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Abstract –  

This article presents a framework for the relationship between emotional intelligence and 

leadership practices. Emotional intelligence is a set of skills deals with the accurate 

assessment and expression of emotions in oneself and others, and use of feelings to 

motivate, plan, and achieve in one‟s life. The introduction and definitions of emotional 

intelligence is actualized as it developed eventually. In this article review of literature 

defines, as such the concept of emotional intelligence came into knowledge and systematic 

research and findings concluded by scholars. Article evaluates the different models of EI and 

provides the technique for the measurement of emotional intelligence. The necessity and use 

of EI to maximize leadership effectiveness is explained. This is defined with examples, that 

emotions affect the human behavior and a leader in an organization manages the emotions of 

people to attain the goal. 

Key Words - Emotional Intelligence, Cognitive ability, Neuroticism, Multiple Intelligence,    

Emotional Recognition Accuracy. 

 

Introduction -    

Emotional intelligence came in to light first in 1920, but it was observed that, the first use of 

the term „‟ emotional intelligence „‟ is usually done by Wayne Payne during his doctoral 

thesis. Many of these early studies focused on describing, defining and assessing socially 

competent behavior (Chapin, 1942, Doll 1935, Moss & Hunt, 1927, Mass et al, 1927; 

Thorndike, 1920). Howard Gardener (1983) postulated that IQ fails to fully explain 

Cognitive ability. To find solution, he extended the research and introduced the idea of 

multiple intelligence, which included both interpersonal intelligence and intrapersonal 

intelligence.  

In the words of Sonny Newman, president of contract manufacturer EE Technologies 

Leadership can be defined as ‘’influencing others by our character, humility, and 

example. It is recognizable when others follow in word and deed without obligation or 

coercion’’, Burns (1978) conceptualized that transformational leaders raise the needs of 

followers and motivate them to achieve. Raising the need, motivating to achieve them, 

alignes the result with reward for performance.  Humphrey, 2002; told Leadership is a 

process of social interaction where Performance outcomes are strongly influenced by the 

leader‟s ability to influence the behavior of their followers. Successful leader now is 

http://www.eetechinc.com/
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described how well he manages themselves and same the others. Covey & Gulledge, 1994; 

remarked, Leaders must first change themselves before they can effectively stimulate change 

within the organization. All above definitions shows that, leader does not only mean expert 

in technical skills but also he/she should be having the human qualities including empathy, 

flexibility and compensation, belongingness. Emotional intelligence strengthens the leader 

to be successful. (Abraham, 2000) postulated that emotionally intelligent leaders are thought 

to be happier and more committed to their organization. 

There are three main models of EI, which are respectively propounded by Peter Salovey& 

John Mayer (1997), Daniel Goleman (2000), and Reuven Bar On‟s (1997, 2006). 

An ability model of EI was introduced by Peter Salovey & John Mayer in 1990, according to 

this model “Ability” EI is a form of intelligence; it provides ability to think about emotions, 

with emotions, and to help and cope with the emotions. This model claims four types of 

abilities- perceiving emotions, using emotions, understanding emotions and managing 

emotions. This EI model has been criticized in the research for lacking predictive validity in 

the work place. 

 

Second Model, which is called mixed model, it is propounded by Daniel Goleman. This 

model focuses on EI as competency and skills that drive leadership performance and covers 

five main EI competency i.e. Self awareness, Self regulation, Social skills, Empathy, 

motivation.  Each of five is told emotional competency. Goleman posits these competencies 

can be acquired through a systematic plan. 

 

Third Model of Emotional Intelligence is postulated by Reuven Bar On. This model is 

defined in terms of an array of traits and abilities related to emotional and social knowledge. 

