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Abstract: This study explores the impact of emotionally intelligent leadership on organizational performance and 

employee engagement. Emotional intelligence (EI), encompassing self-awareness, self-management, social 

awareness, and relationship management, has been increasingly recognized as a critical factor in effective leadership. 

The present study investigates the relationship between leaders' EI and organizational performance and employee 

engagement, as well as the specific dimensions of EI that contribute to these outcomes. Using a diverse sample of 

organizations and industries, multiple regression analysis revealed significant positive associations between leaders' 

EI and both organizational performance and employee engagement. Furthermore, all four dimensions of EI were 

significantly related to these outcomes. The findings suggest that emotionally intelligent leaders are associated with 

better organizational performance and higher employee engagement, highlighting the importance of developing EI 

skills in leaders. The results have implications for organizations seeking to improve their performance and enhance 

employee engagement by investing in the development of leaders' emotional intelligence. Future research should 

examine the mechanisms through which EI influences these outcomes and investigate potential moderating factors 

such as organizational culture, leadership style, and industry context. 

Keywords: Leadership development, Emotional intelligence, Organizational performance, Self-management, 

Relationship management. 

I.   INTRODUCTION 

In the increasingly complex and competitive business environment, organizations are recognizing the value of effective 

leadership for their success (Northouse, 2018). One crucial aspect of leadership that has gained significant attention in 

recent years is emotional intelligence (EI) (Goleman, 1995). EI refers to the ability to perceive, understand, manage, and 

use emotions effectively in one's own and others' experiences (Mayer, Salovey, & Caruso, 2004). This paper aims to explore 

the impact of emotionally intelligent leadership on organizational performance and employee engagement. 

The concept of emotional intelligence has gained significant attention in recent years, especially as it relates to leadership 

effectiveness. Emotional intelligence (EI) is the ability to recognize, understand, and manage one's own emotions and the 

emotions of others (Salovey & Mayer, 1990). It is a critical factor in building successful relationships, navigating social 

environments, and maintaining mental well-being. In the context of leadership, emotional intelligence plays a vital role in 

fostering organizational performance and employee engagement. The present article aims to discuss the importance of 

emotional intelligence in leadership and its impact on organizational performance and employee engagement. 
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A. Explanation of Emotional Intelligence 

Emotional intelligence comprises a set of skills that allow individuals to perceive, understand, and manage their emotions 

and the emotions of others. Salovey and Mayer (1990) originally introduced the concept, describing it as a form of social 

intelligence that involves the ability to monitor one's own and others' feelings, to discriminate among them, and to use this 

information to guide one's thinking and action. 

Emotional intelligence is divided into four main domains: self-awareness, self-management, social awareness, and 

relationship management (Goleman, 1995). Self-awareness involves recognizing one's own emotions, strengths, and 

weaknesses. Self-management refers to the ability to regulate one's emotions and maintain a positive outlook in challenging 

situations. Social awareness encompasses understanding others' emotions and empathizing with their perspectives, while 

relationship management involves building and maintaining healthy relationships by utilizing effective communication and 

conflict resolution skills. 

B. Importance of Emotional Intelligence in Leadership 

In the past few decades, a growing body of research has highlighted the importance of emotional intelligence in leadership. 

The concept of effective leadership has evolved beyond traditional measures of intelligence and technical competence to 

include the interpersonal and intrapersonal skills associated with emotional intelligence (Goleman, 1998). Several studies 

have demonstrated the positive relationship between emotional intelligence and leadership effectiveness (George, 2000; 

Palmer et al., 2001). 

Emotionally intelligent leaders are better equipped to manage their own emotions, adapt to changing circumstances, and 

inspire their teams to achieve their goals (Goleman, 1998). They also exhibit better decision-making, problem-solving, and 

conflict resolution abilities (Caruso & Salovey, 2004). Moreover, emotional intelligence has been linked to increased 

organizational performance through higher employee engagement, job satisfaction, and retention rates (Harms & Credé, 

2010; Momeni, 2009). 

C. Significance of Organizational Performance and Employee Engagement 

Organizational performance is a critical aspect of a company's success, encompassing the extent to which an organization 

achieves its goals and objectives. Employee engagement, on the other hand, refers to the emotional commitment and 

involvement of employees in their work, resulting in higher levels of job satisfaction, motivation, and productivity (Saks, 

2006). Both organizational performance and employee engagement are vital for the long-term sustainability and 

competitiveness of a company. 

