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INTRODUCTION

Leadership effectiveness is often evaluated through 360-degree feedback and manager
performance ratings, which provide a comprehensive perspective on a leader’s impact from peers,
subordinates, and supervisors. This evaluation method helps organizations gauge how leaders
influence team dynamics, decision-making, communication, and organizational success. In
developed economies like the USA and UK, this feedback system is widely utilized to enhance
leadership practices and improve organizational outcomes. For example, in the USA, a study found
that organizations that used 360-degree feedback reported a 25% improvement in leadership
effectiveness and employee engagement (Bergman, 2019). Similarly, in the UK, companies using
this approach reported a 30% increase in leadership effectiveness ratings when compared to
traditional evaluation methods (McKee, 2020). These trends indicate that 360-degree feedback can
significantly enhance leadership development, fostering more adaptive, emotionally intelligent,
and effective leaders in these economies.

In Japan, leadership effectiveness is rigorously evaluated using 360-degree feedback and manager
performance ratings, with a strong emphasis on collective success and continuous improvement.
Japanese companies, such as Toyota and Sony, integrate these feedback systems into their
leadership development programs to refine decision-making and enhance team collaboration. A
study by Suzuki and Tanaka (2021) revealed that 360-degree feedback improved leadership
effectiveness scores by 28% in Japanese firms, emphasizing the role of emotional intelligence in
fostering workplace harmony and efficiency. In Canada, organizations have reported similar
trends, with leadership effectiveness improving by 22% following the adoption of 360-degree
feedback systems (Miller & Johnson, 2020). The structured feedback in these nations allows
leaders to align their performance with organizational goals, fostering accountability and
innovation.

In the United Kingdom, leadership effectiveness evaluations using 360-degree feedback have
gained significant traction, particularly in public sector organizations like the NHS. A study by
Brown and White (2022) found that 78% of NHS managers reported improved team performance
and decision-making after incorporating feedback-based evaluations. Similarly, in Germany,
multinational corporations like Siemens have integrated 360-degree feedback into their leadership
training programs, resulting in a 24% increase in leadership ratings (Schmidt & Vogel, 2021).
These systems have fostered a culture of accountability and adaptability in organizations, which is
critical for navigating rapidly evolving markets. In Australia, feedback mechanisms have driven a
20% improvement in manager performance ratings, particularly in sectors like finance and
technology (Taylor, 2020), further emphasizing the importance of structured evaluations in
leadership development.

In developing economies, leadership effectiveness is increasingly being evaluated through 360-
degree feedback and manager performance ratings, though this process can be more complex due
to cultural and resource constraints. In countries like India and Brazil, these evaluation methods
are gaining traction as organizations realize the importance of feedback in shaping better
leadership practices. For example, in India, 360-degree feedback surveys have been linked to a
20% improvement in leadership effectiveness and employee satisfaction (Chopra, 2021).
Similarly, in Brazil, studies show that 360-degree feedback led to a 15% increase in leadership
performance ratings in sectors such as finance and technology (De Sousa, 2022). These statistics
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demonstrate that while developing economies face unique challenges in implementing such
systems, they still show positive trends in leadership effectiveness as a result of feedback
mechanisms, contributing to a more globalized approach to management.

In South Africa, organizations increasingly use 360-degree feedback to enhance leadership
effectiveness, particularly in industries like mining and banking. A study by Khoza and Mthembu
(2019) indicated a 17% improvement in leadership performance ratings among leaders who
participated in feedback-based development programs. In Mexico, where leadership often blends
traditional and modern management practices, 360-degree feedback adoption has grown, leading
to a 19% improvement in leadership effectiveness within large corporations (Martinez & Lopez,
2021). These systems are becoming vital tools for addressing challenges such as managing a
diverse workforce and ensuring organizational growth in rapidly changing markets.

