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Abstract  

Leadership is often associated with strategic thinking, decision making, and the ability to 

achieve business goals. Yet leadership is also a human activity; every decision is 

communicated to people, every change affects people, and every team depends on 

relationships. A leader’s ability to understand emotions and respond constructively can 

therefore make a meaningful difference to the working environment. This article describes the 

Importance of Emotional Intelligence, Highlights the Role of Emotional Intelligence in 

Everyday Leadership, Explains Why it Matters to Employees and Organizations, Describes the 

Role of HRM, and Explains How to Develop Emotional Intelligence.  
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1. Introduction 

Emotional intelligence (EI) refers broadly to the ability to recognise and understand emotions 

of self and others and to use that understanding when thinking and acting. In leadership, it 

involves awareness of one’s own emotional responses, managing those responses 

appropriately, understanding other people’s perspectives, and maintaining productive 

relationships. Emotional intelligence does not replace technical knowledge or sound 

judgement. Rather, it can help leaders apply those abilities in ways that support trust, 

communication, and accountability. The combination of technical ability with emotional 

intelligence can make wonders to organizations. In this case, project success rates also will be 

higher.  

 

2. Understanding Emotional Intelligence 

A widely used leadership framework associated with Daniel Goleman discusses self-

awareness, self-regulation, motivation, empathy, and social skills. Self-awareness helps leaders 

recognise how their moods and assumptions affect their behaviour. Self-regulation helps them 

pause before reacting impulsively. Motivation supports persistence towards meaningful goals. 

Empathy helps leaders consider another person’s perspective, while social skills support 

communication, collaboration, and conflict resolution. These elements are most useful when 

they appear in everyday actions. A leader who notices frustration rising during a difficult 

meeting can pause and ask clarifying questions instead of criticising someone immediately. A 

manager who recognises that a team member is confused can explain expectations more clearly. 

Such behaviours may seem small, but they shape how people experience leadership. One more 

thing is responding instead of reacting can be learned when we use emotional intelligence.  

 

3. Emotional Intelligence in Everyday Leadership 

Consider a team that misses an important project deadline. One manager immediately blames 

the team, raises their voice, and focuses only on the mistake. Employees may become defensive 

or hesitate to report future problems. Another manager remains calm, asks what caused the 

delay, and listens before deciding what needs to change. This manager still holds the team 
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accountable, but the discussion is more likely to identify practical solutions. The second 

approach illustrates emotional intelligence in action. It does not mean excusing poor 

performance or avoiding difficult conversations. It means separating the problem from an 

impulsive emotional reaction and responding in a way that preserves dignity while addressing 

responsibilities. 

 

Emotional intelligence can also help leaders navigate disagreement. Teams bring together 

different personalities, experiences, and opinions. A leader who listens carefully and 

acknowledges concerns can make disagreement more constructive. When employees believe 

they can raise issues without being humiliated, leaders may hear about risks earlier and gain 

access to ideas that would otherwise remain unspoken. Not only that, there was one saying in 

military, that is, if soldiers are not coming with problems to colonel regularly, there is no need 

for the colonel. 

 

4. Why It Matters to Employees and Organizations 

Leadership behaviour influences the climate in which employees work. Respectful 

communication, consistent responses, and constructive feedback can help build trust. When 

employees feel heard, they may be more willing to ask questions, share concerns, and seek 

guidance. These behaviours can support collaboration and learning. 

 

Emotional intelligence is also relevant to motivation. Employees need more than 

encouragement: they need clear expectations, fair treatment, useful feedback, appropriate 

resources, and opportunities to develop. An emotionally aware leader can notice when an 

employee needs support, while still discussing performance standards openly. In conflict 

management, emotional intelligence can help leaders identify the feelings and concerns behind 

a disagreement. Rather than treating conflict as a personal contest, the leader can clarify the 

issue, give each person an opportunity to speak, and guide the team towards an agreed next 

step. This approach does not guarantee agreement, but it can make the process more respectful 

and productive. 

 

Organizations should avoid treating emotional intelligence as a magic solution. Employee 

engagement and performance are affected by many factors, including pay, workload, job 

design, resources, organizational policies, and management competence. Emotional 

intelligence is most useful when combined with fair systems and sound business decisions. 

 

5. The Role of Human Resource Management 

Human Resources can help make emotionally intelligent leadership a practical organizational 

capability rather than an abstract ideal.  

 

i) First, HR can include self-awareness, communication, empathy, and conflict resolution 

in leadership development programmes. Training is more effective when it includes 

realistic workplace scenarios, reflection, and opportunities to practise new behaviours.  

ii) Second, HR can encourage managers to give feedback that is specific, respectful, and 

focused on observable behaviour. Employees should understand what needs to improve 

and what support is available. Respectful feedback should not become vague praise or 

avoidance of accountability. 

iii) Third, organizations can establish safe and clear channels for employee concerns. 

Managers need to respond seriously to feedback, while HR should ensure that 

complaints are handled fairly and confidentially as appropriate. Emotional intelligence 
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must never be used as an excuse to discourage employees from raising legitimate 

concerns. 

iv) Finally, HR can support leadership coaching and regular feedback. Employees’ 

experiences of communication, fairness, and manager support can help identify 

development needs. Such feedback should be interpreted carefully and used to improve 

behaviour, not to label people or make unsupported assumptions about their 

personalities. 

 

6. Developing Emotional Intelligence 

Emotional intelligence can be strengthened through deliberate practice. Leaders can begin by 

reflecting on situations that trigger strong reactions and considering how those reactions affect 

colleagues. They can practise listening without interrupting, asking questions before making 

assumptions, and checking whether they have understood another person’s point of view. After 

a difficult conversation, a leader can review what went well, what could have been handled 

differently, and what they would do next time. Seeking honest feedback from trusted colleagues 

or a coach can also reveal blind spots. These practices require consistency; a single workshop 

is unlikely to change established habits on its own. 

 

Organizations should also model the behaviour they expect. If senior leaders promote empathy 

but reward intimidation or favouritism, training will have limited impact. Emotional 

intelligence is credible when it is reflected in everyday decisions, performance discussions, and 

the way leaders respond under pressure. 

 

7. Conclusion 

Effective leadership requires more than intelligence, authority, regular intelligent quotient (IQ) 

or technical expertise. It also requires the ability to understand emotions, communicate 

thoughtfully, and maintain constructive relationships while making difficult decisions. 

Emotional intelligence can help leaders respond to challenges with greater self-awareness, 

empathy, and composure.  

 

8. Implications to HR Professionals  

For HR professionals, the opportunity is to integrate these capabilities into leadership 

development, feedback, and organizational culture. The goal is not to create leaders who please 

everyone or avoid conflict. It is to develop leaders who can listen without losing direction, 

show empathy without abandoning standards, and hold people accountable without 

disrespecting them. 

 

Ultimately, emotional intelligence is not a substitute for leadership competence. It is one of the 

ways competence becomes effective in a workplace made up of people. 
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