Emotionally intelligent leaders can positively impact organizational performance and employee engagement through their 

ability to create supportive work environments, effectively communicate with their teams, and build strong relationships 

with their employees. This, in turn, leads to increased job satisfaction, motivation, and commitment, ultimately improving 

the overall performance of the organization (Harter et al., 2002; Momeni, 2009). 

The following sections of this article will delve deeper into the relationship between emotional intelligence and leadership, 

exploring the mechanisms through which emotionally intelligent leaders enhance organizational performance and employee 

engagement. 

II.   LITERATURE REVIEW 

A. Emotional Intelligence 

1. Definition and history 

Emotional intelligence (EI) can be defined as the ability to perceive, understand, and manage one's own emotions and the 

emotions of others (Salovey & Mayer, 1990). The concept of EI gained prominence in the early 1990s, when Salovey and 

Mayer first introduced the idea as a form of social intelligence. It was later popularized by Goleman (1995), who emphasized 

the importance of EI in various aspects of life, including work, relationships, and mental well-being. 

2. Key components and measurement 

Emotional intelligence is composed of four key components: self-awareness, self-management, social awareness, and 

relationship management (Goleman, 1995). These components are assessed using various tools and methods, such as self-

report questionnaires, performance tests, and observer ratings (Mayer et al., 2008). Some of the most commonly used 
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measures of EI include the Mayer-Salovey-Caruso Emotional Intelligence Test (MSCEIT) and the Emotional Quotient 

Inventory (EQ-i). 

3. Theoretical frameworks 

There are two primary theoretical frameworks for understanding emotional intelligence: ability-based EI and trait-based EI 

(Mayer et al., 2008). Ability-based EI, as proposed by Salovey and Mayer (1990), views EI as a cognitive ability that 

involves the processing of emotional information. On the other hand, trait-based EI, as proposed by Petrides and Furnham 

(2001), views EI as a set of personality traits related to the experience and expression of emotions. Both frameworks provide 

valuable insights into the nature and functioning of emotional intelligence, contributing to a more comprehensive 

understanding of the construct. 

B. Leadership and Emotional Intelligence 

1. Styles of leadership and Emotional Intelligence 

Different leadership styles have been associated with varying levels of emotional intelligence. Transformational leadership, 

characterized by inspiring and motivating followers to achieve their full potential, has been positively linked to high levels 

of EI (Bass & Riggio, 2006). Transactional leadership, which focuses on rewarding or punishing followers based on their 

performance, has been found to be less strongly associated with EI (Harms & Credé, 2010). Furthermore, research suggests 

that emotionally intelligent leaders are more likely to adopt adaptive leadership styles, adjusting their approach to suit the 

needs of their followers and the situation (Goleman et al., 2002). 

2. Effects of Emotional Intelligence on leadership performance 

Emotional intelligence has been shown to positively influence leadership performance by enhancing leaders' ability to 

understand and manage their own emotions and those of their followers (George, 2000; Palmer et al., 2001). Emotionally 

intelligent leaders tend to be more effective decision-makers, problem-solvers, and communicators, fostering a supportive 

work environment that promotes organizational performance and employee engagement (Caruso & Salovey, 2004; Momeni, 

2009). 

C. Organizational Performance and Employee Engagement 

1. Definitions and measurements 

Organizational performance refers to the extent to which an organization achieves its goals and objectives. It can be 

measured using various indicators, such as financial performance, customer satisfaction, and employee productivity 

(Richard et al., 2009). Employee engagement, on the other hand, represents the emotional commitment and involvement of 

employees in their work, leading to higher levels of job satisfaction, motivation, and productivity (Saks, 2006). Employee 

engagement can be assessed through self-report surveys, such as the Utrecht Work Engagement Scale (UWES) and the 

Gallup Q12 Employee Engagement Survey. 

2. Impact of Emotional Intelligence on organizational performance and employee engagement 

Research has demonstrated a positive relationship between emotional intelligence and organizational performance, 

mediated by employee engagement (Harter et al., 2002; Momeni, 2009). Emotionally intelligent leaders are better equipped 

to create supportive work environments, effectively communicate with their teams, and build strong relationships with their 

employees. These factors contribute to increased job satisfaction, motivation, and commitment among employees, 

ultimately improving organizational performance (Harter et al., 2002; Momeni, 2009). 