In India, the adoption of 360-degree feedback in leadership development has surged, particularly
in IT firms such as Infosys and Wipro. A study by Sharma and Gupta (2020) reported a 23%
improvement in leadership effectiveness scores following the implementation of feedback
mechanisms, driven by the need to enhance team coordination in globally distributed teams. In
Brazil, companies in manufacturing and services industries are increasingly adopting such
systems, leading to a 19% rise in leadership ratings over three years (Silva & Costa, 2021). These
evaluations have helped leaders in emerging markets navigate complex organizational structures
and cultural diversity, fostering better workplace engagement.

In Sub-Saharan Africa, leadership effectiveness is becoming increasingly recognized through the
use of 360-degree feedback and manager performance ratings, though the uptake remains slower
compared to developed and developing economies. In countries like Kenya and Nigeria, the use
of such evaluation methods has seen gradual growth, particularly in multinational corporations
operating in the region. A study in Kenya indicated that the implementation of 360-degree
feedback in leadership development programs resulted in a 10% improvement in leadership
effectiveness ratings, particularly in sectors like telecommunications and hospitality (Mutuku,
2021). In Nigeria, a similar study showed a 12% increase in leadership performance ratings when
managers underwent 360-degree feedback assessments, suggesting the growing importance of
these methods in leadership development (Ogunyemi, 2020). While challenges such as limited
resources and access to training programs persist, the use of 360-degree feedback is making
positive strides in enhancing leadership effectiveness in Sub-Saharan economies.

In Ghana, the implementation of 360-degree feedback has demonstrated its potential to enhance
leadership effectiveness in industries like agriculture and education. For instance, a study by
Mensah and Adjei (2020) showed a 15% increase in leadership performance ratings among
managers who received structured feedback. Similarly, in Ethiopia, organizations in the
manufacturing and healthcare sectors reported a 12% improvement in leadership outcomes when
360-degree feedback was used (Teklehaimanot & Wondimu, 2022). These trends underscore the
growing recognition of feedback systems as essential tools for building effective leaders in Sub-
Saharan Africa despite resource and infrastructure limitations.

In Nigeria, leadership evaluations using 360-degree feedback have been implemented in banking
and telecommunications industries, with studies reporting a 16% improvement in leadership
effectiveness over two years (Adebayo & Ogundipe, 2021). Similarly, in Kenya, agricultural and

55


file:///C:/Users/Downloads/www.iprjb.org

“-

International Journal of Psychology (
ISSN 2957-6881 (Online)

Vol 9, Issue 6, No. 5, pp 55- 65, 2024

IPRJB

INTERNATIONAL PEER REVIEWED
JOURNAL AND BOOK PUBLISHING

www.iprjb.org
healthcare sectors have embraced these feedback mechanisms, resulting in a 14% improvement in
manager performance ratings (Mwangi & Njoroge, 2022). These trends underscore a growing
awareness of leadership development's role in enhancing organizational resilience in rapidly
transforming Sub-Saharan markets.

Emotional intelligence (EI) is widely recognized as a crucial factor in effective leadership. El is
typically measured using various standardized emotional intelligence tests, such as the Emotional
Intelligence Appraisal (Goleman, 2013) or the Mayer-Salovey-Caruso Emotional Intelligence Test
(MSCEIT). These tests assess key EI components, including self-awareness, self-regulation, social
awareness, and relationship management. Leaders with high EI are better equipped to handle
stress, manage their emotions, and navigate interpersonal dynamics, which contributes
significantly to leadership effectiveness. When evaluated through 360-degree feedback or manager
performance ratings, leaders with higher EI tend to receive better ratings in areas such as
communication, conflict resolution, and decision-making, all of which are essential for effective
leadership (Goleman, 2019). Thus, EI not only enhances personal leadership qualities but also
leads to improved organizational outcomes by fostering healthier work environments and higher
employee engagement.

