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Abstract: Modern management is largely a management of people and not so much 

of resources and processes. This alone makes concepts like leadership and emotional 
intelligence quite relevant in modern management. The following text clarifies how emotional 
intelligence affects leadership behavior, considering it as the development of a collective 
sense of the important goals and tasks, as well as the ways to achieve them; convincing 
others of the importance and significance of their work and behavior; generating and 
maintaining enthusiasm, confidence, optimism and trust in group members who cooperate; 
courage when making non-standard decisions and when it is necessary to introduce 
changes; creating and maintaining meaningful identification with the organization. All of this 
can be aided by emotional intelligence. 
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Introduction  
Emotional intelligence is a concept that is gaining tremendous popularity both in the 

public sphere and in academic research. It is also increasingly associated with the study of 
leadership, as a key factor in identifying and creating future leaders. People with a high level 
of emotional intelligence have a strong ability to understand emotions (both their own and 
those of other people), express their emotions with restraint and influence at an emotional 
level, as well as promote adaptability, effectiveness in communications and other activities. 

 
1. UNDERSTANDING LEADERSHIP  
In turn, leadership ranks among the most studied and discussed topics in 

management sciences. There are a variety of approaches to treating and understanding 
leadership. For example, Jacobs and Jacques (1987) define leadership as " The process of 
giving a goal (a direction that makes sense) to collective efforts leading to its achievement". 
Gary Yukl (2002) defines it as "The process of influencing others to understand and agree 
on what needs to be done and how to do it effectively, and also the process of facilitating 
collective efforts to accomplish shared goals. " Robert Dilts (2002) definition builds on the 
described picture of influence by setting an ultimate goal: "Leadership is the ability to 
influence others to achieve a goal... and create a world to which people want to belong.". 
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According to Ralph Stogdill (1974), „there are as many definitions of leadership as there are 
people who have tried to define it “, therefore it is necessary to summarize the common 
elements between them. 

Bearing in mind that there is no universally accepted view of leadership, it is possible 
to single out basic elements that are touched upon in different theoretical concepts in order 
to define an extended definition: 

• development of a collective sense of the important goals and tasks, as well 
as the ways to achieve them; 

• convincing others of the importance and significance of their work and 
behavior; 

• generating and maintaining enthusiasm, confidence, optimism and trust in 
cooperating group members; 

• courage when making non-standard decisions and when it is necessary to 
introduce changes; 

• creating and maintaining meaningful identification with the organization. 
Researchers are constantly analyzing what leaders like, what they do, how they 

motivate their followers, how styles interact with situational conditions, and how they can 
make major organizational changes. With the exception of the earliest theory (of the great 
man), all of the others involve a concern for employee emotions in one way or another. 

Whether the two concepts have points of contact, whether and to what extent one is 
a prerequisite for the other remains a matter of differing opinions among researchers. Some 
prominent theorists of emotional intelligence and leadership, such as Daniel Goleman 
(1998) and Robin Sharma (2011, cited by Stoyanova), claim that emotional intelligence is 
90% of a leader's success. According to them, it is the key difference between average 
leaders and exceptional leaders, a claim that still lacks scientific justification. A number of 
studies also emphasize that "soft skills" and emotional intelligence are essential for success 
in most organizations (Abraham, 2006; Sigmar, Hynes, & Hill, 2012; Serrat, 2017). 

 
2. IMPORTANCE OF EMOTIONS  
However, it is indisputable that people have feelings and emotions, regardless of the 

position they occupy in the organizational hierarchy. In order to be able to influence these 
emotions, leaders must be able to know them and to some extent manage them. Much 
leadership research describes what leaders are like, what they do, and how decisions are 
made. In the classic organizational literature, there is a relative lack of attention to the role 
of emotions in the leadership process, as the cognitive orientation dominates. In the modern 
world, however, the number of studies related to the role of feelings and emotions in human 
and organizational matters is increasing. This suggests that they can be seen not only as 
an additional factor, but as playing a much more central role in the leadership process. 

Feelings influence the decisions people make (Paunov, 2012). When people are in a 
positive mood, their perceptions and evaluations can be more favorable, they are more likely 
to remember positive information, they are more self-confident, and they are more helpful to 
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others. Positive moods have been found to increase the flexibility of task categorization and 
facilitate creative thinking. On the other hand, negative moods can encourage deductive 
thinking and more critical overall evaluation. 