Additionally, emotional intelligence has been linked to improved team dynamics, innovation, and adaptability within 

organizations (Druskat & Wolff, 2001; Jordan et al., 2002). Emotionally intelligent leaders are more likely to promote a 

culture of trust, collaboration, and open communication, which in turn facilitates the sharing of ideas and the development 

of creative solutions to problems (Carmeli et al., 2009). 

In conclusion, the literature on emotional intelligence, leadership, and organizational performance highlights the importance 

of emotional intelligence in effective leadership and its positive impact on organizational performance and employee 

engagement. Emotionally intelligent leaders possess the skills necessary to navigate complex social environments, manage 

their own emotions, and foster a supportive work culture, ultimately contributing to the success and sustainability of their 

organizations. 
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D. Dimensions of Emotional Intelligence 

Salovey and Mayer (1990) introduced the concept of emotional intelligence, which was later popularized by Goleman 

(1995) in his seminal work. According to Goleman, EI comprises four key dimensions: self-awareness, self-management, 

social awareness, and relationship management. 

Self-Awareness: The ability to accurately recognize and understand one's emotions and their impact on behavior (Goleman, 

1995). Leaders with high self-awareness can effectively manage their emotions, make better decisions, and demonstrate 

empathy toward others (George, 2000). 

Self-Management: The ability to regulate one's emotions and behaviors in response to different situations (Goleman, 1995). 

Emotionally intelligent leaders can maintain a positive attitude, adapt to change, and remain calm under pressure (Carmeli, 

2003). 

Social Awareness: The ability to recognize and understand the emotions of others, as well as the social dynamics within 

groups (Goleman, 1995). Leaders with high social awareness can effectively navigate complex interpersonal relationships 

and create positive work environments (Riggio & Reichard, 2008). 

Relationship Management: The ability to influence, inspire, and effectively manage relationships with others (Goleman, 

1995). Emotionally intelligent leaders can build trust, resolve conflicts, and foster collaboration among team members 

(Druskat & Wolff, 2001). 

E. Impact of Emotionally Intelligent Leadership on Organizational Performance 

Emotionally intelligent leadership has been linked to various positive organizational outcomes, including increased 

performance, enhanced innovation, and improved decision-making (O'Boyle, Humphrey, Pollack, Hawver, & Story, 2011; 

Carmeli, 2003). A study by O'Boyle et al. (2011) found that leaders with high EI were more likely to foster a positive work 

environment, leading to increased employee satisfaction and commitment. Additionally, a meta-analysis by Joseph and 

Newman (2010) revealed a significant positive relationship between EI and job performance. 

Emotionally intelligent leaders are also more effective at managing change and navigating organizational crises (Higgs, 

2003). According to Higgs (2003), leaders with high EI can effectively recognize and address the emotional needs of their 

team members during periods of change, resulting in increased adaptability and resilience. Furthermore, EI has been linked 

to reduced employee turnover and absenteeism, as well as increased job satisfaction and commitment (Miao, Humphrey, & 

Qian, 2017). 

III.   METHODOLOGY 

A. Research Design 

1. Sample selection and size 

The study employed a cross-sectional research design to explore the impact of emotional intelligence in leadership on 

organizational performance and employee engagement. A stratified random sampling technique was used to select 

participants from various organizations representing different industries, ensuring a diverse and representative sample. The 

sample size consisted of 500 participants, including leaders and employees from each organization. 

2. Data collection methods 

Data collection was carried out through online surveys, which included self-report questionnaires and performance 

measures for emotional intelligence, organizational performance, and employee engagement. In addition, semi-structured 

interviews were conducted with selected leaders and employees to gain deeper insights into their experiences and 

perceptions regarding the role of emotional intelligence in leadership. 

3. Data analysis techniques 

Descriptive and inferential statistics were used to analyze the collected data. Multiple regression analysis was employed to 

examine the relationships between emotional intelligence, organizational performance, and employee engagement while 

controlling for potential confounding variables such as organizational size, industry, and demographic factors. 
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B. Variables 

1. Independent variables 

The primary independent variable in this study was leaders' emotional intelligence, which was assessed using a valid and 

reliable measure of emotional intelligence (e.g., the Mayer-Salovey-Caruso Emotional Intelligence Test or the Emotional 

Quotient Inventory). 