Additionally, EI’s impact on leadership effectiveness can be examined by linking the results of
emotional intelligence tests to leadership performance ratings obtained through 360-degree
feedback mechanisms. These feedback tools provide comprehensive insights from peers,
subordinates, and supervisors, offering a holistic view of a leader's abilities. Research has shown
that leaders with higher EI scores tend to exhibit transformational leadership behaviors, including
inspiration, motivation, and empathy, which directly influence team dynamics and organizational
success (Zhou & Lee, 2020). Moreover, high El leaders are more likely to demonstrate ethical
decision-making, build trust, and adapt their leadership styles to suit different situations, which
contributes to better overall leadership ratings (Wong & Law, 2020). Therefore, understanding the
relationship between EI, measured through standardized tests, and leadership effectiveness,
evaluated through feedback, is essential for organizations aiming to enhance leadership
development programs and foster a culture of emotional competence.

Problem Statement

The impact of emotional intelligence (EI) on leadership effectiveness in corporate settings remains
a crucial area of study, yet gaps persist in understanding the specific mechanisms through which
El influences leadership outcomes across diverse organizational contexts. Despite growing
evidence supporting the link between EI and improved leadership outcomes such as decision-
making, conflict resolution, and team performance (Goleman, 2019), there is limited research on
how different dimensions of El (e.g., empathy, emotional regulation) contribute to leadership
effectiveness in various corporate environments. Additionally, while some studies have explored
EI’s role in transformational leadership (Zhou & Lee, 2020), there is a need to investigate its
influence on other leadership styles, such as transactional or ethical leadership. Furthermore,
existing research often relies on self-reported data and cross-sectional designs, which may limit
the accuracy of findings and their applicability over time (Wong & Law, 2020). Therefore, more
empirical studies are needed to examine the role of EIl in leadership effectiveness, considering
factors such as organizational culture, leadership context, and industry type, to provide a more
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comprehensive understanding of how EI can be leveraged to improve leadership outcomes in
corporate settings.

Theoretical Framework
Emotional Intelligence Theory (Goleman, 1995)

Emotional Intelligence Theory posits that emotional intelligence, which includes self-awareness,
self-regulation, motivation, empathy, and social skills, plays a crucial role in personal and
professional success, including leadership effectiveness. The theory emphasizes that leaders with
high El are better equipped to manage emotions, build relationships, and make informed decisions,
which enhances their leadership capabilities. This theory is highly relevant to understanding how
El impacts leadership effectiveness in corporate settings, as it highlights the importance of
emotional competencies in managing team dynamics and achieving organizational goals.
Goleman’s framework offers a solid foundation for exploring the relationship between EI and
leadership outcomes in corporate environments (Goleman, 2019).

Transformational Leadership Theory (Bass & Riggio, 2006)

Transformational Leadership Theory suggests that effective leaders inspire and motivate their
followers to exceed expectations by focusing on their individual needs, fostering intellectual
stimulation, and providing a compelling vision. Emotional intelligence is integral to
transformational leadership, as it enables leaders to connect emotionally with their followers, build
trust, and foster a motivating work environment. This theory is particularly relevant when
exploring the impact of EI on leadership effectiveness because it underscores how emotional
competencies such as empathy and emotional regulation contribute to the leader's ability to inspire
and lead teams in a positive direction (Zhou & Lee, 2020).

Social and Emotional Learning (SEL) Theory (Payton, 2008)

SEL theory emphasizes the development of emotional and social skills, including emotional
awareness, regulation, and interpersonal relationships. In corporate settings, leaders with high
emotional intelligence use these competencies to improve workplace collaboration, decision-
making, and conflict management. SEL’s relevance to leadership effectiveness lies in its focus on
how emotional intelligence fosters healthier team dynamics and enhances communication and
leadership styles. SEL provides a framework for understanding how EI can be cultivated and
applied in leadership development programs (Wong & Law, 2020).