These abilities influence overall ability of human to effectively cope with environmental 

demands. This model also named as „‟ psychological well being and adaptation‟‟. The model 

presents the abilities of aware and understands, express own as well as other emotions, 

ability to deal with strong emotions and control impulses and to adapt change and solve 

problems of personal and social nature. The five main domains in the model are 

intrapersonal skills, interpersonal skills, adaptability, stress management, and general mood 

(Bar on, 1997 b).  
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Review of literature –  

 

The literature available was reviewed to understand the basic concepts of emotional 

intelligence and intelligence, also to understand the importance of emotional intelligence for 

today‟s leaders‟ various seconday data sources were reviewed as under: 

 

Human mind has two types of divisions, one side sphere deals with thoughts and logical 

reasoning and another deal with emotions. Both cognition and emotions are important 

factors of human intelligence. Domagalski, and; Fineman, 1996; commented that every 

person in his/her personal life either at home or at workplace experiences various types of 

emotions. These emotions affect human behavior and activities everywhere. However, the 

issues of considering emotions of human being at work not been taken seriously in business 

organizations and research before 1990. This resulted the unproductive environment and 

quality related issues at workplace. To find out the emotional effect on human behavior, 

Adele B. Lynn (2005) conducted the interview session with a group of 10 executives from 

various companies and concluded that other person‟s behavior can affect our feelings. And 

performance can be enhanced through positive behavior and Emotional Intelligence is the 

integral in positive behavior. This fact has been proven by different scholars that, the use of 

emotions and its management enhance the productivity of a leader. 

  

George 2000; Mulla and Krishnan, 2011; Rehman, 2011, agreed that many studies 

support the arguments that leadership is intrinsically an emotional process. So a leader 

should keep in mind the role of emotions while dealing with his members. While (Mahadi, 

2011) postulated that some other studies ignored the role of emotions in leadership processes 

and others describe that people with high emotional intelligence are able to perceive and 

regulate their and others‟ emotions more effectively. Her results reflected that presence of 

emotional intelligence among leaders and followers reformed the relationship between 

Islamic leader member exchange and few important work related outcomes. The conclusion 

indicated that EI is integrated among leaders and subordinates to make them self aware as 

they could strongly identify emotions among each other. 

Researchers found that emotional intelligent is an essential part of an effective leadership 

and have a strong relation with decision making and organizational performance. Abraham 

(2006) and Jones and Abraham (2009); determine that an emotionally intelligent person 
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has a high commitment toward organization and participate in the effective decision making 

process. Kerr, Garvin, Heaton, and Boyle 2006, also investigated the relationship between 

emotional intelligence and leadership effectiveness and commented that the effective 

leadership can be predicted by emotional intelligence. He collected the samples to find out 

the impact of emotional intelligence on decision making. Majority of the samples confirmed 

the positive relation among both. Emotional intelligence among superior and subordinate 

reduces the conflicts and creates cooperative work environment.  Maintaining cooperation 

and coordination among people in team is very critical but important task. A leader fulfils 

this gap to establish cross communication in team. The Conference Board (2009) suggested 

some improvements to Organizational performance and leadership. The Conference Board 

(2009) report stated the prior importance of quality functions. The Board suggested that 

Quality professionals should have leadership role that goes beyond process Improvement 

and waste reduction also commented to move from production centered to excellence in 

execution, top and bottom line growth and customer loyalty. These quality leaders of future 

will face the issues of globalization, customer sophistication, leadership and talent 

management, and environmental management/social responsibilities also will work as  a 

catalyst for change, suggesting leaders “must see the big picture, organizationally. 

 

Butler and Chinowsky (2006) examined some leaders in construction industry and tried to 

find out the EI correlation with leadership. They further worked by extending the research of 

Gardner and Stough (2002. And they found three top EI strengths, stress tolerance, 

independence, and optimism. Downey, Papageorgiou, and Stough (2005), also followed 

up the earlier work of Gardner and Stough (2002) and predicted a positive relationship 

between transformational leadership (TL) and various workplace scales and a negative 

relationship between EI measures and laissez-faire leadership. Caruso & Salovey, 2004; 

propounded that „‟use of emotions makes a leader effective. Jacobson (2011) commented 

that motivation of employee is not an easy task for a company that‟s why, to retain the 

skilled workers is costly. According to Dierdorff, Bell, & Belohlav (2011); the economic 

and psychological cost for apathetic workers can be expensive. Demotivation of workers 

may result in lacking commitment, disintegrated team and poor performance. An emotional 

intelligent leader involves and motivates their subordinates to contribute the shared vision of 

company.  He communicates sincerely, engages and encourages the subordinates to mould 

their thinking.  
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Vakola, Tsaousis, and Nikolaou (2003), conducted an international study to examine the 

level of organization change for leaders working in public and private sector. Vakola et al. 