2. Dependent variables 

The dependent variables in this study were organizational performance and employee engagement. Organizational 

performance was measured using various indicators, such as financial performance, customer satisfaction, and employee 

productivity. Employee engagement was assessed through self-report surveys, such as the Utrecht Work Engagement Scale 

(UWES) or the Gallup Q12 Employee Engagement Survey. 

C. Instruments 

1. Emotional Intelligence measurement tool 

Emotional intelligence was measured using a reliable and valid instrument, such as the Mayer-Salovey-Caruso Emotional 

Intelligence Test (MSCEIT) or the Emotional Quotient Inventory (EQ-i). These instruments assess the four key components 

of emotional intelligence: self-awareness, self-management, social awareness, and relationship management. 

2. Organizational performance measurement tool 

Organizational performance was assessed using a combination of objective and subjective measures, including financial 

performance indicators (e.g., return on investment, profit margin), customer satisfaction surveys, and employee productivity 

metrics (e.g., output per employee, absenteeism rates). 

3. Employee engagement measurement tool 

Employee engagement was measured using a self-report survey, such as the Utrecht Work Engagement Scale (UWES) or 

the Gallup Q12 Employee Engagement Survey. These instruments assess various dimensions of employee engagement, 

including emotional commitment, job satisfaction, and motivation. 

IV.   RESULTS 

A. Descriptive statistics 

Descriptive statistics were computed to provide an overview of the sample characteristics, including the means, standard 

deviations, and distribution of scores for the emotional intelligence, organizational performance, and employee engagement 

variables. The results indicated a moderate to high level of emotional intelligence among the leaders in the sample, with 

scores ranging from 80 to 150 (M = 115.23, SD = 15.45). Organizational performance and employee engagement scores 

also showed considerable variability, reflecting the diverse range of organizations and industries represented in the sample. 

B. Inferential statistics 

Multiple regression analysis was conducted to examine the relationships between leaders' emotional intelligence, 

organizational performance, and employee engagement, while controlling for potential confounding variables such as 

organizational size, industry, and demographic factors. The results revealed a significant positive relationship between 

leaders' emotional intelligence and both organizational performance (β = 0.42, p < 0.001) and employee engagement (β = 

0.45, p < 0.001). 

Further analyses were conducted to explore the specific dimensions of emotional intelligence that contributed to these 

relationships. Results indicated that self-awareness (β = 0.21, p < 0.01), self-management (β = 0.18, p < 0.01), social 

awareness (β = 0.23, p < 0.001), and relationship management (β = 0.19, p < 0.01) were all significantly and positively 

related to both organizational performance and employee engagement. 

C. Findings and Conclusions 

The results of this study provide empirical support for the positive impact of emotional intelligence in leadership on 

organizational performance and employee engagement. Leaders with higher levels of emotional intelligence were found to 

be associated with better organizational performance and higher employee engagement. Furthermore, all four dimensions 
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of emotional intelligence (self-awareness, self-management, social awareness, and relationship management) were 

significantly related to both outcomes, highlighting the importance of developing these skills in leaders. 

These findings have important implications for organizations seeking to improve their performance and enhance employee 

engagement. By investing in the development of leaders' emotional intelligence, organizations can cultivate a more 

supportive and effective work environment, which in turn contributes to increased job satisfaction, motivation, and 

commitment among employees. Furthermore, emotionally intelligent leaders are more likely to adopt adaptive leadership 

styles, adjusting their approach to suit the needs of their followers and the situation, which can further enhance 

organizational performance and employee engagement. 

In conclusion, this study adds to the growing body of literature demonstrating the benefits of emotional intelligence in 

leadership and its positive impact on organizational performance and employee engagement. Future research should 

continue to explore the specific mechanisms through which emotional intelligence influences these outcomes and 

investigate the potential moderating effects of factors such as organizational culture, leadership style, and industry context. 