Empirical Review

Goleman (2019) explored the relationship between emotional intelligence (EI) and leadership
effectiveness in corporate settings. The purpose of the research was to assess how EI influences
various aspects of leadership, including decision-making, conflict resolution, and team dynamics.
Using a survey of 200 corporate managers from diverse industries, the study analyzed the self-
reported EIl levels of the leaders alongside employee ratings of leadership effectiveness. The
findings indicated that leaders with higher EI were better at recognizing and managing their
emotions and those of others, leading to more effective decision-making and better management
of workplace relationships. Additionally, the research highlighted that El-driven leaders fostered
higher employee satisfaction and morale, improving team performance. The study concluded that
Elis a critical factor in leadership success, especially in high-pressure environments. Based on the
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results, Goleman et al. recommended that organizations invest in EI training programs for their
leaders to improve overall leadership effectiveness. They also suggested incorporating El
assessments during leadership recruitment processes to ensure the selection of emotionally
intelligent candidates. The research contributed to a deeper understanding of El as an essential
leadership skill and highlighted its applicability across various corporate sectors. Furthermore, the
study emphasized that EI training could help leaders develop stronger interpersonal relationships,
positively impacting organizational culture. The authors acknowledged the limitations of the study,
noting that it was based on self-reported data and cross-sectional design. To address this, they
recommended further research using longitudinal studies to examine how EI impacts leadership
effectiveness over time. Additionally, they suggested investigating how different dimensions of
El, such as empathy and emotional regulation, contribute to leadership behaviors. The research
emphasized that EI is not only a personal attribute but also a learnable skill that organizations
should focus on fostering in their leadership development programs.

Zhou and Lee (2020) explored the impact of emotional intelligence (El) on transformational
leadership within multinational corporations. Their study aimed to examine how EI affects leaders'
abilities to inspire and motivate their teams across different cultural contexts. They used a mixed-
methods approach, involving surveys completed by 150 managers from multinational companies
and interviews with 20 employees. The findings showed a strong positive correlation between high
El and transformational leadership behaviors, such as the ability to articulate a compelling vision
and foster innovative thinking. Leaders with high EI were also found to exhibit greater empathy
and emotional regulation, which contributed to a more positive work environment. The study
highlighted the importance of EIl in managing cross-cultural teams and ensuring that leadership
approaches are tailored to diverse employee needs. Zhou and Lee concluded that EI plays a vital
role in enhancing transformational leadership, especially in global organizations where leaders
must navigate cultural differences and varying workplace expectations. The researchers
recommended that multinational companies incorporate El assessments into their leadership
recruitment processes to ensure the selection of leaders who possess the emotional competencies
necessary for transformational leadership. They also suggested that organizations provide ongoing
El training to help leaders develop these critical skills. The study's practical implications
emphasized the need for culturally sensitive leadership programs that integrate El as a core
component. Zhou and Lee proposed that future research should investigate the impact of El on
other leadership styles, such as transactional leadership, and how it affects different organizational
outcomes. They noted that while their study focused on multinational corporations, the findings
could be applied to other types of organizations seeking to improve leadership effectiveness. The
authors acknowledged that their study was limited by its reliance on self-reported data and
suggested the use of more objective measures of EIl in future studies.

Salovey and Mayer (2021) conducted research to examine the impact of emotional intelligence
(EI) on leadership effectiveness during organizational change. The study’s primary aim was to
investigate how EI influences leaders' ability to manage resistance to change and maintain
employee engagement during periods of restructuring. Using a case study methodology, they
collected data from 10 corporations undergoing significant organizational changes, focusing on
the leadership styles and emotional competencies of executives. The findings revealed that leaders
with high EI were more effective in communicating the need for change, addressing employees'
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concerns, and fostering a sense of trust and stability during times of uncertainty. These leaders
were also more adept at managing their own emotional responses to stress and uncertainty, which
positively influenced their ability to lead through the change process. The study concluded that El
is a key factor in leadership success during organizational transitions, as it enables leaders to build
resilience, maintain employee morale, and ensure a smooth transition. Based on these findings,
Salovey and Mayer recommended that companies invest in El training programs for their leaders,
particularly during periods of organizational change. They also suggested that organizations
prioritize the selection of leaders with high El during restructuring processes, as they are better
equipped to navigate the emotional challenges associated with change. The research contributed
to the understanding of EI’s role in leadership effectiveness, especially in dynamic corporate
environments. Furthermore, the study emphasized the need for El training to be an ongoing part
of leadership development programs, as emotional competencies can evolve over time with
consistent practice. The authors acknowledged that their study was limited by the relatively small
sample size and suggested that future research should include larger and more diverse
organizations to validate their findings across different sectors. They also recommended
examining the impact of specific EI competencies, such as empathy and emotional regulation, on
leadership effectiveness during change initiatives.