advocated that the positive attitude of a leader toward organizational change would be 

correlated with four of the “Big Five” personality traits (openness, agreeableness, 

conscientiousness, extraversion and neuroticism) and overall EI. Being global competition, 

it is very needful to develop caring attitude toward the employees. Peterson, Luthans, 

Avolio, Walumbwa, & Zhang, 2011; depicted that caring the employees will make certain 

that these employees acquired the skills to satisfy the demand of growth.   Caruso; Mayer 

and Salovey (2002) also reported the relation of EI and leadership, that emotional intelligent 

leaders have the ability to identify emotions, feelings in themselves as well as in others. This 

ability of a leader helps them to differentiate between honest and phony emotional 

expressions. To recognize & control emotions are considered as the core competencies of 

emotional intelligence. Corporate sector is using this technique for the interview to select the 

emotionally balanced person. Chen，Z. X, Tsui A S, Farh J L (2002) examined the 

relationship between loyalty to one‟s supervisor and work performance. Results indicated 

that personality of a loyal person creates the good environment with high level trust among 

people in team which motivates people to a high work performance.  Goleman (1995) 

commented that Emotional Intelligent person has collaborative and problem solving 

behavior that controls emotions and generates the solution to satisfy both subordinates and 

superior‟s needs. This technique works to resolve the conflict and to maintain the relation 

between leader and subordinates .Seibert, Kraimer & Liden, 2001, concluded that the 

work performance of a subordinate often depends on the support, advice, and resources 

provided by leader.  

Collins, V.L., 2001; explored the effect of emotional intelligence in leadership success. Two 

methods of personality based (trait) measure and an ability based measure of emotional 

intelligence were used and concluded that EI is integral of leadership success. Goleman et 

al., 2001, agreed that leader uses EI to reform the climate of contribution to shared vision, 

creates a certain culture or work environment to the subordinates. Goleman (1998) 

commented that leaders in modern organizations are being judged not only by expertise and 

knowledge, skills they possess, but also by their ability to make deep relation with others.                  

Danial Goleman (1998a; 2000) challenged the fundamentals of the past dominant theories 

of organizational leadership. Goleman, 1998; remarked that „‟IQ and technical skills are 
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important, but emotional intelligence is the sine quo non of leadership. George’s (2000) had 

the view that emotions play the central role in leadership process and it contributes to 

organizational effectiveness. Ashkanasy & Tse, 2000; Bass, 2002; propounded that „‟ 

fundamental nature of leadership is emotional. Bass (1998); believes transformational 

leaders motivate subordinates to perform extra and drives them to full satisfaction and self 

actualization. While Ashkanasy & Tse, 2000; advocated that leadership is merely a function 

of emotional management and linked leadership to work performance. Ashford and 

Humphrey (1995) have concluded that leadership process is emotional and it has the basic 

link with human personal values. 

 

Objective –  

The objective of the study is to understand the Emotional Intelligence through the literature 

review. In modern era the importance of EI has been understood from various researches and 

experiences framed by scholars. All the related researchers advocated that a leader needs to 

be emotional intelligent while dealing with human or his followers.  

1- To understand the concept of EI and different EI models propounded by the 

psychologists. 

2- To study the literature shows relationship between EI and leadership practices. 

3. To find out the research gap and to draw conclusion. 

 

Research methodology – 

 Secondary sources of information like articles available in journals and chapters of books 

written by various psychologists, websites, newspapers etc. were referred. 
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Analysis - 
 

Above literature proves that there is a positive relationship between Emotional Intelligence  

And leadership practices. According to by Peter Salovey & John Mayer, „‟ability is a form  

of intelligence‟‟. An ability i.e. perceiving emotions, using emotions, understanding  

Emotions and managing emotions. But the procedure of perceiving, using emotions etc is  

not clarified Validated.  It is clarified that an emotional intelligent leader can motivate their  

Subordinates, this Improves organizational environment and psychology. But  

According to Maslow‟s need Hierarchy Theory, the motivation of an Employee depend on  

Different need base factors, can be differed. Some give priority to respect and some  

Others to recognition. The general view of the motivation is presented; it is not  

clarified with specific situations and examples. Leader assesses the need and recognizes the  

Emotion of his/her followers and motivate them accordingly. Through Literature it is  

identified that Emotional Intelligent leader handles the team effectively and removes the  

Conflicts among team members. He involves the team in decision making Process. Human  

being is social there are many social needs he can have & problems he faces Organization is  

a group of people to attain desired goal.  A leader has the responsibility to Keep the  

Employee issues and concern first. He should feel belonged with an Organization. His issues  

and problems should be resolved sincerely at organizational level. According to Boyatzis,  

2006; if employees were unmotivated, the environment could be in disarray. 

