, experience and the situation. Therefore, EI is best understood as one important part of a wider set of managerial capabilities.
For organisations, the most useful approach is to develop EI through practical behaviour rather than fashionable labels. Reflection, coaching, 360-degree feedback, active listening and realistic leadership scenarios can help managers understand and regulate emotions more effectively. Organisations should then evaluate whether these activities improve communication, trust, conflict management, employee experience and team performance. Used in this balanced way, emotional intelligence can make managerial leadership more thoughtful, responsive and effective without overstating what the concept can achieve.
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Appendices
Appendix A: Summary of Key Emotional Intelligence Components
Emotional intelligence can be divided into five main components: self-awareness, self-regulation, motivation, empathy and social skills. These components help managers understand their own emotions and respond appropriately to the emotions of employees.
Self-awareness means understanding personal emotions, strengths, weaknesses and reactions. Managers who are self-aware are more likely to recognise when stress, frustration or confidence is affecting their decisions.
Self-regulation refers to controlling emotional reactions and responding calmly and professionally. This can help managers reduce conflict and avoid impulsive decisions.
Motivation means maintaining a positive attitude, working towards goals and encouraging others to perform well. Managers with strong motivation are usually more persistent when facing difficulties.
Empathy is the ability to understand the feelings, concerns and perspectives of other people. Empathy can help managers provide appropriate support and build stronger relationships with employees.
Social skills involve communication, teamwork, conflict management and relationship building. These skills help managers work effectively with different people and create better cooperation within teams.

Appendix B: Practical Emotional Intelligence Framework for Managers
Managers can develop emotional intelligence through several practical activities.
Reflection: Managers can review difficult situations and think about how their emotions influenced their behaviour and decisions.
Active listening: Managers should give employees enough time to explain their concerns, ask relevant questions and confirm that they understand the employee's point of view.
Feedback: Regular feedback from employees, colleagues and senior managers can help managers understand how others see their leadership behaviour.
Self-control: Before reacting to conflict or pressure, managers can take time to understand the situation and consider the most appropriate response.
Empathy: Managers can try to understand the reasons behind an employee's behaviour before making conclusions or decisions.
Coaching and mentoring: Leadership coaching and mentoring can help managers improve communication, emotional awareness and conflict-management skills.
360-degree feedback: Feedback from different people in the organisation can provide managers with a more complete understanding of their strengths and areas for improvement.

Appendix C: Examples of Emotional Intelligence in Managerial Practice
	Workplace Situation
	Emotional Intelligence Skill
	Managerial Response

	Employee misses an important deadline
	Self-regulation and empathy
	Remain calm, understand the reason and agree on corrective action

	Conflict between two employees
	Empathy and social skills
	Listen to both employees and help them find a fair solution

	Team is under pressure
	Motivation and self-awareness
	Maintain realistic optimism and provide support

	Employee receives negative feedback
	Empathy and communication
	Explain the feedback respectfully and discuss improvement

	Organisational change creates uncertainty
	Social skills and empathy
	Communicate clearly, listen to concerns and provide regular updates

	Manager receives criticism
	Self-awareness and self-regulation
	Avoid becoming defensive and consider the feedback carefully



Appendix D: Key Academic Sources Used in the Report
Salovey and Mayer (1990) provided one of the earliest academic definitions of emotional intelligence and explained how people understand, manage and use emotional information.
Goleman (1998) applied emotional intelligence to leadership and management and identified the five widely used components of self-awareness, self-regulation, motivation, empathy and social skills.
Harms and Credé (2010) conducted a meta-analysis examining the relationship between emotional intelligence and transformational and transactional leadership.
O'Boyle et al. (2011) conducted a meta-analysis examining the relationship between emotional intelligence and job performance.
Miao, Humphrey and Qian (2017) examined the relationship between emotional intelligence and employee work attitudes, including job satisfaction.
Miao, Humphrey and Qian (2018) examined how leader emotional intelligence can influence employee performance and organisational citizenship behaviour across different cultures.
Chaudry et al. (2024) reviewed research on emotional intelligence in healthcare leadership and identified relationships with teamwork, job satisfaction, empowerment and performance.
Davis and Mahoney (2026) provided a recent critical review of emotional intelligence research and highlighted weaknesses in the quality and interpretation of some previous studies.
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