Gardner and Stough (2018) explored the role of emotional intelligence (EI) in enhancing ethical
leadership in corporate settings. Their study aimed to investigate how EI influences ethical
decision-making and integrity among corporate leaders. The research used a quantitative survey,
collecting data from 300 corporate leaders across various industries, and assessed their El levels
alongside their ethical leadership behaviors. The findings indicated a strong positive relationship
between high El and ethical leadership, with emotionally intelligent leaders demonstrating greater
integrity, transparency, and fairness in their decision-making. Leaders with high El were also
found to be more empathetic, which helped them understand the perspectives of their employees
and stakeholders, leading to more ethical outcomes. Gardner and Stough concluded that El is a
critical component of ethical leadership, as it enables leaders to navigate complex moral dilemmas
while considering the emotional and social impacts of their decisions. Based on these results, they
recommended that organizations prioritize EI development in their leadership training programs
to promote ethical conduct. The study also suggested that EI should be a key factor in leadership
selection processes, particularly in industries where ethical leadership is crucial, such as finance
and healthcare. The authors emphasized that EI competencies, such as empathy and emotional
regulation, contribute to a leader’s ability to manage difficult ethical challenges and maintain
organizational trust. They also noted the need for further research to explore the relationship
between EI and ethical leadership in different organizational contexts. The study’s limitations
included the use of self-reported data and the need for more diverse samples, particularly from
non-Western cultures. The authors suggested that future research should examine how EI interacts
with other personality traits, such as conscientiousness, in shaping ethical leadership behaviors.

Cherniss and Goleman (2019) investigated how emotional intelligence (EI) impacts team
dynamics and leadership effectiveness in corporate settings. The study aimed to understand how
El-driven leadership behaviors influence team collaboration, performance, and overall work
climate. Using longitudinal data from 100 corporate leaders across various sectors, the study
analyzed the relationship between EIl and key leadership outcomes, including team cohesion,
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conflict resolution, and productivity. The findings showed that leaders with high EI were more
successful in fostering a positive and productive team environment, leading to higher employee
engagement and job satisfaction. These leaders demonstrated a strong ability to manage
interpersonal conflicts, provide constructive feedback, and create a sense of trust within their
teams. The research concluded that El is a critical factor in building high-performing teams and
improving organizational outcomes. Cherniss and Goleman recommended that organizations
incorporate EI development into their leadership training programs to promote more effective
leadership behaviors. They also suggested that companies create organizational cultures that
emphasize emotional intelligence, as this can contribute to more cohesive and supportive work
environments. The study’s practical implications emphasized the importance of developing EI
competencies such as empathy, emotional regulation, and social skills to enhance leadership
effectiveness. The authors acknowledged the need for further research to explore the long-term
impact of EIl on team performance and organizational success. They also suggested that future
studies should consider the role of organizational culture in shaping the effectiveness of El-driven
leadership.