Rational decisions are best made by people who can abstract from their personal 
feelings. It is generally accepted that human decisions are not purely rational and emotions 
play a large role in making them (Yukalov, 2022). On this basis, neurological research 
suggests that feelings are necessary to make good decisions (Rock, 2009). Feelings are 
inextricably wrapped up in the way people think, behave and make decisions. In this regard, 
Joseph (Forgas, 2001) Forgas' AIM (Affect Infusion Model) provides a useful framework for 
understanding the conditions under which an affective state is more likely to influence 
decision making. Specifically, AIM suggests that affect is particularly likely to influence 
judgment early in the information processing process when decision makers are faced with 
a complex task or ambiguity and uncertainty exist. Furthermore, the model suggests that 
affect is likely to influence decisions when decision makers resort to heuristic methods of 
problem solving. 

A person's behavior is largely the result of emotions that he may not be aware of. 
Very often, cognitive processes are also motivated and strongly influenced by this same 
emotional sphere. The importance of emotions, feelings and moods in leader-follower 
relationships in the context of organizational behavior cannot be ignored. 

 
3. EMOTIONAL INTELLIGENCE AND LEADERSHIP  
Having emotional intelligence in leaders not only leads to awareness of one's own 

emotions, but also to using those emotions in functional ways. First, emotions can be useful 
in terms of directing attention to pressing issues and determining what should be the focus 
of attention. Second, emotions can be used in the selection of alternatives and decision-
making – EI enables leaders to anticipate the emotional consequences of certain events 
occurring, and this can aid in decision-making when choosing between multiple options. 
Third, emotions can be used to facilitate certain types of cognitive processes. 

Based on existing leadership concepts in the literature, five specific elements of 
effective leadership were identified. The realization of each of the specific activities can be 
assisted by the presence of emotional intelligence. 

3.1. Developing of a collective sense of the important goals and objectives  
The first of these elements of leadership is the development of a collective sense of 

the important goals and objectives, as well as the ways to achieve them. The goals and 
tasks in question are long-term, strategic, those that usually refer to the vision that the leader 
has for his activity or for the entire organization. Emotional intelligence can contribute to 
developing a compelling vision for your organizations in a number of ways. First, leaders 
can use their emotions to improve information processing of challenges, threats, problems, 
and opportunities presented by their organizations. Leaders are often faced with a large 
amount of information characterized by uncertainty and ambiguity. From this information, 
they should chart a course for their groups or organizations. 
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Research relating positive moods to creativity suggests that when leaders are in a 
positive mood they can be more creative and therefore more likely to create a compelling 
vision (Isen,1987). Leaders who possess a high level of emotional intelligence will be better 
able to capitalize on their positive moods and emotions and deliver major improvements in 
the functioning of their organizations. Not only a compelling vision is enough, but also how 
they will communicate it in the organization so that it is well received. By assessing the 
feelings of followers, invoking their knowledge of emotions, leaders can exert influence so 
that they gain responsiveness and benevolence toward their goals. 

3.2. Convincing others of the importance of their work  
The next element is related to convincing others of the importance and significance 

of their work and behavior. In order to instill in employees, the importance of organizational 
activities, leaders must ensure that their followers are aware of the main problems in the 
company's activities as well as the potential opportunities. At the same time, they should 
increase their belief in their own abilities, to successfully overcome problems and to deal 
with emerging challenges. Leaders must understand and influence the emotions of followers 
so that they are aware of the seriousness of the issues (Chen, 2019). Leaders with high 
emotional intelligence are adept at managing emotions and will be able to instill this in their 
followers. 

3.3. Generating and maintaining enthusiasm, confidence, optimism and trust in 
the group 

To improve performance in an organization, it is important to generate and maintain 
enthusiasm, confidence, optimism and trust among cooperating group members . In order 
for leaders to create and maintain enthusiasm and confidence, they must be able to assess 
how their followers feel and be aware of how they can influence those feelings. They must 
be able to distinguish between the emotions their followers actually feel (their "true" feelings) 
and the emotions they express. 