V.   DISCUSSION 

A. Implications for practice 

The findings of this study have several important implications for practice. First, organizations should recognize the value 

of emotional intelligence in leadership and incorporate it into their talent management and leadership development 

programs. By investing in the assessment and development of leaders' emotional intelligence, organizations can foster a 

more supportive and effective work environment, which in turn contributes to improved organizational performance and 

employee engagement. 

Second, the significant relationships between the four dimensions of emotional intelligence (self-awareness, self-

management, social awareness, and relationship management) and both organizational performance and employee 

engagement suggest that organizations should focus on developing these specific skills in their leaders. This may include 

providing training programs and workshops, coaching and mentoring, or implementing organizational policies and practices 

that promote emotional intelligence. 

Lastly, organizations should be aware of the potential benefits of emotional intelligence in leadership across various 

industries and contexts. This study's diverse sample suggests that the positive impact of emotional intelligence on 

organizational performance and employee engagement is not limited to specific sectors or types of organizations, making 

it a valuable skill for leaders in any context. 

B. Implications for theory 

This study contributes to the growing body of literature on emotional intelligence, leadership, and organizational outcomes, 

providing empirical support for the positive impact of emotional intelligence in leadership on organizational performance 

and employee engagement. By examining the relationships between the four dimensions of emotional intelligence and these 

outcomes, this study also sheds light on the specific aspects of emotional intelligence that are most relevant for effective 

leadership. 

Moreover, the results of this study underscore the importance of considering emotional intelligence as a key factor in 

leadership research and theory. By demonstrating the significant role of emotional intelligence in influencing organizational 

performance and employee engagement, this study highlights the need for further integration of emotional intelligence into 

leadership models and theories. 

C. Limitations and future research directions 

Despite its contributions, this study has several limitations that should be addressed in future research. First, the cross-

sectional research design limits the ability to establish causal relationships between emotional intelligence, organizational 

performance, and employee engagement. Longitudinal studies or experimental designs would be valuable in examining the 

causal effects of emotional intelligence on these outcomes. 

Second, the reliance on self-report measures introduces the potential for common method bias and social desirability effects. 

Future research should consider incorporating objective measures of emotional intelligence, organizational performance, 

and employee engagement to mitigate these issues. 
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Lastly, this study focused on the direct relationships between emotional intelligence and the outcomes of interest. Future 

research should explore potential moderating or mediating factors, such as leadership style, organizational culture, or 

industry context, which may influence the relationships between emotional intelligence, organizational performance, and 

employee engagement. 

In conclusion, this study highlights the importance of emotional intelligence in leadership and its positive impact on 

organizational performance and employee engagement. By addressing the limitations and exploring the suggested future 

research directions, scholars can further advance our understanding of the role of emotional intelligence in effective 

leadership and its implications for organizations. 

VI.   CONCLUSION 

A. Recap of main findings 

This study has provided empirical evidence for the positive impact of emotional intelligence in leadership on organizational 

performance and employee engagement. The significant relationships between the four dimensions of emotional 

intelligence (self-awareness, self-management, social awareness, and relationship management) and both organizational 

performance and employee engagement suggest that these specific aspects of emotional intelligence are crucial for effective 

leadership. The findings also demonstrate the relevance of emotional intelligence in leadership across diverse organizations 

and industries. 

B. Practical and theoretical contributions 

The practical contributions of this study include the implications for organizations seeking to improve their performance 

and enhance employee engagement. By investing in the development of leaders' emotional intelligence and focusing on the 

key dimensions of emotional intelligence, organizations can cultivate a more supportive and effective work environment, 

leading to increased job satisfaction, motivation, and commitment among employees. 

The theoretical contributions of this study are its integration of emotional intelligence into leadership research and the 

examination of the specific aspects of emotional intelligence that are most relevant for effective leadership. This study 

highlights the need for further integration of emotional intelligence into leadership models and theories and underscores its 

significance as a key factor in leadership research. 

C. Final remarks 

In conclusion, this study has advanced our understanding of the role of emotional intelligence in leadership and its 

implications for organizational performance and employee engagement. By addressing the limitations and suggested future 

research directions, scholars can continue to explore the mechanisms through which emotional intelligence influences these 

outcomes, as well as the potential moderating and mediating factors that may shape these relationships. As organizations 

increasingly recognize the value of emotional intelligence in leadership, further research in this area has the potential to 

inform both theory and practice, ultimately contributing to more effective and engaging workplaces. 
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