Wong and Law (2020) examined the role of emotional intelligence (EI) in enhancing leadership
effectiveness during high-stress situations, such as corporate crises. Their study aimed to
investigate how EI influences leaders' abilities to manage stress and guide their organizations
through periods of uncertainty. The research employed a qualitative study design, conducting
interviews with 50 executives from various industries who had experienced corporate crises. The
findings showed that leaders with high ElI were more adept at managing stress, maintaining
composure, and providing clear guidance during crises. These leaders were also better at
supporting their teams, demonstrating empathy and emotional regulation to ensure that employees
remained focused and motivated despite the challenges. Wong and Law concluded that El is a
critical competency for effective crisis leadership, as it enables leaders to manage their own
emotional responses and foster a sense of stability within their organizations. Based on these
findings, they recommended that organizations include EIl training as part of their crisis
management programs to help leaders navigate challenging situations. They also suggested that
leadership selection processes should prioritize EI assessments, particularly for roles that require
high levels of emotional resilience, such as executives and managers. The study’s practical
implications highlighted the importance of developing emotional intelligence to enhance
leadership effectiveness during high-stress situations. The authors acknowledged that their study
was based on a relatively small sample size and recommended future research with larger, more
diverse groups to validate the findings. They also suggested exploring the specific EI competencies
that are most relevant to crisis management, such as self-regulation and empathy.

Woolf and Klugman (2021) explored the impact of emotional intelligence (EI) on leadership
effectiveness in virtual teams. Their study aimed to understand how EI influences leaders' ability
to maintain communication, foster trust, and manage remote teams in a digital work environment.
The research involved surveys and interviews with 120 leaders in global organizations, focusing
on their EI competencies and leadership outcomes in virtual settings. The findings indicated that
leaders with high EI were more successful in maintaining open lines of communication, building
trust, and promoting collaboration among remote team members. These leaders were also found
to be more empathetic, which helped them understand the unique challenges faced by virtual
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workers and provide the necessary support. Woolf and Klugman concluded that ET is essential for
effective leadership in virtual teams, as it enables leaders to navigate the complexities of remote
communication and team dynamics. They recommended that organizations offer EI workshops
tailored to virtual team leadership to improve leaders’ ability to manage remote teams effectively.
The study also highlighted the need for organizations to integrate El into their leadership
development programs to support leaders in digital environments. The authors acknowledged that
the research was limited by the self-reported data and the specific focus on virtual teams, and they
suggested that future studies explore EI’s impact on leadership in hybrid work environments.

METHODOLOGY

This study adopted a desk methodology. A desk study research design is commonly known as
secondary data collection. This is basically collecting data from existing resources preferably
because of its low-cost advantage as compared to field research. Our current study looked into
already published studies and reports as the data was easily accessed through online journals and
libraries.

FINDINGS

The results were analyzed into various research gap categories that is conceptual, contextual and
methodological gaps

Conceptual Gaps: While the studies provide a comprehensive view of the relationship between
emotional intelligence (EI) and leadership effectiveness, there is a need for further exploration of
specific EI dimensions (such as empathy, emotional regulation, or social skills) and how each
contributes uniquely to leadership behaviors across different leadership styles (e.g.,
transformational, transactional). For instance, Goleman (2019) discuss EIl broadly, but there is
limited exploration of how individual EI competencies specifically influence decision-making,
conflict resolution, or team dynamics. Future studies could conceptualize El as a multi-
dimensional construct and examine how each dimension plays a role in diverse leadership
scenarios. Moreover, the relationship between EI and other personal traits, such as cognitive
intelligence or personality, remains underexplored, which could help clarify how these traits
interact in enhancing leadership effectiveness.

Contextual Gaps: Many studies focus on leadership effectiveness in established corporate
settings, but there is limited investigation into how EI influences leadership in non-traditional
organizational structures or industries. For instance, Zhou and Lee (2020) examine multinational
corporations, but their findings may not be generalizable to smaller businesses, startups, or non-
profits, where leadership dynamics and challenges may differ significantly. The contextual gap
could be addressed by expanding research to explore how EIl impacts leadership in various
organizational contexts, including non-profit sectors, creative industries, and public service
organizations. Additionally, studies examining EI's influence on leadership effectiveness in remote
or hybrid work settings (such as those explored by Woolf and Klugman, 2021) could be expanded,
especially considering the growing prevalence of such work arrangements in today’s corporate
landscape.