These Problems may affect organizational performance. Humphrey, 2002 agreed that leaders  

should be interactive and Abraham, 2000 commented these leaders are committed toward  

Organization. It is indicated that loyalty of a supervisor highly affects the subordinates‟ 

performance and increases the trust level among them. Ashford and Humphrey (1995) 

commented right that leadership is a process included with emotions and human values. 
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Research Gap 

There has been held much research related to the topic but, it is lacking in the automobile  

Sector. As an organization is a group of people, the human emotional issues need to take  

care by leaders. Organization needs to belong with its employees interpersonally as in  

Society. Research should be emphasized on topic that work efficiency increases when  

The Employees’ social and Personal needs are fulfilled. Above literature is having this  

Gap. If the organization enforces the Employees to get the work done without of keeping  

care of their body, emotions, respect etc. This may negatively affect the organization in the  

long term with many of quality problems.  

 

Many of the Psychologists have researched a lot of facts showing the relationship between  

EI and Leadership. Most of the scholars found the positive relation between these two  

Factors. Salovey & Mayor, defines that, Emotional intelligence leader is „‟one who will be 

Having the capacity of knowing Own as well as others emotions. But the deep procedure 

And validity to assess owns emotions as well as others not clearly defined.  The need is  

To find out the other facts in detail for Emotional Recognition Accuracy (ERA) for 

Superior and subordinates to avoid the unproductive conflicts between both. ERA shall  

be helpful to create required competency to work with EI in an Organization.  

 

Most of the researches have held in Foreign Context. It seems the lack in Indian context  

Of Industry and Culture as limited researches were done considering Indian cultural  

Believes.  
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Conclusion – 

Human being has emotions. Emotions may be either positive or negative. Emotions affect 

the employees‟ mental as well as physical health and interpersonal relationship.  

Organization is a group of people, so in the same way, the organizational health and work 

environment becomes affected accordingly. Research shows that a motivated employee 

better contributes for organization so it is required to understand the human emotions which 

is the key for motivate and drive people. People will feel good while they are treated valuing 

their emotions. So the true leaders do not drive their followers forcedly, they use their EI 

skills to get the work done from their followers. They solve followers‟ problems and keep in 

touch personally along with organizational work. Zeigert, Knight, and Xiao (2006) observed 

five broad functions of a leader for organization's effectiveness, environmental monitoring, 

organizing subordinate activities, teaching and coaching subordinates, motivating others, 

and intervening actively in the group's work.  Goleman, Boyatzis, and McKee (2002), 

remarked that Great leaders move us. They startup us with passion and inspiration. Leaders 

are known effective by their strategy, vision, or powerful ideas. But the reality indicates that 

Great leadership works through emotions. There are three important models of EI given by 

Peter Salovey and Mayer, Daniel Goleman & Bar On. The Ability Model of Peter Salovey 

& Mayer proposes that individuals vary in their ability to process information of an 

emotional nature and in their ability to relate emotional processing to a wider cognition. This 

EI model has been criticized in the research for lacking face and predictive validity in the 

work place. The Goleman model is mixed model. It focuses on EI as competency and skills 

that drive leadership performance and covers five main EI constructs. Goleman model 

believes that individuals are born with a general emotional intelligence that determines their 

potential for learning competencies. On the other hand, Bar –On defines his model in terms 

of an array of traits and abilities related to emotional and social knowledge.  This knowledge 

influences our overall ability to effectively cope with environmental demands as such; it can 

be viewed as a model of psychological well being and adaptation. Some conclusions also 

pointed out from the practical example of Adele (2005) which is, that other people‟s 

behavior can affect our feelings, our feelings can affect our performance. Conclusively IQ is 

not the only factor indicating intelligence; EQ makes it perfect with human touch.   
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