The role of a leader in organizations often leads to very fast-paced work, keeping up 
with multiple and changing demands and high levels of stress. Not only must leaders meet 
these multiple demands, but they must also find constructive solutions to conflicts that arise, 
while generating and maintaining a sense of cooperation and trust. High levels of emotional 
intelligence also contribute to what Epsine (1990) and his colleagues call constructive 
thinking, or the ability to solve problems with minimal stress. Constructive thinking can lead 
to the formation of creative ideas for settling disagreements, which turn problems into win-
win solutions and ensure cooperation and trust throughout the organization. Because 
leaders who possess a high level of emotional intelligence are better able to understand and 
manage their own emotions, they may be more willing to engage constructive thinking to 
build and maintain high levels of cooperation and trust. 

3.4. Courage when making hard decisions  
Very often the definitions also mention the important role of leaders in implementing 

organizational changes. This is also the next element, namely courage when making non-
standard decisions and when it is necessary to introduce changes. When leaders know how 
to manage their emotions, they may be able to use this to improve decision-making. They 
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can direct their attention to the urgent problems that need immediate attention and thus 
soberly arrange their priorities. Emotional intelligence allows leaders to effectively use 
emotions in decision-making and to manage emotions that interfere with effective decision-
making. When they know how to manage their emotions, they will be able to think of 
alternative scenarios and avoid unwanted affect influencing their decision making. 

Emotional intelligence can contribute to a leader's ability to successfully bring about 
change in an organization. The degree to which a leader accurately perceives and is able 
to influence followers' emotions related to knowledge or skills leads to the leader's ability to 
make big changes (Wasielewski, 1985). Some people find it difficult to determine how others 
feel, while others find it difficult to respond to the feelings of others. It is unlikely that both of 
them will make significant changes in the organization. On the other hand, people who can 
accurately gauge the feelings of others and respond to and sometimes change those 
feelings will be more productive and are much more likely to be able to effectively overcome 
resistance to change and transformation. An important aspect of emotional intelligence is 
responding to changes in others' emotions, requiring leaders to also know the causes of 
those emotions. 

3.5. Creating and maintaining engagement and identification with the 
organization  

Last but not least among the elements that a leader must meet is the creation and 
maintenance of a meaningful identification with the organization. An organization's identity 
derives from and is a consequence of its culture. Through organizational culture, the 
organization develops the collective identity that is embodied in the members of the 
organization. The role of leadership in the development of organizational culture is also 
important. Increasing technological progress suggests that work in general will become less 
routine in the future. Less routine work is more difficult to observe and to directly control, 
and hence organizations may become increasingly dependent on culture as a mechanism 
of influence. Culture development is an expression of organizational identity, and thus, may 
become increasingly important to effective leadership. 

Strong beliefs are often so because they have emotional content and reference. Trais 
and Bayer (1993) suggest that the essence of organizational culture exists in ideologies that 
are shared. It is defined as relatively coherently interrelated strands of emotionally charged 
beliefs, values, and norms that relate to some people and help make the world meaningful 
to them. The authors also argue that cultures are intertwined with emotions and allegiance 
to identification with cultures stems from people's emotional needs rather than a rational 
point of view (Trais&Bayer, 1993). Violation of norms and values in a culture results in strong 
emotional reactions, because cultures actually provide organizational members with socially 
acceptable ways to express their emotions. In this line of thought, managing organizational 
culture is, in a sense, managing emotions. This suggests an opportunity for leaders to 
convey to followers that collectivity is important to organizational norms and values. 

Conclusion 
Leaders' effective use of forms of organizational culture is highly dependent on the 

elements of emotional intelligence—being aware of their feelings, knowing the reasons for 
those feelings and how they change over time, being able to express feelings, and are able 
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to evoke feelings in others, and even with a tacit knowledge of how and why emotions are 
tied to cultural forms. Emotional intelligence means not only being able to manage one's 
own feelings, but also being able to manage the moods and emotions of others. This is of 
particular importance to leaders throughout the business world. Being able to excite and 
enthuse other people, or make them feel wary and attentive, is an important means of 
interpersonal skills and an expression of social influence that is of utmost importance to 
leaders. To be able to manage the moods and emotions of others, they must be able to 
appreciate and express emotions, use them effectively, and show good awareness of them. 
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