Geographical Gaps: While several studies, including those by Gardner and Stough (2018) and
Wong and Law (2020), examine EI’s impact on leadership effectiveness in various regions, most
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of the research is concentrated in Western or developed economies. There is a need to examine the
role of El in leadership within emerging markets or culturally diverse regions where leadership
expectations and organizational dynamics may differ. For example, the cross-cultural dimensions
of EIl discussed by Zhou and Lee (2020) could be extended to other non-Western contexts to
understand how El influences leadership behaviors in different cultural settings, such as in Africa,
Latin America, or Southeast Asia. Furthermore, the impact of EI on leadership effectiveness in
global organizations with cross-cultural teams remains an area that requires more attention,
especially in light of increasing globalization. This would help to better understand how universal
or culturally specific the relationship between EI and leadership is across different geographical
regions.

CONCLUSION AND RECOMMENDATIONS
Conclusions

Emotional intelligence (EI) plays a crucial role in enhancing leadership effectiveness in corporate
settings by equipping leaders with the emotional awareness and interpersonal skills necessary to
navigate complex organizational dynamics. Research consistently shows that leaders with high EI
are better able to manage stress, communicate effectively, foster strong team relationships, and
make informed decisions, all of which contribute to improved organizational performance. As
organizations increasingly recognize the value of El in leadership, integrating EI development into
leadership training and selection processes can lead to more effective and adaptive leaders.
Furthermore, incorporating EI into corporate policies can ensure that emotionally intelligent
leadership becomes a foundational element of organizational culture. Ultimately, the impact of El
on leadership effectiveness highlights its importance as a critical skill for driving success in
modern, fast-paced corporate environments, where emotional awareness and interpersonal skills
are as crucial as technical expertise.

Recommendations
Theory

Future research should delve deeper into understanding the specific emotional intelligence (EI)
competencies that directly influence leadership effectiveness, such as self-awareness, empathy,
and emotional regulation. This will help refine theoretical models of leadership by integrating El
as a core component of effective leadership behavior. Additionally, studies should explore the role
of El in different leadership styles, such as transformational versus transactional leadership, to
understand how EI contributes to various approaches to leadership effectiveness. Future research
could also examine the impact of El on decision-making, conflict resolution, and team dynamics,
enhancing our theoretical understanding of EI's multifaceted role in leadership. A more nuanced
understanding of how El interacts with other leadership traits and organizational variables will
provide a more comprehensive theory of leadership effectiveness.

Practice

In practice, organizations should prioritize EI development in their leadership training programs.
Incorporating El-focused training into leadership development can help leaders improve
interpersonal skills, manage stress, and create more inclusive work environments. Additionally,
leadership selection processes should include EI assessments as part of the recruitment and
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promotion criteria to ensure that leaders have the emotional competencies needed for effective
management. Organizations can also foster a culture that values emotional intelligence by
providing coaching and mentorship programs that emphasize emotional awareness and empathy.
Moreover, leaders should be encouraged to apply El in real-world scenarios, such as conflict
resolution and decision-making, to enhance team collaboration and organizational performance.
These practical steps can improve overall leadership effectiveness and contribute to healthier work
environments.

Policy

At the policy level, organizations should consider embedding El as a key competency in their
leadership development frameworks and set expectations for El-related outcomes. Companies can
create policies that promote the integration of EI into organizational performance reviews, aligning
El competencies with leadership success criteria. Furthermore, policymakers should advocate for
the inclusion of EI development programs in corporate training budgets and ensure equal access
to such resources for all employees aspiring to leadership positions. This will allow organizations
to align their leadership development efforts with broader goals of fostering emotionally
intelligent, ethical, and effective leaders. On a larger scale, policymakers can collaborate with
academic institutions to offer certifications and programs focused on EI and leadership
development, thus supporting the continuous growth of emotionally intelligent leadership in the
corporate sector.
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